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Purpose - This research aims to examine the mediation mechanism between leader-member exchange 

(LMX) and innovative work behavior (IWB) through employee voice behavior. Specifically, this research 

exploited the social exchange theory (SET) to examine the influence of LMX on IWB through employee voice 

behavior. Within this context, employees performing in higher quality LMX relationships with IWB are 

likely to exhibit more voice behavior.  

Design/methodology/approach – Self-reported questionnaires were applied to obtain data from 360 

employees mainly with engineering qualifications from four companies in the defense sector in Turkey. 

Data were collected with a simple random sampling method in November and December 2020. Hypotheses 

were tested using correlation and regression analysis.  The reason why the defense sector was selected for 

this study is the fact that the defense industry field has characteristics that make for a unique working 

environment.  

Findings - The findings show that LMX positively and significantly affects IWB and additionally voice 

behavior has a mediating role in this relationship. LMX had a significant influence on employee voice 

behavior that was ultimately associated with IWB. Finally, Voice behavior mediated the positive correlation 

between LMX and IWB, and stronger voice behavior boosted the indirect relationship. 

Discussion - This research reveals the effects of LMX and provides practical suggestions to help employees 

express their opinions in the organization to enhance innovation performance. Based on the SET, this 

research helps to understand how certain LMX which encourage high-quality exchange relationships with 

the supervisors and foster employee voice behaviors, may nurture employee IWBs in the organizations. 

1. INTRODUCTION

Researchers (Chowhan et al., 2017; Javed et al., 2019) suggest that today’s businesses are required to meet 

shifting customer demands and maintain a competitive advantage in a rapidly evolving marketplace. 

Innovation is an indispensable component of organizational performance. In this context, Wang et al. (2017) 

emphasized the necessity of innovative work behavior (IWB) for employees to survive in contemporary 

workplaces. According to Martins and Terblanche (2003) and Slåtten et al. (2011), the literature aims at 

innovation addresses the pivotal role of employees to generate innovation in the workplace. Hence, the 

organizations have to attempt to foster innovative work behavior (IWB) with employees (Slåtten et al., 2011). 

It is therefore critical to stimulate IWB in enterprises for steady success. Denti and Hemlin (2012) highlighted 

the critical role of leaders in promoting and encouraging innovation among team members. Successful 

leadership functions as a tool in the facilitation of employee creativity.  

Gong et al. (2009) and Schermuly et al. (2013) argue that past literature has outlined several leadership theories 

which support innovation for development; however, have not given enough consideration to LMX despite 

theoretical rationale. The Social Exchange Theory (SET) (Blau, 1964) is an underlying theory of LMX theory 

and Graen and Uhl-Bien (1995) posit the unique relationship between the leader and each employee that has 

been argued as an outcome of expectations related to appropriate role behaviors between leaders and 

members. Morrison and Milliken (2000) argued that a large part of employees have stick to traditional 

procedures and refrain from joining in creative activities, even though they have adequate potential to enhance 

their existing level of IWB. Organizational leaders thus make efforts to promote IWB among their employees 
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(Bos-Nehles and Veenendaal, 2019). The current research (Javed et al., 2019; Li et al., 2019) have furthermore 

raised the significance of leadership role in encouraging IWB among their employees (Masood and Afsar, 

2017). Leadership is regarded as one of the most widely explored predecessors of IWB. An ample empirical 

study provides evidence regarding a direct and indirect association between a diverse set of leadership styles 

and IWB and has shown the complex role of leaders’ behavior in enhancing IWB among employees (Lee, 2008). 

For example, the quality of the exchange link between the leaders and followers is fundamental for the 

facilitation of extra-role behaviors among employees. In addition, employees’ inclination towards raising their 

voice for the benefit of the organization may reliant upon the quality of LMX. There are studies (Detert and 

Burris, 2007; Liang et al., 2012) revealing that employees raise their voices in case they feel dissatisfaction 

associated with existing work processes, methods and difficulties in the workplace and make an effort to 

display IWB to achieve success in the organization (Mowday et al., 2013), as well. Morrison (2011) described 

the voice as a deliberate expression of ideas, opinions and information related to work. Voice is an elective 

and self-initiated behavior that focuses on employees’ oral communication to overcome the current conditions 

through work-related recommendations, thoughts and problems (Morrison, 2011; Ng et al., 2019) by utilizing 

the lessons learned through the mistakes and shortcomings and enhancing work environments (Wijaya, 2019). 

It reduces economic and social expenses and improves the value and innovation of the goods and services 

(Avey et al., 2012; Grant and Rothbard, 2013).  

