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ABSTRACT 

This study aimed to examine the influence of informality on employee’s performance 

in public institutions. This included looking at how informal channels of 

communication, social networks and managerial interpersonal skills influence the 

performance of academic staff in public universities in terms of teaching, research 

and consultancy.The population of studyincluded all academic staff in University of 

Dar es Salaam and University of Dodoma with the sample size of 100. The study 

employed a mixed research approach and a cross sectional research design. Data was 

collected through questionnaires to academic staff and face to face interviews to 

managers. Analysis was done using Structural Equation Model in SPSS AMOS. The 

study revealed that informal channels of communication most especially gossip chain 

and cluster chain influence the performance of academic staff in teaching, research 

and consultancy with p values of 0.000. This is mainly because of the timeliness, 

frequency and accuracy of information in these channels. Single strand chain was 

also found to influence performance to some extent most especially at the beginning 

of the chain but as this information progressed down the chain the information 

became unreliable. The use of single strand chain was discouraged by the managers 

interviewed because its informationpasses down a long chain. The findings also 

show that social networks through advice and trust network influences the 

performance of academic staff with p values of 0.004 and 0.005 respectively, 

however political network shows a weak influence because its magnitude of 

standardized loadings is below 0.4 at 0.342. Likewise, managerial interpersonal 

skills, of rewards and conflict managementwere discovered to have the 

highestinfluence on employee performance as many supervisors have these skills. 

Therefore, the study recommends that, managers should monitor information that 

passes through gossip and cluster chain as it is most used in these organizations and 

control its impact accordingly. Moreover, academic staff should be encouraged to 

effectively make use of advice and trustnetworks so as to enhance their 

performance.Likewise managers should strive to improve their interpersonal skills, 

especially power which many managers lack. 
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CHAPTER ONE 

INTRODUCTION 

1.0 Introduction 

This chapter presents the background of the problem, the statement problem, 

research objectives and the significance of the study 

1.1 Background of the Problem 

Worldwide, the struggle for obtaining satisfactory results in the performance of 

employees is ongoing. In developing countries the situations is not different, public 

institutions face numerous challenges, for example, corruption, political instability, 

diseases, low education levels and poor infrastructures (Simon, 2019). Experience 

from Kenya and Uganda show that employees in the public service face accusations 

and complaints about they provide public services (Aluvisia, 2016; Arinanye, 2015). 

This situation originates from poor recruitment and selection, lack rewards and 

incentives and poor training systems.   

On the basis of the importance of employee performance on the performance 

organizations in terms of services/products, various countries have undertaken 

interventions of different types. For example, Saudi Arabia, established Public 

Personal Law of 1972 to tackle the principles of merit in public employment and 

other employment aspects. Likewise, in Britain, the struggles to increase 

performance re also currently underway through the use of high performance work 

systems to boost public sector workplace performance (White & Bryson, 2019). This 

dwells on the wellbeing of its staff and welfare provisions through encouraging 

collectivism, unions, proper recruitment and selection procedures, and the use of 

different pension schemes. Moreover, the government of Kenya embarked on 

improving the recruitment system in the public sector (Aluvisia, 2016).  

Employee performance is even more important in higher learning institutions in 

particular because the sector equips and prepares future employees to operate other 

resources and run the organization successfully (Simon, 2019). That is the case 

because higher learning institutions are based on the sole purpose of generating and 

transferring knowledge to the society through teaching, research and consultancy 

(Kipesha & Msigwa, 2013). Thus, with this important responsibility, academicians 
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are viewed as vital component in the process of improving the performance of higher 

learning institutions in terms of teaching, research and consultancy (Norton et al., 

2013).  

In recent years public higher learninginstitutions in Africa are seen to grow ata fast 

rate, but they face a number of challenges that affect the performance of its academic 

staff(Jacob & Teichler, 2011). These challenges include lack of funds, poor 

infrastructure, weak leadership, governance and management(Luhanga, 2009). In 

Tanzania, academic staff are characterized with job dissatisfactions due to lack 

motivation. This situation is associated with misuse of resources and unsatisfactory 

performance (Teferra, 2017). 

Performance of academic staff in teaching has been weakening as academicians are 

occupied with non-job related activities so as to supplement their income (Ajayi et 

al., 2011). Similarly, in research, rejection of publications or lack of credible journals 

to publish has caused publications to go down. Furthermore, other academicians 

concentrate only on publications which arelinked to promotions than teaching,while, 

others focus on consultancy as a means for income (Tahir & Bakar, 2009).  

In order to address the challenges, various reforms have been adopted for instance 

improvement infrastructures, recruitment and selection, pay, and other benefits. In 

addition to that there have been some measures to improve the performance of 

academic staff by concentrating on performance appraisal techniques. This was 

followed by the Open Performance Review and Appraisal System in 2004 as a tool for 

driving the performance of staff in higher learning institutions (Lufunyo, 2013).  

Moreover, specific regulatory attempts have been made under the establishment of 

Tanzania Commission for Universities in 2005 with the purpose of regulating the 

standards of qualifications and promotions of academic staff as the means to ascertain 

their performance in respective higher learning institutions (TCU, 2019). 

Various studies henceforth went on to look at how certain interventions can decrease 

this unsatisfactory performance of academic staff with universities. For example 

many studies have been done on performance appraisal and the implementation of 

the open system of appraisal (Jovin & Hangi, 2017). Also, training and development 
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study done by Muganyizi, (2018) to look at how academicians in higher learning 

institutions can benefit on training to increase the quality of services provided to the 

public. While others looked on the use of pecks and incentives like overtime, leave 

and allowances to boast performance of academic workers. Buberwa, (2015) for 

example looked on how to deal with labor turnover in public institutions, specifically 

universities, through underpinning the importance of intrinsic and extrinsic factors of 

motivation to boast the performance. 

Despite the contributions of the previous studies, less emphasis has been put on the 

informal nature of workplaces however formal they may seem (Dowling & Sayles, 

1971).Therefore, managers of higher learning institutions put much energy and funds 

in shaping and rearranging their organization structures yet performance of academic 

staff is still in question. This is because different activities happen within higher 

learning institutions regardless of their formal structures (Krackhardt & Hanson, 

2006).  

Therefore, attention away from formal structures and procedures is imperative so as 

to embrace the informal nature of organization by looking at informal networks and 

relationships among employees and functions (Mbuyisa & Nkala, 2014).That is the 

case because informal networks and relationships are important sources and means of 

communication and social interactions, hence, through such informal 

communications and interactions, academicians can share knowledge, ideas and 

opportunities which are fundamental in accomplishing their core functions i.e. 

teaching, research and consultancy. On top of that, organizationsmayhave traditional 

laid down formal structures and hierarchies to follow that use defined job 

descriptions. These, however, function informally as well as formally by way of a 

network of roles and relationships that cut through formal organizational borders and 

lines of command (Delta, 2006).  

On the basis of this background therefore, it is therefore important for managers and 

academic staff to understand and make use of their informality of their workplaces. 

Hence this study attempted to examine the influence of informal channels of 

communication, role of social networks and the influence of managerial interpersonal 



4 

skills on the performance of academic employees in public higher learning university 

institutions in Tanzania. 

1.2 Problem Statement 

Despite the efforts made by higher learning institutions in the attempt to improve 

employee performance through such measures like proper recruitment and selection, 

training and development of staff and performance appraisal, the performance of 

academic staff is not satisfactory (Peter, 2014). Academicians still face problems like 

dissatisfaction that brings about retention problems, misuse of funds and inability to 

effectively deliver teaching, research and consultancy functions. Also their leaders 

lack managerial skills and behaviors needed for the success of universities. 

This is because most of the interventions adopted by universities and previous 

studies put less emphasis on the informal nature of workplaces. Thus, the informal 

structures and interactions have not been effectively recognized and utilized (Owusu 

et al., 2016). The formal procedures adopted by higher learning institutions in the 

reform programs has led to adherence of specific procedures and rules giving little 

room to flexibility especially in public university institutions (Mullins, 2005). 

Basically, academic staff’s duties and responsibilities come from their core functions 

of teaching, research and consultancy. These duties fundamentally function through a 

network of ties that helps academicians to share knowledge, ideas and opportunities 

through different forms of informal communication and social interactions. 

Hence, this study aimed at examining the influence of informality in public higher 

learning institutions. For this purpose, the study concentrated on two universities, 

namely, University of Dar es Salaam and University of Dodoma. 

1.3 Research Objectives 

1.3.1 General Objective 

Generally, the study is guided by the intention to examine the influence of 

informality on employee’s performance in higher learninginstitutions in Tanzania. 

1.3.2 Specific Objectives 

i. To analyse the influence of informal channels of communication on 

employee’s performance. 
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ii. To examine the influence of social networks on employee’s performance. 

iii. To assess the influence of managerial interpersonal skills on the performance 

of employees. 

1.4 Research Questions. 

i. How do informal channels of communication influence the performance of 

employees? 

ii. How do social networks influence employee’s performance? 

iii. How do managerial interpersonal skills influence the performance of 

employees? 

1.5 Significance of the Study 

First, the study complements to the body of knowledge about the applicability of 

human relations theory and its use to public institutions particularly in Tanzania. The 

study is significant because it can contribute to the increase in the performance of 

employees through management employing variety of strategies and tactics like the 

use of informal channels, encouragement of social networks and improvement of 

interpersonal skills to increase performance. Other public institutions can also use the 

findings of this study by exploring the use of informality in their institutions to 

obtain improved performance. 

The study is also significant because it will make individual employees take initiative 

to improve their performance through not only being aware of the informal channels 

of communication and the impacts they bring, but also utilizing the social network 

through fellow employees. 

Finally, this study has implications on the policy makers within public 

institutionswho have mostly concentrated on public reforms that insist on rigid 

formal process. This study will contribute to the importance of creating reforms that 

accommodate informality within formal organizations for example the use of 

informal channels of communication and social interactions. 

1.6 Scope and Delimitation of the Study 

This study was conducted at The University of Dodoma and University of Dar es 

salaam public university institutions. The span of the research was confined to the 
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academic staff chosen randomly in all the colleges/schools/faculties at The 

University of Dodoma and University of Dar es salaam. The academic staffs were 

selected for this study due to the fact that they are one who are at the front line in 

providing the core functions of the university that is teaching, research and 

consulting. 

1.7 Organization of the Dissertation 

This study has mainly five chapters; Chapter one which is about the introduction 

covers the background of the problem, the problem statement, objectives of the study 

and questions together with the significance of the study. The second part is chapter 

two and it involves the literature review containing conceptualization of key terms, 

theoretical framework, empirical review, knowledge gap, as well as the conceptual 

framework.  

Chapter three covers methodology which involves, research design and approach, the 

population of the study, sampling procedures, data collection tools, reliability and 

validity of the data, data analysis and ethical consideration. Chapter four presents 

data findingsand interpretation for qualitative and quantitative data, while chapter 

fivecovers conclusion, limitation of the study and recommendations. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

Employee performance is a worker’s own work related achievements after putting in 

the needed efforts to do the job. In order to fully utilize the human resources 

effectively, employee performance should be monitored for the success of the 

organization (Pradhan & Jena, 2017). There are various factors that influence the 

performance of workers. This study looks at the informality or the omission of 

formal rules and procedures by workers in getting a job done. This chapter looks at 

theories of informality and other studies about how informality in workplaces can 

influence the performance of workers in public institutions. 

2.1 Conceptualization of Key Terms 

2.1.1 Informal Channels of Communication 

It is also known as grapevine communication. This flows in the form of unofficial 

messages which may be work related or non-work related outside the official 

designed channels and comes as natural desire for people to communicate freely and 

frequently (Mullins, 2005). In the study informal channels of communication 

represents the three chains used to explain how information travels between 

individuals informally through the chains of single strand, gossip and cluster. These 

channels/ chains affect the accuracy, timeliness and frequency of information 

depending on the channel used. 

2.1.2 Single Strand Chain 

This is a type of informal communication channel that follows a chain form from one 

person to another. This type of chain is known to have the most inaccuracies and 

unreliabilitybecause the longer the strands the more the filtering and distortion of 

messages (Kreitner & Kinicki, 2007). Single strand chain typically does not have a 

large span of connectedness hence its information may take long to reach the 

intended user. 
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Figure 2.1: Single strand chain 

 

2.1.3 Gossip Chain 

This is where one person tells many people in the network directly, this chain is 

considered to be very timely in passing information and may often pass non work 

related nature of information (Nahavandi & Malekzadeh, 1999). Gossip chain 

involves many individuals who share information that mainly they are not sure about, 

but usually have some element of truth to them. 

