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Abstract

Communication plays a pivotal role in efficient and successful leadership.
Organizations these days are more concerned about every aspect of leadership as
it has a major impact on shaping employees’ attitudes and behaviours while
helping organizations to gain desired organizational outcomes. This research
design attempts and endeavors to examine and investigate the Leaders’ Motivating
Language Theory proposed by Dr. Sullivan in 1988. The Leaders’ Motivating
Language Scale developed by Mayfield & Mayfield (1995,2015) has been used to
examine the impact of the aforementioned dimensions and job outcomes. This is a
case study where the research has targeted a private school in the Southern Region
of Karachi. The school has 50 teachers working in the primary and secondary
levels, and since the population is small, therefore, every member of the population
was part of the sample. An online survey questionnaire based on the scale
developed by Mayfield & Mayfield (1995,2015) was used to examine the three
dimensions of Leader Motivating Language while job performance and job
satisfaction were self-evaluated by the teachers. All the components of the survey
were explained to the participants, and they were given ample time to turn in their
responses. The responses were analyzed through SPSS software, and descriptive
and inferential statistics were performed. Paired sample T-test, independent
sample T-test, Linear Regressions, and Correlation Coefficients were calculated.
The results indicated that the three dimensions of Leader Motivating Language
have a positive impact on job performance and job satisfaction. This shall help
institutions to focus on training the Principals/Coordinators to be effective leaders
and use verbal communication as a strategic tool, allowing teachers to be more
responsible, confident and accountable for their tasks. This will create a positive
environment for the teachers where they can be more aware of their job
performance and job satisfaction.

Keywords: Communication, Leadership, Motivating Language Theory, Job
performance. Job satisfaction, Verbal communication
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Introduction

The Motivation Language Theory focuses on how leaders use language to influence their
subordinates' attitudes and behaviors, particularly job satisfaction and performance. The
theory highlights the importance of verbal communication in shaping job outcomes, which
has often been overlooked by other popular employee motivation theories. The Motivation
Language Theory is built on the Speech Act Theory, which emphasizes the use of language
as speech acts. This theory constitutes three dimensions: Direction-Giving Language,
Empathetic Language, and Meaning Making Language. By modifying or shaping their
subordinates' attitudes, leaders can influence their job outcomes in social and organizational
settings. The study of leadership and communication is not new and has its roots in various
theories such as the Speech Act Theory by Austin (1965), which analyzes speech acts in
human language and how language can be used to perform certain actions. Searle (1969)
further developed this theory and emphasized the need to use language in a manner that
informs the receivers of the words. Other researchers like Scandura and Graen (1984)
highlighted the importance of leadership training and oral communication to yield positive
job outcomes and performances. Sullivan (1988) proposed the Motivation Language Theory,
which consists of three dimensions: Direction-Giving Language, Empathetic Language, and
Meaning-Making Language. Direction-Giving Language focuses on reducing confusion and
ambiguity around task and job roles, Empathetic Language aims to establish trust and bond
with employees, and Meaning-Making Language conveys information about the
organization's culture, values, and goals to enable employees to blend in with the
organization.

Mayfield (1995) developed the Motivation Language Scale, which was validated for
all three dimensions. Other researchers like Algahtini and Santora used the scale, resulting in

its generalizability. Zeb & Yasmin (2016) state that through the use of the Motivation
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Language theory, employee attitudes can be transformed and modified. Theoretical support
for the Motivation Language Theory includes the Leader-Member Exchange Theory, which
emphasizes social exchanges and their influence on job outcomes, and the Social Exchange
Theory by George Homans, which looks at human interaction beyond economic gains. The
Employee-Organization Relationships Theory presents the idea that any social exchange
should yield benefits for both parties, fostering employees' trust in the organization. XXXX
Problem Statement

For some time now, the implication of the Motivation Language Theory has been
researched in sectors like health, media, corporate sector, undermining and neglecting its
efficacy in the education sector. In our education sectors, teachers perform the important role
of educating and transforming the youth of a country, which is the real asset of the nation. In
doing so they are involved in several tasks and are assigned many responsibilities. Many
teachers have reported a lack of efficient management and strong leadership, which causes
the purpose of education to deviate from its agenda. Teachers are often burdened with work
without any proper guidance and support from their supervisors/ principals which
demotivates them having a negative impact on their job satisfaction and job performance.
There is no guidance system for the teachers and although some institutes claim to pay their
teachers well, it is the lack of motivation by the leaders that causes teachers to not do their
jobs well. Teachers seek clarity, guidance, constructive feedback and empathy in order to
grow both professionally and personally. Unfortunately, schools are not considered as
important as they should be and there is no leadership training or management which can
look into these serious issues. This study attempts to pave way for school management and
leaders to face these challenges by employing the tools of Motivation Language Theory and
benefit from its strategic and conscious use of the three components that are Direction-Giving

