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Abstract 

Managers spend 75% of their time actively communicating with employees.  Effective 

leadership communication is fundamental to employee job satisfaction.  The purpose of 

this phenomenological study was to explore how communication strategies that 

government agency leaders use may motivate greater employee job satisfaction.  Twenty 

employees of a government office in Florida were the general population sample.  The 

motivational language theory helped explore the nature of job satisfaction by focusing on 

leadership and employee communication strategies.  Leadership communication 

influences employee motivation through incorporating 3 categories of utterances: 

empathetic (illocutionary) language, direction-giving (perlocutionary) language, and 

meaning-making (locutionary) language.  The Van Manen selective approach helped 

code and the Stevick-Colaizzi-Keen method helped analyze the participants’ transcribed 

face-to-face interviews.  Member checks and data saturation ensured the findings’ 

trustworthiness.  The findings developed from coding and analyzing data led to the 

discovery of 4 themes: empathetic language, direction-giving language, meaning-making 

language, and job satisfaction.  The 2 most important themes, direction-giving language 

and meaning-making language, help motivate job satisfaction by explaining how 

leadership advice, clear instructions, and leadership stories pertaining to primary events 

from the agency’s past provide direction and a feeling of job satisfaction.  Social 

implications of this study include creating and improving organizational communication 

best practices and guidelines to help leaders communicate information effectively and to 

motivate regional governmental organization employee job satisfaction. 
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Section 1: Foundation of the Study  

Section 1 of the study includes details relating to leadership communication 

strategies and employee job satisfaction.  The purpose, specific business problem, nature 

of the study, conceptual framework, and significance of the study provide important 

foundational information.  The review of the professional and academic literature also 

adds important foundational information to help support effective leadership 

communication strategies and employee job satisfaction. 

Background of the Problem 

One basic function within an organization is communication (Keyton et al., 2013).  

Some business executives around the world invest time and money to create 

organizational leaders who effectively communicate information, ideas, and feelings to 

his or her employees (Xiaojun & Venkatesh, 2013).  Leadership communication is 

fundamental to the performance of an organization, whereas the lack of effective 

leadership communication may cause employee and operational issues (Conrad, 2014).  

Leaders should clearly communicate as much workplace information as possible to 

employees (Merrell, 2012).  Leaders who communicate effectively may generate 

employee job satisfaction (Guo & Giacobbe-Miller, 2011). 

Effective leadership communication may reduce negative employee perceptions 

and employee job insecurities (Clifton, 2012; Rehman & Naeem, 2012).  Effective 

communication helps cultivate and enhance employee job satisfaction to improve 

organizational growth (Mason & Leek, 2012; Polito, 2013).  Mehta, Mehta, and Mishra 

(2011) stated that regular use of effective leadership communication is influential when 
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creating a positive and healthy work environment.  Effective leadership communication 

affects organizational growth and subsequently encourages employee motivation, 

empowerment, morale, and job satisfaction (Mehta et al., 2011).  Effective leadership 

communication enriches the lives of some by creating mutual trusting work relationships, 

adding value to the development of stronger work relationships, and increasing the level 

of employee success (Artz & Kaya, 2014). 

 Leaders who establish mutual trusting relationships with employees enhance job 

satisfaction by encouraging employees to participant in decision-making ideas (Artz & 

Kaya, 2014).  Leaders who develop, execute, and effectively communicate workplace 

information create a sense of security and satisfaction among employees (Madlock, 

2012).  When investigating leadership communication strategies, the perceptions of 

employees concerning job satisfaction need exploration. 

Problem Statement 

Leaders use effective communication to develop a supportive work environment 

that fosters organizational success (Keyton et al., 2013).  Leaders spend more than 75% 

of their work time actively communicating with employees (Farahbod, Salimi, & 

Dorostkar, 2013).  Leaders who use communication effectively have a better 

understanding of how their communication strategies motivate employee job satisfaction 

(Bisel & Messersmith, 2012).  The general business problem is that employee job 

satisfaction is negatively affected by faulty leadership communication strategies, which 

results in ineffective promotion of regional governmental organization (RGO) employee 
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job satisfaction.  The specific business problem is that some government agency leaders 

lack communication strategies to motivate employee job satisfaction. 

Purpose Statement 

The purpose of this qualitative phenomenological study was to explore the 

communication strategies government agency leaders use to motivate employee job 

satisfaction.  Employees of a RGO in Florida were the general population sample.  The 

study results may contribute to improving social change in the community by providing 

organizational communication best practices and guidelines to help leaders communicate 

information effectively and to motivate RGO employee job satisfaction.  Improving RGO 

employee job satisfaction could result in consistent community involvement and 

increasing revenue for the community. 

Nature of the Study 

The issue of how leadership communication strategies motivate RGO employee 

job satisfaction makes the qualitative method suitable for this study.  The qualitative 

method was appropriate when investigating a shared experience among a group of 

individuals worthy of examination and exploration (Doz, 2011).  The qualitative 

method’s flexible structure enables researchers to explore participants lived experiences 

and why communication strategies that RGO leaders use help motivate employee job 

satisfaction.  Quantitative analysis involves generating statistical data, which was not the 

intent of this study (Arghode, 2012).  Mixed-methods researchers collect, analyze, and 

blend both quantitative and qualitative data into a study (Palinkas et al., 2011).  The use 
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of mixed-method research was not feasible for this study, because of the lack of 

numerical data and the blending of both quantitative and qualitative data. 

Moustakas (1994) and Smith, Bekker, and Cheater (2011) identified the 

phenomenological design as the exploration, meaning, and essence of an experience 

shared among a group of individuals.  A phenomenological design was appropriate when 

investigating and providing insight concerning leadership communication strategies and 

RGO employee job satisfaction.  Ethnographic researchers focus on a cultural group and 

seek to answer questions pertaining to how the individuals of a culture live in society 

(Boddy, 2011).  Omission of the ethnography design in this study was because of the lack 

of focus on the lives of a cultural group in society.  Grounded theory researchers facilitate 

the discovery of a theory from collected data (Dunne, 2011).  The grounded theory design 

was not suitable for this study.  Evidence of theory discovery from the collection of data 

pertaining to leadership communication and RGO employee job satisfaction was not 

evident in this study.  Case study researchers may use one single case to acquire data 

from real-life settings within a targeted population (Amerson, 2011).  Although case 

study researchers acquire data from real-life settings of a targeted population or 

organization, generating any documents from the selected organization in this study was 

a challenge when gaining clearance to obtain sensitive governmental documentation.  The 

phenomenological approach mitigates the challenge of gaining clearance to obtain 

sensitive governmental documentation by focusing on each participant’s personification 

of their experience with leadership communication strategies and employee job 

satisfaction through their physical bodies or work surroundings.  Narrative researchers 
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collect and analyze the narrative accounts or stories of individuals (Etherington & 

Bridges, 2011).  The narrative design was not a part of this study because of the lack of 

collection and analyzing of individuals’ extensive narrative accounts and stories in 

connection to leadership communication and RGO employee job satisfaction. 

Research Question 

The purpose of the study was to explore the communication strategies 

government agency leaders use to motivate employee job satisfaction.  The overarching 

research question was: What strategies do government agency leaders use to motivate 

employee job satisfaction? 

Manager Interview Questions 

The semistructured interview questions (see Appendix A) for the study were: 

1. Describe how the work you produce provides a feeling of job satisfaction. 

2. Describe what leadership communication strategies motivate you to become more 

satisfied with your job, 

3. Describe communication strategies you would suggest to other leaders to help 

motivate employee job satisfaction. 

4. Describe how advice offered by other leaders helps motivate your job satisfaction. 

5. Describe how clear instructions from leadership concerning job-related problems 

help motivate employee job satisfaction. 

6. Describe how leadership support of professional development helps motivate your 

job satisfaction. 
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7. Describe how leadership concern for your professional wellness helps motivate 

your job satisfaction. 

8. Describe how leadership stories’ pertaining to primary events in the 

organization’s past help motivate employee job satisfaction. 

9. Describe how advice from leadership helps motivate your job satisfaction when 

taking on a new or altered job position. 

10. What additional information would you like to add not covered in the interview 

questions? 

Employee Interview Questions 

The semistructured interview questions (see Appendix A) for the study were: 

1. Describe how the work you produce provides a feeling of job satisfaction. 

2. Describe what leadership communication strategies motivate you to become more 

satisfied with your job. 

3. Describe communication strategies you would suggest to leadership to help 

motivate employee job satisfaction. 

4. Describe how advice offered by leadership helps motivate your job satisfaction. 

5. Describe how clear instructions from leadership concerning job-related problems 

help motivate your job satisfaction. 

6. Describe how leadership support of professional development helps motivate your 

job satisfaction. 

7. Describe how leadership concern for your professional wellness helps motivate 

your job satisfaction. 
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8. Describe how leadership stories’ pertaining to primary events in the 

organization’s past help motivate your job satisfaction. 

9. Describe how advice from leadership helps motivate your job satisfaction when 

taking on a new or altered job position. 

10. What additional information would you like to add not covered in the interview 

questions? 

Conceptual Framework 

Motivating employees is an everyday managerial task (Sullivan, 1988).  The 

motivational language theory (MLT) helps researchers explore the nature of job 

satisfaction by focusing on leadership and employee communication strategies (Sullivan, 

1988).  Sullivan’s MLT (1988) emerged from Searle’s (1969) speech act theory of 

linguistics’ three categories of utterances.  Searle attempted to clarify how individuals use 

speech to accomplish actions and how a receiver of speech creates meaning from what 

the receiver hears (as cited in Hartelius, 2013).  Leaders who use the MLT add to the idea 

that leadership communication may influence employee motivation through incorporating 

the speech act theory of linguistics’ three categories of utterances:  (a) empathetic 

(illocutionary) language, (b) direction-giving (perlocutionary) language, and (c) meaning-

making (locutionary) language (Mayfield & Mayfield, 2012).  According to Sullivan, the 

MLT helps researchers observe humans in a more extensive point of view.  Leaders use 

the MLT as a lens to view leadership communication strategies and verbal 

communication among leaders and employees (Mayfield & Mayfield, 2012).  The MLT 

also may help leaders communicate effectively with his or her employees to improve job 
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satisfaction (Madlock, 2013).  Leaders who use the MLT should apply the three 

utterances of the speech act theory of linguistics for a long period for job satisfaction to 

manifest among employees (Sullivan, 1988).  Leaders who consistently apply the MLT 

when communicating with employees may see an improvement in employee job 

satisfaction (Sullivan, 1988). 

Operational Definitions  

The following definitions provide context for the study: 

Direction-giving language:  Direction-giving language occurs when members of 

leadership express employee performance expectations and guide employee task 

achievements (Mayfield & Mayfield, 2012). 

Empathetic language:  Empathetic language transpires when members of 

leadership share emotional concern for an employee to generate and display a sense of 

humanness (Mayfield & Mayfield, 2012). 

Framing:  Framing is a leadership communication strategy that uses language to 

create an interpretation of a leader’s organizational reality (Fairhurst & Sarr, 1996). 

Human motivation theory:  The human motivation theory created by Maslow 

helps researchers to materialize a sequenced hierarchy of five levels of needs: 

physiological needs; safety needs; affiliation needs; achievement and esteem needs, and 

self-actualization.  The five levels of needs help understand how humans are motivated to 

satisfy his or her biological, cultural, and situational needs (Maslow, 1943). 

Job satisfaction:  Job satisfaction is the attitudes and beliefs of employees 

concerning work conditions (Oyewobi, Suleiman, & Muhammad-Jamil, 2012). 
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Leader-member exchange theory:  The leader-member exchange theory permits 

researchers to describe how members of leadership create a reciprocal exchange 

relationship with employees (Shweta & Srirang, 2013). 

Meaning-making language:  Meaning-making language takes place when 

members of leadership share his or her points-of-view of an organization’s culture with 

employees (Mayfield & Mayfield, 2012). 

Motivational language theory (MLT):  Motivational language theory (MLT) 

allows researchers to investigate and describe the nature of job satisfaction by focusing 

on leadership and employee communication strategies within an organization (Sullivan, 

1988). 

Need-satisfaction model of job attitudes:  The need-satisfaction model of job 

satisfaction allow researchers to focus on individuals and identifiable personal attributes 

of job situations that help mold the attitudes and motivation of individuals employed by 

an organization (Salancik & Pfeffer, 1977). 

Speech act theory of linguistics:  The speech act theory of linguistics permit 

researchers to clarify how individuals use speech to accomplish actions and how a 

receiver of speech creates meaning from what the receiver hears (Hartelius, 2013). 
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Assumptions, Limitations, and Delimitations 

Assumptions 

Assumptions are issues or situations beyond a researcher's control (Simon, 2011).  

The assumption of the study was that all employees chosen to participate would respond 

to the questions honestly relating to leadership communication practices and RGO 

employee job satisfaction.  Participants may hold back information during their interview 

sessions when the participant loses confidence in a work environment no longer 

perceived as stable.  There may also be resistance on the part of employees when 

expressing their feelings if believing so could put them at jeopardy. 

Limitations 

A limitation is a potential weakness present in a researcher’s study (Simon, 2011).  

The first limitation of this was that the opinions of the employees of the northeast Florida 

RGO may not be representative of the opinions of employees working for other RGOs.  

The second limitation was how participants maintain the capability to limit information 

or respond in a guarded manner during their interviews.  The third limitation was the 

short time limit allotted to conduct research for the study. 

Delimitations 

Delimitations are characteristics a researcher can control in his or her study.  

Characteristics of delimitations limit the range and identify the boundaries of one’s study 

(Simon, 2011).  The first delimitation was the omission of individuals employed by the 

RGO within the last 5 years.  The second delimitation was the possibility that the RGO 
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employees’ job satisfaction requirements may differ from employees’ job satisfaction 

requirements of other RGOs. 

Significance of the Study 

Leadership communication and its influence on employee job satisfaction may 

add value to business in this study.  The purpose of the qualitative phenomenological 

study was to explore successful leadership communication strategies that motivate RGO 

employee job satisfaction.  Employees of a RGO in Florida were the population.  

Improvement of job satisfaction for the employees of the RGO contributes to the 

effective practice of business in the areas of consistent employee engagement, 

community involvement, and increased revenue for the community.  Many of the studies 

in this study collectively mention effective communication (Arslan & Acar, 2013; Chen, 

Ployhart, Thomas, Anderson, & Bliese, 2011; Drury-Grogan & Russ, 2013) and how 

quality communication motivates employee job satisfaction.  The study’s results may 

provide evidence leading to actions instrumental in supporting and motivating RGO 

employee job satisfaction.  The study results may contribute to improving social change 

in the community by providing organizational communication best practices and 

guidelines to help leaders communicate information effectively to motivate RGO 

employee job satisfaction.  The results of the study reveal how effective leadership 

communication motivates employee job satisfaction within an RGO organization. 

A Review of the Professional and Academic Literature 

Some managers of government agencies in Florida lack sufficient communication 

strategies to motivate RGO employee job satisfaction (Hamdi & Rajablu, 2012).  The 
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purpose of the professional and academic literature section was to review current 

literature related to issues affecting the communicative relationships among leaders, 

employee, and job satisfaction.  An intense analysis of the research studies discussed in 

the review of the literature addresses the topics of leadership communication practices, 

workplace communication, internal communication, job satisfaction, employee 

behaviors, attitudes, and trust.  Ninety percent of the literature review’s current sources 

were peer reviewed and published in 2011 or later.  The other sources 10% were peer-

reviewed articles published before 2011, non-peer-reviewed articles, and books related to 

the previously listed topics of the literature review.  As the researcher, I used the 

following keywords to search for peer-reviewed articles: business communication 

strategy, effective communication, job satisfaction, role of leadership, workplace 

communication, leadership communication, employee communication, employee 

reactions, and employee trust.  Studies appearing in the literature review section relating 

to leadership communication strategies, and job satisfaction (Abdullah & Antony, 2012; 

Arslan & Acar, 2012; Chernyak-Hai & Tziner, 2014; Edmans, 2012; Glavas & Godwin, 

2013) might collectively show readers how the lack of effective communication may 

potentially create issues and problems among employees in connection to motivating job 

satisfaction.  Collectively, studies relating to leadership, employee experiences, actions, 

and behaviors (Ko & Yeh, 2013; Lewis, Laster, & Kulkarni, 2013; Polito, 2013; Rehman 

& Naeem, 2012; Stevenson, 2012) may help researchers explain how leadership might 

develop positive communication strategies that motivate RGO employee job satisfaction 

and organizational growth.  Included in the literature review was an overview of 



13 

 

 

influential works in the field of business including the MLT (Sullivan, 1988), the human 

motivation theory (Maslow, 1943), and the need-satisfaction model of job attitudes 

(Salancik & Pfeffer, 1977).  The two theories and the model provided an understanding 

of why leadership communication practices motivate RGO employee job satisfaction. 

The intent of the study was to investigate and identify the need for effective 

communication patterns among leaders and employees to motivate RGO employee job 

satisfaction.  Information from scholarly articles in the literature review helps researchers 

examine the current understanding of effective leadership communication strategies and 

employee job satisfaction.  The organization of the literature review was as follows: (a) 

MLT, (b) leaders, employees, and workplace communication, (c) employee behaviors, 

attitudes, and trust, and (d) employee job satisfaction.  The division of the literature 

review into four sections aided researchers to organize important focal points of interest 

in relation to the research topic.  Organizing the literature review by topic provided a 

solid research foundation relating to the topics of leadership communication strategies 

and motivating employee job satisfaction. 

Motivational Language Theory  

A concern for this study was that communication between leadership and 

employees is sufficient to motivating job satisfaction.  Sullivan’s (1988) MLT helps 

researchers explore how leadership communication may motivate employee job 

satisfaction.  Leadership who communicate with employees may use MLT to enhance 

and motivate employee job satisfaction (Hartelius, 2013).  To clarify an individual’s use 

of speech to accomplish actions, MLT generates meaning from what receivers hear and 
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how receivers respond to the received information to improve job satisfaction (Hartelius, 

2013; Mayfield & Mayfield, 2012).  Four important assumptions set the foundation for 

MLT (Sullivan, 1988).  The first assumption is information shared by leaders affects 

employee motivation.  Second, leadership communication reduces uncertainty, assures 

employees self-worth, increases employee knowledge, and guides employees in their 

work.  Third, uncertainty-reducing managerial speech acts are a focus of current 

motivational theories.  Fourth, leaders should employ a variety of speech acts to influence 

leadership communication and motivate employee job satisfaction (Sullivan, 1988). 

The MLT (1988) emerged from the speech act theory of linguistics’ (1969) three 

categories of utterances (a) empathetic (illocutionary) language, (b) direction-giving 

(perlocutionary) language, and (c) meaning-making (locutionary) language (Mayfield & 

Mayfield, 2012).  According to Mayfield and Mayfield, empathetic language is when 

leadership shares emotional concern for an employee to generate a sense of humanness.  

An example of empathetic language is a leader providing positive verbal praise to an 

employee for a job well done.  Direction-giving language occurs when leadership 

expresses employee performance expectations and guide employee task achievements 

(Mayfield & Mayfield, 2012).  For instance, leadership uses direction-giving language to 

set task achievements and provide performance feedback to employees.  Meaning-

making language takes place when a leader shares his or her points-of-view of the 

organization’s culture with employees (Mayfield & Mayfield, 2012).  A leader sharing 

stories of successful organizational achievements over a business lunch is an example of 

using meaning-making language. 
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Combining functions of the speech act theory of linguistics’ (1969) three 

categories of utterances influence motivational language and job satisfaction among 

employees (Sullivan, 1988).  Leaders who use the MLT should implement the three 

utterances of the speech act theory of linguistics over a long length of time for job 

satisfaction to manifest among employees (Sullivan, 1988).  Leaders who consistently 

apply the MLT when communicating with employees may see an improvement in 

employee job satisfaction (Sullivan, 1988).  Yin and Kuo (2013) investigated 

organizational communication problems, and how direct and indirect speech acts 

influence employee comprehension of language.  Employee comprehension of speech 

expression during the developmental and maintenance stages of an organization was the 

focus of the investigation.  Professionals who interact with employees during information 

systems projects used polite speech acts in the workplace when communicating with 

employees.  Yin and Kuo identified professionals who relied upon using politeness to 

communicate with employees, to please others, or to avoid interpersonal conflict received 

bad information systems outcomes.  Executives who develop and maintain effective 

leadership communication strategies use excessive polite communication to provide 

adequate resources and time when facilitating meetings and department interactions 

centered on communication issues (Yin & Kuo, 2013).  Executives should also invest in 

organizing and implementing a training program to enhance professional communication 

skills (Yin & Kuo, 2013).  The information in Yin and Kuo’s study may serve as a 

foundation for future research pertaining to how an individual’s culture may affect speech 
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acts, and how the speech acts may influence employee productivity and organizational 

performance. 

As proposed by Sullivan (1988), current motivation theories should extend their 

focus to using language as a means of motivation.  The three roles of language in 

motivation theory (a) uncertainty-reducing acts (perlocutionary), (b) human-bonding acts 

(illocutionary), and (c) meaning-making acts (locutionary) motivate job satisfaction and 

improve employee performance (Sullivan, 1988).  Uncertainty-reducing acts motivate 

leaders to reduce uncertainty; through task-related goals (Sullivan, 1988).  Leaders use 

the uncertainty-reducing acts to influence employees to use work production as a tool to 

attain work related goals (Sullivan, 1988).  Human-bonding acts inspire leaders to use 

human connections and empathy to connect with employees (Sullivan, 1988).  Leaders 

use the human-bonding acts to establish self-worth and trust among employees (Sullivan, 

1988).  Leaders who use the meaning-making acts use words, sentences, and informal 

conversations (small talk, managerial role-playing, account giving, and metaphoric 

language) between leadership and employees as a means of motivation instead of using 

uncertainty reduction or human bonding (Sullivan, 1988).  The creation of the three roles 

of MLT links the use of words, sentences, and informal conversations of the meaning-

making (locutionary) acts with the uncertainty-reducing acts (perlocutionary), and the 

human-bonding acts (illocutionary) to motivate employee job satisfaction (Sullivan, 

1988). 

Zaman, Nas, Ahmed, Raja, and Marri (2013) examined employee intrinsic 

motivation and job satisfaction.  Individuals find satisfaction with their jobs when 
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motivated.  Intrinsic motivation comes from within an individual, rather from an external 

reward (Zaman et al., 2013).  Intrinsically, individuals are motivated to seek intrinsic 

satisfaction from work production (Zaman et al., 2013).  The four components 

(meaningfulness, choice, competence, and progress) of intrinsic motivation allow 

employees to find positive satisfaction in their work (Zaman et al., 2013).  Zaman et al. 

found a relationship between intrinsic motivation and employee job satisfaction that 

encompass a desire among employees to do a good job and cultivate personal pride. 

Maslow’s (1943) human motivation theory adds substance to the MLT.  The 

theory enhances the leaders awareness and need for effective leadership communication 

when motivating positive job satisfaction among employees.  According to Maslow 

(1943), the theory implies that human motives materialize into a hierarchy of five levels 

of needs: (a) physiological needs (food, shelter, sleep), (b) safety needs (protection from 

elements, stability, freedom from fear), (c) belongingness needs (affection and love from 

and individuals work group, family, friends, and romantic relationships), (d) esteem 

needs (achievement, self-respect, respect from others), and (e) self-actualization needs 

(realizing personal potential, self-fulfillment).  Theorist Aiderfer assumed that as one 

level of the hierarchy is fulfilled, depending on an individual’s (employee’s) 

characteristics, the next level of need starts to be nurtured and strengthened (as cited in 

Salancik & Pfeffer, 1977).  Aiderfer also stated that the flow continues until the 

individual (employee) has fulfilled the final level of self -actualization (as cited in 

Salancik & Pfeffer, 1977).  Every individual (employee) has the capability and drive to 
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advance from one level to the other (Maslow, 1943).  Unfortunately, the flow of 

advancement is often impeded when a lower level of need is not completely fulfilled. 

Issues in an employee’s job position may also cause a disruption in the flow of 

advancement in the hierarchy and create a decline in job satisfaction and motivation 

(Maslow, 1943; Salancik & Pfeffer, 1977).  Theorist Karl Weick explained the state of 

the employee’s motivation might lead to the behaviors and attitudes of the employee 

regarding job satisfaction (as cited in Salancik & Pfeffer, 1977).  Salancik and Pfeffer’s 

need-satisfaction model of job attitudes also adds substance to the MLT and generates an 

understanding of how the expectations and needs of the employees develop a sense of 

satisfaction with their jobs.  The need-satisfaction model of job attitudes is built on 

Maslow’s human motivation theory (Salancik & Pfeffer, 1977).  Salancik and Pfeffer 

stated the need-satisfaction model of job attitudes when applied as a theory, would 

promote job motivation.  Need-satisfaction is fundamental to employees when achieving 

the best work experiences possible (Andreassen, Hetland, & Pallesen, 2010). 

The model demonstrates to leaders how employees present the capacity to provide 

personal satisfaction by cognitively reconstructing situations (Salancik & Pfeffer, 1977).  

Need-satisfaction becomes useful for researchers when understanding the influence 

leadership style, and job characteristics have on an employee’s performance, wellness, 

and job satisfaction (Van den Broeck, Vansteenkiste, De Witte, Soenens, & Lens, 2010).  

A positive work environment motivates employees to create satisfaction in their job 

situation (Christian, Garza, & Slaughter, 2011).  Employees who experience job 

satisfaction encounter a calling or connection between their job and work production for 
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the company, pride placed on work production, and the employees who add value to their 

work and the organization (Fisher, 2010). 

Fan, Chen, Wang, and Chen (2014) investigated the effects of leaders’ motivating 

language (ML) and method of feedback from virtual team members concerning creative 

performance.  The research responses were collected from a sample of 107 students from 

two Central Taiwan universities.  Participants included business administration 

undergraduate students and MBA students with full-time jobs.  Thirty virtual teams were 

randomly assigned three undergraduate juniors and two MBA students.  Fan et al. stated 

that leaders’ ML and feedback methods provided via e-mail instructions presented a 

different interaction effect on a participant’s idea generation and creativity performance.  

Participants who received direction-giving instructions under the demanding feedback 

method generated more ideas during the research.  Participants who received empathetic 

language instructions under the encouraging feedback method exhibited higher creative 

performance during the research.  Fan et al. also demonstrated that some factors (task 

forms, rewarding systems, language skills, prior online collaboration experiences, and 

cultural backgrounds) affected the effectiveness and efficacy of virtual teams. 