Past research has evidenced that employees’ inclination to propose novel concepts to resolve the existing 

complications contributes to the organization's decision-making process (Morrison and Milliken, 2000), raises 

organizational conformability (Le Pine and Van Dyne, 2001) and obtains upgraded growth opportunities 

(Dutton and Ashford, 1993). Nevertheless, a larger part of employees remains silent although they have 

difficulties or fundamental issues for organizational growth (Morrison, 2011). In these circumstances, the 

leadership type and the quality of the correlation between the supervisor and the subordinates can evidence 

more productivity for stimulating IWB among employees. But there is adequate empirical proof about the 

immediate correlation between voice and IWB, but the structure through which voice may increase the 

correlation among LMX and IWB need more consideration. In particular, the mediating role of voice behavior 

between LMX and IWB necessitates extensive investigation.  

The leaders are the exceptionally efficacious and dominating characters who impact the behaviors of 

employees. The employees’ belief of experiencing safe or unsafe while boosting their voice for certain 

organizational gain may depend on the situations regarding the quality of exchange involvement with their 

leaders (Detert and Burris, 2007; Mackey et al., 2018). Thus, leadership types that boost the quality of exchange 

relationships and voice behavior may stimulate greater levels of IWB. However, existing studies in the 

literature have paid little attention to the consecutive relationship between LMX and IWB through Voice 

Behavior. As a final comment, this research proposes a multi-objective framework. First, the goal of this 

research is to explore the direct relationship of LMX with IWB and Voice Behavior. Second, this research 

explores the mediation of voice behavior between LMX and IWB. Organizations should manage their 

employees to participate in recognizing difficulties and offering ideas for sustainable growth, and this research 

presents some implications for supporting employee voice in the defense sector. Generating innovative ideas 

does not threaten existing operations and implementations and voice owners usually evaluate the positive 

atmosphere in which leaders anticipate, encourage and recognize the voice of the employees (Liang et al., 

2012).  

2. THEORETICAL FRAMEWORK AND HYPOTHESES DEVELOPMENT 

2.1. The Relation Between Leader-Member Exchange and Voice Behavior 

Bauer and Green (1996) define LMX as a dyadic relationship among supervisors and subordinates. According 

to Dansereau et al. (1975), LMX theory aims at the quality of the dyadic relationship among supervisors and 

subordinates.  Zhang et al. (2015) suggest that supervisors build reciprocally valuable exchange interactions 

with their subordinates employing several kinds of exchanges and interactions. The leaders are assumed to 

support their subordinates in high-quality LMX relationships. 

Subordinates respond to high-quality LMX relationships by setting in additional periods and endeavor to 

perform their tasks successfully (Dienesch and Liden, 1986). Furthermore, in low-quality LMX interactions, 

supervisors and subordinates are limited with contractual relations, which create a downward effect based on 
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hierarchy and role-defined interaction (Janssen and Van Yperen, 2004). A high-quality LMX relation is 

combined by reciprocal trust and influence, esteem, loyalty and assuming responsibility to one another (Graen 

and Uhl-Bien, 1995). According to Van Dyne and Le Pine (1998), employee voice behavior is defined as 

individuals’ inclination to make innovative ideas for improvement and propose adjustments to methods that 

have become a standard for the organization. The employee voice idea is rooted in the notion that explains 

frustrated employees’ strong desire to voice their suggestions and encourage more adjustments for upgrading 

the conditions to enhance organizational achievement (Zhou and George, 2001). Van Dyne, Kamdar and 

Joireman (2008) suggest that voice behavior is displayed by employees voluntarily and is not formally 

prescribed by a job description; therefore, employees are not obliged to exhibit voice behavior in the 

workplace. Detert and Burris (2007) argue that employee voice behavior entails risks due to it proposes 

revisions to existing procedures and techniques related to the organization. Employee voice behavior has 

positive contributions to the success of the organization (Organ et al., 2005); however, the employees should 

take into account the potential consequences of their activities, readiness to take risks and most significantly 

be concerned about the possible negative outcome of their voice (Liang et al., 2012). Establishing a good-

quality exchange relationship and having strong relationships with the supervisor may thereby allow 

employees to reduce the degree of risk concerning voice behavior (Mo and Shi, 2018). Gerstner and Day (1997) 

suggest that the employees may not willing to increase their voices in case of a low-quality LMX with their 

supervisors. On the contrary, the supervisors show extra respect, friendliness and trustworthiness to 

employees who display high-quality LMX with their supervisors. This perspective is consistent with SET 

which explains that individuals exchange positively when they receive favorable feedback from others.  

Hence employees may have the confidence to boost their voice in case there is a high-quality LMX (Gouldner, 

1960) since they may have thought that the interaction route between them and the supervisors is open (Botero 

and Van Dyne, 2009). Empirical evidence in the literature has revealed that employee voice behaviors are 

altered by supervisors’ actions (Detert and Burris, 2007; Graham and Van Dyne, 2006; Zhang et al., 2015). 

When employees’ positive voice is raised along with a high LMX association with the leaders, employees can 

challenge rules and procedures controlling the organization and leadership by voice behavior (Morrison and 

Milliken, 2000) and they attempt to facilitate positive and constructive transformations (Zhou and George, 

2001). 

