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Abstract

This research paper is about the impact of empowering leadership on employees’ voice
behavior. Basically, by empowering leadership, the improvement of an organizational
competitiveness begins to increase as through it new ideas and innovations are generated and
voice of employees effects in higher performance appraisal and also has a positive impact on a
growth of career and increases their level of motivation. Researchers have done researches
about the effect of enabling authority on employees’ voice conduct but with few factors. Some
more variables are further added psychological empowerment and power distance orientation
and finding their impact on empowering leadership and trust in supervisor and on belief in
superior authority and employees’ voice activities respectively. The aim to make this research is
to find how the added factors or variables react to the variables like how empowering leadership
on employees’ voice behavior affects and the productivity of the organization through it. This
paper shows the relation of enabling authority and employees’ voice conduct where trust in
supervisor have mediating impact, there is also a moderating effect of psychological
empowerment among the relation of empowering leadership and trusting leaders and also there
is a moderating impact of power distance orientation and gender among the relation of trust in
supervisor and voice behavior of workers. Now the time span given to us was so short and
specific that the research was limited to few areas and few numbers so it can be carried forward
in a broader aspect. There are many ways for the survey among which we chose the
questionnaire method because it was accurate among the all methods

Keywords: Empowering leadership, employees’ voice behavior, trust in supervisor,
psychological empowerment, power distance orientation
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Introduction
Overview and Background:

Employee voice behavior means to let employees to take part in the decisions of the
corporation. Nowadays, in business environment, employee voice behavior plays vital role in the
improvement of an organizational competitiveness as through it new ideas and innovations are
generated and errors are also detected for the rectification which results in the enhancement of a
healthy or tough competition (Burris, 2012; Detert and Edmondson, 2011; LePine and Van
Dyne, 1998; Liang, 2012; Morrison, 2011).

When it comes to the benefits of the organization, the way of dealing of the employees
plays an important role in success of the firm (Ng and Feldman, 2012) also has a good
impression on a growth of business (Wang, Weng, McElroy, Ashkanasy, and Lievens, 2014).
Apart from the benefits, employees often found voice behavior insecure. Existing research has
viewed that employees get feared of speaking out in the organization as it seems negative and
damages social relations with others (Milliken, Morrison, and Hewlin, 2003). As the managers
have a good control over employee’s wages and etc. so employees tend to build a good
relationship with the manager (Gao, Janssen, and Shi, 2011).

In the connection between worker voice conduct and trust in administrator, gender
assumes a directing job. Representative voice conduct in the association is impacted by the
gender of workers as it was viewed as an alternate factor. Specifically, past inquires about has
seen that the configuration of male versus female worker voice conduct are distinctive in the
association. Bringing voice up in the association are progressively middle of the road for guys
when contrasted with females that is the reason ladies are discovered less take part in voice
conduct that is trying for the present state of affairs.

When women in terms of employees trust their supervisors and want to talk freely to their
boss then it has a better effect. Moreover, when women have a greater trust level on their
supervisors then they more actively participate in voice behavior as compared to males. Through
investigating this factor in the speech behavior of an employee, this research provides perception
of the difficult interaction and cooperation of the teamwork in the organization between
supervisor’s trusts, gender and voice activities of staff.

Problem Statement:

The reason for this examination is to recognize effects of various factors on the job of bosses
on workers' voice conduct by growth of some new factors. Specialists have officially done
investigates on the effect of various factors on the job of managers on representatives' voice
conduct and they need other future analysts to discover all the newer factors which have not been
found yet that effect the job of chiefs on workers' voice conduct. Secondly, since the
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relationships of all the variables have been studied using one aspect that is employees, the
outcomes can be assigned to common practice differences (Podsakoff and Organ, 1986).
Therefore, future researchers should consider more aspects that is supervisors’ voice behavior
evaluated by leaders of higher level. Most particularly, personnel’s voice behavior is
differentiated with cultures in different countries as employees with power distance orientation
of higher level are more open-minded and interested from a higher level to a lower level
communication. Now examination will add all the newer factors identified with the job of
administrators on workers' voice conduct. In addition, as said by past specialists one needs to
further watch and experience the job of managers on workers' voice conduct in increasingly
various measurements. The positive job of managers on workers' voice conduct is viable in
making a positive change in representatives mental strengthening, control separate direction,
trust in chief, gender as far as engaging ladies more than men.

Research Objectives:

The principle goal to be accomplished in this examination is to discover what the effects
are or impacts of new factors on the job of chiefs on workers' voice conduct when they are
connected that how much representatives' contribute towards the association when their voice
conduct is expanded. This paper presents some new factors that demonstrates the job of
administrators on workers' voice conduct. This paper will determine that whether there is a
positive or negative effect of our new presenting factors on the job of directors on
representatives’ voice conduct. These new factors will assist representatives with improving their
exhibition and efficiency increasingly more successfully for the long haul survival of the
association when there will be a positive job of administrators' on workers’ voice conduct.
Besides, these factors may likewise tell us that how much the workers are significant for the
association.