 

 

 

 

 

 

 

Figure 2.2: Gossip Chain 

2.1.4 Cluster Chain 

Here a person passes information to only those trusted individuals and those selected 

individuals tell other trusted people. It the most common type of chain used in 

organizations (Mullins, 2005). This chain often involves information that is delicate 

hence only few trusted individuals are entrusted with such information. 
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Figure 2.3: Cluster Chain 

2.1.5Social Networks 

These include networks of social interactions and personal relationships. This 

involves a group of individuals who develop and maintain contact with each other to 

exchange information that is of common interests in an informal manner (Harold, 

2012). They are informal networks that are part of and cut through formal reporting 

structures to help start initiatives and meet extraordinary deadlines (Waldstrom, 

2001). People who interact to each other tend to change their behaviors, reactions 

and actions according to the people they are in contact with, these interactions create 

a form of social structures and networks hence they need to be studied analyzed and 

understood. 

2.1.6 Advice Networks 

This shows the relationship between individuals and whom they depend on to solve 

technical problems and provide information, knowledge and innovative ideas 

(Krackhardt & Hanson, 2006). When employees are faced with complex tasks and no 

immediate formal assistance like documentation, they tend to rely on fellow 

colleagues to get advice and information. These advice networks as informal 

structures create the freedom of employees to ask for assistance from anyone they 

choose and are comfortable with. 
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2.1.7 Trust Networks 

This is the network of employees who share sensitive information about their 

personal lives and can back each other up during crisis. They have friendship based 

relationships and feelings of affect (Waldstrom, 2001). Collaborations and networks 

work better when trust is high among individuals. Organizations that have high trust 

can increase their performance by reducing barriers of formal procedures and rigid 

processes to create autonomy to work more freely. 

2.1.8 Political Networks. 

This is the relationship between individuals and groups whose information sharing is 

influenced by personal powers and authority. This power can be used to attain 

advantage or popularity in the workplace. The ability to influence groups and other 

individuals is through their informal power (Waldstrom, 2001). Political social 

networks if oftenused to exercise political power. Many scholars say that this 

network can be destructive but in truth when used correctly it can help in improving 

performance most especially in bringing out organizational change. Political 

networks include the activities or ways that enable organizations or individuals gain 

their interests. Employees with political skills are more likely to manage the stress 

and demand of jobs and also gain personal power compared to the ones without this 

skill. 

2.1.9Managerial Interpersonal Skills. 

These are important human or soft skills of a leader to be able to persuade others to 

willingly behave different. Leaders mainly have two roles, to achieve a task at hand 

and to maintain a favorable relationship between groups and individuals (Delta, 

2006). Leaders should be able to exercise their powers directly or indirectly to be 

able to achieve this. It involves the ability of managers to communicate, understand 

and motivate individuals and groups. 

2.1.9.1 Rewards 

This is the natural, genuine and individualgratitude of employee efforts by 

recognizing the efforts of employees which requires little or no funding to maintain 

and generate (Armstrong, 1999). This can also be termed as informal rewards, their 

use has been ignored in formal organizations but they have proved to be efficient in 
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increasing the morale of workers. Informal rewards are tailored to individual 

employee, are spontaneous meaningful and simple which shows to employees that 

the managers is thoughtful and appreciative. 

2.1.9.2 Power 

This is the ability to influence people and individuals without formal authority; 

personal power is independent from the position of a manager and comes from the 

individual’s characters. It may include the power of rational persuasion, charisma or 

referent power acquired from good reputation(Delta, 2006). This power is informal 

because it is soft and grows naturally like the weeds, like the weeds, if left 

unattended, they can grow massive and prevent the growth of other plants. Hence it 

is a manager’s duty to understand this informal power not only among fellow 

managers but also among the subordinates too. 

2.1.9.3 Conflict Management 

Ability of managers to peacefully find resolution to disagreements of employees 

without following formal procedures (Delta, 2006). This can also be termed as 

informal conflict resolution which is the ability of managers to resolve conflicts 

without having to turn to formal grievances and formal complaint procedures. 

Conflicts resolutions skills of a manager help in the reduction of resistance that can 

damage the working relationships of workers. This helps the workers to collaborate 

better and build stronger working relationships. 

2.1.9.4Employee Performance Indicators 

These indicators are for measuring the performance of academic staff in higher 

learning public university institutions according to the core functions of university 

institutions (Simon, 2019). Academicians are viewed as very important people in the 

process of increasing the performance of higher learning university institutions 

through their role they play to achieve core functions of the university through 

teaching, research and consultancy The education sector was chosen and particularly 

higher learning institutions against other sectors because it is a vital input to all other 

public sectors as it equips the human resources with the necessary skills to operate 

other resources. 
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These performance indicators were chosen to measure the performance of employees 

in higher learning institutions in accordance to the main three core functions of 

research, consultancy and teaching relevant within the context of Tanzania higher 

learning institutions. 

2.1.9.5 Research 

This is an academic activity that involves the searching of knowledge through 

objectives and systematic methods to find solutions to problems (Kothari, 2004). 

Academic staff are required to publish and conduct research to fulfill their research 

functions. The performance of academic staff in this study was measured through the 

number of recent publications of an academic staff within the period of one year. 

2.1.9.6 Teaching 

This is the process of transmitting knowledge to students from various sources, 

academic stuff are required to teach various programs and courses to students(Simon, 

2019). Performance of teaching of academic staff was measured by the number of 

lecture sessions taught according to the position of the academic staff in the period of 

one year. 

2.1.9.7 Consultancy 

This is a function that provides public services inform of consultancy to the 

community. It is a professional work that is undertaken by an individual staff 

according to their field and expertise for financial or non-financial benefit(Simon, 

2019). The performance of academic staff was measured through the number of 

consultancy work recently attained in the period of one year. 

2.2 Theoretical Framework 

An organization comprises of systems of two or more people working cooperatively 

to achieve a certain goal. Organizations were seen traditionally as intermediaries for 

achieving set goals and objectives with little understandings to the inside workings. 

An organization is a coordination of systems among individuals with different 

interests, knowledge and preferences(Nahavandi & Malekzadeh, 1999). 

Organizations emerge when people interact with one another to accomplish tasks and 
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include systems of structured social interactions, communication systems, and 

authority relations. 

Organization theories try to explain how organizations function in relation to its 

internal and external environment, one way is by looking at its structure and 

processes they operate within(Armstrong, 1999). Theories of organizations have 

evolved over time starting from classical school that believed in formality, control 

and order. The classical school stated that organizations needed to reduce the 

uncontrollable informal relations and only operate using formal ones. 

This was followed by the bureaucratic model that emphasized bureaucracy as a way 

of dealing with formal organizations in which rationality is used to the highest level. 

This was seen as efficient because of the use of logic and removal of emotions and 

personal relationships as organizations were seen as a function of machines. 

2.2.1 The Human Relations Theory 

This theory challenged the classical and bureaucratic model by emphasizing 

theimportance of informal organization through the networks of roles and 

relationshipsthat influence the way the formal structure operates. The introduction of 

this theory has led to the adaptation of a less mechanic view of organizations by 

relaxing the assumptions of rational behaviors of members of 

organizations(Waldstrom, 2001). Individuals do not stop being social beings even 

when working in those formal organizations. 

Socialists have therefore defined organizations as structures of social interactions in a 

specific organizational culture or context. Psychologists also defined organizations 

by redefining the assumption of rational behavior in order to understand the needs of 

individuals in organizations. 

The Human Relations theory was founded after the Hawthorne studies by 

Roethlisberger and Dickson, (1939) and the findings were interpreted by Elton 

Mayo. This theory of human relations introduced the importance of individuals and 

social interactions by not only looking at humans as rational beings who only achieve 

organizational goals but as people who are driven by feelings and different particular 

interests. 
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These studies also identified that there are informal structures existing in every 

organizations from the unofficial interactions of people within the organizations. The 

informal structures may be as important as the formal structures in predicting the 

performance and behaviors of individuals. The human relations theory attempts to 

explain the importance of individual characteristics and behaviors on organization 

behavior and success.  

2.2.2 Hawthorne Experiments – Elton Mayo 

This experiment led to the introduction of the human relations theory, the experiment 

contradicted Taylor’s belief that to increase the productivity of workers, they needed 

to be motivated only through money(Blustein et al., 2016). The Hawthorne 

experiment discovered that a group of factory workers did not increase productivity 

even when physical conditions were improved.It was discovered even when the 

lights were low, the productivity increased. This is because the group of workers 

developed norms that made them feel valued and formed social relations that helped 

increased productivity. This experiment in short is the result of the formation of 

informal organizations within the work settings whose consequences is usually not 

anticipated within the organization. 

The results explained by Mayo showed failure of the management to recognize the 

importance of social order, relations and collaboration which is an integral part of a 

modern organization(Delta, 2006). He argued that this is because too much attention 

was being paid to technical improvements while ignoring the social relations that 

were needed for people to cooperate and get well on thus leading to labor turnover 

and absenteeism.  

For an organization to succeed, it will depend on individuals working together and 

also organizations having systems of communication which are effective enough to 

accommodate social relations. The informal system is vital for sustaining the formal 

system and there needs to be a mix of these two systems(Boro et al., n.d.). Managers 

and supervisors need to learn social skills and work better with subordinates to be 

able to help workers work well with the management. However, even though the 

Hawthorne Experiment led to the formation of human resource theory that is an 

informal, less bureaucratic approach of dealing with human resources, this theory 
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does not provide insight on the mechanics of social interactions and connectedness 

between individuals and organizations.  

2.2.3 Social Network Theory 

This theory was developed from the interpersonal tradition that looks at the 

development of factions among groups of individuals. This early theory development 

was later applied into the formal and informal relations(Borgatti & Halgin, 2011). In 

social network theory, the relationship between individuals and groups is the main 

focus. This theory differs from the normal traditions of performance, whereby, 

organization’s success was only a function of its own advantage in resources or 

mission uniqueness, or the performance of individuals as a function of individual 

personal attributes(Burt, 2000). This theory looks at the net of relationships between 

the actors that can either prevent or provide opportunities. 

The social network theory is unique however, not only because it studies this 

relationship, but also its networks. A network is a set of actors or nodes connected 

with a single set of ties. The nodes or actors can be individuals, organizations, 

departments or any units capable of having relations(Fowler & Christakis, 2010). 

The ties are what connect the nodes or individuals, for example, friendships between 

colleagues, communication patterns between individuals or departments and 

relationships between individuals in organizations such as managers and workers. 

Furthermore, the theory includes five topologies of relationships starting with 

similarity between groups that share certain attributes like class or race, social 

relations that are ongoing based on friendships, mental relations that are private and 

unobserved, for example,personal attitudes and perceptions towards others such as 

dislikes and likes, Interactions over a period of time due to social relations or mental 

relations that may result into friends sharing advice. Lastly is flow topology which is 

the transmission of ideas through communication or physical materials, for example, 

the flow of expertise and knowledge(Harrison et al., 2011). 

In relation to the study onthe influence of informality on performance of employees, 

this theory provides useful insights about networks between individuals and their ties 

through social interactions and patterns of communication that provide information 
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to aid performance like advice through friendships.  Depending on the closeness of 

networks, patterns of communication are forged, which can influence the accuracy 

and speed of information received. Similarly, this interaction extends not only 

between colleagues, but also to their managers and supervisors. That is why, it is 

important to study the influence of interpersonal skills of managers on performance 

of their subordinates. In solving the problem of employee performance associated 

with poor management, dissatisfaction and unsatisfactory communication most 

especially of academic staff in higher learning institutions managers need to explore 

social networks and interactions between individuals and understand the different 

ties that drive then in transferring knowledge, ideas and information when 

undertaking teaching, research and consultancy activities. 

2.3 Empirical Literature Review 

2.3.1 General Informality within Public Institutions 

In Philadelphia a descriptive study was done to identify the role of involvement of 

public employees within the field of medicine into informal groups that looked at 

three aspects of; inherent characteristics, reasons for associating with the groups and 

its impacts on productivity. It was identified that this relationship was formed under 

no formal rules and procedures but provided an advantage in the performance of 

employees through enabling socializing, discussing grievances and sharing of 

knowledge (Abdulbaset, 2008). 

Another study conducted in Netherlands in Dutch hospitals for 240 nurses and 20 

supervisors looked at the influence of leader member exchange on job performance 

in the light of social interactions. The results showed that there was a positive 

relationship between leaders and members on job performance when the follower 

friendship network and the workflow network are high. The study concluded that in 

order to maintain a strong relationship between leaders and members, this 

relationship will similarly be influenced by the way the members interact with their 

fellow colleagues and not how members interact with leaders only. Hence it was 

suggested that a good leader should consider the network of the followers too if they 

want a high quality leader member exchange relationship (Regts et al., 2019). 
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Similarly, the ability to lead others is affected by a vast of reasons, first is through 

their normal formal position, the rest is operationalized through the ability to relate to 

the social networks of workers within the organization. Also a good leader is the one 

who is able to influence the networks of people within. 

