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Abstract   
This article explores the level of motivating language usage among the leaders in Waqf 
institutions in Malaysia. Due to the identified ineffectiveness of Waqf institutions in handling 
Waqf properties, this study intends to examine the role of workplace communication in 
facilitating the leaders in determining the needed actions, conveying instructions and 
improving employee motivation. The study participants entail 162 full time employees in 
Waqf institutions in all the states throughout Malaysia. The findings reveal a high level of 
Direction-Giving Language and Empathetic Language usage among the leaders in the Waqf 
institutions, with only a moderate level of Meaning-Making Language usage. This paper 
facilitates understanding on the effect of motivational language usage by the leaders on 
management effectiveness.    
Keywords: Waqf, Leader, Communication, Motivating Language, Malaysia. 
 
Introduction 
Leader communication has been identified as one of the most important workplace elements. 
Numerous studies have consistently shown the significant effect of leader communication on 
key organisational outcomes including effectiveness and productivity. Moreover, leader 
communication is also a pre-requisite for a well functioning workplace as a whole (Sharfizie 
et al., 2019a). The motivating language theory (ML) is a comprehensive communication 
framework developed as a communication strategies guideline for improving employee 
outcomes (Sullivan, 1988). Mayfield and Mayfield (2010) categorized motivating language 
into three namely direction-giving language, empathetic language and meaning-making 
language. Scholars have indicated that the usage of these motivating languages can lead to 
positive organisational outcomes (Mayfield & Mayfield, 2007; Mayfield & Mayfield, 2016). 
 
The Motivating Language theory states that the desired outcomes of Motivating Language 
usage can only be achieved when all the three types of languages are used strategically 
(Madlock & Sexton, 2015). However, Sullivan (1988) questioned the meaning of strategic 
usage. In fact, several studies have found that either one of the motivating languages can lead 
to positive outcomes. For instance, Madlock (2013) found that leaders in telecommuting 
often rely on direction-giving language whilst Kock et al. (2019) found that employees in US-
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based companies are positively affected by empathetic language usage. Most existing studies 
on motivating language are in the context of US-based companies (Madlock & Sexton, 2015); 
very few had focused on Malaysian companies especially those in the non-profit sector 
(Sharfizie et al., 2019a). There is yet any significant research on the level of motivating 
language usage among leaders in Waqf institutions in Malaysia and its impact on 
management effectiveness. Thus, the main objective of this study is: 

• To determine the level of Motivating Language (ML) dimension; Direction-Giving 
Language, Empathetic Language and Meaning-Making Language and Management 
Effectiveness in Waqf Institutions in Malaysia. 

 
The research interest in this context is driven by the fact that in the Malay society, language 
is deemed to be reflective of the nation’s level of civilization. The daily conversation among 
Malays is heavily influenced by the Islamic culture and religion (Nafisah, 2015). For the 
Malays, the concept of language is indistinguishable from Islamic values as Islamic teaching is 
a way of life that covers all aspects of the Malay culture (Bakari & Kamaruddin, 2019). Islam 
teaches humility including in one’s manner of talking and this is reflected in the beauty of the 
Malay culture (Hamid & Iman, 2017). This suggests that the Malays generally prefer politeness 
and humbleness when conversing, an attribute that may drive self-motivation. Based on this 
argument, Malaysia is deemed as an apt research setting to better understand the motivating 
language (ML) theory from a different perspective. Basically, there is no studies in a single 
framework have been carried out on the correlation between leader communication and 
Waqf management effectiveness in the context of Malaysia  (Sharfizie et al., 2019b). In fact, 
past studies have also neglected to examine the level of motivating language usage among 
leaders either with a single type or with all three types simultaneously. This adds to the 
plausibility of exploring the usage level of each type of motivating language by leaders and 
their impact on the effectiveness of Waqf institutions in Malaysia.   
 
Methods 
This study utilizes the mono method i.e. the application of quantitative data analysis via self-
administered questionnaires. The census approach is deemed as more appropriate for the 
small population of Waqf officers throughout Malaysia, as the sampling approach would 
result in an out-count of the elements and thus the failure to represent the actual target group 
of respondents (Daniel, 2012). Furthermore, owing to the serious prevalence of management 
ineffectiveness in Waqf institutions in Malaysia, the reliability of this study’s findings is 
expected to be attributed to census rather than sampling. Descriptive analysis is employed 
for analysing the gathered data and obtaining the needed information (Zikmund et al., 2009). 
It also explains the basic features and summarizes the information in a coherent manner. This 
study also employs the Statistical Package for Social Sciences (SPSS) software for analysing 
the frequency, mean and standard deviation on top of the five level mean score scale 
developed by Ungku Norulkamar (2010).  
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Table 1:  
A -5 Level Mean Score Scale 

Mean Level 

1.00 - 2.19 Very Low 

2.20 - 3.39 Low 

3.40 - 4.59 Moderate 

4.60 – 5.79 High 

5.80 – 7.00 Very High 

 
Results 
The results revealed a high level of direction-giving language (DGL) and empathetic language 
(EL) usage based on the 5-point scale with a mean range of between 4.60 and 5.79 (Ungku 
Norulkamar, 2010). Meanwhile, meaning-making language (MML) usage is revealed to be 
moderate based on the 5-point scale with a mean range of between 3.40 and 4.59 (Ungku 
Norulkamar, 2010). Table 2 summarizes the mean and level for each construct. 
 