The specific objectives of the study are:
» To define the affiliation between Empowering Leadership and Employees’ Voice Behavior.
 Investigate relationship between Empowering Leadership and Trust in Supervisor.

. To explore whether there is any relation exist between Employees’ Voice behavior
and Trust in Supervisor.

. To check the mediating role of Trust in Supervisor in Empowering Leadership and
Employees’ Voice Behavior.

. To investigate the role of moderation impact of Psychological Empowerment,

Power Distance Orientation and Gender.
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Literature Review
Defining Variables:
Employees’ Voice Behavior:

Some scholars eventually presented more definite definitions. (McCabe and Lewin, 1992)
regarded voice as two elements: a) the communication or indication of complaints in a job
surrounding through workers toward administration and b) the association of workers in the
basic leadership techniques of the association. All the more as of late, hierarchical specialists
have started to see representative voice in an increasingly positive manner as a type of additional
job conduct to such an extent that it can possibly “to contribute for managerial growth in such
manners that will form the managerial, communal, and mental term that caters as the agency for
job activities and procedures” (Bormon and Motowidlo, 1997). As of the given viewpoints, the
definition of voice can be termed as “an action that is promotive and focuses expression of

positive assignment needed to be improved in place of merely condemn” (Van Dyne, et al.,
1998).

Empowering Leadership:

Empowering leadership is “the power sharing with juniors which increases the level of
their motivation” (Srivastava, Bartol and Locke, 2006). (Ahearne, Mathieu and Rapp, 2005)
recognized four aspects as regards granting attitudes of administrators: expanding their task
significance, promoting involvement to decide, demonstrating assurance in performing with full
efforts, plus giving freedom from official restrictions.

Psychological Empowerment:

Psychological empowerment infers a lot of mental conditions that are obligatory for
representatives to have expert regarding the work they do (Spreitzer, 1995). In proportion to
(Thomas and Velthouse, 1990), strengthening is expressed as “a motivation expressed in four
perceptions considering an employee’s attitude to the job: meaning, independence, competence
and effect” (Spreitzer, 1995). Most particularly, which means covers an inclination that
someone’s work is secretly fundamental. Self-determination refers to freedom to decide how to
begin and execute tasks. Competence indicates to have confidence in one’s potential to fulfill
tasks. Impact determines the level where one shows one’s behaviors as creating a differentiation
in job results.
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Trust in Supervisor:

Generally, trust implies as a limit of an individual at which individuals are prepared to
totally depend on other people and are ready to keep themselves in danger (Frost, Stimpson and
Maughan, 1978; Tschannen-Moran and Hoy, 2000). As indicated by this common description,
we characterize trust of employees on their supervisor as an emotional or an intellectual state
which includes positive or productive hope concerning the supervisor’s aims or reaction
identified with oneself in states that creates hazard (Boon and Holmes, 1991; Premeaux and
Bedeian, 2003). Taking into consideration, perceptions of trust in the sources, (Mayer, Davis,
and Schoorman, 1995) presented a mold suggesting with the intention of at what time supporters
trust their supervisors comprise potential, kindness, as well as honesty, make them feel more
comfortable holding in behaviors that situate them in danger.

Power Distance Orientation:

Power Distance Orientation can be termed as a limit of weak workers of the organization
perceive, own and anticipate that an authority or a power is given out unevenly (Hofstede, 2001).
In an association, uneven division of authority is unavoidable; what's more, this imbalance in
power is regularly directed in various leveled prevalent subordinate affiliations and relations
(Hofstede, 1980).

Relationship between the Variables:
Empowering Leadership and Trust in Supervisor:

Employees’ trust in leader is influenced by the leader’s attributes and the status of
relationship between the employee and the leader both (Dirks and Ferrin, 2002). Therefore, it is
anticipated to have different impacts of different leaders and their leadership styles on
employees’ trust in leader. According to (Bobbio, Bellan, and Manganelli, 2012), empowering
leadership is a real indicator for trust in leader and have a positive impact on it. Moreover, trust
in leader has a lot of positive employee results (Dirks, et al., 2002). Employees’ inspiration is
one of them. When an exchange of ideas is done among employees and their leader built on trust,
employees’ inspiration in the organization begins to increase (Jaiswal and Dhar, 2017).

