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ABSTRACT

Information technology (IT) backsourcing is a recent phenomenon that is gaining momentum
becauseeffectivesourcingstrategycanhavemajorimplicationsfororganizationsregardingfinancial
investments, IT infrastructure, and changes in employee outcomes. Recent studies suggest that
organizationsarebringingtheirpreviouslyoutsourcedIToperationsandservicesbackin-housewith
onereasonbeingemployeedissatisfactionwithprioroutsourcingexperiences.Theresultsofthisstudy
indicatethatforevery10%increaseinmotivatinglanguage,onecanexpecttoseea4.3%increasein
anITemployee’sintenttostaywithanorganizationduringatimewhenbacksourcingisoccurring.
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INTRodUCTIoN

Organizationshaveoutsourcedinformationtechnology(IT)servicesandsupportforoverthreedecades
expectinggainsinefficiency,flexibility,innovation,andqualitywhilereducingcosts(Benaroch,Dai,
&Kauffman,2010;Benaroch,Webster,&Kazaz,2011;Butler,Slack,&Walton,2011;Freytaget
al,2012;Gorla&Mei,2010).Whilesomeoutsourcingarrangementshaveattainedtheanticipated
outcomes without major problems, others have not, which has led organizations to evaluate the
outsourcingproblemsencounteredandre-evaluatetheirsourcingstrategies.

Recentorganizationalsourcingstrategyre-evaluationhasresultedinoneinfourorganizations
bringingtheirpreviouslyoutsourcedIToperationsbackin-housetoregaincontroloverthemanagement
ofthoseservices,regaincontrolofcosts,andimproveemployeeoutcomes(Bhagwatwar,Hackney,
&Desouza,2011;Freytagetal.,2012).ITbacksourcingistheprocessofbringingIToperations,
previously performed by an outside vendor, back in-house with the goal of rebuilding internal
capabilities (Veltri, Saunders, & Kavan, 2008; Whitten & Leidner, 2006). This backsourcing is
becomingacontinuingtrendinorganizationsthathaveoutsourcedtheirproductsandservices.

ITbacksourcingisachangeinITbusinessoperationsduringtimesoforganizationalchangewhere
policies,procedures,culture,andvaluesoftenshiftresultinginpooralignmentandstructuretoinclude
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diminishedemployeeoutcomessuchasreducedjobsatisfactionandretentionlevels(Bellou,2007).
Additionally,withthebacksourcedITchanges,theITmanagementfunctiontransitionsfrommanaging
outsourcingcontracts,tomanagingtheinternalbusinessofIT.Thebacksourcedmanagementfocus
requireseffectiveleadershipcommunicationskillsbecausepoorleadershipcommunicationsduring
timesofchangecanresultindiminishedemployeeoutcomessuchaslowerlevelsofjobsatisfaction
andretention(Homburg,Klarmann,&Staritz,2012).

Leadership communications using Sullivan’s (1988) motivating language framework is an
organizational tool that can improve the impact of strategic leader language on many employee
outcomestoincludejobsatisfactionandretention(Mayfield,2009).Becauseemployeeswhoprovide
ITservicesandsupportareintegraltoanorganization’sperformanceandproductivity,thepotential
lossoftheseemployeescanhaveharmfuleffectsonanorganization’soverallsuccess(Premalatha,
2011).Therefore,retainingITemployeesduringandafterabacksourcingtransitionisanimportant
determinantofbacksourcingsuccess,andunderstandingleadershipcommunicationsusingmotivating
languageisimportant.

Thepurposeofthisresearchstudyistoinvestigatewhetheremployeejobsatisfactionteststhe
relationshipbetweenasupervisor’suseofmotivatinglanguageandanITemployee’sintenttostay
withanorganizationduringaperiodinwhichITbacksourcingisoccurring.Giventhegapinthe
bodyofknowledgeandresearchexaminingthehuman-sideofbacksourcing,thisresearchprovides
anunderstandingoftheleadingcommunicationsskillsneededinthebacksourcingchangeprocess,
andstrategiestoincreasebacksourcedemployeejobsatisfactionlevels.

Numerous studies have been done on the relationships between the variables of leadership
communications,jobsatisfaction,andintenttostayinvaryingenvironmentsandscenarios(Bartels,
Douwes,DeJong,&Pruyn,2006;Bellou,2007;Homburg,Klarmann,&Staritz,2012;Mayfield
&Mayfield,2002,2006,2007,2009;Premalatha,2011).However,backsourcingisarelativelynew
phenomenonwherethereisminimalinformationabouthowtoaccomplishtheprocesssuccessfully
(Garske,2010;Kotlarsky&Bognar,2012).Researchonbacksourcinghasfocusedprimarilyonthe
businessandfinancialfactorsthatinfluenceanorganization’sdecisiontobringITservicesandsupport
backin-house(Bhagwatwar,Hackney,&Desouza,2011;Kern&Willcocks,2001;McLaughlin&
Peppard,2006;Veltri,Saunders,&Kavan,2008;Wong&Jaya,2008).Furthermore,understanding
whatdeterminesanorganization’ssourcingdecisionsinfavorofbacksourcingiscurrentlybeing
discussedintheliterature(Richmond&Carton,2010;Whitten,Chakrabarty,&Wakefield,2010;
Whitten&Wakefield,2006).Finally,backsourcingflexibilityvalue(Benaroch,Webster,&Kazaz,
2011),andbacksourcingknowledgere-integration(Bhagwatwar,Hackney,&Desouza,2011)are
additionaltopicscurrentlyunderdiscussionintheliteratureastheyrelatetobacksourcingprocesses
andstrategies.Minimalresearchthatexaminesthehuman-sideofbacksourcingexistsintheliterature;
therefore,agapremains.

Understandinghowasupervisor’suseofmotivatinglanguageinanorganizationduringandafter
abacksourcingeventisarelevanttopicofdiscussiongiventheimpactofsourcingpolicychangeon
ITemployeesatisfactionandretention(Majovski,2007;Sarros,Luca,Densten,&Santora,2014).
Additionally,maintainingaskilledITstaffiscriticaltoorganizationalsuccessduringorganizational
change(Kotlarsky&Bognar,2012).LongeneckerandScazzero(2003)argued,“Anorganization’s
survivalmaybeatstakeandcouldhingeonitsabilitytoeffectivelymanagetheissuesassociated
withturnoverandretentionofitsITmanagers”(p.64).Bhagwatwar,Hackney,andDesouza(2011)
supported the study’s relevance by indicating the need for further research to understand how
backsourcingdecisionsaffectthejobsatisfactionofITemployees.

