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Abstract 
For an organization in order to ensure that it is running smoothly, and its goals are being met to 
the best of the organization ability, there must be a solid communication between the manage- 
ment and employees involved. Therefore, communication is supposed to be effective and efficient 
when it is being used in the organization. Management should ensure that there are less jargon 
words that are being used in the daily communication with the employees in order to avoid mis- 
communication that may be detrimental to organizational success. This is also to make sure that 
communication is still serving its purpose in the organization, of information or ideas sharing. In 
situations where insufficient communication occurs, it tends to hamper the effective and efficient 
communication, as a result it leads employees to being demoralized and having a high employee 
turnover, relationships between employees and employers being tarnished, wastage of organiza- 
tional resources and as well as negatively impact the organization productivity. Employees should 
be treated with care as they form a very integral component of the organization. In this paper, the 
impact of using many jargon words, while communicating with the organization employees is be- 
ing investigated. 
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1. Introduction 
[1] states that communication can be defined as a process that focuses on how employees and managers use in- 
formation such as ideas, thoughts and feelings to each other to generate meanings within and outside the or- 
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ganization. This process can take place in a form of a verbal and nonverbal communication. 
Communication is essential to many if not all organizations, therefore organizational management and col- 

laboration processes simply cannot take place without effective communication. Unfortunately, desired commu- 
nication is not always easily achieved in these institutions. This is as a result of diverse cultures within organiza- 
tions as well as different ways in which organization managers convey or communicate to their employees, such 
communication leads to conflicts and misunderstandings [2]. This paper investigates the impact of using many 
jargon words, while communicating with the organization employees. 

Firstly, some previous findings on the use of jargon words are examined. The use of jargon’s is been ex- 
amined mainly on how it affect the employees. Additionally, the paper will be looking at how the ineffective 
communication caused by the use of many jargon words by managers on employees affect the entire organiza- 
tion productivity, and its profit margin. The paper proceeds with a brief discussion on a chosen topic. And final- 
ly, conclusion is provided to summarize the ideas of the paper. 

2. Daily Communication in the Organization 
[3] define organizational communication as all communication that is aimed at enhancing the status as well as 
the satisfaction within the organization. [4] stated that organizations will not exist if there is no appropriate 
communication, as a result, the top management will find it very difficult to be able to receive information from 
the lower management and vice versa. In the same vain, the authors went on to state that supervisors will find it 
hard to be able to give appropriate instructions to their subordinates, as a result, the coordination of work will be 
impossible and the organization will inevitably collapse due to that. [5] mentioned the importance of having a 
jargon free communication environment that will facilitate a timely exchange of appropriate information and a 
rapid adjustment of the messages exchanged between the managers and the employees, so that misunderstand- 
ings can be avoided beforehand. [6] on the other hand, pointed out that miscommunication is a negative act, and 
it will inevitably provoke undesirable consequences for the organization. Further, managers should be closely 
observed on how they might perceive themselves, and how they perceive their employees as well as their rela- 
tionships with employees in the organization, and the jargons when addressing the junior staff which might 
prove detrimental to good communication. [7] mentioned the reciprocity and participative learning that involves 
managers and employees is effective since managers will be urged to communicate to employees in the manner 
and language easily understandable by the employees, which definitely have less jargons. 

3. Method 
This study philosophically falls under interpretivism class, the under taken research approach is explanatory and 
the research strategy is literature survey. Consequently this study used secondary data and qualitative analysis 
techniques. International journals as well as proceedings are dug up through international well-recognized data- 
bases like emerald. Papers were collected over a two-week period and reviewed jointly with authors over an- 
other two-week period. A couple of discussions around the design and the objective of the study were done with 
a senior lecturer in order to improve the flow of study. The arrangement of literature survey was planned to be 
started with reviewing the term jargon from different perspectives and then how the use of jargon words affect 
the daily communication with employees in the organizations. 