Some scholars have questioned the embedded assumptions in MLT that 

uncertainty-reducing information is exchanged through leader-employee language 

exchanges, and that members of leadership communicate equally with employees 

(Mayfield & Mayfield, 2012; Mayfield, Mayfield, & Kopf, 1995).  Scholars Conger, 

Fairhurst, and Sarr made valuable contributions to extending the scope of MLT to include 

organizational vision and the use of framing (as cited in Mayfield & Mayfield, 2012).  
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Conger created a link between organizational vision and managerial leadership’s ability 

to communicate effectively with employees (as cited in Mayfield & Mayfield, 2012).  An 

examination of leadership practices revealed how important incorporating language skills 

are to leadership practices when generating enthusiasm and motivation among 

employees.  Conger also stated that an organization’s vision should have meaning for 

leadership communication to play an important role in employee acceptance of the 

organization’s vision.  Fairhurst and Sarr discussed how to manage the language of 

leadership through framing.  Framing is a leadership communication strategy that uses 

language to create an interpretation of a leader’s organizational reality (Fairhurst & Sarr, 

1996).  Leaders use framing to influence employee decisions and the reality in which the 

employee operates.  Framing influences the way an employee view his or her leader’s 

beliefs and competency (Fairhurst & Sarr, 1996).  Fairhust and Sarr provided an 

understanding of leaders using framing to communicate and motivate an employee to 

think along the lines of his or her leaders. 

The argument that members of leadership communicate equally with employees 

and share uncertainty-reducing information through leadership and employee 

communication in MLT is a part of an average leadership style (Mayfield & Mayfield, 

2012).  The leader-member exchange (LMX) theory enables researchers to challenge the 

style of average leadership (Mayfield & Mayfield, 2012).  The LMX theory allows 

researchers to describe how members of leadership create a reciprocal exchange 

relationship with employees (Shweta & Srirang, 2013).  The LMX challenged the MLT 



21 

 

 

by increasing researchers’ understanding of employee attitudes, behaviors, performance, 

and positive leader relationships with employees (Michael, 2014). 

Goh and Wasko (2012) explored how leadership in virtual world teams (VMTs) 

influenced employee performance.  An important leadership responsibility is to provide 

employees with access to resources essential when performing job functions.  The 

research responses were collected from 61 of the VMT employees.  The LMX theory 

helped the researchers predict that leader-member relationship does not directly affect 

employee performance.  Instead, employees with excess to allocated resources 

(empowerment, training, and development opportunities) and a high-quality relationship 

with their leader, directly affected employee performance.  Low-quality relationships 

between leaders and employees exhibited a lack of employee motivation, and created a 

reduction in allocated resources shared with employees.  The findings of Goh and Wasko 

were consistent with the LMX theory.  Goh and Wasko findings suggested that further 

examination into the phenomena help identify what allocated resources influence 

employee performance. 

The MLT helps researchers understand humans as individuals while focusing on 

efficacy, meaning, and bonding when collecting data (Sullivan, 1988).  To create 

meaning from the MLT and collecting data from participants, the Stevick-Colaizzi-Keen 

method of analysis of phenomenological data helped researchers organize, analyze, and 

synthesize data (Moustakas, 1994).  I used the six steps of the modified Stevick-Colaizzi-

Keen method to (a) describe participants personal experiences with the phenomenon of 

communication strategies RGO leaders use to motivate employee job satisfaction, (b) 
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create a list of important statements concerning the participants’ experiences, (c) take the 

statements and compile them into larger groups of information or themes, (d) write a 

description of what the participants experienced as a part of the phenomenon, (e) write a 

description of how the experience occurred, and (f) write a composite description of the 

phenomenon the participants are experiencing (Moustaka, 1994).  A benefit of 

researchers using the Stevick-Colaizzi-Keen method is the sense of transforming the 

participants’ experience into a written description of the participants’ essences (emotions) 

(Giorgi, 2009).  A consequence of researchers using the method is participants may hold 

back emotions concerning the essence of their experience (Giorgi, 2009). 

One important task for leaders is to establish motivation among employees by 

building work relationships and creating a work atmosphere of job satisfaction, low 

absenteeism, and turnover (Swartling & Poksinska, 2013).  An employee who experience 

job satisfaction encounter a calling or connection between his or her job and his or her 

work, the pride placed on work, and the level of value added to his or her work and 

organization (DiPietro, Kline, & Nierop, 2014).  Communication and trust from leaders 

enables cooperative behavior and promotes effective responses from employees 

(Beukers, Bertolini, & Te Brömmelstroet, 2014).  Leadership communication adds a 

stronger sense of job satisfaction, motivation, commitment, performance, and trust among 

employees as well as enhances organizational growth. 

Leaders, Employees, and Workplace Communication 

In the world of business, people are the greatest asset to an organization (Mishra, 

Boynton, & Mishra, 2014).  Regardless of the area of business, quality leaders are 
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essential to the success of an organization.  Leaders enhance their talents and strengths by 

acquiring the ability to control the actions and attitudes of employees for the benefit of an 

organization (Al-sharafi & Rajiani, 2013; Karakas & Sarigollu, 2013).  Higgs and 

Rowland (2010) discussed the role of leadership in the context of self-understanding and 

underlying systems.  Higgs and Rowland also discussed traps leaders may succumb to 

that prevented their organization from growing.  Understanding the underlying system, 

oneself, and framing changes are essential leadership traits Higgs and Rowland suggested 

as necessary for effective leadership.  Alamsjah (2011) investigated the perceptions of 

leaders regarding the execution and successful implementation of business plans.  

Leaders were capable of executing the strategy once leaders shared an understanding of 

the accomplishments with employees (Alamsjah, 2011).  Understanding the 

organization’s accomplishments highlight the significant importance of the role of 

leadership and opportunities of empowerment and job satisfaction among employees. 

Executives who implement leadership development programs possess the 

capability to develop and prepare leaders for employee reactions to organizational issues 

and concerns (Abrell, Rowold, Weibler & Moenninghoff, 2011).  Leadership 

development programs aid in the improvement of leaders and potential leaders within an 

organization (Abrell et al., 2011).  Leadership development programs focus on leadership 

responsibilities or activities in the areas of job satisfaction, motivation, performance 

problems and developing a functioning work environment (Abrell et al., 2011).  Smet, 

Lavoie, and Hioe (2012) focused on the importance of developing better leaders.  Placing 

the development of quality leaders at the center of a major operational-improvement 
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program would be an excellent idea to deploy a new production system around the globe.  

Some challenges were impossible to ignore.  The challenges consisted of the stigma of 

incompetence, view of the organization’s current performance, and passive-aggressive 

conflict between leaders and employees.  The effects of the challenges developed a lack 

of trust in leadership, disengagement, and pervasive fear of making mistakes (Smet et al., 

2012).  Smet et al. provided supportive information concerning the need for leadership 

training as a means of building organizational strengths and creating networks of 

knowledgeable and effective leaders. 

Cunningham (2012) examined the creation of leadership development programs 

and the development of positive and engaging work environments.  Positive work 

environments that produce quality leaders are more useful in the areas of supporting and 

motivating employees (Cunningham, 2012).  The objective of leadership development 

programs is to train leaders on how to increase employee morale, handle compliance 

issues, motivate, and reduce employee turnover (Cunningham, 2012).  Cunningham 

learned how maximizing the effectiveness of an organization’s leadership pool is critical 

to obtaining peak performance levels of participating leaders.  Cunningham also 

suggested that organizations generate a well-designed leadership development program to 

help create sustainability, collaboration, and growth among employees and leaders.  

Executives may build on the organization’s strengths and create networks of effective 

leaders after successfully implementing a leadership development program (Smet et al., 

2012). 
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Leadership development programs develop quality leaders who serve as proactive 

participants when successfully leading employees (Smet et al., 2012).  Ray and Goppelt 

(2011) focused on how leadership development programs help to improve the skills of 

leaders.  Leadership development programs focus on larger systemic issues facing the 

organization (Ray & Goppelt, 2011).  Organizational development practitioners find it 

challenging to help managers learn what is happening and facilitate new methods of 

strengthening leadership skills (Ray & Goppelt, 2011).  Researchers and practitioners 

create collaboration in which employees, academics, and other practitioners blend their 

different perspectives and competencies to coproduce knowledge about complex 

organizational problems (Ray & Goppelt, 2011).  Critical analysis may have little 

practical value on the role of leadership unless researchers and practitioners may facilitate 

people in organizations to help shape and construct the organization.  Newhall (2011) 

explained how leaders rate themselves when feeling ill-equipped to handle the pace of 

their positions.  In a comparison of low and high-performing companies, the high-

performing companies rated their leadership effectiveness as excellent.  Newhall also 

mentioned that internal hires that complete a leadership development program are more 

successful than external hires. 

Quality leaders created from leadership development programs help cultivate 

healthy relationships with employees (Cunningham, 2012; Maharani, Troena, & 

Noermijati, 2013).  Quality leaders may motivate employees to achieve specific corporate 

goals while working closely with colleagues (Noordin, Omar, Sehan, & Idrus, 2010).  

Leaders who use effective communication strategies to provide information to employees 
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motivate job satisfaction (Abd-El-Salam, Shawky, El-Nahas, & Nawar, 2013).  

Employees base organizational uncertainty as unpredictable and unstable (Gómez & 

Ballard, 2013).  During times of uncertainty, employees encountered pressure from their 

job positions and became dissatisfied rather than satisfied with their current job situation 

(Ikyanyon, 2012).  Organizational virtues like trust, optimism, and integrity help reduce 

employee turnover, increase job satisfaction, and create a sense of resiliency among 

employees (Bies, 2013; Bisel & Messersmith, 2012; de Fatima Oliveira, 2013).  

Leadership communication provides employees with information on whom the change 

may or may not affect in the workplace (Chernyak-Hai & Tziner, 2014).  Employees 

support the importance of leaders communicating information and improving employee 

job satisfaction (Chernyak-Hai & Tziner, 2014). 

Communication is a construct that many businesses have in common (DeKay, 

2012).  Communication represents a complicated process of transmitting messages 

through a channel where the receiver may decode the message as well as decipher needed 

information at the same time (DeKay, 2012).  The flow of communication may enhance 

the infrastructure of an organization (Ristic, Mihailovic, Cekerevac, Kudumovic, & 

Karovic, 2012).  Leaders spend more than half of their work time verbally 

communicating with employees (Keyton et al., 2013; Von Rosenstiel, 2011).  According 

to Timmins (2011), leaders use their communication skills to influence policy, role 

modeling productive communication behaviors, and the development of a healthy work 

relationship with employees.  Leaders who communicate effectively help reduce negative 

perceptions and motivate job satisfaction, job performance, and productivity among 
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employees (Arslan & Acar, 2013; Žemgulienė, 2012).  Leaders who communicate 

effectively may demonstrate professional trustworthiness among employees (Blume, 

Baldwin, & Ryan, 2013; Clifton, 2012).  According to Kotter’s (1996) seminal work 

about leadership, the role of leadership is beneficial to the process of job satisfaction 

when leaders use effective communication strategies to empower employees.  Leaders 

should discontinue communication strategies that do not work and adopt communication 

strategies that do work (DeKay, 2012; Smith, 1996). 

Effective workplace communication is a component of leadership.  The main idea 

of effective workplace communication is when leaders possess the ability to express 

information to employees in a format employees may understand (Glavas & Godwin, 

2013).  Effective leadership communication aids when promoting a product or service, or 

relaying information to employees within an organization (Cockburn-Wootten & 

Cockburn, 2011; Sinha, 2012).  The majority of leadership problems similar to 

misunderstanding and misrepresentation of information stem from a lack of effective 

leadership communication (Bartelt & Dennis, 2014).  Effective leadership 

communication causes employees to be more satisfied and exhibit fewer intentions of 

leaving their present job position (Gómez & Ballard, 2013). 

 Effective communication practices provide detailed information and breaks down 

communication barriers displayed by employees (García-Morales, Matias-Reche, & 

Verdu-Jover, 2011).  Communication barriers restrict and create an uneven flow of 

messaging between individuals within their work environment (Ristic et al., 2012).  

Members of leadership who fail to tackle issues of communication barriers risk devaluing 
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the understanding of information given to employees (Ristic et al., 2012).  Effective 

communication practices (face-to-face, oral, and written) within an organization enhance 

employee job performance, job satisfaction, and productivity (Manning, Waldman, 

Lindsey, Newberg, & Cotter-Lockard, 2012; Stryker & Santoro, 2012). 

The physical layout of the work environment should also facilitate face-to-face 

communication between leaders and employees as well as breed productive collaboration 

(Mehta et al., 2011; Stryker & Santoro, 2012).  Leaders who use face-to-face 

communication accomplish work-related task and cultivation of workplace relationships 

with employees (Stryker & Santoro, 2012).  Effective communication demands intense 

preparation for leaders implementing the skill.  Effective communication is a skill used 

by leaders to improve job satisfaction of employees (Nwagbara, Smart Oruh, Ugorji, & 

Ennsra, 2013).  In every organization, effective communication help leaders and 

employees communicate valuable information (Drury-Grogan & Russ, 2013; 

Hanumantharao, 2011; Selvalakshmi, 2012; Showry & Manasa, 2012).  Kraemer (2011) 

stated the skill of listening constitutes 90% of effective communication, and the other 

10% of effective communication are verbal.  Active listening indicates a leader’s 

appreciation of and an interest in his or her employees therefore contributing to job 

satisfaction (Vickery, Keaton, & Bodie, 2015).  Leaders used both listening and verbal 

communication to communicate information respectful to their employees (Kraemer, 

2011).  A leader’s ability to listen and verbally communicate effectively is important to 

his or her work relationships with employees. 
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Effective communication starts with the leader.  Leaders should communicate in a 

clear, simple, concise, and straightforward style (Kraemer, 2011).  The improvement of 

communication within an organization provides leaders with the opportunity to share 

information with employees (Glavas & Godwin, 2013).  The implementation of effective 

communication may be a tool of motivation to improve employee job satisfaction (Arslan 

& Acar, 2013).  Groysberg and Slind (2012) focused on how leaders manage 

communication within their organization.  Traditional corporate communication should 

allow leaders to create a process more dynamic and sophisticated.  Importantly the 

process should be conversational.  The researchers identified four elements of 

organizational conversation that reflected the essential attributes of interpersonal 

conversation: intimacy, interactivity, inclusion, and intentionality.  Leaders who power 

their organizations through conversation-based practices need not worry about making an 

error when managing their employees.  According to Ainsworth (2013), awareness of 

organizations becoming successful after the implementation of effective communication 

strategies requires and receives less attention and resource allocation of funds. 

The implementation of effective communication might reduce any entrenched 

emotional trauma, loss of self-confidence, or low self-esteem employees may experience 

(Obermiller, Ruppert, & Atwood, 2012).  According to Okoro and Washington (2012), 

the increase of a diverse workforce includes a broad range of communication challenges 

and barriers including traditions, skills, experiences, and attitudes toward the work and 

employees, which might affect communication in the workplace in a negative way.  

Leaders strengthen trust and confidence in employees when leaders communicate 
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information effectively.  Leaders should share and respond to employees in a timely 

manner while practicing active listening and clear communication (Glavas & Godwin, 

2013).  Leaders should effectively communication the importance of implementing oral 

and written communication in the workplace (Stryker & Santoro, 2012). 

Oral communication enhances meetings, interviews, and group discussions in 

both formal and informal settings.  Written communication develops reports, manuals, 

memo in both formal and informal formats (Cosman, 2013).  Delivering information to 

employees face-to-face is more efficient than using email, texting, or phone calls as a 

means of communication (Kupritz & Cowell, 2011).  Using face-to-face communication 

breeds productivity and job satisfaction among employees and leaders.  Face-to-face 

communication provides information more efficient among employees and leaders than 

any other communication type (Stryker & Santoro, 2012).  Jain (2012) discussed how 

communication promotes a product, service, or organization; relay information within the 

business; and deal with organizational issues.  Jain stated that communicators should 

develop good communication skills to enhance the growth of an organization.  The types 

of communication discussed are oral communication, written communication, methods 

(channels) of communication (web-based, video conferencing, e-mails, reports, 

presentations, telephonic meetings, and forum boards), and face-to-face meetings (Jain, 

2012).  The different types of communication help explain the difference between 

internal and external communication.  Jain concluded that business communication is an 

important aspect of any business and improves communication strategies. 
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Bisel, Messersmith, and Kelly (2012) provided information regarding the function 

and effects of leadership and employee communication as an attempt to encourage 

business communication and focus beyond a one-dimensional view of communication in 

the workplace.  The ideas represented an argument that connected and clarified the 

associations between micro-level leadership and employee communication behaviors and 

macro level organizational learning (Bisel et al., 2012).  Bisel et al. explained how 

command structures produced relational contexts that created consequences for 

communication behaviors between leaders and employees.  Specifically, Bisel et al. 

explained how employees’ reluctance to disagree with leadership resulted in silence or 

equivocation.  In turn, Bisel et al. explained how organizational suppression of the 

rebellion produced a barrier to organizational learning and adaptation. 

The interaction between employees and leaders affect leadership communication 

strategies and group commitment.  Leaders and employees intermingling positively, 

creates a work environment that promotes upward openness and job relevant 

communication (Ainsworth, 2013).  Bisel et al. stated command structures created 

consequences for communication behaviors between employees and leaders.  Brunetto, 

Farr-Wharton, and Shacklock (2011) examined the relationship between leadership and 

employee communication.  Participants of the study disclosed a low level of satisfaction 

when communicating with leaders and a high level of leadership uncertainty (Brunetto et 

al., 2011).  Leadership uncertainty did not play a significant factor in the affective 

commitment of participants and the work production (Brunetto et al., 2011).  Brunetto et 

al. findings of the study indicated leaders should develop and promote communication 
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that empowers colleagues, employees, and cultivate healthy work relationships (Brunetto 

et al., 2011). 

Lehtimäki, Kujala, and Heikkinen (2011) focused on corporate responsibility in 

the area of communication.  Lehtimäki et al. examined how corporate responsibility and 

its tensions are articulated in a controversial situation concerning foreign investment.  In 

the area of conflict, company executives may use various methods and communication 

channels to communicate their practices to different audiences; increasingly, engaging in 

direct dialogue with stakeholders (Lehtimäki et al., 2011).  Lehtimäki et al. concluded 

that the common worlds approach in the study could help to address different viewpoints 

and worldviews of various audiences. 

Productive leadership and employee workplace communication is an example of 

internal communication.  Internal communication allows leaders of an organization to 

share information with employees.  Iyer and Israel (2012) identified internal 

communication as a strategic target for business communication to build personal 

relationships between leaders and employees.  The sharing of too little information 

creates distrust and speculation, and too much information might create an information 

overload (Iyer & Israel, 2012).  Leaders should provide and respond to information, listen 

actively, and communicate clearly with their employees (DeKay, 2012).  Internal 

communication is the line of communication that conveys information from leaders to 

employees (Mazzei, Kim, & Dell’Oro, 2012). 

Based on the work of Iverson and Zatzick (2011), leaders of an organization who 

practice internal communication should redirect their focus from organizational issues to 
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maintaining efficient work practices when communicating with employees.  Establishing 

employee’s job roles and responsibility is important to the practice of internal 

communication and job satisfaction (Arif, Zubair, & Manzoor, 2012).  Internal 

communication is a series of communication strategies leaders use to encourage two-way 

communication.  Internal communication may assist in the transfer and exchange of 

information between leadership and employees (Jimenez-Castillo &Sanchez-Perez, 2013; 

Steyn, Steyn, & van Rooyen, 2011; Xiaojun & Venkatesh, 2013).  Internal 

communication allow leaders to create a work setting that inspires employees to work 

together and avoid any conflicts originating from a lack of leadership communication 

(Alexandra-Mihaela & Danut, 2013; Arif et al., 2012; Cromity, 2011; Wist, Schaefer, 

Vogler, & Wollowski, 2011).  Internal communication also provides leaders with 

cohesion, coherence, and job satisfaction to help improve leadership and employee work 

abilities (David, 2011; Singh, 2013). 

The practice of internal communication is important when leaders interact with 

employees (Ruck & Welch, 2012; Welch, 2012).  Leaders who implement internal 

communication achieve employee engagement, effectiveness and meet the needs the 

organization (Welch, 2013).  Leadership should invest time and energy into developing 

trust and commitment among employees (Togna, 2014).  Internal communication varies 

from office water cooler talk to formal corporate communication (Kataria, Kataria, & 

Garg, 2013; Welch, 2013).  The rise in internal communication started in the United 

States in the 1990s and soon spread to Europe where it began to strengthen during the 

2000’s (Tkalac Verčič, Verčič, & Sriramesh, 2012).  Internal communication uses 
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employee preferences to meet and ensure employee organizational needs (Ruck & Welch, 

2012). 

Internal communication plays a role when developing positive employee 

behaviors, attitudes, commitment, job satisfaction, organizational relationships, and 

productivity (Men & Stacks, 2014).  A successful leader implements internal 

communication to promote employee alertness of opportunities, risks, and develops 

employee knowledge of work task and goals (Welch, 2012).  Leaders use internal 

communication to develop meaning from the work employees produce and organizational 

values (Men & Stacks, 2014).  The internal process of communication creates a sense of 

community among leaders, employees and influence work relationships, trust, and 

commitment (Karanges, Beatson, Johnston, & Lings, 2014).  Internal communication is 

nonexistent when employee job satisfaction, trust, and loyalty disappear among 

employees (Abdullah & Antony, 2012).  Leaders who communicate with employees 

frequently establish job satisfaction, trust, and loyalty in the workplace (Karanges et al., 

2014). 

The process of internal communication strengthens the connection between an 

organization and its stakeholders (executives, leaders, employees, board members) 

(Karanges, et al., 2014).  Positive internal communication interactions improve work 

relationships and increase positive employee attitudes, behaviors, and productivity 

(Karanges, et al., 2014).  Mazzei (2010) research about internal focused on intangible 

resources of internal communication rather than organizational boundaries.  Internal 

communication acts as an interactive process focusing on creating knowledge and 
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allegiance (Mazzei, 2010).  The organizations participants displayed a strong sense of 

how knowledge and employee attitudes add to the organization’s success (Mazzei, 2010).  

Organizations promoting active communication behaviors among managers and 

employees contribute to the advancement of internal communication (Mazzei, 2010). 

Interpersonal communication within a work setting is just as important as 

business writing or facilitating professional presentations (Hynes, 2012).  Maintaining an 

effective interpersonal relationship among professionals is critical in a professional 

setting; individuals who interact with others may reveal an array of cultural beliefs and 

decision-making advances (Hynes, 2012).  Zeffane, Tipu, and Ryan (2011) focused on 

how communication is the main catalyst for trust.  Trust might affect communication 

patterns as communication patterns play a role in the relationship between trust and other 

forms of organizational variables (Zeffane et al., 2011).  Communication and trust 

relationships are complex and may be difficult to produce with a definite direction to who 

influences whom and the relationship between leadership and employees (Zeffane et al., 

2011).  According to Colquitt and Salam (2009), communication between a leader and 

employee affected the amount of trust between the two individuals.  Trust between 

leaders and employees encourage factual communication and collaboration (Colquitt & 

Salam, 2009).  Employees who trust their leaders are open to sharing facts and 

information frequently (Colquitt & Salam, 2009).  Employees who distrust their leaders 

are less open and tend to withhold information (Colquitt & Salam, 2009). 

Based on Abugre’s (2011) research, a significant relationship exists between 

leadership communication, peer relationships, and employee job satisfaction (Abugre, 
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2011).  Employees preferred effective leadership communication behavior because of 

positive effects the skill had on employees in an organization in the area of job 

satisfaction (Abugre, 2011).  The development of peer relationships in a work 

environment helps employees become more open to communicating with each other 

concerning organizational issues (Abugre, 2011).  Peer relationships assisted in the 

reduction of workplace stress, strengthening communication patterns, and increasing 

employee job satisfaction (Abugre, 2011).  The negative effect peer relationships have on 

a work environment sometimes occur when communicative friendship bonds are stronger 

than the employee’s commitment and loyalty to their leaders and organization 

(Schaubroeck, Chunyan Peng, & Hannah, 2013).  Effective leadership communication 

and the development of peer relationships may create a work atmosphere of 

understanding and job satisfaction.  Employees who display positive communication 

behaviors excel in their work and focus on helping other employees to improve their 

organizations work environment (Bartelt & Dennis, 2014; Mancl & Penington, 2011).  

Negative communication behaviors may be damaging to employees and the organization 

for which the employee works (Bartelt & Dennis, 2014; Mancl & Penington, 2011). 

Employee Behaviors, Attitudes, and Trust 

Leadership communication affects employee behaviors, job satisfaction, 

productivity, and growth among leaders and employees (Omoruyi, Chipunza, & Samuel, 

2011; Phipps, Prieto, & Ndinguri, 2013).  Leaders who support and communicate 

effectively with their employees are capable of helping decrease negative employee 

behaviors, confusion, and anger as well as increase emotional strength, empowerment, 
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and job satisfaction (Şahin, Çubuk, & Uslu, 2014).  According to Omoruyi et al., (2011), 

the influence leadership communication has on an employee’s behavior varies.  

Employee’s behaviors may reflect their knowledge and understanding of what is 

occurring in their work environment (Lewis et al., 2013).  The way employees think, 

behave, and feel creates both negative and positive behaviors among employees (Penava 

& Šehić, 2014; van der Smissen, Schalk, & Freese, 2013).  An employee’s sense of 

uncertainty and fear pertaining to the future of his or her job also influence employee 

behaviors (Wen-Hai, Feng-Hua, & Chih-Kai, 2012).  Employee behaviors change and 

promote job satisfaction through the increase of positive interactions and relationships 

with leadership (Langley, Smallman, Tsoukas, & Van De Ven, 2013). 

Balser and Winkler (2012) discussed the behavior of employees.  In detail, Balser 

and Winkler provided information on the leadership of the International Brotherhood of 

Electrical Workers (IBEW).  The leadership of IBEW implored members of the 

organization to alter their behavior on the job (Balser & Winkler, 2012).  The IBEW 

leadership organization modified the effort bargain between employees and leaders 

(Balser & Winkler, 2012).  The analysis of the study focused on how employees 

responded to the leadership’s decision and the factors that guided their behavior.  Balser 

and Winkler explained how displaying cooperative behavior on the job strongly 

associated with employees’ attitudes, measure the understanding of employees’ 

commitments to their occupation.  Ardichvili (2011) discussed the link between PsyCap 

and employee behaviors, attitudes, and performance outcomes and how employee’s 

attitudes and behaviors cause a negative dip in their morale.  The topics discussed by 
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Ardichvili influenced PsyCap included the ongoing research on the meaning of work and 

working research on negative behaviors in organizations, including micro-aggressions 

and workplace rudeness.  Ardichvili’s results showed significant positive relationships 

between PsyCap and employee job satisfaction, organizational commitment, 

organizational citizenship, and job performance. 

