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Abstract

Organizations exist in order to fulfill the purpose for which they were established. Th Is ar
achieved by team working around set objectives and rules. These goals encompass a b;)una?eg zfnfmq’ N
d friendship in the workplace which some organisations failed to reco i::;
Thus, this Study sought to examine the effect of informal group on organisational performf}?c; of
selected textile manufacturing firms in Lagos state, the specific objectives were to (i) determine the
effect of group norms on employees’ job satisfaction and (ii) examine the effect of group leadership on
| effectiveness T he study made use of cross-sectional survey design and a multi- stage
sampling technique- Data were obtained through the use of questionnaire distributed to 400 staff from
the total population of 4]15. The hypotheses drawn were tested through the use of regression analysis.
Findings from the test revealed a positive and significant effect of group norms on employees’ job
satisfaction. and that group leadership had a positive and significant effect on organisational

effectiveness. The study therefore concludes that informal group have positive and significant effect
udy recommends that organisational managers should embrace,

organisational performance. The st
recognize and appreciate the presence of informal group in their organisation to foster consistent

organisational performance.

interests, proximity an

organisationd

n, Organisation
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exchange capacity an
other growing natio
manufacturing sub-sector plays
its best through the formulation an

towards reviving, sustaining and de\.'elopil;l.
turing industry in Nigeria continu - A
}t]llt:—,;n :::sf?s(;enﬂygstrivedrt}(l) complement the efforts of the nation Sol;a(i:;ries availablegthmugh promt;};
dopti various tools and strategies to strengthened t.he. few compant e Wit o
;a(:)zg;ilent of both formal and informal groups w1thfn. the org:g;S:“l  sanisations regardlizcsz
management tool to drive organisations’ growth and. competltlvenfess.SI2 orD
of its nature and product lines operate within a social context (Aj'ayii, A rélationships b e
Moreover, informal groups within organizations are characterize . ybased s il Sp
spontaneously among employees. These groups are often fomllet  ui e pruziasie :
backgrounds, or social connections and can exist alongsxd@ the': formal stru Al
but are not officially recognized or mandated by the organization. These groups ofte g y
ffects on organizational performance.

within the workplace and can have both positive and negative € . .
Informal groups can foster collaboration, creativity, and a sense of belonging among employees, leading

to increased productivity and innovation. On the other hand, they can also create cllques‘, conflicts, and

resistance to change, which can hinder organizational effectiveness. and performance if not properly

managed (Katz & Kahn, 2018). Organizational performance 1s a multlface.:ted concept t.hat

encompasses various aspects of an organization's efficiency, effectlveness,. quallt'y of service, job

satisfaction and overall success in achieving its goals.One influential factor impacting organizational

performance is the existence of informal groups within the workplace (Khan, 2020). This informal

groups have the capacity to influence firm’s success or otherwise. In addition, one of the crucial

problems facing and inhibiting the growth and performance of many companies, textile manufacturing
firms inclusive, is the concern arising from conflicting group norms that often misaligned with the
company's organizational values and objectives (Adams, 2017). These conflicting norms create a
hostile work environment, fosters internal discord among employees and between employees and the
organisation since organisation. Besides, in the realm of informal group leadership, the organization
faces a substantial challenge of ineffective leadership styles or a lack of guidance among group leaders
which often result in reduced cohesion, interpersonal conflicts, and hindered goal achievement
(Wilson, 2021).

This study focused on the textile manufacturing sub-sector where five leading companies in their line of
prO(.iucts who have consistently bei.ng in operation for the past two decades were used. The choice of the
textile sub-sector was born out of its relevance and strategic importance to the economic development
drxye of the country as the Fefderal Government of Nigeria is doing everything humanly possible to
revive the ailing industry which was once the second largest employer of labour after the Federal

hallenges, business managers

conclusion, several studies have explored the im i
» Sevel pact of informal izati
performance in different contexts and industries (Powel], 2022), but thercgirsoupj ot organlzatfnal
informal group that is specific to textile manufacturing sub-sectoy Hence th?s sisgth O'f res‘ceaz)crid(g)2
. ) riel ) y aims to
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One primary characteristic of informal groups is their vol