4. Jargon 
Is the language, especially the vocabulary, peculiar to a particular trade, profession, or group such as doctors and 
engineers in their respective professions. A jargon can also be a meaningless talk or writing that one does not 
understand and it can be characterized by unfamiliar vocabulary [8]. Furthermore, the use of jargon words can 
be defined in knowledge stickiness, in the sense that knowledge stickiness entails a process that is difficult to 
transfer knowledge, the difficultly attributed to the way the information is encoded, as well as the characteristics 
of the employees or managers, such as their skills and experiences with a particular type of knowledge that need 
to be transferred [9]. Jargon can be said as a negative term of various kinds such as the use of slang [10]. Finally, 
[11] define it as a language characteristic used by a certain group. In this paper, the jargon term will be used as 
an unfamiliar vocabulary being used by managers on the employees. 
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5. Employees Treatment in the Organization 
[12] argued that creating a sense of ownership for the employees has the potential to align the employee’s objec- 
tives and aspirations with organizations strategies, further giving employees a greater sense of belongingness 
thus increasing their commitment to the organization. Further, the authors highlighted that in order to achieve 
this, it is important that management recognize employees as part and parcel of the organization and adopt a 
culture of sharing information and encourage the employees to participate actively in decision making as well as 
effective communication at all levels within the organization. Furthermore, employees should be valued and be 
treated like the organization customers. Additionally, employees should be trained and motivated, so that they 
do not just feel like they belong to the organization, but that they are part of the organization [13]. 

[14] added that when organization managers are making statements with regard to employees in order to pre- 
serve their value, managers should be aware of not using jargon’s or words that might confuse the employees 
and cause unnecessary implications. The author, further concluded by stating that management should choose 
words wisely and phrases that clearly reflects how the organization intends to act toward its employees. [15] 
mentioned that in an effort to ease the communication barriers created in the organization because of the use of 
many jargon words, organizations should facilitate informal communication in order to allow the exchange of 
appropriate information among the employees. [16] additionally, suggested that informally communicated in- 
formation is at times more accurate and effective than the information communicated through formal channels. 
[17] shared the same sentiments by stating that communication has a huge positive impact on employees when it 
has been channeled informally, the authors further mentioned that managers should consider communicating in 
different languages, which is suitable to the different educational levels of their employees. 

6. Organizations Actions towards the Employees 
Since organizations are operating in increasingly ever-changing environments and mostly characterized by 
speedy change and uncertainty, as a result organization managers tends to make decisions in uncertainly as well, 
because they might not be aware of how affectively information should be communicated to the employees [18]. 

[19] stated that managers who give messages that have few or no jargon’s resulted in positive attitudes of 
realism and trust among fellow employees as well as with their employers. Organizations should take a unified 
approach, whereby the management can categorize the employees according to the language skills they possess 
in order to be aware of what language standard they should use to communicate with them [20]. [21] suggested 
organization training on its employees should be structured on clear understanding of the employee’s know-how 
as well as their skills. [22] mentioned that communication “content” has taken a new shift to “behavior” there- 
fore the employees interpretation of communication from the managers now depends not only on “what” is said 
but also on “how” it is said. [23] cited that organizational training on employees should be tailored firstly for the 
employees benefit, and then for the organization as a whole. Consequently, such training must have a few or no 
jargons so that knowledge and skills can be sufficiently transferred to the employees, and the impact of such 
training outcome can be observed on the organizational productivity. [24] finally, said that managers must find a 
common language to be used in multilingual organizations; as such this language must have no jargons, since 
jargons can be used to hide certain facts about the organization especially to the new employees who are not fa- 
miliar with corporate terms. Moreover, this particular language must be easily acceptable and embraced by the 
entire organization work force. 

7. Impact on the Employees Productivity 
A conducive workplace along with a good job design and quality of supervision can be key motivational forces 
for workers in an organization, although firms at times operate under severe resources constraints. Furthermore, 
as far as staff training is concerned, such outcome could have a major impact on an organizations survival as 
employees on-the-job learning act as a major trigger to improved employee performance since employees be- 
come motivated. Moreover, there seems to be an immediate need for organization managers to train their staff in 
simple language and avoid jargon words that may hamper the training process. This will help the employee re- 
gain motivation, which has been lost as a result of poor financial rewards [25]. In support, [26] mentioned that 
managers in organizations should undertake performance management, whereby a working environment is 
created to ensure that the employees can perform to the best of their abilities. This whole performance manage- 
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ment system takes place when employees jobs are well defined and the expectations are clearly communicated 
in a plain understandable language were the jargons have been omitted. [27] shared the same sentiments, by 
mentioning that even though managers are driven by performance, they should ensure that their intentions are 
well communicated to the employees in an unambiguous manner so that it will impact employees positively. [28] 
found that, the impact on organization manager’s characteristics as well as their leadership and knowledge skills 
may affect the employee’s prospects, and their needs. Therefore, it is pivotal for managers to be down to the 
ground and use less jargon in their daily communication with the employees. [29] added that, when organization 
managers lack adequate communication skills, communicating to employees about relevant organization issues 
becomes more difficult. Employees will have difficulty in understanding whatever is being communicated to 
them from the top management, as a result, they will tend to feel greater job insecurity and distrust the employ- 
ers as well as the entire organization. [30] suggest that organizational communication ambiguities as well as 
their role vagueness are the most negative influencing factors for employee’s job satisfaction. 