Sullivan’s (1988)motivating languageframework,which includes threespeech typesused
to influence employeeoutcomes, is thebasis for this research.The threemotivating language
speech types are direction-giving, empathetic, and meaning-making, as demonstrated through
communications such as defining tasks and giving direction, providing emotional compassion
andsupport,anddefiningculturalaspectsbywayofstoriesandsymbolismrespectively.Inthis
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study,themotivatinglanguageframeworkwasusedtoshowtheimpactofsupervisor’seffective
useofmotivatinglanguageimpartontheITworkforceduringbacksourcing.Inthisbacksourcing
context,ifITmanagementusestherightwords,attherighttime,theycanoptimizeoutcomesin
employeejobsatisfactionandretention(Mayfield,2009).

Pastresearchonbacksourcinghasfocusedprimarilyonthebusinessandfinancialfactorsthat
influenceanorganization’sdecisiontobringITservicesandsupportbackin-house(Benarochet
al.,2010;Bhagwatwar,Hackney,&Desouza,2011;Freytagetal,2012;Kotlarsky&Bognar,2012;
McLaughlin&Peppard,2006;Veltri,Saunders,&Kavan,2008;Wong&Jaya,2008).There is
minimalresearchexaminingthehuman-sideofbacksourcingintheliterature.Bhagwatwar,Hackney,
andDesouza(2011)supportedthestudy’srelevancebyindicatingtheneedforfurtherresearchto
understandhowbacksourcingdecisions affect the job satisfactionof employeeswhoprovide IT
servicesandsupport.

THEoRETICAL FRAMEwoRK

Thisstudyexaminedthemediatingeffectofemployeejobsatisfactionontherelationshipbetween
asupervisor’suseofmotivatinglanguageandanITemployee’sintenttostaywithanorganization
duringandafterabacksourcingtransition.Multipletheoreticalframeworksguidethisstudy:motivating
languagetheory(Sullivan,1988),leader-memberexchange(LMX)theory(Dansereauetal.,1975),
Herzberg’s(1959)two-factortheory,andPriceandMueller’s(1981)theoryofemployeeturnover.

Sullivan’s(1988)motivatinglanguagetheoryguidestheanalysisofthesupervisormotivating
languageconstruct,whichisaformofstrategicverbalcommunicationsthatconsistsofthreemain
typesofcommunicationbetweenthesupervisorandemployee.Thefirstspeechtypeisdirection-
giving language,whichreducesuncertainty throughgoalsetting,managementbyobjectives,
andvisionsharing.Thesecondspeechtype,empathetic language,expressescompassionand
respect for employees through praise and positive validation of emotions. Finally, the third
speechtype,meaning-makinglanguage,providesclarificationoforganizationalculturalnorms
oftenthroughsubtleorsymbolicmeanssuchasritualsorstories.Motivationallanguagetheory
offersthatleaderscanaffectsubordinates’workperformancethrougheffectiveuseofeachof
thethreespeechtypes(Mayfield,Mayfield,&Kopf,1998).Motivationallanguageisanatural
extensionofmoderntheoriesonleadershipandresearchonturnover.Forexample,LMXtheory
assertsthatemployeebehaviors,includingretention,substantiallyaffecttherelationalquality
ofsupervisor-employeedyads(Graen&Scandura,1987).

LMXfocusesonthedyadicrelationshipbetweenleadersandsubordinates(Dansereauetal.,1975).
Itsuggeststhataleaderdevelopanindividualizedrelationshipwithsubordinatesthrougheffective
behaviors(Graen&Uhl-Bien,1995).FindingsfromLMXresearchidentifiedpositiveoutcomesfrom
effectiveleadershipcommunicationstraining(Graenetal.,1982;Graen&Scandura,1987;Graenet
al.,1986).Moreover,previousmotivatinglanguageresearchfoundthatleadercommunicationshave
asignificanteffectonemployeejobsatisfaction(Mayfield&Mayfield2007;Sarros,Luca,Densten,
&Santora,2014).LMXisoneofthemostvalidleadershiptheoriestodayonleaderbehaviorandis
congruentwithmotivatinglanguagetheory(Mayfield&Mayfield,2009;Miner,2005).Motivating
languagetheoryfocusesspecificallyonthespeechactsofleader-to-subordinatecommunications;
yet, findings from Mayfield and Mayfield (2009) provided evidence for the necessity of leader
communicationsandbehaviorcongruencetoaffectpositiveemployeeoutcomes.Thus,leaderswho
demonstratepoorbehaviorcannegategoodleadercommunications,and“goodleadercommunications
cannottakeplacewithoutgoodleader-subordinaterelationships”(Mayfield&Mayfield,2009,p.76).
Therefore,theeffectiveuseofmotivatinglanguagetheorycoupledwithLMXtheorycouldresultin
positiveemployeeoutcomessuchasjobsatisfactionandretention.

MuchofthejobsatisfactionliteraturetracesbacktoHerzberg’s(1959)two-factortheory,which
tiesemployeejobsatisfactiontotwosetsoffactors.Thefirstsetoffactorsismotivatorfactorsthat
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mightincluderecognition,responsibility,andchallengingwork(intrinsicmotivators).Thesecondset
offactorsishygienefactorsthatmightincludebenefits,jobsecurity,andpay(extrinsicmotivators).
Whilethesecondsetoffactorsmaynotcausedirectjobsatisfaction,theirremovalcancauseemployee
jobdissatisfaction.Further,jobsatisfactionisanattitudecloselylinkedtoanemployee’sintentto
leaveorstay(Mayfield,Mayfield,&Kopf,1998).Asjobsatisfactionincreases,anemployee’sintent
tostayalsoincreases(Mayfieldetal.,1998;Price&Mueller,1981).

PriceandMueller’s(1981)theoryofemployeeturnoverguidestheanalysesontheintenttostay
constructandisbasedonPrice’s(1977)synthesisoftheliteratureonemployeeturnoverwithamajor
revision.Thisrevisioninvolvedaddingintenttostayasaninterveningvariablebetweenjobsatisfaction
andturnoverbecauseoftheworkofPorter,andhiscolleagues(Koch&Steers,1978;Porter,Steers,
Mowday,&Boulian,1974;Steers,1977)whoassertedintenttostaywasadimensionofcommitment.
Theaforementionedtheoreticalframeworksguidethestudythatinvestigatesthemediatingeffect
employeejobsatisfactionhasontherelationshipbetweenasupervisor’suseofmotivatinglanguage
andanITemployee’sintenttostaywiththeorganizationinabacksourcedenvironment.