There are four reasons explains why high-quality LMX can foster employee voice behavior. As the first reason, 

employees with high-quality LMX have further open contact and interaction with the supervisors, ultimately 

conducive to occasions to boost their voice (Botero and Van Dyne, 2009). Second, in high-quality LMX, 

subordinates have more confidence in their supervisors and obtain benefits from intense work assistance and 

supervisor receptiveness. Botero and Van Dyne (2009) and Hsiung (2012) argue that these qualities give rise 

to employee perception of little risk or personal cost in voicing their opinions and subordinates feel that their 

ideas may be recognized by their supervisors. Third, employees feel the necessity to exchange this positive 

treatment and they will be in search of supporting the organization via their voice behavior when they assume 

that they are treated favorably (Burris et al., 2008; Van Dyne et al., 2008). Lastly, high-quality LMX signifies 

that the leader-member association develops to a collaboration level (Uhl-Bien et al., 2000; Hsiung, 2012). 

Employees, who have high-quality LMX relationships, show a tendency to understand the views and positions 

of their supervisors and are more likely to raise various propositions to the organization and intend to 

accomplish organizational objectives that mutually advantageous for subordinates and supervisors (Hsiung, 

2012). Several empirical research has revealed that subordinates are highly engaged in employee voice 

behaviors when they believe that they developed a high-quality LMX relationship with the supervisors 

(Botero and Van Dyne, 2009; Burris et al., 2008). Hence, Hypothesis H1 is proposed as follows:  

H1. Employees’ perceptions of leader-member exchange have a significant influence on their voice behavior. 

2.2. The Relation Between the Voice Behavior and Innovative Work Behavior 

According to Amo and Kolvereid (2005), IWB is defined as an employee initiative, which focuses on 

introducing innovative goods, processes, marketplaces, or a set of related things into the organization. Idea 

generation, idea championing and idea implementation are the steps generating the process of IWB (Scott and 

Bruce, 1994) and are efficiently carried out when employees perceive and understand what type of ideas will 

be regarded as innovative and accepted by their supervisors (Adarves-Yorno et al., 2007; Gabris et al., 2000; 
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Serva et al., 2005). Employees are the crucial element for innovation in organizations (Huang et al., 2005) since 

they suggest constructive and innovative approaches to impact organizational efficiency (Bateman and Crant, 

1993). Employee voice is a kind of change-orientation behavior (Detert and Burris, 2007), which is vital for the 

overall productivity of an organization that enables a structure for innovation and fault recognition (Morrison, 

2014). In an organization, voice behavior facilitates the discussion of distinctive ideas that have the potential 

to enhance employees’ job performance within an organization (Morrison, 2011). Employees articulate their 

interest in change if they consider it necessary for current processes within the organization (Guzman and 

Espejo, 2019). According to Scott and Bruce (1994), these types of actions are fundamental for forthcoming 

innovative activities in the organization in most cases. Morrison et al. (2011) point out that voice behavior acts 

as a climbing stage or turning point for IWB. On the other hand, Weiss and Morrison (2019) stated that voice 

behavior support employees to perform tasks innovatively. It is an interactive process where employees 

extend imagining and expose their inventiveness, offering innovative suggestions or opinions depending on 

reactions collected (He, et al., 2020). Weiss and Morrison (2019) remarked that voice behavior provides hints 

about individuals’ capability to make proficient contributions to the organization. Thus, raising voice to allow 

employees to yield positive outcomes like encouragement, reputation and respect within the organization.  

Van Dyne et al. (2003) suggest that it challenges the existing conditions and emphasizes controversy inside the 

organization, elevating the attentiveness of the employees towards the voicer’s attempt in contributing to the 

organization (Van Dyne et al., 2003).  For voicer, this oriented attentiveness, as a response, heightens the 

possibility of being viewed as reputable and valuable through the support provided by others (Wu and Wu, 

2019). Managers and supervisors have an obligation to create a positive and supportive work environment, to 

enable change and motivate their employees within the organization (Delmestri and Walgenbach, 2005; Zhang 

et al., 2008). Once employees believe that their workplace is portrayed by voice behavior as a group-level 

attribute (Kremer et al., 2019), their involvement in the activities and innovativeness are increased when they 

are further motivated to raise their voice (Deci and Ryan, 1987). Under such a scenario, employees may 

perceive the working conditions being as goodwill displayed by the supervisors and may respond by 

participating more with IWB to take the necessary measures to improve the current practices and rules that 

they confronted by increasing their voice. Such a helpful attitude of the supervisors is required, given that 

employees suggest innovative approaches for work-related challenges rarely, in case of experiencing a conflict 

or disagreement with the supervisor, the supervisor should display supportive behavior and be cooperative 

to their employees and abstain from the authoritarian style in such cases (Cheung and Wong, 2011). This 

approach is consistent with SET and earlier research has found the significant influence of voice on employees’ 

IWB (Dedahanov et al., 2016; Ng and Feldman, 2012). Hence, the Hypothesis H2 is proposed as follows: 

H2. Employees’ voice behaviors have a significant influence on their innovative work behavior.  