Hernes and Braenden (2012) investigated the behaviors of leaders, and the 

reactions of employees’ have toward such managerial behaviors.  Managers exert a 

variety of behaviors ranging from excellent to inferior.  Hernes and Braenden considered 

following the effects of the employees as more or less mechanical responses to what their 

managers do as leaders.  Hernes and Braenden explored the relationship between ethical 

leadership behavior and employee psychological wellness and job satisfaction.  Hernes 

and Braenden found leaders exhibiting ethical leadership reinforce appropriate conduct.  

Behaviors displayed by leaders also encouraged two-way communications to enhance 

psychological wellness on the part of employees (Hernes & Braenden, 2012).  The 

enhanced feelings of wellness translated into increased psychological ownership and job 

satisfaction (Hernes & Braenden, 2012).  While the ethical behavior of the leader 

influenced the feeling of wellness, Hernes and Braenden found there to be a stronger 

correlation to employee job satisfaction.  Hernes and Braenden contended how this area 

of research is still developing.  Evidence from Hernes and Braenden’s research suggests 

that strong ethical leadership creates a work environment contributing to employee 

wellness and job satisfaction. 



39 

 

 

Leaders of the organization became concerned about the loyalty of employees and 

their need to protect their employee’s job to maximize loyalty and job satisfaction 

(Rehman & Naeem, 2012).  Rehman and Naeem discussed how complex organizational 

issues influenced loyalty; increased job in-security, and revealed negative behaviors 

affecting employee performance while working in such a tense environment.  Rehman 

and Naeem also considered employees’ fear of losing their jobs and in the increase of 

stress, dissatisfaction, and high turnover.  To defuse negative actions, behaviors, and 

expectations of employees, leaders should work toward improving communication with 

employees (Polito, 2013).  Leaders who develop strong internal communication skills 

positively affect employee behaviors.  Iverson and Zatzick (2011) examined the link 

between the process of organizational performance and its effects on employee behavior 

and morale.  Employee morale and welfare should be particularly important for high-

performance work systems (HPWS) that rely on human capital for competitive advantage 

(Iverson & Zatzick, 2011).  The researchers tested the hypothesis with a sample of 

organizations that had experienced change.  The results of the research supported the 

prediction that organizations with more extensive HPWS may heighten the consideration 

for employees’ morale and behavior (Iverson & Zatzick, 2011). 

Stevenson (2012) demonstrated how leaders who communicate information 

openly and critically helped build and sustain effective relationships among employees 

and promote commitment and trust.  Leaders who value open communication learn the 

importance of self-organizing and the effect the action had on employee behaviors and 

attitudes (Stevenson, 2012).  Successful leaders seek to observe employees and regain the 
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essence of what is fair and reasonable (Stevenson, 2012).  Stevenson indicated how the 

next decade opened up new ways of thinking and implementing strategies to tap into 

human potential and distinctive self-organizing capacity that exists within a well-trained 

leader.  Leader's embracing self-organization might help improve challenges created by 

the lack of employee commitment and trust. 

 Leaders might use emotions to motivate employees or generate pressure to 

control the behavior of employee’s (Siebert-Adzic, 2012).  An employee’s positive 

emotions and behaviors have the potential to influence how an employee may perform 

work activities (Li & Tan, 2013).  An employee experiences emotional pleasure from his 

or her job, achieve positive feedback, and recognition when adding value to an 

organization (Warr & Inceoglu, 2012).  Salancik and Pfeffer’s (1977) need-satisfaction 

model of job attitudes, Maslow’s human motivation theory (1943), and Sullivan’s MLT 

(1988) provides researchers with valuable knowledge pertaining to the recognition of 

positive and negative organizational behaviors displayed by employees and the 

importance of implementing effective leadership communication. 

Job positions present a set of features significant to individual employee needs 

when using the need-satisfaction model of job attitudes and human motivation theory.  

The need-satisfaction model of job attitudes and MLT enhances a researchers 

understanding of negative behaviors and attitudes employees display (Salancik & Pfeffer, 

1977; Sullivan, 1988).  The model and theory permit researchers to support the practice 

of effective leadership communication to enhance job satisfaction (Salancik & Pfeffer, 

1977; Sullivan, 1988).  The human motivation theory helps researchers create a 
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connection between the basic needs of humans (physiological needs; safety needs; 

belongingness needs; esteem needs and self-actualization needs) and the behavior of 

motivation within the workplace (Maslow, 1943).  The action of motivation has the 

potential to create job satisfaction among employees (Maslow, 1943).  The MLT allows 

researchers to explore the nature of job satisfaction by focusing on leadership and 

employee communication strategies (Sullivan, 1988). 

Employees experience decreased levels of stress and increased levels of job 

commitment, and job satisfaction when leaders implement elements of the need-

satisfaction model of job attitudes and MLT when interacting and communicating with 

employees (Salancik & Pfeffer, 1977; Sullivan, 1988; Yavas, Karatepe, & Babakus, 

2011).  Executives of an organization avoid negative reactions from employees once 

leadership communicates information to employees effectively (Ko & Yeh, 2013).  

Leaders who increase communication with employees regarding workplace issues and 

responsibilities create a better work relationship with employees (Ko & Yeh, 2013; 

Yavas et al., 2011). 

Employees who possess high self-esteem are more likely to display positive 

attitudes and contribute to the success and advancement of the organization (Tsai & 

Chang, 2012).  Self-esteem refers to an individuals’ appraisal of his or her value as a 

person (Wu, Li, & Johnson, 2011).  In the workplace, individuals who demonstrate 

positive self-esteem and self-worth maintain a sense of satisfaction in their job position 

(Ojedokun, 2012).  Individuals who demonstrate negative self-esteem and self-worth 

manifest poor personal satisfaction in their job position (Ojedokun, 2012).  The 
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avoidance of negative reactions, on the part of an employees’ self-esteem and self-worth, 

should be authentic and genuine, or may create more damage than benefit.  Khalid and 

Rehman (2011) claimed ineffective leadership communication be the main producer of 

negative attitudes among employees.  Negative attitudes diminish employee job 

satisfaction (Belias, & Koustelios, 2014; Khalid & Rehman, 2011).  The existence of 

negative emotions may also affect the motivation and work routines of employees 

(Christ, Emett, Summers, & Wood, 2012; Khalid & Rehman, 2011).  Positive reactions 

may increase once leaders directly communicate information to employees (Khalid & 

Rehman, 2011).  Khalid and Rehman also argued how positive emotions, personal 

dreams, hopes, and optimism help shape employee’s behaviors as well as motivate them 

to be the best employee under particular circumstances.  Khalid and Rehman further 

discussed how effective communication leads toward positive motivation of employees 

and increased loyalty.  Unpredictable changes and lack of communication threaten 

employee motivation (Buble, Juras, & Matić, 2014; Klarner, By, & Diefenbach, 2011).  

Work motivation influences an employee’s value system, and sturdy social bonds 

developed between employees and leaders (Park & Rainey, 2012; Ryan, 2011). 

An increase in trust, self-worth, and job satisfaction exist among leaders who use 

language to motivate employees (Omoruyi et al., 2011; Sarros, Luca, Densten, & Santora, 

2014).  Employees express a sense of importance when leaders treat them with dignity 

and respect (Florah, Nyagol, & Oluoch, 2013; Jing, 2013; Omoruyi et al., 2011; Waraich 

& Bhardwaj, 2012).  Some researchers use general job attitudes, job satisfaction, and 

organizational commitment to predict employee behaviors (Choi, 2011; Ngo, Loi, Foley, 
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Zheng, & Zhang, 2013).  The attitudes of employees create an understanding of how 

employee behaviors play a pivotal role in trust, job satisfaction, commitment, and 

motivation (Choi, 2011). 

Trust is valuable to leaders when eliminating chaos from an organization’s work 

environment (Buttar, 2011).  Trust motivates employee job satisfaction (Dhar, 2011; 

Prottas, 2013).  The presence of trust in leadership by employees is essential when 

developing interpersonal relationships, sharing information, increasing job satisfaction, 

and productivity (Del & Akbarpour, 2011).  The idea of trust enables leaders to 

understand the relationship among members who depend on one another (Wong, 2012).  

Trust is an individual’s psychological condition of the willingness to consent to 

vulnerability based upon positive expectations, intentions, or behaviors pertaining to a 

group of individuals with whom leaders closely interact with daily (Bai, Li, & Xi, 2012; 

Bozkurt & Ergeneli, 2012).  Trust in leadership is the positive daily interactions among 

employees and leaders (Bai et al., 2012; Bozkurt & Ergeneli, 2012; Timming, 2012).  

Bozkurt and Ergeneli, (2012), stated lack of trust, increase of fear, anger, and depression 

negatively influences an organization and hinders growth. 

Hassan, Toylan, Semerciöz, and Aksel (2012) discussed in detail the concept of 

trust as an important phenomenon and increasingly becoming recognized for its 

importance.  In the article, Hassan et al. explained the nature and importance of 

establishing trust when building business-to-business and interpersonal relations.  

Employees' trust in leadership is an effective tool behind positive organizational 

outcomes (Hassan et al., 2012).  The main purpose of the research is to review current 
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literature on interpersonal trust (Hassan et al., 2012).  Hassan et al. summarized findings 

between participation in decision-making, feedback from and to employees, employee 

empowerment, and interpersonal trust between leaders and employees.  Finally, Hassan et 

al. suggested trust-building practices between leaders and employees could positively 

lead to high productivity and organizational commitment in organizations whether public 

or private. 

 Buttar (2011) focused on developing trust within organizations, developing 

winning partnerships and the continued success of establishing work relationship.  In 

such challenging times, Buttar explained how company executives possess an ever-

increasing dependence on their employees.  Building trust within the organization helps 

leaders form successful partnerships and encourages employees to feel a real sense of 

belonging (Buttar, 2011).  Regular, ongoing, and open communication deepens and 

strengthens trust between leader and employee (Buttar, 2011).  The communication 

methods used by leaders might become dependent on the preferences and circumstances 

of employees (Buttar, 2011). 

Trust building practices among leadership and employees lead to high 

productivity, job satisfaction, and organizational commitment whether the organizations 

are public or private.  According to Pate, Morgan-Thomas, and Beaumont (2012) 

rebuilding trust by re-establishing the balance between leaders and employees help 

address employee expectations.  Positive displays of effective communication from 

leaders could directly affect the trustworthiness developed between leaders and 

employees (Pate et al., 2012).  Lawal and Oguntuashe (2012) argued how employees 
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allow their work performance and the quality of their leaders dictate the amount of 

cognitive and affective trust employees display in the workplace.  Avey, Reichard, 

Luthans, and Mhatre (2011) evaluated how the demands of organizational change created 

employee distress leading to anxiety, psychological exhaustion, and impaired health.  The 

perceptions of employees are fundamental to morale, job security, coping mechanisms, 

psychological health, trust, commitment, and job satisfaction (Avey et al., 2011).  As a 

result, employees display anger and distrust toward leaders if lied too or misled by the 

lack of information shared (Connelly, Miller, & Devers, 2012; Mishra et al., 2014; 

Mitchell & Ambrose, 2012; Yong, Jin, & Sung-Hack, 2012). 

Employee Job Satisfaction  

 

Employee job satisfaction is valuable to organizational growth (Edmans, 2012).  

Baloyi, van Waveren, & Chan (2014) defined job satisfaction as a collection of employee 

attitudes concerning various features of work circumstances.  Employee performance, 

attitudes, and behaviors help create job satisfaction and promote job motivation 

(Sathyapriya, Prabhakaran, Gopinath, & Abraham, 2012). 

The MLT applies to the understanding of leadership communication, motivation, 

and employee job satisfaction.  The MLT (1988) helps leaders practice communication 

strategies that effect job satisfaction and motivate employees to seek out the meaning of 

the situation at hand from information communicated by leadership (Adams, Cain, 

Giraud, & Stedman, 2012; Guo & Giacobbe-Miller, 2011; Men, 2014).  Christ et al. 

(2012) evaluated how leaders influenced employee motivation.  Christ et al. found 

controlled feedback from employees increased employee motivation for job satisfaction 
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when leaders communicated preventive and detective controls and specific performance 

goals to employees.  Feedback from employees improved the use of preventive and 

detective controls and enhanced employee job satisfaction and motivation in the 

workplace (Christ et al., 2012). 

Kumar (2013) conducted a comparative analysis of bank employees regarding 

employee motivation toward job satisfaction.  Kumar’s research revealed no significant 

difference between employees of public and private sector banks and elements of job 

satisfaction.  Company image and job content are elements highly perceived by private 

sector employees, and job security is an element highly perceived by public sector 

employees (Kumar, 2013).  Bank executives in the public and private sector should 

consider the18 identified factors identified in the comparative analysis while HR 

professionals create Human Resources policies to enhance and motivate employee job 

satisfaction (Kumar, 2013). 

Frenkel, Sanders, and Bednall (2013) examined the relationship between strategic 

management, operational management, HR specialist and HR communication practices 

that motivate and influence employee perceptions of job satisfaction and employee 

intentions to quit.  Frenkel et al. indicated how employees who had constant contact and 

communication with leadership and HR specialist demonstrated a higher level of job 

satisfaction and less inclined to quit their jobs.  While creating strong communication 

channels, organizations should guarantee constant contact and communication among 

employees, leaders, and HR specialist. 
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 The need-satisfaction model of job attitudes (1977) created an understanding of 

how job attitudes motivate the development of employee job satisfaction (Howell, 

Chenot, Hill, & Howell, 2011).  Font (2012) illustrated how the need-satisfaction model 

aids when researching employee job satisfaction, behaviors, attitudes, and motivation.  In 

the article, Font focused on job satisfaction of public service workers, promotion of job 

motivation, and the reduction of negative employee behaviors.  Font also stated how 

employees’ job satisfaction enhanced when management met the individual needs of 

employees.  Employees’ job satisfaction decreased when management did not meet the 

individual needs of employees (Font, 2012).  Employees whom job satisfaction decreased 

displayed negative attitudes and behaviors toward management, coworkers, and job 

satisfaction (Font, 2012).  Font addressed the need for compensation improvements and 

innovative efforts to promote job satisfaction and decrease negative attitudes and 

behaviors among public service workers. 

Noeverman and Koene (2012) looked into the effects leadership evaluative styles 

had on employee attitudes and performance.  Noeverman and Koene explained how to 

research, improve, and gain relevance for leaders when incorporating the development of 

management accounting and recognized the importance of organizational context and 

control system design for understanding leadership’s evaluative style effectiveness.  The 

behavioral response of an employee determines the perception of leadership’s evaluative 

style (Noeverman & Koene, 2012).  Noeverman and Koene concluded that future studies 

should investigate characteristics of leadership-employee relationships and 

characteristics. 
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Vlachos, Panagopoulos, and Rapp (2013) investigated charismatic leadership 

influence on employee attitudes and job satisfaction.  Leaders who charismatically 

motivate employees to participant in CSR activities of intrinsic values, which, in turn 

create positive employee job satisfaction (Vlachos et al., 2013).  Vlachos et al. results 

supported the claim that leadership skepticism and employee intrinsic motives have an 

effect on job satisfaction.  Leaders need to spend time and money when developing and 

communicating CSR initiatives using strategies that specifically signal intrinsic motives 

to employees (Vlachos et al., 2013).  According to Fernandez and Moldogaziev, 

employee work-related attitudes directly affect performance and indirectly influence job 

satisfaction and innovativeness.  Fernandez and Moldogaziev discussed the link between 

positive employee work-related attitudes, job involvement, empowerment, commitment, 

innovativeness, and job satisfaction.  Employee empowerment approach allows leaders to 

share resources, information, rewards, and authority with employees to create a positive 

employee performance (Fernandez & Moldogaziev, 2013).  The approach indirectly 

influences employee performance through its direct effect on employee job satisfaction 

and innovativeness (Fernandez & Moldogaziev, 2013). 

The practice of positive employee empowerment has a positive influence on 

employee job satisfaction and performance.  Human motivation theory (1943) is the most 

extensively cited theory of motivation.  The theory enables researchers to create a 

connection between the basic needs of humans (physiological needs; safety needs; 

belongingness needs; esteem needs and self-actualization needs), satisfaction, and 

motivation (Maslow, 1943).  Silman (2014) presented information concerning work-
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related basic need satisfaction and employee work engagement.  The need for university 

employees to establish collectively their universities objectives and common goals is an 

important aspect of cultivating better employee work engagement (Silman, 2014).  Basic 

needs satisfaction constructs work-related engagement relates more to the organizational 

context rather than educational context (Silman, 2014).  Silman revealed that autonomy 

need, relatedness need, and competency need has a positive and significant influence on 

work engagement and executives should enhance university employee’s work conditions, 

which relate to autonomy, relatedness, and competence needs of university academics. 

Vandenabeele (2014) identified the link between leadership, public service 

motivation (PSM), and basic needs satisfaction.  Issues that connect leadership, PSM, and 

basic needs satisfaction creates interesting insights that help develop satisfaction among 

employees.  Vandenabeele stated how the study should interest scholars and practitioners.  

Vandenabeele found that institutional elements of public organization and leadership 

behavior have a substantial and significant influence on PSM levels and employee job 

satisfaction.  In summary, MLT, the need-satisfaction model of job attitudes and human 

motivation theory help researchers enhance the understanding of leadership 

communication, employee behaviors, attitudes, motivation, and job satisfaction in their 

natural work environments. 

Job satisfaction is an appropriate indicator of job effectiveness and dependent 

work arrangements within an organization (Graaf-Zijl, 2012).  Employees demonstrate a 

low level of job satisfaction when working in an environment that negatively affects their 

value and self-worth (Elloy & Patil, 2012).  Graaf-Zijl detected organizations that allow 
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employees to have different job satisfaction levels, after which creating negative relations 

between work arrangements and job satisfaction to disappear.  Lan, Okechuku, Zhang, 

and Cao (2013) investigated how job satisfaction varies depending on how individuals 

see their job position, beliefs, and values.  An employee’s view of his or her work 

environment dictated his or her level of job satisfaction (Lan et al., 2013).  Positive and 

negative evaluations of an employee’s work experiences have the potential to influence 

job satisfaction (Lan et al., 2013).  Lan et al. stated job satisfaction accounted for 20% of 

an employee’s general life satisfaction.  Employee job satisfaction and dissatisfaction 

affected a wide range of behaviors that contributed to an employees’ wellness within an 

organization (Lan et al., 2013).  Employees who perform better than dissatisfied 

employees are more content with their job position (Lan et al., 2013).  Dissatisfied 

employees exhibited signs of absenteeism, tardiness, turnover, and negative attitudes 

(Lan et al., 2013).  Lan et al. observed employees who viewed their job positions as 

positive displayed a higher level of job satisfaction.  Employees who viewed their job 

positions as negative revealed a low level of job satisfaction (Lan et al., 2013). 

Olasupo (2011) investigated the relationship between leadership style, 

organizational culture, and job satisfaction at a private manufacturing organization in 

Nigeria.  Olasupo stated that job satisfaction is the pleasurable emotional state employees 

experience from their work influenced by the employee’s needs, expectations, and values.  

Olasupo also stated that employee values, personality types, life satisfaction, health 

status, work-life balance, and a sense of personal accomplishment influenced job 

satisfaction.  Benefits of job satisfaction enhanced employee performance, organizational 
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behaviors, and reduced absenteeism (Olasupo, 2011).  A satisfied employee goes over 

and beyond the requirement leaders expect in his or her work.  Dissatisfied employees 

spend their work hours working unproductively (Olasupo, 2011). 

Transition and Summary 

In Section 1, the study included the foundation of the study, background of the 

problem, purpose statement, assumptions, limitations, the significance of the study, and a 

review of the professional and academic literature concerning leadership communication 

strategies, and their effect on employee job satisfaction.  A discussion in Section 1 

focused on how the method of qualitative research and phenomenological design helps 

explore leadership communication strategies and employee job satisfaction.  Section 2 

included the process of obtaining, collecting, and analyzing data in the study.  Section 3 

included an overview of the study and presented the findings from the research.  A 

discussion in Section 3 focused on how the findings of the study may affect professional 

business practices, present recommendations for action and future studies, and create 

positive social change. 
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Section 2: The Project 

Section 2 of the study includes details of research pertaining to leadership 

communication strategies to motivate employee job satisfaction.  I explained the process 

for collecting data, the methods used, and the selection of participants when collecting 

and organizing the information for the study.  The methods used when collecting data 

encourages researchers to organize and generate findings from participant’s responses 

relating to effective leadership communication strategies and employee job satisfaction.  

Purpose Statement 

The purpose of this qualitative phenomenological study was to explore the 

strategies government agency leaders use to motivate employee job satisfaction.  

Employees of a RGO in Florida were the general population sample.  The study results 

may contribute to improving social change in the community by providing organizational 

communication best practices and guidelines to help leaders communicate information 

effectively and to motivate RGO employee job satisfaction.  Improving RGO employee 

job satisfaction could result in consistent community involvement and increasing revenue 

for the community. 

Role of the Researcher 

According to Pringle, Hendry, and McLafferty (2011), the role of the researcher is 

to seek further, rather than factual, accounts that identify everyday life experiences 

participants share with each other.  The goal as a researcher was to gather information 

from participants and use the data to provide insight into leadership communication 

strategies and job satisfaction among employees.  Understanding the natural settings and 
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shared experiences of participants was fundamental to understanding the importance of 

leadership, communication, and RGO employee job satisfaction (Marshall & Rossman, 

2011).  As a researcher, I took steps to make certain that collected data taken from 

participants were trustworthy and valid (Kemparaj & Chavan, 2013). 

I was aware of ethical dilemmas that may occur during the interview process.  An 

interview with participants required informed consent, confidentiality, and privacy.  After 

receiving institutional review board (IRB) approval (IRB approval No.: 05-21-15-

0131958), I took steps to secure and eliminate participants’ identities from exposure, after 

securing signed consent from the participants.  A code of P1, P2, P3, and successive 

coded identifiers, was assigned to the participants in the order the letters of consent were 

returned.  I reviewed the Belmont Report’s Ethical Principles and Guidelines for the 

Protection of Human Subjects of Research and completed the National Institutes of 

Health (NIH) Office of Extramural Research Protecting Human Research Participants 

certification (certification No.: 882801).  I proactively managed any potential conflicts of 

interest between the participants’ and me by explaining what I do as a researcher, 

explaining the purpose for the study, and initiate a rapport-building process from the first 

time the participant and I interact with one another (Dickson-Swift, James, Kippen, & 

Liamputtong, 2007).  The exclusion of employees from participating in the research was 

justified and handled respectfully and professionally without stigma by explaining in 

detail the criteria for employees to participate in the study.   

As the researcher, I mitigated bias and limited personal curiosities by remaining 

open to data gathered from participants during each interview session (Chenail, 2011).  
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To ensure bias did not distort the compiling and analysis of the gathered data, during 

interactions with participants I maintained a clear and open mind.  I bracketed any prior 

knowledge concerning leadership communication strategies, participants’ reactions, all-

personal emotions, and opinions of individuals partaking in interviews.  Qualitative 

researchers are primary instruments in data collection (Kemparaj & Chavan, 2013).  

Following the recommendation of Irvine (2011), the semistructured interview questions 

provide researchers with information to analyze the situation.  During the interview 

process, researchers who try to understand the participants’ sense-making activities may 

create communicative processes in the surfacing of new ideas, comprehensions, and 

options for action in relation to the research (Bartels, 2012; Pringle, Drummond, 

McLafferty, & Hendry, 2011). 

Participants 

The participants working for the selected RGO helped me identify communication 

strategies government agency leaders use to motivate employee job satisfaction.  The 

eligibility criteria for the 20 leaders and employees to participant in the study were (a) 

working for the RGO within the last 5 years, (b) exposure to leadership communication 

strategies implemented at the RGO, and (c) experience the effect leadership 

communication has on RGO employee job satisfaction. 

To gain access to the participants for the study, I contacted the executive director 

of the RGO by phone to schedule a meeting to discuss the study in detail.  A signed letter 

of cooperation (see Appendix B) was needed from the executive director prior to IRB 

application submission.  The executive director’s signature authorized permission to 
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recruit employees, gather employee consent, audio record participants’ interviews, 

communicate with participants via work email, conduct member checking with 

participants, and the RGO’s responsibilities as a community research partner.  Providing 

invitation letters (see Appendix C) and consent forms to participants by face-to-face 

contact made the course of action easier when responding to questions relating to the 

invitation letter, his or her participation, the proposal, and consent form. 

After meeting with the executive director, I asked to meet with the 20 leaders and 

employees, or schedule a future meeting date to recruit participants for the study.  The 

potential consenting participants in the study do not have an existing professional 

relationship with the researcher.  During the recruitment process, I explained the purpose 

of the invitation letter (see Appendix C), their participation, the proposal, the consent 

form, and answered any questions they had about the invitation letter, their participation, 

the proposal, and the consent form.  In the order the signed consent forms were returned, 

a code of P1, P2, P3, and successive coded identifiers, were assigned to each participant.  

After obtaining signed permission from the RGO’s executive director prior to IRB 

application submission, I asked the executive director for the email addresses of the 20 

employees to send information regarding the invitation letter, their participation, the 

proposal, and the consent form.  In the email to employees, I also provided the date and 

time signed consent forms were to be returned and my contact number to answer any 

questions pertaining to the invitation letter, their participation, the proposal, and consent 

forms.  To ensure that bias did not distort the collection and analysis of the gathered data, 

during interactions with participants any previous knowledge, the reactions to of the 
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participants, and my personal emotions and opinions of those partaking in the interviews 

was bracketed and set aside before and after researching the phenomenon of the study. 

The goal was to attain consent from participants with the understanding that 

personally identifiable information was safe from exposure and exploit within or beyond 

the study.  The replacement of each participant’s name with a code of P1, P2, P3, and 

successive coded identifiers kept confidential data from exposure to the public and 

coworkers.  Consenting participants’ did not experience any potential loss of privacy, 

physical harm, psychological harm, legal risks, or professional harm during the study.  

Should a participant decline to continue in the study, the participant was given the 

opportunity to verbally opt out of participation, and I shred and dispose of information 

and data pertaining to his or her participation in the study.  I kept information pertaining 

to participants who opt out of participation in the study.  After speaking to participants, 

gaining consent, and indicating how during the analysis stage of the study, I wished to 

make corresponding with me convenient for her or him.  I obtained from participants a 

phone number as a primary point of contact and a personal email address as an additional 

or alternative secondary point of contact.  I also answered any questions the leaders and 

employees may have had regarding the invitation letter, their participation, the proposal, 

and the consent form.  I scheduled an appointment time to interview each participant 

individually at a local coffee shop, at his or her home, or anywhere the participant and I 

was comfortable meeting. 