Language, Empathetic Language and Meaning-Making Language to build a positive and
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secure environment for its teachers so that teaches are mire determined to perform their duties

and educate the youth of this country.

Research Questions

How are leaders’ use of motivation language and subordinates’ performance related,
as stated by the Motivation Language Theory constituted by Dr. Sullivan in 1988.?
Does leaders’ use of motivating language impact subordinates’ job satisfaction
according to the Motivation Language Theory proposed by Dr. Sullivan in 1988?

Is direction-giving language linked to job performance and job satisfaction, as
highlighted by the Motivation Language Theory, which was formulated by Dr.
Sullivan in 1988?

Is empathetic language linked to job performance and job satisfaction as stated by
Motivation Language Theory proposed by Dr. Sullivan in 1988??

According to the motivation language theory proposed by Dr. Sullivan in 1988, is

meaning-making language linked to job performance and job satisfaction?

Research Objectives

The following are the objectives of this study:

To examine how the leaders’ use of motivation language and subordinates’
performance are related as stated by the Motivation Language Theory constituted by
Dr. Sullivan in 1988.

To measure the impact of leaders’ use of motivating language on employees’ job
satisfaction according to Motivation Language Theory constituted by Dr. Sullivan in
1988

To study the impact of Direction-Giving Language on employees’ job satisfaction and
job performance as proposed by Motivation Language Theory constructed by Dr.

Sullivan in 1988.



Propel Journal of Academic Research (PJAR) Vol 3, Issue 2
ISSN (Online): 2790-301X, ISSN (Print): 2790-3001 December 2023

e To examine the impact of Empathetic Language on employees’ job satisfaction and
job performance as highlighted by Motivation Language Theory proposed by Dr.
Sullivan 1988

e To measure the influence of Meaning-Making Language on employees’ job
satisfaction and job performance as proposed by Motivation Language Theory
constructed by Dr. Sullivan in 1988.

Literature Review

Gronn (1983) stated that leaders in various settings rely heavily on their oral
language, which consumes most of their time and energy. Luca (2013) emphasized the
importance of managing a diverse workforce in today's globalized world, where challenges
such as employee demotivation, conflicts, performance, and turnover are crucial for efficient
management. According to Bindu (2016), studies have shown that the strategic use of
Motivation Language theory can positively affect individual outcomes.

Robbins and Judge (2014) established that the verbal language used by leaders is
crucial for successful job outcomes of the organization. Mayfield and Mayfield (2015)
highlighted the importance of leaders' use of motivating language to shape and influence
positive behavioral and job outcomes of employees. According to Borman and Puth (2017),
the ability to motivate subordinates has gained immense popularity among the many
leadership abilities. Hogan and Coote (2014) studied the impact of leaders' motivating
language on employees' outcomes, including job satisfaction, job performance, job
commitment, absenteeism, and other organizational behavior aspects. Graen and Scandura
(1987) identified the oral communication skills of leaders and their effective use of verbal
language as crucial factors that can heavily influence the outcomes of an organization.

Leaders who want to succeed and make an impact on their subordinates pay close

attention to not only their actions but also on the language they use while communicating
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with their subordinates to produce positive job outcomes in the organization (Woodward &
Shaffakat, 2017). Drake and Moberg (1986) claim that oral communication tools used by
leaders have gained importance in recent years. House, Javidan, and Hanges (2002) found
that employees’ attitude and behavioral outcomes were heavily influenced by the effective
use of verbal language by their leaders. Hammond, Clapp-Smith, and Palnski (2017) revealed
that 87% of employees felt that their attitude and behaviors were directly shaped by the
verbal language used by their leaders, emphasizing the importance of communication in
leadership.