2.3. The Relation Between the Leader-Member Exchange and Innovative Work Behavior 

Scott and Bruce (1994) describe IWB as the problem identification and the creation of new or acknowledged 

concepts or ideas. According to De Jong and Den Hartog (2007), IWB is defined as the identification of 

problems and purposeful introduction of new and valuable ideas relating to products, services and work-

related processes within a work function, group or organizational level.  In the contemporary world, IWB of 

employees plays an eminent role in the success of an organization since the innovation capacity of an 

organization is heavily reliant upon its employees. This can be implied that IWB of employees is a unique 

main resource for the achievements of an organization in a fast-moving volatile business world (Abstein and 

Spieth, 2014). IWB incorporates both idea generation and implementation. Singh and Sakar (2012) suggest that 

employees exhibit IWB when they receive organizational encouragement for the promotion and execution of 

new suggestions. Being as employees IWB is an underlying factor for organizational accomplishment, 

previous studies demonstrated that various workplace issues are affecting the exhibit of such behavior, 

specifically in the context of the supervisor-subordinate relation (e.g. Basu and Green, 1997; Scott and Bruce, 

1994). By considering LMX theory, previous research posits that the quality of the relationship displayed by 

supervisor diversifies among subordinates and individuals with high-quality LMX perceive backing and 

satisfaction with work relationship based on trust and loyalty (Walumbwa et al., 2010a, b). Employees, who 

experience high-quality LMX, are emotionally supported by their supervisors and receive loyalty, 

trustworthiness, caring and obtain work-related data from their supervisors, and in turn, these employees 



A. Sökmen – E. S. Mete 13/2 (2021) 1306-1321 

İşletme Araştırmaları Dergisi                                                                                                 Journal of Business Research-Turk 1310 

extend enhanced endeavor and involvement and exhibit IWB and creative performance (Scott and Bruce, 

1994).  

In line with SET, employees exchange through enhanced endeavor, in-role achievement, engagement, and 

favorable job-related consequences (Schermuly et al., 2013). Moreover, past research revealed that employees 

experiencing a high-quality LMX interrelation are mainly focused on engagements beyond regular activities 

when compared to employees with a low-quality link, who deal with regular activities all the time. Non-

routine missions assist in inducing creative viewpoints while the high-quality supervisor correlation promotes 

their autonomy and encouragement to experiment and execute novel ideas and acquire effective results (Scott 

and Bruce, 1994). Even though earlier studies have shown that high-quality supervisory relationships affect 

the cognitive and emotional reactions of employees (De Jong and Den Hartog, 2007; Schuh et al., 2018) and 

there is poor knowledge in the literature about the controlling aspect of affective response in the association 

between LMX and employee IWB (Saeed et al., 2019). The reason why LMX is selected as the most influential 

leadership type that is capable of boosting IWB is diverse. Because, although transformational, transactional 

and empowering leadership styles mainly influential in developing novel concepts and opinions, LMX relies 

on quality affairs, and enables employees to receive social care and endorsement in support of ideas, which 

thus can be executed successfully (Schermuly et al., 2013). 

The research on LMX has revealed that employees who benefit from a high-quality LMX relationship think to 

be grateful to provide creative contributions by participating in open activities at the workplace (Ilies et al., 

2007). Furthermore, flexible communication between the leader and the subordinate will provide an 

environment for the leader to concentrate on the requirements, potentials and difficulties of an employee in a 

given task, which might certainly increase the employee’s IWB (Muñoz-Doyague and Nieto, 2012). The 

employee, as a result of a high-quality exchange, benefits access to obvious reactions linked with the creative 

ideas or a chance to well organize the resources and to obtain expanded support in the period of realizing the 

solutions. Self-sufficiency, responsibility and joint decision-making are linked in high-level LMX interactions 

with IWB. (Hammond et al., 2011). The instant changes in technology, the harsh rivalry to innovate repeatedly 

and often, reduced product life cycles and the high burden on enterprises to react fast and innovatively to 

recurring routine difficulties caused the organized procedures and systems to fail (Zhang and Bartol, 2010). 

Hence, employees should execute tasks beyond the routines. They may perhaps explore innovative 

technologies, propose new practices to accomplish the goals, employ different work processes and explore 

and obtain vital assets to realize novel ideas (Basu and Green, 1997). Subsequently, IWB is essentially aligned 

with the vagueness, fuzziness, and uncertainty of innovation. Hence, it can be said that encouraging LMX 

relationships generate a constructive result on innovative work behaviors as employees acquire further 

autonomy and make their decision generously in high-quality LMX defined by reciprocated confidence and 

esteem (Graen and Uhl-Bien, 1995), which are significantly associated with creativity and innovation. Thus, 

the following hypotheses proposed: 

H3. Employees’ perceptions of leader-member exchange have a significant influence on their innovative work 

behavior.  