. untary n
come.mggetherhfnfon?]a“y because they want to, not becausey th’c;t;lrzrgihnsc.)n, 2018). Employees
organization's hierarc }{).1 These groups can take various forms, such as friee?:(ljlr}el'd to do so by the
interest groups, or pro em-solving teams, and they often operate outsid ths Ip circles, common
communication (Smith, 2020). ¢ the official channels of

[nformal groups provide several benefits within the

fosters a sense 9f belong-m.g and camaraderie among employees, enhancin .their _egxotlgnfal support
overall well-being. Addltlonall_y, informal groups can facilitate the exfhangelgf Sk?ltcl)s allcgon anc(il
expertise among members, leading to increased productivity and problem-solving capabilige: gm??h
2020).In summary, informal groups are spontaneous, voluntary associations that develop among
employees based on shared interests or affinities. They offer emotional support, facilitate krﬁ)owledg%

sharing, and enhance communication within the workplace which fosters growth and organisational
success.

Group Norms

In the realm of social psychology and group dynamics, the concept of group norms holds significant

importance. Group norms are the unwritten rules and shared expectations that guide the behavior of

individuals within a group (Smith, 2020). They serve as the social glue that shapes how group

members interact, make decisions, and contribute to the collective identity.

Group norms are an integral part of our social fabric, influencing our actions in various settings, from

work teams and social clubs to family gatherings and even online communities (Johnson, 2018).

At its core, a group norm represents a standard of behavior or belief that is widely _accepted and
followed by members of a particular group. These norms may be explicit, openly discussed, and
formally agreed upon by group members. As group members reinforce and uphold these norms, tt.ley
gain a sense of belonging and identity within the group. However, group norms could be descriptive,
Injunctive, prescriptive and Proscriptive in nature (Forsyth, 2018).

Group Norms and Employees' Job Satisfaction . _ '
Qroup norms arena ﬁjgilI;m}ermal aspect of group dynamics and can significantly influence employees

' havioral
J0b satisfaction within organizations. Group norms refer to the '_s.hared behefs,T Y]ahfsr;oarrr\r?sbsehape =
CXpectations that develop within a group of individuals working together. Thes

- : ir overall job
“havior of group members, affect their - teractions, and ultimately impact thel
satisfactiop, ¢
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velop organically within workgroups based on members fs]l;alrcd experienceg,
orms can encompass a wide range of behaviors, such o
ics, and collaboration. When group noims. are clear apq
anding of what is expcctcd of th_em, lgadmg'to re_dUCed
ations contributes 10 higher job satisfaction a5

Group norms often de
values, and objectives (Feldman, 2016). N
punctuality, communication style, work eth
consistent, employees have a better underst t
ambiguity and potential conflict. This clarity in expec
employees feel more in control of their work environment (Hogg & Terry, 2000). i .
Group norms can also promote social support and inclusion within workgroups 11 man & Flynp,
2001). When norms emphasize cooperation, empathy, and mutual aSSlS.U.J.nCC, en;(p oyees are more
likely to feel connected and valued by their colleagues. Such a positive wor atmosph.ere can
significantly contribute to job satisfaction, as individuals experience a Sense of belonging and
camaraderie. '
Group norms can either facilitate or hinder organizational adaptability and change (Tushman &
ge, employees may feel frustrated

O'Reilly, 2016). When norms are too rigid and resistant to chan
when new approaches or technologies are introduced. On the other hand, adaptable norms that

encourage innovation and flexibility can lead to higher job satisfaction, as employees see
organization. In conclusion, group norms

opportunities for growth and development within the
anizations (Smith & Johnson, 2021).

significantly impact employees' job satisfaction within org ;
However, it is crucial to recognize that the impact of group norms can be context-specific and may
depend on their alignment with the organization's values and goals (Clark & White, 2018).

Group Leadership
Group leadership is a multifaceted concept that encompasses the process of guiding and influencing a

collective of individuals toward the achievement of shared goals or objectives within an organizational
or team context. It involves a complex interplay of behaviors, attitudes, and strategies employed by a
designated leader or leaders to facilitate effective group functioning, coordination, and performance
(Northouse, 2019).