According to Yulk (2013), the success of an organization depends significantly on
exceptional leadership that is able to provide varied concepts and effective language suitable
to the prevalent situations. Motivating Language (ML) is a compass that aligns follower
aspirations with organizational vision using leader talk. Mayfield and Mayfield (2017) state
that Leadership Motivating Language (LML) theory suggests that effective, appropriate, and
thoughtful communication by leaders can encourage and support subordinates to achieve both
personal and organizational goals. Research now focuses on the style of oral communication
and its impact on subordinates in an organization. Ulrich and Smallwood (2007) suggest that
language is a significant characteristic that assists leaders in transforming attitudes and
behaviors of employees. Sullivan (1988) highlights LML as a tool that can enhance outcomes
such as job commitment and satisfaction. LML can be used as a strategic communication
strategy to accomplish organizational goals.

Mayfield and Mayfield (2018) explain that motivation refers to the spoken language
used by leaders to foster determination and passion in employees towards job outcomes,
resulting in highly motivated and self-driven employees. The Leaders’ Motivating Language
(LML) theory draws from other motivational theories, including the Goal Setting Theory

(Locke and Latham, 1990) and the Model of Task-People Oriented leadership (Yulk, 2012).
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The LML theory by Sullivan (1988) consists of three categories of speech acts
performed by leaders: Direction-Giving Language, Meaning-Making Language, and
Empathetic Language. The Direction-Giving Language component provides clear
instructions to reduce confusion and ambiguity, while Meaning-Making Language provides
insight into the organizational environment and aligns personal goals with organizational
goals. Lastly, Empathetic Language establishes trust, provides emotional support, and solves
employee problems, making employees feel valued and secure.

Language is a crucial factor in shaping behaviors and attitudes in a given society.
Despite its importance, linguists have not studied the effective and meaningful use of
language by leaders in organizational settings to influence job outcomes of subordinates. The
Motivation Language theory refers to the effective and strategic use of leaders’ speech that
positively modifies employees’ attitudes towards organizational goals and expectations. This
theory has three main dimensions, drawing heavily from the Speech Act Theory by Austin
(Ewald & Stine, 1983), and its impact on job outcomes has been gauged using the Leaders’
Motivating Language Scale developed by Jacqueline and Milton Mayfield.

Homes and Scull (2019) used the Leader Motivating Language Theory by Dr.
Sullivan to gauge the impact of leaders’ use of Motivating Language on job performance.
The MLT questionnaire developed by Mayfield in 2017 was used, and the results indicated
that when leaders use motivating Language with their employees, it provides them with a
voice, and employees feel safe. Guo and Yue (2019) examined the impact of Leaders’ use of
motivating Language on employees’ job satisfaction. The HR managers in each company
selected the supervisors and subordinates randomly, and the results showed a significant
positive impact of leaders’ use of motivating language on employees’ job satisfaction.

Linjuan Rita Men, Yufan Sunny Qin, Jie Jin (2021) used the Leader Motivating Language
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Model to examine the impact of Leaders’ use of motivating Language on job satisfaction and
job performance. The results showed a fairly positive relationship between motivating

language and job satisfaction and job performance.

The Motivation Language Theory consists of three dimensions: Direction-Giving
Language, Empathetic Language, and Meaning-Making Language. Direction-Giving
Language focuses on reducing confusion and ambiguity around task and job roles.
Empathetic Language aims to establish trust and bond with employees, and Meaning-Making
Language conveys information about the organization's culture, values, and goals to enable
employees to blend in with the organization. Sabir and Sara Bucha (2018) examined the role
of school principal’s use of motivating language in promoting school climate. The statistical
analysis showed that the principal’s use of Direction-Giving Language had a correlation of
0.783, and there is a strong and significant relationship between Direction-Giving Language

and job satisfaction.

Empathetic Language plays a pivotal role in conveying the passion of a leader
through well-distributed expression of emotions, disapproval, compliments, and feedback. It
centers and focuses around general human caring rather than solely focusing on expressing
sympathy towards task related occasions alone. By exhibiting and consciously maintaining
amiable attitudes, understanding and encouragement towards subordinates, leaders can build
strong and lasting relationships with them. Mayfield (2010) performed Partial Least Square

Analysis to study the impact of empathetic language on job satisfaction and job performance.

Meaning Making Language aims to convey the organizational guidelines, framework,

culture, and core values to its workers. It serves as a powerful tool for effective and
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meaningful communication in times of organizational changes. The statistical analysis of the
data indicated a significantly high mean of Meaning-Making Language, which was 6.74, and
a correlation coefficient of 0.625 for job performance and Meaning-Making Language and

0.603 for job satisfaction.

