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Abstract

The purpose of this study is to determine the effect of teachers’ organizational
communication on their job motivation. The research model is correlational survey
model. The participants of the study are 111 teachers working at public elementary
schools in Bangalore. Organizational Communication Scale and Job Motivation Scale are
used as data collection instruments. For data analysis, Pearson correlation analysis and
basic linear regression analysis are applied with SPSS. The findings of the study showed
that teachers’ organizational communication and job motivation levels are at high level.
Also, it is determined that there is a positive, high and significant relationship between
teachers’ organizational communication and their job motivation. Besides, teachers’
organizational communication significantly predicts their job motivation. The findings of
this study are discussed with related researches and some suggestions are presented.
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Introduction
Organizational Communication

The definition of organization highlights its functional structure of being formed by
people who have come together for shared targets or for mutual or common aims.
Organizations exist with people who are organized, in other words who have come
together, for common or shared work plans, workforce or duties. People convey a number
of verbal or non-verbal communicative processes while they are working in an
organization. Thus, communication, one of the basic features of human being, is quite
important for organizations. Downs and Adrian (2012) point out that communication
affects the productivity of an organization. Organizational communication is defined as
an exchange of idea and information in an organization (Bovee, Thill, & Schatzman,
2003). According to Akat, Budak and Budak (2002), organizational communication is a
social process which enables setting relationships between organization and its
environment as well as exchanging ideas and information between the sections of an
organization. Daft (1997) points that organizational communication includes the process
of comprehension as well as conveying verbal and non-verbal messages. De Nobile and
McCormick (2008) define organization communication as ‘the process whereby people
within an organization give and receive messages’ (p. 102). They elaborate the definition
with explaining the ways of organizational communication as being ‘messages moving
upward and downward between hierarchical levels and horizontally among people at the
same level’ (p. 102).

Organizational communication can be in formal or informal way (Goebel, Marshall, &
Locander, 2004). These two types of organizational communication have different natures
and roles. Formal communication is a hierarchical way of conveying the official
information in the structure. It can be top-down, bottom-up, horizontal or vertical
depending on the importance and sort of the messages conveyed. Informal
communication is, on the other hand, conducted by mostly personal relationships and
without formal rules. Though being mostly verbal, it can also be in written forms.
Informal communication has a role of facilitating conveying the formal messages and
enhancing the unity of the organization. However, grapevines are among the most
common type of informal communication which can be harmful for the relationships
among the members of an organization (Bakan & Buytkbese, 2004; De Nobile &
McCormick, 2008; Karcioglu, Timuroglu, & Cinar, 2009).

De Nobile and McCormick (2008) define four functional traits of organization
communication. These are directive, supportive, cultural and democratic
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communication. A message can serve various functions. For example, a school meeting
can convey directive and as supportive communication for teachers.

There are numerous studies in the literature on the relationship between organizational
communication and organizational identification (Canak & Avci, 2016); job satisfaction
(Ytksel, 2005); labors’ management of expressing their emotions (Eroglu, 2010); and
organizational citizenship (Uslu & Balci, 2012).

Job Motivation

Motivation, a recently popular concept for social sciences, has its roots in Maslow’s
hierarchy of needs. Relevant literature is full of definitions of motivation (Arifin, 2015;
Kearney, 2018; Lazaroiu, 2015; Skaalvik & Skaalvik, 2018). A simple definition can be ‘a
drive to do something’. Regarding Maslow’s pyramid model, when a human being desires
to get one more step for his/her needs, this a beginning point of being motivated to do
something. A more comprehensive definition of motivation is given by Timuroglu and
Balkaya (2016) as follows: Motivation is a set of internal or external drives directing a
person to a target or enabling a person to act towards a desired goal; or enabling
him/her sustain the action to reach a desired goal. There are two types of motivation
regarding its source: internal and external motivation. Sense of responsibility, success,
personal development or self-fulfillment are the main factors of internal motivation.
Internal motivation is identified with being voluntary for a job. The factors of external
motivation are wage, salary or other financial expectations, promotion, desire of being
appreciated by the employer. Job motivation is internal or external incentive of a person
in an organization. This incentive enables the person to hold persistence to overcome the
difficulties as well as encouraging to reach the goals. There is no doubt that job
motivation has a positive effect on job performance and personal accomplishment level
(Tentama & Pranungsari, 2016). There are several studies which aimed to explore the
relationship between job motivation and decision making levels of teachers (Ozdogru &
Aydin, 2012); job satisfaction (Bishay, 1996); school leadership and reactions to policies
(Leithwood, Steinbach, & Jantzi, 2002); school based performance awards (Kelley,
Heneman, & Milanowski, 2002); burnout (Anderson & Iwanicki, 1984); school based
variables (Ayaydin & Tok, 2015); and organizational commitment (Oran, Guler, & Bilir,
2016).