H1: There is a positive relationship between Trust in Leader and to Empower Leadership.
Trust in Supervisor and Employees’ Voice Behavior:
Reliable with this point of view at the facilitative effect of accept, many studies have

recorded that once faculty trust their pioneers, top notch work outcomes final product; for
instance, collaboration (Coleman, 1990), hierarchical citizenship practices (McAllister, 1995),
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better presentations by groups (Dirks, et al., 2002), and practices performed by the association
(Tan, et al., 2000). From one viewpoint, voice may likewise prompt enhancements that could
uncover and underline (Gao, et al., 2011). On the opposite hand, personnel who specific their
issues and pointers for given the dangers related with voice of faculty, also because of the quality
that pioneers keep over representatives' assets and results, faith in boss may likewise play a basic
position in faculty' finding to tone their assessments (Premeaux, et al., 2003). Specifically, the
extra employees accept as true with their supervisor, the much more probable they may
encounter protected and comfortable roughly the techniques where their leaders or higher
authority will react toward their behavior of voice. So, this must construct the ability of workers
to unquestionably take contribution in saying their problems, worries and judgments. Curiously,
having low dimensions of supervisor acknowledge is most likely to repress the willingness of
representatives to recognize defenselessness toward their boss, which in flip reductions the
chances that someone will be there to take the threat of directing voice practices. In this manner,
representatives' impression of the reliability in their pioneer ought to advance their voice direct.
Likewise, we foresee the consequent:

H2: Trust on Boss is definitely associated with Workers’ Voice.
Empowering Leadership and Employees’ Voice Behavior:

Workers should demonstrate their interests or proposals to a specific focus with the
formal capacity to continue when they are happy to execute an activity or give recommendations
for revisions (Deter and Trevino, 2010). Like this, representatives as a rule raise voice to an
innovator in hierarchical chain of importance for significant assets and help required to pass on
the issues exhibited by them. In this way, it is important to investigate what authority practices
sway representatives to raise voice to a pioneer. like presented via (Arnord, Arad, Rhoades and
Drasgow, 2000), pioneers who show all the more engaging practices are engaged with the
movement of applying circumstances that grow representatives' sentiments and feelings of
productiveness or achievement and direction, and taking out circumstances that advance or
animate sentiment of weakness or ineptitude. Leaders are specified more in empowering
leadership to their employees by assignment authority to them which incorporates
representatives in settling on choices and show trust in workers' capability to provide food and
hold testing assignments (Ahearne, et al., 2005; Chen, Sharma, and Edinger 2011; Konczak,
Stelly, and Trusty, 2000). Unlike, pioneers are indicated less in enabling administration which
leads to accentuate on all the more directing dispositions and controlling or dealing with the
worker and collaboration (Spreitzer, Janasz, and Quinn, 1999) that brings down chances for a
free mentality and exchange to their partners’ little trust in their possibilities to cater and hold
testing assignments (Chen, et al., 2011).

However, previous study has suggested the feasibility that there will effect of
empowerment of leadership on the voice practices of workers. For example, (Bormon, 1988)
claimed that authorized workers comprise a tone in understanding and explaining the goals of the
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association. Likewise, (Putnam, Phillips, and Chapman, 1996) summarizes, “to empower or
strengthen is to utilize the statement to uphold energetic involvement, engagement and
contribution to employees”. (Spreitzer, 2008) featured that representatives additionally by small
dimensions of positioning of the association may get a statement in a framework somewhere
expert if possible involved inside workers at all dimensions. (Van Dyne, Kamdar, and Jeffrey,
2008) described, “At the point when representatives feel and trust that they are being dealt with
well, they have to restore this positive and kind reaction and ought to add to the association high
up and further on the obligation at hand”. In this way, I envision a positive connection between
enabling authority and representatives' voice conduct

H3: Positive connection exists among Empowerment of Leadership and Voice Behavior.
Empowering Leadership and Employees’ Voice Behavior mediated by Trust in Supervisor:

Due to the impact of empowering leadership on representatives' voice conduct, trust in
boss may assume a key job in workers' choices to give their assessments (Premeaux, et al.,
2003). As, it is trust that makes workers to acknowledge receptiveness to other people and in this
way advances representatives' voice conduct (Colquitt, Scott, and LePine, 2007). Therefore,
workers who've more put stock in their chiefs are no doubt to feel more secure and progressively
loose roughly the strategies where the administrator will answer to their voice conduct, along
these lines expanding the likelihood that they will genuinely express them scrutinizes and
thoughts regarding spot of business issues. However, if personnel will be having little believe in
its managers, they will trust that by telling their issues and sharing ideas is just very unsafe, it can
additionally make them to stay quiet on the circumstance. Some experimental studies determined
that having belief in leaders is seen positively influenced on voice behavior of workers (Gao, et
al., 2011; Ng, et al., 2012; Premeaux, et al., 2003). Given the connection between saw chiefs'
voice conduct, trust in directors and workers' voice conduct, this examination proposes the
accompanying:

H4: Trust in Superior has a mediating role between the relationship of Empowerment of
Leadership and Personnel’s Voice Behavior.