Thepurposeofthestudyistoinvestigatethemediatingeffectofemployeejobsatisfactionona
supervisor’suseofmotivatinglanguageandanemployee’sintenttostaywithanorganizationduringa
periodinwhichITbacksourcingisoccurring.Usingaquantitativeapproach,therelationshipbetween
theindependentvariablesofsupervisormotivatinglanguageandemployeejobsatisfaction,andthe
dependentvariableofemployeeintenttostayisexplored(Trochim,2006).DoesanITemployee’sjob
satisfactionmediatetheeffectofmotivatinglanguageonintenttostayinabacksourcedenvironment?
HerearethehypothesesasshowninFigure1.

Research Question:AnITemployee’sjobsatisfactionsignificantlymediatestherelationshipbetween
motivatinglanguageandintenttostayinabacksourcedenvironment:

H1=Thereisastatisticallysignificantpositiverelationshipbetweenmotivatinglanguageand 
intenttostayinabacksourcedenvironment

Subquestion 1b: Is there a relationship between motivating language and job satisfaction in a
backsourcedenvironment?Thefollowinghypothesespertaintothisquestion:

H1b=Thereisastatisticallysignificantpositiverelationshipbetweenmotivatinglanguageand 
jobsatisfactioninabacksourcedenvironment

Figure 1. Research model
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Subquestion 1c:Istherearelationshipbetweenjobsatisfactionandintenttostayinabacksourced
environment?Thefollowinghypothesespertaintothisquestion:

H1c=Thereisastatisticallysignificantpositiverelationshipbetweenjobsatisfactionandintentto
stayinabacksourcedenvironment

RESEARCH dESIGN ANd METHodoLoGy

Thequantitativedesignapproachisappropriatefortheresearchquestionbecausethepurpose
ofthestudyistofindrelationshipsamongmultiplevariablesandtotestthehypothesesafter
implementationofbacksourcing.Therewillbenomanipulationoftheindependentvariableto
determinethedependentvariable,andasinglesurveyinstrumentwillcollectthedata(Field,
2009;Trochim,2006).Thestudyisbothdescriptiveandinferentialtoexplainhowasupervisor’s
useofmotivatinglanguageduringabacksourcingeventaffectsanemployee’sjobsatisfaction
andintenttostaywiththebacksourcingorganization.

Thefollowingvalidatedsurveyswereused:(1)theMotivatingLanguageReducedScale(Mayfield
& Mayfield, 2007), (2) the Michigan Organizational Assessment Questionnaire Job Satisfaction
Subscale(MOAQ-JSS)(Cammann,Fichman,Jenkins,&Klesh,1983;SurveyResearchCenter,1975),
and(3)theIntenttoStayQuestionnaire(Mayfield&Mayfield,2007).Demographicquestionsarealso
includedaspartofthesurveyinstrumentsothatdescriptivestatisticscanbeobtainedandanalyzed.

Previousresearchhasshownthatjobsatisfactionhadamediatingeffectonrelationshipsbetween
leadershipcommunicationsstrategiesandretention.Becauserecentresearchusesnewerstatistical
methodssuchasbootstrapconfidenceintervalstotestmediatingeffectsinregressionanalysis(Hayes,
2013),thisstudyusedtheHayes’PROCESSmacroforSPSStotestthepotentialmediatingeffect
thatjobsatisfactionhasontherelationshipbetweenmotivatinglanguageandintenttostay.

A single survey instrument collected the data, which consisted of qualifying questions,
demographicquestions,andacompilationofthefourexistingvalidatedsurveyinstrumentsusing
Likert-typescales.Priorstudiesusedthesethreesurveyinstrumentsduetotheirhighvalidityand
reliability(Madlock,2008).Theresearcherfoundtwoinstrumentsinmultipleresearchstudiesthat
measuredasupervisor’suseofmotivatinglanguage:MotivatingLanguageScaleandtheMotivating
LanguageReducedScale.MayfieldandMayfield(2007)developedeachoftheinstruments.The
original instrument, Motivating Language Scale, originally contained 24 items and maintained
acceptablevalidityandreliabilitywhenreducedtosevenitemsintheMotivatingLanguageReduced
scale.Theresearcherchosethereducedscaleforuseinthecurrentstudybecauseofitshighvalidity
andreliability,easeofuseandunderstanding,andbrevity.Thereweremultipleinstrumentsidentified
intheliteraturethatmeasurejobsatisfaction;however,theresearcherselectedtheMOAQ-JSSforuse
inthestudybecauseofitsbrevity,face-validmeasureoftheaffectivecomponentofjobsatisfaction,
andabilitytoassessglobaljobsatisfaction.Severalpopularjobsatisfactionscalesexaminedwere
lengthy;however,theMOAQ-JSSisshortwithonlythreeitems.TheJobDescriptionIndex(JDI)
(Smith,Kendall,&Hulin,1969)contains72 items.The longandshort formsof theMinnesota
SatisfactionQuestionnaire(MSQ)(Weiss,Dawis,England,&Lofquist,1967)have100and20items,
respectively.Often,thedefinitionofjobsatisfactionhasanaffectivecomponent;however,manyjob
satisfactionscalesfailtomeasureit(Bowling&Hammond,2008).TheMOAQ-JSSreliablymeasures
theaffectivecomponentofjobsatisfaction.Finally,theMOAQ-SSmeasuresjobsatisfactionona
globalscale,whileothers,suchastheJDI,measurespecificfacetsofjobsatisfaction.Thisstudywas
interestedintheglobalmeasurementofjobsatisfaction.Forthesereasons,theresearcherselectedthe
MOAQ-JSSforuseinthisstudytomeasurejobsatisfaction.Thisstudyfocusedonanemployee’s
intent to staybecause it is thepositive anddesired result of retention strategies.The researcher
selectedtheIntenttoStayQuestionnaire(Mayfield&Mayfield,2007)foruseinthecurrentstudy
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becauseofitsabilitytotestthepositiveaffectofretention,highvalidityandreliability,easeofuse
andunderstanding,andbrevity.

Eachof thesurvey instrumentsusedLikert-typescales.Thefour instrumentsusedwerenot
modifiedandmetChurchill’s(1979)validityandreliabilityrequirements;therefore,apre-test,field-
test,andpost-testwasnotrequired(Field,2009).Table1providesasummaryofthereliabilityof
eachofthepre-validatedsurveysusedinthisstudy.