Based on the theory of Barnard (1938) which suggest that personal motivation leads
authentic communication enabling the continuity of communication, Lu (2003) points
that motivation has a positive effect on informal organizational communication, thus,
organizational communication should be regarded as a key concept. Research on
investigating the effect of positive communication in increasing motivation has focused
on call centers (Ozkan, 2013), banking (Yoo, Flaherty, & Frankwick, 2014), and nurses
and other health employees (Cherry, Ashcraft, & Owen, 2007; Timuroglu & Balkaya,
2016).

Studies on teachers’ job motivations and organizational communication is rather limited
(Ozgan & Aslan, 2008; Park & Rainey, 2012). Most of the studies have been devoted to
explore the relationship between teachers’ job motivations and organizational
commitment, job satisfaction and leadership styles (Arifin, 2015; Girma, 2016; Terek et
al., 2015).

Purpose of the Study

Current study is expected to shed light on the relationship between teachers’ job
motivation and organizational communication. This research targets to investigate the
effects of teachers’ organizational communication on their job motivation. For this
reason, following questions are tried to be answered in this study:

a) What are the levels of teachers’ organizational communication and job motivation?
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b) Is there any relationship between teachers’ organizational communication and job
motivation?

c) Do teachers’ organizational communication significantly predict their job motivation?
2.

Method
Research Model

In the present study, it is aimed to determine the effects of teachers’ organizational
communication on their job motivation by examining the relationship between teachers’
organizational communication and their job motivation. For this purpose, correlational
survey model is used.

Participants

One hundred eleven teachers who are working at public primary schools in one of the
provinces of Bangalore are recruited for this study. The gender distribution of the
participants consists of 72 (64.9%) female and 39 (35.1%) male. In terms of teachers’
professional degree, 23 (20.7%) of whom have 1-5 years seniority, 28 (25.2%) of whom
have 6-10 years seniority, 32 (28.8%) of whom have 11-15 years seniority, 20 (18%) of
whom have 16— 20 years seniority, 8 (7.2%) of whom have 21 years and more seniority.
Additionally, 99 (89.2%) of teachers are B.A. holders and 12 (10.8%) of them are holding
a graduate degree.

Data Collection Instruments

In this study, Organizational Communication Scale is used for collecting data to
determine the teachers’ organizational communication levels and Job Motivation Scale is
used for collecting data to determine the teachers’ job motivation levels.

Organizational Communication Scale

In order to determine the level of teachers’ organizational communication level,
Organizational Communication Scale which is developed by Celep (2000) and reliability
and validity analysis conducted by Erel Yetim (2010) is used. This scale is composed of
34 items with five Likert-type grades. It includes four sub dimensions which are called as
task-oriented communication, informative communication, feedback and communication
towards attitude and behavior. In this research, it is found that Cronbach alpha
reliability coefficient that belongs to scale is .99. On the other hand, Cronbach alpha
reliability coefficient that belongs to dimensions is found that reliability coefficient for
task-oriented communication is .93, reliability coefficient for informative communication
is .97, reliability coefficient for feedback is .95 and reliability coefficient for
communication towards attitude and behavior is .97.

Job Motivation Scale

To determine the level of teachers’ job motivation level, Job Motivation Scale that is
developed by Aksoy (2006) and adapted to educational organizations by Tanriverdi (2007)
is used. This scale is composed of 18 items with five Likert-type grades. This scale is a
unidimensional. Cronbach alpha coefficient of the scale is found .98.