I established a professional work relationship with participants during each 

interview session using an interview script (see Appendix D).  When establishing a 
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professional work relationship with participants, I proactively managed any potential 

conflicts of interest between the participants’ and I by explaining what I did as a 

researcher, explained the purpose for the study, and initiated a rapport-building process 

from the first time the participant and I interacted with one another (Dickson-Swift et al., 

2007).  Taking preventative measures limited any potential bias by bracketing previous 

knowledge concerning leadership communication strategies, job satisfaction, the 

reactions of participants, and all-personal emotions and opinions of individuals partaking 

in the interviews.  The practice of bracketing kept personal beliefs and knowledge I 

possessed apart from researching the phenomenon of the study (Chan, Yuen-ling, & 

Chien, 2013).  The method of bracketing is used in qualitative research to mitigate 

potential harmful effects of unaware preconceptions that may contaminate the research 

process (Tufford & Newman, 2012).  I used the bracketing method of memo writing 

during the data collection and analysis portion of the study.  Writing memos helped me 

examine and reflect upon my engagement with data collected from participants (Tufford 

& Newman, 2012).  The three forms of memoing are (a) theoretical notes, (b) 

methodological notes, and (c) observational comments (Tufford & Newman, 2012).  

Theoretical notes include the cognitive process of performing research (Tufford & 

Newman, 2012).  Methodological notes include the procedural aspects of performing 

research (Tufford & Newman, 2012).  Observational comments permitted me to explore 

feelings pertaining to the research (Tufford & Newman, 2012).  During the data 

collection and analysis portion of the study, the theoretical notes, methodological notes, 

and observational comments written after each interview exposed me to cognitive and 
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affective preconceptions as well as created a profound connection with the data (Tufford 

& Newman, 2012).  I used the three forms of memoing to bracket the emerging of new 

biases created throughout the data collection and analysis process. 

Research Method 

Researchers possess the option to use qualitative, quantitative, or mixed methods 

to conduct research.  Qualitative research is an inductive approach researchers use to gain 

a deeper understanding of a person or group’s experience pertaining to a shared 

experience or phenomena (Bailey, 2014).  Qualitative research allows researchers to 

create understanding and meaning of a phenomenon and use a vast number of 

interpreting techniques in the areas of describing, decoding, and translating (Sergi & 

Hallin, 2011).  Researchers who used qualitative research attempted to characterize and 

capture the complex nature and life experiences of the phenomena shared among a group 

of individuals (Birkinshaw, Brannen, & Tung, 2011).  According to Yin (2011), the five 

features of qualitative research to help gain knowledge from the experiences of others are 

(a) studying the lives of people under real-world conditions and provide meaning from 

the information collected, (b) representing the views and perspectives of participants in 

the study, (c) covering the contextual conditions of the participants lives, (d) contributing 

insights into existing or newly emerging concepts by adding into the social behavior of 

humans, and (e) striving to use multiple sources of data and not on a single source alone.  

I used Yin’s five features to understand the primary characteristics of employee job 

satisfaction and encourage participants to discuss their experiences.  The qualitative 

research method is essential for researchers attempting to understand leadership 
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communication strategies and employee job satisfaction (Hunt, 2011).  I used the 

qualitative research method to interpret and gain a deeper understanding of the 

participants shared experience pertaining to communication strategies government 

agency leaders use to motivate employee job satisfaction.   

The research methods of quantitative and mixed method were not suitable for use 

in the study.  Quantitative research helps researchers gather numerical data that 

represents a specific sample of individuals (Fassinger & Morrow, 2013).  Mixed methods 

research allow researchers to use both qualitative and quantitative as single research 

methods that help sustain the tradition of creating methodological diversity in the world 

of research (Venkatesh, Brown, & Bala, 2013).  Because of the lack of numerical data 

and the blending of quantitative and qualitative data, the quantitative and mixed method 

research methods were not feasible for use in the study (Arghode, 2012; Palinkas et al., 

2011). 

Research Design 

When conducting research, researchers possess the option to use 

phenomenological, narrative, grounded theory, case study, or ethnography research 

designs.  The importance of researchers understanding the experiences of humans is the 

basis for using the phenomenological design (Pringle et al., 2011).  Phenomenological 

design operates in a mode of discovery to help researchers clarify not verify a hypothesis 

(Applebaum, 2012; Moustakas, 1994).  The phenomenological design allows researchers 

to focus on humans embodying the experience of life through their physical bodies or 

surroundings (Converse, 2012).  The design of phenomenology enhances researchers 
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understanding of the cognitive subjective view of an individual or group who shares the 

same experiences (Zahavi & Simionescu-Panait, 2014).  The design also permits 

researchers to emphasize how individuals who possess knowledge of the phenomena may 

communicate what occurred to the public (Roberts, 2013). 

Phenomenological design was appropriate for researchers to use when conducting 

research pertaining to leadership communication strategies and employee job satisfaction.  

I used the phenomenological design to focus on each participant’s personification of their 

experience with leadership communication strategies and employee job satisfaction 

through their physical bodies or work surroundings.  I ensured that all consenting 

participants have equal access to the results of the study by individually requesting a 

summary of the results for his or her records.   

According to Moustakas (1994), the Stevick-Colaizzi-Keen method helps 

organize, analyze, and synthesize data.  The method provides researchers with the most 

realistic and practical approach to phenomenological analysis (Moustakas, 1994).  I used 

the six steps of the modified Stevick-Colaizzi-Keen method to (a) describe participants 

personal experiences with the phenomenon of communication strategies government 

agency leaders use to motivate employee job satisfaction, (b) create a list of important 

statements concerning the participants experiences, (c) take the statements and compile 

them into larger groups of information or themes, (d) write a description of what the 

participants experienced as a part of the phenomenon, (e) write a description of how the 

experience occurred, and (f) write a composite description of the phenomenon the 

participants are experiencing (Moustaka, 1994).  While using the phenomenological 
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design in the study, I conducted data saturation until no new information was generated, 

fewer surprises emerged, and redundancy was achieved within the data (Kemparaj & 

Chavan, 2013; O’Reilly & Parker, 2013). 

The designs of narrative, grounded theory, case study, and ethnography research 

designs were not suitable for use in the study.  Narrative researchers collect and analyze 

individual’s narrative accounts of a particular phenomenon (Etherington & Bridges, 

2011).  Grounded theory researchers discover and develop a theory that verifies data 

pertaining to a specific phenomenon (Lawrence & Tar, 2013).  Case study researchers 

investigate and provide a description of individual cases or multiple cases that focus and 

examine everything within a particular phenomenon (Cronin, 2014).  Ethnography 

researchers focus on a particular cultural group and seek to answer questions pertaining 

to the way in which individuals of the culture display behaviors in society (Cruz & 

Higginbottom, 2013).  The lack of focus on the lives of a cultural group, theory 

discovery, generation of sensitive governmental documents, and the collection and 

analyzing of participants individual narrative accounts omitted the designs for use in the 

study (Amerson, 2011; Boddy, 2011; Dunne, 2011; Etherington & Bridges, 2011). 

Population and Sampling 

Collectively, the participants of the study formed a group consisting of at least 20 

leaders and employees.  Unaware of the number of leaders and employees (20 

individuals) working for the RGO who will participant in the study, I used availability 

sampling.  Availability sampling of the RGO’s 20 leaders and employees helped when 

selecting participants and providing a solid understanding of the phenomenon and the 
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phenomenon’s existence.  Availability sampling is a sampling technique sometimes 

mentioned as haphazard, accidental, or convenience sampling (Singleton & Straits, 

1999).  I used the availability sampling technique as easy access to participants and 

provide relevant data to the study (Hall, Higson, Jo Pierce, Price, & Skousen, 2013).  

Availability sampling helps to develop a stronger understanding of the data.  Availability 

sampling may also provide an opportunity to select qualified participants who openly and 

honestly share their experiences concerning the phenomenon the participants shared 

while working for the RGO (Hall et al., 2013; Turner, 2010).  The main purpose of 

availability sampling is to emulate random sampling, define the sample of participants as 

living within the demographical and geographical location, and restrict generalization of 

the targeted population (Hall et al., 2013; Robinson, 2014).  The availability sampling 

technique is fundamental to conducting research of the RGO and the organizations’ 

targeted population of employees. 

The focus of the study was how the selected RGO’s leadership communication 

strategies motivate employee job satisfaction in northeast Florida.  The population 

selected for the study included 20 of the RGO’s leaders and employees.  The leaders and 

employees of the RGO might provide relevant insights regarding leadership 

communication strategies and employee job satisfaction.  The sample size of 20 

participants was sufficient to gaining comprehensive knowledge of how valuable 

effective leadership communication is to an organization and employees. 

The sample size may also uncover how the communication strategies of RGO 

leaders help motivate employee job satisfaction.  An adequate sample size for a 
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phenomenological study ranges from six to 10 participants (Marshall, Cardon, Poddar, & 

Fontenot, 2013).  According to Walden University’s requirements, the sample size of a 

phenomenological study is most often between five and 12 participants, but often a 

phenomenological study’s sample size is between eight and 12 (Walden University 

Research Center, 2013).  Walden University’s DBA policy for the sample size of a 

phenomenological study is a minimum of 20 participants (Walden University Research 

Center, 2014).  Qualitative research standards state the sample size of a qualitative study 

should follow the general concept of data saturation (Marshall et al., 2013).  The general 

concept of data saturation focuses on newly collected data not showing any added 

enlightenment of the study’s research problem (Marshall et al., 2013).  According to 

Marshall et al. (2013), achieving internal justification includes the statistical 

demonstration of data saturation occurring at any point during the data collection process. 

The criteria for selecting the participants in the study were (a) employees must 

work at the RGO, and (c) experience the effect leadership communication has on RGO 

employee for the RGO within the last 5 years, (b) expose to leadership communication 

strategies implemented job satisfaction.  To gain access to the participants for the study, I 

contacted the executive director of the RGO by phone to schedule a meeting to obtain 

access to potential participants and discuss the study in detail.  I established a working 

relation with participants by explaining the purpose of the invitation letter (see Appendix 

C) and consent form, their participation, the proposal, and answer any questions they may 

have about the invitation letter, their participation, the proposal, and the consent form.  I 

obtained consent from participants with the understanding that personally identifiable 
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information was safe from exposure and misuse within or beyond the study.  I conducted 

data retention to protect the participants by coding and labeling each participant’s data.  

Data retention helps researchers diminish the risks of data exposure to the public and 

coworkers (Tsesis, 2014).  The replacement of each participant’s names with a code of 

P1, P2, P3, and successive coded identifiers kept confidential data from exposure to the 

public and coworkers. 

When conducting face-to-face interviews, each participant was interviewed 

individually at his or her home, local coffee shop, or anywhere the employee was 

comfortable meeting.  Details from the information provided by participants may present 

an understanding of the phenomenon and the phenomenon’s occurrence within the RGO.  

I compiled information collected from consenting participants who volunteer to 

participate in the study.  Each consenting leader and employee may opt out of the study 

without restrictions.  In which, data relating to the consenting leaders and employees who 

opt out of the study was removed and destroyed.  The study’s participants provided 

insight regarding how leadership communication strategies motivate RGO employee job 

satisfaction.   

Ethical Research 

Leaders who implement ethical integrity within an organization are ethically 

effective and functionally proficient (Young, 2011).  To ensure participants full informed 

consent, I provided invitation letters (see Appendix C) and consent forms to the 

participants by face-to-face contact or email.  Face-to-face contact with participants may 

assist when responding to any questions relating to the invitation letter or the consent 
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form.  Participants contacted by email may ask questions relating to the invitation letter 

or the consent form by phone or email.  A signed letter of cooperation (see Appendix B) 

from the executive director authorized permission to recruit and obtain access to the 

consenting participants.  After recruiting each potential consenting participant, the 

participant and I met off the RGO location site at his or her home, local coffee shop, or 

anywhere where the employee and I was comfortable meeting to explain the purpose of 

the study and answer questions pertaining to the invitation letter, his or her participation, 

the proposal, and consent form.  During the study, I took the necessary measures to 

provide all consenting participants with reasonable protection from potential loss of 

privacy, physical harm, psychological harm, legal risks, or professional harm.  To ensure 

the participants’ identities were free from exposure; after securing signed consent from 

the participants, a code of P1, P2, P3, and successive coded identifiers was assigned to 

the participants in the order the letters of consent are returned. 

The invitation letters and consent forms invited and obtained the consent of the 

participants with the understanding that information personally identifiable to the 

participants was safe from exposure and misuse in the study.  The participants may 

withdraw from the study at any time without consequence.  Should a participant decline 

to continue in the study, the participant may verbally opt out of the study and I shred 

information and data pertaining to his or her participation in the study.  Participants did 

not receive incentives for participating in the study.  I did not release names of 

participants from the study.  To ensure participants names and identities was safe from 

disclosure, I assigned a code to information pertaining to each participant.  The 
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participants may request a summary of the research findings to keep for records.  I 

password protected, safeguarded, and secured the participant’s interview responses in a 

computer storage file inside a lock box for a period of 5 years.  After the 5-year period, 

documents in the lock box are shredded and discarded. 

Data Collection Instruments 

My role as a researcher was to act as the primary data collection instrument in the 

study (Peredaryenko & Krauss, 2013).  Researchers as data collection instruments 

possess the distinctive ability to recognize unusual or idiosyncratic responses, summarize 

data, and feed information back to participants for explanation, clarification, elaboration, 

and correction (Lincoln & Guba, 1985; Peredaryenko & Krauss, 2013).  I used the data 

obtained from participants’ interviews to extract information related to the RGO 

participants experience and insight concerning leadership communication strategies and 

employee job satisfaction.  The replacement of each participant’s names with a code of 

P1, P2, P3, and successive coded identifiers kept confidential data from exposure to the 

public and coworkers.  The results of the interviews may reveal through the eyes of 

participants, issues of communication strategies that RGO leaders use to motivate 

employee job satisfaction.  Research conducted by Nordin (2013) added insight into 

using face-to-face semistructured interviews as an instrumentation strategy to gain an 

understanding of existing leadership communication strategies and employee job 

satisfaction.  Semistructured interviews are particularly common in qualitative research.  

I used the semistructured interview technique to explore in-depth experiences of 

participants and add value to what individuals mutually share among each other (Adams, 
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2010; Madill, 2011).  The in-depth experience of leadership communication strategies 

shared by the RGO participants may add a significant amount of substance and value to 

understanding the job satisfaction of the RGO’s employees.  The lack of flexibility and 

advance knowledge of the essential questions to ask participants excludes the use of 

structured and unstructured interview methods (Qu & Dumay, 2011).  I possess the 

flexibility and knowledge of the interview questions and encourage new ideas to surface 

during the RGO participants’ interview sessions.  In the study, the participant’s face-to-

face interviews help extract perspectives and specific data from leaders and employees as 

a way to highlight how RGO leadership communication strategies help motivate 

employee job satisfaction. 

I used the data collection instrument process to interpret each RGO participants 

experience and meaning while attempting to understand and interpret the participant’s 

inner self, ideas, and feeling concerning leadership communication strategies and RGO 

employee job satisfaction.  I used the data collection process to ask participants open-

ended semistructured interview questions (see Appendix A).    

The semistructured interview includes the use of open-ended questions that 

generate in-depth responses from leaders and employees interviewed for the study 

(Madill, 2011).  To capture pivotal points within the participant's responses, I 

electronically recorded the face-to-face semistructured interviews and transcribe the 

recorded interviews using the Atlas.ti 7® qualitative data analysis computer based 

program.  A researcher collection of data from the semistructured questions may provide 
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rich descriptions of the participant’s experiences with leadership communication 

strategies and RGO employee job satisfaction. 

Member checking enables researchers to enhance the reliability and validity of the 

data collection instrument of semistructured interviews.  Member checking permits the 

participants and I to discuss the outcome of the data collection process leading to 

interpretations of the accumulated data.  The discussion between the participants and the 

interviewer may act as a guarantee that validity and reliability were a part of the research.  

I kept data saturation in mind while interviewing participants.  Data saturation is a critical 

methodological concept in qualitative research (Walker, 2012).  Data saturation occurs 

when the same themes continue to show up and reveal no new information within the 

responses of the interview questions (Marshall et al., 2013).  Researchers use various 

approaches in qualitative research to use and determine data saturation (Walker, 2012).  

Guest, Bunce, and Johnson, suggested that qualitative researchers use a theme bases 

codebook to determine the achievement of saturation (as cited in Walker, 2012).  Bowen 

cautiously suggested using quantitative measures (percentages) to identify the 

achievement of saturation (as cited in Walker, 2012).  I achieved data saturation in the 

study by interviewing the RGO participants until the same themes were revealed 

repeatedly and no new information is disclosed during the interview sessions.  Taking 

handwritten notes during the participant’s interviews helped detect data saturation while 

listening to each of the recorded interviews. 
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Data Collection Technique 

The purpose of the study was to explore the communication strategies 

government agency leaders use to motivate employee job satisfaction.  The overarching 

research question was: What strategies do government agency leaders use to motivate 

employee job satisfaction? 

Data collection process pertaining to the research question resulted from face-to-

face recorded semistructured interviews, and handwritten notes.  The device I planned to 

use was the Sony ICD-PX312® digital voice recorder to record participants’ interviews.  

The Sony ICD-PX312® has voice-operated recording, easy editing functions to arrange, 

erase and divide recordings, and correct dictation in playback.  I downloaded recordings 

from the digital voice recorder to my computer.  After saving recordings of interviews to 

my computer, I saved the downloaded recordings as a file and transcribe the recordings 

using the Atlas.ti 7® software program.  Data collection process included the recording 

and transcription of face-to-face semistructured interviews and reviewing of handwritten 

notes taken during each participant’s interview session.  The interview questions created 

for the study may generate responses that offer insights into the main research question of 

the proposal.  The participants may share knowledge and provide rich descriptions of 

their experiences with leadership communication strategies and RGO employee job 

satisfaction.  The replacement of each participant’s names with a code of P1, P2, P3, and 

successive coded identifiers kept confidential data from exposure to the public and 

coworkers.  I will maintain raw data collected from participants in a secured and locked 
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container for 5 years.  To aid the data collection process, I implemented immediate 

analysis and flexibility when interviewing the participants and taking handwritten notes 

from the participant’s interview.   

According to Englander (2012), data collected from the interviews help document 

the group’s shared experiences.  The interview process provides structure, direction, and 

permits the use of open-ended questions to extract the views and experiences of 

participants (Marshall & Rossman, 2011).  Weakness within the interview process is 

apparent when the interview process structure is not correct and the questions asked are 

closed-ended (Friborg & Rosenvinge, 2013).  During the interview process, I maintained 

an open dialogue with each participant concerning his or her viewpoint and thoughts 

concerning leadership communication strategies and RGO employee job satisfaction.  I 

kept handwritten notes pertaining to participants’ physical and verbal reactions to the 

interview questions in a notebook.  The handwritten notes taken during the participants’ 

interviews may include body language observations (posture and eye contact), interview 

content (structure and scope), and substance (research themes and codes).  In the notes, I 

also included reflections and participants’ physical changes not picked up by the 

recorder.  An advantage of taking handwritten notes during each semistructured interview 

session was to (a) identify and code data as the interview session progresses and (b) notes 

taken during the interview sessions may be included in the data analysis process (Tessier, 

2012).  Because I interviewed each participant only once, a disadvantage of taking 

handwritten notes was the loss of valuable information and details not notated during 

each interview session (Tessier, 2012). 
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Organizing information gathered from the semistructured interview questions and 

handwritten notes enhanced the research process of the study.  The interview responses 

and the logging of handwritten notes helped summarize content collected from 

participants.  Possessing a clear understanding of the participants’ experiences helped 

gain stronger knowledge of leadership communication strategies and motivating RGO 

employee job satisfaction.  The participants’ recorded semistructured interviews and 

handwritten notes captured content in both recorded and written formats.  Member 

checking enables the participants and me to discuss the outcome of the process leading to 

interpretations of the accumulated data (Henderson & Rheault, 2004).  I used data 

collection to gather information regarding the participants’ experiences of leadership 

communication strategies and employee job satisfaction.   

Data Organization Techniques 

Data organization is fundamental for understanding and organizing data gathered 

from participants (Garcia-Mila, Marti, Gilabert, & Castells, 2014).  I used a notebook to 

record data participants’ physical and verbal reactions.  To achieve a clear understanding 

of leadership communication strategies and RGO employee job satisfaction; I also 

organized data collected from each participant’s interview using the Atlas.ti 7® software 

program.  

The semistructured interview questions (see Appendix A) assisted me when 

eliciting information from participants and improve data management regarding the focus 

of the study (Jacob & Furgerson, 2012; Tessier, 2012).  The participants’ recorded 

interview responses were valuable to the data organization technique (Guion, Diehl, & 
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McDonald, 2011).  The collected data did not include any information that may identify 

the participants’ personally.  The replacement of each participant’s names with a code of 

P1, P2, P3, and successive coded identifiers kept confidential data from exposure to the 

public and coworkers.  I asked each participant in the study the same questions in the 

same order using the same wording (Doody & Noonan, 2013).  The more data gathered 

from participants the more I listened to and deciphered what the participants were 

attempting to share with me (Hoflund, 2013).  I will maintain raw data in a locked 

container for 5 years. 

The recorded responses of the participants provide information to identify and 

help code data during the data analysis process (Gelshorn, 2012; Tessier, 2012).  

Qualitative analysis software programs Atlas.ti 7®, NVivo10 ®, and Qualrus® allow 

researchers to integrate data from multiple documents, conduct code searches, and report 

data in a concise and structured manner.  The Atlas.ti 7® software is the only software 

out of the three programs that assist researchers to transcribe participants’ recorded 

responses.  I organized the participants’ in-depth interviews using the Atlas.ti 7® 

software to transcribe participants’ recorded responses, integrate data from multiple 

documents, and help broaden the scope of the study (Kwon et al., 2012).  I password 

protected and safeguarded information generated from the software program for the sole 

purpose of the study in a secure computer storage file inside a lock box for a period of 5 

years.  After the 5-year period, documents in the lock box are shredded and discarded and 

electronic data deleted from computer storage file. 
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Data Analysis Technique 

In the study, data collected from substantial interviews and handwritten notes 

containing additional reflections, detailed information, and participants’ physical and 

verbal reactions during the semistructured interview function as foundations for the study 

and data analysis (Strom & Fagermoen, 2012).  According to Van Manen (1990), 

descriptive phenomenological method encourages researchers to grasps the essential 

meaning of participants’ shared experiences.  I used Van Manen’s (1990) selective 

approach to highlight statements, phrases, or terms essential to the phenomena under 

study, and to identify themes as objects of reflection and interpretation through member 

checking. 

Documenting the data analysis process provides evidence that justifies the 

findings of the study (Cambra-Fierro & Wilson, 2011).  Data analysis incorporates 

generated data to create a new methodological understanding (Irwin, 2013).  According 

to Chenail (2012), the process of data analysis involves the collection of quality 

interviews and observations.  Data analysis enables me to possess the ability to address 

the responses of the participants and make valuable interpretations of observations 

concerning the participants (Chenail, 2012).  I reviewed each recorded interview response 

separately to extract fundamental words relating to topic of the study (Markov & 

Crestani, 2014).  I used the Atlas.ti 7® software to extract from the interview 

transcriptions important terms relating to the topic of the study (Lee & Croft, 2013). 

After collecting data from the participants, the first step was to evaluate the 

collected semistructured interview responses thoroughly to achieve a stronger 
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understanding of the accumulated data.  The second step requires the organization and 

coding of the data gathered from the recorded face-to-face interviews and handwritten 

notes after downloading and scanning them into the Atlas.ti 7® software program.  

Coding of the interviewees responses using the Document Cloud View and the 

Cooccurrence Explorer feature of the Atlas.ti 7® software program extracted keywords, 

phrases, and statements from the downloaded data.  Mind mapping comprises a network 

of related concepts to create links between ideas (Davies, 2011).  I used mind mapping to 

visualize and investigate connections between concepts relating to the study’s topic 

(Davies, 2011).  

The third step consists of grouping the keywords, phrases, and statements into 

themes.  The fourth and final step involves the preparation and development of 

interpreting the data.  Following the initial interpretations, I conducted member checking.  

Researchers make sure the results of their study reflect each participant’s reality by 

conducting member checking anytime during the study (Henderson & Rheault, 2004).  

After presenting to the participants their transcribed interview, participants decided 

whether the transcription of their interview was a true reflection of what the participants 

stated during their interview sessions.  While conducting member checking, the 

participants and I discussed the outcome of the process leading to interpretations of the 

accumulated data.  The discussion between the participants and the interviewer along 

with participant verification, respondent validation, and dependability may act as a 

guarantee that validity and reliability were a part of the research.  If needed, adjustments 

or broadening of a secondary interpretation enhances original interpretations of the 



75 

 

 

interviews.  Member checking was necessary to ensure proper interpretation of data 

(Henderson & Rheault, 2004).  Revisiting the participants for additional interpretation 

validation and creating a final report of the gathered data added to the development of the 

study.  Grouping analyzed data into general and non-general themes help align and create 

a deeper understanding of the study’s research questions.  Collecting and analyzing the 

data contributes to examining the relationships and meaning of the data as well as 

uncovering properties, repeated and unrepeated patterns, expressions, phrases, and 

statements helping in the creation codes and themes (Rabinovic & Kacen, 2013). 

The Atlas.ti 7® software has the features of transcription, organizing, coding, and 

analysis of the participants recorded face-to-face semistructured interviews and 

handwritten notes.  I downloaded the participants’ recorded face-to-face interview 

responses and handwritten notes into the Atlas.ti 7® software to create theme-producing 

elements.  The software, Atlas.ti 7®, helped me identify codes and themes among the 

research findings.  I used Atlas.ti 7® analytical tool, Document Cloud View, to present 

the entire textual database (downloaded transcribed interviews and handwritten notes) in 

a number of code usages and links.  The Cooccurrence Explorer feature of the Document 

Cloud View enabled me to use the Atlas.ti 7® software to display codes that co-occur 

among transcribed and downloaded documents.  I used the Cooccurrence Explorer 

feature to abstract cooccuring codes, identify expected themes (empathetic language, 

direction-giving language, meaning-making language, and job satisfaction), and reveal 

each participants’ distinctive knowledge related to the shared lived experience of 
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“communication strategies government agency leaders use to motivate employee job 

satisfaction”.   

My use of the Atlas.ti 7® software program as an analysis instrument helped 

create a detailed synopsis of the study’s findings.  The interview questions were 

organized and assigned to one of the expected themes: empathetic language, direction-

giving language, meaning-making language, and job satisfaction.  To keep participants 

identify confidential, I labeled each participants response with a code of P1, P2, P3, and 

successive coded identifiers.  The codes were assigned to the participants in the order the 

letters of consent were returned. 

Each numbered question assigned under the following themes (empathetic 

language, direction-giving language, meaning-making language, and job satisfaction), 

reflects the order of the semistructured interview questions listed in Section 1 of the 

study. 

