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Abstract 

This research examines the impact of ethical leadership on employee voice behavior and 

innovative work behavior considering psychological empowerment and leader-member 

exchange as mediators. Furthermore, job performance has been suggested as a moderator 

of ethical leadership and voice behavior relationship, whereas, locus of control has been 

proposed as moderator of ethical leadership and innovative work behavior relationship. 

Based on literature reviewed and gaps identified this study proposed a comprehensive 

research framework suggesting ten hypotheses. 

Ten government research organizations were selected and 800 questionnaires 

were distributed to the targeted sample for collecting primary data for the study. Overall 

546 filled questionnaires were received from which 508 were usable. Step-by-step 

procedures were followed to check for the validity and reliability of predeveloped scales 

used in this research. Validity as well as internal consistency of scales was determined 

via calculating item total correlations and total scale correlations using SPSS. Moreover, 

to further test the validity and dimensionality of predeveloped scales, respective items of 

all the scales were factor analyzed via confirmatory factor analysis that was carried out 

using AMOS. Internal consistency reliability of each scale was assessed via computing 

Cronbach’s alpha in SPSS. Mean differences for demographic groups of respondents on 

study variables were examined through applying independent samples t-test and analysis 

of variance (ANOVA) test. 

Bootstrap-based regressions were performed using PROCESS in SPSS to test 

study hypotheses. To test the mediation and moderation hypotheses, essential conditions 

outlined by Baron and Kenny were followed. Specifically, to test mediation hypotheses, 

in addition to traditional 4-step approach of Baron and Kenny, significance of indirect 

effect was also tested. The results indicated that ethical leadership significantly and 

positively relates to voice behavior, innovative work behavior, psychological 

empowerment and leader-member exchange. It was also found that psychological 

empowerment mediated the relationship between ethical leadership and the outcomes 

(voice behavior and innovative work behavior). Results showed that leader-member 

exchange only mediated the relationship between ethical leadership and voice behavior. 

Job performance was found to moderate ethical leadership-voice behavior relationship. 

However, mediating role of leader-member exchange and moderating role of locus of 

control in the relationship of ethical leadership and innovative work behavior was not 

supported. On the basis of results, study contributions, possible implications, limitations 

and further areas for research were also discussed. Present research has implications for 

policy makers who wish to identify and promote advantageous leadership practices for 

encouraging employee voice behavior and innovative work behavior. Moreover, this 

research supplemented literature for scholars focusing on outcomes of ethical leadership. 
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Chapter One: Introduction 

Background of the Study 

In existing conditions the organizations are needed to rely upon new approaches 

and ways to be successful. One of these approaches is improvement in ethical behavior of 

leadership which makes work environment more expressive and productive. Therefore, 

ethical leadership (EL) is gaining attention and getting popularity. Ethical leadership has 

become point of interest for numerous academicians and scholars during the previous 

decade (e.g., Brown & Trevino, 2006; Walumbwa & Schaubroeck, 2009; Piccolo et al., 

2010; Kalshoven et al., 2011; Yidong & Xinxin, 2013; Bai et al., 2017). Research 

regarding ethical leadership states that ethical character of a leader demonstrated through 

qualities of fairness, honesty and concern for subordinates plays substantial role for 

initiation and reinforcement of preferred outcomes at workplace. 

Ethical leaders, as a source of inspiration for subordinates, influence their 

behaviors and attitudes in the benefits of individuals and organization (Walumbwa et al., 

2011) motivating subordinates to contribute additional to that are the job responsibilities. 

However, literature is scant for understanding how extra-role desired outcomes could be 

motivated and attained at work along with upholding the standards of required behaviors. 

Literature speaks out for the need of investigations regarding direct as well as indirect 

effects of EL on extra-role behaviors of subordinates including voice behavior (VB) and 

innovative work behavior (IWB) (Morrison, 2011; Yidong & Xinxin, 2013; Hassan, 

2015). However, in the existing literature fewer researches have concentrated on 

mechanisms through which one could capture how and for what kind of employees EL 

can contribute toward VB and IWB. 
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VB and IWB are extra-role efforts of individuals for organization (Morrison, 

2011; Yidong & Xinxin, 2013). As far as, employee voice behavior is concerned, 

research in this area is growing rapidly over the last fifteen years (Maynes & Podsakoff, 

2014). On the part of employees, choice of what and how to speak is changing while 

having potentially vital suggestions. However, just like other growing areas in 

management research, voice behavior is also somewhat fragmented (Jung, 2014) 

particularly in terms of potential antecedents. 

Morrison (2011) proposed supervisory behavior as an important precursor to VB. 

Since, leaders are sources of cues for subordinates regarding safety and meaningfulness 

of voice, shaping their cognitions deriving decision to speak or not (Ashford et al., 2009). 

However, it is still vague what leaders can or cannot do to motivate employee voice 

behavior initiating need to focus on specific leadership styles (Morrison, 2011). To fill 

the literary gap this research is intended to focus on ethical leadership as antecedent to 

employee voice behavior. Moreover, along with voice behavior this research is also 

intended to investigate another relevant extra-role effort (i.e., innovative work behavior) 

as an outcome of ethical leadership to further highlight the motivational role which an 

ethical leader can play at workplace. 

Resent work environment with increased complexity, competition, uncertainty 

and interdependence has made organizational improvements vital for success. It is a 

known fact that organizational improvements are based on individual’s extra-role efforts 

in the form of IWB (Woodman et al., 1993). Management literature also necessitated in-

depth study of EL and IWB relationship (Yidong & Xinxin, 2013). Thus, it is of worth 

exploring EL as an antecedent to both VB and IWB. However, Barling et al. (2010) 
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stated that investigating outcomes of leadership are not significantly important until the 

related mechanisms are also considered to understand how and for what kind of 

employees these outcomes occur. Therefore, in this research psychological empowerment 

(PE), leader-member exchange (LMX), locus of control (LOC) and job performance (JP) 

are considered for exploring how and for what kind of employees ethical leadership 

influence voice behavior and innovative work behavior. 

In recent years, antecedents to extra-role behaviors including voice behavior and 

innovative work behavior are being explored at large. Yet, it is an ignored area in the 

developing economies like Pakistan. Particularly, ethical leader’s motivational role for 

promoting extra-role efforts like voice behavior and innovative work behavior need 

special attention in the context of government sector organizations. Since, around the 

globe government organizations are also under increased pressure for improved 

efficiency and cost reduction (Hassan, 2015). Issue of concern is that how leader’s 

behavior transmits to the subordinates. In Pakistan hierarchal decision making, lack of 

trust and coercive leadership practices hinder supervisors to accept and appreciate 

follower’s input. This problem is necessary to be addressed, since, increased competition 

require growth for more responsive and productive organizations, initiating need for 

employees extra-role efforts such as VB and IWB. 

Statement of Problem 

Based on the background of study it becomes clear that increased competition for 

improved efficiency is drawing attention among management researchers to focus on 

desirable workplace employee behaviors. Since, organizational success is not possible 

until deficiencies are reported, suggestions are given and IWB is practiced by the 
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employees (Tushman & Nelson, 1990; Amabile et al., 1996; Ireland & Hitt, 2005; 

Morrison, 2011). Therefore, answering questions “how voice and innovative work 

behaviors could be motivated?” and “what factors determine employee engagement in 

such extra-role efforts and the underlying mechanisms?” has become a challenge for 

which numerous attempts were made (Detert & Burris, 2007; Hsiung, 2012; Raub & 

Robert, 2012; Yidong & Xinxin, 2013; Qi & Ming-Xia, 2014; Maynes & Podsakoff, 

2014; Dhar, 2016) however the mystery is not fully resolved (Morrison, 2011; Yidong & 

Xinxin, 2013; Jung, 2014). 

Previous research on voice behavior and innovative work behavior has focused on 

various personal and contextual factors as possible antecedents (e.g., Young, 2012; 

Takeuchi et al., 2012; Yesil & Sozbilir, 2013; Maynes & Podsakoff, 2014; Hassan, 2015; 

Hu & Jiang, 2016). However, role of specific leadership behaviors is still fragmented 

(Morrison, 2011; Yidong & Xinxin, 2013). Particularly, less consideration has been paid 

to EL that calls for more focused investigations (Yidong & Xinxin, 2013; Lee et al., 

2017). Since, ethical leadership contributes much to employee attitudes and behaviors as 

well as organizational survival, effectiveness, innovation and development (Tushman & 

Nelson, 1990; Amabile et al., 1996; Brown et al., 2005; Ireland & Hitt, 2005; Brown & 

Trevino, 2006). Moreover, the need is to explore underlying mechanisms by means of 

which EL influence VB and IWB (Morrison, 2011; Yidong & Xinxin, 2013). Since, 

Barling et al. (2010) indicated that examining outcomes of leadership are of no 

importance until causal mechanisms are reflected to grasp how and for what kind of 

employees such outcomes occur. 
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The main problem is to understand how EL can contribute toward follower’s VB 

and IWB. Particularly, the role of employee’s PE, LMX, LOC and JP needs special 

attention for understanding effects of EL on VB and IWB. 

By examining ethical leadership as an antecedent to voice and innovative work 

behaviors, incorporating role of PE, LMX, JP and LOC, this study will help managers, 

practitioners and management researchers to understand how and for what kind of 

employees leader’s ethical behavior can contribute towards promoting extra-role efforts. 

It will also assist organizational policy makers to design more distinct policies for 

promoting desired behaviors and to address personal and organizational issues. 

Justification of the Study 

There are both literary and practical justifications for the current study. Since, less 

consideration has been given to ethical leadership in previous studies despite of recent 

trends in practice and research (Qi & Ming-Xia, 2014). Therefore, a clear need arises for 

a research study to investigate voice behavior and innovative work behavior focusing on 

ethical leadership as a potential antecedent. As, management literature on varying 

antecedents and determinants of voice behavior and innovative work behavior is 

fragmented which do not provide a clear lens to watch through (Morrison, 2011; Yidong 

& Xinxin, 2013; Bai et al., 2017). Whereas, ethics has gained attention worldwide in 

recent years to emphasize individual and corporate social responsibility (i.e., (a) 

employees should work in the best interest of organization beyond job responsibilities, 

and; (b) organizations should treat stakeholders “including employees” ethically) within 

and outside organizations in order to gain competitive advantage, ensure organizational 

success and avoid legal encounters (Ferrell et al., 2015). Therefore, ethical leadership has 
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become point of interest for its critical role in guiding subordinates workplace behaviors. 

Mayer et al. (2009) stated that worker supposed EL positively relate to extra-role 

behaviors (i.e., increased citizenship behavior and reduced organizational deviance). 

Particularly, in current research extra-role behaviors (e.g., VB and IWB) as 

outcome of EL are focused as organizations are functioning in challenging times. Defies 

of creating sustainable worth suggest that organizations are required to be able to adapt, 

innovate and be flexible to respond the uncertainties and risks future poses. Therefore, 

extra-role participations from employees in terms of VB and IWB are required by the 

management, especially for information that otherwise remain hidden, for organizational 

innovation, for advancement of products and processes, for correcting problems before 

they become worsen, for making correct decisions and for implementing change to 

ensure organizational effectiveness and success (Woodman et al., 1993; Morrison, 2011; 

Qi & Ming-Xia, 2014). Therefore, it seems crucial to investigate voice behavior and 

innovative work behavior considering both contextual and personal factors that motivate 

such behaviors at workplace. 

Irrespective of organizational requirements for extra-role participations, 

international human rights and religion inspire employees via providing autonomy to 

speak and innovate for organizational development. Therefore, in this study ethical 

leadership is also emphasized in prospects of religion and international human rights for 

benefit of employees and organization. Contextually, in Pakistan work ethics are bound 

by Islamic rules that promote consultation and diminish friction to aid in overcoming 

difficulties that hinder success of organization (Yousef, 2000). Therefore, reasons for 
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focusing ethical leadership, employee voice behavior and innovative work behavior are 

classical and recent efforts are just documenting and testifying the phenomenon. 

This research is supplementing literature with empirical evidences that how EL 

motivate subordinates VB and IWB via examining role of PE and LMX. Moreover, this 

study also reflects for what kind of employees EL is more effective in motivating VB and 

IWB (as considering individual dissimilarities in terms of JP and LOC). 

Research Questions 

Based on this background, current study is aimed at empirically and thoroughly 

investigating research questions given below: 

a. Does EL relate to extra-role efforts including VB and IWB? 

b. Does PE and LMX mediate the relationship between EL and such extra-role 

behaviors? 

c. Does JP moderate EL and VB relationship? 

d. Does LOC moderate EL and IWB relationship? 
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Objectives of the Study 

Considering research questions, broader objective is to examine how EL relates to 

VB and IWB via (a) mediation of PE and LMX; and, (b) moderation of JP and LOC. 

More explicit objectives are: 

a. To determine the relationship among EL and both of the VB and IWB. 

b. To determine mediating roles of PE and LMX in the association of EL with VB 

and IWB. 

c. To determine moderating role of JP in the link of EL and VB. 

d. To determine moderating role of LOC in the link among EL and IWB. 

Key proposition of current empirical research is that EL could determine extent of 

extra-role efforts by employees. This research is intended to investigate ethical leadership 

as an important contextual factor contributing toward subordinates VB and IWB. More 

specifically, this research is conducted to determine how ethical practices on behalf of the 

leader relate to VB and IWB, considering PE and LMX as mediators. Employee’s JP and 

LOC are also included to access the moderating role of individual’s personal 

characteristics for ethical leadership to be effective in promoting extra-role workplace 

behaviors. 
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Significance of the Study 

This research adds leadership literature via focusing on EL. Literature is scant 

with respect to empirical studies investigating VB, IWB, PE and LMX as outcomes of 

EL. More specifically, there exists very limited research that focused on employees of 

government organizations for studying employee extra-role behaviors. Present research 

fill the literary gaps via analyzing VB and IWB in the framework of EL for research 

scientists employed in government research organizations. 