Leadership within a group setting is characterized by the leader's capacity to harness the collective
potential of team members, leveraging their diverse skills, perspectives, and talents to achieve
common objectives. Effective group leadership entails the application of various leadership styles and
approaches, depending on the specific context, team dynamics, and goals. Leaders may adopt
transformational leadership, emphasizing inspiration, vision, and individual development (Bass &
Riggio, 2006), or transactional leadership, which involves reward and punishment mechanisms to
manage performance. Servant leadership emphasizes serving the needs of team members (Greenleaf;
2017), while democratic leadership involves shared decision-making and participation (Yukl, 2012) ,
Inls.Lll)r.nmar.y, lead;rship traits and skills play a pivotal role in group leadership. Effective lea’ders oﬁen
exhibit traits such as communication skills, empathy, problem-solvin iliti o1
conflict resolution skills (Goleman, 2015). These traits I<)3nable Ieadersgtoagz)l:rtllrzsl’ln?g;citaet?t};zivzlnyd
understand the perspectives of team members, address challenges, adapt to changing circumstances,

and manage conflicts constructively.

2.1.8 Group Leadership and Organizational Effectiveness

Group leadership involves the process of influencing, directing, and facilitating th ivities of a
group to achieve its objectives. Effective leaders within a group exhibit a ran g feka}lcltlvmels ((j)_n
communication, decision-making, conflict resolution, and motivation Leadersh'ge 0 Sbl fs ’ mclu l'tﬁ
designated leaders holding specific titles, or it can emerge informally. Based Onlgx;ael;t iSee o(;-rri?l?] ;,Zvr:ce

within the group (Northouse, 2018).
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ocial Exchange Theory

Social Exchange Theory, proposed by George C. Homans in 1958, is a foundational conce tin the
eld of s.oc1al psycl19|0gy and SOClQIOgy. This theory seeks to explain sociﬁl intémcti&m md
relatiOHSh‘ps by focusing on the raponal c}ccision-making processes individuals eneage inmw&twﬁ
gssessing the costs anq benef}ts :fls.souated with their actions within social contexts: At i:;;\éorc So :zl
Exchange Theory posits that'm'dl\'u?luals engage in social interactions with the cxpcct:ltin;\ of rc‘C;:i.\;x:n
ewards of beneﬁts while minimizing f:osts. These rewards can be tangible. such as ﬁmn}ci-x\ Qwin (;
material possessions, or'mt_al)glb]e, including emotional support, cbomp;mionshi”p <;r '1‘<cj;<c o‘t'
belonging. Conver.sely,. individuals seek to minimize the potential costs ‘or~ ne;:mivcl (;mc;)mﬁ
associated with their actlo'ns,. such as time, effort, emotional distress. or personal sacrifice R
The theory suggests that.mdlvi.duals engage in a continuous process of assessing the bulz-mcc between
he rewards and costs In their social interactions. If the perceived rcward; outweigh the costs
individuals are more likely to engage in or continue the interaction, forming and maimain&rﬁi
relationships. However, if the costs begin to outweigh the rewards, individuals may withdraw from the
interaction or relationship. Social Exchange Theory's relevance spans various aspects of human
behavior and relationships. Here are some key areas where it has found application:

Social Exchange Theory helps explain the dynamics of interpersonal relationships, including
friendships, romantic partnerships, and family relationships. It highlights how individuals make
decisions regarding the maintenance or termination of these relationships based on perceived rewards
and costs.

In the context of economics and organizations, the theory can be applied to analyze employment
relationships. Employees assess the rewards (e.g., salary, benefits, job satisfaction) against the costs

(e.g., work hours, stress) when deciding whether to stay with a particular job or seek alternative
employment.