The following questions were assigned to the empathetic language theme: 

Manager Interview Questions 

6. Describe how leadership support of professional development helps motivate your 

job satisfaction. 

7. Describe how leadership concern for your professional wellness helps motivate 

your job satisfaction. 

10. What additional information would you like to add not covered in the interview 

questions? 
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Employee Interview Questions 

6. Describe how leadership support of professional development helps motivate your 

job satisfaction. 

7. Describe how leadership concern for your professional wellness helps motivate 

your job satisfaction. 

10. What additional information would you like to add not covered in the interview 

questions? 

 

The following questions were assigned to the direction-giving language theme: 

Manager Interview Questions 

2. Describe what leadership communication strategies motivate you to become more 

satisfied with your job. 

4. Describe how advice offered by other leaders helps motivate your job satisfaction. 

5. Describe how clear instructions from leadership concerning job-related problems 

help motivate employee job satisfaction. 

10. What additional information would you like to add not covered in the interview 

questions? 

Employee Interview Questions 

2. Describe what leadership communication strategies motivate you to become more 

satisfied with your job. 

4. Describe how advice offered by leadership helps motivate your job satisfaction. 
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5. Describe how clear instructions from leadership concerning job-related problems 

help motivate your job satisfaction. 

10. What additional information would you like to add not covered in the interview 

questions? 

The following questions were assigned to the meaning-making language theme: 

Manager Interview Questions 

8. Describe how leadership stories’ pertaining to primary events in the 

organization’s past help motivate employee job satisfaction. 

9. Describe how advice from leadership helps motivate your job satisfaction when 

taking on a new or altered job position. 

10. What additional information would you like to add not covered in the interview 

questions? 

Employee Interview Questions 

8. Describe how leadership stories’ pertaining to primary events in the 

organization’s past help motivate your job satisfaction. 

9. Describe how advice from leadership helps motivate your job satisfaction when 

taking on a new or altered job position. 

10. What additional information would you like to add not covered in the interview 

questions? 

The following questions were assigned to the job satisfaction theme: 
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Manager Interview Questions 

1. Describe how the work you produce provides a feeling of job satisfaction. 

3. Describe communication strategies you would suggest to other leaders to help 

motivate employee job satisfaction. 

6. Describe how leadership support of professional development helps motivate your 

job satisfaction. 

7. Describe how leadership concern for your professional wellness helps motivate 

your job satisfaction. 

10. What additional information would you like to add not covered in the interview 

questions? 

Employee Interview Questions 

1. Describe how the work you produce provides a feeling of job satisfaction. 

3. Describe communication strategies you would suggest to leadership to help 

motivate employee job satisfaction. 

6. Describe how leadership support of professional development helps motivate your 

job satisfaction. 

7. Describe how leadership concern for your professional wellness helps motivate 

your job satisfaction. 

10. What additional information would you like to add not covered in the interview 

questions? 

Researchers can analyze, organize, code, and transcribe large sums of 

accumulated data using Atlas.ti 7®.  The aid of respondent perspective codes helps to 
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clarify inquiries related to leadership communication strategies and employee job 

satisfaction.  A list of the participants’ codes P1, P2, P3, and successive coded identifiers 

help identify the respondents as well as enhance the context of the qualitative 

phenomenological research study.  Researchers who operate the Atlas.ti 7® software 

program possess the capabilities to show links of each code with every other code and 

provide sophisticated views of the coding scheme and quotations directly taken from 

audio files whether transcribed or not transcribed. 

 Atlas.ti 7® also provides researchers with a list of codes allowing individuals to 

show codes co-occur among individually selected documents.  Individuals using the 

Atlas.ti 7® software may use the multi-document viewer to link sections across various 

documents.  The Stevick-Colaizzi-Keen method of analysis of phenomenological data 

help researchers organize, analyze, and synthesize data (Moustakas, 1994).  I used the six 

steps of the modified Stevick-Colaizzi-Keen method to (a) describe participants personal 

experiences with the phenomenon of communication strategies government agency 

leaders use to motivate employee job satisfaction, (b) create a list of important statements 

concerning the participants’ experiences, (c) take the statements and compile them into 

larger groups of information or themes, (d) write a description of what the participants 

experienced as a part of the phenomenon, (e) write a description of how the experience 

occurred, and (f) write a composite description of the phenomenon the participants are 

experiencing (Moustaka, 1994). 

The analysis of the gathered data help researchers understand job satisfaction, 

employee’s reactions, behaviors and the use of effective leadership communication 
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strategies when using the MLT.  The conceptual framework aid researchers when 

comprehending employees’ job satisfaction through leadership communication strategies 

and the creation of values, purpose, ambition, and trust among the organizations leaders 

and employees.  The theory I used in the study was the MLT.  The semistructured 

interview questions of the study addressed the MLT.  The participant's responses helped 

understand how leadership communication strategies motivate employee job satisfaction.  

I password protected and safeguarded information generated from the Atlas.ti 7® 

software program for the sole purpose of the study in a secure computer storage file 

inside a lock box for a period of five years.  After the five-year period, documents in the 

lock box are shredded and discarded electronic data deleted from computer storage file. 

Reliability and Validity 

The fundamental purpose of phenomenological research was not distinctive 

descriptions of the phenomenon, but to use the descriptions of the phenomenon as a 

corner stone to determine essential familiarities related to the foundation of the 

phenomenon (Seamon, 2000).  The participant’s interviews provided firsthand 

knowledge of the experiences the participants shared pertaining to leadership 

communication strategies and RGO employee job satisfaction.  I achieved data saturation 

in the study by interviewing the RGO participants until the same themes were revealed 

repeatedly and no new information was disclosed during the interview sessions.  The 

general concept of data saturation focuses on newly collected data not identifying 

additional information for the research (Marshall et al., 2013). 

Dependability 
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Dependability is the assumption of replicability or repeatability (Bernardi, 

Merseguer, & Petriu, 2012).  Dependability is the ability to deliver a justifiable and 

trusted service that encompasses the attributes of availability, reliability, safety, integrity, 

and maintainability (Rodrigues, Alves, Silveira, & Laranjeira, 2012).  An example of 

dependability is an individual conducting research pertaining to leadership 

communication strategies and RGO employee job satisfaction can follow the same 

directions, details, and format as presented in the study and obtain the same results.  

Silva, Leandro, Macedo, and Guedes (2013) stated that dependability describes a method 

of research relied upon repeatedly by researchers to help provide justified and trusted 

services.  In other words, an individual could conduct the study following the same 

directions and details and essentially obtain the same results.  As the researcher, I ensured 

the interview questions were not biased or misleading, the questions remained directly 

relevant to the objective of the study.  The implementation of good quality research and 

data from the field test helped build a stronger comprehension and understanding of the 

qualitative research conducted in the study. 
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Credibility 

Credibility is believable results from the point of view of the participants (Lincoln 

& Guba, 1985; Trochim, 2006).  A study that establishes credibility provides descriptions 

and immediate recognition of an individual’s experiences from his or her point of view 

(Henderson & Rheault, 2004).  An example of credibility in the study is the prolonged 

examination of data gathered from participants and member checking.  Member checking 

is a strategy that helps to establish credibility.  Member checking may occur anytime 

during the study (Henderson & Rheault, 2004).  Researchers make sure the results of 

their study reflect each participant’s reality by conducting member checking (Henderson 

& Rheault, 2004).  Member checking was the final step in establishing participant 

verification, respondent validation, accuracy, and credibility of data recorded during each 

interview session (Harper & Cole, 2012; McConnell-Henry, Chapman, & Francis, 2011).  

Member checking requires that I share research results and allow participants to examine 

the results and statements of the study (Harper & Cole, 2012). 

Transferability 

Transferability supports a researcher’s capability to transfer and apply research 

results to other similar agencies, contexts, settings, and situations (Lincoln & Guba, 1985; 

Henderson & Rheault, 2004; Jiménez-Buedo, 2011).  An example of transferability is the 

application of the results in the study with other RGOs similar in background, location, 

and circumstances.  I used the technique of thick description to achieve transferability in 

the study.  Thick description requires participants to describe their experience in adequate 

detail so that researchers are able to evaluate the degree to which the conclusions transfer 
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to other times, situations, people, and settings (Lincoln & Guba, 1985).  Strategies for 

transferability include gathering intense background information pertaining to the 

comparison of participants, linking the participants’ attributes to larger demographic 

information, and ensure that participants represent a specific population (Henderson & 

Rheault, 2004). 

Confirmability 

Confirmability is results that others confirm or corroborate (Lincoln & Guba, 

1985; Trochim, 2006).  An example of confirmability is the discussion of the evidence 

(data) and processes (data collection, organization, and analysis) that lead to the results of 

the study.  Confirmability guides the use of the MLT when supporting the findings of the 

study.  Confirmability involves neutrality and confirms that procedures and results of the 

study were free from bias (Lincoln & Guba, 1985).  Audit trail is a strategy that helps to 

establish confirmability in the study (Cohen & Crabtree, 2006).  According to Cohen and 

Crabtree, Lincoln and Guba provided six categories to help develop an audit trail for 

reporting information in a study: (a) Raw data, (b) Data reduction and analysis, (c) Data 

reconstruction and synthesis products, (d) Process notes, (e) Materials relating to 

intentions and dispositions, and (f) Instrument development information.  The six 

categories of the audit trail strategy help incorporate information from the participant’s 

face-to-face interviews and handwritten notes to confirm or corroborate data concerning 

leadership communication strategies and RGO employee job satisfaction. 

The use of the data analysis section, credibility, transferability, and confirmability 

help understand effective leadership communication strategies and RGO employee job 
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satisfaction.  The MLT, recorded face-to-face interviews, and handwritten notes help 

create a framework to enhance the understanding of leadership communication strategies 

and RGO employee job satisfaction through motivation, commitment, trust, and 

empowerment. 

Transition and Summary 

In Section 2, the study included research method, research design, data collection 

technique, data organization technique, and data analysis technique.  In Section 2 

information is amplified from Section 1 pertaining to qualitative research and 

phenomenological design.  Section 2 also provided detailed information concerning the 

data collection, organization, and analysis techniques I used to generate the study’s 

findings.  In Section 3, I presented a detailed synopsis of the study’s findings and analyze 

relative significance to the research questions presented in the study.  Discussing the 

effects and influences of the study provided recommendations for actions and future 

studies regarding business practices and positive social change. 
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Section 3: Application to Professional Practice and Implications for Change 

In this section of the study, I provided a description of the results pertaining to 

leadership communication strategies to motivate employee job satisfaction.  Section 3 

includes an overview of the study, a presentation of the findings, and implications for 

social change.  This section also included recommendation for action, recommendation 

for further study, and reflections on researcher’s experience of conducting the study.   

Overview of Study 

The purpose of this qualitative phenomenological study was to explore the 

communication strategies government agency leaders use to motivate employee job 

satisfaction.  The population was composed of 20 managers and employees from an 

RGO.  The overarching research question was as follows: What strategies do government 

agency leaders use to motivate employee job satisfaction?  Interview questions developed 

from the overarching research question led to the investigation of leadership 

communication strategies and its influence on motivating employee job satisfaction.  

Data gathered from the consenting participant’s responses to the interview questions 

contribute to the existing body of knowledge.  

I conducted content analysis of each participant’s interview transcript using a 

coding sheet.  Out of the population of 20 managers and employees, 18 consented to 

participate in the study.  Two of the 20 declined to participate in the study.  Two of the 18 

consenting participants worked for the RGO for less than 5 years.  Comparing each 

consenting participant’s interview transcript to other transcripts until the same codes 

appeared repeatedly helped achieve data saturation.  Using the Document Cloud View 
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and the Cooccurrence Explorer feature of the Atlas.ti 7® software program, I extracted 

keywords, phrases, and statements from the participants’ interviews.  The participants’ 

interview transcripts generated 185 codes that reduced to 61 codes after conducting 

further analysis.  Information not contributing new data and meaning relevant to the study 

continued during the remaining interviews.  The 13th interview marked the point of data 

saturation.  Data collection continued to the 18th interview to eliminate any doubt of data 

saturation.  Member checking permitted the participants and me to discuss the outcome of 

the data collection process leading to interpretations of the accumulated data. 

After thorough analysis, four main themes emerged.  The themes were: (a) 

empathetic language, (b) direction-giving language, (c) meaning-making language, and 

(d) job satisfaction.  These four themes helped me link the participants’ interview 

responses to Searle’s (1969) speech act theory of linguistics’ three categories of 

utterances (empathetic language, direction-giving language, and meaning-making 

language) which formed the bases for Sullivan’s (1988) MLT and articles incorporated in 

the literature review.  After a thorough analysis of the participants’ interview transcripts 

the following were the findings of the study: 

 Leaders and employees experienced job satisfaction with interacting and 

providing services to the RGO’s clients.  

 Leadership motivated employee’s job satisfaction by communicating openly to 

create trust, using effective listening skills, and verbally praising, recognizing, and 

acknowledging employees for a job well done.  



88 

 

 

 Leadership’s use of verbal and non-verbal communication motivated employee 

job satisfaction, work production, and promoted positive employee morale and 

work behaviors.  

 Leadership’s use of clear instructions helped employees do what is asked or 

expected of them, enhanced work production, promoted leadership vision, and 

motivated job satisfaction.  

 Leaders motivated employee job satisfaction when he or she provided fellow 

leaders and employees with advice that helped the agency operate better. 

 Leadership who support and exhibit a genuine concern for employees attending 

professional development and wellness trainings motivated employee job 

satisfaction.  

 Leaders who provided employees with stories of the agency’s past influenced 

employee work decisions and motivate job satisfaction.  

These findings may influence business practice and encourage social change by 

contributing to the effective practice of business in the areas of consistent employee 

engagement, community involvement, and increased revenue for the community as well 

as provide organizational communication best practices and guidelines to help leaders 

communicate information effectively to motivate RGO employee job satisfaction. 

Presentation of the Findings 

The overarching research question was “what strategies do government agency 

leaders use to motivate employee job satisfaction?”  The interview script (see Appendix 
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D) contained 10 manager interview questions and 10 employee interview questions that 

were useful in collecting valuable data from participants, and understanding how 

leadership communication strategies help motivate employee job satisfaction within the 

RGO.  Each face-to-face interview lasted between 20 to 45 minutes, and 100% of the 

face-to-face interviews took place where the participants felt most comfortable meeting.  

A code of P1, P2, P3, and successive coded identifiers replaced the participants’ names to 

keep confidential data from exposure to the public and coworkers. 

I used the Stevick-Colaizzi-Keen method of analysis for phenomenological data 

to help organize, analyze, and synthesize data (Moustakas, 1994).  The six steps of the 

modified Stevick-Colaizzi-Keen method helped me (a) describe participants personal 

experiences with the phenomenon of the communication strategies government agency 

leaders use to motivate employee job satisfaction, (b) create a list of important statements 

concerning the participants’ experiences, (c) take the statements and compile them into 

larger groups of information or themes, (d) write a description of what the participants 

experienced as a part of the phenomenon, (e) write a description of how the experience 

occurred, and (f) write a composite description of the phenomenon the participants are 

experiencing (Moustaka, 1994).  The Van Manen (1990) descriptive phenomenological 

method helped interpret data and grasps the essential meaning of the participants shared 

experiences.  I used the Van Manen’s (1990) selective approach to highlight statements, 

phrases, or terms essential to the phenomena under study, and to identify themes as 

objects of reflection and interpretation through member checking.  After analyzing the 



90 

 

 

data, the following four themes emerged: (a) empathetic language, (b) direction-giving 

language, (c) meaning-making language, and (d) job satisfaction. 

Each numbered question assigned under the four themes (empathetic language, 

direction-giving language, meaning-making language, and job satisfaction), reflects the 

order of the semistructured interview questions listed in Section 1 of this study.  The 

empathetic language theme included manager and employee interview Questions 6, 7, 

and 10.  The direction-giving language included manager and employee interview 

Questions 2, 4, 5, and 10.  The meaning-making language theme included manager and 

employee interview Questions 8, 9, and 10.  The job satisfaction theme included manager 

and employee interview Questions 1, 3, 6, 7, and 10. 

Theme 1: Empathetic Language  

 The purpose of Questions 6, 7, and 10 was to collect information from 

participants concerning leadership support of professional development programs 

(trainings) that motivate employee job satisfaction, how leadership concern for 

professional wellness (growth) motivates employee job satisfaction, and the need for 

continued cross training among leaders and employees.  Leadership support of attending 

professional development programs is key to employee job satisfaction (Johnson & 

Beehr, 2014; Pearce & Manz, 2014).  A lack of training and career development may lead 

to a decrease in employee performance, motivation, and job satisfaction (Wahab, 

Hussain, Zadeh, Shah, & Hussain, 2014).  Leadership’s genuine concern for employee 

professional wellness is important to enhancing job satisfaction and workplace support 

among leaders and employees (Konstam et al., 2015; Smith & Koltz, 2015).  Leadership 
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support of employee-training opportunities motivates employee job satisfaction (Noordin 

et al., 2010; Pearce & Manz, 2014).  Johnson & Beehr (2014) and Noordin et al. (2010) 

supported the participants’ responses by suggesting that leaders who encouraged 

employees to attend professional development programs helped increase employee job 

satisfaction.  The small size of the agency allows employees the flexibility to cross train 

with one another without having to deal with limited work rules and job descriptions 

(Fawcett & Pearson, 2015). 

Six managers agreed that leadership support of employees’ attending trainings 

and the use of cross training enhanced professional development, professional wellness, 

and job satisfaction among leaders and employees.  Twelve employees indicated that 

support of training opportunities made them feel invested by their leader, promoted 

growth, and motivated job satisfaction.  Nine employees also indicated that leadership’s 

interest or disinterest in their professional progression within the agency affected job 

satisfaction.  However, five employees indicated that the lack of formal training for new 

employees, the lack of continued training for seasoned employees, and the lack of 

professional development and wellness training influenced their job dissatisfaction. 

Theme 2: Direction-Giving Language 

The purpose of Questions 2, 4, 5, and 10 was to collect information from 

participants concerning leadership communication strategies that helped motivate 

participant’s job satisfaction, determine how advice given by leadership helped motivate 

employee job satisfaction, and exposed how employee job satisfaction is motivated from 

clear instructions given by leadership.  Ayub, Manaf, and Hamzah (2014) supported the 
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participants’ responses by discussing the role of leadership communication and how 

effective leadership communication motivated employee job satisfaction.  Carriere and 

Bourgue argued leaders who ensured that his or her employees received important, highly 

valued, and relevant information in a timely manner helped develop a solid understanding 

of which communication strategies employees viewed as most valuable from leaders 

when performing his or her job well (as cited in Abd-El-Salam et al., 2013).  Porath, 

Gerbasi, and Schorch (2015) supported participants by stating how leaders who offered 

advice to employees helped create a work environment that was comfortable, nurturing, 

and motivated job satisfaction.  Tombaugh and Mayfield (2014) added that employees 

who received advice from leadership and other coworkers also experienced high levels of 

job satisfaction.  Leaders who communicated using clear instructions motivated 

employee job satisfaction during times of job related problems (Chernyak-Hai & Tziner, 

2014; Christensen, 2014).   

Six managers agreed that their leader allowing them to work out problems on 

their own gave them a feeling of job satisfaction; their leader trusting their judgements 

without them consulting for direction provided job satisfaction; that advice given by their 

leader was helpful; and that they liked clear instructions to be given when needed.  

Twelve employees indicated that they like that they were allowed to be self-motivated 

and not micro-managed; advice given by leadership was valuable in doing their work; 

and clear instructions helped them do what is asked or expected from leadership and 

enhance job satisfaction.  However, ten employees indicated that they needed clear up-to-
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date information, consistent strategic communication, and more agency wide meetings 

with carry through from leadership. 

Theme 3: Meaning-Making Language 

 The purpose of Questions 8 and 9 was to collect information from participants 

concerning if leadership stories pertaining to primary events from the agency’s past 

helped motivate employee job satisfaction, and how leadership advice given to 

employees help motivate job satisfaction when performing an altered or new job position.  

Clifton (2014) supported the participants’ responses by explaining how leadership stories 

make meaning of the work he or she produces for the agency.  Allio (2013) and Parfitt 

(2014) supported the participants’ responses by explaining how advice and direction from 

leadership enhances job satisfaction when taking on an altered or new job position. 

Four managers agreed that the process of communication allows leaders and 

employees to see eye-to-eye when sharing stories of the RGO’s past events.  Six 

managers also agreed seeking advice from leadership helped provide them with needed 

advice to motivate job satisfaction.  Eight employees indicated that leaders who provided 

employees with agency past stories influenced their work decisions and job satisfaction 

and leadership support and encouraging words influenced employee confidence and trust.  

Six managers and 12 employees provided detailed examples of how stories told by 

leadership pertaining to primary events from the agency’s past helped motivate employee 

job satisfaction, and advice provided by leaders helped motivate job satisfaction when 

assigning an employee a new or altered job position.  However, three employees 
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indicated that listening to stories of the agency’s past did not affect job satisfaction in any 

manner. 

Theme 4: Job Satisfaction  

The purpose of Questions 1, 3, 6, 7, and 10 was to collect information from 

participants concerning the participants’ perspectives of how the work they produce 

provides a feeling of job satisfaction, leadership communication strategies suggested by 

participants’, leadership support of professional development programs (trainings), and 

leadership concern for the participants’ professional wellness (growth) motivates job 

satisfaction.  Demirel and Tosuner-Finkes (2014) supported participants’ concern of open 

communication and how the skill creates opportunities for leaders and employees to share 

their feelings, opinions, insecurities, and concerns to help motivate job satisfaction.  Non-

verbal communication helped perceive and retain 55% of oral communication (Dinică, 

2014).  Non-verbal communication (gestures, eye contact, body movements, postures, 

tone of voice, and style of dress) is reliable and effective, as non-verbal communication 

provides added support to verbal communication (Haneef, Faisal, Alvi, & Zulfiqar, 

2014).  Leaders supporting employee-training opportunities contribute to positive job 

performance, and enhanced self-worth (Pearce & Manz, 2014).  Leadership’s concern for 

professional and personal growth gives employees a better sense of self (Konstam et al., 

2015).  The small agency’s flexibility to cross-train leaders and employees without 

having to deal with restrictive work rules and narrow job descriptions helps motivate job 

satisfaction (Fawcett & Pearson, 2015).   
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Three managers agreed that helping the clients of the agency provides them with a 

feeling of job satisfaction and see their work at the RGO as a success.  Six managers felt 

they were always available for their employees, initiated open dialogue with employees, 

supported training, and used praise and recognition often.  Twelve employees indicated 

that helping the RGO’s clients gave them a good feeling of job satisfaction.  One leader 

and two employees did use the office board to inform everyone who was in or out of the 

office, although not consistently.  Emphasizing the need for more consistent use of the in 

and out board and more face-to-face meetings between leaders and employees are 

important to job satisfaction.  Four managers and seven employees agreed that the 

opportunity for cross training in all job positions was excellent and gave them pleasure, 

satisfaction, and the chance to help everyone.  However, twelve employees agreed that 

the lack of managerial communication pertaining to employee job satisfaction, trainings 

outside of U.S. Department of Housing and Urban Development (HUD) were not 

available due to training cost, and of having to teach themselves the job by trial and error 

due to the lack of managerial guidance impacted job satisfaction. 

Findings Tied to MLT 

The conclusions developed from the study result solely from the data analysis.  

The conceptual framework provided the basis for the review on leadership 

communication strategies, motivation of employee job satisfaction and the linkage to the 

MLT.  Sullivan’s (1988) MLT helped me explore how leadership communication may 

motivate employee job satisfaction.  The MLT (1988) emerged from Searle’s (1969) 

speech act theory of linguistics’ three categories of utterances (a) empathetic 
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(illocutionary) language, (b) direction-giving (perlocutionary) language, and (c) meaning-

making (locutionary) language (Mayfield & Mayfield, 2012).  Leaders who use the MLT 

should apply the three utterances of the speech act theory of linguistics over a long length 

of time for job satisfaction to manifest among employees (Sullivan, 1988).  To clarify an 

individual’s use of speech to accomplish actions, MLT generates meaning from what 

receivers hear and how receivers respond to the received information to improve job 

satisfaction (Hartelius, 2013; Mayfield & Mayfield, 2012). 

Empathetic language support leadership display of verbal emotional concern for 

an employee to generate a sense of humanness (Mayfield & Mayfield, 2012).  Eighteen 

participants supported the act of leadership empathy instead of empathetic language.  

Sixteen participants referred to moral support from leadership to attend professional 

development trainings and genuine concern for professional wellness help motivate job 

satisfaction.  Beck (2014) supported the participants’ responses by emphasizing the 

importance of leaders thoughtfully considering employees’ feelings when encouraging 

employee job satisfaction. 

Direction-giving language occurs when leadership expresses employee 

performance expectations and guide employee task achievements (Mayfield & Mayfield, 

2012).  Fifteen participants supported leadership use of direction-giving language to 

motivate job satisfaction.  Leadership use of direction-giving language helped set task 

achievements and provide performance feedback to employees.  Thirteen participants 

explained the importance of leaders informing he or she of what is occurring within the 

agency to motivate and promote job satisfaction.  Sixteen participants described how 
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advice from leadership motivated his or her job satisfaction.  Eight participants also 

stated how the use of combining verbal and non-verbal communication provided 

direction, job satisfaction, and work place respect.  Leadership and employee verbal 

communication strengthened leaders and employees perceptions and interpretations of 

the nonverbal gestures (Talley & Temple, 2015). 

Meaning-making language takes place when a leader shares a personal viewpoint 

of the organization’s culture with employees (Mayfield & Mayfield, 2012).  Eighteen 

participants supported the use of meaning-making language and provided detailed 

examples of how leadership stories pertaining to primary events from the agency’s past 

helped motivate job satisfaction.  Manning and Kunkel (2014) and Mayfield and 

Mayfield (2012) supported 14 participants’ responses by examining the power leadership 

stories have on employee meaning of how to perform work task and motivate employee 

job satisfaction.  

Job satisfaction is a collection of employee attitudes concerning various features 

of work circumstances (Baloyi et al., 2014).  Eighteen participants acknowledged how 

the personal job satisfaction of his or her work production played a role in the creation of 

professional job satisfaction.  Sathyapriya et al. (2012) supported the 18 participants’ 

responses by explaining in detail how employees’ who allow personal attitudes, 

behaviors, and work performance create a feeling of job satisfaction.  Eleven participants 

described how open communication helped inform employees of what is going on within 

the agency promoted job satisfaction.  Eighteen participants’ responses described how 
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clear instructions from leaders helped to complete new tasks or expected and enhanced 

work production and job satisfaction. 