Conclusively, LML has laid down the foundations for assisting the leaders to
understand and practice the strategies at their disposal to strive for the overall progress of the
organization by motivating the employees, using language, which provides them clear
instructions so the employees comprehend the task and can perform it according to the
desires of the leaders. The leaders provide support, concern, and encouragement to their
employees fostering and nurturing the work environment where the employees feel
emotionally safe and protected.

Research Methodology

. In this study, we focus on the three pivotal and integral components of the
Motivating Language Theory which are Direction-Giving Language, Empathetic Language,
and Meaning-Making Language, and their influence in directing and impacting two aspects
of job outcomes which are job satisfaction and job performance of teachers from a selected
school in Defence area of Karachi, Pakistan. This is a case study where the researcher focuses
on using the Motivating Language Theory on teachers of primary and secondary levels in a
particular school where a minimum of 40 respondents were required to examine the research
objectives and hypothesis. For this research, a survey was conducted in a private school in the
southern region of Karachi, Defence Phase 8. This survey was based on the questionnaire
designed by Mayfield & Mayfield (2017). This questionnaire is derived from the Motivation
Language Theory proposed by Jeremiah Sullivan in 1988. It is a 24-item questionnaire based

on the Likert Scale encompassing the three components of the Motivating Language Theory.
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For the dependent variable which is job performance questionnaires by William & Anderson,

1991 and George & Brief, 1992 were used.

Research Type and Design

This is causal research as it aims at examining the impact of Motivating Language
Theory on the job outcomes that are job performance and job satisfaction of teachers in a
private school belonging to both primary and secondary levels. The teachers in this research
have self-evaluated the use of the Motivating Language Theory by the coordinators and
principals. This is the most significant aspect of the research. They also self-evaluate their job
performance and job satisfaction. This approach has helped teachers to participate easily and
answer questions with accuracy at their own pace. All the respondents received the same

questions.

Population and Survey

The survey questionnaire has three components. The first component encompasses the
three components of the Motivating Language Theory which are Direction-Gibing Language,
Empathetic-Language, and Meaning Making Language. Each question is based on a Likert
Scale consisting of 24 items in total. The second part of the questionnaire survey
encompasses self-evaluation of the respondents’ job satisfaction followed by their and the last

component where the teachers fill the questionnaire by self-evaluating their job performance.

The main target population of this research is school teachers of both primary and
secondary levels. This is a case study where the target population is teachers working in a
private school in Defence Phase 8, Southern region of Karachi, Pakistan. The minimum
number of respondents required was 25% of the total respondents in the organization. The

minimum number for a case study is a minimum of 40 respondents.

10
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Since this research is a case study where the focus was to gain an in-depth analysis of
the impact of the Motivating Language Theory on job performance and job satisfaction of a
particular private school in Karachi. The sample size was kept higher than the minimum
requirement and the questionnaire was distributed to all the teachers working at the primary

and secondary levels.

Demographic features of the Respondents

The demographic features of the respondents consisted of two main components. The
first component was to select from the gender profile which had two discrete categories (male
and female). The second component focused on the number of years in service. This
component had five categories to choose from. It started from 0-5 years, 6-10 years, 11-15
years, 16-20 years, 21-25 years and the last option was 26-30 years. The distribution of the
number of years was done keeping in mind that the school had been operational for 30 years

and no employee could have worked there for more than 30 years.

Results
Descriptive Statistics

According to Bonner et al., (2018), the descriptive statistics provides with the
assessment of the nature of respondents who have participated in the research process.
Descriptive statistics provides a summary of the sample data set in terms of mean, median and
mode, and also standard deviation, variance, minimum and maximum variables, and kurtosis
and skewness.

Summary Statistics for Independent Demographic variables:

The statistical data collected for the sample population will help in analyzing the
representativeness of the respondents. The following demographic variables were studied: age
and years of service. The tables below demonstrate an analysis on the summary statistics of the
different variables.