Empowering Leadership and Trust in Supervisor moderated by Psychological Empowerment:

Psychological empowerment is a system through which engaging administration and
concurs with in director influence workers' voice lead. The present look at embraces the thought
of enabling authority. (Ahearne, et al., 2005) Said that specialize in: a) improving the
weightiness of labor, b) encouraging investment in building decisions, ¢) communicating trust in
superior, and d) offering self-sufficiency from bureaucratic limitations. Mental strengthening is
probably going to advance pursuing between the engaging authority and concur with in director.
By helping representatives perceive the significance in their commitment to hierarchical
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viability, enabling pioneers adorn representatives' conviction that their work is as | would like to
think important (Zhang and Bartol, 2010).

Likewise, engaging pioneers help to cultivate representatives' sentiment of capability to
accurately play out their assignments with the aid of expressing self-assurance in excessive
overall performance. Indeed, previous research discovered that empowering management more
desirable workers’ self-viability (Ahearne, et al., 2005; Chen and Klimoski, 2003). By giving
staff independence, engaging pioneers lead them to feel propelled from bureaucratic limitations.
Finally, by empowering representatives' cooperation in decision making, engaging pioneers
cultivate an encounter of inclination that they can have any kind of effect in work results. At last,
enabling boss practices sign to work force that the central trusts their ability (Rhoades and
Eisenberger, 2002), what's more, workers react to these social signs through inclination more
noteworthy mentally engaged (Chen, Kirkman, and Kanfer, 2007; Chen, Edinger, Shapiro, and
Farh, 2011; kirkman and Rosen, 1999; Zhang, et al., 2010). As needs be, beyond contentions
proposed; the mental strengthening is likely to prompt advanced connection among enabling
administration and trust in director.

Strengthening speculations recommend that strengthening is on the double affected by
method for hierarchical setting (Conger and Kanungo, 1988; Spreitzer, 1996). (Spreitzer, 1995)
raised the focal point of strengthening to the sentiments of strengthening that some will be
having and contended that the strengthening setting made through various authoritative
components should be seen by means of representatives and should initiate mental responses in
work force. (Quinn and Spreitzer, 1997) contend that strengthening considerably links to peril
enchanting, exchange, and accept of work force, in spite of the fact that it basically alludes to
appointment of power. A business enterprise that influences risk taking, hard subculture, and
observations will be completely associated with individuals’ feel of empowerment, which in turn
impacts voice behavior.

Mentally engaged people see themselves as prepared and concur with that people will be
having the possibility to impact their workplaces and have decision in starting moves (Conger, et
al., 1988; Spreitzer, 1995; Thomas, et al., 1990). Since mentally engaged representatives have a
lively direction toward their jobs (Raub and Robert, 2010). They may proactively prescribe new
ways of doing matters for development in inclination to remain quiet. In fact, past investigations
saw that psychological strengthening has an extensive association with present day lead (Chen, et
al., 2007; Seibert, Silver, and Randolph , 2004; Zhang, et al., 2010). For instance, (Nederveen
Pieterse, Van Knippenberg, Schippers, and Stam, 2010), contended for the noteworthiness of
mental strengthening with the guide of proclaiming that pioneers can make representatives
"slanted to be present day, however they additionally need to encounter ready to be creative
(through mental strengthening) with an end goal to move vigorously”.
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Besides, mental strengthening is a system of refining opinions of person-adequacy
(Conger, et al., 1988). As cited by using (Van Dyne, Ang, and Botero, 2003), faculty may be
hesitant to talk up and retain their contemplations dependent on low self-viability around private
usefulness. In like manner, additional self-adequacy inferable from strengthening can improve
faculty' ability to acknowledge as valid with in supervisor. Be that as it may, going before
concentrates upheld a fabulous seeking among engaging authority and put stock in director
directed by method for mental strengthening. More nowadays, (Zhang, et al., 2010)
recommended that mental empowerment inspired empowering leadership and consider in
manager empowerment, which in turn affected worker creativity.

H5: Moderating role of Psychological Empowerment among Empowering Leadership and Trust
in Supervisor.

Trust in Supervisor and Employees’ Voice Behavior moderated by Power Distance Orientation:

This watch endeavors to examine the impact of acknowledge as valid with in chief on
representatives' voice conduct as directed by method for man or lady organize power remove
direction. In liked, concur with has been considered as the volume to which people are slanted to
rely on others and make themselves obligated to them (Frost, et al., 1978; Tschannen, et al.,
2000).