Examining voice behavior and innovative work behavior among research 

scientists matters as employee’s constructive challenge to the status quo and innovative 

behavior might be vital for knowledge-intensive research projects to be successful, given 

that individuals’ voicing of their minds, innovating new procedures and improving 

existing protocols is essential for long-term survival of research based organizations. In 

line with the existing literature results of current study offer sufficient approval to the fact 

that leadership ethics play significant role in determining employee engagement in extra-

role efforts irrespective of public or private sector organizations. 

This research tests mediation of PE and LMX in linkage of EL and extra-role 

efforts (VB and IWB) that are not empirically investigated in the past. Thus, via 

demonstrating PE and LMX as significant mediators, present research identifies new 

proximal antecedents of VB and IWB which can be boosted by EL. 

Current study also investigates the moderation of JP. None of the previous studies 

examined moderation of JP in ethical leadership and voice behavior relationship. 

Moreover as an initial attempt, this research also tests moderating role of LOC in the link 
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of EL and IWB. Therefore, this empirical study has opened up new deliberations for 

understanding the effects of EL. 

Present study substantiates the validity, confirms the factor structure and endorses 

the reliability of predeveloped scales (for measuring EL, VB, IWB, PE, LMX, JP and 

LOC) in the local organizational context of Pakistan. Most of the previous studies on 

ethical leadership, voice behavior and innovative work behavior were conducted using 

samples from private organizations. Present research is significant as in this study 

hypotheses are to be tested via analyzing data obtained from government organizations. 

Therefore, study findings are noteworthy as there are limited empirical investigations on 

study variables in the context of public sector organizations and in developing societies 

like Pakistan. 

Utilizing a sample of researchers working in government research organizations, 

this study has practical contributions for managers of knowledgeable workforce. Thus, 

via investigating factors encouraging extra-role behaviors in knowledge-intensive 

organizations present research enrich literature on ethical leadership in an under studied 

context. 
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Scope of the Study 

This research covers only government research organizations of Pakistan. Data 

for present empirical study is gathered from public sector research organizations because 

the government research organizations are bound to be following more or less similar 

policies (in terms of goals and management regulations) as compared to private sector 

organizations. Moreover, major research organizations (with an exclusive focus on 

agriculture, veterinary, poultry, medicine and health related research) located in federal 

territory and the Punjab province are considered. Institutes from all provinces are not 

considered as focus of this research is other than the investigation of cultural differences. 

Moreover, only agriculture, veterinary, poultry, medicine and health related research 

organizations are considered as these organizations pursue an overall similar goal of 

internal prosperity and stability of the nation (based on living national resources) other 

than military and/or industrial purposes. 

There are both administrative and research staff members in government research 

organizations. In this study only employed researchers are considered because core 

institutional function (i.e. research and development) is mostly influenced by them. 

Moreover, irrespective of gender, the study sample includes both female and male 

researchers employed in the selected organizations. 

The emphasis of current research is EL, VB, IWB, PE, LMX, JP and LOC. 

Therefore, this study is intended to help managers, practitioners and scholars to 

understand and/or design appropriate polices for promoting ethical leadership to motivate 

subordinates voice behavior and innovative work behavior at workplace. 
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Organization of the Study 

This research is comprised of six chapters. First chapter provides background and 

justification of study, research objectives, statement of problem, research questions, 

overall scope and significance of current research. 

Chapter two covers theoretical background of this research. To identify gaps in 

literature it offers review of relevant literature on study variables and the links between 

them. Based on the literature reviewed and gaps identified, a research framework along 

with study hypotheses to direct this research are offered in second chapter. 

Chapter three entitled “Research Methodology” explains in detail the method of 

this research via providing operational definitions of study variables, details about 

respondents, data collection tool, data collection procedure and details of techniques used 

for analyzing primary data to test proposed study hypotheses. 

Chapter four entitled “Descriptive Analysis” is about profile of respondents, 

validity and reliability of measures, descriptive statistics and the demographic groups’ 

comparison on study variables. 

Chapter five entitled “Hypotheses Testing” provide with the data analysis results 

for hypotheses testing and the main research findings. Moreover, this chapter also 

provides summaries of hypotheses testing results and the statistical techniques used for 

data analysis. 

The last chapter entitled “Discussion and Conclusions” is about discussion of 

research findings, contributions, implications and limitations of this study, further areas 

for research and the study conclusion. 
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Chapter Summary 

This chapter covered background of present study.  More specifically, in the 

above chapter focus of study was clarified through problem statement and justification of 

study. Direction of this research was further defined via providing main objectives and 

questions. Additionally, scope and significance of empirical research were also given. 

The detailed structure of this study was also discussed. The next chapter will provide 

literature review on study variables to identify research gaps. Moreover, research 

framework along with study hypotheses will be proposed in the subsequent chapter to fill 

the existing literary gaps. 
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Chapter Two: A Review of Literature and Theoretical Framework 

Prior chapter provided a brief background of study. This chapter facilitates 

understanding of study variables and their relationships as it provides with a review of 

relevant literature and empirical advances. Primarily, in this chapter different approaches 

to the definition of ethical leadership (EL) and voice behavior (VB) are reviewed for 

conceptualization of these variables. Then this chapter advances to review theoretical and 

empirical literature relating the linkage between EL and VB. In succeeding section 

diverse approaches to innovative work behavior (IWB) were considered for most 

comprehensive conceptualization and then role of EL in determining followers IWB is 

explicated. 

The subsequent segment covers literature review about conceptualization of 

psychological empowerment (PE); association of EL and PE; and, mediation of PE in 

relationships of EL with both of the VB and IWB. The next section of chapter is about 

leader-member exchange (LMX) and literary support (theoretical as well as empirical) 

for the link between EL and LMX and, mediating role of LMX in relationships of EL 

with both of the VB and IWB. 

Following section of chapter comprises literature review on conceptualization of 

job performance (JP) and moderating role of JP in EL and VB relationship to enrich 

understanding of proposed linkage. In later section concept of locus of control (LOC) is 

discussed and literary background proposing its moderating role in EL and IWB 

relationship is provided. Then, based on literature gaps a research framework is proposed 

to guide this research. Lastly, proposed hypotheses are listed and chapter is concluded 

with a summary. 
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Ethical Leadership 

To understand role of ethical leadership, one needs to gain understanding of what 

literature suggests as ethical leadership. In this regard previous studies can be divided 

into three groups. First group provided narrower understanding of ethical leadership 

defining it as a matter of leader’s personal honesty, good character, right values/beliefs, 

and decision making directed by inner qualities (Kanungo & Mendonca, 1996; Yukl, 

2006; Freeman & Stewart, 2006; Cumbo, 2009). This group, via suggesting that directing 

followers to do right things is not part of ethical leadership, restricted the 

conceptualization to personal ethics. Hence, this group considered only one aspect of 

ethical leadership i.e., “moral person”. 

On the other hand, second group emphasized the notion of “moral manager”. 

They agreed that ethical leadership is about serving subordinates, dealing with their 

internal conflicts and influencing them to do right things in the right way (Greenleaf, 

1977; Frank, 2002; Heifetz, 2006). Although, in comparison with the first group of 

researchers this group added a different dimension but the conception of “moral person” 

was missing. 

Third group of researchers including Trevino et al. (2003), Kaptein (2003), Brown 

et al. (2005), Lasthuizen (2008), De Hoogh and Den Hartog (2008), Plinio (2009) and 

Sandel (2009), Wang et al. (2015), Dhar (2016), Bai et al. (2017) supported most 

comprehensive perspective on ethical leadership via incorporating both facets of moral 

‘person and manager’. Most specifically, Brown et al. (2005) providing a 

multidimensional conceptualization defined EL as a practical exhibition of normatively 

suitable behavior via personal activities as well as in interpersonal relations, along with 
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promoting the same to subordinates through communication, decision making and 

reinforcements. They indicated that ethical leader being a moral person have 

characteristics including integrity, honesty, trustworthiness, justice, altruism and 

collective motivation (Brown & Trevino, 2006), and being a moral manager guide 

followers’ behaviors and attitudes via ethical practices (Trevino & Brown, 2004). 

Therefore, the definition provided by Brown et al. (2005) is the most comprehensive 

conceptualization of the overall concept as it not only highlighted the aspects of ‘(a) 

moral person; and, (b) moral manager’ but also bridged the two components via 

emphasizing two-way communication. Above approaches are concisely explained in the 

Table 2.1 below: 

Table 2.1 

Ethical Leadership Conceptualizations 

Group Authors Contribution Gaps 

Group 1 Kanungo and Mendonca (1996), 

Yukl (2006), Freeman and Stewart 

(2006), Cumbo (2009) 

EL is matter of leader’s 

personal morality and virtues 

Leader’s role as moral 

manager was missing 

Group 2 Greenleaf (1977), Frank (2002), 

Heifetz (2006) 

EL is serving in and directing 

to the right way 

Aspect of personal 

morality was missing 

Group 3 Trevino et al. (2003), Kaptein (2003), 

Brown et al. (2005), Lasthuizen 

(2008), De Hoogh and Den Hartog 

(2008), Plinio (2009), Sandel (2009), 

Wang et al. (2015), Dhar (2016), Bai 

et al. (2017) 

EL is demonstration of 

appropriate behaviors 

personally and promotion of 

same via communication, 

reinforcements and unbiased 

decision-making 

The concept of EL 

become too 

widespread 

 

From Table 2.1, it can be explained that as ‘moral person’ ethical leader act as 

salient role model having distinguished qualities to be imitated by the subordinates 

(Brown & Trevino, 2006; Toor & Ofori, 2009; Brown & Mitchell, 2010). Whereas, being 
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‘moral manager’ ethical leader is expected to (a) set performance standards with relative 

systems of punishments and rewards to reinforce the preferred behaviors and attitudes 

(Trevino et al., 2003; Brown & Trevino, 2006); (b) to promote desired behaviors via 

communication categorized by openness, sincerity and trust (De Hoogh & Den Hartog, 

2008); and, (c) to provide support for developing subordinates personal skills (Mayer et 

al., 2009; Trevino et al., 2003). Thus, EL is demonstration of morally appropriate 

behaviors on behalf of leader that he/she also promote to subordinates whenever required 

for benefits of organization and workforce which mainly relates to stimulation, vision and 

inspirational behavior. Therefore, in the present study ethical leadership is considered as 

subordinate’s perception of leadership being ethical or not, based on Brown et al. (2005) 

conceptualization. 

Considering the context of government organizations leader’s ethical virtues are 

deliberated as of substantial value for leadership efficiency (Hassan, 2015) as public 

organizations are more dedicated to protect public good. More specifically, in the context 

of government research organizations that work to find solutions for larger scale 

technological and science problems, present research argues that both aspects of EL are 

equally relevant in principle and practice to facilitate knowledge workers for engaging 

into extra-role efforts (voice behavior and innovative work behavior) that are also allied 

to their job tasks. Since, scientists in these institutions work in interdisciplinary and 

interdependent teams to accomplish personal and organizational goals. In such context of 

high technology work settings leadership ethics can be vital to persuade beneficial extra-

role behaviors. 
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Generally, research relating ethical leadership asserts that ethical character of 

leader play significant role in encouragement of desired employee outcomes (Neubert et 

al., 2009; Brown et al., 2005). As, ethical leaders through their distinguished traits can 

change employees’ perception of work and work context (Brown & Trevino, 2006), 

encouraging them to engage in extra-role behaviors. However, literature is deficient with 

respect to such motivational role of EL. Thus, current study is intended to fill this literary 

gap. 

Voice Behavior 

Studying voice behavior is important due to tremendous implications of employee 

workplace communications, suggestions and ideas for the organizational survival and 

efficiency (Morrison, 2011). There are two research streams describing voice behavior. 

First group conceptualized voice as employee discretionary expression of work related 

promotive and/or prohibitive ideas, concerns, information, suggestions or opinions to 

increase organizational effectiveness that might contest status quo (Van Dyne et al., 

1995; Premeaux & Bedeian, 2003; Van Dyne et al., 2003; Detert & Burris, 2007; Van 

Dyne & LePine, 1998; Burris et al., 2008; LePine & Van Dyne, 1998; Tangirala & 

Ramanujam, 2008; Morrison et al., 2011; Morrison, 2011; Liang et al., 2012). 

Particularly, Van Dyne and LePine (1998) provided most extensively adopted 

conceptualization of voice being a positively intentioned promotive behavior which 

involves communication of positive challenge focused on necessary improvements other 

than the conventional criticism. Thus, the first group exclusively focused on VB as a 

positively intentioned constructive contest to status quo. However, voice may not be so 

well intentioned and might challenge status quo in a destructive manner. 
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Second group of scholars including Hirschman (1970), Gorden (1988), Maynes 

and Podsakoff (2014) demarcated voice behavior as employee’s communication of both 

positively and/or negatively intentioned constructive and/or destructive work related 

challenge to the status quo. They explicitly included both positively and negatively 

intentioned challenges to status quo. However, as focus of current study is to investigate 

employee extra-role behaviors that contribute toward organizational effectiveness 

therefore, the conceptualization provided by Van Dyne and Lepine (1998) is considered 

in present study. Voice behavior conceptualizations as discussed above are briefly 

elucidated in Table 2.2 below: 

Table 2.2 

Voice Behavior Conceptualizations 

Group Authors Contribution Gaps 

Group 1 Van Dyne et al. (1995), LePine and 

Van Dyne (1998), Premeaux and 

Bedeian (2003), Van Dyne et al. 