Findings Tied to Literature on Leadership Communication and Job Satisfaction 

I reviewed literature related to issues affecting the communicative relationships 

among leaders and employee as well as the motivation of employee job satisfaction.  The 

literature addressed leadership communication practices, workplace communication, 

internal communication, job satisfaction, employee behaviors, attitudes, and trust.  

Eighteen participants’ responses to the interview questions revealed the importance of 

effective communication strategies practiced by leaders to motivate employee job 

satisfaction.  Literature pertaining to leadership communication strategies and employee 

job satisfaction emphasized how the role of leadership is beneficial to the process of job 

satisfaction when leaders use effective communication strategies to empower and 

motivate employee job satisfaction (DeKay, 2012). 

Eighteen participants’ responses illustrated how effective use of leadership 

communication motivated employee job satisfaction.  Cunningham (2012) supported 

eight participants’ responses concerning the need for leadership development programs to 

train leaders on how to increase employee morale, handle compliance issues, and 

motivate job satisfaction.  Thirteen participants’ illustrated how leaders should openly 

communicate with employees to avoid any miscommunication and motivate employee 

job satisfaction.  Leaders who listened to employees, spoke frequently in the agency, held 

regular staff meetings, and sent out updates to employees improved leadership 

communication and motivated job satisfaction (Zulch, 2014).  Chernyak-Hai & Tziner 
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(2014) and Christensen (2014) supported 17 participants’ responses describing how the 

use of clear instructions from leaders helped to understand what was expected and 

enhanced work production and job satisfaction.  

Applications to Professional Practice 

In this study, I explored the communication strategies government agency leaders 

use to motivate employee job satisfaction.  The results of this study help support my 

suggestions concerning the improvement of leadership communication strategies and 

motivating employee job satisfaction.  If leaders consider these findings, the gap in 

business practices relating to leadership communication strategies and effective 

leadership communication motivating employee job satisfaction will narrow. 

 Collectively, the participants of this study formed a group consisting of 20 leaders 

and employees.  The group of participants included individuals who have experienced his 

or her job satisfaction being motivated by RGO communication strategies practiced by 

leadership.  Since the participants of this study were from a small RGO, the results of this 

study may be applicable to other small sized RGO’s. 

 The findings included in the emerging themes may assist leaders in practicing 

leadership communication strategies that motivate, maintain, and increase employee job 

satisfaction.  Leaders who practice effective communication strategies motivate employee 

job satisfaction and increase morale and productivity.  Satisfied employees may trust 

leaders who practice effective communication.  When motivated, an employee may be 

willing to perform at a higher level and influence the job satisfaction of other employees’.  

Leadership support and guidance is significant in making employees feel like a vital part 
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of the agency and may motivate job satisfaction.  Furthermore, leadership communication 

goals that motivate employee job satisfaction might contribute to the effective practice of 

business in the areas of consistent employee engagement, community involvement, and 

increased revenue for the community. 

Implications for Social Change 

The purpose of this study was to explore the strategies government agency leaders 

use to motivate employee job satisfaction.  The findings contribute to improving 

leadership communication strategies and motivate employee job satisfaction.  The intent 

of this study was to identify viable leadership communication strategies used by leaders 

that motivate employee job satisfaction.  Finding ways to increase effective leadership 

communication may increase employee job satisfaction.  Effective communication is 

essential for the survival of an organization (Abd-El-Salam et al., 2013).  Organizations 

that are struggling with low employee job satisfaction may benefit from providing leaders 

with effective communication and employee morale building training.  The findings may 

contribute to improving social change in the community by providing organizational 

communication best practices and guidelines to help leaders communicate information 

effectively to motivate RGO employee job satisfaction. 

Recommendations for Action 

The findings yielded several conclusions regarding employee perspectives of 

communication strategies practiced by leaders and leadership motivation of employee job 

satisfaction.  The results of this study could assist leaders in the implementation of 
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effective communication strategies that motivate, maintain, and increase job satisfaction.  

I recommend the following actions: 

 The executive director should require leaders to collectively identify and 

implement effective communication strategies that motivate and maintain 

employee job satisfaction.  

 Leaders and employees should use the in/out board on a consistent basis 

as a way to keep everyone aware of who is in and out of the office. 

 The agency’s leaders should create a healthy work environment that 

cultivates leader and employee open communication and motivate job 

satisfaction. 

 Leaders should collectively develop and facilitate new employee 

trainings. 

 Leaders should collectively develop morale-building strategies to 

motivate, sustain, and increase employee job satisfaction.  

 Leaders should continue to support employee professional development 

trainings, wellness trainings, and agency wide cross training.  

In-service trainings, agency wide staff meetings, and professional publications 

help distribute information generated from the results.  Additionally, these results may 

apply to various agencies and might assist in improving leadership communication 

strategies and motivating employee job satisfaction. 
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Recommendations for Further Study 

There is existing research on leadership communication; however, little research 

has been conducted regarding how leadership communication strategies motivate 

employee job satisfaction.  Exploring a broader focus of effective communication 

strategies and employee job satisfaction is important for continued studies.  Furthermore, 

recommendations for research include replicating this study to determine if 

communication strategies practiced by leadership motivate employee job satisfaction.  

Agencies will always have instances of poor employee job satisfaction, however, 

determining what leadership communication strategies practiced by leadership actually 

motivates employee job satisfaction could be significant. 

Exploring research focused on open communication among leaders and 

employees in relation to job satisfaction help create opportunities for leaders and 

employees to share their feelings, opinions, insecurities, and concerns to motivate job 

satisfaction (Demirel & Tosuner-Finkes, 2014).  Recognizing the benefits of 

implementing open communication among leaders and employees may contribute to a 

stronger understanding of leadership communication strategies impact on motivating 

employee job satisfaction. 

For further research, I also recommend a phenomenological study that focuses on 

using a larger sized RGO in the geographical area northeast Florida.  Researchers might 

use these findings to compare the perceptions of leaders and employees of larger sized 

and smaller sized RGO to analyze similarities and differences.  In addition, future 

research could focus on leadership support of career development trainings and wellness 
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programs to motivate employee job satisfaction.  Leaders motivate employees to achieve 

specific corporate goals while working closely with colleagues and supporting training 

opportunities (Nahum-Shani, Henderson, Lim, & Vinokur, 2014; Noordin et al., 2010).  

Effective use of career development trainings and wellness programs could foster a 

culture that is beneficial to all participants with the agency and motivate employee job 

satisfaction.  By supporting employee involvement in career development trainings and 

wellness programs, leaders may motivate employee job satisfaction and strengthen 

leaders and employee relationships. 

Reflections 

This qualitative phenomenological study involved exploring the communication 

strategies government agency leaders use to motivate employee job satisfaction.  The 

identified population sample comprised of 20 managers and employee who have 

experienced job satisfaction from communication strategies practiced by leadership.  The 

participants where located in northeast Florida.  Conducting the research broadened my 

knowledge base on leadership communication practices and employee job satisfaction.  I 

also discovered that employee involvement is significant to effective leadership 

communication and job satisfaction.  Employees are responsible for implementing 

important information shared by leaders to improve his or her job position and motivate 

job satisfaction. 

The research process included the recording and transcription of face-to-face 

semistructured interviews.  The research process allowed me to obtain unbiased opinions 

about the participants’ perspectives concerning communication strategies practiced by 
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leadership that motivates employee job satisfaction.  The interview process provided 

structure, direction, and permitted the use of open-ended questions to extract the views 

and experiences of participants.  The participants confidently responded to interview 

questions concerning leadership communication and employee job satisfaction.  The 

participants were concerned with how the lack of leadership communication affected his 

or her job satisfaction and morale.  Many participants stated that open communication 

among leaders and employees, as a mean of sharing important information would help 

motivate employee job satisfaction.  I realized the significance of how both verbal and 

non-verbal leadership communication helped motivate employee job satisfaction within 

the RGO. 

Summary and Study Conclusions 

Effective leadership communication is essential for motivating employee job 

satisfaction.  Effective communication strategies that help leaders motivate employee job 

satisfaction are important to organizational growth.  In the research process, the 

participants stated how leadership communication motivated job satisfaction using the 

MLT.   

Findings in existing literature and this study clearly showed that effective 

leadership communication has an impact on motivating employee job satisfaction.  The 

findings also provided suggestions as to improving leadership communication strategies 

and motivating employee job satisfaction.  With the need for effective communication to 

be practiced by leadership I recommend that (a) the executive director should require 

leaders to collectively identify and implement effective communication strategies that 
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motivate and maintain employee job satisfaction, (b) leaders and employees should use 

the in/out board on a daily bases as a way to keep everyone aware of who is in and out of 

the office, (c) leaders should create a healthy work environment that cultivates leader and 

employee open communication and motivate job satisfaction, (d) leaders should 

collectively develop and facilitate new employee trainings, (e) leaders should collectively 

develop morale-building strategies to motivate, sustain, and improve employee job 

satisfaction, and (f) leaders should continue to support employee professional 

development trainings, wellness trainings, and agency wide cross training.  

The findings and recommendations verify that there is a gap in business practices 

relating to leadership communication strategies and effective leadership communication 

motivating employee job satisfaction.  Furthermore, these results and recommendations 

provide leaders with implementable information to improve leadership communication 

strategies and motivate employee job satisfaction.  

 

 

 

 

 

 

 

 

 



106 

 

 

References 

Abd-El-Salam, E., Shawky, A., El-Nahas, T., & Nawar, Y. (2013). The relationship 

among job satisfaction, motivation, leadership, communication, and psychological 

empowerment: An Egyptian case study. SAM Advanced Management Journal, 

78(2), 33–50. Retrieved from http://samnational.org/publications/sam-advanced-

management-journal/ 

Abdullah, Z., & Antony, C. (2012). Perception of employees on internal communication 

of a leading five star hotel in Malaysia. Asian Social Science, 8(2), 17–26. 

doi:10.5539/ass.v8n2p17 

Abrell, C., Rowold, J., Weibler, J., & Moenninghoff, M. (2011). Evaluation of a long-

term transformational leadership development program. Zeitschrift Für 

Personalforschung, 25, 205–224. doi:10.1688/1862-0000_ZfP_2011_03_Abrell 

Abugre, J. B. (2011). Appraising the impact of organizational communication on worker 

satisfaction in organizational workplace. Problems of Management in the 21st 

Century, 2011(1), 7–15. Retrieved from http://www.scientiasocialis.lt/pmc/ 

Adams, E. (2010). The joys and challenges of semi-structured interviewing. Community 

Practitioner & Health Visitors’ Association, 83(7), 18–21. Retrieved from 

http://www.commprac.com/ 

Adams, B. L., Cain, H., Giraud, V., & Stedman, N. P. (2012). Leadership, motivation, 

and teamwork behaviors of principal investigator’s in interdisciplinary teams: A 

synthesis of research. Journal of Leadership Education, 11, 176–191. Retrieved 

from http://www.leadershipeducators.org/JOLE 



107 

 

 

Ainsworth, J. (2013). Business languages for intercultural and international business 

communication: A Canadian case study. Business Communication Quarterly, 76, 

28–50. doi:10.1177/1080569912471186 

Alamsjah, F. (2011). Key success factors in implementing strategy: Middle-level 

managers' perspectives. Procedia Social and Behavioral Sciences, 24,1444–1450. 

doi:10.1016/j.sbspro.2011.09.049 

Alexandra-Mihaela, P., & Danut, D. D. (2013). The measurement and evaluation of the 

internal communication process in project management. Annals of The University 

Of Oradea, Economic Science Series, 22, 1563–1572. Retrieved from 

http://anale.steconomiceuoradea.ro/en/ 

Allio, R. J. (2013). Leaders and leadership – Many theories, but what advice is reliable?. 

Strategy & Leadership, 41(1), 4–14. doi:10.1108/10878571311290016 

Al-sharafi, H., & Rajiani, I. (2013). Promoting organizational citizenship behavior among 

employees - The role of leadership practices. International Journal of Business & 

Management, 8(6), 47–54. doi:10.5539/ijbm.v8n6p47 

Amerson, R. (2011). Making a case for the case study method. Journal of Nursing 

Education, 50, 427–428. doi:10.3928/01484834-20110120-01 

Andreassen, C., Hetland, J., & Pallesen, S. (2010). The relationship between 

‘workaholism’, basic needs satisfaction at work and personality. European 

Journal of Personality, 24, 3–17. doi:10.1002/per.737 

Applebaum, M. (2012). Phenomenological psychological research as science. Journal of 

Phenomenological Psychology, 43, 36–72. doi:10.1163/156916212X632952 



108 

 

 

Ardichvili, A. (2011). Invited reaction: Meta-analysis of the impact of psychological 

capital on employee attitudes, behaviors, and performance. Human Resource 

Development Quarterly, 22, 153–156. doi:10.1002/hrdq.20071 

Arghode, V. (2012). Qualitative and quantitative research: Paradigmatic differences. 

Global Education Journal, 2012(4), 155–163. Retrieved from 

http://www.franklinpublishing.net /globaleducation.html 

Arif, S., Zubair, A., & Manzoor, Y. (2012). Innovative work behavior and 

communication climate among employees of advertising agencies. FWU Journal 

of Social Sciences, 6(1), 65–72. Retrieved from 

http://www.sbbwu.edu.pk/sbbwu/Pages/journal.php 

Arslan, R., & Acar, B. (2013). A research on academics on life satisfaction, job 

satisfaction and professional burnout. Suleyman Demirel University Journal of 

Faculty of Economics & Administrative Sciences, 18(3), 282–298. Retrieved from 

http://iibfdergi.sdu.edu.tr/en 

Artz, B., & Kaya, I. (2014). The impact of job security on job satisfaction in economic 

contractions versus expansions. Applied Economics, 46, 2873–2890. 

doi:10.1080/00036846.2014.914148 

Avey, J. B., Reichard, R. J., Luthans, F., & Mhatre, K. H. (2011). Meta-analysis of the 

impact of positive psychological capital on employee attitudes, behaviors, and 

performance. Human Resource Development Quarterly, 22, 127–152. 

doi:10.1002/hrdq.20070 



109 

 

 

Ayub, S. H., Manaf, N. A., & Hamzah, M. R. (2014). Leadership: Communicating 

strategically in the 21st Century. Procedia - Social and Behavioral Sciences, 

155(2014), 502–506. doi:10.1016/j.sbspro.2014.10.330 

Bai, Y., Li, P., & Xi, Y. (2012). The distinctive effects of dual-level leadership behaviors 

on employees' trust in leadership: An empirical study from China. Asia Pacific 

Journal of Management, 29, 213–237. doi:10.1007/s10490-011-9280-6 

Bailey, L. F. (2014). The origin and success of qualitative research. International Journal 

of Market Research, 56, 167–184. doi:10.2501/IJMR-2014-013 

Baloyi, S. S., van Waveren, C. C., & Chan, K. Y. (2014). The role of supervisor support 

in predicting employee job satisfaction from their perception of the performance 

management system: A test of competing models in engineering environments. 

South African Journal of Industrial Engineering, 25(1), 85–95. Retrieved from 

http://sajie.journals.ac.za/pub 

Balser, D., & Winkler, A. (2012). Worker behavior on the job: A multi-methods study of 

labor cooperation with management. Journal of Labor Research, 33, 388–413. 

doi:10.1007/s12122-012-9133-1 

Bartels, K. R. (2012). The actionable researcher. Administrative Theory & Praxis (M.E. 

Sharpe), 34, 433–455. doi:10.2753/ATP1084-1806340306 

Bartelt, V. L., & Dennis, A. R. (2014). Nature and nurture: The impact of automaticity 

and the structuration of communication on virtual team behavior and 

performance. MIS Quarterly, 38, 521–538. Retrieved from 

http://www.misq.org/index.html 



110 

 

 

Beck, C. D. (2014). Antecedents of servant leadership: A mixed methods study. Journal 

of Leadership & Organizational Studies, 21, 299–314. 

doi:10.1177/1548051814529993 

Belias, D., & Koustelios, A. (2014). Leadership and job satisfaction—a review. European 

Scientific Journal,10(8), 24–46. Retrieved from 

http://eujournal.org/index.php/esj/index 

Bernardi, S., Merseguer, J., & Petriu, D.C. (2012). Dependability modeling and analysis 

of software systems specified with UML. ACM Computing Surveys, 45(1), 1–48. 

doi:10.1145/2379776.2379778 

Beukers, E., Bertolini, L., & Te Brömmelstroet, M. (2014). Using cost benefit analysis as 

a learning process: Identifying interventions for improving communication and 

trust. Transport Policy, 31, 61–72. doi:10.1016/j.tranpol.2013.12.002 

Bies, R. B. (2013). The delivery of bad news in organizations: A framework for analysis. 

Journal of Management, 39, 136–162. doi:10.1177/0149206312461053 

Birkinshaw, J., Brannen, M. Y., & Tung, R. L. (2011). From a distance and generalizable 

to up close and grounded: Reclaiming a place for qualitative methods in 

international business research. Journal of International Business Studies, 2011, 

573–581. doi:10.1057/jibs.2011.19 

Bisel, R. S., & Messersmith, A. S. (2012). Organizational and supervisory apology 

effectiveness: Apology giving in work settings. Business Communication 

Quarterly, 75, 425–448. doi:10.1177/1080569912461171 



111 

 

 

Bisel, R. S., Messersmith, A. S., & Kelley, K. M. (2012). Supervisor-subordinate 

communication: Hierarchical mum effect meets organizational learning. Journal 

of Business Communication, 49, 128–147. doi:10.1177/0021943612436972 

Blume, B. D., Baldwin, T. T., & Ryan, K. C. (2013). Communication apprehension: A 

barrier to students' leadership, adaptability, and multicultural appreciation. 

Academy of Management Learning & Education, 12, 158–172. 

doi:10.5465/amle.2011.0127 

Boddy, C. R. (2011). Hanging around with people: Ethnography in marketing research 

and intelligence gathering. Marketing Review, 11, 151–163. 

doi:10.1362/146934711X589381 

Bozkurt, F., & Ergeneli, A. (2012). Moderating effect of trust in managers on the relation 

between delegation of authority and managers' perceived social loafing. 

Information Management & Business Review, 4, 583–595. Retrieved from 

http://www.ifrnd.org/JournalDetail.aspx?JournalID=1 

Brunetto, Y., Farr-Wharton, R., & Shacklock, K. (2011). Supervisor-subordinate 

communication relationships, role ambiguity, autonomy and affective 

commitment for nurses. Contemporary Nurse: A Journal for the Australian 

Nursing Profession, 39, 227–239. Retrieved from 

http://www.contemporarynurse.com 

Buble, M., Juras, A., & Matić, I. (2014). The relationship between managers’ leadership 

styles and motivation. Management: Journal of Contemporary Management 

Issues, 19(1), 161–193. Retrieved from http://www.efst.hr/management/ 



112 

 

 

Buttar, R. (2011). Build trust with honesty and communication. Applied Clinical Trials, 

2011, 6–8. Retrieved from http://www.appliedclinicaltrialsonline.com/ 

Cambra-Fierro, J., & Wilson, A. (2011). Qualitative data analysis software: Will it ever 

become mainstream? Evidence from Spain. International Journal of Market 

Research, 53, 17–24. Retrieved from https://www.mrs.org.uk/ijmr 

Chan, Z. Y., Yuen-ling, F., & Chien, W. (2013). Bracketing in phenomenology: Only 

undertaken in the data collection and analysis process? The Qualitative Report, 

18(30), 1–9. Retrieved from http://www.nova.edu/ssss/QR/about.html 

Chen, G., Ployhart, R. E., Thomas, H., Anderson, N., & Bliese, P. D. (2011). The power 

of momentum: A new model of dynamic relationships between job satisfaction 

change and turnover intentions. Academy of Management Journal, 54, 159–181. 

doi:10.5465/AMJ.2011.59215089 

Chenail, R. J. (2011). Interviewing the investigator: Strategies for addressing 

instrumentation and researcher bias concerns in qualitative research. Qualitative 

Report, 16(1), 255–262. Retrieved from http://www.nova.edu/ssss/QR/about.html 

Chenail, R. J. (2012). Conducting qualitative data analysis: Qualitative data analysis as a 

metaphoric process. The Qualitative Report, 17, 248–253. Retrieved from 

http://www.nova.edu/ssss/QR/about.html 

Chernyak-Hai, L., & Tziner, A. (2014). Relationships between counterproductive work 

behavior, perceived justice and climate, occupational status, and leader-member 

exchange. Revista De Psicologia Del Trabajo Y De Las Organizaciones, 30(1), 1–

12. doi:10.5093/tr2014a1 



113 

 

 

Choi, M. (2011). Employees' attitudes toward organizational change: A literature review. 

Human Resource Management, 50, 479–500. doi:10.1002/hrm.20434 

Christ, M. H., Emett, S. A., Summers, S. L., & Wood, D. A. (2012). The effects of 

preventive and detective controls on employee performance and motivation. 

Contemporary Accounting Research, 29, 432–452. doi:10.1111/j.1911-

3846.2011.01106.x 

Christensen, M. (2014). Communication as a strategic tool in change processes. Journal 

of Business Communication, 51, 359–385. doi:10.1177/2329488414525442 

Christian, M., Garza, A., & Slaughter, J. (2011). Work engagement: A quantitative 

review and test of its relations with task and contextual performance. Personnel 

Psychology, 64, 89–136. doi:10.1111/j.1744-6570.2010.01203.x 

Clifton, J. (2012). A discursive approach to leadership: Doing assessments and managing 

organizational meanings. Journal of Business Communication, 49, 148–168. 

doi:10.1177/0021943612437762 

Clifton, J. (2014). Small stories, positioning, and the discursive construction of leader 

identity in business meetings. Leadership, 10, 99–117. 

doi:10.1177/1742715013504428 

Cockburn-Wootten, C., & Cockburn, T. (2011). Unsettling assumptions and boundaries: 

Strategies for developing a critical perspective about business and management 

communication. Business Communication Quarterly, 74, 45–59. 

doi:10.1177/1080569910395563 



114 

 

 

Cohen, D., & Crabtree, B. (2006). In Qualitative Research Guidelines Project. Retrieved 

from http://www.qualres.org/HomeAudi-3700.html 

Colquitt, J. A. & Salam, S. C. (2009, July 15). Foster trust through ability, benevolence, 

and integrity. In E. Locke (Ed), Handbook of principles of organizational 

behavior: Indispensable knowledge for evidence-based management (pp. 389–

404). Hoboken, NJ: John Wiley & Son, Ltd.  

Conger, J. (1991). Inspiring others: The language of leadership. Academy of Management 

Executives, 1, 31–45. Retrieved from 

http://www.jstor.org/action/showPublication?journalCode=executive 

Connelly, B. L., Miller, T., & Devers, C. E. (2012). Under a cloud of suspicion: Trust, 

distrust, and their interactive effect in interorganizational contracting. Strategic 

Management Journal, 33, 820–833. doi:10.1002/smj.974 

Conrad, D. (2014). Workplace communication problems: Inquiries by employees and 

applicable solutions. Journal of Business Studies Quarterly, 5(4), 105–116. 

Retrieved from http://jbsq.org/  

Converse, M. (2012). Philosophy of phenomenology: How understanding aids research. 

Nurse Researcher, 20(1), 28–32. doi:10.7748/nr2012.09.20.1.28.c9305 

Cosman, O. (2013). Written communication in business. USV Annals of Economics & 

Public Administration, 13(1), 135–138. Retrieved from 

http://www.seap.usv.ro/annals/ojs/index.php/annals/index 

Cromity, J. (2011). Fostering internal communication. Online, 35(4), 34–37. Retrieved 

from http://www.onlineinc.com/ONLINE/ 



115 

 

 

Cronin, C. (2014). Using case study research as a rigorous form of inquiry. Nurse 

Researcher, 21(5), 19–27. doi:10.7748/nr.21.5.19.e1240 

Cruz, E. V., & Higginbottom, G. (2013). The use of focused ethnography in nursing 

research. Nurse Researcher, 20(4), 36–43. doi:10.7748/nr2013.03.20.4.36.e305 

Cunningham, C. (2012). Designing effective management-development programs. 

Employment Relations Today, 38(4), 27–33. doi:10.1002/ert.20362 

David, G. (2011). Internal communication: Essential component of crisis communication. 

Journal of Media Research, 4(2), 72–81. Retrieved from 

http://cmedia.ubbcluj.ro/mediaresearch/ 

Davies, M. (2011). Concept mapping, mind mapping and argument mapping: What are 

the differences and do they matter?. Higher Education, 62, 279–301. 

doi:10.1007/s10734-010-9387-6 

de Fatima Oliveira, M. (2013). Multicultural environments and their challenges to crisis 

communication. Journal of Business Communication, 50, 253–277. 

doi:10.1177/0021943613487070 

DeKay, S. H. (2012). Doing what’s right: Communicating business ethics. Business 

Communication Quarterly, 74, 287–288. doi:10.1177/1080569911413813 

Del, M., & Akbarpour, M. (2011). The relationship between servant leadership of 

managers and employees trust: Case study: Guilan province public organizations. 

Interdisciplinary Journal of Contemporary Research in Business, 3, 525–537. 

Retrieved from http://www.ijcrb.com/ 



116 

 

 

Demirel, A. G., & Tosuner-Finkes, L. (2014). The e-mail use in open communication 

climates: A path-analysis model. Global Media Journal: Turkish Edition, 4(8), 

82–95. Retrieved from http://globalmediajournaltr.yeditepe.edu.tr/  

Dhar, R. (2011). Living with organizational politics: An exploration of employees' 

behavior. Work, 40, 153–164. doi:10.3233/WOR-2011-1216 

Dickson-Swift, V., James, E. L., Kippen, S., & Liamputtong, P. (2007, September 9). 

Doing sensitive research: What challenges do qualitative researchers face?. 

Qualitative Research, 7, 327–353. doi:10. 1177/1468794107078515 

Dinică, R. C. (2014). Non-verbal communication - Indispensable complement of oral and 

written communication. Procedia - Social and Behavioral Sciences, 137(2014), 

105–111. doi:10.1016/j.sbspro.2014.05.260 

DiPietro, R. B., Kline, S. F., & Nierop, T. (2014). Motivation and satisfaction of lodging 

employees: An exploratory study of Aruba. Journal of Human Resources In 

Hospitality & Tourism, 13, 253–276. doi:10.1080/15332845.2014.866466 

Doody, O., & Noonan, M. (2013). Preparing and conducting interviews to collect data. 

Nurse Researcher, 20(5), 28–32. doi:10.7748/nr2013.05.20.5.28.e327 

Doz, Y. (2011). Qualitative research for international business. Journal of International 

Business Studies, 42, 582–590. doi:10.1057/jibs.2011.18 

Drury-Grogan, M. L., & Russ, T. L. (2013). A contemporary simulation infused in the 

business communication curriculum: A case study. Business Communication 

Quarterly, 76, 304–321. doi:10.1177/1080569913493923 



117 

 

 

Dunne, C. (2011). The place of the literature review in grounded theory research. 