2.4. Mediating Role of Voice Behavior in the Relation Between LMX and IWB 

According to the leader’s mindset, employees decide to offer ideas to work-related difficulties together with 

novel suggestions for organizational development. These approaches provide the basis for their IWB. Once 

the leader discovers employees’ aspirations and sentiments, which may encourage their impatience to 

contribute in innovative endeavors to act as inventive at the workplace (Oldham and Cummings, 1996). On 

the other hand, if leaders make the employees take part in the decision-making process, cause them to be 

under pressure, meticulously detect and monitor their behaviors, consequently the innovative success of the 

employees will depreciate (Deci and Ryan, 1987). Especially, the meticulous control of the autocratic style on 

employees could diminish the quality of LMX among supervisors and subordinates which causes reduced 

employee voice behavior. Subsequently, the employees might be unwilling to generously voice their views 

and innovative suggestions due to anxiety, which will eventually discourage IWB (Dedahanov et al., 2016; Gu 

et al., 2018). 
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This research underlines that the whole sequential relationship is dependent on a reciprocal dealing among 

supervisor-subordinate interactions and the voice-based recommendations, in the long run generating IWB 

among employees. During this series of acts, they are inspired by the leaders and provide feedback by 

reducing the quality of the LMX with the supervisor or by increasing it. Later, in accordance with the LMX 

quality, they choose whether to raise their voice for organizational value. Accordingly, they respond by 

demonstrating a certain degree of IWB (high, medium or low), as expressed previously. Therefore, the 

following hypotheses proposed: 

H4: Employees’ voice behaviors have a mediating effect on the relationship between their perceptions of 

leader-member exchange and innovative work behavior.  

3. RESEARCH METHOD  

3.1. The Purpose of the Study and Research Model 

This research has the official approval of the ethics commission of Ankara Hacı Bayram Veli University with 

a document reference: E-11054618-302.08.01-16504 dated 26.03.2021. The primary objective of this research is 

to examine the relationship between the variables of Leader-Member Exchange (LMX), Innovative Work 

Behavior (IWB) and Voice Behavior (VB) in the sample consisted of employees from the defense industry. The 

research model with hypotheses has been developed to illustrate the associations between the variables in line 

with the theoretical framework (See Figure 1).  

 

 

 

 

 

                                                                                                                                                                               

                                                                                                                                                                                    

Figure 1: The research model 

 

The research model is given in Figure 1, the hypotheses, and the foundations of the hypotheses in the context 

of relevant literature are as follows:  

H1: Employees’ perceptions of leader-member exchange have a significant influence on their voice behavior. 

H2: Employees’ voice behaviors have a significant influence on their innovative work behavior. 

H3: Employees’ perceptions of leader-member exchange have a significant influence on their innovative work behavior. 

H4: Employees’ voice behaviors have a mediating effect on the relationship between their perceptions of leader-member 

exchange and innovative work behavior.  

3.2. Research Sample  

The research was conducted among expert employees from four companies operating in the defense industry 

and the data were collected via questionnaires with a simple random sampling method in November and 

December 2020 in a city of Turkey. The population chosen for this study was the technical experts and a 

significant proportion of technical experts serve an engineering role. The participants were asked to join the 

study voluntarily. In the specified period, the total number of expert employees working in the departments 

of the relevant companies was 986 and a total of 360 completed questionnaire forms were returned by the 

respondents. Demographic questions are asked in the first part of the survey to acquire data regarding 

participants’ age, gender, education level, position and hours of service. The second part of the survey includes 

statements that measure employees’ perceptions of leader-member exchange, voice behavior and innovative 

work behavior. In this context, the selected sample represents 37 % of the total study population.  
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3.3. Measurement Instruments  

The questionnaire forms used in this survey are composed of 21 items except for demographic questions. 12-

items Leader-Member Exchange Scale developed by Liden and Maslyn (1998) was used to measure employees’ 

perceptions of LMX. The Leader-Member Exchange Scale includes sample statements such as “I like my supervisor 

very much as a person.” In order to measure the IWB, idea generation sub-dimension, which consists of 3 items, 

were selected out of 9 items composing Janssen’s (2000) Innovative Work Behaviour Scale that includes sample 

statement such as “I create new ideas for problems difficult issues”. VB of employees was measured through a 6-

item scale developed by Van Dyne and Le Pine (1998). The scale includes sample statement such as “I speak up 

and encourage others in my work unit to get involved in issues that affect our work.” The scales used in this survey 

were prepared based on Five-point Likert type and each item has a range of answer option from 1=strongly 

disagree to 5= strongly agree. The scales were distributed both in print and in electronic form in an attempt to 

achieve higher participation.  

3.4. Data analysis 

The acquired dataset in this survey was analyzed by using SPSS 26 software. Demographic data referring to 

demographic characteristics of employees were interpreted by using frequency analysis and percentage 

values. Cronbach’s Alpha analysis was conducted to determine the reliability of the scales. Correlation and 

regression analyses were carried out associated with hypothesis testing.  