(2003), Detert and Burris (2007), 

Burris et al. (2008), Van Dyne and 

LePine (1998), Tangirala and 

Ramanujam (2008), Morrison et al. 

(2011), Morrison (2011), Liang et al. 

(2012) 

Defined voice behavior as 

positively intentioned 

promotive or prohibitive 

challenge to the status quo 

Limited to well-

intentioned 

improvement focused 

behavior with 

unexplained negativity 

of prohibitive 

expression 

Group 2 Hirschman (1970), Gorden (1988), 

Maynes and Podsakoff (2014) 

Defined voice behavior as 

a combination of positively 

and/or negatively 

intentioned promotive 

and/or prohibitive 

challenge to the status quo  

Provided a too broader 

conceptualization of 

voice that also include 

negative expression 

reducing organizational 

effectiveness 
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Table 2.2 above showed that numerous researchers have defined voice behavior 

differently however, there are several commonalities outlining the emergence of voice 

such that it is (a) an individual’s openly communicated voluntary expression; (b) target 

sensitive behavior; (c) discretionary behavior; (d) focused on manipulating the work 

environment; (e) relevant to the organizational stakes; and, (f) clearly threaten an 

individual’s position with respect to status quo since others may disagree resulting into 

damaged interpersonal relationships. 

Ethical Leadership and Voice Behavior 

Challenging the status quo often induces feelings of distress, impair interpersonal 

relations and harm worker image (Liu et al., 2010). Thus, voicing is an inherently risky 

behavior. However, numerous contextual factors, particularly leadership, significantly 

influence employee’s decision to voice (Morrison, 2011). Since, leaders have the 

resources and power to change situations and policies (Detert & Burris, 2007). However, 

irrespective of the role that leadership can play in determining voice behavior of 

subordinates, empirical investigations on the topic are still insufficient (Detert & Burris, 

2007; Morrison, 2011; Qi & Ming-Xia, 2014; Hassan, 2015). To fill this gap present 

research focused on ethical leadership to investigate its role for encouraging voice 

behavior of followers. 

As for as ethical leadership is concerned, researchers have elucidated its influence 

on consequential outcomes in perspective of social learning theory (Walumbwa & 

Schaubroeck, 2009; Chen & Hou, 2016; Brown & Trevino, 2006; Walumbwa et al., 

2011; Brown et al., 2005; Walumbwa et al., 2012; Avey et al., 2012). Since, social 

learning theory (Bandura, 1986) advocates that behavior of role models influence 
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employees learning. Ethical leaders, being the legitimate models at workplace, tend to 

speak out publicly for doing the right job and criticize inappropriate actions, doing so 

encourage followers to learn through observation and adapt the same behavior (Bandura, 

1977). Moreover, ethical leaders as they are trust worthy to a greater degree and listen to 

employee concerns (Brown et al., 2005), provide and support conditions to speak up 

freely. Therefore, it can be expected that ethical bosses can encourage subordinates to 

voice their views. In the management literature, scholars have empirically reported that 

EL positively relates to subordinate’s VB (Walumbwa & Schaubroeck, 2009; Chen & 

Hou, 2016; Avey et al., 2012; Qi & Ming-Xia, 2014; Hassan, 2015; Bai et al., 2017). Bai 

et al. (2017) empirically demonstrated role of EL in determining employee VB with a 

special focus on social learning perspective. However, applicability of these findings is 

limited as previous researches were mostly conducted in Chinese, American and 

European societies with specific cultural orientations. Whereas, cohort under study is 

different as in Pakistani culture hierarchal decision making, lack of trust and coercive 

leadership practices in government organizations hinder supervisors to encourage 

follower’s input. Therefore, to fill literary gaps, this study also proposed that ethical 

leadership encourage voice behavior of subordinates. 

Innovative Work Behavior 

In modern dynamic settings IWB on the part of workforce is necessary for any 

organization’s successful functioning. Therefore, studying innovative work behavior has 

become critical (Scott & Bruce, 1994). Based on the conceptualization of IWB literature 

can be separated into two groups. 
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First group of researchers including Van de Ven (1986), Neely and Hii (1998), 

Amabile (1996), Palangkaraya et al. (2010) defined IWB as a deliberate effort for either 

initiation or implementation of innovative ideas and procedures to benefit the 

organization. Even though this group provided foundations of the concept however, their 

conceptualization does not cover the step by step process involved in IWB. 

The second group of researchers including Kanter (1988), Scott and Bruce (1994), 

Janssen (2000, 2005), Van der Vegt and Janssen (2003), De Jong and Den Hartog (2008) 

defined IWB as a complex behavior constituted of idea ‘(a) adoption or generation; (b) 

promotion; and, (c) implementation’ aimed at improving organizational performance. 

This group distinguished three stages of IWB and argued that an individual could be 

anticipated to be engaged in one or more of the sequential activities at the same time. 

Their definition, being the most comprehensive conceptualization, combined both 

creativity related and implementation related aspects of employee innovative work 

behavior. The above conceptualizations are given in Table 2.3 below: 

Table 2.3 

Innovative Work Behavior Conceptualizations 

Group Authors Contribution Gaps 

Group 1 Van de Ven (1986), Amabile 

(1996), Neely and Hii (1998), 

Palangkaraya et al. (2010) 

Distinguished innovative work behavior 

from other behaviors via defining it as 

initiation, introduction or implementation 

of new ideas and processes 

Do not cover 

steps involved in 

innovative work 

behavior process 

Group 2 Kanter (1988), Scott and Bruce 

(1994), Janssen (2000, 2005), 

Van der Vegt and Janssen 

(2003), De Jong and Den 

Hartog (2008) 

Explicitly distinguished the stages of 

innovative work behavior via defining it 

as a complete process. Provided a valid 

measure as well 

Generalizability 

of the concept 

was 

compromised 
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Table 2.3 above showed that innovative work behavior being a stepwise process 

is different from creativity (that only involves generation of novel ideas (Mumford & 

Gustafson, 1988)).  However, creativity was considered as one stage in the multistage 

process of IWB (Kanter, 1988). 

Ethical Leadership and Innovative Work Behavior 

IWB on the part of employees ensures sustainable growth of the overall 

organization (Dhar, 2016). However, during this stepwise process employees may face 

numerous conflicts, risks, ethical dilemmas and difficulties (Yidong & Xinxin, 2013). 

Therefore, many contextual factors particularly ethical leadership can have significant 

influence on employees’ engagement in IWB. 

In view of the conceptualization of EL (Brown et al., 2005), social exchange 

theory (SET; Blau, 1964) provides foundation for explicating influence of EL on IWB. 

As SET suggests that subordinates reciprocate the positive treatment they receive from 

their leaders. Particularly, ethical leadership demonstrated through qualities of openness, 

altruism, honesty, collective motivation, justice, trustworthiness, fair treatment and 

people orientation (Brown et al., 2005; Resick et al., 2006; Brown & Trevino, 2006) help 

and contribute at each step of the IWB such as (a) via providing subordinates with 

chances to enhance work related information and assigning jobs according to their skills 

(Zhu et al., 2004), ethical leaders make followers expert of generating new ideas; (b) 

ethical leadership support idea promotion by exhibiting qualities of honesty and altruism 

(Gardner et al., 2005) as ethical leaders make followers feel safe to express new ideas by 

encouraging workplace communication (Martins & Terblanche, 2003); and, (c) in the last 

step, ethical leaders by providing subordinates with freedom, autonomy, active role, 
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independence and control over the tasks (Oke et al., 2009; Piccolo et al., 2010; Brown et 

al., 2005) aid idea implementation. Therefore, it can be anticipated that followers of 

ethical leaders with less constraints will practice more innovative work behavior to 

respond positive management by their leader. 

There are few studies in the management literature which examined role of ethical 

leadership in determining followers IWB (e.g., Yidong & Xinxin, 2013; Dhar, 2016) and 

reported positive relationship. Some scholars also testified positive influence of ethical 

leadership on creativity i.e., a key constituent of innovative work behavior---rather an 

initial step of overall innovation process (e.g., Ma et al., 2013; Javed et al., 2017; 

Mehmood, 2016). 

Hence, literature necessitates further investigations of the influence of EL on IWB 

in the developing societies for more generalized findings. To fill this gap, based on 

previous studies, current research proposed that EL encourage IWB of researchers 

employed in government organizations of Pakistan. 

Psychological Empowerment 

Numerous organizational researchers have defined psychological empowerment. 

Literature can be divided into two groups. First group of scholars including Burke (1986), 

Neilsen (1986), Conger and Kanungo (1988), Macher (1988), Liden et al. (1993) defined 

empowerment as employee’s self-determination/autonomy or self-efficacy. This group 

adapted a unidimensional approach toward empowerment. 

The second group of researchers including Thomas and Velthouse (1990), and 

later on Spreitzer (1995) conceptualized PE as person’s increased intrinsic work 
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motivation to perform his job roles demonstrated in four perceptions of meaning, self-

determination, competence and impact. 

Meaning reflect employee’s perceived value of his job or work goal (Thomas & 

Velthouse, 1990; Zhang & Bartol, 2010). Competence (similar to Conger and Kanungo’s 

(1988), and Bandura’s (1977) conception of self-efficacy) refers to worker’s faith in his 

own abilities for performing allocated tasks with essential skill and knowledge (Gist, 

1987). Self-determination mirrors employee understanding of having choice and 

autonomy in actions and performing tasks at workplace (Deci et al., 1989; Avolio et al., 

2004). Impact mirrors amount of an employee’s supposed influence on operating and 

managerial work outcomes (Raub & Robert, 2012; Ashforth, 1989). Spreitzer (1995, 

1996) supplied empirical evidences for describing PE as one higher-order construct 

comprised of four sub-dimensions. Being the most comprehensive perspective on 

empowerment the conceptualization provided by second group is considered in this 

study. Above discussion is consolidated in Table 2.4 below: 

Table 2.4 

Psychological Empowerment Conceptualizations 

Group Authors Contribution Gaps 

Group 1 Burke (1986), Conger and 

Kanungo (1988), Neilsen (1986), 

Liden et al. (1993), Macher 

(1988)  

Defined as employee’s self-

determination /autonomy or 

self-efficacy 

Lacks the 

multidimensional 

conceptualization 

Group 2 Thomas and Velthouse (1990), 

Spreitzer (1995) 

Provided a multidimensional 

conceptualization and a 

validated measure 

All four cognitions may 

not exist with similar 

intensity at the same time 
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The researches given in Table 2.4 indicated that empowerment is not to be 

imposed rather workers must perceive themselves psychologically empowered (e.g., 

Spreitzer, 1995; Conger & Kanungo, 1988). 

Ethical Leadership and Psychological Empowerment 

Conger and Kanungo (1988) advocated supervision as a general antecedent of PE. 

Thus, behavior of leader is among the important ways in which employees obtain 

information about their empowerment. Particularly, ethical leaders have abilities 

characterized as empowering behaviors (Conger & Kanungo, 1988). Therefore, EL can 

be anticipated to enhance subordinate’s PE in several ways. 

First, ethical leaders via considering subordinates’ developmental needs, 

assigning them work roles according to individual competencies and treating them with 

respect may enhance followers’ sense of meaning (Zhu et al., 2004). Second, considering 

employees’ benevolence can cause ethical leaders to engage subordinates in conditions 

facilitating confidence and growth related to job knowledge and skills, thereby 

contributing toward their perceived competence (i.e., self-efficacy). Consistently, 

Walumbwa et al. (2011), Ma et al. (2013), Wang et al. (2015) provided empirical 

evidences for the positive link among EL and subordinates’ perceived competence (or 

self-efficacy). Third, ethical leaders via inquiring “what is the right thing to do?” offer 

their subordinates with more participation in organizational rulings. Such involvement 

and increased contact with leader is likely to result into followers’ perceived decision 

influence and autonomy (Scandura et al., 1986), thus fostering sense of self-

determination. This also signals employees that their participation and input is valued 
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(Pierce & Gardner, 2004), increasing employees’ feeling of impact on work policies and 

outcomes. 

Indeed, recent study by Wang et al. (2015) highlighted positive connection 

amongst EL and followers perceived self-impact. Therefore, it can be expected that via 

increasing followers’ views of meaning, self-determination, competence and impact, EL 

may significantly contribute toward subordinates’ overall PE. 

In their research regarding hotel employees, Javed et al. (2017) demonstrated that 

ethical leadership significantly and positively contribute toward follower’s psychological 

empowerment. Other than Javed et al. (2017), most of the previous studies considered 

only few aspects of empowerment while examining the influence of EL. Moreover, all 

researches in the past were conducted for employees of private organizations. 

Thus, to fill the literary gap and for more generalized results present research is 

focused on examining link between EL and PE for researchers in government 

organizations. Furthermore, till date no empirical research tested the influence of EL on 

follower’s VB and IWB via mediating role of PE. Current study will also address these 

literary gaps. 

Mediating Role of Psychological Empowerment in Ethical Leadership and Voice 

Behavior Relationship 

Other than enhancing perceived PE, EL is likely to increase subordinate’s VB 

through PE. As psychological empowerment specifically relates to extra-role behaviors, it 

is reported to encourage voice behavior because individual’s empowerment beliefs help 

him/her to express his/her opinion about workplace issues (Raub & Robert, 2012). 
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Social learning theory (Bandura, 1977) also renders some support for 

psychological empowerment as a mediator. As ethical leaders tend to voice publically in 

support of productive work methods and for constructive changes, such activities 

motivate subordinates to engage in similar behaviors through observational learning 

(Bandura, 1977). However, individuals evaluate the acquired information about their 

capabilities and then based on that they decide about how to react to a particular situation 

(Bandura, 1977). For instance, workers with low perceived self-efficacy might think they 

are not capable enough to voice their opinions that are necessary for organizational 

effectiveness (Landau, 2009). Whereas, with more perceived empowerment individuals 

tends to believe that they are capable and are in a position to suggest changes with 

significant impact on organizational policies and outcomes (Walumbwa et al., 2010; 

Raub & Robert, 2012). 