Based on this general definition, we outline an employee's accept as true with in his or
her leader as a mental state related to positive expectancies approximately the chief's intentions
or behaviors with respect to oneself in conditions entailing threat (Boon, et al., 1991; Premeaux,
et al., 2003). Reliable with this mentality on the facilitative impact of accept, numerous
investigations have reported that once faculty trust their pioneers, viable work results. A few
researchers prescribe that one strategy to mastery the capacity of solidarity separate direction
could be to take a gander at the hyperlink between put stock in chief and workers' voice lead
(Kirkman, et al., 2009; Raub, et al., 2010).

Given our mindfulness at the effect of trust in administrator on worker voice, quality
separation direction is specifically basic to recollect, on the grounds that it catches people's
standards roughly status, specialist, and vitality in gatherings. Social value directions play a basic
capacity in how people react to features in their work (Kirkman, et al., 2009). (Kirkman, et al.,
2009) and his colleagues contended that initiative practices may likewise have cooperation with
supporters' social cost directions to influence their work related results. Social cost directions, in
this vein, work empowering influences or boundaries to the board impacts. (Kirkman, et al.,
2009) referenced that quality separation direction has a more prominent hypothetically direct
relationship to the executives’ responses than various social qualities, for example, independence
cooperation and vulnerability evasion.
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People with a high vitality separate direction foresee additional, and are increasingly
responsive to, one way, top-down course from their pioneers (Javidan, Dorfman, de Luque, and
House, 2006). Workers with an inordinate quality separation, therefore, tend to “carry on
compliantly round directors, dodge contradictions, and acknowledge as valid with that by
passing their supervisors is resistance” (Kirkman, et al., 2009).

Also, faculty who're exorbitant in vitality separate direction review that their pioneers are
unrivaled and concede their own basic leadership impediments. As needs be, they tend to
accommodate with their pioneers' particular requests or directions without opposition (Kirkman,
et al., 2009). By trusting that leaders offer more reliable selection (Javidan, et al., 2006), they
might feel uncomfortable voicing their opinions. Therefore, the relationship among agree with in
supervisor and employee’s voice conduct moderated with the aid of strength distance orientation
and employee voice might be poor.

H6: Moderation impact of Power Distance Orientation among Trust in Supervisor & Workers’
Voice Behavior.

Trust in Supervisor and Employees’ Voice Behavior moderated by Gender:

Based on gender role theory (Eagly and Wood, 1991), this examination recommends that
sexual orientation may direct the connection between trust in director and representative voice
conduct. Gender role hypothesis places that people sort themselves as well as other people
utilizing gender personalities, which portrays what is run of the mill for each gender and what is
attractive and excellent for each gender. Individuals depend on these sexual orientation jobs for
their comprehension of what practices are adequate for their gender.

All the more explicitly, past research on conventional sexual orientation jobs proposes
that, contrasted with guys, females are associated to be all the more supporting and public,
socially delicate and empathic in their relational collaborations (Van der Graaff, Branje, De
Wied, Hawk, Van Lier, and Meeus, 2014). Concerning representative voice conduct, some
exploration works have demonstrated that the statement of voice is connected more with male
orientation jobs than female (Kidder, 2002).

Moreover, males are seen as increasingly decisive and as being progressively frank by
observers (Eagly, Karau, and Makhijani 1995). Since females place a more prominent incentive
on social connections and agreement in the working environment, they are more averse to take
part in practices that disturb business as usual or contend for changes that may irritate associates
and bosses. Since ladies who talk up for themselves can be seen as being excessively confident
or excessively forward, females might be increasingly touchy to the dangers related with talking
up. Observational proof has appeared male representatives are appraised bound to take part in
voice conduct than female workers (Farrell and Finkelstein, 2007).
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Appropriately, trust in chief may strongly affect female representatives than male
workers. As it were, female representatives can all the more effectively participate in talking up
in their associations just when they have a larger amount of trust in their director; generally, the
conduct is considered unreasonably hazardous for them. Be that as it may, contrasted with
female workers, the effect of trust in chief might be flimsier for male representatives than female
representatives, since they may expect that the statement of voice is connected more with the
male sexual orientation; in this way, having trust in manager may not be the basic factor that
urges them to talk up.

A few investigations have demonstrated that sexual orientation impacts confiding in
conduct and reliability (Amin, Rezaei, and Tavana, 2015; Buchan, Croson, and Solnick, 2008).
That is, the connection between trust in administrator and voice conduct will be more grounded
for female representatives than male workers. In this way, this examination proposes the
accompanying:

H7: The moderation of Gender among Trust in Leader and Voice Conduct of Workers.
Research and Methods
Methods of Data Collection:

The research papers are established through a good range of survey. That survey can be
in many forms such as question and answers, interviews, observations, group interviews etc. but
for this research, the most authentic way was adopted. That was the way of questionnaire, we
developed several questions regarding the variables and then we distributed them in different
sectors. It was given in different corporate areas like offices, banks and many other places like
these. Online questionnaire survey was also done.