Settoon, (2019) also looked at how certain attitude, behaviors vital for influencing 

the job performance of workers can be shaped by employee networks and social 

influences. The study was conducted in medical facilities in the United States under 

50 departmental centers. The study showed that people who interacted with one 

another more regularly were more likely to have certain behaviors and perceptions 

than people who do not. Also the influence of social interactions was mostly seen in 

cases where workers are faced with ambiguous situations. 

The purpose of the above study generally explored the impact of interpersonal 

citizenship behavior on three networks that produce attitudes and behaviors. They 

included strong ties, relational embeddedness and structural equivalence. The 

findings showed that these three networks influence social interactions through 

frequent interactions, normative enforcement and symbolic role taking. 

Social networks provide a structure that enable employees to be close to one another 

in terms of information, behaviors and close ties which in turn help in sharing 

knowledge, decision making and provide emotional support. The conclusion was, the 

higher the influence of employee networks of social ties, structural equivalence and 

relational embeddedness, the higher the influence of behaviors for example 

interpersonal citizenship behavior to perform better. 

In a study conducted in Ghana by (Owusu et al., 2016) looked at the importance of 

informal relations in the formal organization to cover the gap of whether or not 

informal groups exert pressure and if they are a positive entity for any organization. 

This study revealed that workers who interacted informally and engaged in informal 

groups became more creative and innovative. Also this relationship facilitated easy 

communication inform of grapevine. But while there are positive impacts these 

relationships also need to be checked by managers as they can be a source of 
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negative influence through spreading rumors and exerting pressures to conform to 

group norms. 

Whereas in Nigeria (Akpotu & Ginah, 2015), a similar study concluded that informal 

groups and social networks are an important strategic tool used to enhance 

responsiveness and innovativeness of employees to achieve organizational 

performance. 

The study also looked at different informal group dynamics and their relationships 

with organizational performance. These included social interactions behavior, 

knowledge and value reinforcement behaviors. These are the three aspects and 

contributions that informal groups may make on its fellow employees reinforcing 

social interactions, passing of important skills that aid performance and putting up 

values in form of norms, standards and values. 

It was concluded that these components in the informal group dynamics are vital for 

the performance of the organization and the management should allow flexible 

organizational climate that allows and monitors these social interactions. 

Saleem & Perveen, (2017) conducted a study on the impact of formal and informal 

communication in organizations in order to obtain a competitive advantage in 

different learning environments. The study was conducted for both government and 

non-government organizations. The results show that, in order to adapt to changing 

environment and obtain a competitive advantage, informal learning also had to be 

incorporated through the use of informal channels of communication. It was 

recommended that employees who acquire new skills should be allowed to share 

with other informally as well. 

In a study done about the influence of work related and social emotion oriented 

communication on organization commitment in China (Wang, 2011), concluded that 

managers should communicate with their subordinates about emotional and social 

topics through developing social skills like interpersonal skills. Likewise there 

should be frequent interactions between supervisors and subordinates through 

upwards and downward communication about work related matters. The findings 

showed that workers who communicated informally about social and emotional 
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topics to their supervisors were more likely to understand better work instructions. It 

was also recommended that in order to increase commitment, employee morale 

should be increased. This could be achieved by encouraging social interactions and 

informal activities like coffee breaks together or outdoor games. 

2.3.2 Informality on Employee Performance of Academicians 

Public higher learning institutions in Africa have overtime, this has caused the 

number of students enrolled to multiply, and so is the number of academic staff 

required to handle the students. In a study by Mamuli et al., (2013) in Kenya 

identified the importance of different channels of communication in higher learning 

institutions. These channels of communication enable managers, plan, control and 

direct resources better because communication help the information reach the staff. 

Nevertheless these communication types could easily hinder this performance 

through distortion of information. The study employed a sample size of 152 both 

academic and administrative staff, data was analyzed through descriptive statistics. 

The study concluded that face to face among others types of communication was 

preferred by the staff. 

Also in the study conducted by Regts et al., (2019), showed that the relationship of 

academic workers in public higher learning institutions is mainly established by 

interactions between fellow employees and their supervisors. This is the most 

important social relationship at work because through this they are able to exchange 

different types of resources for example informal problem solving through friendly 

discussions about matters related to teaching, research and consultancy. This reduces 

frustration through providing assistance when most needed (Toni & Nonino, 2010). 

Similarly, Magbojos (2012) assessed the importance of managerial skills in the 

process of supervising their subordinates, this study looked at five higher learning 

institutions in the  Philippines. A mixture of descriptive research design and survey 

method was used to conclude the managerial measurements exhibited by the 

managers. Descriptive statistics, Analysis of Variance (ANOVA), Pearson Product 

Moment Correlation Coefficient and Bivariate Correlation were used. The study 

showed that the managerial dimensions exhibited by the managers where mainly 

communication skills, self-leadership, interpersonal skills and problem solving. 
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2.4Formal Verses Informal Organization 

Formal organization has been compared to the skeleton of the organization and the 

informal organization to the central nervous system(Waldstrom, 2001). The informal 

organization as the central nervous system is fragile but flexible unlike the formal 

organization which is the skeleton representing strength but rigidity(Delta, 2006). 

Like the skeleton and the central nervous system within the body, one cannot exist 

without the other and hence it is not advised to look at the organization based on one 

network but rather to study the importance of the two informal and formal networks. 

There is a lot of literature that acknowledge the relationship between the two by 

showing that they complement and coexist together thus should not be distinguished. 

Others even go to extreme ends to say that the informal networks influence the 

formal structures within the formal organization(Settoon, 2019). 

However other literature disagree as to whether informal networks influence and 

interact with each other and that the interaction of individuals is too complex to 

categorize as formal or informal(Castilla, 2005). Other literature have concluded that 

informal networks do not influence at all formal networks and that the formal 

organization is more important at satisfying the needs of individuals because of 

stability and transparency which is lacking in informal organizations. 

Nevertheless it is important for researchers not to overlook the implications of 

informal networks as studies have shown lack of awareness of a manager in the 

strength of informal organizations in work settings decreases performance 

significantly. This may hinder the achievement of formal goals and organization 

decisions are usually made by individuals or networks of individuals with their own 

goals in mind(Owusu et al., 2016). 

Evidence also shows that there is lack of enough strong research on how 

organizations may strive by looking at the informal organizations and its networks 

compared to the formal structures. Overall, informal organizations have an effect on 

the decisions made within the formal organization. These decisions can either be 

removed from the formal schemes or may not be in line with the formal scheme. 
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They are interpersonal relationships that are not guided by the formal organizations 

but arise quickly to satisfy individual needs. 

2.5 The Influence of the Informal Channels of Communication on Employee’s 

Performance 

Almost 70% of organizational communication is of the informal type. Many 

employees consider it a reliable source of information since it is not controlled by the 

management and serves group and personal interests of members in the 

communication network (Iosim et al., 2010).It is the utmost used in organizations as 

the formal channels may sometimes be unsatisfying because of too much 

bureaucracy or lack of reliability. These informal channels are the “pulse” of the 

organization. 

Informal channels of communication are powerful and effective means of 

communication. This is because they give room for feedback, two way 

communication and travels faster. Therefore it may be seen as an advantage to 

managers to encourage informal networks in order to improve organizational and 

employee performance(Iosim et al., 2010). 

Informal communication channels have many advantages and challenges. One of the 

challenges is the accuracy of information being passed down. Grapevine or rumors 

tend to flow orally from one person to another. Oral messages of this nature tend to 

be somehow erroneous although they travel very rapidly. Messages of this kind may 

sometimes be based on imaginations rather than solid fact(Greenberg & Baron, 

2007). This information in informal channels is usually got from many places within 

the organization therefore there is a high probability of alteration and hindrance of 

messages due to personal reasons and poor interpretation. Hence it is important to 

consider both formal and informal channels before arriving to important decisions 

that affect others.  

There are various types of informal communication through the channel of 

grapevine, for example gossip or rumor which takes place when a person spreads a 

part of information to as many people as possible. This, as a result is spread even 
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further. The presence of the rumor cannot be prohibited, but could be controlled from 

spreading further though communicating the necessary official information.  

Cluster chain is another type of informal communication where by a person 

communicates information to only selected few individuals. Then some of these 

people transmit this information to other selected individuals and the rest keep the 

information to themselves(Otike, 2011). Another informal communication type that 

may be practiced in organizations is by some managers who walk around the 

organization and talk to different people at different ranks. This enables them to 

understand the way organizations feel and make decisions closer to what the 

employees need. 

Management’s attempts to eliminate this kind of informal communication has always 

failed because it is an integrant part of interpersonal relations and organizational life 

but also informal communication conveys a huge number of information very fast 

whenever needed without following long bureaucracies.  

Understanding this type of communication is crucial to managers. Keeping channels 

of communication open and identifying the leaders of informal channels could help 

to influence this type of communication. This communication type can be used to 

find out the responses of employees towards changes within the organization, the 

outlook towards the style of management and obtaining important information in 

problem solving(Robinson & Thelen, 2018).  

This study therefore pinpointed the nature of information within these informal 

channels of communication by looking at the accuracy of information, timeliness of 

information and frequency of information within the main three types of informal 

communication channels, which include gossip chain, cluster chain and single strand 

chain to the workers and whether these dimensions have a positive or negative 

relationship to the performance of employees. 

2.6The Influence of Social Networks of Workers on Employee’s Performance 

There are social processes that operate beyond the formal processes with the 

organization that actually influence the ability of employees to perform and still, 

there is limited research attention in the literature about the influence of these social 
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networks (Settoon, 2019). It is essential to build social capital to be used in building 

an organization’s competitive advantage. Social capital increases the network of 

social relations and ties and enhances the ability to organize resources for 

undertaking purposive actions. Social capital comes from cooperation, engagement 

of workers through important social dimensions to increase trust and shared 

understandings(Vigoda-Gadot et al., 2011). 

It should be noted that although informal relations may seem invisible within the 

formal organization, the coordination of activities begin informally beforehand. 

Through the sharing of knowledge, also important decisions are reached on how 

these tasks will be performed effectively and efficiently(Osman et al., 2016). 

Social interactions also help in fostering creativity and initiative through dealing with 

rigid jobs, for example a manger can use work groups to practice job rotation as 

members have a high chance of seeking assistance within their groups. This also 

increases motivation and satisfaction to undertake risky tasks which individually one 

would not dare(Beheshtifar & Norozy, 2013). 

Another positive aspect is the reduction of stress, due to that fact that people like to 

talk about their work under all its aspects. Researchers have established that this can 

be an important aspect in communicating the guidelines, standards, customs and 

history of the company (Hochwarter et al., 2006). 

Many organizations have employees who are located in the same area hence their 

processes require interaction to solve problems and other performance issues and 

through this interactions employees are able to develop certain behaviors that are 

vital in building up their performance overall (Settoon, 2019). These extra behaviors 

that help the performance of workers are normally not recognized by the formal 

reward systems. 

Hence this study assessed if social networkswhich include advice networks, trust 

networks and political networks assist in the ability of workers to solve different 

problems and become creative at the same time for the betterment of the 

organization. 
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2.7The Influence of Managerial Interpersonal Skills 

Many studies on leadership traits are very limited most especially in public 

organizations and the limited discussions about leaders in public institutions are often 

vague and general. Leaders are often portrayed as power seeking individuals and this 

wrong perception about leaders continues. Many argue about the importance of 

leadership skills as some say that these do not matter because the personal qualities 

eventually become shaped by formal norms and behaviors within the structural 

organization(Sequeira & Dhriti, 2015).  

These skills are mainly of socio-psychological traits, but in contrast, in order to really 

operate the formal norms within the organization, certain skills and traits are required 

for example charisma, trustworthiness and a variety of other personal traits. It is then 

said that a good manager/leader is the one that not only has the ability to deal with 

complex information, but also must have good social skills with the ability to assure 

people under any social settings(Nwinyokpugi & Omunakwe, 2019).  

The personality of a manager may hinder the communication between the two parties 

that is the employee and supervisor in any circumstances. It is important to define 

which role each partner plays in the communication process. Communication for a 

manager must take the uttermost importance because the functions of a manager 

cannot be attained without communication using diverse techniques(Greenberg & 

Baron, 2007). 

 For managers, communication is a tool for work which requires a perfect mastery. 

The position of managers gives them substantial influence and power on the other 

subordinates. Many employees view managers as a person with representative 

authority who gives advice, support, protects and guides others(Shonubi & Akintaro, 

2016).  

Managerial communication is intensely subjective to the manager-subordinate 

relationship and may produce either a positive or negative attitude. The manager 

must have a moral consideration on his/her subordinate by knowing the influence of 

any actions that will be decided on them. The manager is enforced as an overseer of 

not only financial resources and other materials of the organization, but also its 
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human resources. Hence the manager is also a leader with different work 

relations(Khan & Ahmad, 2012).  