Organizational Culture Theory
Organizational Culture Theory, initially proposed by Edgar Schein in the 1980s, is a framework that
examines the deeply ingrained beliefs, values, norms, and shar‘ed assumptions thfltvshap'e an
organization's identity and guide the behavior of its members. Schein’s \york has been influential in
understanding how culture influences organizational dynamics, dec1sxon-malﬁ<mg‘,, and employee
behavior. At its core, Organizational Culture Theory contends that an orgapnzatxon‘s culture is a
powerful force that can influence employee attitudes, motivations, and actions. C‘?qlture.f f)t«teg
escribed as the "way things are done around here" and encompasses not oqu expl_xcn‘pol'}t.l\?: ar; :
Procedures byt also the unwritten rules and norms that govern daily interacions within the
e i " informal groups on
"8anizational Culture Theory (OCT) is pivotal when studying }l}e impact of 11;1?11‘1.\%‘%'“& 3
Organizational performance in the manufacturing industries. OCT underscores the signihce
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anization. Informal groups often Th?)pg,l?l;d reflect the
. . 3 14 . -ns Videe
underlying organizational culture. Understanding these informal mm:(r:;:isng]{ﬁggcljltural i;’;]"uz:)‘;;(J(.\,
insights into the cultural dynamics impacting performance. By rC.ClOI?h Jdcsircd Sreanizatiom| va‘., ()f
informal groups, organisations can align these groups' activitics 'Wll] c e rloh co;)pcration lf(,,,
This alignment fosters a cohesive work environment, enhancing OIS ove,ral] organzt g
efficiency within informal groups. Consequently, this 'posmvcly influences ganizationa|
performance, driving productivity and employee satisfaction.
Empirical Framework
Brown (2023) explored the role of informal groups in en
company. He used convenience sampling with a samp i
qualitative interviews and regression analysis as tools of data analysis. The W
groups fostered knowledge sharing and problem-solving, leading to increased pI‘.OdUC'[.lVItY: ‘
Wilson (2023) assessed the impact of informal groups on employee satisfaction in a textile
manufacturing company within the textile manufacturing sub-sector. The ac-iopted the use of survey
design. A sample size of 180 employees were selected through stratified rand_orp sampling,
Regression analysis were used for data analysis, and the study found a strong association between
informal groups membership and high levels of employee satisfaction. .
Turner, (2023) explored the influence of informal groups on employee morale and absenteeism in a
pharmaceutical manufacturing company. A sample size of 220 employees selected through random
sampling. The study made use of regression methods as tool for data analysis. The findings indicated
that participation in informal groups positively impacted employee morale and reduced absenteeism
rates in the workplace.
Smith (2022) investigated the impact of informal groups on organizational performance in the
automotive manufacturing sector. The research was limited to a single automotive manufacturing
plant, with a sample size of 200 employees selected using stratified random sampling. The study made
use of correlation analysis for data analysis. The study found a positive correlation between the
presence of strong informal groups and organizational performance.
Chen (2022) examined the relationship between informal groups and innovation in electronics
manufacturing firms. The study focused exclusively on the electronics manufacturing industry, with
all employees of the selected firms as the population. The study made use of cluster sampling
technique. A sample size of 250 employees served as respondents for the study. The study made use
of correlation method for data analysis. The results revealed that informal groups positively influenced
innovation efforts by fostering a creative environment and idea sharing.
Garcia, (2021) investigated the influence of informal groups on safety performance in a chemical
manufacturing plant within the chemical manufacturing sector. He collected data from all workers in
the chosen chemical plant using random sampling. A sample size of 300 employees provided the
needed data for the study. The study made use of regression as tool of data analysis. The study

outcome shows that informal groups played a significant role in promoting safety awareness, reducing
accidents, enhancing overall employee safety and organisational performance.

shared values, beliefs, and norms within an org

hancing productivity in a steel manufacturing
le size of 150 employees and employed
results shows that informal

Methodology

The study examined the effect of informal group on organisational Performance of selected textile
manufacturing firms in Lagos state, Nigeria through the use of a cross sectional survey design. The
selected firms for the study are five (5) which are; Nigerian Bag Manufacturing Company (BAGCO,
Lagos), Sunflag PLC, Nichemtex PLC, Haffar Industry and Alkem Industry. The research instrument’s
reliability test gave a Cronbach Alpha coefficient result of 0.799 which was above the threshold of 0.70
suggested by Nunnaly (1978). Needed data was obtained with the use of a well-structured questionnaire
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rety sth 366 representing 97.9.3% ¢
vith 366 representing 97.9.3% re ¢ rate i

rescarlecr : ey gxroet Sl : I:SPL?IISL rate. A multi-stage sampling techniques (

g ai he i m,ma;emem e “15 ratified as the questionnaire was distrit t l?ms i
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from gach etl T Ao th; imple rl}ndom for selecting respondents fro L R

opted for th questionnaire. The hypotheses stated for tixn qi?ti e
’ S state > study were tested using
age for social science (SPSS) software :

mulﬁple regression analysis with the aid of statistical pack
Taro Yamane's (1967) s: i e
purthermore: 14 (1967) sample size determination formula was used to select tl
4 Was us select the sample

£365 for this study. The formula and computation
N

o are presented below;
n= TIN05) |
Where;

o= required sample size

N= Population size

e= Margin 9f erqor 1“ 1:llCh is chosen at_5% (0.05) and also implies 95% confidence level
Therefore, in calculating the sample size, the following result was obtained: evel.