Table 2:  
The Summarization of Mean for each Construct  

Construct Mean Std. Deviation Level 

Direction Giving-Language (DGL) 
Empathetic Language (EL) 
Meaning-Making Language (MML) 

4.77 
5.23 
4.45 

1.15 
1.09 
1.31 

High 
High 
Moderate 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 1: The Level of Motivating Language Used 
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Discussion/Conclusion 
The results revealed high mean scores for direction-giving language (DGL) and empathetic 
language (EL) i.e. 4.77 and 5.23 respectively, and a moderate mean score for meaning-making 
language (MML) i.e. 4.55. Overall, the results reveal that leaders in Waqf institutions in 
Malaysia practice a high level of motivating language (ML) usage (4.76) and that the 
employees are highly affected by such communication strategies in steering their progress 
towards achieving positive organisational outcomes. Mayfield and Mayfield (2016) defined 
ML as a leader’s oral communication strategy that can lead to positive employee outcomes. 
The high level of motivating language usage in the Waqf institutions could be due to a number 
of factors such as the culture and nature of the work environment in the institutions.  
According to Ansari et al., (2004) leadership in a high contextual culture such as that of 
Malaysia tends to be hierarchical with a need to gradually develop the leader-employee 
relationship. Hofstede (1991 as cited in Ansari et al., 2004) asserted that Malaysia practices a 
collectivism culture i.e. “a situation in which people belong to certain groups or collectivises 
that will look after the members in exchange for their loyalty” (Hofstede & Bond, 1984, p. 
419). This present study reports a high mean score for direction-giving language (DGL) (4.77), 
reflecting a high level of leader-employee trust in the Waqf institutions. Meanwhile, Kolzow 
(2014) indicated that higher employee performance is demonstrated when the leader 
provides direct instructions which lead to the creation of a high level of trust within the 
organization. This study reveals that an effective leader gives out clear directions and 
organisational workflows as well as distinct expectations out of each employee. Clear 
descriptions of employee responsibilities are also important to prevent role ambiguities as 
well as to drive transparency and accountability. Thus, it is consistent with Sharfizie et al., 
(2019a) that mention clear and concise leader communication enhances organizational 
effectiveness and productivity. Persistent role ambiguities cause employees to interpret their 
responsibilities wrongly, ultimately leading to management ineffectiveness. The current 
findings also indicate that the leaders in the Waqf institutions use a high level of empathetic 
language (EL) with a mean score of 5.23. Leaders must demonstrate empathy when their 
subordinates are facing difficulties in performing their duty rather than putting the blame on 
them for mistakes or unachieved objectives. By having empathy, the leader can identify the 
root cause of the employees’ poor performance and subsequently provide the needed 
assistance. An empathetic leader makes an effort to understand the feelings and views of his 
subordinates; this allows him to communicate and cooperate more effectively with them, 
thus stimulating their emotional intellect. 
In terms of meaning-making language (MML) usage by the leaders in the Waqf institutions, 
the results revealed a moderate level with a mean score of 4.45. This indicates the perception 
of the employees that their leaders are only averagely capable in delivering effective 
messages or instructions. To improve employee motivation, a leader should use real life 
examples in driving impactful messages. In the context of Waqf institutions, the leaders can 
use the Abbasiyah government as a powerful example of an administration that was capable 
of generating a massive wealth of 900 million dirham and 1.3 trillion dirham in properties 
from Waqf funding (Lajim, 2018). By using such examples as the benchmark of success, the 
leaders are providing a general idea of their expectations. 
Overall, the findings provide valuable insighs for the leaders in Waqf institutions about how 
the usage of suitable leadership language can improve management effectiveness. 
Nevertheless, the depth of the results has been limited by the quantitative approach used in 
this study which only provides numerical instead of detailed descriptions. Numerical 
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descriptions do not provide a comprehensive picture of the employees’ actual feelings about 
the research subject. Therefore, future studies could resort to using a qualitative method 
which is more flexible. This approach enables the researcher to do quick modifications on the 
questions, the setting or variables to achieve improved responses particularly when valuable 
insights are not captured. This method also enables the explanation of certain aspects that 
are unjustifiable by numbers.   
At the same time, the ML suggests that leaders must use all three types of motivating 
language to attain their full benefit, but this research demonstrated that each of the 
motivating language contributes its own significant impacts. Very few studies had attempted 
to investigate the multidimensionality of ML in the context of Malaysian organisations. Hence, 
this study offers a new contribution to the literature by exploring the multidimensionality of 
ML and management effectiveness in the Malaysian context. In short, this research adds new 
insights to the existing literature pertaining to the multidimensionality of ML  
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