Communication helps managers to keep employees conscious and involved in the 

organization strategy, its development and glitches, to make all the members of the 

organization assist in finding new ways to reach better results in achieving the 

organization goal and solve conflicts(Muhammad et al., 2018).  

It is with this, the domineering need to perfect the manager’s skills as an 

interpersonal as well as a group communicator, within the organization and outside 

has risen. The manager embodies the organization and conveys its policy, has a role 

of a representative hence must unite and preserve a network of associates with the 

organization’s partners and information sources on which the organization’s 

positioning can be accepted(Anjum, 2014).  

There has been a shift from the traditional view of the role of manager from mostly 

relying on the normal division of work of planning, organizing, coordinating and 

controlling to a less structured form which is based on intuition rather that formal 

decision making. This shows that there is no organization that can be defined to a 

satisfying manner by only using the formal organizational chart and likewise cannot 

be managed on the biased form (Waldstrom, 2001). 

Interpersonal skills are the human or social skills of a manager to understand, 

communicate and motive groups and individuals. It also includes the ability to relate 

to others outside the organization (Delta, 2006). The communication by the 

management involves two partners: the manager and the subordinate. Both partners 

can be receivers or transmitters and can both try to attain established objectives 

through communication (Iosim et al., 2010). 

The interpersonal roles are displayed in the manager’s relationship to the ones 

surrounding him and are a very important human skill. Interpersonal roles represent 

those of a leader to the persons thatis in contact with through motivating and 

influencing subordinates, maintaining and creating relationships inside and outside 

the organization and representative communication in front of the subordinates 
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It is said successful managers are those who are able to influence others (Greenberg 

& Baron, 2007), but to be able to do this, a manager has to have certain skills. One of 

the important skills is the interpersonal or human skill. According to this study, the 

informality at workplaces was dealt with through the ability of managers to influence 

their subordinates through interpersonal skills. This is the ability to interact well with 

other people. Interpersonal roles are social in nature and requires a manager to be 

able to relate to other people in certain ways (Delta, 2006). 

2.8 Knowledge Gap 

There have been tones of research on informality aspects like social networks, 

informal communications and interpersonal skills, but there has been limited 

literature about informality and performance of academic staff in higher learning 

institutions. Thus, this study bridges that gap by examining informality in higher 

learning institutions and its influence on the performance of academic staff with 

reference to teaching, research and consultancy. 
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2.9Conceptual Framework 
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Source: Reviewed Literature, (2020) 

Figure 2.4: Conceptual Framework 

The above figure is a presentation of the conceptual framework from revised 

literature and theories. The framework explains the relationship between the 

independent variable i.e. informality and the dependent variable i.e. employee 

performance in higher learning institutions. The aspects of independent variable 

aredeveloped from theories of human relations theory and social network theory that 

acknowledges the importance of social interactions and informal relations in 

boosting performance of workers. It resulted into three factors, which explain the 

informality or the absence of formal procedures, rules, regulations and 

documentation within the workplaces. They include the informal channels of 

communication, social networks and managerial interpersonal skills. 
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The informal channels of communication include three indicators that is gossip 

chain, cluster chain and single strand chain that may be used by workers to pass out 

work related or non-work information without following or waiting upon the formal 

channels. Another independent variable is social networks, which include three 

important indicators; advice network, trust networks and political networks that are 

vital for workers in the process of performing their duties and responsibilities. The 

last aspect of informality is the managerial interpersonal skills. This aspect is broken 

into three indicators. These indicators are social skills that are informal and do not 

require formal documentation to occur. They include reward,power to influence and 

conflict management. These were derived from social networks theory through the 

use of networks that involves nodes of individuals and their ties for example social 

interactions based on friendships, networks of communication to transfer ideas and 

interpersonal relationships between individuals and managers. 

On the side of dependent variable,performance of academic staff in higher learning 

institutions was conceptualized by the ability of the academic staff to teach, conduct 

research and consulting activities. Teaching ability was captured by the number of 

courses/ sessions that a staff undertook within an academic year in relation to their 

designation. Research was captured through the number of publications attained by 

an employee in the period of one year, whereas, consultancy was captured by the 

number of consultancies undertaken within the academic year. These dimensions 

ofthe independent variables and dependent variable enabled to fill in the gap in the 

higher learning institutions in Tanzania by conducting a study that tackle 

unsatisfactory performance of the academic staffthrough the use of interventions of 

informality that were not applied in most studies in dealing with this unsatisfactory 

performance. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction 

This chapter describes in detail how research was conducted through looking at the 

research approach, design, sampling procedures, target population, data collection 

methods. Also this chapter takes into consideration ethical considerations that were 

followed in collecting and analyzing data. Reliability and validity were also ensured 

through meeting the required assumptions for data analysis. 

3.1 Research Approach 

This is the action plan that shows a researcher how to conduct the research efficiently 

and systematically(Saunders et al., 2009). This study used a combined approach 

involving quantitative and qualitative approaches because the mixed approach helps 

to understand any differences in results that may occur between qualitative and 

quantitative answers. Qualitative analysis gives voice to participant’s point of view. 

Quantitative analysis involves generating data in quantitative way mainly through 

questionnaires to be subjected to severe quantitative analysis in a formal and rigid 

manner whereas qualitative analysis involves judgmental assessment of attitudes, 

opinions and behavior(Kothari, 2004). Research under qualitative analysis is usually 

a function of researcher’s insights and impressions, the results obtained here are non-

quantitative and usually use interview techniques.  

3.2 Research Design 

According to Kothari (2004) research design is all about plans set to collect and 

analyze data in order to get relevant information and use resources in economy. The 

study employed a cross sectional design in collecting data and studying variables. 

A cross sectional design allows the collection of data once for a particular time, cross 

sectional studies help a researcher take a snapshot of what is happening at that 

particular period of time (Saunders et al., 2009). These studies may often employ 

qualitative approach through interviews to gain the perspective of respondents and is 

usually time saving.  
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3.3 Studying Area 

The study was conducted in Dar es Salaam and Dodoma city. This is due to the 

presence of public universities i.e. University of Dar esSalaam and University of 

Dodoma. This study purposively concentrated on the two universities torepresent the 

rest of public universities in Tanzania. This is because they have the largest number 

of academic staff and the two have a distinction in age with UDOM being a youngest 

while UDSM is the oldest equally large universities that provide a variety wide range 

of courses. Hence, with great responsibility and great management come many 

challenges. 

3.4 Target Population 

This is a full set of cases from which a sample will be chosen (Saunders et al., 2009). 

There are currently four fully fledged public university institutions in Dar esSalaam 

and one public university institution in Dodoma. They include University of Dar es 

Salaam, Open University, Ardhi University,Muhimbili University of Health and 

Allied Scienceand University of Dodoma (TCU, 2019). The population included 

academic staff withinuniversity institutions. 
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3.4.1 List of Approved Public Universities in Tanzania 

S/No University Abbreviation Head Office 

1 University of Dar es Salaam UDSM Dar es Salaam 

2 University of Dodoma UDOM Dodoma 

3 Ardhi University ARU Dar es Salaam 

4 Muhimbili University of Health and 

Allied Sciences 

MUHAS Dar es Salaam 

5 Open University of Tanzania OUT Dar es Salaam 

6 State University of Zanzibar SUZA Zanzibar 

7 Mzumbe University MU Morogoro 

8 Moshi Cooperative University MoCU Moshi 

9 Mwalimu Julius K. Nyerere 

University of Agriculture and 

Technology 

 Musoma 

10 Mbeya University of Science and 

Technology 

MUST Mbeya 

11 Nelson Mandela African Institute of 

Science and Technology 

NMAIST Arusha 

12 Sokoine University of Agriculture SUA Morogoro 

 

3.5 Sampling Procedures 

3.5.1 Sampling Design 

This is a definite plan of how a representative sample will be got from a defined 

population(Kothari, 2004). The study used probability and non-probability sample 

designs. In probability sampling every item has an equal chance of inclusion in the 

sample while non probability sampling does not have an estimation of probability in 

choosing a sample (Saunders et al., 2009). Probability sampling design enabled to 

come up with the sample size for the academic staff and non-probability sampling to 

choose the sample size for university institutions. 

3.5.2 Sampling Technique. 

Sampling technique is the specific process by which entities of the sample will be 

selected (Kothari, 2004). This study used multi stage sampling to overcome the 
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problem of geographically dispersed population and purposive sampling to select 

samples based on subjective judgement(Saunders et al., 2009). Since the study was 

conducted for academic staff in Dar es Salaam and Dodoma university institutions, 

multistage sampling through stratified random sampling first, helped to separate 

different stratafrom the chosen university institutions. Then, further separation of 

each strata into departments and then convenience sampling was used to select the 

academic staff from each strata. Purposive sampling was also usedto purposively 

identify university institutions for the study(Saunders et al., 2009). Purposive 

sampling helps to choose cases that will assist in answering the research questions 

and the meeting of objectives. 

3.5.3 Sample Size 

This is the total number of items to be selected from the population(Kothari, 2004). 

This should neither be too small or too large but rather should be representative of 

the universe, flexible, reliable and efficient. 

3.5.3.1 Sample Size for University Institutions 

Due to the limited time frame and resources, this study purposively concentrated on 

two university institutions that is University of Dar esSalaam andUniversity of 

Dodoma to be used as a representative for the rest of public universities in Tanzania. 

This is because they have the largest number of academic staff and the two have a 

distinction in age with UDOM being a younger and UDSM the oldest equally large 

university that provide a variety wide range of courses. Hence with great 

responsibility and great management comes many challenges. 

3.5.3.2 Academic Staff 

This is the total number of items to be selected from the population. This should 

neither be too small or too large but rather should be representative of the universe, 

flexible, reliable and efficient (Kothari, 2004). The sample size was calculated 

through Yamane’s formula (Yamane, 1967) 

                        n    =  N            

                                   1+N (e) ² 

Where n = sample size 



33 

           N = size of population 

           e = 0.1 error (90% confidence interval) 

Table 3.1: Proportionate Sample Size 

Institution  Target population 

(academic staff) 

Proportion sample 

University of Dar es Salaam 

 

1164 1164 * 100 = ≈ 59 

1989 

University of Dodoma  825 825 * 100 = ≈ 41 

1989 

Total  1989  

Sample size  ≈100  

 

Hence the sample size for academic staff in University of Dar es salaam will be 59 

and University of Dodoma 41 

Table 3.2: Distribution of samples in UDOM 

UDOM 

Colleges Sample 

College of Business Studies and Law 6 

College of Humanities and Social Sciences 6 

College of Natural and Mathematical 

Sciences 

6 

College of Earth Sciences 6 

College of Health Sciences 6 

College of Education  6 

College of Informatics and Virtual 

Education 

5 

Total 41 

Table 3.3: Distribution of samples in UDSM 

UDSM 

Colleges Sample 

College of Engineering and Technology 10 

College of Natural and Applied Sciences 10 
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College of Information and 

Communication Technology 

10 

College of Social Sciences 10 

College of Humanities 10 

College of Agricultural Science and 

Fisheries Technology 

9 

Total  59 

* The distribution of samples was arrived through convenience sampling in finding 

the respondents. 

3.6 Data Collection Methods and Instruments 

Data collection begins when research problem has been defined and research design 

made(Kothari, 2004).  

3.6.1 Types of Data 

There are two types of data, that is primary data and secondary data. Primary data are 

original, collected fresh and for the first time whereas secondary data are those that 

have already been analyzed statistically and collected by another person(Kothari, 

2004). The study used both primary and secondary types of data.  

3.6.2 Methods of Data Collection 

The method for collecting primary data was mainly survey through questionnaires to 

academic staff and interviews through face to face interviews to employees in 

managerial positions. These methods were chosen due to the nature of the study, 

limited time frame and limited costs. Interview method used includedstructured 

interviews using a set of predetermined questions. Survey methodwas through 

structured questionnaires with pre-determined definite questions that was used on the 

employees within the university institutions(Simon, 2019). These two methods 

enabled to check credibility of questions and answers against each other. Any 

weakness of one method was compensated by the strengths of the other.  

Secondary data was used through publications, books, reports. This method is 

reliable, timely and cost saving(Kothari, 2004). 
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3.6.2.1 Interview Method 

This method includes collecting data orally through predetermined questions that can 

either be structured or unstructured(Saunders et al., 2009). This study used personal 

interview which includes an interviewer initiating questions face to face with the 

interviewee who answers the questions. In this method the interviewee may 

sometimes ask the interviewer questions but it’s normally the other way around. The 

personal interview used a set of predetermined questions which can sometimes be 

rigid. Some of the advantages of this method are the ability to get in-depth 

conversations, additional information and more control of the process. The 

disadvantages of this process include, its time consuming and expensive if covering a 

wide area. Some interviewees may be unapproachable or busy and some interviewers 

lack the skill of interviewing, the conversation may also build rapport. 