PoPULATIoN ANd SAMPLE

Thetargetpopulationconsistedofapproximately600,000ITemployeesintheU.S.(Bureauof
LaborStatistics,2014).Thesampleframeconsistedofapproximately1,200ITemployeeswho
weremembersof theSurveyMonkeyAudiencewhoself-reportedasbeingITprofessionals.
Asmanyasoneinfourorganizationsbroughtpreviouslyoutsourcedoperationsbackin-house
(Bhagwatwar,Hackney,&Desouza,2011).Also,70%ofrespondentstoasurveyconductedby
DeloitteConsultingin2005indicatedanegativeexperiencewithoutsourcing(Samuels,2005).
Withapproximately600,000 ITemployees in theU.S. (BureauofLaborStatistics,2014), it
wasassumedthatasubstantialnumberofITemployeeshadexperiencedanITbacksourcing
eventwithinthepastfiveyears.Therefore,theresearcherassumedthatthesamplecamefrom
atotalpopulationequaltoapproximately600,000ITemployees.Furthermore,theresearcher
anticipated achieving a minimum sample size of 107 respondents from the sample frame of
approximately1200SurveyMonkeyAudiencememberswhometthesurvey’sselectioncriteria.
Finally, theselectionproceduresandsamplesizewere inkeepingwith thoseused insimilar
studiesinvestigatingmotivatinglanguage,jobsatisfaction,andintenttostayvariables(Freytag
etal,2012;Kanwar,Singh,&Kodwani,2012;Kennedy,Holt,Ward,&Rehg,2002;Khan&
Lacity,2012;Madlock,2013;Mayfield&Mayfield,2002,2004,2006,2007,2010,2012).Using
Cohen’s(1988)criteriaof.8levelofpower,anexpectedmediumeffect(r=.30),andhaving
multiplepredictorssuchasinthisstudy,theminimumrecommendedsamplesizeis70.TheFaul,
Erdfelder,Buchner,andLang(2009)G*Powerstatisticalanalysistoolversion3.1.7wasusedto
performapoweranalysisgivenamediumeffectsizeofp=.15,α=.05,andβ=.95,withtwo
predictorvariables,whichresultedinarecommendedsamplesizeof107.Field(2009)argued
thatthelargerthesample,thebetter,andthesamplesizecalculatedusingG*Powerislarger
thanCohen’s(1988)recommendation;therefore,thetotalsamplesizeof107participantswas
appropriatefortheresearchquestion.Withthissamplesize,itisexpectedthatasufficientlyrobust
analysiscouldachievethenecessaryresultsforaωof.3,α=0.05,and1-β=0.8(Tabachnick
&Fidell,2013).Thepoolofrespondentswasrandomlysampled.

Thethreeinstrumentsconstitutedthesinglesurveyinstrumentusedinthecurrentstudymet
Churchill’s(1979)validityandreliabilityrecommendations,whichincludedvalidityandreliability
scoresaboveorequalto0.74,andunmodifiedinstrumentsusedintheirentirety;therefore,apre-test,
field-test,andpost-testwasnotrequired(Field,2009).However,theresearcherconductedapre-test
withasmallgroupofparticipantsnotincludedinthestudytoensuresurveyinstrumentfunctionality,
clarity,andcomprehension.

Table 1. Instrument reliability summary

Scale Name Number of Items Cronbach’s Alpha

MotivatingLanguageReducedScale 9 0.72-0.94

MOAQ-JSS 3 0.77

IntenttoStayQuestionnaire 7 0.77/0.66
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dATA ANALySIS

Becausetheresearcherusedmultiplelinearregressionanalysistoanalyzemultiplepredictorvariables
ontheoutcomevariable,severalassumptionsrequiredinvestigation(Field,2009).Theseassumptions
included checking the data for normality, linearity, and homoscedasticity. The researcher used
descriptivestatisticstoassessunivariatenormalityofthedatausingSPSStoobtaintheskewness
andkurtosisindicesforthemotivatinglanguageforlargesamplesizes(over100cases),theabsolute
valueof2.58shouldbeused.AsshowninTable2,negativeskewwasevidentinpositiveintentto
stay,motivatinglanguage,andjobsatisfaction.Theresearcherperformedtransformationsoneachof
thevariablesusingTempleton’s(2011)Two-Stepapproachfortransformingcontinuousvariablesto
normality.Theresearcherusedthetransformedvariablesinsubsequentanalysesbecausetheskew
indicesofthetransformeddatafellbelow1.96.

Multicollinearitywasnotanissueintheindependentvariables.Plotsoftheregressionstandardized
regressionshowedthattherelationshipswerenotcurvilinear.

MEdIATIoN TESTING

Mediation“equatestotherelationshipbetweentwovariablesbeing‘explained’byathird”(Field,2013,
p.419).Thisstudyinvestigatedthemediatingeffectofemployeejobsatisfactionontherelationship
betweensupervisormotivating languageandemployee intent tostaywithanorganizationwhere
backsourcingisoccurring.TheresearchertestedmediationusingtheHayes’PROCESSmacrofor
SPSS(Hayes,2013)toassessthesizeoftheindirecteffectandconfidenceintervalofmotivating
languageandintenttostaythroughjobsatisfaction.Asmalleffectisapproximately.01,amedium
effectisapproximately.09,andalargeeffectisapproximately.25(Field,2013).Inthisstudy,there
wasasignificantindirecteffectofmotivatinglanguageonintenttostaythroughjobsatisfaction,b=
0.135,BCaCI[0.042,0.237].Thisrepresentedamediumeffect,k2 =.135,95%BCaCI[.042,.237].
Figure2providesamodelofmotivatinglanguageasapredictorofintenttostaymediatedbyjob
satisfaction.TheconfidenceintervalfortheindirecteffectisabootstrappedCIbasedon1000samples.

Multivariateanalysisofcovarianceanalysisfurtherassessedthesample’sgeneralizabilityby
testing fordifferencesbetweenanysampledemographiccharacteristicandmodelvariables.The
testswerenotsignificantatthe.05level;thus,indicatingthatITemployeedemographicsdidnot
influencevariablescores.

dETAILS oF ANALySIS ANd RESULTS

A multiple linear regression using the hierarchical regression method was conducted on the
independentvariables(motivatinglanguageandjobsatisfaction)andthedependentvariable(intent
tostay)totestthehypotheses.Table3providesacorrelationmatrixbetweenthevariables.Both
motivatinglanguageandjobsatisfactionsignificantlyandpositivelycorrelatedwithintenttostay.The
correlationbetweenmotivatinglanguageandintenttostaywasr=.503,p<.001.Thecorrelation

Table 2. Skewness and Kurtosis initial analysis for the study variables (N = 105)

Variable Skewness Skewness 
z-Score Kurtosis Kurtosis 

z-Score

PositiveIntenttoStay(P_ITS) -.634 -2.69 -.136 -.31

MotivatingLanguage(ML) -.576 -2.44 -.518 -1.17

JobSatisfaction(JS) .677 2.87 -.237 -1.00

Note. SE for skewness = .236. SE for kurtosis = .467.
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betweenjobsatisfactionandintenttostaywasr=.579,p<.001.Inaddition,therewasasignificant
andpositivecorrelationbetweenmotivatinglanguageandjobsatisfactionwithr=.284,p=.002.
Thesesignificantcorrelationsindicatedthatbothmotivatinglanguageandjobsatisfactionsignificantly
andpositivelypredictedintenttostay.Asmotivatinglanguageincreased,bothjobsatisfactionand
intenttostayincreased.Thecorrelationsdidnotindicatemulticollinearitybecausethecorrelations
werenotsubstantial(r>.9)betweenthepredictors(Field,2009).