1) 4115
M= 144115(0.05)3
n=2365

Test of Hypotheses

H0,: Group norms have no positive and significant effect on em )3 : .
ployees’ job satisfa
Table 4.1 Model Summary J isfaction.

Model R : R Square Adjusted R Square Std. Error of the Estimate
1 812 .659 .656 201

a. Predictors: (Constant), Group norms

Source: SPSS Output, 2024

Table 4.1 above presents the model summary. The table shows Correlation coefficient (R) and
R-square to be 0.812 and 0.659 respectively. The correlation coefficient R of 0.812 indicates the
existence of a strong linear relationship between employees’ job satisfaction (dependent variable)
and group norms which are predictors or independent variable. It is also clear from the table that
the R-square(i.e., coefficient of determination) value is 0.659. This implies that 66% change in
employees’ job satisfaction can be explained by the aggregate effect of the variables of group
norms while the remaining 34% is explained by other variables that are not captured in the model

Table4.2 Coefficients”

Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Beta
1 Error
(Constant) 1252 107 1712 | .000
Group Beliefs .886 .054 900 16.410 | .001
Group Values 872 051 868 15.062 | .000
| Group Rules 868 049 372 76918 | .000
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"a. Dependent Variable: Employees’ job satisfaction
Source: SPSS Output, 2024

Hlorin Journal of Human R

itive and significa

From the coefficient table 4.2 above, it can be seen that group no_l;_ms h?:fefgftsc];ttl’\t/lfeainde p&e ndentn; :(l;f;cgi
on employees’ job satisfaction. This is visible as the overal.l significan = Butre Al iNdGatEd et
dependent variable is less than 0.05 significant level. Besides, the reSllJ (B= 0.868, t-value=15.962
Group beliefs have (B= 0.900, t-value=16.410, p<0.05); Group véues stanciards’ has (B= 0'875,
p<0.05); Group rules (B= 0.872, t-value=16.918, p<0-0§);.aﬂd r‘;uPt feile e S Var'iabl’
t-value=16.918, p<0.05) Therefore, there is a positive and &gmﬁcanf ef_ ecto e andp the alternati &
on the dependent variable which implies that the null hypothesis is rejecte rnative
hypothesis is upheld.

HO,: Group leadership has no positive and significant effect on organizational effectiveness

Table 4.3: Model Summary -
Model |R R Square Adjusted R Square Std. Error of the Estimate
1 900" 810 .807 .558

a. Predictors: (Constant), Group leadership

Source: SPSS Output, 2024. : ) .
Table 4.3 above presents the model summary. The table shows Correlation coefficient (R) and

R-square to be 0.900 and 0.810 respectively. The correlation coefficient R of 0.900 indicates the
existence of a strong linear relationship between organisational effectiveness (dependent variable)
and group leadership which are predictors or independent variable. It is also clear from the table
that the R-square(i.e., coefficient of determination) value is 0.810. This implies that 81% change in
organisational effectiveness can be explained by the aggregate effect of the variables of group
leadership while the remaining 19% is explained by other variables that are not captured in the
model.

Table 4.4:  Coefficients”

Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Beta
Error
1 (Constant) .986 .102 9.674 000
Leadership Style 953 .046 932 9.915 001
Leadership Traits 951 .051 .868 9.874 000
Leadership Approach .873 .047 861 8.917 .000
Leadership Strategy 923 .058 912 9.741 .001

a. Dependent Variable: Organizational effectiveness
Source: SPSS Output, 2024

From the coefficient table 4.4 above, it can be seen t}

lcier bl ) 1at group leadershi iti igni
effect on orgamsanonal.effect.weness. This is visible as the O\Ferall sig:ilfl'?cl;i‘tlig‘osltl\;e lanc'l Sdlgmﬁgzgi
and the dependent variable is less than 0.05 significant level. Besides, the r:(s:ul(t)s tc:fe‘ 'ilr]leegr?zrl‘lysis
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dership style have (B= 0,937 t-value=9 \.
. g that Lea _ : J ¢=9.915, p<0.05); Leaders
jndicat 9.874, p<0.05); Leadership approach (g=  g¢) t-value=8.917, p<q
U L as (B= 0.912, t-value=9.741, p<0.05) Therer: ’
gy

hip traits (B= 0.868,
0
it % o variable on the dependent variap|e which

.05); and Leadershj
re, there is a positive and si .