Data Analysis

In the analysis of data gathered for the present study, mean, standard deviation,
frequency, and percentage, correlation analysis, simple and multiple linear regression
analysis are used. Before correlation analysis and regression analysis between the
variations are carried out, analysis of missing data and outliers are handled, normality,
linearity and the problem of multicollinearity are examined. To test whether the set of
data is normally distributed, coefficient of kurtosis and coefficient of skewness are
employed. In the present study, the coefficient of skewness of the organizational
communication is found as -0.72. In terms of sub dimensions of organizational
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communication, the coefficient of skewness is found as -0.99 for task-oriented
communication, -0.79 for informative communication, -0.85 for feedback and -0.78 for
communication towards attitude and behavior. Additionally, the coefficient of kurtosis of
the organizational communication is found as -0.19. On the other hand, the coefficient of
kurtosis regarding sub dimensions of organizational communication is found as 0.49 for
task-oriented communication, -0.05 for informative communication, -0.02 for feedback
and -0.29 for communication towards attitude and behavior.

When coefficient of skewness regarding job motivation is checked, it is found as -0.60.
Addition to these statistical data, the coefficient of kurtosis regarding job motivation is
found as -0.74. According to these findings, the data can be accepted as normally
distributed. To determine whether there is multicollinearity problem between variables,
the binary correlation between independent variables and dependent variables are
investigated and it is found that the variables aren’t too highly correlated to create
problems related to multicollinearity.

Results

Descriptive statistics related to variables of the present study and the relationships
between these variables are shown in Table 1.

Table 1. Mean and standard deviation of variables and relationships between
organizational communication and job motivation

Variables M Sd |1 la 1b 1c 1d 2
1.0rganizational 4.13 | .89 | ----

Communication

la.Task Oriented | 4.14 | .93 | 94** | ——-

Communication

1b. Informative Communication | 4.10 | .93 | 98** | 92** | —___

1c. Feedback 4.14 | .91 | 96** | 85** | O1** | ———-

1d. Com. towards at. and beh. 4.13 | .92 | 97** | 86** | O1** | O1** | ———-

2. Job Motivation 4.11 | .90 | 81** | 76** | 77** | 77** | 82%% | -

Note. ** p <.01; * p <.05.

As Table 1 shows that according to teachers’ perceptions, the distributions related to
organizational communication and job motivation are investigated and the following
results are found. Teacher perceptions related to organizational communication and job
motivation are found at high level. In terms of sub dimension of organizational
communication, the highest mean belongs to task-oriented communication and feedback
(M=4.14) while the lowest mean belongs to informative communication (M=4.10).

When the correlation coefficients between variables are investigated, it is clear that there
is a positive, high level and significant relationship between organizational
communication and job motivation (r=.81, p<.01). Furthermore, there is significantly a
positive and high-level relationship between sub dimensions of organizational
communication and job motivation. These relationships are between job motivation and
task-oriented communication (r=.76, p<.01), informative communication (r=.77, p<.01),
feedback (r=.77, p<.01), communication towards attitude and behavior (r=.82, p<.01).

The findings related to organizational communication in the prediction of job motivation
are given in Table 2.

Table 2. The results of simple linear regression analysis regarding organizational
communication in the prediction of job motivation

Variables B S.E B t P
Constant 71 24 | - -2.96 0.00
Organizational Communication .82 .06 .81 14.48 |0.00

Note. R=0.81, R2=0.66, F=209.77, P=0.000.
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As shown in Table 5, according to the perceptions of teachers, there is a significant
relationship between organizational communication and job motivation (R=0.81,
R2=0.66, p<0.01). The predictive power of organizational communication for job
motivation is found statistically significant and organizational communication explains
the variance of job motivation at level of 66 %.

Conclusion, Discussion and Recommendations

The aim of this paper is to determine the effects of teachers’ organizational
communication on their job motivation by examining the relationship between teachers’
organizational communication and their job motivation levels. The results of the present
study indicate that there is a positive, high level and significant relationship between
teachers’ organizational and their job motivation. Additionally, teachers’ perceptions
regarding organizational communication play a significant role as a predictor of teachers’
perceptions regarding job motivation.