HIERARCHICAL REGRESSIoN ANALySIS

Multiplelinearregressionwasconductedusingthehierarchicalregressionmethodonamodelto
evaluatetherelationshipbetweenpredictorvariables(motivatinglanguageandjobsatisfaction)and
theoutcomevariable(intenttostay).Also,theresearchertestedthemodeltoexaminewhetherjob
satisfactionhadamediatingeffectontherelationshipbetweenmotivatinglanguageandintenttostay.
Theindividualcontributionofeachvariabletointenttostayineachstepoftheregressionmodelis
showninTable4.Thefirststepofthehierarchicalregressionanalysisincludedaddingmotivating
languageonlytothemodel.Thehypothesisforthefirststepofthehierarchicalregressionanalysis
wasasfollows:H01=Thereisastatisticallysignificantrelationshipbetweenmotivatinglanguageand
intenttostayinabacksourcedenvironment.Theresultsofthefirststepofthehierarchicalregression
analysisindicatedthatmotivatinglanguageaccountedfor25.3%ofthevarianceinintenttostaywith
R2=.253,F(1,103)=34.911,p<.001.TheadjustedR2describeshowwellamodelgeneralizesto
apopulation.IftheR2andadjustedR2aresimilar;theygeneralizetothepopulationandhavegood
cross-validity(Field,2009).Forthisstepoftheregression,theadjustedR2=.246,whichwassimilar
totheobservedR2(.253)indicatingthatthemodelinthefirststepcouldgeneralizetothepopulation
withgoodcross-validity.Formotivatinglanguage,b=0.40indicatedthatastheuseofmotivating
languageincreased,intenttostayincreasedby0.40levels.Formotivatinglanguage,β=.50,which
indicatedthatasmotivatinglanguageincreasedbyoneSD(1.02),intenttostayincreasedby.51

Figure 2. Mediation model

Table 3. Correlation Matrix (N = 105)

Variables 1 2 3

1.IntenttoStay -

2.MotivatingLanguage .503** -

3.JobSatisfaction .579** .284* -

Note: *p < .01, **p <.001



Journal of Global Information Management
Volume 27 • Issue 3 • July-September 2019

9

SDs.Motivatinglanguagesignificantlyandpositivelypredictedintenttostay,β=.503,t(103)=
5.91,p<.001.Basedonthesefindings,theresearcheracceptedhypothesisH01.Table4provides
theindividualcontributionofmotivatinglanguagetointenttostayinthefirststepofthehierarchical
regressionanalysis.

Thesecondstepof thehierarchical regressionmodeladded jobsatisfaction to themodel to
determinefirst,iftherewasasignificantrelationshipbetweenmotivatinglanguageandjobsatisfaction,
andsecond,whetherR2wassignificantlyincreasedbyitsadditiontothemodel.Thereweretwo
hypothesesforthesecondstep.Thefirsthypothesisforthesecondstepoftheregressionanalysis
wasasfollows.H01b=Thereisastatisticallysignificantrelationshipbetweenmotivatinglanguage
andjobsatisfactioninabacksourcedenvironment.Theresearcherperformedasimpleregression
totesttherelationshipbetweenmotivatinglanguageandjobsatisfaction.Theresultsindicatedthat
motivatinglanguagewassignificantlyandpositivelyrelatedtojobsatisfaction,withr=.284,p=
.002.Formotivatinglanguage,b=0.242,whichindicatedthatastheuseofmotivatinglanguage
increased,intenttostayincreasedby0.242levels.Formotivatinglanguage,β=.284,whichindicated
thatasmotivating language increasedbyoneSD(1.02), jobsatisfaction increasedby0.30SDs.
Motivatinglanguagesignificantlyandpositivelypredictedjobsatisfaction,β=.284,t(103)=3.001,
p=.003.Basedonthesefindings,theresearcheracceptedhypothesisH01b.Thesecondhypothesis
forthesecondstepoftheregressionanalysiswasasfollows:H01c=Thereisastatisticallysignificant
relationshipbetweenjobsatisfactionandintenttostayinabacksourcedenvironment.Theresultsof
thesecondstepofthehierarchicalregressionanalysisindicatedthatbothmotivatinglanguageand
jobsatisfactiontogetheraccountedfor46.1%ofthevarianceinintenttostaywithR2=.461,F(2,
102)=39.228,p<.001.TheR2changeinthemodelduringthesecondstepwas.207indicatingthat
jobsatisfactionaccountedfor20.7%ofthevarianceinintenttostay.Forthisstudy,theadjustedR2
=.450wassimilartotheobservedR2(.461),whichindicatedthatthemodelinthesecondstepcould
generalizetothepopulationwithgoodcross-validity.Jobsatisfactionsignificantlyandpositively
predictedintenttostay,β=.475,t(102)=6.26,p<.001.Thesmallerthesignificanceofthetvalue,
andthelargerthevalueoft,indicatesagreatercontributiontothemodel(Field,2009).Therefore,this
findingindicatedthatjobsatisfaction(t(102)=6.26,p<.001)hadagreatercontributiontointent
tostaythanmotivatinglanguage(t(103)=4.86,p<.001).Basedonthesefindings,theresearcher
acceptedhypothesisH01c.Table4providestheindividualcontributionsofmotivatinglanguageand
jobsatisfactionwithintenttostayinsteptwoofthehierarchicalregressionanalysis.

Theresultingregressionequationfollows:

intenttostayi=b0+b1motivatinglanguagei+b2jobsatisfactioni=.603
+(0.293motivatinglanguagei)+(0.442jobsatisfactioni)

Table 4. Hierarchical linear regression results for the intent to stay model (N =105)

Variable B SE B β Collinearity Statistics

Step1

Constant 2.50 0.25

MotivatingLanguage 0.40 0.07 .50* 1.000 1.000

Step2

Constant 0.60 0.37

MotivatingLanguage 0.29 0.06 .37* .920 1.087

JobSatisfaction 0.44 0.07 .48* .920 1.087

Note: R2 = .25 for Step 1, ΔR2 = .21 for Step 2 (p < .001). * p < .001.
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The overarching research question in the study was as follows. Does an IT employee’s job
satisfactionmediatetheeffectofmotivatinglanguageonintenttostayinabacksourcedenvironment?
Thefollowinghypothesispertainedtotheresearchquestion.