3.6.2.2 Survey Method 

This is the most used in case of large inquiries. This includes a number of questions 

written down in a definite order on a number of forms or one form. A researcher 

requests a respondent to answer the questions and return back the questionnaire. 

Some of the advantages of this method is that is relatively cheap, not time consuming 

and large samples can be drawn and reach many respondents. Disadvantages of this 

method include low rate of return of the questionnaires, requires maximum 

cooperation and educated respondents (Kothari, 2004). Also a researcher may lose 

control of the questionnaires once they are sent and the answers may become 

ambiguous due to lack of clarity. 

3.6.3 Secondary Data 

This means data that has been collected and analyzed by someone else. It may 

include published or unpublished works. The researcher must be careful to scrutinize 

the secondary data so that it isadequate, suitable and reliable in relation to the 

problem being looked at(Saunders et al., 2009).For this study published secondary 

data was used through books, reports prepared by universities, scholars and 

publications from the government.  
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3.7 Data Analysis 

This is the process of computing certain measures and searching for patterns of 

relationships that exist between groups of data. It is the process of testing the 

relationship or differences supporting or conflicting the hypothesis by putting the 

data into statistical tests to determine the validity of data and reach 

conclusions(Kothari, 2004). In summary it includes closely related operations that 

are undertaken in order to summarize the collected data and organize it so that they 

answer the research questions. 

3.7.1 Operationalization of variables 

This is the process of turning an abstract concept into a something that is measurable 

(Kothari, 2004). 

S/N Variable Definition Measurement 

1 Informal 

channels of 

communication 

This is communication that 

is not official and is 

unstructured within 

organizations existing due 

to social and personal needs. 

Informal channels of 

communication include 

gossip chain, single strand 

chain and cluster chain. 

These informal channels of 

communication were 

measured through a five 

point Likert Scale which 

captured the accuracy, 

timeliness and frequency 

of the channels 

2 Social 

networks 

These are groups of 

individuals who develop 

and maintain contact with 

each other in order to 

exchange information that is 

of common interests in an 

informal manner. These 

social networks comprise of 

advice networks, trust 

networks and political 

networks 

Measurement was through 

a five point Likert Scale 

which captured the 

employee’s level of 

involvement within advice, 

trust and political networks 
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3 Managerial 

interpersonal 

skills 

These are human or soft 

skills of a leader to be able 

to informally persuade 

others to willingly behave 

different. They include 

informal rewards, informal 

power and informal conflict 

management. 

A five point Likert Scale 

was used to capture these 

managerial interpersonal 

skills by asking the 

employees to assess their 

immediate supervisors 

with respect to those skills 

4 Employee 

performance 

This is the ability of an 

employee to fulfill their 

duties and execute their 

required tasks. This study 

captured the performance of 

academic staff in higher 

learning institution through 

their core functions of 

teaching, research and 

consultancy.  

Five point Likert scale was 

used to capture teaching, 

research and consultancy. 

Teaching was measured by 

the number of courses 

taught within a year, 

research by the number of 

publications attained 

within the year and 

consultancy by the number 

consulting jobs undertaken 

within the year 

 

3.7.2 Analysis of Qualitative Data 

This is non numeric data that has not been quantified (Saunders et al., 

2009)Qualitative data was analyzed through contextual analysis(Beyer & Holtzblatt, 

1998). This was through using contextual inquiry to interview managers to gain 

context about the informality with their workplaces through the indicators of 

informal channels of communication, social networks and managerial interpersonal 

skills. The corresponding responseswere used to systematically identify, sort, 

organize, and interpretfindings in order to communicate to the user. The findings 

gathered from this contextual inquiry were about examining the influence of 

informality on employee’s performance in public universities. 
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3.7.3 Analysis of Quantitative Data 

A Structural Equation Model (SEM) using SPSS AMOS package was used. This is a 

statistical model that concurrently approximates the multiple regression equations in 

a single framework. This allowed the exact precision in estimation of direct and 

indirect effects of independent variables on all the dependent variables(Schumacker 

& Lomax, 2010). 

The structural equation model also has the ability to test the relationship between the 

latent variables and the observed indicators. Latent variables are the unnoticed 

variables that cannot be measured directly, but can only be secondary from observed 

indicators. Hence this model enabled to establish if the independent variables predict 

the dependent variable (Hox et al., 1998). 

The SEM technique also accommodates measurement errors into when analyzing the 

data. Since this study has latent variables of informal channels of communication, 

social networks and managerial interpersonal skills, that may be difficult to analyze 

through other techniques, the use of SEM was important. 

3.8 Validity and Reliability 

Reliability means both the techniques for collecting data and procedures for 

analyzing data will lead to the same finding. It is a measure of how variables will 

produce consistent and stable results (Saunders, Lewis, & Thornhill, 2009). Some of 

the threats to reliability included respondent bias. This was dealt with during data 

collection by ensuring that respondents know that they will remain anonymous. 

Validity measures how well the data measures what it is supposed to measure, if the 

data collected covers the actual area of investigation(Civelek, 2018). Internal 

Reliability is usually measured through CronbachAlpha coefficient, this determines 

the amount of faith one can have from the data collected using the instrument. The 

minimum internal reliability coefficient should be 0.7(Taherdoost, 2017). 

Table 3.4: Cronbach Alpha Test 

Variable  Cronbach alpha 

Informal channels of communication 0.728 

Social networks 0.757 
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Managerial interpersonal skills 0.726 

Employee performance 0.730 

 

Table 3.5: KMO and Bartlett’s Test for Testing Validity 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .736 

Bartlett's Test 

of Sphericity 

Approx. Chi-Square 566.940 

Df 153 

Sig. .000 

 

Bartlett test of Sphericity and Kaiser-Meyer-Olkin test were executed to determine 

the suitability of the dataset. If the value is less than 0.5, then the results of the test 

show that the variables are related therefore not suitable for structural analysis. 

Values above 0.7 are considered good and show adequacy of the sample.  

3.9 Ethical Consideration 

This is how appropriate a researcher’s behavior should be in relation to the rights of 

those involved in your research or are affected by it (Saunders et al., 2009). The 

researcher soughtethical clearance and research permit before data collection from 

the University of Dodoma. Informed consent before data collection was asked from 

the respondents by explaining the objectives of the study to the participants, and 

ensuring no harm, intended or otherwise will come to them from their involvement. 

Also anonymity and confidentiality was maintained by using codes and not 

participant’s real names. Participation was voluntary and those who liked to 

withdraw were allowed to do so. 
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CHAPTER FOUR 

FINDINGS AND DISCUSSION 

4.0 Introduction 

The chapter presents the findings of the study using data collected through both 

surveyand interview methodin University of Dodoma and University of Dar es 

Salaam. The data was collected from academic staff within the universities with a 

total of 100 respondents. 

This chapter shows theresults on the influence of informality on the performance of 

academic staff in public institutions. This is through looking at how informality 

variables of informal channels of communication, social networks and managerial 

interpersonal skills influences academic staff in teaching, research and consultancy. 

This chapter will begin with the description of demographic characteristics of 

respondents and will further continue to specific objectives. 

4.1 Demographic Characteristics of Respondents 

This includes the sex, age, designation, education qualification and working 

experience of the respondents within different colleges in the University of Dodoma 

and University of Dar es Salaam collected from 100 questionnaires. 

4.1.1 Sex of Respondents 

The study shows that male respondents are more than female respondents in both 

universities. In UDOM the percentage of males is 71% and 29% for females whereas 

in UDSM it is 58% for males and 42% for females. See Figure 4.1 below. 
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Figure 4.1: Sex of Respondents 

From Figure 4.1 abovethe findings show that the number of female academicians is 

small compared to male academicians in the universities. This is because from early 

ages women were seen as home care takers and were not allowed to attend schools 

and get education(Parker, 2015). Moving forward, women who aspired for 

profession positions were looked upon with hostility because they were seen to 

neglect their duties as care takers at home. It was believed that professionalism was 

for men. This caused women to stay behind on some important professions most 

especially in academia and even after women have managed to attain profession, 

they are still faced with challenges from the patriarch society in Africa(Boateng, 

2018). 

4.1.2 Age of Respondents 

The highest category of age in both UDOM and UDSM is 36-45, with a percentage 

of 46% for UDOM and 49% for UDSM. This is followed by 26-35 age category for 

both universities, where by 27% of this category is from UDOM and 39% from 

UDSM. The age category of 46-55 for UDOM is 22% and 8.5% for UDSM. UDOM 

does not have respondents in the age category of 18-25 while for UDSM there is one 

respondent at 1.7%. Under category 55 years and more there are 2 respondents from 

UDOM and 1 from UDSM. See Figure 4.2 below; 

71%

58%

29%

42%

UDOM UDSM

Sex of Respondents

MALE FEMALE
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Figure 4.2: Age of Respondents 

The findings from Figure 4.2 above show that the majority of respondents are from 

the age category of 36-45, whereas, ages of 18-25 has the least respondents. This is 

becauseage is related to qualification and experience of a person, people with 

younger ages are assumed to have low qualification and experience hence cannot 

occupy some professional positions compared to people with higher ages (Kunze et 

al., 2011). It is assumed the older the person, the more qualifications they have in 

terms of education levels for many professions jobs, age is directly linked to 

experience which is needed for academic staff in conducting research and teaching 

because they are familiar with effective methods that will ensure the transfer of 

knowledge to students efficiently. 

4.1.3 Education Levels of Respondents 

The Figure below shows that the majority of respondents in both UDOM and UDSM 

have qualification of master’s degree with the percentage of 48.8%and 44% 

respectively. This is followed by PhD, where by in UDOM the respondents are 

36.6% and UDSM 42.4%. Respondents with bachelor degree are 14.6% in UDOM 

and 13.6% in UDSM.See Figure 4.3 below; 

0%
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22%
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39%

49%

8.50% 1.70%
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Figure 4.3: Education Qualification of Respondents 

The above Figure4.3 shows that from the findings, the majority of respondents have 

master’s degree and very few respondents have bachelor degree. This is because 

bachelor degree is used as an entry requirement for further development into higher 

degrees that will provide skills suitable for academic staff to adopt to any new 

requirements of the job (Bhargava & Anbazhagan, 2014).In order for higher learning 

university institutions to increase the performance of their academic staff, they need 

to be encouraged to go for further degrees as it is in direct relationships with the 

increased number of courses/ teaching hours, increased number of publications and 

ability to provide consulting services. 

4.1.4 Designation 

The highest number of respondents at UDOM and UDSM are assistant lecturers at 

44%.This is followed by lecturer, where, by in UDOM, the respondents with this 

designation are39% and UDSM 40.7%. Tutorial assistants are 14.6% at UDOM and 

11.9% at UDSM. Respondents who are associate professors are very few, UDOM at 

2.4% and UDSM at 3.4%. See Figure 4.4 below 

14.60%

48.80%

36.60%

13.60%

44% 42.40%

Bachelor Masters PhD

Education level

Education Qualification
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Figure 4.4: Designation of Respondents 

The findings from Figure above 4.4 show that many respondents are assistant 

lecturers and lecturers compared to tutorial assistants, the post of tutorial assistant is 

mainly to provide training to graduate students who wish to become fully skilled 

academic staff hence many in this designation often go for further studies to acquire 

more skills to perform various university functions. Higher education qualification is 

linked to increased employee performance hence managers often encourage staff in 

pursue higher education qualifications to increase organization performance (Jaoko, 

2014). In university institutions, the higher the designation, the more the ability to 

undertake the functions of teaching research and consultancy. This is because with 

increases levels of designation, an academic staff is assigned more courses/ hours to 

teach, the same applies to the number of publications undertaken to attain higher 

degrees. 

4.1.5 Working Experience 

The majority of respondents in UDOM are working there for a period of more than 

five years that is from 6-10 years with the percentage of 56.1%. This is also true for 

UDSM where many of the respondents are working within the same category at 

54.2%. Similarly, 34.1% of respondents are working at UDOM for more than 10 

years, that is from 11-15 years and 35.6% respondents from this category are from 

UDSM. Respondents whose length of stay is from less than five years within the 

14.60%

44%
39%

2.40%11.90%

44%
40.70%

3.40%

Tutorial assistant Assistant lecturer Lecturer Associate

professor

Designation

Designation
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category of 1-5 years are very few for both universities, UDOM is 9.8% and UDSM 

is 10.2%. See Figure 4.5 below; 

 

Figure 4.5: Working Experience of Respondents 

The findings from the above Figure4.5 show that the majority of respondents have 

been working within the universities for more than five years whereas very few 

respondents have been working there for less than five years. The main reason is that 

the trend of employment declined most especially in the public sectorin the last five 

years hence the majority of respondents are those employed before that period. Most 

of youth are faced with unemployment challenges for entry job levels in not only 

public institutions but also private ones, hence rely on informal networks, friends and 

families (Haji, 2015). Also most of the respondent’s employee tenure is above 6 

years because of the need for job security in an increasing high unemployment 

rates(Adesubomi, 2018). 