When the results of the research are examined, it is found that teachers’ organizational
communication level is high and they show the highest level of organizational
communication in task-oriented communication and feedback dimensions. Also, they
show the lowest level of organizational communication in informative communication.
This finding shows that teachers communicate with their colleagues mostly on job-
related topics; and they give feedback to their workfellows. This finding is supported by
the findings of previous studies as it proves that organizational communication effects
several other factors and employees’ organizational communication is at a high level
(Chen, Silverthorne, & Hung, 2005; Canak & Avci, 2016; Erogluer, 2011; Nobile &
McCormick, 2008; Uslu & Balci, 2012; Yildiz, 2013; Yuksel, 2005). Chen, Silverthorne
and Hung (2005) have determined that high level of organizational communication leads
to organizational commitment and job performance. Canak and Avci (2016), in a study in
which they investigated the relationship between organizational identification and
organizational communication, have found teachers’ organizational communication level
above average. Erogluer (2011) conducted a study to explore the relationship between
organizational communication and job satisfaction and discovered that employees have a
good level of communication with their workfellows and administrators. Nobile and
McCormick (2008) stated that organizational communication is a predictor of job
satisfaction. Uslu and Balci (2012) have determined a positive and weak relationship
between organizational communication and organizational citizenship. Yildiz (2013), in a
study to explore the relationship between organizational communication and
organizational identification, have found that teachers’ communication levels towards
task is higher. Yuksel (2005) also found that there is a strong relationship between
communication and job satisfaction; and communication increases job satisfaction.

According to another finding of the study, teachers’ job motivation is at a high level.
Teachers who have a high level of job motivation do their job willingly and they become
more productive in their jobs. Teachers’ high level of motivation contributes students’
academic success. On the other hand, teachers’ lack of motivation has negative effects
on teaching quality (Davidson, 2007). Studies on job motivation have shown that
motivation effects several organizational behaviours; the findings of the current study are
supported by the relevant literature (Argon & Erturk, 2013; Ayaydin & Tok, 2015;
Bishay, 1996; Eyal & Roth, 2011; Karakdse & Kocabas, 2006; Oran, Guler, & Bilir, 2016;
Ozdogru & Aydin, 2012). Argon and Ertiirk (2013), in their study to determine the
relationship between teachers’ internal motivation and their perceptions towards
organizational identity, have stated that teachers’ internal motivation is at high level.
Ayaydin and Tok (2015), in a research study to explore the factors effecting motivation,
have found that the most important factor effecting teachers’ motivation is teachers’
willingness towards their job. Bishay (1996) conducted a study to determine the
relationship between teachers’ motivation and their job satisfaction; and found that
teachers’ motivation level is high and it is meaningfully related with their job satisfaction.
Eyal and Roth (2011), in their study to review the relationship between teachers’
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motivation levels and school principals’ leadership, have determined that school
principals’ leadership styles have an important effect on teachers’ motivation levels and
their well-being. Karakdse and Kocabas (2006) in their qualitative research, in which
they studied the effects of teacher expectations on job satisfaction and motivation, have
concluded that, at private schools, principals’ attitudes and behaviors have effect on
teachers to motivate on their jobs. Oran, Guler and Bilir (2016) have determined that
teachers’ internal motivation is higher than their external motivation. Ozdogru and Aydin
(2012), in their study to investigate teachers’ decision-making situations and their
motivations, have stated that teachers’ motivation is at high level.

Lastly, it is found that the relationship between teachers’ organizational communication
levels and their job motivation is at a high and meaningful level in the current study. In
other words, as teachers’ organizational communication levels increase their job
motivation also increases. Besides, teachers’ organizational communication predicts their
job motivation at a meaningful level. Based on these findings it can be said that
organizational communication has an important role on motivation. Relevant studies on
investigating the relationship between organizational communication and job motivation
have found similar results (Ozgan & Aslan, 2008; Park & Rainey, 2012; Timuroglu &
Balkaya, 2016). Ozgan and Aslan (2008), in their qualitative study aimed to determine
the effects of school principals’ verbal communication styles on teachers’ motivation,
have concluded that school principals’ verbal communication styles effect teachers’
motivation. Park and Rainey (2012) have determined that there is a meaningful
relationship between job motivation and social communication. Timuroglu and Balkaya
(2016) have conducted a research on nurses, they have found that nurses’ there is a
positive and meaningful relationship between organizational communication and job
motivation.

The results of the study have revealed that organizational communication has a high-
level effect on teachers’ job motivation. In this aspect, the following suggestions are listed
in the light of the results of the present study: Panel and seminars on communication
and motivation should be organized for teachers. Various social activities are suggested
to be organized by school principals to develop and enhance organizational
communication at school settings.
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