H10 = An IT employee’s job satisfaction significantly mediates the relationship between
motivatinglanguageandintenttostayinabacksourcedenvironment.Therearefourconditionsthat
indicatemediationisoccurring:(1)thepredictorvariablesignificantlypredictstheoutcomevariable,
(2)thepredictorvariablesignificantlypredictsthemediator,(3)themediatorsignificantlypredicts
the outcome variable, and (4) the predictor variable predicts the outcome variable less strongly
inthesubsequentstepsofthehierarchicalregressionmodelthaninpriorsteps(Field,2013).The
resultsofsub-hypothesesH01,H01a,andH01bmeteachoftheconditionsindicatingamediating
effectoccurredintheresearchmodel;therefore,theresearcherconductedmediationtestingusingthe
Hayes’PROCESSmacroforSPSS(Hayes,2013).TheseresultsindicatethatanITemployee’sjob
satisfactionsignificantlymediatedtheeffectofmotivatinglanguageonintenttostayinabacksourced
environment,b=0.14,95%CI[0.042,0.24].Inaddition,motivatinglanguagesignificantlypredicted
jobsatisfaction,b=0.24,p=.003;jobsatisfactionsignificantlypredictedintenttostay,b=0.58,p<
.001;andmotivatinglanguagesignificantlypredictedintenttostay,b=0.29,p<.001.Furthermore,
jobsatisfactionhadamediumeffect(14%)ontherelationshipbetweenmotivatinglanguageand
intenttostay,k2=.135,95%BCaCI[.042,.238].

dISCUSSIoN oF THE RESULTS

Thefirststageoftheregressionanalysisbeganbyincludingonlymotivatinglanguageinthemodel.
Thesignificanceofthebivariaterelationshipbetweenintenttostayandmotivatinglanguagewas
assessedattheendofstep1,F(1,103)=34.91,p<.001.Thebivariatecorrelationwas.50,accounting
for25%ofthevariance.Motivatinglanguagesignificantlyandpositivelypredictedintenttostay,
β=.503,t(103)=5.91,p<.001.Theseresultsindicatedthatasmotivatinglanguageincreased
byoneSD(1.02),intenttostayincreasedby.51SDs.Thederivedmetricsforstep1translateas
follows:Forevery10%increaseinasupervisor’suseofmotivatinglanguage,anemployee’sintent
tostayincreasesby5.1%.Inaddition,theadjustedR2(.246)wassimilartotheobservedR2(.253),
whichindicatedthatthemodelinstep1couldgeneralizetothepopulationwithgoodcross-validity.
Because theresultsofstep1of theregressionanalysisweresignificant, the researcheraccepted
hypothesisH01andexploredH01cthatproposedasignificantrelationshipbetweenjobsatisfaction
andintent tostayinabacksourcedenvironment.Thesecondstageof thehierarchicalregression
analysisaddedjobsatisfactiontothemodeltodeterminewhetherR2significantlyincreased.After
step2,withbothmotivatinglanguageandjobsatisfactionintheequation,F(1,102)=43.55,p
<.001,R=.68andR2=.46,theincrementsinR2ateachsteparesr2

motivatinglanguage=.25,p<.001,
andsr2

jobsatisfaction=.21,p<.001.Motivatinglanguageandjobsatisfactiontogethersignificantlyand
positivelypredictedintenttostay,β=.475,t(102)=6.26,p<.001.Theseresultsindicatedthatboth
motivatinglanguageandjobsatisfactiontogetheraccountedfor46%ofthevarianceinintenttostay,
withmotivatinglanguageaccountingfor25%ofthevarianceandjobsatisfactionaccountingfor21%
ofthevariance.Theadditionofjobsatisfactiontothemodelinstep2wassignificantbecausethe
Fvalueof39.23exceededthecriticalFwith1and102df;therefore,jobsatisfactionwasmakinga
significantcontributiontotheequationinstep2.Forthisstudy,theadjustedR2=.450wassimilar
totheobservedR2(.461),whichindicatedthatthemodelinthesecondstagecouldgeneralizetothe
populationwithgoodcross-validity.Basedon thesefindings, theresearcheracceptedhypothesis
H01candexploredthehypothesis:H01bthatthereisasignificantrelationshipbetweenmotivating
languageandjobsatisfactioninabacksourcedenvironment.Simpleregressionanalysistotestthe
relationshipbetweenmotivatinglanguageandjobsatisfactionwasperformed.Theresultsindicated
thatmotivatinglanguagewassignificantlyandpositivelyrelatedtojobsatisfaction,withr=.284,
p=.002.Formotivatinglanguage,b=0.242,whichindicatedastheuseofmotivatinglanguage



Journal of Global Information Management
Volume 27 • Issue 3 • July-September 2019

11

increased,intenttostayincreasedby0.242levels.Motivatinglanguagesignificantlyandpositively
predictedjobsatisfaction,β=.284,t(103)=3.001,p=.003.Formotivatinglanguage,β=.284,
whichindicatedthatasmotivatinglanguageincreasedbyoneSD(1.02),jobsatisfactionincreased
by0.30SDs.Thederivedmetricstranslateasfollows:Forevery10%increaseinasupervisor’suse
ofmotivatinglanguage,anemployee’sjobsatisfactionincreasesby3%.Basedonthesefindings,the
researcheracceptedhypothesisH01b.

Afterstep1,withmotivatinglanguageintheequation,R2=.25,F(1,103)=34.91,p<.001,
andafterstep2,withjobsatisfactionaddedtotheequation,R2=.461,F(2,102)=43.55,p<.001
theadditionofjobsatisfactiontotheequationresultedinasignificantincrementinR2.Thispattern
ofresultsindicatedthatmotivatinglanguageaccountedfor25%ofthevariabilityinanemployee’s
intenttostaywithanorganizationduringatimewhenbacksourcingisoccurring,andjobsatisfaction
accountedforanadditional21%ofthevariability.Table5providesthecorrelationsbetweenvariables,
theunstandardizedregressioncoefficients(B),theintercept,thestandardizedregressioncoefficients
(β),thesemi-partialcorrelations(sri

2),R,R2,andadjustedR2afterentryofbothvariablesintothe
model.At theendof each step,Rwas significantlydifferent fromzero.After step2,withboth
independentvariablesintheequation,R2=.461with95%confidencelimitsfrom.30to.58,F(1,
102)=43.55,p<.001.TheadjustedR2valueof.450indicatedthatmotivatinglanguageandjob
satisfactioncombinedpredictedmorethan45%ofthevariabilityinintenttostay.