Sampling Technique and Sample size:

While gathering the statistics the idea came into our mind for our comfort as our

environment was not corporate level so it was filled with the help of our kith and kin. 210
questionnaires were prepared and asked them to distribute them all however out of 210, 200 got
finished and out of which 10 was not returned.
It consisted of a small part of personal info like age, gender, their wages, their working
experience and things like that. Regarding Sexual category, there was 87% male and 13% was
female. The usual age of respondents was mostly 21-30. The work experience was in generally
1-3 years & their wages level was 40 and above and there were only 2 employees whose income
level was less than 25000. The personnel’s qualification was normally bachelors and masters.
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Instruments of Data Collection:

To start the survey, we need to count on the variables present in our model and research
so which include Empowering Leadership (EL), Trust in Supervisor (TS), Employees’ Voice
Behavior (EB), Psychological Empowerment (PE), Power Distance Orientation (PD) and Gender
(G). The survey was related to mediator, moderators, dependent variables & independent
variables. In order to get the answers, we provided the audience with 5 scale of dimensions like
with the categories: ‘Strongly Agreed’, ‘Agreed’, ‘Neutral’, and ‘Disagreed’, ‘Strongly
Disagreed’.

Statistical Technique:

The added variable is Trust in Supervisor (TS) which has mediation effect on
Empowering Leadership (EL) and Employees’ Voice Behavior (EB). Moreover, Psychological
Empowerment (PE) and Power Distance Orientation (PD) are also added which have moderating
effects on Empowering Leadership (EL) and Trust in Supervisor (TS) and on Trust in Supervisor
(TS) and Employees’ Voice Behavior (EB) respectively. IBM AMOS was used to run mediation
analysis of TS. AMOS and SPSS ran model fitness tests and hypothesis testing. SPSS was also
used for moderation of (PE) and (PD). CFA was calculated by Construct Reliability and Validity
test. Questionnaire was made through Google forms online and supporting research material was
collected through Google Scholar, Emerald Insight, Sci-Hub and various other sites. MS word
and Excel was used to further assist in the research.

Research Model:

Gender

Empowering
Leadership

Trust in
supervisor

>

ole

Employees’
Voice Behavior

Psychological

Power Distance

Empowerment Qrientation
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Result and Analysis:

Descriptive Statistics (Demographics):

Gender Frequency Percentage
Male 174 87%
Female 26 13%
Age Limit
Below 20 years 0 0%
21 to 30 years 149 75%
31 to 40 years 40 20%
41 to 50 years 7 4%
51 and Above 4 2%
Income Level
Below 25000 2 1%
25,000 - 30,000 35 18%
30,000 - 35,000 47 24%
35,000 — 40,000 50 25%
40,000 and above 66 33%
Qualification
Metric 0 0%
Intermediate 0 0%
Bachelors 117 59%
Masters 81 41%
PhD 2 1%

Work Experience

Less than 1 year 24 12%
1-3 years 72 36%
4-6 years 68 34%
7-10 years 29 15%
Above 10 years 7 4%

Reliability and Validity Results:

Standardized Factor Loading

Construct Reliably

Construct Validity

Composite

Reliability \C/er;\(;?trgent Discriminant
(CR) y Validity
h’ A . A
Construct/Indicators Cronbach’s verage Maximum verage
alpha . Shared
Variance Shared .
. Variance
Extracted Variance
(MSV) (ASV)
(AVE)
Empowering Leadership 0.880 0.881 0.650 0.4096 0.555
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EL1 0.81