Voicing opinions and suggestions may also bring social and material risks 

(Morrison, 2011), therefore, voice behavior require individuals to bear these risks. 

Research reported that employees with more empowerment beliefs are more confident to 

take such risks (Liang et al., 2012; Wang et al., 2015). 

While the examination of mediating role of PE in EL and VB relationship has 

been given a little attention, there are some empirical evidences. For instance, Wang et al. 

(2015) reported that EL enhances VB of subordinates through self-impact and self-

efficacy (components of overall PE construct). Additionally, Raub and Robert (2012) 

found empowering leadership (that is considered as relevant to ethical leadership (Lee et 

al., 2017)) to enhance subordinates VB through mediating role of PE. Considering 
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theoretical and empirical arguments, and to fill the literary gap, current research proposes 

PE as a mediator to EL and VB relationship. 

Mediating Role of Psychological Empowerment in Ethical Leadership and 

Innovative Work Behavior Relationship 

Psychological empowerment can also function as a key pathway that mediates EL 

and IWB relationship. Since, psychologically empowered personnel trust that they have 

enough competence, more job independence and control on work outcomes (Spreitzer, 

1995). Therefore, they are more probable to be creative, feel less bound and constrained 

as compared to other coworkers. 

Social learning theory (Bandura, 1977) and SET (Blau, 1964) correspondingly 

support mediating role of PE in EL and IWB relationship. Considering social learning 

theory, when employees observe their leader being ethical and acting in paramount 

interest of subordinates and organization, they become more motivated to imitate leader’s 

behavior and get engaged in innovative work behavior for overall organizational 

improvements. Moreover, when ethical leader make followers experience more 

psychological empowerment, they become more capable of reciprocating this positive 

treatment, ultimately generating and successfully implementing new ideas for 

improvements in existing work processes and products. 

In line with these theoretical argumentations, Chughtai (2016) and Javed et al. 

(2017) provided some empirical evidences via demonstrating mediation of PE in the link 

between EL and employee creativity (that is analogous to idea generation stage of IWB). 

Whereas, Ma et al. (2013) also supported mediating role of self-efficacy (i.e., competence 

in overall psychological empowerment construct) while investigating the impact of EL on 
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followers creativity. However, regardless of all theoretical and empirical evidences, there 

exist no empirical research examining mediating role of PE in EL and IWB relationship. 

Present research is intended to fill this literary gap. 

Leader-Member Exchange 

In organizational sciences theory of LMX has received extensive consideration 

(Walumbwa et al., 2011; Nahrgang et al., 2009). LMX is established on exchange of vital 

resources and amount of emotional support (Sparrowe & Liden, 1997; Liden et al., 1997) 

between a leader and his followers. Therefore, LMX is considered as a social exchange 

connection between leader and his direct reports (Masterson et al., 2000). 

High-quality LMX is categorized by loyalty, reverence, sense of obligation and 

shared trust amongst the leader and his subordinates (Graen & Uhl-Bien, 1995; Van Dyne 

et al., 2008; Dulebohn et al., 2012). Whereas, low level of LMX promote restricted and 

formal relationships based only on economic exchanges predominantly characterized by 

low trust, fewer rewards and lessened support not extending beyond employment contract 

(Botero & Van Dyne, 2009). 

SET proposes that subordinates develop strong quality exchange relationships 

with their supervisors based on individual experiences of how they interact, whom they 

interact and the frequency of such interactions (Blau, 1964; Cropanzano & Mitchell, 

2005; Dienesch & Liden, 1986; Coyle-Shapiro & Conway, 2004). This makes role of 

leadership more crucial for social exchanges (Erdogan et al., 2006; Cropanzano & 

Mitchell, 2005; Wayne et al., 2002). Thus, it may be argued that because LMX is 

developed by frequency and experiences of exchanges among leaders and subordinates, 
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immediate bosses, based on their proximity to employees, play a crucial role for 

enhancing LMX. 

Ethical Leadership and Leader-Member Exchange 

Fewer efforts were made in the past to test how EL relates to LMX. However, in 

several ways ethical leaders are capable of developing high-quality exchange 

relationships with subordinates. First, as ethical leaders are perceived as honest 

individuals who are trustworthy, righteous decision makers and sensitive for overall 

benefits of subordinates and the organization as a whole (Brown & Trevino, 2006; 

Trevino et al., 2003). Such employee perceptions ultimately results into high-quality 

exchange relationship based on mutual support, trust, loyalty and emotional connections 

(Erdogan et al., 2006; Walumbwa et al., 2011; Wayne et al., 2002). Second, ethical 

bosses also prefer to develop trusting relations with subordinates via encouraging 

employee input without suppressing their opinions (Brown et al., 2005; Brown & 

Trevino, 2006). Therefore, ethical bosses are proficient to develop quality interpersonal 

relationships that are more than ordinary employment contracts and standard economic 

exchanges (Brown & Trevino, 2006), ultimately facilitating higher quality LMX. 

Allied to this, Mahsud et al. (2010), Qian et al. (2017), Walumbwa et al. (2011) 

reported that EL positively relates to LMX. However, most of the preceding studies were 

conducted utilizing data from the private organizations. Therefore, based on literature 

present research proposed that EL enhances LMX in the government sector organizations 

as well. Moreover, this research is also intended to extend literature via investigating 

mediation of LMX in the link among EL and employee extra-role behaviors (i.e., VB and 

IWB). 
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Mediating Role of Leader-Member Exchange in Ethical Leadership and Voice 

Behavior Relationship 

LMX can be a significant conduit since, voice being a target sensitive behavior 

challenging status quo involves numerous costs and risks. The fear of social and material 

loses may make employees not to voice their views. However, as leader is potential target 

of voice, employees’ perceived quality of relationship with leader may help them 

determine associated benefits and costs of voice behavior (Hsiung, 2012). At higher level 

of LMX, followers feel more understanding of and trust in leader, that derive them 

express their concerns and opinions freely without any fear of misinterpretation (Hsiung, 

2012). 

SET (Blau, 1964) suggests that people provide information and resources in order 

to reciprocate favorable treatment from others. Therefore, when employees perceive 

being in a higher level of exchange relationship with their leader, they become willing to 

engage in extra-role behaviors to reciprocate the treatment they received (Wayne et al., 

2002; Newman et al., 2017). Since, high-quality LMX denotes a partnership level 

association among the supervisor and his subordinates (Uhl-Bien et al., 2000). In that 

case, followers may not focus on personal risks and costs, feeling more obligations to 

suggest constructive changes (Deluga, 1994). 

Management literature lacks empirical researches examining mediating role of 

LMX in EL and VB relationship. Though, there are some researches demonstrating 

mediating role of LMX for transferring effects of positive leadership behaviors on 

subordinate’s in-role and extra-role efforts (e.g., Walumbwa et al., 2011; Hsiung, 2012; 

Newman et al., 2017). Thus, based on social exchange theory and previous researches, 
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and to fill the literary gap, this research proposed that LMX mediates EL and VB 

relationship. 

Mediating Role of Leader-Member Exchange in Ethical Leadership and Innovative 

Work Behavior Relationship 

LMX can also mediate link among EL and IWB. Since, theoretically LMX has 

been noted to encourage employee creative behaviors. As, high-quality LMX relationship 

help leader to allocate resources, provide psychological support and dispense benefits to 

subordinates (Graen & Uhl-Bien, 1995). Thus, at higher level of LMX employees 

perceive work environment more encouraging and feel obliged to reciprocate positive 

behavior of their leader via getting engaged in extra-role creative efforts (Volmer et al., 

2012; Atwater & Carmeli, 2009). Particularly, when ethical leader’s relationship with 

subordinates grow from exchanges that are official and impersonal (lower level of LMX) 

to relationship perceived as mutual respect and trust (higher level of LMX) (e.g., Erdogan 

et al., 2006; Walumbwa & Schaubroeck, 2009) ethical leaders start providing followers 

with more decision latitude and autonomy, found to be essential factors for employee’s 

innovative work behavior (Pelz & Andrews, 1966). Thus it can be expected that ethical 

leadership via enhancing quality LMX contributes toward employee IWB. 

Empirically, Walumbwa et al. (2011) described that EL positively and 

significantly predict LMX. Whereas, Sanders et al. (2010) found LMX predicting 

employees innovative work behavior. Basu and Green (1997) also reported that leader-

member exchange quality significantly relates to innovative behavior of employees. More 

recently, Dhar (2016) in his study of hotel workers testified that LMX mediates link 

between EL and service innovative behavior of employees. 
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Literature suggests that most of the previous researches regarding mediating role 

of LMX were conducted for employees working in private organizations. Therefore, for 

more generalized findings present research proposed that LMX also mediate the link 

amongst EL and IWB for government sector employees as well. 

Job Performance 

Numerous researchers defined the concept of job performance. In this regard 

literature can be divided into two groups. First group defined job performance as an 

employee’s accomplishment of assigned tasks (Murphy, 1989; Campbell, 1990; 

Campbell et al., 1993). Their definition although provided a basic conceptualization, yet, 

it was more focused on actions an organization appoints one to do. 

The gap was filled by second group of scholars including Borman and Motowidlo 

(1993), Motowidlo et al. (1997), Viswesvaran and Ones (2000), Borman and Motowidlo 

(1997), McConnell (2003) defining JP as accomplishment of all tasks related to 

organizational objectives which can be measured. This group provided most generalized 

conceptualization by including all activities which are measureable and contributing 

toward organizational objectives. Above arguments can be summarized in Table 2.5 

below: 
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Table 2.5 

Job Performance Conceptualizations 

Group Authors Contribution Gaps 

Group 1 Campbell (1990), Murphy 

(1989), Campbell et al. (1993) 

Defined as accomplishment 

of tasks stated in 

employee’s job content 

Focused only on actions an 

organization appoints one to 

do 

Group 2 Motowidlo et al. (1997), Borman 

and Motowidlo (1997), 

McConnell (2003), Borman and 

Motowidlo (1993), Viswesvaran 

and Ones (2000) 

Defined as performing all 

tasks contributing toward 

and linked with 

organizational goals 

Conceptualization becomes 

varied with respect to job 

and context 

 

As given in Table 2.5, it becomes clear that JP is a multi-dimensional construct. 

Whereas, Borman and Motowidlo (1997), Motowidlo and Van Scotter (1994), and 

Hattrup et al. (1998) suggested that individual’s personal skills and abilities are more 

likely to determine task related performance compared to other performance behaviors. 

Therefore, based on the above discussion, only task related performance behaviors are 

considered as JP in this research. 
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Moderating Role of Job Performance in Ethical Leadership and Voice Behavior 

Relationship 

To further enrich understanding of the linkage between EL and VB, present 

research focused on moderating role of employee job performance. Since, job 

performance being an important workplace behavior that varies widely among 

individuals, is reported as an important factor to be considered while examining role of 

leadership in determining employee voice behavior (e.g., see Detert & Burris, 2007). 

Particularly, poor performers who need more help and motivation from their 

leader are more likely to voice constructive suggestions and perceive more safety as 

compared to their high performing counterparts when being managed by an ethical 

leader. This argument is consistent with previous research, as Brockner (1988) suggested 

that contextual factors are more significant for individuals with low self-esteem (that is 

often a correlate of job performance (Hutman, 1999)) than for persons with high self-

esteem. As, employees lower on JP and self-esteem are more likely to search for 

contextual prompts to validate or invalidate perceived self-worth. Moreover, employees 

with poor performance are least confident about appropriateness of their behaviors and 

attitudes (Detert & Burris, 2007), so they are mostly expected to be effected by external 

forces (e.g., leadership). 

Rendering more support to study proposition, Hersey and Blanchard (1982) in 

their book about situational leadership, argued that all employees should not be managed 

in a similar way. Therefore, employees who are performing low if managed with more 

coaching and supporting behavior (empowering style of leadership) may become able to 

‘run the ball confidently’. It can be expected that ethical leaders (having abilities 
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characterized as empowering behaviors (Conger & Kanungo, 1988)) will enhance voice 

behavior of low performing subordinates more than the high performers. 

Although there exist no empirical research investigating moderating role of JP in 

EL and VB relationship. However, Avey et al. (2011) reported significant and strong 

relationship among EL and organizational citizenship behaviors (i.e., extra-role effort just 

like voice behavior) for workers with lower self-esteem (frequently a correlate of JP 

(Hutman, 1999)) than those with higher self-esteem. Based on above literary arguments 

and Avey et al. (2011) findings, current research proposed JP as a boundary condition of 

EL and VB relationship such as the positive link is stronger for poor performers 

compared to high performers. 

Locus of Control 

LOC denotes individuals’ perceptions regarding whether they themselves guide 

life outcomes (i.e., internal LOC) or their life upshots are determined by other people and 

external factors (i.e., external LOC) (Rotter, 1966). Spector (1988) operationalized this 

concept in relation to work context and developed work locus of control scale. As 

described by Spector (1982, 1988), LOC denotes generalized expectancy that work 

related outcomes, such as success or failures, are influenced by an employee’s personal 

activities (i.e., internal LOC) or outer forces (i.e., external LOC). According to Spector 

(1988) work locus of control is more appropriate for investigations and studies in 

organizational context. Therefore, this study will use LOC conceptualization as proposed 

by Spector (1982, 1988). 
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Moderating Role of Locus of Control in Ethical Leadership and Innovative Work 

Behavior Relationship 

In present study LOC is considered as moderator to the link between EL and 

IWB. Since, previous studies have shown dissimilar workplace behaviors and attitudes by 

internals (employees experiencing more internal LOC) and externals (employees 

experiencing more external LOC). Such as, internals in contrast with externals are stated 

to, feel less role pressure, have more job satisfaction, more sense of autonomy, more 

respect for leaders, enjoy lengthier tenures, show less counterproductive behaviors and 

get engaged in more organizational citizenship behaviors (Spector, 1982; Robbins, 2000; 

Thomas & Velthouse, 1990; Sprung & Jex, 2012; Turnipseed, 2017). As, internals may 

adopt an active role compared to externals who prefer a passive role with respect to their 

environment (Krenl, 1992). 