Asimpleregressionwasperformedwithjobsatisfactionastheonlyindependentvariableand
intenttostayasthedependentvariable,R2=.34,F(1,103)=52.06,p<.00.Thisindicatedthat
14%ofthevariabilitywasunaccountedforbetweenthesimpleregressionmodelwithjobsatisfaction
alone, and thehierarchical regressionmodelwithbothmotivating language and job satisfaction
combined.Thestudyresultssuggestedmediationinthemodelsincetheconditionsformediation
wereindicatedintheresultsofsub-hypothesesH01,H01b,andH01c.Thus,mediationtestingusingthe
Hayes’PROCESSmacroforSPSS(Hayes,2013)addressedtheomnibusquestionforthisstudy:H01
whereanITemployee’sjobsatisfactionsignificantlymediatestherelationshipbetweenmotivating
languageandintenttostayinabacksourcedenvironment.

The researcher tested mediation in the model using the Hayes’ PROCESS macro for SPSS
(Hayes,2013)toassessthesizeoftheindirecteffectandconfidenceintervalofmotivatinglanguage
andintenttostaythroughjobsatisfaction.Asmalleffectisapproximately.01,amediumeffectis
approximately.09,andalargeeffectisapproximately.25(Field,2013).Inthisstudy,therewasa
significantindirecteffectofmotivatinglanguageonintenttostaythroughjobsatisfaction,b=0.135,
BCaCI[0.042,0.237].Thisrepresentedamediumeffect,k2 =.135(14%),95%BCaCI[.042,.237].

The derived metrics for the final model translate as follows: when considering the indirect
effectsofasupervisor’suseofmotivatinglanguageonanITemployee’sactualintenttostayduring
atimewhenbacksourcingisoccurring,thereisanexpected1.4%increaseinintenttostayforevery
10%increaseinmotivatinglanguageuse.Totaleffectsshowanapproximate4.3%increaseinanIT

Table 5. Hierarchical regression of motivating language variables on intent to stay (N = 105)

Variables Intent to 
Stay

Motivating 
Language

Job 
Satisfaction B SE B β sr2

(incr.)

MotivatingLanguage .50 .293 .060* .368 .25*

JobSatisfaction .58 .28 .442 .071* .475 .21*

Intercept .603 .371

M 3.9 3.6 5.1

SD .82 1.0 .87

R2 = .461, ΔR2 = .450*, R = .679, *p < .001
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employee’sintenttostaywithanorganizationwhenbacksourcingisoccurringforevery10%increase
inasupervisor’suseofmotivatinglanguage.Table6presentsthedirect,indirect,andtotaleffects.

IMPLICATIoNS oF THE STUdy RESULTS

Theoverreachingresearchquestionasked,“DoesanITemployee’sjobsatisfactionmediatetheeffect
ofmotivatinglanguageonintenttostayinabacksourcedenvironment?”Thisstudycontributesto
thetheoryofmotivatinglanguageandexpandstheresearchtoITemployeeswhohaveexperienced
ITbacksourcing.Theresultsfromthisstudyremainconsistentwithpreviousliterature(Mayfield&
Mayfield,2007,2009)findingasignificantandpositiverelationshipbetweenmotivatinglanguage
andintenttostay,withjobsatisfactionpartiallymediatingthisrelationship.Asanticipatedbythe
studyhypotheses,althoughthereisasignificantrelationshipbetweenmotivatinglanguageandintent
tostay,thelinkbetweenthetwoisnotdirect.Jobsatisfactionpartiallymediatestherelationship.

Thisstudysuggeststhatmotivatinglanguage,asitrelatestoanemployee’sintenttostayatan
organizationwherebacksourcingisoccurring,operatesthroughjobsatisfaction.Theresultsappearto
beconsistentwithSullivan’s(1988)originalconceptualizationofmotivatinglanguageashavingan
attitudinalimpactonemployeebehaviorsthroughapathbetweenleaderlanguageuseandachange
inemployeeattitudes.ThismeansthatthechangeinanITemployee’sintenttostay(behavior)with
anorganizationwherebacksourcingisoccurringhappensthroughapathbetweenleaderlanguage
use (motivating language) and a change in the IT employee’s job satisfaction (attitude). These
findingsarealsoconsistentwiththefindingsinMayfieldandMayfield(2009),whichrevealedthat
motivating languageoperated throughachange inemployee jobsatisfaction toaffectadifferent
employeeoutcome,absenteeism.However,MayfieldandMayfield’s(2009)resultsindicatedthat
therelationshipbetweenmotivatinglanguageandtheemployeeoutcome,absenteeism,wasfully
mediatedbyjobsatisfaction.

Fromabroad,practicalviewpoint,asupervisor’suseofmotivatinglanguagehasasignificantand
mediatinglinktoanITemployee’sintenttostayatanorganizationwhenbacksourcingisoccurring.The
resultsofthisstudyindicatethatforevery10%increaseinasupervisor’smotivatinglanguageuse,one
canexpecttoseea4.3%totalincreaseinanITemployee’sintenttostaywithanorganizationduring
atimewhenbacksourcingisoccurring.Accordingly,onecanpredictthatevensmallimprovements
inasupervisor’suseofmotivatinglanguagewillhaveapositiveandappreciableimpactonanIT
employee’sintenttostayduringatimewhenbacksourcingisoccurring.Thisfindingisconsistent
withthefindingsofMayfieldandMayfield(2007)whereevery10%increaseinmotivatinglanguage
useresultedina5%increaseinaworker’sintenttostay.

Whenexaminingonlymotivatinglanguage’srelationshipwithintenttostay,resultsindicatedforevery
10%increaseinasupervisor’suseofmotivatinglanguage,onecanexpecta3%increaseinanITemployee’s
intenttostay.Theresultsfurtherindicatethatjobsatisfactionindirectlyaffectstherelationshipbetween
motivatinglanguageandintenttostayby14%,whichisamediumeffectaccordingtoField(2013).Therefore,
jobsatisfactionaccountsfor14%oftheeffectontherelationshipbetweenasupervisor’suseofmotivating
languageandanITemployee’sintenttostaywithanorganizationwhenbacksourcingisoccurring.