4. Findings  

4.1. Validity and Reliability Analyses of the Scales 

The numbers of female and male participants correspond to 92 and 268, respectively. Among those who 

participated in the survey, 62 % are married, 27 % are single and 11% are divorced; 26% aged between 22 and 

30 years, 49% aged between 31 and 39, 25 % aged 40 years and over; 8 % have a high school degree, 67 % have 

a bachelor’s degree, 25 % have a master’s and doctorate. Of the participants, 32 % served for a period between 

1 and 10 years, 46 % served for a period between 11 and 20 years and 22 % served more than 21 years. In the 

context of getting meaningful responses to survey questions, participants were not requested to provide 

information regarding their title and department. 

Table 1. Reliability Coefficients and Correlation Values of the Variables 

 1 2 3 

Leader-Member Exchange (LMX) [0.92]   

Voice Behaviour (VB) ,527** [0.89]  

Innovative Work Behavior (IWB) ,496** ,508** [0.91] 

**Correlation is significant at the 0.01 level (two-tailed), [the values (in parentheses) represent Cronbach’s 

Alpha reliability coefficients]  

In this survey, the reliability coefficients for Leader-Member Exchange Scale, Voice Behaviour Scale and Innovative 

Work Behavior Scale were 0.92, 0.89 and 0.91, respectively. These values show that these scales had acceptably 

high-reliability coefficients.  

4.2. Tests of the Hypotheses 

Correlation analysis was carried out to demonstrate the associations among the variables. The results of the 

analysis suggest a positive and significant (r = 0.527, p< 0.01) relationship between LMX and VB and a positive 

and significant (r = 0.496, p< 0.01) relationship between LMX and IWB. The results revealed a positive and 

significant (r = 0508, p< 0.01) relationship between VB and IWB, as well. 
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Table 2. Regression Values 

 

Independent Variable Dependent Variables 

Leader-Member Exchange 

(LMX) 

Voice Behaviour Innovative Work Behaviour 

ß  Sig ß Sig 

0,527 0,000 0,496 0,000 

R2=0.255  

F=148,579 

R2=0,239 

F=98,752 

Voice Behaviour Innovative Work Behaviour  

ß Sig 

0,508 0,000 

R2=0,165 

F=112,214 

 

Based on the results of the regression analysis, it can be observed that LMX has a positive and significant 

influence on VB (ß=0.527; p<0,001) and has 25,5 % explanatory power (R2= 0.255). The regression results also 

concluded that LMX has a positive and significant influence on IWB (ß=0.496; p<0,001 and has 23,9 % 

explanatory power (R2= 0.239). Hence Hypothesis 1 and Hypothesis H3 were accepted. The results implied 

that defense industry employees exhibit higher levels of VB and IWB when their perceptions of leader-member 

exchange increase. The results also show that VB has a significant influence (ß=0.508; p<0,001) on employees’ 

IWB and has 16,5 % explanatory power (R2= 0.165). Hence Hypothesis H2 was accepted. Thus, it can be 

articulated that defense industry employees show higher levels of idea generation dimension of IWB when 

their VB increases. The mediation analysis method was used to determine the mediating role of VB on the 

influence of LMX against innovative work behavior (Baron and Kenny, 1986; Hayes, 2009). In this method, the 

role of a mediator can be determined by using a three-variable model; therefore, the model was generated 

accordingly. Thus, the following model was tested relating to the mediating effect of VB on the influence of 

LMX against IWB. 

 

 

 

 

 

 
 

Figure 2. MediatorVariable Model 

Based on the given model, the results of regression analysis results suggest that LMX has a significant 

influence (ß=0.527; p<0,001) on VB in the first step; LMX has a significant influence (ß=0.496; p<0,001) IWB in 

the second step; VB has a significant influence (ß=0.508; p<0,001) on IWB in the third step. 
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and significant influence of VB on IWB continued, however, the regression coefficient (ß=0.389; p<0,001) 
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5. DISCUSSION AND CONCLUSION  

IWB is critical for organizational achievement and effectual leadership can encourage it in the organizations 

(Bai et al., 2016; Li et al., 2015; Wang et al., 2017). This research focused on the present cavity in the literature 

on IWB (Li et al., 2019) to explicate the effect of LMX in IWB utilizing social exchange theory (SET). SET (Blau, 

1984) depicts how social interactions may arise among leaders and the employees in an organization. The 

results support earlier findings and grant to the research on the correlation among LMX and IWB of 

employees. This research has revealed that the level of LMX with specific efforts on an individual may predict 

the IWB of the employees positively. This is in accord with prior research that LMX is a crucial antecedent of 

employees’ creative effort contribution (Hassanzadeh, 2014; Volmer et al., 2012). This research likewise proved 

a significant correlation between LMX and employee voice behavior. Mainly, the research explored the 

involvement of LMX on IWB thru a mediation structure of voice behavior. The statistical findings of this 

research offer intriguing conceptions about the function of voice behavior on IWB and LMX which maintain 

the viewpoint of SET. The conclusions also coincide with the standpoint of SET and it posits that the 

subordinates may perceive the high-quality interaction with their supervisor as an incentive and be conscious 

of liability to reciprocate by raising their voice in favor of the organizational gains.  