Particularly, ethical leadership facilitate employees to perceive environment more 

supportive in which competence is recognized, opportunities are provided, freedom is 

given, participation in decision making is allowed and problems are responded. 

Therefore, ethical leadership which provide followers with more perceived task 

significance, job autonomy and self-efficacy (Walumbwa et al., 2011; Piccolo et al., 

2010), is expected to encourage active participation of internals in terms of more 

innovative work behavior. 

Whereas, employees with external LOC are relatively passive and subject to 

external cues hence, want their tasks be arranged specifically in detail (Spector, 1982; 

Krenl, 1992) with less freedom and autonomy. Since, they have poor inherent 

independence; therefore, ethical leadership (which provides more autonomy and freedom 
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encouraging active participation) may bring them stress rather than encouraging them to 

get engaged in IWB. 

Yidong and Xinxin (2013) also proposed that LOC can manipulate linkage 

between EL and IWB. However, management literature lacks empirical researches 

investigating moderation of LOC in EL and IWB relationship. Therefore, to fill the 

literary gap, present research proposed that EL encourage IWB of internals more than 

externals. 

Research Framework 

Above literature review proposed some gaps necessitating further investigations. 

Literature suggested that there is a need to focus on specific leadership behaviors for 

investigating employee extra-role efforts. To fill the literary gap current research is 

intended to examine EL as antecedent to employee extra-role efforts including VB and 

IWB. 

Role of ethical leadership is crucial for determining voice behavior. As suggested 

by Morrison (2011) and Hassan (2015) role of specific leadership behaviors (particularly 

ethical leadership) need more investigations. Therefore, present research is intended to 

investigate direct and indirect effect of EL on VB. 

Yidong and Xinxin (2013) suggested that literature is deficient regarding the role 

of EL in determining IWB of the followers. Thus, current research is aimed to fill this 

gap via examining the direct and indirect linkage between EL and IWB. 

Till date no empirical research has examined the influence of EL on VB and IWB 

via mediating role of PE. Although, ethical leaders possesses various leadership qualities 

that can be considered as empowering behaviors (Conger & Kanungo, 1988), therefore, 
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in the current research psychological empowerment is considered as mediator to the role 

of EL in determining VB and IWB. 

Literature supports the proposition that LMX can be an important conduit 

transferring EL effects on VB and IWB. However, there are insufficient empirical studies 

regarding role of EL in determining VB and IWB taking LMX as mediator. This research 

is intended to address the literary gap. 

Current study also considers JP as moderator to EL and VB relationship. As, there 

exist no empirical research investigating JP as moderator to EL and VB relationship. 

Moreover, following the proposition of Yidong and Xinxin (2013), current study also 

considers LOC as potential moderator to EL and IWB relationship. 

Literature reviewed proposed that maximum of previous researches on EL, VB, 

IWB, PE, LMX, JP and LOC were conducted in Chinese, American and European 

societies with specific cultural orientations. Moreover, there are few such studies 

conducted for employees working in government organizations. To fill the literature gaps 

and for more generalized results this research is intended to test proposed hypotheses 

using primary data obtained from research scientists working in government research 

organization of Pakistan. 

Current study offers a comprehensive research framework (see Figure 2.1) based 

on above stated literature gaps. 
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Figure 2.1 Research Framework 

 

 

The above proposed research framework comprises of one independent (ethical 

leadership), two mediating (psychological empowerment and leader-member exchange), 

two moderating (job performance and locus of control) and, two dependent (voice 

behavior and innovative work behavior) variables. 

The proposed framework has implications for scholars and practitioners. For 

scholars it may expand overall understanding of employee related outcomes of EL. 

Particularly, concentrating on individual-related mediators and moderators, this study 
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may help future scholars for understanding how, why and for what kind of employees EL 

encourage VB and IWB. 

By examining EL influence on VB and IWB, considering role of PE, LMX, JP 

and LOC, current study may help practitioners and managers to comprehend the role of 

EL in encouraging employee extra-role efforts at workplace. This research may also 

assist organizational policy makers to design policies for developing, evaluating and 

rewarding ethical behaviors on the part of leaders. 

Hypotheses 

Based on research framework, following are proposed research hypotheses: 

H1: EL is positively related to VB. (Page 20 and 21) 

H2: EL is positively related to IWB. (Page 23 and 24) 

H3: EL is positively related to PE. (Page 26 and 27) 

H4: PE mediates the relationship between EL and VB. (Page 27 to 29) 

H5: PE mediates the relationship between EL and IWB. (Page 29 and 30) 

H6: EL is positively related to LMX. (Page 31 and 32) 

H7: LMX mediates the relationship between EL and VB. (Page 32 and 33) 

H8: LMX mediates the relationship between EL and IWB. (Page 33 and 34) 

H9: JP moderates the relationship between EL and VB such that the positive 

relationship is stronger for poor performers than for high performers. (Page 36 

and 37) 

H10: LOC moderates the relationship between EL and IWB such that the positive 

relationship is stronger for employees with an internal locus of control compared 

to those with an external locus of control. (Page 38 and 39) 
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Chapter Summary 

This chapter provides literature review on study variables to identify literary gaps. 

A comprehensive research framework was also proposed in this chapter. Study 

hypotheses were also given in this chapter. Next chapter covers the methodology of 

current research. More explicitly, the subsequent chapter will provide with the 

operational definitions of study variables; details of study respondents; data collection 

tool used; data collection procedure; and, details of the statistical techniques applied to 

test proposed hypotheses. 
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Chapter Three: Research Methodology 

 In the preceding chapter a detailed literature review concerning the study 

variables was conducted and a comprehensive research framework was proposed. This 

chapter is about the research methodology of current study and provides operational 

definitions of study variables/constructs, details of study respondents, data collection tool 

used, data collection procedure and finally details of statistical techniques applied in the 

present study to test proposed hypotheses. Current chapter is separated into six portions. 

Operational definitions of study constructs/variables are given in the first part. Second 

part of the chapter is about details of study respondents. Data collection tool used in the 

present study is explained in the third part. Fourth part is about data collection procedure. 

Fifth part provides details of the statistical techniques applied in the present research for 

testing proposed hypotheses. Last part is the chapter summary. 

Operational Definitions of Study Variables 

Ethical Leadership 

Ethical leadership (EL) is an assessment of employee’s perception about leader 

having qualities such as integrity, clear vision, fair treatment, principled decision making, 

trustworthiness, people orientation, justice, supportiveness, collective motivation and 

moral behavior (Brown et al., 2005; Brown & Trevino, 2006). In this study high scores 

on EL scale (Brown et al., 2005) indicates more perceived EL and vice-versa. 
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Voice Behavior 

Voice behavior (VB) is an assessment of employee’s positively intentioned 

promotive behavior that involves expression of positive challenge focused on necessary 

improvements at workplace other than the conventional criticism (Van Dyne & LePine, 

1998). In this research high scores on VB scale (Van Dyne & LePine, 1998) show more 

VB and vice-versa. 

Innovative Work Behavior 

Innovative work behavior (IWB) is an assessment of worker’s engagement in the 

process of idea ‘generation, promotion and implementation’ aimed at improving overall 

functioning of the organization (Janssen, 2000, 2005). In present research high scores on 

IWB scale (Scott & Bruce, 1994) show more IWB and vice-versa. 

Psychological Empowerment 

Psychological empowerment (PE) is an assessment of employee’s intrinsic work 

motivation to perform his job roles demonstrated in four perceptions of “meaning, 

impact, self-determination, and competence” (Spreitzer, 1995; Thomas & Velthouse, 

1990). Whereas, meaning reflect an employee’s perceived value of his job or work goal. 

Competence refers to worker’s confidence on his personal abilities to complete allocated 

jobs with necessary knowledge and skill. Self-determination mirrors one’s perception of 

having choice and autonomy in performing tasks at workplace. Impact reflects the degree 

of a worker’s supposed impact on organizational work outcomes. In the current study 

high scores on psychological empowerment scale (Spreitzer, 1995) show more 

psychological empowerment and vice-versa. 
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Leader-Member Exchange 

Leader-member exchange (LMX) is degree of exchange amongst leader and his 

follower (Graen & Scandura, 1987). In this research higher rating on the LMX scale 

(Scandura & Graen, 1984; Graen & Uhl-Bien, 1995) show more LMX and vice-versa. 

Job Performance 

Job performance (JP) is an overall assessment of employee’s work quantity, 

quality, efficiency, ability, accuracy, judgement, job knowledge and creativity while 

performing core job tasks. High scores on JP scale (Tsui et al., 1997) were deliberated as 

more JP and vice-versa. 

Locus of Control 

In present research, locus of control (LOC) is an evaluation of employee’s 

generalized expectancy about sources of consequences in work context. Internal LOC 

specifies individual’s confidence of self-control over job outcomes, and external LOC 

specifies individual’s faith that his job outcomes are determined by other people and 

external factors. In this study high scores on WLCS (Spector, 1988) indicate externality 

and low scores indicate internality. 

Respondents of the Study 

Targeted Population 

Targeted population indicates the whole cluster of things, people or events a 

scholar wants to study (Sekaran, 2003). In order to obtain reliable results it is essential to 

identify right respondents with comparable settings according to the focus of research. As 

the focus of present study is to investigate impact of EL on subordinates VB and IWB, 

therefore, targeted population considered for this research was employee researchers 
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working in government research organizations (with an exclusive focus on agriculture, 

veterinary, poultry, medicine and health related research) of Pakistan. Reasons for 

selecting researchers (employed in government organizations) as targeted respondents 

were threefold. First, only government employees were selected as government 

organizations follow more or less similar policies for their employees and provide more 

or less comparable work settings. Second, present study is focused on examining 

employee’s ‘VB and IWB’ at workplace and researchers are the individuals who are 

usually involved in knowledge intensive innovative projects where both voice and 

innovative behaviors are important for successful and efficient completion of the projects. 

Third, previous studies have also considered researchers/scientists working in 

government organizations for examining the similar variables such as, ethical leadership, 

voice behavior and creativity (e.g., Chen & Hou, 2016). 

In Pakistan there are many government organizations for research and 

development in agriculture, veterinary, poultry, general health and medicine. These 

organizations are located in federal territory and all other parts of the country.  However, 

it is reported that most of the highly qualified researchers are either working in federal 

organizations or in the institutions located in Punjab province (Stads et al., 2015). The 

considerable difference of qualified research scientists in different parts of country is 

attributed to comparatively lower salary packages, restricted training, controlled 

recruitment and dearth of performance-based incentives at provincial level. For example, 

there are total 3678 agricultural researchers employed in Pakistan, among those 2138 are 

working in federal and Punjab (Stads et al., 2015). Due to lack of documentation and 

unavailability of statistics, number of employee researchers in veterinary, poultry, health 
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and medicine related research organizations of Pakistan is not well documented. 

However, based on the statistics available for agriculture sector, most optimistically it can 

be anticipated that 15000 research scientists are employed in agriculture, veterinary, 

poultry, health and medicine related research organizations of Pakistan thus, suggesting a 

targeted population of 15000 for the present research. 

Sampling Procedure 

It is essential that a sample size selected for any research should be representative 

of the targeted population so that more reliable results could be obtained. Roscoe (1975) 

advocated ‘30 to 500 subjects’ as a range for suitable sample to conduct any behavioral 

research. More specifically, Krejcie and Morgan (1970) provided a table to decide about 

a representative sample for any defined population. According to the table provided by 

them, for current study, sample of 375 individuals is enough. However, due to lack of 

documentation and unavailability of record for exact number of researchers working in 

selected research organizations of Pakistan, this study strived for a larger sample to 

obtain more reliable results. As, Field (2009) suggested that a larger sample of 500 is 

most likely to better reflect any targeted population. 

For the purpose of data collection self-reported questionnaires were distributed in 

ten government research organizations (with an exclusive focus on agriculture, 

veterinary, poultry, medicine and/or health related research) located in four major cities 

(Rawalpindi, Islamabad, Lahore and Faisalabad) of Pakistan. Organizations located in the 

federal territory and Punjab province were considered for the purpose of sampling. The 

reasons for selecting organizations only from Islamabad and Punjab were twofold. First, 

current research focus was other than the investigation of cultural differences. Second, it 
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is reported that in Pakistan most of the highly qualified research scientists are employed 

in government organizations located in federal territory and Punjab province (Stads et al., 

2015). 

In current research the study sample was obtained using a purposive sampling 

design. Since, present research was concentrated on voice behavior and innovative work 

behavior of research scientists therefore, instead of obtaining primary data from all 

employees (including but not limited to research scientists, lab assistants/attendants, 

technicians and managerial staff) of selected organizations the study sample was kept 

confined to research scientists only, as they were the individuals in a best situation to 

deliver required data according to research focus. In total 800 questionnaires were 

distributed in the selected organizations. Initially, 546 filled questionnaires were received 

from which 38 questionnaires were discarded because of erroneous filling. Therefore, 

508 properly filled questionnaires showing 63.5% response rate were obtained. Thus, 

sample size considered for present research was comprised of 508 research scientists. 