11
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Table 2
Gender
Frequency Percent Valid Percent | Cumulative Percent
Male 8 16.0 16.0 16.0
Valid Female 42 84.0 84.0 100.0
Total 50 100.0 100.0
Table 3
How long working situation
Frequency Percent Valid Percent  [Cumulative Percent
6-10 years 12 24.0 24.0 24.0
26-30 years 3 6.0 6.0 30.0
21-25 years 1 2.0 2.0 32.0
Valid 16-20 years 2 4.0 4.0 36.0
11-15 years 8 16.0 16.0 52.0
0-5 years 24 48.0 48.0 100.0
Total 50 100.0 100.0
Table 4
Descriptive statistics of subcategories of Motivating Language Scale
- . Std. :
N Minimum [Maximum | Mean L Skewness Kurtosis
Deviation
Statistic | Statistic | Statistic |Statistic | Statistic |[Statisti | Std. |Statisti | Std.
c Error c Error
Direction giving 50 10.00 34.00 [20.7800 | 7.68590 .047 | .337 | -1.043 | .662
Empathetic 50 6.00 19.00 |11.7200 | 4.55820 107 | .337 | -1.405 | .662
Language
Meaning making 50 9.00 37.00 (24.3800 | 8.27065 | -.512 | .337 | -.549 |.662
Language
Valid N (list wise) 50

After doing descriptive analysis of sub categories of motivation language scale, it was

found for Direction giving (M= 20.78, SD=7.68), Empathetic Language (M= 11.72, S.

D=4.56) and Meaning making Language (M=24.38, S. D= 8.27).

12
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Table 5

Descriptive statistics of job satisfaction and job performance

N Minimum [ Maximum | Mean Sj[d'. Skewness Kurtosis
Deviation
Statisti [ Statistic | Statistic | Statistic | Statistic Statistic | Std. | Statisti | Std.
C Error|c Error
Job 50 10.00 30.00 19.3400 | 7.17880 125 337 | -1.424 .662
performance
Job 50 16.00 62.00 |[41.4400| 11.92863 | -.497 | .337 | .270 .662
satisfaction
Valid N (list 50
wise)

After doing descriptive analysis of job performance, it was found (M= 19.34, S. D=7.18) with
skewness of .125 and for job satisfaction (M=41.44, S. D=11.92) with skewness of -.496.
Furthermore, a value which less than -1, there is the presence of left skewed data.
Inferential Statistics
Test for Normality

A normality test was carried out to confirm whether the sample data was obtained from a
normally distributed population. The normality tests were performed on the job satisfaction,

job performance and Motivating Language Scale. These tests are depicted in the below tables

Table 12

Tests of Normality

Kolmogorov-Smirnov? Shapiro-Wilk
Statistic Df Sig. Statistic df Sig.
Job performance 143 50 .052 .897 50 .350
Job satisfaction 105 50 200" .962 50 .106
Total motivation 119 50 .073 927 50 .140
language
Direction giving 120 50 071 .933 50 .076
Empathetic Language 135 50 .053 .900 50 .056
Meaning making 190 50 .060 927 50 .081
Language

Linear Regression

H1: Motivation language is a predictor of job performance

13
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Table 13
Model Summary
Mo R R Adju Std. Change Statistics Durb
del Square |[sted R Error of - in-Watson
Square the R F d d SIg.
Estimate | Sduare Change | f1 2 F Change
Change
. 2 201 6.41 217 1 1 4 .001 1.612
466° |17 841 3.298 8
ANOVA?
Model Sum of Df Mean F Sig.
Squares Square
Regression 547.814 1 547.814 13.298 .001°
1 Residual 1977.406 48 41.196
Total 2525.220 49
Coefficients?
Model Unstandardize Stan t S 95.0% Collineari
d Coefficients dardized ig. Confidence Interval |ty Statistics
Coefficie for B
nts
B Std Beta Low Upp T V|
. Error er Bound |er Bound |oleranc|IF
e
8.9 29 2 . 2.95 14.9
(Constant) 61 88 999|004 |4 67
Total .18 .05 466 3 . .082 .283 1. 1
motivation 2 0 .647 | 001 000 .000
language

H1 was that Motivation Language has an impact on job performance. Linear regressions

are applied to job performance-based motivation language to analyze the data. Overall, the

model was significant F (1,48) = 13.298, p<.01, with an R value of .466 and R2 value of .217.

The value of R represents that the model accounted for 21 % variance between groups of job

performance and motivation language. However, motivation language (f =.182, P=.001). On

this case our alternative hypothesis is accepted, which is motivation language are predictors

of job performance and our null hypothesis is rejected.