EL2 0.84

EL3 0.74

EL4 0.83

Psychological Empowerment

PE1 0.83

PE2 0.87

PE3 0.85

PE4 0.86 0.914 0.914 0.727 0.4761 0.61
Employees’ Voice Behavior

EB1 0.79

EB2 0.83

EB3 0.82

EB4 0.81

EB5 0.80 0.904 0.905 0.656 0.2809 0.515
Trust in Supervisor

TS1 0.86

TS2 0.86

TS3 0.85

TS4 0.83 0.909 0.911 0.719 0.49 0.565
Power Distance Orientation

PD1 0.86

PD2 .85

PD3 .88

PD4 .84 0.920 0.917 0.736 0.49 0.59
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Graphical Chart of CFA:
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The column of Construct Reliability implies that how much the variables are internally
compatible. For this, the values of Cronbach’s alpha and Composite reliability should be greater
than 0.70. Since all the variables of the model having values of Cronbach’s alpha from 0.880 to
0.920 and the values of composite reliability is from 0.881 to 0.917 which means that the values
of both the columns are greater than 0.70 which means that the variables are internally
compatible. To check that whether the test measures what the model claims or not, the validity of
the model is measured the validity that the each value of the variables for AVE should be greater
than 0.50 and the value for composite reliability should be greater than AVE. The above table
shows that there is no error in the values of AVE as the values are from 0.650 to 0.736 which
means all of them are greater than 0.50. For checking the validity of the model, values of MSV
and ASV should also be examined. Both MSV and ASV should be smaller than AVE otherwise
there will be an inequitable issue. So from the results we investigated that there is no inequitable
issue in the model and the model measures what it claims to be measured.
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Model Fitness:

CMIN/DF P-Value GFlI AGFI TLI CFI RMSEA
2.998 .000 .905 901 .937 .946 .069

Model fitness is performed on AMOS which have the following values; CMIN/DF is
2.998 which is less than 3 it means that it is accepted. Required standard result for p-value is that
it should be less than 0.05 and the P-value of the model is 0.000 which is acceptable. RMSEA is
0.069 which is less than 0.08 as per the requirement. Standard values required for GFI, AGFI,
TLI and CFI should be greater than 0.9. Here the values of GFI, AGFI, TLI and CFI are
acceptable as they have met the threshold.

Hypothesis:
P-value 0.05 was taken in the following results:

Direct Relationships:

Structural Path B P-value  Results

Empowering Leadership Trust in Supervisor 0.51 0.003 Accepted
Trust in Supervisor Employees’ Voice Behavior 0.19 0.002 Accepted
Empowering Leadership Employees’ Voice Behavior 0.44 0.002 Accepted

The relationship between Empowering Leadership and Trust in Supervisor is significant
as the P-value is less than 0.05 and the B-value is 0.51 which means that there is 51% impact of
Empowering Leadership on Trust in Supervisor. The P-value of the relationship between Trust in
Supervisor and Employees’ Voice Behavior is 0.002 which is also meeting the threshold and
accepts the relationship and the B-value is 0.19 that indicates that the overall impact of Trust in
Supervisor is 19% on Employees’ Voice Behavior. The P-value of Empowering Leadership and
Employees’ Voice Behavior is 0.002 which shows that their relationship is significant and the B-
value of Empowering Leadership and Employees’ Voice Behavior is 0.44 which shows that there
is 44% impact of Empowering Leadership on Employees’ Voice Behavior. From the above
discussed results, H1, H2 and H3 are proved and accepted.

Indirect Relationship:

Structural Path B P-value Results
Empowering Leadership Trust in Supervisor Employees’ Voice 0.35 0.001 Accepted
Behavior

The indirect relationship between Empowering Leadership and Employees’ Voice
Behavior with the mediator Trust in Supervisor is accepted as the P-value is 0.001 which is
smaller than 0.05, which implies that the indirect relationship is significant and accepts H4.
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Graphical Chart of Hypothesis:

1) £1 18 £1)
74 73 73 86
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To test the mediation, Empowering Leadership has been taken as an independent
variable, Employees’ Voice Behavior as the dependent variable and Trust in Supervisor as the
mediator to analyze the direct and indirect effects among the variables. Thus, the direct and
indirect effects of all the variables are significant and are accepted as their P-values are less than
0.05 which proves that the mediation do exists in the given model.

Moderation:

Before Moderation of Psychological Empowerment:

Model Summary

Model R R Square Adjusted R Square Std. Error of the
Estimate
1 .605? .366 .363 .91866

a. Predictors: (Constant), PE, EL
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Coefficients

Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
. (Constant) .878 120 7.307 .000
EL 197 .053 177 3.684 .000
PE 502 .050 485 10.094 .000

a. Dependent Variable: TS

Before moderation of Psychological Empowerment, the value of R square is 0.366 and
the P- values of Empowering Leadership and Psychological Empowerment are 0.000 which
show their significant relationship with Trust in Supervisor as their P-values are less than 0.05.

After Moderation of Psychological Empowerment:

Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate
1 .6132 376 371 .91298
a. Predictors: (Constant), mod1, PE, EL

Coefficients

Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant)  1.022 133 7.697 .000
1 EL 149 .057 134 2.632 .009
PE 461 .052 446 8.877 .000
mod1 110 .044 JA21 2.481 .014

a. Dependent Variable: TS

After moderation of Psychological Empowerment, the value of R square has been
increased to 0.376 which shows the improvement in the model and the relationships of
Empowering Leadership and Psychological Empowerment with Trust in Supervisor are
significant as their P-values are less than 0.05 which are 0.009 and 0.000 and also the moderator
1 Psychological Empowerment is having a significant impact as its P-value is less than 0.05.