This research posited four significant contributions. Firstly, this research discovered a positive association 

between LMX and IWB aimed at employees. This result supports the study of Schermuly et al. (2013) who 

observed the quality of interactions among employees and close supervisors’ prominence creative effort 

participation and task engagement. SET encourages a correlation created by LMX towards innovation since 

the degree of the correlation created by the leader and the employee greatly influences employees how to 

behave and the response of the organizations accordingly (Graen and Uhl-Bien, 1995). Consistent with 

numerous research (e.g. Schermuly et al., 2013; Volmer et al., 2012), this research outlined the importance of 

leadership as a very significant antecedent in IWB of employees along with supervisors’ collaboration is very 

essential during the innovation process. The reason for this could be that the employees expect most probably 

a positive approach from the leaders. (Gumusluoglu and Ilsev, 2009). Therefore, the existence of the dyadic 

relationships may create a crucial demand for the enthusiasm of the employees employing Innovative Work 

Behavior and the level of the quality and dynamics of the relations between the employees and leaders. 

Secondly, the results of this research also adhere to earlier research supporting that leaders reconstruct 

employee voice behaviors (Detert and Burris, 2007; Graham and Van Dyne, 2006; Zhang et al., 2015). Likewise, 

a positive correlation between employee voice and IWB was also examined through these findings which are 

consistent with the earlier empirical results (Dedahanov et al., 2016; Ng and Feldman, 2012). Greater 

awareness of voice signifies employees' inclination to struggle the status quo by voicing their concerns (Liu et 

al., 2010; Walumbwa and Schaubroeck, 2009) by way of task-associated proposals, concepts and questions 

(Morrison, 2011; Ng et al., 2019). Subsequently, they consider themselves more compelled to display an 

elevated degree of IWB. Third, this research hypothesized that the level of LMX perceived by the employees 

has an indirect effect on IWB via employee voice behavior as well. The results indicate that LMX impacts IWB 

only when employees are certain about their self-confidence concerning personal capabilities to execute 

inventive consequences. Consequently, when the interaction between the leaders and followers reached a high 

degree of quality, a positive effect arises on IWB since it enhances the employee voice behavior. Fourth, this 

research revealed voice behavior to mediate the link between LMX and IWB. Besides, the data obtained 

through the mediation analysis showed that voice behavior mediates the correlation between LMX and 

employee voice behavior as it supports the significant LMX dimension with employee voice. Based on SET, 

the conclusions clarify that the indirect effect of LMX on employee’s IWB through voice behavior is more 

obvious and constructive during the high level of LMX. 

5.1. Theoretical and Practical Implications  

This research offers crucial visions into essential consequences to be considered in the applications either 

theoretical or practical. Primarily, studies related to LMX have broadened by showing that LMX can impact 

employees’ IWB by enhancing its relationships with voice behavior. This research offers suggestions on how 

to proceed with these relations in future studies on the voice behavior displayed by the employees, signifying 

that employees voice willingly any of the suggestion or opinion once they feel a solid LMX association with 
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the supervisors. This sort of perception encourages employees to act creatively which consequently boosts 

IWB. Even though there is broad research on leadership and employee voice (Chan, 2014; Zhang et al., 2015), 

this research exposed the mediated relationship between LMX and IWB through voice behavior. Although 

some researchers examined the relationship between LMX and IWB with the role of employee voicing but 

suggested a necessity for future research to present further theoretical interpretations that clarify why high-

quality LMX might expedite or hinder employee voice behavior (Gu et al., 2018; Ng and Feldman, 2012; Wang 

et al., 2017). Hence, this research fills the mentioned gaps and provides a meaningful approach to the literature 

of IWB as proof concerning a mediator role of voice behavior with LMX.  

The prior literature suggested that high-quality LMX substantially boosts extra-role behaviors displayed by 

the employees (Ilies et al., 2007). If such transparent relationships exist between the leader and subordinates, 

particular attention is needed by the subordinates for the possible consequences of voicing new ideas 

(Morrison, 2011). There is a proven case that most employees hesitate to convey their opinions because they 

assume the risk of a harmful relationship that may occur between the leader and themselves (Morrison and 

Milliken, 2003). Contrariwise, generating innovative ideas does not threaten existing operations and 

implementations and voice owners usually evaluate the positive atmosphere in which leaders anticipate, 

encourage and recognize the voice of the employees (Liang et al., 2012). Additionally, earlier research posits 

that employees’ IWB depends on the two-fold process of idea generation (innovation) and stating these ideas 

to the leadership (voice) to facilitate the ideas to be implemented (Rank et al., 2004; Zhou and George, 2001). 