Data Sources 

Primary data is any data that is collected firsthand for investigations to provide 

elucidation of a problem considered (Sekaran, 2003). Whereas, secondary data consist of 

constituents previously gathered by researchers, organizations and journals, published or 

unpublished that are useful for the purpose of research (Sekaran, 2003). In the present 

study sources of the primary data were the research scientists employed in ten 

government research organizations of Pakistan. Whereas, secondary data sources 

consulted for the present research were inclusive of journal articles, doctoral 

dissertations, reports and books etc. 
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Data Collection Tool 

Quantitative Survey 

Quantitative survey was considered as a suitable research design for measuring 

perceptions and behaviors of the scientists in present research. Fowler (2002) suggested 

that being a quantitative method, survey research produce standardized information for 

defining variables and for studying relationships among variables. Moreover, survey 

method is also considered most useful to infer characteristics of large populations 

(Dillman, 2007; Babbie, 2007). Therefore, it is a preferred method compared to other 

methods e.g., focus groups, historical analysis, content analysis and small group 

experiments (Dillman, 2007). Additionally, as in survey research necessary information 

is obtained from a small portion of the targeted population, it provides an inexpensive, 

quick, accurate and efficient mean of data collection (Saunders et al., 2009; Kerlinger, 

1986). 

Data Collection Method 

In a survey based study required data can be collected using any of two methods 

(a) interviews and/or (b) self-administered questionnaires. Although interviews are the 

more powerful tool of data collection for survey based studies (Kerlinger, 1986; Dillman, 

2007) but, interviews are not considered suitable for quantitative studies which 

necessitate larger sample. Therefore, in the current research self-administered 

questionnaires were utilized to gather data from research scientists. Method of self-

administered questionnaires offer some advantages such as, it provide more access to the 

geographically dispersed respondents, it is relatively inexpensive, let individuals to 

consult others or the records and to think about their responses (Zikmund, 2003; Fowler, 
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2002). Moreover, it also provides respondents an opportunity to provide socially 

undesirable or sensitive information that they may not provide in personal interviews 

(Babbie, 2007; Zikmund, 2003; Fowler, 2002). 

Questionnaire 

Primary data was gathered using self-reported questionnaire. The questionnaire 

(provided in Appendix A) utilized in this research was parted into eight portions. For 

nominal data related to respondent’s job and demographic particulars, a demographic 

sheet was included as the first part of the questionnaire. Demographic sheet included 

questions regarding gender, age, education, length of service and employment status of 

the respondents. The remaining seven parts of the questionnaire were comprised of the 

scales used to measure study variables. 

While designing questionnaire for present research, some procedural remedies 

recommended by Podsakoff et al. (2003) were followed to lessen possibility of common 

method bias. First, on cover letter of the questionnaire, respondents were guaranteed of 

complete confidentiality about their personal information and the identity of their 

respective organization. Moreover, it was also assured that the primary data being 

collected through this questionnaire will only be used to aggregate responses for 

generating and publishing aggregated results. It was expected that the explicit 

confidentiality statement would encourage participants for more honest responses. 

Second, for controlling response consistencies, order of questions was counterbalanced, 

as the measures of dependent variables were placed before that of the independent 

variable. Lastly, in this research well established and validated scales were used to 
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measure study variables. As, this step is reported to reduce possibility of common method 

bias. Following is the description of scales used in this research: 

Ethical leadership scale. Ten-item scale (provided in Part-VI of Appendix A) 

that is developed by Brown et al. (2005) was utilized to assess EL. All items of scale 

were to be graded on a five-point scale ranging from 1(strongly disagree) to 5 (strongly 

agree). This scale is extensively used in previous researches (e.g., Tu & Lu, 2016; Chen 

& Hou, 2016). Pre-established reliability of this scale was reported above .90 (Brown et 

al., 2005; Chen & Hou, 2016). 

Voice behavior scale. Six-item scale (provided in Part-II of Appendix A) 

developed by Van Dyne and LePine (1998) was utilized to assess VB. All items of this 

scale were required to be graded on a seven-point scale i.e., 1 (strongly disagree) to 7 

(strongly agree). This scale is extensively utilized in the prior researches (e.g., Hsiung, 

2012; Jiang et al., 2017). Pre-established reliability of this scale was reported above .87 

(Van Dyne & LePine, 1998; Hsiung, 2012). 

Innovative work behavior scale.  Six-item scale (provided in Part-III of 

Appendix A) developed by Scott and Bruce (1994) was used to gauge IWB. Six items 

were to be graded on five-point scale i.e., 1(strongly disagree) to 5 (strongly agree). This 

scale is extensively utilized by previous researchers (e.g., Yuan & Woodman, 2010; Xerri 

& Brunetto, 2013). Pre-established reliability of the scale was .89 (Scott & Bruce, 1994). 
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Psychological empowerment scale. Twelve-item scale (provided in Part-IV of 

Appendix A) developed by Spreitzer (1995) was used in present research to assess 

psychological empowerment. This scale is comprised of four subscales. In their meta-

analytic research Seibert et al. (2011), supporting Spreitzer’s (1995) conceptualization of 

psychological empowerment, suggested that psychological empowerment is a second-

order unitary construct comprised of the four sub-dimensions. Therefore, in the present 

study following Spreitzer (1995), Seibert et al. (2011) and Newman et al. (2017) scores 

for twelve items (from four subscales) were averaged to get single PE score for every 

respondent. All items of this scale were required to be rated on a seven-point scale i.e., 1 

(strongly disagree) to 7 (strongly agree). This scale (measuring psychological 

empowerment as an overall unitary construct) is extensively used in previous studies 

(e.g., Zhang & Bartol, 2010; Raub & Robert, 2012; Newman et al., 2017). Pre-

established reliability for overall scale was reported above .70 (Spreitzer, 1995; Zhang & 

Bartol, 2010). 

Leader-member exchange scale. Seven-item scale (provided in Part-V of 

Appendix A) suggested by Graen and Uhl-Bien (1995) and originally developed by 

Scandura and Graen (1984) was utilized to assess LMX in this research. The items of the 

measure were to be evaluated on five-point scale stretching from the utmost disagreement 

to the highest level of agreement with each given statement. This scale (i.e., LMX-7) is 

widely used in previous empirical researches (e.g., Hsiung, 2012). Pre-established 

reliability of the scale was above .83 (Scandura & Graen, 1984; Hsiung, 2012). 
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Job performance scale. Eleven-item scale (provided in Part-VII of Appendix A) 

developed by Tsui et al. (1997) was used to assess task performance. The scale items 

were to be rated on seven-point scale (with responses stretching from “1 (strongly 

disagree) to 7 (strongly agree) for six items assessing employee’s quality of work, 

quantity of work and efficiency while performing basic job tasks” and “1(completely 

unsatisfactory) to 7 (completely satisfactory) for the remaining five items measuring 

employee’s judgment, ability, job knowledge, accuracy and creativity while performing 

the assigned task”). This scale is also used by the previous scholars in empirical studies 

concerning employee JP (e.g., Walumbwa et al., 2011). Pre-established reliability of the 

scale was reported above .90 (Tsui et al., 1997; Walumbwa et al., 2011). 

Locus of control scale. Sixteen-item WLCS (given in Part-VIII of Appendix A) 

provided by Spector (1988) was used to gauge respondents control beliefs. All items of 

the measure were to be rated on a six-point scale i.e., 1 (disagree very much) to 6 (agree 

very much). WLCS is comprised of equal number of externally and internally worded 

items. Higher ratings on WLCS indicate externality as, internal locus of control was 

measured by eight reverse coded items (1, 2, 3, 4, 7, 11, 14 and 15) with remaining eight 

items (5, 6, 8, 9, 10, 12, 13 and 16) measuring external locus of control. WLCS is widely 

utilized in past researches (e.g., Siu et al., 2002; Muhonen & Torkelson, 2004; Aube et 

al., 2007). Pre-established reliability of this scale was reported above .80 (Muhonen & 

Torkelson, 2004; Aube et al., 2007). 
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Data Collection Procedure 

Several ethical issues were considered before starting the data collection for this 

study. For example, prior to the commencement of this research, a complete research 

proposal was submitted to “Advanced Studies and Research Board” of Quaid-i-Azam 

University for review and approval. After getting approval from the research board the 

research was formally commenced. Before collecting data from the individual 

respondents, respective authorities of selected research organizations were personally 

contacted to explain general purpose of this research, to obtain permission for data 

collection and to gain an insight into the focus and structure of relevant departments. 

Moreover, the concerned authorities of each selected research organization were assured 

that identity of their institution and research scientists will be kept confidential, 

individual participation is completely voluntary, data collected will be used only for the 

purpose of research and only aggregated findings will be published. In addition, to 

minimize ambiguities, concerned managers were also informed about data collection 

process, data collection method (i.e., self-administered self-reported paper and pencil 

questionnaire) and the estimated time period of data collection. 

After obtaining permission (for data collection) from the authorities of selected 

research organizations, respondents were approached individually at their workplaces. 

Data was collected from researchers (having job experience of one year or more in the 

respective organization) employed in departments with special focus on research. 

Participants were ensured of their voluntary participation, anonymity and confidentiality. 

Moreover, every participant was briefed about general instructions for completing the 

questionnaire before being presented with the survey material. Survey material was 
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included of a cover letter (explaining purpose of research, confidentiality policy and 

encouraging voluntary participation), demographic sheet, the research scales and an 

envelope to return the completed questionnaire. Most of the participants agreed to return 

filled questionnaire back within a one week period. However, if more time to fill the 

questionnaire was required by any of the participant, the questionnaire was than collected 

back on the later visit on a pre-decided date. Researcher personally collected the 

questionnaires back from the participants on time. While receiving the filled 

questionnaires, every questionnaire was checked for missing responses and if there is any 

missing response the participant was requested to give his/her rating. The entire time for 

collecting data was six month period (June 2016 to November 2016). 

After collecting the questionnaires back from the respondents the data was 

cleaned and organized. For this purpose the poorly filled questionnaires (e.g., 

questionnaires with pattern filling) were discarded. The remaining data was entered in the 

software for statistical analysis. Details of the study sample are specified in following 

Table. 

Table 3.1 

Details of Study Sample 

Questionnaires 

distributed 

Questionnaires 

received 

Questionnaires 

discarded 

Sample 

size 

Rate of 

response 

800 546 38 508 63.5% 
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Statistical Techniques Applied 

Several statistical techniques were applied to analyze primary data. These 

statistical techniques were applied to evaluate respondents’ profile, to check for validity 

and reliability of predeveloped scales used, to assess the possibility of common method 

bias, to compute descriptive statistics, to evaluate differences between demographic 

groups on study variables and to test the proposed hypotheses. Software programs used to 

apply relevant statistical techniques in the present research include SPSS version 20 and 

AMOS version 22 (utilized only for the confirmatory factor analysis). Following are the 

details of the techniques applied in this research: 

Respondents Profile 

It explains representation of respondents groups based on demographics in overall 

study sample. In the present study, respondents profile provided sample description based 

on ‘gender, qualification, age, employment status and length of service’ of respondents. 

Frequencies and percentages were computed to describe the study sample. 

Validity and Reliability of Study Scales 

Validity. Validity of an instrument is tested to ascertain how well the particular 

scale measure a concept it is actually planned to measure (Sekaran, 2003). For testing 

validity of predeveloped scales used in present research two approaches were applied (a) 

correlational analysis; and, (b) factor analysis. 
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Correlational analysis. Construct validity along with internal consistency of 

predeveloped measures, used in current research, were determined via calculating item 

total correlations and total scale correlations. Item total correlations were calculated to 

see how significantly items were measuring the respective constructs. For that purpose, 

all items of each scale were correlated with the corresponding scale or subscale (or 

factor) total. Total scale correlations were calculated via correlating subscales (or factors) 

to corresponding total score. As suggested by Sekaran (2003) the correlations were 

considered significant at p < .05. 

Factor analysis. To check validity and dimensionality of predeveloped measures 

used in present research, respective items of all the scales were factor analyzed via 

confirmatory factor analysis. Confirmatory factor analysis (CFA) also determines how 

well the study sample support factor structure of scales being used. CFA relies on 

numerous statistical tests for determining model fit adequacy to data at hand. In the 

current research, model fit indices including chi-square to degrees of freedom ratio 

(χ
2
/df); goodness of fit index (GFI); adjusted goodness of fit index (AGFI); comparative 

fit index (CFI); normed fit index (NFI); root mean squared error of approximation 

(RMSEA); and, standardized root mean squared residual (SRMR) were considered. As 

for as the chi-square to df ratio is concerned it could be as low as 2 (Tabachnick & Fidell, 

2007) or as high as 5 (Wheaton et al., 1977). However, a value below 1 indicates a poor 

model fit (Shadfar & Malekmohammadi, 2013). Whereas, value less than 2 is considered 

best but chi-square to df ratio within the range of 2 to 5 is acceptable (Paswan, 2009). 

GFI, AGFI, CFI and NFI values greater than .95 and closer to 1 indicate good fitting 

model. However, values greater than .90 for GFI and AGFI (Hair et al., 1998), for CFI 
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(Hu & Bentler, 1999), and for NFI (Bentler & Bonett, 1980) indicate acceptable model 

fit. Similar standards for interpreting χ
2
/df, GFI, AGFI, CFI and NFI were adopted in this 

study. 