4.2 Influence of Informal Channels of Communication on Employee 

Performance 

The first objective of the study is to analyzethe influence of informal channels of 

communication on employee performance. The indicators for informal channels of 

communication included gossip chain, single strand chain and cluster chain. These 

were measured byfrequency, accuracy and timeliness. A structural model 

equationwas used to analyze these channels against dependent variables that is the 
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performance of academic staff in terms of their involvement in teaching, research 

and consultancy. See Figure 4.6 below. 

Model Fit Summary for Informal Channels of Communication 

Before interpreting the output of the structural equation model analysis, the first step 

is to interpret model fit indices to see if the data fits the model. If the model indices 

meet the pre-established criteria, then it shows that the data fits the hypothesized 

model hence interpretation of results is the next step (Bowen & Guo, 2011). They are 

many fit indices but the most common ones include CMIN/DF, CFI, GFI, and 

RMSEA (Hooper et al., 2008). See Table 4.6 below: 

Table 4.1: Acceptable Fit Values. 

Model Fit Indices Fit Values 

CMIN/DF 2.923 

CFI .90 

GFI .92 

RMSEA .039 

Source: Field data, 2020 

The model fit indices after the analysis are, CMIN/DF is 2.923, CFI is 0.90, GFI is 

0.92 and RMSEA is 0.39. According to Shau(2017) the acceptable values should be; 

CMIN/DF <3, CFI and GFI should approach 1 and RMSEA <0.08. The above results 

show that the model fit indices meet the required minimum standards hence the data 

support the hypothesized model. 

  



47 

Table 4.2: Standardized Regression Weights for Informal Channels of 

Communication: 

   Estimate P 

employee_performance <--- informal_channels_of_communication .827 .001 

ClusterT <--- informal_channels_of_communication .549 *** 

SingleT <--- informal_channels_of_communication .299 *** 

GossipT <--- informal_channels_of_communication .784 *** 

ClusterA <--- informal_channels_of_communication .494 *** 

SingleA <--- informal_channels_of_communication .599 *** 

GossipA <--- informal_channels_of_communication .388 *** 

ClusterF <--- informal_channels_of_communication .496 .001 

SingleF <--- informal_channels_of_communication .447 *** 

GossipF <--- informal_channels_of_communication .736 *** 

Research <--- employee_performance .651 *** 

Consultancy <--- employee_performance .537 *** 

Teaching <--- employee_performance .913 *** 

Correlation is significant at 0.05 

The structural equation model measured the influence of informal channels of 

communication on employee performance. See Table 4.7 above. The resultsshow 

that there is a positive relationship between informal channels of communication and 

employee performance. Particularly, increase by 1% in informal channels of 

communication increases the performance of employees by 82.7%. This relationship 

is also statistically significant with P value of 0.001, (p<0.05).  

The model also measured the relationship between latent variable of informal 

channels of communication and its observed indicators. The results show that there is 

a statistical significance between informal channels of communication and all its 

observed indicators. In addition to seeking statistical significance between the 

variables, the researcher needs to apply a cut off point for the magnitude of the 

standardized loadings. A researcher may accept all statistically significant loadings 

but should discard loadings below 0.4, this however does not mean that those 
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indicators don’t affect the factor in question but only show that its effect is lower 

compared to the loadings above 0.4(Bowen & Guo, 2011). 

The first indicator of informal channels of communication is gossip chain. This was 

measured by timeliness, accuracy and frequency of the channel. From the above 

standardized regression weights table, the results show that the factor loadings for 

timeliness of gossip chain is 0.784, its accuracy is 0.388 and frequency is 0.736. This 

shows that informal channels of communication under gossip chain is more affected 

by its timeliness and frequency rather than accuracy. 

The second indicator of informal channels of communication is single strand chain. 

This too was measured by frequency, timeliness and accuracy of its information. The 

results show that the timeliness of single strand chain has a standardized loading of 

0.299, accuracy of the channel is at 0.599 and frequency is at 0.447. This shows that 

informal channels of communication under single strand chain are explained more by 

its accuracy and frequency compared to its timeliness. 

Third and last indicator of informal channels of communication is cluster chain. The 

results show that all the factor loadings for cluster chain are above 0.4 showing that 

they all quite favorably explain informal channels of communication. The 

standardized weight of timeliness of cluster chain is 0.549, its accuracy is 0.494 and 

timeliness is 0.496. 

Employee performance as a latent factor shows its relationship to the observed 

variables of research, consultancy and research.The factor loadings are all above 0.4 

which show that they load favorably to employee performance. Teaching has a 

standardized weight of 0.913, research is 0.651 and consultancy is 0.537. 
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Figure 4.6: Structural path between Informal Channels of Communication and 

Employee Performance 

4.2.1Qualitative Analysis for Informal Channels of Communication: 

Different responses have been summarized below after conducting interviews to two 

academic staff in managerial positions, one in Universities of Dodoma (M1) and one 

in University of Dar es Salaam (M2).  

Theme  Reply  

1. Frequency of informal 

channels of communication 

 

Gossip chain ➢ Respondent M1 replied when 

asked about the frequency of 

gossip chain said that most of the 

work related and non-work related 

information pass down through 

gossip more frequently than other 

channels. 

➢ M2 said that gossip is inevitable 

and very often used here to satisfy 
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the need for inquiry about things 

that people are not certain about 

but also helping academic staff 

exchange information and 

knowledge to enable their teaching 

function 

Single strand ➢ M1 said this form of channelis 

rarely used due to the close nature 

of people in workplaces 

➢ M2 replied that linear movement 

of information is used sometimes 

but not to a large extent. 

Cluster chain ➢ M1 said being able to have trusted 

individuals to give you 

information is very vital. This 

channels is mostly used to share 

important ideas and opportunities 

for development. 

➢ M2 said cluster chain is used of 

course, most especially among 

staff in high positions to prevent 

the spread of delicate information. 

2. Accuracy of informal 

channels of communication 

 

Gossip chain ➢ M1 replied that gossip is very 

common in formal organizations, 

most of the time the information is 

50% accurate as they say rumors 

must have some truth to them. 

➢ Whereas M2 said that the accuracy 

of gossip chain is not to be trusted 

fully as it undergoes some filtering 

effects but rather should be 
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verified first. 

Single strand  ➢ M1 concluded that informal 

transfer of information following a 

precise parallel is rareand often 

have many inaccuracies. 

➢ M2 said that this type of channels 

mostly alters the original message 

during the course of its 

transferhence should not be 

trusted. 

Cluster chain ➢ M1 answered that it is important to 

be able to have information that is 

trustworthy hence trustworthy 

individuals will definitely provide 

you with very accurate 

information. Some staff usually 

use this channel to secure ideas 

from trustworthy individuals like 

research ideas. 

➢ M2 said that the transfer of 

information in this channel is 

definitely accurate because it 

involves individuals who are 

highly trusted to share important 

information like available 

opportunities. 

3. Timeliness of informal 

channels of communication 

 

Gossip chain ➢ M1 said that gossip has a tendency 

of circulating faster than other 

channels of communication in 

organizations. It is like a wild fire. 

The timeliness of this chain help 
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staff grab opportunities very 

fastfor example availability of 

consulting opportunities. 

➢ M2 said that rumors travel faster 

yes, but its credibility should 

always be questioned. 

Single strand ➢ M1 said movement of information 

parallel down the chain has never 

been timely even under informal 

channels because its span is low. 

➢ M2 also concurred to the above 

statement by saying that this type 

of channel is very slow. 

Cluster chain ➢ M1 concluded that because it 

involves trusted individuals this 

kind of information will travel 

with uttermost care and fast in 

order to pass out important 

information. 

➢ M2 however said this channel is 

very timely as it is used here 

mostly to pass information that 

needs to be dealt with 

immediately. 

 

Above are the findings from quantitative and qualitative data. Overall the findings 

show that informal channels of communication positively influence the performance 

of academic staff in their involvement in teaching, research and consultancy. 

Informal channels of communications is the one that does not pass through normal 

customs of official channels but rather, it is based on personal relationships between 

employees and is very influential on the performance of academic staff. Çağlar et al. 

(2013), in support from the literature also concluded that informal communication 
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channels influence teaching capabilities of many teachers. These channels include 

gossip chain, single strand chain and cluster chain, and their influence on academic 

staff performance is through their timeliness, accuracy and frequency of their 

information. 

These channels have an influence on the performance of academic staff because of 

the accuracy, timeliness and frequency of information that helps the employees in 

their involvement in teaching, research and consultancy functions by identifying 

opportunities like funds or training chances very fast,providing the knowledge 

needed timely, and the sharing and brainstorming of ideas for creativity and 

innovativeness. 

The findings show that gossip chain as a channel of informal communication impacts 

the performance of academic staff because of the timeliness and frequency of the 

channel rather than its accuracy of information. Respondent M2 concurred that 

gossip chain is very timely and frequently used but its accuracy is not 100% hence 

need to be verified before acted upon, otherwise its fast travelling information really 

assists employees grab opportunities if its information is indeed correct. Due to its 

timeliness and frequency of information under this channel, academic staff are able 

to identify opportunities very first before their deadlines expire for example 

availability of funds to undertake research activities, tenders for consultancy and 

other opportunities for development through training activities that improve their 

abilities and performance in teaching, research and consultancy(Saleem & Perveen, 

2017). 

Due to the challenges of financing faced from the government to higher learning 

university institutions in order to undertake research and consultancy gossip chain of 

communication is very vital in helping academic staff identify funds, scholarships 

needed to partake these activities. This will provide the needed funds to collection 

and analysis of data thus increasing the number of publications undertaken. 

Single strand chain as a channel of informal communicationhas the most inaccuracies 

and is highly unreliable, however, findings show that this channel influences 

performance mainly through its frequency and accuracy rather than its timeliness. 
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Studies show that this type of channel is the least used in organizations because it not 

reliable and undergoes a lot of filtering processes (Shonubi & Akintaro, 2016). 

Manager M1 supports previous studies about the unreliability of this channel by 

stating that single strand chain is rather not timely because its span is low as it travels 

from individual to individual.  

Although the managers interviewed discouraged this channel due to its inaccuracies, 

infrequencies and untimeliness, the findings show that respondents use this channel 

in the transfer of knowledge from one person to another. This is because when there 

is need for clarity about a subject matter, one will directly approach an individual 

personally whom they believe has the knowledge to clarify the situation, although the 

process is slow, its accuracy often high at the starting point. However, as the 

information continues to travel further down the line from the original 

knowledgeable source, its accuracy is diluted. 

Lastly is cluster chain form of informal communication. This is the most common 

type of informal communication within the organization(Iosim et al., 2010). The 

findings show that this channel is timely, accurate and frequently used. Respondent 

M2 also said that this channels is very trustworthy and important in increasing 

performance of academic staff because the members pass down very important 

information. This assists the performance of academic staff for example through 

providing and brainstorming ideas that provide innovative and creative answers in 

solving problems encountered in teaching, consultancy or even in the formulation 

research ideas. Similarly, because cluster chain involves trusted members, research 

work becomes easy as members usually help each other scrutinize their work 

together leading to high quality of publications that comes out. 
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4.3The Influence of Social Networks on Employee Performance 

The second objective is to examine the influence of social networks on employee 

performance. Structural equation model was used to capture the observed variables 

of social networks against employee performance of academic staff in their 

involvement through teaching, research and consultancy. Respondents were asked 

about their involvement in advice networks, trust and political network, these were 

the observed variables that were used to capture the latent variable of social 

networks.See Figure 4.7 below; 

Table 4.3: Model Fit Summary for Social Networks 

Fit Indices Values 

CMIN/DF 2.437 

CFI .945 

GFI .922 

RMSEA .020 

Source: Field data, 2020 

From the above model fit summary of indices, the CMIN/DF is <3, CFI and GFI is > 

0.90 and RMSEA is < 0.8. This shows that the hypothesized model fits the data 

collected hence interpretation of structural equation model output may continue. 

Table 4.4: Standardized Regression Weights for Social Networks: 

   Estimate P 

employee_performance <--- social_networks .682 .005 

PoliticalIN <--- social_networks .342 *** 

TrustIN <--- social_networks .553 .005 

AdviceIN <--- social_networks .865 .004 

Research <--- employee_performance .779 *** 

Consultancy <--- employee_performance .595 *** 

Teaching <--- employee_performance .774 *** 

Correlation is significant at 0.05 

The findings from the table 4.9 above show that social interactions have a positive 

relationship to employee performance. 1% increase in social interactions will 
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increase employee performance by 68.2%. This relationship is also statistically 

significant where by (p=0.005). The rest of the indicators all show statistical 

significance to their corresponding latent variables. After establishing a statistical 

significance observable indicators should be ranked according to their importance in 

the light of the findings from data collected. All observed variables whose factor 

loadings are < 0.4 show that item does not contribute favorably in measuring the 

construct itself (Bowen & Guo, 2011).  