8. Discussion 
Top management are mostly the highest educated people, comparing to the ordinary low level employees in the 
organization as a result they might willingly or un-willingly use terms or jargons that the employees are not fa- 
miliar with in the communication process. Additionally, managers should always either intentionally or uninten- 
tionally make a valuation of their employee’s intellect and level of expertise in order to always be aware on what 
level the information should be communicated to them. If managers are not aware of this, they risk isolating or 
even irritating the employees. 

Although, it is inevitable for managers not to use a new word, a jargon or phrase whenever they are to com- 
municate with the employees, because managers at times fail to realize that the terms/jargons they know well 
may prove to be difficult or meaningless to their employees. Therefore, managers should avoid using a lot of 
jargons in their daily statements alternatively mangers should try to substitute such jargons with everyday lan- 
guage if possible. Managers might want to sound smarter and impress their employees but this type of language 
does not facilitate communication, instead it hinders it. In some scenarios, managers may even intentionally 
hinder communication in the organization by using many jargons to avoid hard questions or hide failure from 
the employees.  

The use of jargons by managers can greatly impact the thinking as well as the actions and morals of the em- 
ployees, since managers have a big influence on their employees. Furthermore, the use of jargons is likely to be 
interpreted by employees as implying a particular negative attitude on the part of the manager, as a result Jargon 
words might cause miscommunication between managers and employees and the entire organization might suf- 
fer in terms of productivity ultimately, and its profit margin. It is worth noting that, when the organization’s em- 
ployees feel that they are being looked down by their managers as a result of the different classes they belong to, 
they will tend to lose their sense of belonging and faith in the organization hence, they will become demoralized. 
As a result, demoralized employees will not properly execute their organization’s obligations. 

Finally, organizations should ensure that all necessary daily communication is being carried out in the lan- 
guage simple enough for employees to fully grasp. 

9. Conclusions 
Communication is a complex and also frequently a difficult process for both the managers and the employees. 
Hence barriers from both sides of the communication process often deflect the real meaning of the intended 
message and hinder clear, open and rewarding communication in the organization. 

The paper has examined the impact of using many jargon words, while communicating with the organization 
employees. The investigations have showed that many jargon words are being used in daily communication, but 
it becomes worthless when it gets in a way of communicating ideas or information as a result, it tends to nega- 
tively impact the effective and efficient communication in the organization. 

Furthermore, the use of jargons makes employees feel irritated and left out, hence they end up misunders- 
tanding whatever has been communicated to them and that affect individual productivity as well as the organiza- 
tion’s productivity and its profit margin. Employees are human with egos and pride, therefore they must be han- 
dled with good care as they form a big part of the organization’s wellbeing. Moreover, when managers use jar- 
gon words to employees, and if they cannot clearly explain it in an ordinary language, a special term that every- 
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one within the organization can clearly understand must be used instead as this is essential for good communica- 
tion and for building a good relationship between managers and employees. 

This paper is not encouraging managers to leave out necessary technical terms when they are communicating 
with their employees because most of such terms cannot be easily simplified for employee’s sake.  

Finally, employees are humans as such they may face hesitation, although they might accept that they are 
unaware of certain terms. Because they might chose to keep quiet and not ask probing questions as they are 
afraid that the management might feel they do not have the basic knowledge. Normally, employees especially 
the junior ones might feel uneasy to ask questions therefore it is the management responsibility to maintain a 
conducive communication environment to enhance effective communication in the organization. 
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