i 01 S gnificant effect of the
" implies that t st - xd
indep ns hypothesis is accepted. P atthe null hypothesis is rejected and the
alter™® ¢ Findings
. jon 0
piscuss

The first hypothesis raised for this study aimed to determine whether there is a positive and significant
offect of Informal group (Group norms) on employee job satisfaction (EJS), and the result provided
puste vidence supporting the idea that confirmed the effect of group norms on employee satisfaction
omes of previous research conducted by Wilson and
Turner (2023). Where they concluded and attest to

the fact that informal group norms have positive and
the workplace.

The second hypothesis of thi§ St}ldy sugges'fed a positive and significant influence of informal group
(Group leadership) on organisational .effectlveness. The results of the study confirmed the effect as
various dimensions of mfom}al group 1denti.ﬁed in the study produced outcomes that validate the effect
of group leadership on organ'lsatlonal eff.ectlveness. This finding confirms the fact that informal group
leadership quality and capacity exert serious influence on the attainment of organisational effectiveness
in the organisation studied. Besides, the outcom

e aligns with the position of previous research
conducted by Brown (2023), Smith (2022) and Che

n (2022) Where they concluded and attest to the fact
that informal group have positive and significant effect on employee and organisational performance.

Theoretical and Practical Implication of the study

Theoretically, the study brought out some salient dimensions of infox:mal group (Grogp norms and it.s
sub-variables) as well as Group leadership (and its sub-variables) with a demonstration (?f how their
combined effect could make or mar organisational performance. The study also used th.eorlc.as thz.xt hz}ve
serious implication and relevance to the topic under investigation as a back-up.The pre_lctlcal 1mphcat.10n
of the study is that it clearly demonstrated that organisation.al manager must recognize and .apprecllat_e
informal group even as the formal structure of the organisation systf:m falleq to recognize their
eXistence as they could exert serious influence on the success or otherwise of their organisations.

Study’s Limitations Suggestion for future studies

The limitations of this study stem from the fact that this study limits its scope;{ or S[o(;ef;?cglﬁtt?otzgg:;
: igeri 1 1t d1
Tufacturing companies o erating in Lagos state, Nigeria. This howeYer, makes it d L
¢ Outcome Ef thispstudy topother manufacturing sub-sector. The adoption of regrfe;silsogral?:rl);stilsdy "
“Onstituteg 5 limitation.Future researchers in similar area can expand the Sc?lfl'oeria Ao, R
COVer other manufacturing sub-sector and a wider geograp_hlcal cover'clge,o1 Lelagst Sc-luare- Structural
Studieg may adopt the use of a more robust tool of analysis such as Partia
Equatiop Modelling (PLS-SEM).
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Conclusion and Recommendations

ve advantage and overall employece and orgamsa}tlolna! pcrforrpan.cc,

, appreciate and cooperate with informal group in their organisation

and satisfaction as well as overall organlsatlonal effectiveness for

Findings from the objective oné and two revealed the strong effect of
o conclude that the successes

rformance. It is therefore sufficed t '
loyees and organisational

tions studied in terms of their emp : .
tion and appreciation of the various informal group as

de to harmonious working relationship among
ive organisations. The study therefore
he performance of the

To guarantee sustainable competiti
business managers must recognize
to elicit employees’ commitment
sustained business performance.
informal group on organisational pe
recorded overtime by the organisa
performance so far are the outcome of the recogni
well as the cordiality the exist among them which casca
employees and with the management. Existing in their respect

concluded that informal group have positive and significant effect on t

organisations studied.
it is recommended that organisational managers

In view of the findings and conclusion drawn above, . L
e of informal group in their organisation to foster

should embrace, recognize and appreciate the presenc
consistent organisational performance. Specifically, the study recommended that:

i. organization should actively continue to promotes positive group norms to enhance employee
job satisfaction through clear and effective communication channels that encourages

harmonious and symbiotic behaviour within work place.
trong informal group leaders. This can be

ii. the companies should invest more in developing s
d mentorship opportunities to empower these

done by providing leadership training programs an
leaders to effectively guide their teams and enhance overall organizational effectiveness.
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