International Journal of Social Research Methodology, 14, 111–124. 

doi:10.1080/13645579.2010.494930 

Edmans, A. (2012). The link between job satisfaction and firm value, with implications 

for corporate social responsibility. Academy of Management Perspectives, 26(4), 

1–19. doi:10.5465/amp.2012.0046 

Elloy, D., & Patil, V. (2012). Exploring the relationship between organization-based self 

esteem and burnout: A preliminary analysis. International Journal of Business & 

Social Science, 3(9), 283–288. Retrieved www.ijbssnet.com 

Englander, M. (2012). The interview: Data collection in descriptive phenomenological 

human scientific research. Journal of Phenomenological Psychology, 43, 13–35. 

doi:10.1163/156916212X632943 

Etherington, K., & Bridges, N. (2011). Narrative case study research: On endings and six 

session reviews. Counselling & Psychotherapy Research, 11, 11–22. 

doi:10.1080/14733145.2011.546072 

Fairhurst, G. T., & Sarr, R. A. (1996, January 26). The art of framing: Managing the 

language of leadership. San Francisco, CA: Jossey-Bass. 

Fan, K.,Chen, Y., Wang, C., & Chen, M. (2014). E-leadership effectiveness in virtual 

teams: Motivating language perspective. Industrial Management & Data Systems, 

114(3), 421–437. doi:10.1108/IMDS-07-2013-0294 

Farahbod, F., Salimi, S. B., & Dorostkar, K. R. (2013). Impact of organizational 

communication in job satisfaction and organizational commitment. 



118 

 

 

Interdisciplinary Journal of Contemporary Research in Business, 5, 419–430. 

Retrieved from http://www.ijcrb.webs.com 

Fassinger, R., & Morrow, S. L. (2013). Toward best practices in quantitative, qualitative, 

and mixed- method research: A social justice perspective. Journal for Social 

Action in Counseling & Psychology, 5(2), 69–83. Retrieved from 

http://jsacp.tumblr.com/ 

Fawcett, S. E., & Pearson, J. N. (2015). Requirements and benefits of implementing just-

in-time manufacturing for small-firm manufacturers. Journal of Small Business 

Strategy, 25(2), 10–26. Retrieved from http://www.jsbs.org/ 

Fernandez, S., & Moldogaziev, T. (2013). Employee empowerment, employee attitudes, 

and performance: Testing a causal model. Public Administration Review, 73, 490–

506. doi:10.1111/puar.12049 

Fisher, C. D. (2010). Happiness at work . International Journal of Management Reviews, 

12, 384–412. doi:10.1111/j.1468-2370.2009.00270.x 

Florah, O. M., Nyagol, M. O.,& Oluoch, N. G. (2013). Effects of downsizing on 

surviving employees of dominion farms Siaya county, Kenya. Business 

Management Dynamics, 3(6), 01–09. Retrieved from http://bmdynamics.com/ 

Font, S. (2012). Burnout in child welfare: The role of employment characteristics and 

workplace opportunities. Social Service Review, 86, 636–659. Retrieved from 

http://www.press.uchicago.edu/ucp/journals/journal/ssr.html 



119 

 

 

Frenkel, S., Sanders, K., & Bednall, T. (2013). Employee perceptions of management 

relations as influences on job satisfaction and quit intentions. Asia Pacific Journal 

of Management, 30, 7–29. doi:10.1007/s10490-012-9290-z 

Friborg, O., & Rosenvinge, J. (2013). A comparison of open-ended and closed questions 

in the prediction of mental health. Quality & Quantity, 47, 1397–1411. 

doi:10.1007/s11135-011-9597-8 

Garcia-Mila, M., Marti, E., Gilabert, S., & Castells, M. (2014). Fifth through eighth grade 

students’ difficulties in constructing bar graphs: Data organization, data 

aggregation, and integration of a second variable. Mathematical Thinking and 

Learning, 16, 201–233. doi:10.1080/10986065.2014.921132 

García-Morales, V. J., Matías-Reche, F., & Verdú-Jover, A. J. (2011). Influence of 

internal communication on technological proactivity, organizational learning, and 

organizational innovation in the pharmaceutical sector. Journal of 

Communication, 61, 150–177. doi:10.1111/j.1460-2466.2010.01530.x 

Gelshorn, J. (2012). Two are better than one: Notes on the interview and techniques of 

multiplication. The Art Bulletin, 94, 32–41. Retrieved from 

http://www.collegeart.org/artbulletin/ 

Giorgi, A. (2009). The descriptive phenomenological method in psychology. Pittsburgh, 

PA: Duquesne University Press. 

Glavas, A., & Godwin, L. (2013). Is the perception of goodness good enough? Exploring 

the relationship between perceived corporate social responsibility and employee 



120 

 

 

organizational identification. Journal of Business Ethics, 114, 15–27. 

doi:10.1007/s10551-012-1323-5 

Goh, S., & Wasko, M. (2012). The effects of leader-member exchange on member 

performance in virtual world teams. Journal of the Association for Information 

Systems, 13, 861–885. Retrieved from http://aisel.aisnet.org/jais/ 

Gómez, L., & Ballard, D. I. (2013). Communication for the long term: Information 

allocation and collective reflexivity as dynamic capabilities. Journal of Business 

Communication, 50, 208–220. doi:10.1177/0021943612474992 

Graaf-Zijl, M. (2012). Job satisfaction and contingent employment. De Economist, 160, 

197–218. doi:10.1007/s10645-011-9180-7 

Groysberg, B., & Slind, M. (2012). Leadership is a conversation. Harvard Business 

Review, 90(6), 76–84. Retrieved from http://hbr.org/ 

Guion, L. A., Diehl, D. C., & McDonald, D. (2011). Conducting an in-depth interview. 

Retrieved from http://edis.ifas.ufl.edu/fy393 

Guo, C., & Giacobbe-Miller, J. (2012). Understanding survivors' reactions to downsizing 

in China. Journal of Managerial Psychology, 27, 27–47. 

doi:10.1108/02683941211193848 

Hall, T. W., Higson, A. W., Jo Pierce, B., Price, K. H., & Skousen, C. J. (2013). 

Haphazard sampling: Selection biases and the estimation consequences of these 

biases. Current Issues In Auditing, 7(2), 16–22. doi:10.2308/ciia-50568 

Hamdi, S., & Rajablu, M. (2012). Effect of supervisor-subordinate communication and 

leadership style on organizational commitment of nurses in health care setting. 



121 

 

 

International Journal of Business & Management, 7(23), 7–18. 

doi:10.5539/ijbm.v7n23p7 

Haneef, M., Faisal, M. A., Alvi, A. K., & Zulfiqar, M. (2014). The role of non-verbal 

communication in teaching practice. Science International, 26, 513–517. 

Retrieved from http://sci-int.com 

Hanumantharao, C. (2011). Strategies of empowerment of effective oral and written 

communication English for business communication. Indian Streams Research 

Journal, 1, 15–20. doi:10.9780/22307850 

Harper, M., & Cole, P. (2012). Member checking: Can benefits be gained similar to 

group therapy?. The Qualitative Report, 17(2), 510–517. Retrieved from 

http://www.nova.edu/ssss/QR/about.html 

Hartelius, J. (2013). Models of signification and pedagogy in J. L. Austin, John Searle, 

and Jacques Derrida. The Review of Communication, 13, 23–47. 

doi:10.1080/15358593.2012.754930 

Hassan, M., Toylan, N., Semerciöz, F., & Aksel, I. (2012). Interpersonal trust and its role 

in organizations. International Business Research, 5(8), 33–39. 

doi:10.5539/ibr.v5n8p33 

Henderson, R., & Rheault, W. (2004). Appraising and incorporating qualitative research 

in evidence-based practice. Journal of Physical Therapy Education, 18(3), 35–40. 

Retrieved from http://www.aptaeducation.org/members/jopte/ 



122 

 

 

Hernes, H., & Braenden, L. K. (2012). Employees’ reactions to imperfect managerial 

behaviors. International Journal of Business & Social Science, 3, 181–189. 

Retrieved from http://ijbssnet.com 

Higgs, M., & Rowland, D. (2010). Emperors with clothes on: The role of self-awareness 

in developing effective change leadership. Journal of Change Management, 10, 

369–385. doi:10.1080/14697017.2010.516483 

Hoflund, A. B. (2012). Exploring the use of grounded theory as a methodological 

approach to examine the black box of network leadership in the national quality 

forum. Journal of Health and Human Services Administration, 35, 469–504. 

Retrieved from http://www.spaef.com/jhhsa.php 

Howell, R., Chenot, D., Hill, G., & Howell, C. (2011). Momentary happiness: The role of 

psychological need satisfaction. Journal of Happiness Studies, 12,1–15. 

doi:10.1007/s10902-009-9166-1 

Hunt, B. (2011). Publishing qualitative research in counseling journals. Journal of 

Counseling and Development: JCD, 89, 296–300. doi:10.1002/j.1556-

6678.2011.tb00092.x 

Hynes, G. E. (2012). Improving employees’ interpersonal communication competencies: 

A qualitative study. Business Communication Quarterly, 75, 466–475. 

doi:10.1177/1080569912458965 

Ikyanyon, D. N. (2012). Perceptions of organizational downsizing and job satisfaction 

among survivors in Nigerian banks. Management, 2, 106–112. 

doi:10.5923/j.mm.20120204.04 



123 

 

 

Irvine, A. (2011). Duration, dominance and depth in telephone and face-to-face 

interviews: A comparative exploration. International Journal of Qualitative 

Methods, 10, 202–220. Retrieved from 

http://ejournals.library.ualberta.ca/index.php/IJQM/index 

Irwin, S. (2013). Qualitative secondary data analysis: Ethics, epistemology and context. 

Progress in Development Studies, 13(4), 295–306. 

doi:10.1177/1464993413490479 

Iverson, R. D.,& Zatzick, C. D. (2011). The effects of downsizing on labor productivity: 

The value of showing consideration for employees’ morale and welfare in high-

performance work systems. Human Resource Management, 50, 29–44. 

doi:10.1002/hrm.20407 

Iyer, S., & Israel, D. D. (2012). Structural equation modeling for testing the impact of 

organization communication satisfaction on employee engagement. South Asian 

Journal of Management, 19(1), 51–81. Retrieved from http://sajm-amdisa.org/ 

Jacob, S. A., & Furgerson, S. P. (2012). Writing interview protocols and conducting 

interviews: Tips for students new to the field of qualitative research. The 

Qualitative Report, 17(42), 1–10. Retrieved from 

http://www.nova.edu/ssss/QR/about.html 

Jain, M. (2012). Business communication and its strategy. Journal of Social Welfare & 

Management, 4(2), 109–112. Retrieved from 

http://journals.indexcopernicus.com/Journal+of+Social+Welfare+and+Manageme

nt,p8964,3.html 



124 

 

 

Jiménez-Buedo, M. (2011). Conceptual tools for assessing experiments: Some well-

entrenched confusions regarding the internal/external validity distinction. Journal 

of Economic Methodology, 18, 271–282. doi:10.1080/1350178X.2011.611027 

Jimenez-Castillo, D., & Sanchez-Perez, M. (2013). Integrated market-related internal 

communication: Development of the construct. International Journal of Market 

Research, 55, 2–19. Retrieved from https://www.mrs.org.uk/ijmr 

Jing, L. (2013). Workplace pressure moderates perception of threat or opportunity and 

employee creativity after downsizing. Social Behavior & Personality: An 

International Journal, 41, 957–969. doi:10.2224/sbp.2013.41.6.957 

Johnson, V. A., & Beehr, T. A. (2014). Making use of professional development: 

Employee interests and motivational goal orientations. Journal of Vocational 

Behavior, 84, 99–108. Retrieved from http://www.journals.elsevier.com/journal-

of-vocational-behavior 

Karakas, F., & Sarigollu, E. (2013). The role of leadership in creating virtuous and 

compassionate organizations: Narratives of benevolent leadership in an Anatolian 

tiger. Journal of Business Ethics, 113, 663–678. doi:10.1007/s10551-013-1691-5 

Karanges, E., Beatson, A., Johnston, K., & Lings, I. (2014). Optimizing employee 

engagement with internal communication: A social exchange perspective. Journal 

of Business Market Management, 7, 329–353. Retrieved from http://www.jbm-

online.net/index.php/jbm/index 



125 

 

 

Kataria, A., Kataria, A., & Garg, R. (2013). Effective internal communication: A way 

towards sustainability. International Journal of Business Insights & 

Transformation, 6(2), 46–52. Retrieved from http://www.ijbit.org/index.php 

Kemparaj, U., & Chavan, S. (2013). Qualitative research: A brief description. Indian 

Journal of Medical Sciences, 67, 89–98. doi:10.4103/0019-5359.121127 

Keyton, J., Caputo, J., Ford, E., Fu, R., Leibowitz, S. A., Liu, T., Polasik, S. S., …&Wu, 

C. (2013). Investigating verbal workplace communication behaviors. Journal of 

Business Communication, 50, 152–169. doi:10.1177/0021943612474990 

Khalid, A.,& Rehman, R. R. (2011). Effect of organizational change on employee job 

involvement: Mediating role of communication, emotions, and psychological 

contract. Information Management and Business Review, 3, 178–184. Retrieved 

from http://ifrnd.org/JournalDetail.aspx?JournalID=1  

Klarner, P., By, R. T.,& Diefenbach, T. (2011). Employee emotions during 

organizational change-Towards a new research agenda. Scandinavian Journal of 

Management, 27, 332–340. doi:10.1016/j.scaman.2011.06.002 

Konstam, V., Cook, A. L., Tomek, S., Mahdavi, E., Gracia, R., & Bayne, A. H. (2015). 

What factors sustain professional growth among school counselors? Journal of 

School Counseling, 13(3). 1–40. Retrieved from 

http://www.jsc.montana.edu/articles/v13n3.pdf 



126 

 

 

Ko, J., & Yeh, Y. (2013). Worker satisfaction following employment restructuring: 

Effects of nonstandard workers and downsizing on job satisfaction in Taiwan. 

Social Indicators Research, 110, 453–467. doi:10.1007/s11205-011-9937-z 

Kotter, J.P. (1996). Leading change. Boston, MA: Harvard Business School Press.  

Kraemer, H. M. J. (2011). From values to action: The four principles of values-based 

leadership. San Francisco, CA: Jossey-Bass. 

Kumar, V. (2013). Job satisfaction: A study of public and private sector employees. 

Skyline Business Journal, 9(1), 29–33. Retrieved from 

http://skylinesbj.com/about_sbj.html 

Kupritz, V. W., & Cowell, E. (2011). Productive management communication. Journal of 

Business Communication, 48, 54–82. doi:10.1177/0021943610385656 

Kwon, B., Javed, W., Ghani, S., Elmqvist, N., Yi, J., & Ebert, D. (2012). Evaluating the 

role of time in investigative analysis of document collections. IEEE Transactions 

on Visualization and Computer Graphics, 18, 1992–2004. 

doi:10.1109/TVCG.2012.89 

Lan, G., Okechuku, C., Zhang, H., & Cao, J. (2013). Impact of job satisfaction and 

personal values on the work orientation of Chinese accounting practitioners. 

Journal of Business Ethics, 112, 627–640. doi:10.1007/s10551-012-1562-5 

Langley, A., Smallman, C., Tsoukas, H., & Van De Ven, A. H. (2013). Process studies of 

change in organization and management: Unveiling temporality, activity, and 

flow. Academy of Management Journal, 56, 1–13. doi:10.5465/amj.2013.4001 



127 

 

 

Lawal, O., & Oguntuashe, K. (2012). Impacts of organizational leadership and culture on 

organizational trust: Role of job cadre. Ife PsychologIA, 20, 394–402. Retrieved 

from http://www.ifepsychologia.org/ 

Lawrence, J., & Tar, U. (2013). The use of grounded theory technique as a practical tool 

for qualitative data collection and analysis. Electronic Journal of Business 

Research Methods, 11, 29–40. Retrieved from http://www.ejbrm.com/main.html 

Lee, K., & Croft, W. (2013). A deterministic resampling method using overlapping 

document clusters for pseudo-relevance feedback. Information Processing and 

Management, 49, 792–806. doi:10.1016/j.ipm.2013.01.001 

Lehtimäki, H., Kujala, J., & Heikkinen, A. (2011). Corporate responsibility in 

communication: Empirical analysis of press releases in a conflict. Business 

Communication Quarterly, 74, 432–449. doi:10.1177/1080569911424203 

Lewis, L. K., Laster, N., & Kulkarni, V. (2013). Telling ’em how it will be: Previewing 

pain of risky change in initial announcements. Journal of Business 

Communication, 50, 278–308. doi:10.1177/0021943613487072 

Lincoln, Y. S., & Guba, E. G. (1985). Naturalistic inquiry. Newbury Park, CA: Sage 

Publications. 

Li, A., & Tan, H. (2013). What happens when you trust your supervisor? Mediators of 

individual performance in trust relationships. Journal of Organizational Behavior, 

34, 407–425. doi:10.1002/job.1812 



128 

 

 

Madill, A. (2011). Interaction in the semi-structured interview: A comparative analysis of 

the use of and response to indirect complaints. Qualitative Research In 

Psychology, 8, 333–353. doi:10.1080/14780880903521633 

Madlock, P. E. (2012). The influence of power distance and communication on Mexican 

workers. Journal of Business Communication, 49, 169–184. 

doi:10.1177/0021943612436973 

Madlock, P. E. (2013). The influence of motivational language in the technologically 

mediated realm of telecommuters. Human Resource Management Journal, 23, 

196–210. doi:10.1111/j.1748-8583.2012.00191.x/abstract 

Maharani, V., Troena, E., & Noermijati. (2013). Organizational citizenship behavior role 

in mediating the effect of transformational leadership, job satisfaction on 

employee performance: Studies in PT bank Syariah Mandiri Malang East Java. 

International Journal of Business & Management, 8(17), 1–12. 

doi:10.5539/ijbm.v8n17p1 

Mancl, A. C., & Penington, B. (2011). Tall poppies in the workplace: Communication 

strategies used by envious others in response to successful women. Qualitative 

Research Reports in Communication, 12(1), 79–86. 

doi:10.1080/17459435.2011.601701 

Manning, J., & Kunkel, A. (2014). Making meaning of meaning-making research Using 

qualitative research for studies of social and personal relationships. Journal of 

Social and Personal Relationships, 31, 433–441. doi:10.1177/0265407514525890 



129 

 

 

Manning, C. A., Waldman, M. R., Lindsey, W. E., Newberg, A. B., & Cotter-Lockard, D. 

(2012). Personal inner values: A key to effective face-to-face business 

communication. Journal of Executive Education, 11(1), 37–65. Retrieved from 

http://digitalcommons.kennesaw.edu/jee/ 

Markov, I., & Crestani, F. (2014). Theoretical, qualitative, and quantitative analyses of 

small-document approaches to resource selection. ACM Transactions on 

Information Systems, 32(2), 1–37. doi:10.1145/2590975 

Marshall, B., Cardon, P., Poddar, A., & Fontenot, R. (2013). Does sample size matter in 

qualitative research? A review of qualitative interviews in research. Journal of 

Computer Information Systems, 54(1), 11–22. Retrieved from 

http://iacis.org/jcis/jcis.php 

Marshall, C. & Rossman, G. (2011). Designing qualitative research (5th ed.). Thousand 

Oaks, CA: Sage. 

Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50, 370–

396. doi:10.1037/h0054346 

Mason, K., & Leek, S. (2012). Communication practices in a business relationship: 

Creating, relating and adapting communication artifacts through time. Industrial 

Marketing Management, 41, 319–332. doi:10.1016/j.indmarman.2012.01.010 

Mayfield, J., & Mayfield, M. (2012). The relationship between leader motivating 

language and self-efficacy: A partial least squares model analysis. Journal of 

Business Communication, 49, 357–376. doi:10.1177/0021943612456036 



130 

 

 

Mayfield, J., Mayfield, M., & Kopf, J. (1995). Motivating language: Exploring theory 

with scale development. Journal of Business Communication, 32, 329–344. 

doi:10.1177/002194369503200402 

Mazzei, A. (2010). Promoting active communication behaviours through internal 

communication. Corporate Communications, 15, 221–234. 

doi:10.1108/13563281011068096 

Mazzei, A., Kim, J., & Dell'Oro, C. (2012). Strategic value of employee relationships and 

communicative actions: Overcoming corporate crisis with quality internal 

communication. International Journal of Strategic Communication, 6, 31–44. 

doi:10.1080/1553118X.2011.634869 

McConnell-Henry, T., Chapman, Y., & Francis, K. (2011). Member checking and 

Heideggerian phenomenology: A redundant component. Nurse Researcher, 18(2), 

28–37. doi:10.7748/nr2011.01.18.2.28.c8282 

Mehta, D., Mehta, N. K., & Mishra, R. (2011). Overcoming recession through effective 

business communication approaches: A study in Indian scenario. Oeconomics of 

Knowledge, 3(2), 2–9. Retrieved from 

https://sites.google.com/site/oeconomicsofknowledge/home 

Men, L. (2014). Why leadership matters to internal communication: Linking 

transformational leadership, symmetrical communication, and employee 

outcomes. Journal of Public Relations Research, 26, 256–279. 

doi:10.1080/1062726X.2014.908719 



131 

 

 

Men, L., & Stacks, D. (2014). The effects of authentic leadership on strategic internal 

communication and employee-organization relationships. Journal of Public 

Relations Research, 26, 301–324. doi:10.1080/1062726X.2014.908720 

Merrell, P. (2012). Effective change management: The simple truth. Management 

Services Journal, 56(2), 20–23. Retrieved from http://www.ims-

productivity.com/page.cfm/content/Management-Services-Journal/ 

Mishra, K., Boynton, L., & Mishra, A. (2014). Driving employee engagement: The 

expanded role of internal communications. Journal of Business Communication, 

51, 183–202. doi:10.1177/2329488414525399 

Michael, D. F. (2014). Supportive supervisor communication as a mediator of the leader-

member exchange and subordinate performance relationships. International 

Journal of Leadership Studies, 8(2). 44–65. Retrieved by 

http://www.regent.edu/acad/global/publications/ijls/new/home.htm 

Mitchell, M. S., & Ambrose, M. L. (2012). Employees' behavioral reactions to supervisor 

aggression: An examination of individual and situational factors. Journal of 

Applied Psychology, 97, 1148–1170. doi:10.1037/a0029452 

Moustakas, C. (1994). Phenomenological research methods. Thousand Oaks, CA: Sage. 

Nahum-Shani, I., Henderson, M. M., Lim, S., & Vinokur, A. D. (2014). Supervisor 

support: Does supervisor support buffer or exacerbate the adverse effects of 

supervisor undermining?. Journal of Applied Psychology, 99, 484–503. 

doi:10.1037/a0035313 



132 

 

 

Newhall, S. (2011). Preparing our leaders for the future. Strategic HR Review, 11(1), 5–

12. doi:10.1108/14754391211186250 

Ngo, H., Loi, R., Foley, S., Zheng, X., & Zhang, L. (2013). Perceptions of organizational 

context and job attitudes: The mediating effect of organizational identification. 

Asia Pacific Journal of Management, 30, 149–168. doi:10.1007/s10490-012-

9289-5 

Noeverman, J. J., & Koene, B. S. (2012). Effects of managerial evaluative styles on 

subordinate attitudes and performance: proposals for future research. 

International Journal of Management, 29, 219–231. Retrieved from 

http://theijm.com/index.html 

Noordin, F., Omar, S., Sehan, S., & Idrus, S. (2010). Organizational climate and its 

influence on organizational commitment. International Business & Economics 

Research Journal, 9(2), 1–10. Retrieved from 

http://www.cluteinstitute.com/journals/international-business-economics-

research-journal-iber/ 

Nordin, E. J. (2013). Exploring effective communication for organizational change. 

(Doctoral dissertation). Available from http://search.proquest.com  

Nwagbara, U., Smart Oruh, E., Ugorji, C., & Ennsra, M. (2013). The impact of effective 

communication on employee turnover intension at first bank of Nigeria. 

Economic Insights - Trends & Challenges, 65(4), 13–21. Retrieved from 

http://www.upg-bulletin-se.ro/ 



133 

 

 

Obermiller, C., Ruppert, B., & Atwood, A. (2012). Instructor credibility across 

disciplines: Identifying students’ differentiated expectations of instructor 

behaviors. Business Communication Quarterly, 75, 153–165. 

doi:10.1177/1080569911434826 

Ojedokun, O. (2012). Role of perceived fair interpersonal treatment and organization-

based self-esteem in innovative work behavior in a Nigerian bank. Psychological 

Thought, 5, 124–140. doi:10.5964/psyct.v5i2.33 

Okoro, E. A., & Washington, M. C. (2012). Workforce diversity and organizational 

communication: Analysis of human capital performance and productivity. Journal 

of Diversity Management, 7, 57–62. Retrieved from 

http://www.cluteinstitute.com/journals/journal-of-diversity-management-jdm/ 

Olasupo, M. O. (2011). Relationship between organizational culture, leadership style and 

job satisfaction in a Nigerian manufacturing organization. IFE PsychologIA, 

19(1), 159–176. Retrieved from http://www.ifepsychologia.org/ 

Omoruyi, Q., Chipunza, C., & Samuel, M. O. (2011). Perceptions of justice and extra-

role behaviours of survivors after organisational restructuring at a consolidated 

bank in Nigeria. South African Journal of Human Resource Management, 9, 125–

138. doi:10.4102/sajhrm.v9i1.344 

O’Reilly, M., & Parker, N. (2013). Unsatisfactory saturation: A critical exploration of the 

notion of saturated sample sizes in qualitative research. Qualitative Research, 13, 

190–197. doi:10.1177/1468794112446106 



134 

 

 

Oyewobi, L., Suleiman, B., & Muhammad-Jamil, A. (2012). Job satisfaction and job 

commitment: A study of quantity survivors in Nigerian public service. 

International Journal of Business & Management, 7(5), 179–192. 

doi:10.5539/ijbm.v7n5p179 

Palinkas, L. A., Aarons, G. A., Horwitz, S., Chamberlain, P., Hurlburt, M., & Landsverk, 

J. (2011). Mixed method designs in implementation research. Administration and 

Policy in Mental Health and Mental Health Services Research, 38, 44–53. 

doi:10.1007/s10488-010-0314-z 

Parfitt, J. (2014). Tailoring job descriptions: new roles require new methods of design, 

says Jan Parfitt. Nursing Standard, 28(48), 64–64. doi:10.7748/ns.28.48.64.s51 

Park, S., & Rainey, H. G. (2012). Work motivation and social communication among 

public managers. International Journal of Human Resource Management, 23(13), 

2630–2660. doi:10.1080/09585192.2011.637060 

Pate, J., Morgan-Thomas, A., & Beaumont, P. (2012). Trust restoration: An examination 

of senior managers' attempt to rebuild employee trust. Human Resource 

Management Journal, 22, 148–164. doi:10.1111/j.1748-8583.2012.00194.x 

Pearce, C. L., & Manz, C. C. (2014). The leadership disease... and its potential cures. 