Journal of Management and Human Resource Volume — 2-2019 110



Before Moderation of Power Distance Orientation:

Model Summary

Model R R Square Adjusted R Square Std. Error of the
Estimate
1 4312 .185 181 1.04106

a. Predictors: (Constant), PD, TS
Coefficients?

Model Unstandardized Coefficients Standardized T Sig.
Coefficients
B Std. Error Beta
(Constant)  1.449 132 11.000 .000
1 TS 197 .056 197 3.495 .001
PD 267 .054 .280 4.959 .000

a. Dependent Variable: EB

Before moderation of Power Distance Orientation, the value of R square is 0.185 and the
P- values of Trust in Supervisor and Power Distance Orientation are 0.001 and 0.000 which

show their significant relationships with Employees’ Voice Behavior as their P-values are less
than 0.05.

After Moderation of Power Distance Orientation:

Model Summary

Model R R Square Adjusted RStd. Error of the
Square Estimate
1 4352 190 184 1.03963

a. Predictors: (Constant), mod2, PD, TS

Coefficients®

Model Unstandardized Coefficients Standardized T Sig.
Coefficients
B Std. Error Beta
(Constant)  1.488 134 11.083 .000
1 TS 178 .058 178 3.073 .002
PD .250 .055 .263 4.566 .000
mod?2 .081 .056 .073 1.461 145

a. Dependent Variable: EB

After moderation of Power Distance Orientation, the value of R square has been
increased to .190 which shows the improvement in the model and the relationships of Trust in
Supervisor and Power Distance Orientation with Employees’ Voice Behavior are significant as
their P-values are less than 0.05 which are 0.002 and 0.000 but the moderator 2 Power Distance
Orientation does not consist any relations as it does not meet it P-value which is 0.145.
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Before Moderation of Gender:

Model Summary

Model R R Square  Adjusted RStd. Error of the
Square Estimate
1 .3842 147 143 1.06501

a. Predictors: (Constant), TS, gen

Coefficients®

Model Unstandardized Coefficients Standardized t
Coefficients
B Std. Error Beta
(Constant)  1.329 199 6.667
1 Gen 244 .108 .103 2.265
TS .376 .046 377 8.270

a. Dependent Variable: EB

Sig.

.000
024
.000

Before moderation of Gender, the value of R square is 0.147 and the P-values of Gender
and Trust in Supervisor are 0.024 and 0.000 which show their significant relationships with

Employees’ Voice Behavior as their P-values are less than 0.05.

After Moderation:

Model Summary

Model R R Square  Adjusted RStd. Error of the
Square Estimate
1 .3862 149 143 1.06530

a. Predictors: (Constant), mod3, TS, gen

Coefficients?

Model Unstandardized Coefficients Standardized t
Coefficients
B Std. Error Beta
(Constant)  1.321 .200 6.622
1 Gen .249 .108 .106 2.314
TS 377 .046 .378 8.288
mod3 .046 .053 .040 .879

a. Dependent Variable: EB

Sig.

.000
.021
.000
.380

After moderation of Gender, the value of R square has been increased to 0.149 which
shows the little improvement in the model and the relationships of Gender and Trust in
Supervisor with Employees’ Voice Behavior are significant as their P-values are less than 0.05
which are 0.021 and 0.000 but the moderator 3 Gender does not play a role as it does not meet

the P-value which is 0.380.
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Discussion and Conclusion

I would like to discuss my paper in a way that the variables or we can say the factors that

influence the tone of the employees, as in the behavior or the way that they response. We saw
many factors playing a role in the voice behavior of an employee. There were 3 direct and only
one indirect relationship. And after analyzing the whole research we saw that all the variables
play a positive role on the voice or tone behavior of an employee. They all have some positive
linkages between the voice behaviors of a worker.
We are sure of the positive link because the P-values and other values shows significant or
importance of the variables. But summing up our whole research, it will be stated that all the
factors plays a positive role, but, the moderators that are Power Distance Orientation and Gender
factors do not affect the model anyhow as the values are not suitable.

Future Recommendations and Limitations

The limitation of the current research paper is many. As the research time was so specific

and it was conducted in a very short span of time so the results were also on a narrow line.
Moreover, we can also say that the results might differ as well. Limitation can also be stated that
the study was done in a narrow area, that it did not cover many places or many areas and it was
also conducted only in Karachi.
Future researchers can take it to next level that the research can be done out of Pakistan. It can be
done internationally as well as the topic has a long term survival and more work can be done on
it. It can also be done on a larger period of time so that the results are more accurate and fine.
Research can also be done on new variables. Many variables were studied in this study but still
many more can be added into it.
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