The results show that involvement in political networks has a standardized weight of 

0.342, trust network loads at 0.552 and advice network at 0.865. These results show 

that advice network and trust network strongly influence the latent variable of social 

network because the factor loadings are > 0.4. Political network however shows that 

it is not contributing favorably in measuring the construct (social networks) because 

its loading is less than 0.4.  

Indicators of employee performance include research, teaching, and consultancy. 

These load favorably to employee performance hence show that they are good 

indicators of the construct. Research has a standardized loading of 0.779, teaching 

0.595 and consultancy 0.774. 

 

Figure 4.7: Structural Analysis between Social Networks and Employee 

Performance 

4.3.1 Qualitative Analysis for Social Networks 

Theme  Reply  

Involvement in 

social networks 
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Advice networks ➢ M1 said that it is important to socialize, most 

especially when faced with difficulties at work. 

Different people have different skills and expertise in 

areas that you may not have. 

➢ M2 agreed about employee’s involvement in advice 

network because it is vital in the transfer of important 

information in decision making. 

Trust networks ➢ M1 said that having close friends to share important 

personal information at work can prove effective in 

providing advice and reducing stress. 

➢ M2 said that it is important to trust colleagues to 

some extent but not with all your personal matters. 

Although sharing is good to enable people know each 

other well and feel a sense of belonging even at 

workplaces. 

Political networks ➢ M1 replied that politics is a good source of influence 

although some people engage in organization politics 

for their own benefits. 

➢ M2 said that politics is very important for achieving 

organization change but can also be a source of 

negative influence and resistances through selfish 

desires. 

Source: Field data, 2020 

The above findings from quantitative and qualitative analysis show that social 

networks influence the performance of academic employees positively in teaching, 

research and consultancy. Two indicators of social networks, advice network and 

trust network contributes favorably in measuring social networks of the academic 

staff whereas political network shows that it is a weak indicator of social network. 

These social networks include mainly people and groups thatcultivatelinks with each 

other to transfer information that is of common interests in a way that is informal. 

The networks influence the performance of academic staff through encouraging 
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spread of information, collaboration and teamwork, sharing sources of opportunities 

and motivating each other through emotional support. 

Social interactions through advice network leads to easy spread of information 

especially from experienced or trained academic staff to unexperienced or untrained 

staff(Saleem & Perveen, 2017). This leads to the transfer of knowledge about how to 

undertake some of the important functions like teaching or research. Senior 

employees can become mentors to junior employees through sharing important 

experiences about their jobs(Lin & Kwantes, 2015). This networking also improves 

collaboration and teamwork between groups through providing assistance to fellow 

members like clarification of tasks to help one understand more about one’s work 

which reduced the work load and ambiguityin teaching courses.  

This frequent interaction leads to identification of opportunities by maintaining close 

contacts that help identify new opportunities or refer you to important ones. 

Networking also helps to draw creativity and innovation through developing 

inspiration from sharing of ideas.Respondent M1 likewise said that it is important to 

socialize in these advice networks, most especially when faced with difficulties at 

work because different academicians have different skills and expertise in areas that 

others may not have. 

It is known to many universities that teaching takes precedence over research and 

consultancy, it is only when an academic staff has fulfilled their duties in teaching 

are they able to undertake consultancy and research. Social networks most especially 

advice and trust network speeds up this process thus increasing the overall number of 

publications published and consultancy done. This is through providing assistance on 

the duties of teaching for example seeking assistance on other colleagues on matters 

like supervision of examinations. 

The need for social belonging, friendshipsand trust networks most especially in 

workplaces increases motivation of staff. This is because human beings are social 

people and according to Maslow hierarchy of needs, social belonging increases the 

performance and retention through the interaction of peers that makes them feel part 

of something(Greenberg & Baron, 2007). Similarlymanager M1 said that these trust 



59 

networks help reduce stress by offering solutions to non-work issues that may be 

stressing out employees. 

However political network shows that it is a weak indicator of employee 

performance. This is because it can lead to irrational behaviors of individuals at 

workplaces to gain advantages that is beyond their control(Cacciattolo, 2015). 

Respondents M1 and M2 said that this network is a source of influence but were 

adamant about its complete necessity within organizations because of how easy 

employees could misuse their power to gain popularity and attention. 

Political networks can be a source of incorrect information by manipulating the 

information in order to gain an advantage which in turn can have an effect on 

decision making(Islam et al., 2016). Organizations that engage in high political 

networks can lead to mistrust of employees in fear of confiding in each other, this 

discourages other interactions which is important in increasing performance(Johnson, 

1986). Moreover, misuse of political networks can reduce the morale of workers by 

causing strain on relationships through criticizing others in order to gain advantage 

over others. 

The same politics within higher learning university institutions has caused some 

academics staff to leave universities, this has had an impact on teaching, research and 

consultancy because increase of distribution of courses above the required number 

which has overall increased working hours and limiting time for conducting research 

and consultancy. 
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4.4 The Influence of Managerial Interpersonal Skills on Employee Performance 

The third objective is to assess the influence of managerial interpersonal skills on the 

performance of employees. Indicators of managerial interpersonal skills included 

rewards, power and conflict management. For quantitative data, respondents were 

asked to assess their immediate supervision with respect to those interpersonal skills 

whereas for qualitative data the managers were asked to comment on the importance 

of these skills. Structural equation model was used to analyze these interpersonal 

skills against employee performance through their involvement in teaching, research 

and consultancy. See Figure 4. 8 below; 

Model Fit Summary for Managerial Interpersonal Skills 

First and foremost, the indices of the model were analyzed, this should be done 

before proceeding to interpret the output of the structural equation analysis. If the 

indices are of acceptable values then the data fits the hypothesized model and hence 

interpretation of results may continue. 

Fit Indices Fit Values 

CMIN/DF 2.913 

GFI .936 

CFI .915 

RMSEA .036 

Source: Field data, 2020 

The results of the model fit shows that the data fits perfectly to the model by having 

indices within acceptable fit values. The CMIN/DF is less than 3, GFI and CFI is 

greater than 0.9 and RMSEA is less than 0.08. These fit indices are of acceptable 

minimum standards hence interpretation of output of other structural analysis should 

continue. 
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Table 4.5: Standardized Regression Weights for Managerial Interpersonal 

Skills 

   Estimate P 

employee_performance <--- managerial_interpersonal_skills .951 *** 

conflictS <--- managerial_interpersonal_skills .670 *** 

powerS <--- managerial_interpersonal_skills .368 .001 

Rewards <--- managerial_interpersonal_skills .706 *** 

Research <--- employee_performance .756 *** 

Consultancy <--- employee_performance .557 *** 

Teaching <--- employee_performance .816 *** 

Correlation is significant at 0.05 

The Table 4.10 above shows that there is a positive relationship between managerial 

interpersonal skills and employee performance. 1% increase in managerial 

interpersonal skills increases employee performance by 95.1%. This relationship is 

statistically significant with a P value less than 0.05. 

The structure equation model also shows the effect of observed indicators on 

managerial interpersonal skills, these indicators are power, reward and conflict 

management. The findings show that there is a statistical significance between 

managerial interpersonal skills and their indicators. After establishing a statistical 

significance, factor loadings which are below 0.4 show that that indicator does not 

have a high influence to the subsequent factor in question hence should be discarded. 

The results show that conflict management has a standardized weight of 0.670, 

power has 0.368 and reward has 0.76. This shows that conflict management and 

rewards are more influential in explaining managerial interpersonal skills compared 

to power whose factor loading is less than 0.4. 

Employee performance indicators included research, consultancy and teaching. The 

findings above show that research has 0.756, consultancy is 0.557 and teaching is 

0.816, these factor loadings of employee performance are all above 0.4 which show 

that teaching, research and consultancy are good indicators of employee 

performance.  
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Figure 4. 8: Structural Analysis between Managerial Interpersonal Skills and 

Employee Performance 

4.4.1Qualitative Analysis for Managerial Interpersonal Skills 

Two managers were interviewed about the importance on managerial interpersonal 

skills. M1 is manager form University of Dodoma and M2 is manager from 

University of Dar es Salaam 

Theme  Reply  

Manager’s 

interpersonal 

skills 

 

Rewards  ➢ M1 said that it is important to feel appreciated for good 

job done occasionally and not only under formal 

channels but also informally directly from supervisors 

like appreciation, acknowledgement or encouraging 

words. 

➢ M2 said that you do not have to go a long way, an 

occasional thank you will do just fine. 

Power  ➢ M1 answered it is good for managers to be able to 

influence subordinates for example with charisma, but 

few have this ability. 

➢ M2 said that managers should be able to have power to 

influence subordinates through building trustworthy 

attributes and approachability but many managers’ 

source of power is mainly position power. 
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Conflict 

management 

➢ M1 said that a place with misunderstandings cannot 

flourish so a manager that can regulates conflicts by any 

means is very vital. 

➢ M2 concurred that managing conflicts at all costs is a 

vital skill of a manager. 

Source: Field data, 2020 

From the findings above, quantitative analysis shows that there is a significant 

positive relationship between managerial interpersonal skills and employee 

performance. Whereas rewards and conflict management show that they are strong 

indicators of managerial interpersonal skill, power is seen to not contribute favorably 

to measuring these interpersonal skills of a manager. In support of the 

literature,Syahrudin, (2018) also found out managerial interpersonal skills influences 

the performance of employees mainly through motivation, influencing subordinates 

and solving conflicts, hence managers need to have these skills to increase to 

increase performance of workers. 

According to Zigarmi et al, (2015) when supervisors offer rewards that are fair and 

ethical, it increases employees’ morale as they feel appreciated. This is supported by 

the findings from respondent M1 who says that employees should not only be 

motivated by formal channels but also informally as well from supervisors like 

appreciation, acknowledgement and encouraging words.Faiz, (2013) moreover found 

out that this increases the respect, and approval of the employees to their managers as 

they feel valued. These casual rewards are important in not only providing feedback 

to the employees about their performance, but improving communication by showing 

that a manager is approachable. 

Informal rewards are very sincere and show personal appreciation to employees 

which improves the relationship between employees and managers but also 

recognizes individual performance. These rewards flow through informal channels of 

communications and are spontaneous, individualized, meaningful and simple 

compared to formal rewards. A manager can show appreciation through a thank you 

note or email, providing more autonomy of tasks, offering mentorship or opportunity 
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for training. Personalized rewards shows that the manager knows well the 

subordinate and values their input(Maneno, 2018). Similarly these informal rewards 

can be applied to academic staff who have achieved their set goals after performance 

evaluation for example finishing the course to be taught in time, or when the 

employee has successfully published a paper/papers. 

Furthermore managers should also be able to influence their subordinates through 

their power, most especially personal power. Power can either cause an inequality of 

resources or can bring about a balance of advantage. Power is the ability of a 

manager or supervisor to influence their subordinates because of their admiration, 

charisma and identification to them, this power is given by the subordinates (Harold, 

2012).  

Despite the importance of this power to managers, the findings show that it is a weak 

indicator of managerial interpersonal skills. This is supported by respondents M1 and 

M2 who said that power and ability to influence subordinates is not common and 

many managers have influence due to their position power mainly. The quantitative 

findings show the same results because employees were asked to assess their 

immediate supervision with respect to managerial skills and power contributed 

weakly to interpersonal skills of a supervisor showing that many managers lack this 

skill. This power  

Likewise managing conflicts in an important skill of a manager and they should 

strive however necessary to maintain understandings between workers in order to 

reduce costs and resistance that can damage the working relationships of 

workers(Mcconnon & Mcconnon, 2008). Informal conflict resolution is preferred as 

it helps to resolve conflicts without resorting to formal complaints and grievances. 

This informal process is shorter and leads to better relationships. Conflicts are 

normal and unavoidable in organizations but when managed effectively it leads to 

stronger relationships and better collaborations. The findings show that conflict 

management as a managerial interpersonal skill influences the performance of 

academic employees through enabling members form new understandings and better 

collaborations. Informal conflict management in university can be a vital tool in 

retaining academic staff to enable them undertake the core functions of the 
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universities, prevent over load of working hours caused by turnover due to 

misunderstandings that prevent the undertaking of other crucial activities like 

publishing papers and consultancy. 
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CHAPTER FIVE 

CONCLUSION AND RECOMMENDATIONS 

5.0 Introduction 

This chapter discusses the summary of findings, presents the conclusion and   

recommendations made from the study. It also shows the limitations encountered and 

suggests area for further research. 

5.1 Summary of the Findings 

The study aimed to examine the influence of informality in public institutions by 

looking at how informal channels of communication, social networks and managerial 

interpersonal skills influence the performance of academic staff in their involvement 

in teaching, research and consultancy. 