In the present research RMSEA value is interpreted according to researches done 

by Steiger (1990), Browne and Cudeck (1992), MacCallum et al. (1996) and, Fabrigar et 

al. (1999) as: value below .05 specify a close fit, between .05 to .08 shows fair fit, from 

.08 to .10 indicates a mediocre fit, and if its value exceed .10 than it shows a poor fit 

between model and data at hand. Moreover in this study, standardized RMR (SRMR) 

value not more than .08 was considered acceptable for a good fitting model as suggested 

by Hu and Bentler (1999). Following Stevens (2002) and Field (2009) standardized factor 

loading ≥ .30 was considered as cut off criteria in the present study (as sample size was 

quite large) to determine that a particular item substantially load on the respective factor. 

Reliability. It indicates consistency and stability of the scale with which it 

measures a concept (Sekaran, 2003). It shows that the scale is without bias and items in 

the scale hang together for independently measuring the similar concept (Sekaran, 2003). 

Most popular and extensively used test of scale’s reliability is Cronbach’s coefficient 

alpha (Sekaran, 2003; Field, 2009). Its value near to 1 indicates higher reliability of scale. 

Therefore, in this research internal consistency reliability of all scales was gauged via 

calculating Cronbach’s coefficient alpha. Following Murphy and Davidshofer (1988), 

Hair et al. (1992) and, Sekaran (2003) scales with alpha value above .60 were deemed 

reliable in the present research. 
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Common Method Bias 

As current research utilized self-reported questionnaire for data collection, 

therefore, common method bias (CMB) can be an issue. The problem with CMB is that it 

may exaggerate the relationships among variables (Podsakoff et al., 2003). Thus in this 

research, following Konrad and Linnehan (1995), Zheng et al. (2010), Simonin (1997) 

and Esch et al. (2016) to assess the possibility of CMB, Harman’s (1960) single factor 

test was implemented. The test is based on an assumption that if CMB is a serious issue, 

one general factor accounting for most variance (i.e., more than 50%) is likely to emerge 

as a result of exploratory factor analysis (constrained as there is no rotation) for all 

measurement items. 

Descriptive Statistics 

Getting a feel for research data is a necessary earliest step to begin the analysis 

(Sekaran, 2003). The statistics that provide feel for data includes (a) mean (M) and 

standard deviation (SD) for each of the interval-scaled study variable; and, (b) 

correlations between study variables irrespective of study hypotheses (Sekaran, 2003). 

Mean and standard deviation for interval-scaled variables. Following Sekaran 

(2003), M and SD for seven study variables were computed to assess how respondents 

reacted to the items in the scales and how good the measures and respective items were to 

tap the relevant concepts. 

Correlations between study variables. To determine how the interval-scaled 

variables associate with each other in the present research, intercorrelation matrix of 

variables was computed. Correlations between study variables provide with the indication 

that how well the variables are associated (related or unrelated) with each other i.e., what 
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linear relationship ‘if any’ exists between variables (Sekaran, 2003; Field, 2009). Pearson 

correlation coefficient (r), is the most generally utilized standardized measure for size of 

observed effect with its values ranging from -1 to +1 (Field, 2009). The +1 value 

indicates perfect positive correlation among two variables and -1 value indicates a perfect 

negative correlation among two variables (Field, 2009). Whereas, if value of the 

coefficient is 0 it indicates that no linear relationship exist among two variables (Field, 

2009). For the determination of effect size Field (2009) suggested that value of ±.1 shows 

small, ±.3 shows medium and ±.5 shows large effect size. Similar criteria’s were 

followed in the current study and the correlation results were considered significant at p < 

.05 i.e., a generally accepted significance level in social sciences as suggested by Sekaran 

(2003). 

Comparison between Demographic Groups on Study Variables 

Comparison between demographic groups of respondents shows the extent to 

which these groups differ from each other on the particular variables (Sekaran, 2003). 

Statistical technique/test to be applied for group comparison depends on number of 

respondent groups to be compared. Independent samples t-test is applied if there are two 

groups to be compared (Sekaran, 2003; Field, 2009). ANOVA is used to compare groups 

(more than two) (Sekaran, 2003; Field, 2009). In this study respondents were compared 

for gender and employment status using the independent samples t-test, and for “age, 

length of service and qualification” analysis of variance (ANOVA) test was used. Results 

were considered significant at p < .05. 
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Hypotheses Testing 

Although there are many statistical programs capable of carrying out regression 

based analysis. However, other than PROCESS, most of the statistics and related 

inferential procedures necessitate further calculations that are not automatically carried 

out as a routine, such as while quantifying indirect effects the multiplication of regression 

coefficients, in moderation analysis via using pick-a-point method the derivation of 

standard errors and simple slopes, and computation of regions of significance (Hayes, 

2012). Whereas, some procedures that are mostly advocated necessitate repeated 

computations which are only possible by the computers e.g., bootstrapping for 

constructing confidence intervals of indirect effects in mediation models. Although, 

structural equation modeling (SEM) programs including Mplus, EQS and AMOS offer 

some options to be utilized, but these involve specific programming expertise, as code is 

required to be particularly tailored to task, data set available and must be adapted based 

on user needs (Hayes, 2012). Nevertheless, several macros and computational aides are 

available for assistance, yet are dispersed all over the literature each accomplishing few 

specialized tasks. 

Noticeably, utilizing path-analysis framework analogous to approaches given by 

Preacher et al. (2007) and Edwards and Lambert (2007), PROCESS make available 

several capabilities of prevalent tools and programs while increasing the complexity and 

number of models that even combine mediation and moderation, in single easy to use 

command (for SPSS). In addition to the estimation of OLS regression coefficients, 

PROCESS also generates direct as well as indirect effects for mediation and conditional 

effects for moderation models (Hayes, 2012). Offering a set of models this program 
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estimate all models described by Preacher and Hayes (2004, 2008), Muller et al. (2005), 

Preacher et al. (2007), Kraemer et al. (2008), Hayes and Matthes (2009), Fairchild and 

MacKinnon (2009), Edwards and Lambert (2007), Hayes et al. (2011) among others 

(Hayes, 2012). A remarkable strength of this data analysis tool (i.e., PROCESS) is the 

ease via which an analyst can specify a model to estimate various mediated and/or 

moderated effects (Hayes, 2012). 

In the previous literature, many researchers used PROCESS to test study 

hypotheses that involve total, mediating and moderating effects (e.g., Ma et al., 2013; 

Qian et al., 2016; Chen & Hou, 2016; Newman et al., 2017; Gkorezis et al., 2016; Hu & 

Jiang, 2016; Tu & Lu, 2016; Esch et al., 2016), demonstrating PROCESS as a suitable 

data analysis tool. Following the prior scholars, current research also used PROCESS 

macros in SPSS to test the proposed relationships among study variables. Results were 

considered significant at p < .05. 

Direct and mediation hypotheses. To test the direct (or simple) and mediation 

hypotheses, methodology of Preacher and Hayes (2004) was applied in the current 

research using PROCESS in SPSS. In this procedure mediation was tested following 

Baron and Kenny (1986) widely adopted recommendations such that, mediation is 

confirmed if (i) independent variable (IV) significantly relates to dependent variable 

(DV); (ii) IV significantly relates to mediating variable; (iii) mediating variable 

significantly relates to DV; and, (iv) when DV is regressed on both of the IV and 

mediating variable, the IV no longer relates to DV (i.e., full mediation) or lessened 

predicting DV (i.e., partial mediation). 
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Moreover, in the present study, along with the traditional 4-step approach of 

Baron and Kenny (1986), significance of indirect effect (of IV on DV) was also tested as 

a necessary component of mediation to occur, as PROCESS also facilitates the estimation 

of indirect effect using normal theory approach and bootstrap approach. According to 

Preacher and Hayes (2004) suggestions, in this research the 95% CI (obtained using 5000 

bootstrap samples) for the indirect effect excluding zero indicated that the indirect effect 

is significantly differ from zero and mediation has occurred. Whereas, statistically 

significant Sobel test results further confirmed mediation. In PROCESS bootstrapping 

was also used to check for statistical significance as it provides beta regression 

coefficients along with 95% CIs from repeated sampling database (in the present research 

for 5000 repeated samples). Therefore, in this study significant regressions were also 

indicated by confidence intervals (of parameters) excluding zero. 

Moderation hypotheses. To test the moderation hypotheses, methodology of 

Hayes (2013) was applied in this study using PROCESS program in SPSS. In this 

research two essential conditions (for testing moderation) defined by Baron and Kenny 

(1986) were followed i.e., (i) IV significantly relates to DV; and, (ii) when both the IV 

and moderating variable were entered, the interaction term (IV × moderating variable) 

significantly relates to DV. In PROCESS while testing hypotheses involving moderation, 

the IV and moderating variable were mean centered before proceeding with analysis, for 

reducing multicollinearity. As PROCESS also uses bootstrapping to check for statistical 

significance and provides beta regression coefficients along with 95% confidence 

intervals (using 5000 repeated sampling database in this research). Therefore, in current 
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research significant regression results were also indicated by confidence intervals (of 

parameters) excluding zero. 

Chapter Summary 

This chapter was about research methodology of present research. More 

explicitly, this chapter was comprised of operational definitions of study 

variables/constructs, details of study respondents (the targeted population and sample 

considered in this research), data collection tool used in this study, data collection 

procedure and finally details of statistical techniques utilized in present research to test 

proposed hypotheses. The subsequent chapter will provide a detailed respondents’ 

profile, results of validity and reliability analyses for predeveloped scales being used in 

the current study, descriptive statistics and demographic groups comparison on study 

variables to provide basis for hypotheses testing. 
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Chapter Four: Descriptive Analysis 

The prior chapter has given an exhaustive overview of research methodology. 

This chapter is about respondents’ profile, validity and reliability of predeveloped scales, 

descriptive statistics and demographic groups’ comparison. It is divided into six parts. 

The first section encompasses details regarding respondents’ profile that include 

frequencies and percentages of participants’ demographic data. Second part of this 

chapter is about determining goodness of measures being used in the current research 

through testing validity and reliability of scales. Results regarding validity and reliability 

of scales are concluded in the third part. Fourth part covers descriptive statistics. Fifth 

part provides comparison between demographic groups to determine demographic 

differences on ethical leadership (EL), voice behavior (VB), innovative work behavior 

(IWB), psychological empowerment (PE), leader-member exchange (LMX), job 

performance (JP) and locus of control (LOC). Last part is the summary of this chapter. 

Respondents Profile 

Respondents profile show proportion of each demographic group in the study 

sample. It is provided to determine the extent to which the data is balanced in terms of 

demographic groups’ participation. The respondents’ profile for current research sample 

is given in following Table. 
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Table 4.1 

Respondents Profile 

Demographic variable Frequency (f) Percentage (%) 

Gender 

Male 

Female 

Total   

 

302 

206 

508 

 

59.4 

40.6 

100.0 

Age group (years) 

20-26 

27-33 

34-40 

41-47 

48 or above 

Total  

 

38 

178 

169 

61 

62 

508 

 

7.5 

35.0 

33.3 

12.0 

12.2 

100.0 

Qualification 

Bachelor 

Master 

M.Phil 

Ph.D 

Total  

 

30 

66 

194 

218 

508 

 

5.9 

13.0 

38.2 

42.9 

100.0 

Length of service (years) 

5 or less 

6-10 

11-15 

16-20 

21 or above 

Total  

 

262 

110 

73 

21 

42 

508 

 

51.6 

21.7 

14.4 

4.1 

8.2 

100.0 

Employment status 

Contractual 

Permanent 

Total 

 

176 

332 

508 

 

34.6 

65.4 

100.0 
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A Sample of 508 researchers was taken from ten government research institutions 

(for poultry, veterinary, agriculture, health and medicine related research) located in four 

major cities (Islamabad, Rawalpindi, Lahore and Faisalabad) of Pakistan. Both the male 

and female researchers were considered constituting 59.4% and 40.6% of the total sample 

respectively. Representation of female participants was relatively lesser because of lower 

level of interest in completing research questionnaire. Another reason for lower 

percentage of female participants is the overall high proportion of male employees in 

research specific institutions. 

Representation of each age group in the study sample is given in Table 4.1. Most 

respondents belong to age series of 27-40 (two age groups of 27-33 and 34-40 with 

35.0% and 33.3% representation respectively). Whereas, there were few junior 

researchers working in the selected institutions therefore, only 7.5% of the participants 

were from the age group of 20-26. Most respondents were having M.Phil (38.2%) or 

Ph.D (42.9%) level qualification. Since, research as an occupation requires higher 

education. 

The researchers having more than 1 year of job experience were considered for 

collecting primary data. Participants were divided into five groups based on length of 

service. Maximum respondents (51.6%) were having 5 years or less job experience. 

Since, the young scientists were more willing and motivated to participate for the 

research purposes. Whereas, senior researchers (having more than 16 years of job 

experience) had lowest response rate (12.3%) because most of them were belonging to 

higher positions and were preoccupied with multiple responsibilities. Therefore, most of 

them were unable to participate. 
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Data was collected from both the contractual and permanent researchers 

employed in the selected institutions. Since, government institutions initially recruit 

individuals on contract basis and later on offer permanent positions on the basis of 

performance. The sample of this research is comprised of 34.6% contractual and 65.4% 

permanent employees working in government research institutes. 

Validity and Reliability of Study Scales 

Validity 

 Validity of instruments is tested to ascertain how well the particular scales 

measure the concepts they are actually intended to measure (Sekaran, 2003). In order to 

test validity of predeveloped scales being used in the present research two approaches 

were used (a) correlational analysis; and, (b) factor analysis. 

Correlational analysis. Construct validity and internal consistency of study 

scales was determined via calculating item total correlations and total scale correlations. 

Item total correlations were calculated to see how significantly items are measuring the 

respective constructs. For that purpose, items of each scale were correlated with 

corresponding scale or subscale (or factor) total. Total scale correlations were computed 

for psychological empowerment scale and locus of control scale via correlating 

respective factors with the corresponding total score. 