H2: Motivation Language has an impact on job satisfaction

Table 14

Model Summary

Change Statistics

14
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Adi Std. R F d d Sig.
Mo R ) [ Error of Square Change | f1 f2 F Change | Durbin-
usted R
del Square S the Change Watson
quare .
Estimate
. A4 423 9.06 435 3 1 4 .000 1.97
6592 [35 228 6.899 8 3
ANOVA?®
Model Sum of Df Mean F Sig.
Squares Square
Regression 3030.320 1 3030.320 36.899 .000P
1 Residual 3942.000 48 82.125
Total 6972.320 49
Coefficients
Model Unstandardiz Stan |t Sig. 95.0% Collinear
ed Coefficients dardized Confidence Interval | ity Statistics
Coefficie for B
nts
B Std Beta Lo Upp T \Y
. Error wer er Bound |oleran |IF
Bound ce
17. 4.2 4 . 8.54 255
(Constant) 028 |18 037 |ooo |7 09
Total 42 .07 .659 6 . .287 571 1 1
motivation 9 1 .074 | 000 .000 .000
language

H2 was that Motivation Language has an impact on job satisfaction. To analyze the data,
linear regressions are applied to job satisfaction based on motivation language. Overall, the
model was significant F (1,48) = 36.899, p<.01, with an R value of .659 and R2 value of .435.
The value of R2 represents that the model accounted for 43% variance between groups of job
satisfaction and motivation language. However, motivation language (f = .429, P=.001). On
this case our alternative hypothesis is accepted, which is motivation language are predictors
of job satisfaction and our null hypothesis is rejected.

H3: Direction-giving language has an impact on job satisfaction and job satisfaction

Table 14
Model Summary®
Mod |R R Adjusted | Std. Error Change Statistics Durbin-
el Square | R Square (ézttihrsate R Square |F L s Sig, Watson
Change Chang F Change
e

15
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. 332 9.74 .346 2 1 4 .000 1.80
5882 .346 998 5.345 8 4
Model Summary®
R R Adju Std. Change Statistics Durb
odel Square |sted R Error of R = " " Sig. in-Watson
Square the
Estimate | Sduare Chang |f1 f2 F Change
Change e
. 2 197 6.43 213 1 1 4 .001 1.58
4622 |13 316 3.017 8 7
ANOVA?®
Model Sum of Df Mean F Sig.
Squares Square
Regressio 2409.343 1 2409.343 25.345 .000°
1 n
Residual 4562.977 48 95.062
Total 6972.320 49
ANOVA?
Model Sum of Df Mean F Sig.
Squares Square
Regressio 538.714 1 538.714 13.017 .001°
1 n
Residual 1986.506 48 41.386
Total 2525.220 49
Coefficients?
[Model Unstandardized Standardi [t Sig. 95.0% Confidence Collinearity
Coefficients zed Interval for B Statistics
Coefficie
nts
B Std Beta Low Upp T V
. Error er Bound |er Bound |oleranc | IF
e
(Con 22. 4.0 5 . 14.4 30.5
stant) 482 10 .606 | 000 18 45
Dire 91 .18 .588 5 . .548 1.27 1 1
ction 2 1 .034 | 000 7 000 .000
giving
Coefficients?
Model Unstandardize Stan t S 95.0% Collineari
d Coefficients dardized ig. Confidence Interval |ty Statistics
Coefficie forB
nts
B Std Beta Low Upp T V|
. Error er Bound |er Bound |oleranc | IF
e
(Con 10. 2.6 3 : 5.05 15.6
stant) 375 46 921 |000 |5 96

16
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Dire 43 12 462 3 . 191 672 1. 1
ction 1 0 .608 | 001 000 .000
giving

Hypothesis three was that direction language has an impact on job satisfaction and job
performance. To analyze the data, linear regressions are applied to job satisfaction and
performance satisfaction based on direction language. Overall, the model was significant for
job jab satisfaction F (1,48) = 25.345, p<.01, with an R value of .588and R? .346. The value
of R? represents that the model accounted for 34% variance between groups of job
satisfaction and Direction language. However, Direction language (f = .912, P=.001). On this
case our alternative hypothesis is accepted, which is Direction language is predictor of job
satisfaction and our null hypothesis is rejected. For job performance, Overall, the model was
significant F (1,48) = 13.017, p<.01, with an R value of .462 and R2.213. The value of R?
represents that the model accounted for 21% variance between groups of job performance
and Direction language. However, Direction language (B = .431, P<.001). On this case our
alternative hypothesis is accepted, which is Direction language is predictor of job satisfaction
and our null hypothesis is rejected.