Table 6. Direct, indirect, and total effects between variables (N = 105)

Variable Direct Effects Indirect Effects Total Effects

MotivatingLanguagetoIntenttoStay .29** .14 .43

MotivatingLanguagetoJobSatisfaction .24* N/A .24

JobSatisfactiontoIntenttoSay .58** N/A .58

* p < .01, ** p < .001
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Whiletheresultsofthisstudyindicatethatthereisasignificantdirectandindirectrelationship
betweenasupervisor’suseofmotivatinglanguageandanITemployee’sintenttostay,thereisalso
asignificantdirectaffectbetweenasupervisor’smotivatinglanguageuseandanITemployee’sjob
satisfaction.Theresultsindicatethatforevery10%increaseinasupervisor’smotivatinglanguageuse,
onecanexpecttoseea2.4%increaseinanITemployee’sjobsatisfaction.However,jobsatisfaction
appearstohavethelargestdirecteffectonintenttostaybecausetheresultsofthestudyindicatethat
forevery10%increaseinanITemployee’sjobsatisfaction,onecanexpecta5.8%increaseintheir
intenttostaywithanorganizationduringatimewhenbacksourcingisoccurring.Theseresultsare
lowerthanMayfield,Mayfield,andKopf’s(1998)findingsontherelationshipbetweenmotivating
languageuseandworkerjobsatisfaction,whereforevery10%increaseinaleader’suseofmotivating
language,onecouldexpecttoseea7%increaseinworkerjobsatisfaction.

Thisstudyaddstotheinvestigationandunderstandingoftheleader-subordinatecommunications
process.Sullivan’s(1988)originalconceptualizationprovidedastrongfoundationforexamining
employeeoutcomesviaanattitudinalpathbetweenaleader’suseoflanguageandanemployee’s
behavior. This study’s research indicates that a supervisor’s use of motivating language with
IT employees in a backsourced environment operates through employee attitudinal change, job
satisfaction,whichaddstothebodyofknowledge.

Priorresearchhasshownthatmotivating languagesignificantlyandpositivelypredicted job
satisfactionandintenttostayseparately(Mayfield&Mayfield,1998;Mayfield&Mayfield,2007).
Thisstudyindicatesthereisamediatinglinkbetweenmotivatinglanguageandintenttostaythrough
jobsatisfaction;therefore,thisstudyextendstherangeoftherelationshipbetweenmotivatinglanguage
andemployeeoutcomevariables.

Thesefindingsalsoimprovethetheoreticalunderstandingofthepotentialorganizationalvaluethat
asupervisor’suseofmotivatinglanguagehasinabacksourcedenvironment.Byunderstandingthat
anincreaseinasupervisor’suseofmotivatinglanguageincreasesITemployeejobsatisfactionlevels,
which,inturn,increasestheirintenttostaywiththeorganizationduringbacksourcing,ITemployee
retentioncanbebettermanagedandimproved.Fromapractitionerviewpoint,andasdiscussedinthis
study’sbackgroundsection,ITemployeeretentioncontinuestobeacostlyandpervasiveproblemin
organizationstoday,withcostsofITturnoverrangingfrom50to200percentoftheITemployee’s
salary(VonHagel&Miller,2011).Inaddition,thelossofskilledITemployeesismoreexpensive
duetothehighindirectcostsofmissedtechnologicaladvances,lossoftacticknowledge,andproject
delays(Ghapanchi&Aurum,2011).Consequently,theserisksandcostscanbecomeveryapparent
whenorganizationsareundergoingchange.

The retention of IT employees during a change transition, such as backsourcing, may be a
criticalcomponenttoitssuccess;therefore,understandinghowleadershipcommunicationsusing
motivatinglanguagecanaffectandimproveITemployeeoutcomesisimportant.Organizationscan
use theunderstandinggainedfromthefindingsof thisstudyasasignificantresource leading to
recommendationsfororganizationsoneffectivebacksourcingimplementationsandcommunication
strategiesthatmaintainorincreaseanITemployee’sjobsatisfaction;thus,maximizingtheirintentto
stayemployedwiththeorganization.Finally,findingsfromthisstudyidentifyopportunitiestoenhance
leadershipcommunicationstrainingprogramstosupporttheretentionofahigh-performingITstaff
duringabacksourcingtransition,whichultimatelyaffectsthemissionandsuccessoftheorganization.

RECoMMENdATIoNS FoR FURTHER RESEARCH

Theselimitationsdirectthestudy’srecommendationsforfutureresearchtowardmorecredibleand
generalizableresults.Forinstance,thesampleonlyincludedrespondentswhoworkedformedium-
to-large,domestic,for-profitorganizations.Future investigationsofmotivatinglanguageuseina
backsourcedenvironmentmightbebettersuitedusingalongitudinaldesign.Additionally,because
job satisfaction has a significant impact on an IT employee’s intent to stay during a time when
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backsourcingisoccurring,investigatingwhichofthethreemotivatinglanguagespeechtypeshas
agreaterinfluenceonjobsatisfactionduringbacksourcingwouldbevaluable.Finally,researchers
areencouraged to investigateotherorganizationalconstructs thataffect the relationshipbetween
a supervisor’suseofmotiving languageonan ITemployee’s intent to stayduringa timewhen
backsourcing isoccurring.Whilemotivating languageand jobsatisfactionexplained46%of the
variationinanITemployee’sintenttostayduringatimewhenbacksourcingwasoccurring,54%of
thevariationremainsunexplainedinthisstudy.

CoNCLUSIoN

Because motivating language significantly predicted intent to stay, motivating language
significantlypredictedjobsatisfaction,jobsatisfactionsignificantlypredictedintenttostay,and
thepredictivepowerofmotivatinglanguagedecreasedwiththeadditionofjobsatisfactioninto
themodel,thereappearedtobemediationwithinthemodel.Testsformediationonthemodel
indicatedthattherewasasignificant,indirect,mediumeffect(14%)ofmotivatinglanguageon
intenttostaythroughjobsatisfaction.

Theresultsofthisstudyindicatethatforevery10%increaseinmotivatinglanguage,onecan
expecttoseea4.3%increaseinanITemployee’sintenttostaywithanorganizationduringatime
whenbacksourcing isoccurring.Accordingly,evensmall improvements inasupervisor’suseof
motivatinglanguagecanhaveapositiveandappreciableimpactonanITemployee’sintenttostay
duringatimewhenbacksourcingisoccurring.Iftheimplicationsfromthisstudy’sfindingsaretrue,a
leader’sstrategicuseofmotivatinglanguagecanmakesignificantimprovementsinanITemployee’s
jobsatisfactionandretention;therefore,organizationalcommunicationsstrategiesusingmotivating
language,andtheeffectiveuseofleadershipcommunicationstrainingprograms,willbecrucialto
operationalizingthisprocessduringbacksourcing.
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