Business Horizons, 57, 215–224. doi: 10.1016/j.bushor.2013.11.005 

Penava, S., & Šehić, D. (2014). The relevance of transformational leadership in shaping 

employee attitudes towards organisational change. Ekonomski Anali / Economic 

Annals, 59(200), 131–162. doi:10.2298/EKA1400131P 



135 

 

 

Peredaryenko, M. S., & Krauss, S. E. (2013). Calibrating the human instrument: 

Understanding the interviewing experience of novice qualitative researchers. The 

Qualitative Report, 18(85), 1–17. Retrieved from 

http://www.nova.edu/ssss/QR/about.html 

Phipps, S. A., Prieto, L. C., & Ndinguri, E. N. (2013). Understanding the impact of 

employee involvement on organizational productivity: The moderating role of 

organizational commitment. Journal of Organizational Culture, Communications 

& Conflict, 17(2), 107–120. Retrieved from 

http://www.alliedacademies.org/Public/Journals/JournalDetails.aspx?jid=11 

Polito, J. M. (2013). Effective communication during difficult conversations. The 

Neurodiagnostic Journal, 53, 142–152. Retrieved from 

http://www.aset.org/i4a/pages/index.cfm?pageid=3314  

Porath, C. L., Gerbasi, A., & Schorch, S. L. (2015). The effects of civility on advice, 

leadership, and performance. Journal of Applied Psychology, 100, 1–15. 

doi:10.1037/apl0000016 

Pringle, J., Drummond, J., McLafferty, E., & Hendry, C. (2011). Interpretative 

phenomenological analysis: A discussion and critique. Nurse Researcher, 18(3), 

20–24. doi:10.7748/nr2011.04.18.3.20.c8459 

Pringle, J., Hendry, C., & McLafferty, E. (2011). Phenomenological approaches: 

Challenges and choices. Nurse Researcher, 18(2), 7–18. 

doi:10.7748/nr2011.01.18.2.7.c8280 



136 

 

 

Prottas, D. (2013). Relationships among employee perception of their manager's 

behavioral integrity, moral distress, and employee attitudes and well-being. 

Journal of Business Ethics, 113, 51–60. doi:10.1007/s10551-012-1280-z 

Qu, S. Q., & Dumay, J. (2011). The qualitative research interview. Qualitative Research 

in Accounting and Management, 8, 238–264. doi:10.1108/11766091111162070 

Rabinovic, M., & Kacen, L. (2013). Qualitative coding methodology for interpersonal 

study. Psychoanalytic Psychology, 30, 210–231. doi:10.1037/a0030897 

Ray, K. W., & Goppelt, J. (2011).Understanding the effects of leadership development on 

the creation of organizational culture change: A research approach. International 

Journal of Training and Development, 15, 58–75. doi:10.1111/j.1468-

2419.2010.00368.x 

Rehman, W., & Naeem, H. (2012). The impact of downsizing on the performance of 

survived employees: A case study of Pakistan. African Journal of Business 

Management, 6, 2429–2434. doi:10.5897/AJBM10.198 

Ristic, S. T., Mihailovic, D., Cekerevac, Z. P., Kudumovic, D., & Karovic, S. (2012). 

Workplace and challenges in the communication process. TTEM- Technics 

Technologies Education Management, 7, 549–562. Retrieved from 

http://www.ttem.ba/index.html 

Roberts, T. (2013). Understanding the research methodology of interpretative 

phenomenological analysis. British Journal of Midwifery, 21, 215–218. Retrieved 

from http://info.britishjournalofmidwifery.com/ 



137 

 

 

Robinson, O. C. (2014). Sampling in interview-based qualitative research: A theoretical 

and practical guide. Qualitative Research in Psychology, 11, 25–41. 

doi:10.1080/14780887.2013.801543 

Rodrigues, G., Alves, V., Silveira, R., & Laranjeira, L. (2012). Dependability analysis in 

the ambient assisted living domain: An exploratory case study. Journal of Systems 

and Software, 85, 112–131. doi:10.1016/j.jss.2011.07.037 

Ruck, K., & Welch, M. (2012). Valuing internal communication; management and 

employee perspectives. Public Relations Review, 38, 294–302. 

doi:10.1016/j.pubrev.2011.12.016 

Ryan, J. C. (2011). Development of a measure of work motivation for a meta-theory of 

motivation. Psychological Reports, 108, 743–755. 

doi:10.2466/01.14.20.PR0.108.3.743-755 

Şahin, D., Çubuk, D., & Uslu, T. (2014). The effect of organizational support, 

transformational leadership, personnel empowerment, work engagement, 

performance and demographical variables on the factors of psychological capital. 

EMAJ: Emerging Markets Journal, 3(3), 1–17. doi:10.5195/emaj.2014.49 

Salancik, G. R., & Pfeffer. J. (1977). An examination of need-satisfaction models of job 

attitudes. Administrative Science Quarterly, 22, 427–456. doi:10.2307/2392182 

Sarros, J. C., Luca, E., Densten, I., & Santora, J. C. (2014). Leaders and their use of 

motivating language. Leadership & Organization Development Journal, 35, 226–

240. doi:10.1108/LODJ-06-2012-0073 



138 

 

 

Sathyapriya, P. P., Prabhakaran, A., Gopinath, M., & Abraham, D. M. (2012). 

Organizational learning and its inter-linkages: Determining the impact on 

employee behavior. South Asian Journal of Management, 19(3), 50–67. Retrieved 

from http://sajm-amdisa.org/ 

Schaubroeck, J. M., Chunyan Peng, A., & Hannah, S. T. (2013). Developing trust with 

peers and leaders: Impacts on organizational identification and performance 

during entry. Academy of Management Journal, 56, 1148–1168. 

doi:10.5465/amj.2011.0358 

Seamon, D. (2000). A way of seeing people and place: Phenomenology in environment-

behavior research. In S. Wapner, J. Demick, T. Yamamoto, & H. Minami (Eds.), 

Theoretical perspectives in environment-behavior research (pp. 157–178). New 

York, NY: Plenum. 

Searle , J. R . (1969). Speech acts: An essay in the philosophy of language. Cambridge, 

England: Cambridge University Press. 

Selvalakshmi, M. M. (2012). Probing: An effective tool of communication. IUP Journal 

of Soft Skills, 6(3), 55–58. Retrieved from http://www.iupindia.in/Soft_Skills.asp 

Sergi, V., & Hallin, A. (2011). Thick performances, not just thick descriptions: The 

processual nature of doing qualitative research. Qualitative Research in 

Organizations and Management: An International Journal, 6, 191–208. 

doi:10.1108/17465641111159152 



139 

 

 

Showry, M. M., & Manasa, K. (2012). Effective communication for professional 

excellence. IUP Journal of Soft Skills, 6(1), 39–46. Retrieved from 

http://www.iupindia.in/Soft_Skills.asp 

Shweta, J., & Srirang, J. (2013). Leader-member exchange: A critique of theory & 

practice. Journal of Management & Public Policy, 4(2), 42–53. Retrieved from 

http://www.jmpp.in/index.html 

Siebert-Adzic, M. (2012). Emotions and leadership. Reasons and impact of emotions in 

organizational context. Work: A Journal of Prevention, Assessment and 

Rehabilitation, 2012, 5671–5673. doi:10.3233/WOR-2012-0915-5671 

Silman, F. (2014). Work-related basic need satisfaction as a predictor of work 

engagement among academic staff in Turkey. South African Journal of 

Education, 34(3), 1–5. Retrieved from 

http://www.sajournalofeducation.co.za/index.php/saje/index 

Silva, I., Leandro, R., Macedo, D., & Guedes, L. (2013). A dependability evaluation tool 

for the Internet of Things. Computers & Electrical Engineering, 39, 2005–2018. 

doi:10.1016/j.compeleceng.2013.04.021 

Simon, M. K. (2011). Dissertation and scholarly research: Recipes for success (3rd ed.). 

Seattle, WA: Dissertation Success, LLC. 

Singh, A. (2013). Achieving sustainability through internal communication and soft 

skills. IUP Journal of Soft Skills, 7(1), 21–26. Retrieved from 

http://www.iupindia.in/Soft_Skills.asp 



140 

 

 

Singleton, R. A. Jr., & Straits, B. C. (1999). Approaches to Social Research (3rd Edition). 

New York, NY: Oxford University Press. 

Sinha, A. (2012). Business communication: The mainstay of an efficient business. IUP 

Journal of Soft Skills, 6(1), 7–15. Retrieved from 

http://www.iupindia.in/Soft_Skills.asp 

Smet, A. D., Lavoie, J., Hioe, E.S. (2012). Developing better change leaders. The 

McKinsey Quarterly, 2012(2), 99–104. Retrieved from 

http://www.mckinsey.com/  

Smith, A., & Koltz, R. L. (2015). Supervision of School Counseling Students: A Focus 

on Personal Growth, Wellness, and Development. Journal of School Counseling, 

13(2), 1–34. Retrieved from http://www.jsc.montana.edu/articles/v13n2.pdf 

Smith, D. K. (1996). Taking charge of change: 10 principles for managing people and 

performance. Reading, MA : Addison-Wesley Publishing Company. 

Smith, J., Bekker, H., & Cheater, F. (2011). Theoretical versus pragmatic design in 

qualitative research. Nurse researcher, 18(2), 39–51. 

doi:10.7748/nr2011.01.18.2.39.c8283 

Stevenson, B. W. (2012). Developing an awareness and understanding of self-

organization as it relates to organizational development and leadership issues. 

Emergence: Complexity & Organization, 14(2), 69–85. Retrieved from 

http://www.emergence.org 

Steyn, E., Steyn, T., & van Rooyen, M. (2011). Internal communication at 

DaimlerChrysler South Africa: A qualitative perspective on two-way symmetrical 



141 

 

 

communication and internal marketing. Journal of Marketing Development & 

Competitiveness, 5(4), 131–144. Retrieved http://www.na-

businesspress.com/JMDC/jmdcscholar.html 

Strom, A., & Fagermoen, M. (2012). Systematic data integration-A method for combined 

analyses of field notes and interview texts. International Journal of Qualitative 

Methods, 11, 534–546. Retrieved from 

http://ejournals.library.ualberta.ca/index.php/IJQM/index 

Stryker, J. B., & Santoro, M. D. (2012). Facilitating face-to-face communication in high-

tech teams. Research Technology Management, 55, 51–56. 

doi:10.5437/08956308X5501013 

Sullivan, J. J. (1988). Three roles of language in motivation theory. Academy of 

Management Review, 13, 104–115. doi:10.5465/AMR.1988.4306798 

Swartling, D., & Poksinska, B. (2013). Management initiation of continuous 

improvement from a motivational perspective. Journal of Applied Economics & 

Business Research, 3(2), 81–94. Retrieved from http://www.aebrjournal.org/ 

Talley, L., & Temple, S. (2015). How leaders influence followers through the use of 

nonverbal communication. Leadership & Organization Development Journal, 36, 

69–80. Retrieved from http://www.emeraldinsight.com/loi/lodj  

Tessier, S. (2012). From field notes, to transcripts, to tape recordings: Evolution or 

combination?. International Journal of Qualitative Methods, 11, 446–460. 

Retrieved from http://ejournals.library.ualberta.ca/index.php/IJQM/index 



142 

 

 

Timming, A. R. (2012). Tracing the effects of employee involvement and participation on 

trust in managers: An analysis of covariance structures. International Journal of 

Human Resource Management, 23, 3243–3257. 

doi:10.1080/09585192.2011.637058 

Timmins, F. (2011). Managers' duty to maintain good workplace communications skills. 

Nursing Management, 18(3), 30–34. Retrieved from 

http://rcnpublishing.com/journal/nm 

Tkalac Verčič, A., Verčič, D., & Sriramesh, K. (2012). Internal communication: 

Definition, parameters, and the future. Public Relations Review, 38, 223–230. 

doi:10.1016/j.pubrev.2011.12.019 

Togna, G. (2014). Does internal communication to generate trust always increase 

commitment? A study at Micron Technology. Corporate Communications: An 

International Journal, 19, 64–81. doi:10.1108/CCIJ-07-2012-0046 

Tombaugh, J. R., & Mayfield, C. O. (2014). Teams on teams: Using advice from peers to 

create a more effective student team experience. Academy of Educational 

Leadership Journal, 18, 69–83. Retrieved from http://www.alliedacademies.org/ 

Trochim, W. M. K. (2006). The research methods knowledge base [Electronic version]. 

Retrieved from http://www.socialresearchmethods.net/kb/ 

Tsai, M., & Chang, C. (2012). Female workers' age and position on organizational 

citizenship behaviour: The moderator role of organization-based self-esteem. 

Journal of Management Research, 4(2), 32–50. doi:10.5296/jmr.v4i2.1462 



143 

 

 

Tsesis, A. (2014). The right to erasure: Privacy, data brokers, and the indefinite retention 

of data. Wake Forest Law Review, 49(2), 433–484. Retrieved from 

http://wakeforestlawreview.com 

Tufford, L., & Newman, P. (2012). Bracketing in qualitative research. Qualitative Social 

Work, 11, 80–96. doi:10.1177/1473325010368316 

Turner, D. W. (2010). Qualitative interview design: A practical guide for novice 

investigators. The Qualitative Report, 15, 754–760. Retrieved from 

http://www.nova.edu/ssss/QR/about.html 

Vandenabeele, W. (2014). Explaining public service motivation: The role of leadership 

and basic needs satisfaction. Review of Public Personnel Administration, 34, 153–

173. doi:10.1177/0734371X14521458 

Van den Broeck, A., Vansteenkiste, M., De Witte, H., Soenens, B., & Lens, W. (2010). 

Capturing autonomy, competence, and relatedness at work: Construction and 

initial validation of the Work-related Basic Need Satisfaction scale. Journal of 

Occupational & Organizational Psychology, 83, 981–1002. 

doi:10.1348/096317909X481382 

van der Smissen, S., Schalk, R., & Freese, C. (2013). Organizational change and the 

psychological contract: How change influences the perceived fulfillment of 

obligations. Journal of Organizational Change Management, 26, 1071–1090. 

doi:10.1108/JOCM-08-2012-0118 

Van Manen, M. (1990). Researching lived experience: Human science for an action 

sensitive pedagogy. New York: SUNY Press. 



144 

 

 

Venkatesh, V., Brown, S. A., & Bala, H. (2013). Bridging the qualitative-quantitative 

divide: Guidelines for conducting mixed methods research in information system. 

MIS Quarterly, 37, 21–54. Retrieved from http://www.misq.org/index.html 

Vickery, A. J., Keaton, S. A., & Bodie, G. D. (2015). Intrapersonal communication and 

listening goals: An examination of attributes and functions of imagined 

interactions and active-empathic listening behaviors. Southern Communication 

Journal, 80, 20–38. doi:10.1080/1041794X.2014.939295 

Vlachos, P. A., Panagopoulos, N. G., & Rapp, A. A. (2013). Feeling good by doing good: 

Employee CSR-induced attributions, job satisfaction, and the role of charismatic 

leadership. Journal of Business Ethics, 118(3), 577–588. doi:10.1007/s10551-

012-1590-1 

Von Rosenstiel, L. (2011). Employee behavior in organizations. On the current state of 

research. Management Revue, 22, 344–366. Retrieved from http://management-

revue.org/ 

Wahab, S. R. A., Hussain, A., Zadeh, A. A., Shah, F. A., & Hussain, J. (2014). 

Employees’ perception and motivation towards training and development 

programmes in health sector of Pakistan: A case study of khyber pakhtun khwa. 

Middle-East Journal of Scientific Research, 19, 1361–1367. 

doi:10.5829/idosi.mejsr.2014.19.10.11489 

Walden University Research Center. (2013). Phenomenological research tutorial. 

Retrieved from 



145 

 

 

http://researchcenter.waldenu.edu/Documents/Phenomenological_Research_progr

amtranscript_EN.pdf 

Walden University Research Center. (2014). DBA Doctoral Study Rubric and Research 

Handbook. Retrieved from 

http://academicguides.waldenu.edu/researchcenter/osra/dba 

Walker, J. L. (2012). The use of saturation in qualitative research. Canadian Journal of 

Cardiovascular Nursing, 22(2), 37–41. Retrieved from http://pappin.com/ 

Waraich, S. B., & Bhardwaj, G. (2012). Perception of workforce reduction scenario and 

coping strategies of survivors: An empirical study. South Asian Journal of 

Management, 19(3), 34–49. Retrieved from http://sajm-amdisa.org/ 

Warr, P., & Inceoglu, I. (2012). Job engagement, job satisfaction, and contrasting 

associations with person-job fit. Journal of Occupational Health Psychology, 17, 

129–138. doi:10.1037/a0026859 

Welch, M. (2012). Appropriateness and acceptability: Employee perspectives of internal 

communication. Public Relations Review, 38, 246–254. 

doi:10.1016/j.pubrev.2011.12.017 

Welch, M. (2013). Mastering internal communication: Knowledge foundations and 

postgraduate education. Public Relations Review, 39, 615–617. 

doi:10.1016/j.pubrev.2013.04.003 

Wen-Hai, W. C., Feng-Hua, Y., & Chih-Kai, C. (2012). The study of the antecedents and 

outcomes of attitude toward organizational change. Public Personnel 

Management, 41, 597–617. doi:10.1177/009102601204100402 



146 

 

 

Wist, D. D., Schaefer, M. M., Vogler, W. W., & Wollowski, R. R. (2011). Signal 

transition graph decomposition: Internal communication for speed independent 

circuit implementation. IET Computers & Digital Techniques, 5, 440–451. 

doi:10.1049/iet-cdt.2010.0162 

Wong, Y. (2012). Job security and justice: Predicting employees' trust in Chinese 

international joint ventures. International Journal of Human Resource 

Management, 23, 4129–4144. doi:10.1080/09585192.2012.703423 

Wu, K., Li, C., & Johnson, D. E. (2011). Role of self-esteem in the relationship between 

stress and ingratiation. Psychological Reports, 108, 239–251. 

doi:10.2466/07.09.20.PR0.108.1.239-251 

Xiaojun, Z., & Venkatesh, V. (2013). Explaining employee job performance: The role of 

online and workplace communication networks. MIS Quarterly, 37, 695–722. 

Retrieved from http://www.misq.org/index.html 

Yavas, U., Karatepe, O. M., & Babakus, E. (2011). Interrole conflicts in the hospitality 

industry: The role of positive affectivity as an antidote. FIU Hospitality Review, 

29, 88–103. Retrieved from http://digitalcommons.fiu.edu/hospitalityreview/ 

Yin, R. K. (2011). Qualitative research from start to finish. New York, NY: The Guilford 

Press. 

Yin, C.-P., & Kuo, F.-Y. (2013). A study of how information system professionals 

comprehend indirect and direct speech acts in project communication. IEEE 

Transactions On Professional Communication, 56, 226–241. 

doi:10.1109/TPC.2013.2263648 



147 

 

 

Yong, S. S., Jin, K. H., & Sung-Hack, L. (2012). Communication strategies for enhancing 

perceived fit in the CSR sponsorship context. International Journal of 

Advertising, 31, 133–146. Retrieved from 

http://www.internationaljournalofadvertising.com 

Young, R. B. (2011). The virtues of organizational integrity. New Directions for Student  

Services, 2011(135), 5–14. doi:10.1002/ss.399 

Zahavi, D., & Simionescu-Panait, A. (2014). Contemporary phenomenology at its best. 

Europe's Journal of Psychology, 10, 215–220. doi:10.5964/ejop.v10i2.810 

Zaman, H., Nas, Z., Ahmed, M., Raja, Y., & Khan Marri, M. (2013). The mediating role 

of intrinsic motivation between Islamic work ethics and employee job 

satisfaction. Journal of Business Studies Quarterly, 5(1), 93–102. Retrieved from 

http://jbsq.org/ 

Zeffane, R., Tipu, S. A., & Ryan, J. C. (2011). Communication, commitment, and trust:  

Exploring the triad. International Journal of Business and Management, 6(6), 77–

87. doi:10.5539/ijbm.v6n6p77 

Žemgulienė, J. (2012). Relationship between job satisfaction and employee behavioral 

intention toward work performance: Mediation effect of communication content. 

Management of Organizations: Systematic Research [English], 2012(63), 139–

157. Retrieved from http://www.ceeol.com/ 

Zulch, B. (2014). Leadership communication in project management. Procedia - Social 

and Behavioral Sciences, 119(2013), 172–181. doi:10.1016/j.sbspro.2014.03.021 

 



148 

 

 

Appendix A: Semistructured Interview Questions 

Interview Questions  

 

Manager Interview Questions 

1. Describe how the work you produces provide a feeling of job satisfaction. 

2. Describe what leadership communication strategies motivate you to become more 

satisfied with your job. 

3. Describe communication strategies you would suggest to other leaders to help 

motivate employee job satisfaction. 

4. Describe how advice offered by other leaders helps motivate your job satisfaction. 

5. Describe how clear instructions from leadership concerning job-related problems 

help motivate employee job satisfaction. 

6. Describe how leadership support of professional development helps motivate your 

job satisfaction. 

7. Describe how leadership concern for your professional wellness helps motivate 

your job satisfaction. 

8. Describe how leadership stories’ pertaining to primary events in the 

organization’s past help motivate employee job satisfaction. 

9. Describe how advice from leadership helps motivate your job satisfaction when 

taking on a new or altered job position. 

10. What additional information would you like to add not covered in the interview 

questions? 
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Employee Interview Questions 

1. Describe how the work you produce provides a feeling of job satisfaction. 

2. Describe what leadership communication strategies motivate you to become more 

satisfied with your job. 

3. Describe communication strategies you would suggest to leadership to help 

motivate employee job satisfaction. 

4. Describe how advice offered by leadership helps motivate your job satisfaction. 

5. Describe how clear instructions from leadership concerning job-related problems 

help motivate your job satisfaction. 

6. Describe how leadership support of professional development helps motivate your 

job satisfaction. 

7. Describe how leadership concern for your professional wellness helps motivate 

your job satisfaction. 

8. Describe how leadership stories’ pertaining to primary events in the 

organization’s past help motivate your job satisfaction. 

9. Describe how advice from leadership helps motivate your job satisfaction when 

taking on a new or altered job position. 

10. What additional information would you like to add not covered in the interview 

questions? 
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Appendix B: Cooperation Letter 

  

Letter of Cooperation from a Community Research Partner 
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Appendix C: Invitation Letter  

Invitation Letter for Participants  

 

Date 

 

Dear Potential Participant: 

  

This letter is an invitation to consider participating in a study I am conducting as part of 

my Doctoral degree in Business Administration at Walden University under the 

supervision of Dr. Charlotte Carlstrom.  I would like to provide you with more 

information concerning your participation in the project, and if you decide to participant. 

 

Effective leadership communication strategies helps leaders create sound decisions that 

motivate employee job satisfaction in the workplace.  I will investigate how 

communication strategies government agency leaders use help motivate employee job 

satisfaction.  The purpose of this study is to explore successful leadership communication 

strategies that motivate employee job satisfaction.  The exploration will help gain a better 

understanding of how communication strategies practiced by leaders help motivate 

employee job satisfaction.  Because of your current position with the selected RGO, you 

are best suited to speak to the various issues concerning leadership communication 

strategies, motivational language, and job satisfaction. 

  

Attached with this letter is the consent form to participate in this study.  The consent form 

explains the study in more detail.  I look forward to speaking with you concerning your 

participation in this project.  Thank you in advance for your assistance.  

 

Sincerely,  

 
 

Kenyatta N. Hills, MBA                    
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Appendix D: Interview Script 

 
Thank you for agreeing to participate in today’s interview session.  My name is Kenyatta 

Hills and I am a doctoral student with Walden University’s Doctor of Business 

Administration program. 

 

I am interested in gaining an understanding of how effective leadership communication 

strategies motivate RGO employee job satisfaction.  I am going to ask you questions about 

your experiences with leadership communication and RGO employee job satisfaction.  To 

ensure that I am able to capture accurate and complete responses, I will like to record this 

interview. 

 

The information you share with me today is completely confidential.  You will be assigned a 

code of P1, P2, P3, and successive coded identifiers.  Replacing your name with a code of 

P1, P2, P3, and successive coded identifiers, will keep confidential data from exposure to 

the public and coworkers.  You may verbally opt out of continuing the interview session 

at any time during this recording. 

 

The information I gather will be used to provide organizational communication best 

practices and guidelines to help leaders communicate information effectively to motivate 

RGO employee job satisfaction.  Recordings will be destroyed after transcription. 

 

Do I have your permission to record this interview? 

____________________________________________________________________  

 

Manager Interview Questions 

1. Describe how the work you produce provides a feeling of job satisfaction. 

2. Describe what leadership communication strategies motivate you to become more 

satisfied with your job. 

3. Describe communication strategies you would suggest to other leaders to help 

motivate employee job satisfaction. 

4. Describe how advice offered by other leaders helps motivate your job satisfaction. 

5. Describe how clear instructions from leadership concerning job-related problems 

help motivate employee job satisfaction. 
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6. Describe how leadership support of professional development helps motivate your 

job satisfaction. 

7. Describe how leadership concern for your professional wellness helps motivate 

your job satisfaction. 

8. Describe how leadership stories’ pertaining to primary events in the 

organization’s past help motivate employee job satisfaction. 

9. Describe how advice from leadership helps motivate your job satisfaction when 

taking on a new or altered job position. 

10. What additional information would you like to add not covered in the interview 

questions? 

Employee Interview Questions 

1. Describe how the work you produces provide a feeling of job satisfaction. 

2. Describe what leadership communication strategies motivate you to become more 

satisfied with your job. 

3. Describe communication strategies you would suggest to leadership to help 

motivate employee job satisfaction. 

4. Describe how advice offered by leadership helps motivate your job satisfaction. 

5. Describe how clear instructions from leadership concerning job-related problems 

help motivate your job satisfaction. 

6. Describe how leadership support of professional development helps motivate your 

job satisfaction. 
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7. Describe how leadership concern for your professional wellness helps motivate 

your job satisfaction. 

8. Describe how leadership stories’ pertaining to primary events in the 

organization’s past help motivate your job satisfaction. 

9. Describe how advice from leadership helps motivate your job satisfaction when 

taking on a new or altered job position. 

10. What additional information would you like to add not covered in the interview 

questions? 

____________________________________________________________________  

 

The interview session has reached completion.  Thanks for participating in the 

interview session. 

 

 

 

If a participant wishes to opt out the study, ask if they would be willing to share why: 
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