H4: Empathetic language has an impact on job satisfaction and job performance

Table 15
Model Summary®
R R Adju Std. Change Statistics Durb
odel Square |[sted R Error of R = Sig in-Watson
Square the :
Estimate | Square Chang |f1 2 F Change
Change e
. 3 316 9.86 .330 2 .000 2.05
575% |30 313 3.672 8 3
Model Summary®
R Adju Std. Change Statistics Durb
odel Square |sted R Error of R = Sig in-Watson
Square the '
Estimate | Sauare Change | f1 2 F Change
Change
. 1 .140 6.65 157 8. .004 1.73
397% |57 865 954 8 3

17
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ANOVA?
Model Sum of Df Mean F Sig.
Squares Square
Regressio 2302.816 1 2302.816 23.672 .000P
1 n
Residual 4669.504 48 97.281
Total 6972.320 49
ANOVA?
Model Sum of Df Mean F Sig.
Squares Square
Regressio 397.013 1 397.013 8.954 .004°
n
1 Residual 2128.207 48 44.338
Total 2525.220 49

Coefficients?

Model Unstandard Standa T g 95.0% Colline
ized Coefficients | rdized ig. Confidence arity
Coefficients Interval for B Statistics
B St Beta L ] i Tl \
d. Error ower | pper artial | olera |IF
Bound | Bound nce
(Const 2 3. 6. . 1 3
ant) 3.813 | 882 134 000 [6.008 [1.619
1 Empat 1 3 575 4, . . 2. . 1 1
hetic 504 |09 865 000 |882 125 575 |[.000 |.000
Language

Coefficients?

Model Unstandardi Sta t 9 95.0% C Collinea
zed Coefficients [ ndardize ig. Confidence orrelati | rity Statistics
d Interval for B ons
Coeffici
ents
B St Bet Lo Up Pa T
d. Error |a wer per rtial oleran | IF
Bound | Bound ce
(Consta 12 2. 4 . 6.7 17.
nt) .021 621 587 [000 |52 291
Empath .6 2 .39 Z . .20 1.0 .3 1 il
etic 24 09 7 .992 (004 |5 44 97 .000 |.000
Language

Hypothesis four as that empathetic language has an impact on job satisfaction and job
performance. To analyze the data, linear regressions are applied to job satisfaction and
performance satisfaction based on empathetic language. Overall, the model was significant
for job jab satisfaction F (1,48) = 23.672, p<.01, with an R value of .575and R2 .330. The

value of R2 represents that the model accounted for 33% variance between groups of job
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satisfaction and empathetic language. However, empathetic language (f = 1.504, P=.001). On
this case our alternative hypothesis is accepted, which is empathetic language is predictor of
job satisfaction and our null hypothesis is rejected. For job performance, Overall, the model
was significant F (1,48) = 8.95, p<.01, with an R value of .397 and R2.157. The value of R2
represents that the model accounted for 15% variance between groups of job performance
and empathetic language. However, empathetic language (p = .624, P<.005). On this case our
alternative hypothesis is accepted, which is empathetic language is predictor of job
satisfaction and our null hypothesis is rejected.

H5: Meaning MAKING language has an impact on job performance and job satisfaction

Table 15:
Model Summary®
R R Adju Std. Change Statistics Durb
odel Square | sted R Error of - in-Watson
Square  |the R F d d Sig.
Estimate | Sauare Chang |f1 2 F Change
Change e
. 3 344 9.66 .357 2 1 4 .000 1.97
598% |57 396 6.656 8 6
Model Summary®
R R Adju Std. Change Statistics Durb
odel Square |sted R Error of R r g g Sig, in-Watson
Square the h . f h
Estimate Square Change | f1 F Change
Change
. 1 .130 6.69 148 8. 1 4 .006 1.56
384% |48 672 309 8 5
ANOVA?
Model Sum of Df Mean F Sig.
Squares Square
Regressio 2489.495 1 2489.495 26.656 .000°
1 n
Residual 4482.825 48 93.392
Total 6972.320 49
ANOVA?
Model Sum of Df Mean F Sig.
Squares Square
Regressio 372.607 1 372.607 8.309 .006°
n
! Residual 2152.613 48 44.846
Total 2525.220 49
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Coefficients?
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Language
Coefficients?
Model Unstandar Stan 95.0% C Collinear
dized dardized ig. Confidence orrelati | ity Statistics
Coefficients Coefficie Interval for B ons
nts
B S Beta L U P T \V
td. ower | pper artial |olera |IF
Error Bound | Bound nce
1 2 ) 5 1
(Constant) 14511 [g75 769|000 |230  [7.193
Meaning 3 1 .384 . 1 5 3 1 1
making 33 16 .882 1006 |01 66 84 .000 |.000
Language