Formerly, (Chen and Hou, 2016) identified the voice as a critical means of merging leadership behavior with 

IWB displayed by the employees. IWB necessitates bringing valuable ideas to the management, even though 

those ideas absolutely are not altering the existing practices and methods within the organization (Anderson 

et al., 2014).  

This research exposes that leaders can encourage employees’ voice behavior by supplying the necessary 

assistance, mutual influence, confidence, appreciation and speak competently with their employees. 

Furthermore, the mediating mechanism of voice behavior on employee’s IWB suggests that management has 

to appreciate employees’ sensations and offer more autonomy to voice generously when articulating 

innovative ideas. Also, this research broadens the literature by advising the organizations that a high level of 

LMX may influence the distinctive ideas created by employees. Accordingly, the findings can be used to 

propose a solution to the organizations that can revise the practices, and how the effect of the leader can 

expedite the necessary approaches for employee participation. For instance, if any organization needs to 

improve the level of IWB at the workplace, the management has to provide the leaders with the required 

authorization to reserve certain resources and autonomy. This research exposes also how voice behavior 

executes a bridge function during the generation of innovation by the employees. Besides, it is instrumental 

for management to provide the opportunity to their members of the workforce to get involved in the decision-

making stage of new business attempts, in this manner, enriches employees’ perception of being valuable and 

important in the organization. So, these kinds of management strategies may generate a richer perceived 

organizational reputation (Fuller et al., 2007). Management should promote employees to voice ideas on how 

to develop work structures and methods to gain sustainable competitiveness and continued success. These 

business approaches, integrated with the approach strengthening a high-quality LMX have to encourage voice 

freedom and enhance the opportunity of voicing exercised by employees. 

5.2. Managerial Implications  

As the findings demonstrate that LMX has a positive influence on the IWB displayed by the employees, 

managers need to realize that their interactions with the members of the workforce can create significant 

outcomes utilized by the organizations. Additionally, meta-analytic research (Dulebohn et al., 2012, p. 24) 

revealed that “LMX quality was positively managed by leaders their instead of members of the organization”. 

Therefore, managers should make an effort to build and keep steady encouraging relations with as many 

employees as conceivable. To accomplish this objective, managers do not have to take care of all employees 

equally, however, everyone should feel recognized (Yukl, 2002). Principals may play an imaginative modeling 

role to motivate their followers that they also become creative and execute innovation. The hands-on trials 

could be complementary activities to employ creative competency. The mentioned approaches may improve 

employees’ experimental and metacognitive talent, thus fostering creativity and innovative behaviors. So, 
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managers may resolve the concern and fear of the employees which may occur as a result of the ambiguity of 

inventive pursuits by presenting guidance and incentives. 

5.3. Limitations and Future Research 

This research has some strong points to draw attention to certain issues. First, even though prior research has 

mostly focused on mixed employees who can judge the innovative behavior and voice behavior displayed by 

them, this research employed mostly technical experts to evaluate those behaviors. Furthermore, the survey 

data from the origins were obtained at two separate times, which substantially reduces potential common 

method bias. (Podsakoff et al., 2012). However, this research suggested certain limitations. First, four separate 

organizations in the defense sector located in the capital city of Turkey provided the data and this may 

constrain the generalizability of the conclusions. Nevertheless, this research may be applied by performing 

comparative research through the participants employed by various kinds of organizations operating in other 

domains such as international, public and private sectors. Second, this research analyzed the mediating role 

of voice behavior between LMX and IWB. On the other hand, as a future research attempt, the LMX may also 

mediate the correlation amongst IWB and employee voice. Furthermore, the different attributes of LMX in this 

research introduced, to get a better understanding, forthcoming studies can look at the quality of several types 

of leadership types such as despotic, transactional, transformational, and ethical leadership on employee voice 

and IWB. Lastly, voice behavior is applied as a one-dimensional construct. Nevertheless, future research may 

explore the prohibitive and promotive voices to have a clear understanding of their stimulating structure.  

5.4. Conclusion 

Supporting SET, this research gives a clear picture to understand the high-quality reciprocating relationship 

with the supervisors and boost employee voice behaviors, which could encourage employee IWB within the 

workplace. The findings of this research will support researchers and practitioners in improving their 

understanding of why employees need to raise their voices and facilitate creating additional interest in voice 

behavior studies.  Organizations should manage their employees to participate in recognizing difficulties and 

offering ideas for sustainable growth, and this research presents some implications for supporting employee 

voice. The significant impact of LMX on employee voice indicates that supervisors may encourage voice 

behavior by delivering support, confidence, esteem, mutual control, and efficient interaction with employees. 

Consequently, organizations have to urge leaders to create decent quality relationships with their 

subordinates and ascertain guidelines to foster the development of the relationships between the effective 

leader and the subordinates such as reciprocal valuation between leaders and subordinates.  
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