The first objective was to analyze the influence of informal channels of 

communication (gossip chain, single strand chain, cluster chain) on employee 

performance (teaching, research and consultancy). The findings show that informal 

channels of communication has a positive significant relationship to employee 

performance, 1% increase in informal channels of communication increases 

employee performance by 82.7%. These informal channels of communication were 

measured through frequency, accuracy and timeliness of their information. The 

structural equation model also measured observed variable of gossip chain, single 

strand chain and cluster chain through their frequency, timeliness and 

accuracyagainst the latent variable informal channels of communications. The 

findings show that the observed variables of informal channels of communication are 

statistically significant (p<0.05).  

The factor loadings of gossip channels show that its timeliness contributes 0.784 to 

informal channels of communication, the frequency weight is 0.736, whereas, its 

accuracy is 0.388. Single strand chain show that its accuracy weight as an informal 

channel of communication is 0.599, frequency is 0.447; however its timeliness is 

0.299. Furthermore cluster chain shows a standardized weight of 0.549 for 

timeliness, accuracy is 0.494 and frequency is 0.496.Under structural equation 

model, these factor loadings or standardized weights show how the indicators load 

into their latent variables hence loadings below 0.4 should be excluded because they 
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show it is not a very good indicator. However qualitative findings from interviewing 

two managers show that gossip chain and cluster chain are the most common type of 

informal channels of communication compared to single strand chain. 

The second objective was to examine the influence of social networks (advice 

networks, trust networks and political networks) on employee performance. 

Structural equation model shows that there is a positive relationship between social 

networks and employee performance, 1% increase in social networks increases 

employee performance by 68.2%. Advice networks has a standardized weight of 

0.865, trust network has a weight of 0.553 however political network has a 

standardized weight of 0.342. Analysis on qualitative data collected through 

interview of two managers in different organization show that these social networks 

are important in the transfer of knowledge, identifying opportunities, collaborations 

and emotional support but political networks should be engaged in with caution. 

The last objective was to assess the influence of managerial interpersonal skill 

(rewards, power and conflict management) on employee performance (teaching, 

research and consultancy). From the structural equation model show that there is a 

positive significant relationship between managerial interpersonal skills and 

employee performance, 1% increase in managerial interpersonal skills increases 

employee performance by 95.1%.The results show that rewards has a standardized 

weight of 0.706, conflict management is 0.670 whereas power is 0.368. Qualitative 

data collected from interviews show that all the skills are important for managers but 

the power to influence is very rare to many managers. 

5.2 Conclusion 

Based on the findings presented and summarized above, it can be concluded that 

informality(informal channels of communication, social interactions and managerial 

interpersonal skills) influence the performance of academic staff in teaching research 

and consultancy. The most influential variable of informality that influences the 

performance of academic staff within the universities is informal channels of 

communication with an estimate of 83%. This is because communication is a very 

important network of ties that bridges the gap that allows social interactions between 
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individuals and their supervisors. In otherwise informal channels of communication 

enables social networks and managers to express their social skills. 

Informal channels of communication are important and take the most part of 

organization communication(Iosim et al., 2010). The findings show that there is a 

significant relationship between informal channels of communication and employee 

performance. Gossip chain channels as an informal channels influence the 

performance of academic staff through the timeliness and frequency of the 

information in this channel, however its accuracy shows that it is a weak indicator, 

this is because information here travels like wildfire but its accuracy needs to be 

verified because it is based on rumors which may be untrue.  

Timeliness and frequency of information under single strand chain is a good 

indicator of informal channels of communication compared to accuracy of the 

channel, however this channels is discouraged by managers because information 

under this channel tends to get filtered as it progresses further down the chain to the 

final receiver(Nwinyokpugi, 2018). Lastly, cluster chain shows that all its observed 

variables of timeliness, accuracy and frequency are a good indicator if informal 

channels of communication with standardized loadings above 0.4. This is because 

cluster chain is the most used type of informal channel of communication used in 

organizations as it involves few trusted individuals (Robinson & Thelen, 2018). 

Hence, informal channels of communication which influence employee performance 

of academic staff the most based on qualitative and quantitative findings are cluster 

chain and gossip chain. 

Analysis from the second objective show that social interactions influence 

academicians performance by 68.2%. In addition, the findings also show that advice 

network, trust network all load favorably to latent variable of social networks with 

estimates all above 0.4; however political network does not load favorably with 

weight below 0.4. This can be attributed to the importance of maintaining favorable 

helpful relationships within workplaces through advice and trust networks whereas 

political network is mostly associated with use of power to gain personal advantage 

which can stain relationships between individuals.  
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Furthermore managerial interpersonal skills have a positive relationship to employee 

performancecausing an increase in employee performance by 95.1%. Conflict 

management and rewards are seen to load favorably from the findings with estimates 

higher than 0.4, power however is below 0.4 but also has a positive significant 

relationship to managerial interpersonal skills.This is because from the findings of 

qualitative data many managers lack the skill of power to influence, however a good 

manager should have all the above skills in order to motivate, increase morale 

through rewards, solve conflicts and acquire and retain power in order to influence 

workers to engage in meaningful behaviors. 

5.3 Recommendations 

Basing on the findings of the study, the following are the recommendations. 

5.3.1 Recommendations to Managers 

In order to increase performance of academic employees in public universities, 

managers should not ignore the importance informal organization has on the 

performance of its staff as its impact cannot be done away. Informal channels of 

communications mainly gossip chain and cluster chain should be regulated and used 

to the advantage of the organization, these channels can be used to pass out 

information as quickly as possible, however if any information ongoing through 

these channels is disrupting the performance of employees, it’s a manager’s duty to 

correct it officially. 

Managers also should encourage academic employees to socialize with each other 

most especially through advice and trust networks in order to increase their 

performance in teaching, research and consultancy by seeking assistance and 

expertise from fellow colleagues who may have the knowledge and experience that 

they don’t. Also managers should be social and approachable to subordinates to 

ensure that they can relate with them and also show that they are being heard. 

However political networks should be discouraged by managers or closely monitored 

in order to prevent negative influence like resistance to organizational changes and 

problems of retention of academic staff caused by individuals to gain their own 

advantage. 
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Managers who want to increase performance of academic staff should allocate 

resources to improve their social skills most especially the power to influence their 

subordinates better, this can be done through special training to improve 

interpersonal skills. Likewise, managers should try to acknowledge subordinates for 

any accomplished task, for example an appreciation, acknowledgement because it 

increases morale of workers.  

5.3.2 Recommendation to the Government/ Policy Makers 

Government should acknowledge and create reforms that accommodate and 

recognize informal organizations within formal institutions especially higher learning 

university institutions for example through the spontaneous use of informal rewards 

by managers tailored to an individual employee or informal conflict resolution that 

saves time and foster better relationships between workers. 

Trainings policies should be accommodated in order for academic staff and managers 

to acquire social skills and be able to interact with different employees within 

different universities, and colleges. This will help employees transfer knowledge and 

information, get vital contacts, and identify variety of opportunities through 

socialization.  

More funds should be allocated to research based and consultancy activities to 

increase the performance of academic staff. If the funds are scarce academic 

staffshould also be encouraged to apply for available research grants/ scholarships 

both outside. This information should not only be shared and made availablethrough 

formal but also through informal channels of communication because the study 

shows that it is very timely and frequently used most especially gossip and cluster 

chain. 

5.3.3 Recommendation to Academic Staff 

Academic staff are encouraged not rely 100% to information received in the informal 

channels in making important decisions most especially gossip chain and single 

strand chain because it undergoes a lot of filtering effects, but to first consult with 

immediate supervision about any unsure rumors. 

  



71 

Employees are also encouraged to increase useful interactions by utilizing the social 

networks most especially advice and trust networks in order to get hold of important 

opportunities like consulting jobs or research opportunities and be able to share ideas 

and transfer knowledge that will help them in their teaching function. Important 

interactions encourage innovative ideas and solve problems encountered whether 

work or non-work related. 

5.4 Limitation of the Study 

As presented in the methodology, the study only focused on public universities, 

specifically, the University of Dar es salaam and University of Dodoma. Moreover, it 

concentrated only on performance of academic staff with special interest in their 

teaching, research and consultancy related responsibilities. 

5.5 Recommendations for Further Research 

For further studies,one may expand the population to include private universities 

This study also measured the performance of academic staff through their core 

functions of teaching, research and consultancy, for further research one may 

examine theinfluence of informality on behavioral aspects of employee performance 

likesatisfaction and retention. Lastly, the study only concentrated on academic 

employees, for more representation of the overall performance of universities one 

can include the non-academic employees.  
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APPENDICES 

Appendix I: Questionnaire 

Introduction 

My name is MushumbusiLilian, a student at the University of Dodoma pursuing 

Masters in Business Administration (MBA). Below is a questionnaire on a research 

study about The Influence of Informality at Workplaces on Employee’s 

Performance in Public Institutions. This study aims to assess variables of informal 

channels of communication, social networks and managerial interpersonal skills on 

the performance of academic staff in teaching, research and consultancy specifically 

public university institutions.  

The information will be used for academic purposes only. Answers will remain 

confidential and participation is highly voluntary. No harm of any kind will come to 

you from your participation. I would be grateful if you could take some of your time 

to fill in this questionnaire. Your contribution is highly valued.  

PART A: BACKGROUND INFORMATION 

College/School……………………………………………………. 

Sex …………………………………………………………... 

Age…………………………………………………………... 

Designation …………………………………………………. 

Highest education qualification……………………………… 

Years of service in the university……………………………. 
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PART B: INFORMALITY WITHIN THE WORKPLACE 

The influence of informal channels of communication. (Please put a tick on the 

correct answer) 

Can you please rate the accuracy, timeliness and frequency of these following 

channels of informal communication in passing out work related information? 

Definition of informal channels of communication 

Gossip chain: An informal channel where an individual /you who is the source of 

information transmit the message directly to a number of people. 

Single strand chain: A linear form of informal communication where an individual 

/you passes information from one person to the next. 

Cluster chain: An informal channel where an individual /you communicate 

information to a few selected trusted individuals. 

Accuracy of information passed down in informal channels of communication 

 1 2 3 4 5 

 Very 

inaccurate 

Inaccurate  Neither 

accurate 

nor 

accurate 

Accurate  Very 

accurate  

Gossip 

chain 

     

Single 

strand 

chain 

     

Cluster 

chain 

     

 

 

 

  



83 

Timeliness of information passed down in informal channels of communication 

 1 2 3 4 5 

 Very 

untimely 

Untimely  Neither 

timely nor 

untimely 

Timely  Very timely 

Gossip 

chain 

     

Single 

strand chain 

     

Cluster 

chain 

     

 

Frequency of information passed down in informal channels of communication 

 1 2 3 4 5 

 Very rare Rare  Neither 

rare nor 

frequent 

Frequent  Highly 

frequent  

Gossip 

chain 

     

Single 

strand chain 

     

Cluster 

chain 
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The influence of social interactions (Please put a tick below the correct answer) 

For each of the following social networks indicate your level of involvement please. 

Definition of the variable in social networks 

Advice networks: Those that help to solve problems and provide technical 

information, knowledge and innovative ideas on work related issues. 

Trust networks: The ones that are friendship based, share delicate information and 

back each other up in times of crisis.  

Political networks: Relationship between individuals and groups whose information 

sharing is influenced by personal powers and authority.  

The level of your involvement in the social networks (please refer to the 

definition above) 

 1 2 3 4 5 

 Highly not 

involved 

Not 

involved 

Neither 

involved or 

not 

Involved Highly 

involved 

Advice 

network 

     

Trust 

network 

     

Political 

network 
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The influence of managerial interpersonal skills (please put a tick where 

applicable) 

Definition of the variables in interpersonal skills 

Informal reward: The non-formal ways in which managers can show their 

appreciation of a job well done e.g. appreciation.  

Personal power: The ability of a manager to influence events or/and people without 

formal authority/position power.  

Conflict management: The ability of a manager to informally find a peaceful 

resolution to disagreements.  

How do you assess your immediate supervision with respect to the following 

interpersonal skill? 

 1 2 3 4 5 

 Very poor Poor  Average  Above 

average 

Outstanding  

Informal 

rewards 

     

Personal 

power 

     

Conflict 

management 
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PART C: EMPLOYEE PERFORMANCE 

1. How many courses do you teach? 

Semester one 

 Number  

Undergraduate   

Post graduate  

 

Semester two 

 Number  

Undergraduate   

Post graduate  

 

2. Have you recently conducted research?  

Yes (  )     No (  ) 

       If Yes,  

How many have you published within a year? 

……………………………………………………………………………………….. 

If No, why where you not able to publish this year? 

………………………………………………………………………………………… 

3. Have you currently participated in any consulting jobs within the university?  

Yes (  )    No (  ) 

How many consulting jobs have you undertaken within the year? 

…………………………………………………………………………………………. 

If No, why where you not able to undertake consultancy this year? 

…………………………………………………………………………………………. 

Thank You! 