H5 was that meaning making language has an impact on job satisfaction and job
performance. To analyze the data, linear regressions are applied to job satisfaction and
performance satisfaction based on meaning making language. Overall, the model was
significant for job jab satisfaction F (1,48) = 26.656, p<.01, with an R value of .598 and
R2.357. The value of R2 represents that the model accounted for 35% variance between
groups of job satisfaction and meaning making. However, meaning making language (B =
.862, P=.001). On this case our alternative hypothesis is accepted, which is meaning making
is predictor of job satisfaction and our null hypothesis is rejected. For job performance,
Overall, the model was significant F (1,48) = 8.309, p<.01, with an R value of .384 and
R2.148. The value of R? represents that the model accounted for 14% variance between

groups of job performance and meaning making language. However, meaning making (f =
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.33, P<.05). In this case, our alternative hypothesis is accepted, which is that making is a
predictor of job satisfaction, and our null hypothesis is rejected.

Discussion, Conclusion
Discussion

The study found that leaders' use of Motivation Language significantly impacts the job
performance of teachers. Clear and transparent language, along with constructive feedback and
reducing ambiguity, makes employees feel motivated and secure. When principals use this
language in schools, teachers feel empowered and passionate about their tasks, aligning their
goals with the vision set by the principals. This leads to better performance, as teachers feel
more responsible and dedicated to their tasks and understand the rewards linked to them.
Empathetic language and meaning-making Language also play significant roles in positively
impacting job performance by making teachers feel emotionally safe and connected to the
institution's mission and culture.

Motivation Language impacts teacher job satisfaction. Using the three significant
components of the MLT model (clarity and transparency in task allocation, linking rewards,
and reducing uncertainty in discourse) results in satisfied and high performing teachers.
Feedback, both negative and positive, that preserves the teacher's respect and position in the
organization also increases job satisfaction. Open communication that considers the emotional
well-being of the teachers adds to their satisfaction. Finally, meaning-making language that
emphasizes the teachers' significance and understanding of the organization's culture boosts
job satisfaction.

Our results indicate that the model has a significant R-value of .588, which supports
our hypothesis that leaders' use of direction-giving language has a positive impact on job
performance and job satisfaction. Clear task explanation reduces uncertainty and ambiguity

and provides clarity regarding the connections between tasks, rewards, resources, and
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authority. This clarity positively affects job performance and job satisfaction among teachers
by helping them understand the purpose of tasks and how they are expected to perform them.

The study found that empathetic language significantly impacts job performance and
job satisfaction. It is important for principals to be mindful of the language they use when
interacting with teachers, including expressing their passions, concerns, and feedback. This can
lead to high-performing and satisfied teachers who feel respected and heard in the institution
they work at.

The analysis of the data confirms that meaning-making language has a significant
impact on the job performance and satisfaction of teachers. When principals communicate the
organization's mission, culture, guidelines, and core values to teachers, it helps them feel like
an integral part of the organization and understand how they can positively contribute to its
progress. This understanding of the culture and positive contribution leads to improved job
performance and teacher satisfaction.

Conclusion

This study examined the impact of Motivation Language Theory on job performance
and job satisfaction of teachers in a private school in Karachi, Pakistan. The results showed
that the three dimensions of Motivation Language Theory positively influenced job
performance and job satisfaction. This research highlights the importance of verbal
communication in leadership and its impact on employee attitudes and behaviors. It also
suggests the need for training programs for leaders to promote positive and conducive working
environments in educational institutions in Pakistan. The study had its limitations in terms of
population and sample, and future research can be conducted in a wider scope to fill the gaps
and study different job outcomes and behaviors. Overall, the study establishes the importance

of motivational language in improving job satisfaction and performance.
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