Item total correlations. Item total correlations for EL scale, VB scale, IWB scale, 

PE scale, LMX scale, JP scale and LOC scale are given below (in table 4.2 to table 4.8). 
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Table 4.2 

Item Total Correlation of Ethical Leadership Scale 

Item no. r Item no. r 

1 .71
**

 6 .85
**

 

2 .74
**

 7 .79
**

 

3 .77
**

 8 .84
**

 

4 .68
**

 9 .82
**

 

5 .85
**

 10 .73
**

 

Note. N = 508.  

**p < .01. *p < .05. sig (2-tailed) 

 

Above table showed that EL scale items have positive and significant correlations 

with corresponding scale (ranging from .68 to .85). This manifestly indicated that scale is 

internally consistent and all items duly contribute toward measurement of ethical 

leadership. High significant item total correlations indicated valid construction of the 

scale with all items measuring single construct. Item total correlations for VB scale are 

given below. 

Table 4.3 

Item Total Correlation of Voice Behavior Scale 

Item no. r Item no. r 

1 .71
**

 4 .73
**

 

2 .80
**

 5 .75
**

 

3 .79
**

 6 .72
**

 

Note. N = 508.  

**p < .01. *p < .05. sig (2-tailed) 

 

All items of VB scale are positively and significantly correlated with 

corresponding scale (ranging from .71 to .80). Significant positive correlations indicated 
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internal consistency and valid construction of the scale. Moreover, it endorsed that all 

items appropriately contribute in the measurement of voice behavior. Item total 

correlations for innovative work behavior scale are given below. 

Table 4.4 

Item Total Correlation of Innovative Work Behavior Scale 

Item no. r Item no. r 

1 .74
**

 4 .73
**

 

2 .81
**

 5 .80
**

 

3 .80
**

 6 .76
**

 

Note. N = 508.  

**p < .01. *p < .05. sig (2-tailed) 

 

All items of innovative work behavior scale are significantly correlated with 

overall score of IWB (ranging from .73 to .81). High significant positive correlations 

indicated that the scale is internally consistent and has valid construction. Moreover, all 

items of the scale are significantly contributing for measuring innovative work behavior 

as a single construct. Item total correlations for psychological empowerment scale are 

given below. 

Table 4.5 

Item Total Correlation of Psychological Empowerment Scale 

Meaning Competence Self-determination Impact 

Item no. r Item no. r Item no. r Item no. r 

1 .87
**

 4 .90
**

 7 .79
**

 10 .83
**

 

2 .91
**

 5 .90
**

 8 .88
**

 11 .94
**

 

3 .89
**

 6 .84
**

 9 .86
**

 12 .93
**

 

Note. N = 508.  

**p < .01. *p < .05. sig (2-tailed) 
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Each item of psychological empowerment scale was positively and significantly 

correlated with respective subscale (i.e., four factors). High significant item total 

correlations (ranging from .79 to .94) indicate internal consistency and valid construction 

of psychological empowerment scale. Item total correlations for leader-member exchange 

scale are given below. 

Table 4.6 

Item Total Correlation of Leader-Member Exchange Scale 

Item no. r Item no. r 

1 .65
**

 5 .71
**

 

2 .80
**

 6 .75
**

 

3 .79
**

 7 .78
**

 

4 .80
**

   

Note. N = 508.  

**p < .01. *p < .05. sig (2-tailed) 

 

All items of leader-member exchange scale are positively and significantly 

correlated with corresponding scale. High significant correlations (ranging from .65 to 

.80) indicated internal consistency and valid construction of the scale. Moreover, results 

revealed that items have significant contribution for measurement of leader-member 

exchange as a single construct. Item total correlations for JP scale are as under. 
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Table 4.7 

Item Total Correlation of Job Performance Scale 

Item no. r Item no. r 

1 .66
**

 7 .73
**

 

2 .71
**

 8 .73
**

 

3 .75
**

 9 .72
**

 

4 .75
**

 10 .74
**

 

5 .71
**

 11 .75
**

 

6 .71
**

   

Note. N = 508.  

**p < .01. *p < .05. sig (2-tailed) 

 

Items of JP scale have significant correlations with the respective total (lowest is 

.66, highest is .75). High significant positive correlations indicated internal consistency 

and valid construction of job performance scale. Results indicated that items contributed 

significantly for the measurement of job performance as a single construct. Item to total 

correlations for LOC scale are as under. 
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Table 4.8 

Item Total Correlation for Locus of Control Scale 

Internal LOC External LOC 

Item no. r Item no. r 

1 .71
**

 5 .60
**

 

2 .71
**

 6 .62
**

 

3 .65
**

 8 .70
**

 

4 .49
**

 9 .74
**

 

7 .50
**

 10 .75
**

 

11 .64
**

 12 .63
**

 

14 .63
**

 13 .69
**

 

15 .55
**

 16 .72
**

 

Note. N = 508.  

**p < .01. *p < .05. sig (2-tailed) 

 

Items of LOC scale were significantly and positively correlated with the total 

scores of respective factors (ranging from .49 to .71 for internal locus of control and .60 

to .75 for external locus of control). These significant correlations indicated valid 

construction and internal consistency of the scale. Moreover, results also shown that 

items have significant contribution in measurement of internal and external locus of 

control. 

Total scale correlations. Total scale correlations were computed for 

psychological empowerment scale (as having four subscales) and locus of control scale 

(as having two factors). Total scale correlations for psychological empowerment scale 

and locus of control scale are reported below in Tables 4.9 and 4.10 respectively. 
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Table 4.9 

Total Scale Correlation of Psychological Empowerment Scale 

Scale Psychological empowerment 

Meaning .70
**

 

Competence .73
**

 

Self-determination .80
**

 

Impact .70
**

 

Note. N = 508.  

**p < .01. *p < .05. sig (2-tailed) 

 

Above table showed that four subscales have significant correlation with overall 

score of psychological empowerment and the four subscales duly contribute for 

measurement of corresponding construct. High significant correlation coefficients 

indicated that psychological empowerment scale has valid construction and is internally 

consistent. 

As the results showed that four subscales were significantly and highly correlated 

with the total score, therefore in the present research, following Seibert et al. (2011), 

Zhang and Bartol (2010) and Newman et al. (2017), the four subscales were combined to 

form a unitary construct of PE. Since, Seibert et al. (2011) in their meta-analytic review 

suggested that in organizational settings the four cognitions are expected to occur 

together; therefore, these four should be combined to measure a unitary construct of 

psychological empowerment. Total scale correlations for LOC scale are reported below. 
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Table 4.10 

Total Scale Correlations for Locus of Control Scale 

Scale LOC 

Internal LOC .46
**

 

External LOC .79
**

 

Note. N = 508.  

**p < .01. *p < .05. sig (2-tailed) 
  

It is clear that both the factors (measuring internal and external LOC) have 

positive as well as significant correlation with respective total of LOC, indicating valid 

construction and internal consistency of this scale. 

LOC scale contains items written in opposite directions to measure both internal 

LOC and external LOC. Therefore, LOC scale form two factors, each is containing items 

written in same direction. This is due to the response patterns to items that vary in 

extremity and direction producing an artifactual two-factor structure when there are no 

multiple constructs (Spector et al., 1997). Therefore, following Turban and Dougherty 

(1994), Muhonen and Torkelson (2004), Johnson et al. (2009) and Elias (2009) average 

of 16 items was utilized in this research to measure overall locus of control as a single 

construct. Whereas, low scores on the scale indicate internality and high scores indicate 

externality. 

Confirmatory factor analysis (CFA). To test dimensionality of study scales, 

respective items of scales were factor analyzed via CFA using AMOS version 22. 

Confirmatory factor analysis determines how well the study sample support factor 

structure of scales being used. CFA relies on numerous statistical tests for determining 

model fit adequacy to data set. In the current research, some model fit indices were also 
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considered. As for as the chi-square to df ratio is concerned it could be as low as 2 

(Tabachnick & Fidell, 2007) or as high as 5 (Wheaton et al., 1977). However, a value 

below 1 indicates a poor model fit (Shadfar & Malekmohammadi, 2013). Whereas, value 

less than 2 is considered best but chi-square to df ratio within the range of 2 to 5 is 

acceptable (Paswan, 2009). 

GFI, AGFI, CFI and NFI values above .95 and closer to 1 indicate good fitting 

model. However, values greater than .90 for GFI and AGFI (Hair et al., 1998), for CFI 

(Hu & Bentler, 1999), and for NFI (Bentler & Bonett, 1980) indicate acceptable model 

fit. In the present research RMSEA value is interpreted according to studies of Steiger 

(1990), Browne and Cudeck (1992), MacCallum et al. (1996) and Fabrigar et al. (1999) 

as: value less than .05 specify a close fit, between .05 to .08 shows fair fit, from .08 to .10 

indicates a mediocre fit, and if its value exceed .10 than it shows a poor fit between 

model and data at hand. Whereas, standardized RMR (SRMR) value below .08 is 

acceptable for any good fitting model (Hu & Bentler, 1999). Moreover, following 

Stevens (2002) and Field (2009) factor loading ≥ .30 was considered as cut off criteria in 

the present study to determine that a particular item substantially load on the respective 

factor. The results of CFA are stated in table 4.11 to table 4.24. Factor loadings of CFA 

for EL scale are given in table 4.11 below. 
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Table 4.11 

Factor Loadings for Items of Ethical Leadership Scale 

Item no.    Loadings 

1  .66 

2  .69 

3  .74 

4  .65 

5  .85 

6  .86 

7  .74 

8  .81 

9  .78 

10  .65 

Note. N = 508. 

  

Table 4.11 above shows factor loadings for all the items of ethical leadership 

scale. It is evident that all items meet the inclusion criteria with factor loadings ranging 

from .65 to .86. CFA model fit indices for ethical leadership scale are reported below. 

Table 4.12 

CFA Model Fit Indices for Ethical Leadership Scale 

 χ
2
 df GFI AGFI CFI NFI RMSEA SRMR 

64.078 31 .976 .957 .990 .980 .046 .021 

Note. N = 508. 

 

Table 4.12 showed that CFA confirmed the factor structure of ethical leadership 

scale for Pakistani sample with model fit indices χ
2
/df=2.067, GFI=.976, AGFI=.957, 

CFI=.990, NFI=.980, RMSEA=.046 and SRMR=.021 indicating a good fit. Results 
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indicated that ethical leadership scale is a statistically valid scale. Factor loadings of CFA 

for VB scale are given as under. 

Table 4.13 

Factor Loadings for Items of Voice Behavior Scale 

Item no.  Loadings 

1  .66 

2  .83 

3  .76 

4  .53 

5  .59 

6  .54 

Note. N = 508. 

 

 Standardized factor loadings for VB scale items suggested that all items of scale 

fulfilled inclusion criteria with loadings ranging from .53 to .83. CFA model fit indices 

for voice behavior scale are as below. 

Table 4.14 

CFA Model Fit Indices for Voice Behavior Scale 

 χ
2
 df GFI AGFI CFI NFI RMSEA SRMR 

14.543 5 .990 .960 .992 .988 .061 .020 

Note. N = 508. 

 

Table 4.14 showed that CFA confirmed the factor structure of voice behavior 

scale for Pakistani sample with model fit indices χ
2
/df=2.909, GFI=.990, AGFI=.960, 

CFI=.992, NFI=.988, RMSEA=.061 and SRMR=.020 indicating a fair model fit. 

Findings suggested that the scale is statistically valid to measure individual’s voice 

behavior. Factor loadings of CFA for IWB scale are as under. 
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Table 4.15 

Factor Loadings for Items of Innovative Work Behavior Scale 

Item no.  Loadings 

1  .69 

2  .82 

3  .79 

4  .55 

5  .67 

6  .71 

Note. N = 508. 

 

 Table 4.15 provided the standardized factor loadings for the items of innovative 

work behavior scale. It became clear that all the items fulfilled inclusion criteria with 

factor loadings ranging from .55 to .82. CFA model fit indices for IWB scale are as 

under. 

Table 4.16 

CFA Model Fit Indices for Innovative Work Behavior Scale 

 χ
2
 df GFI AGFI CFI NFI RMSEA SRMR 

20.042 8 .987 .966 .991 .985 .054 .021 

Note. N = 508. 

 

Table 4.16 showed that CFA confirmed the factor structure of innovative work 

behavior scale for Pakistani sample with model fit indices χ
2
/df=2.505, GFI=.987, 

AGFI=.966, CFI=.991, NFI=.985, RMSEA=.054 and SRMR=.021 indicating a fair 

model fit. These findings suggested that the scale is statistically valid to measure 

innovative work behavior. CFA results for standardized factor loadings of PE scale are as 

under. 
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Table 4.17 

Factor Loadings for Items of Psychological Empowerment Scale 

Item no.  Loadings 

 Meaning  

1  .78 

2  .86 

3  .86 

 Competence  

4  .93 

5  .87 

6  .63 

 Self-Determination  

7  .65 

8  .84 

9  .76 

 Impact  

10  .70 

11  .95 

12  .89 

Note. N = 508. 

 

 Table 4.17 shows CFA results for psychological empowerment scale. All items of 

the scale fulfil the inclusion criteria with standardized factor loadings ranging from .63 to 

.95. CFA model fit indices for PE scale are as under. 
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Table 4.18 

CFA Model Fit Indices for Psychological Empowerment Scale 

 χ
2
 df GFI AGFI CFI NFI RMSEA SRMR 

100.454 37 .970 .936 .983 .973 .058 .055 

Note. N = 508.  

 

Table 4.18 shows CFA model fit indices χ
2
/df= 2.715, GFI=.970, AGFI=.936, 

CFI=.983, NFI=.973, RMSEA=.058 and SRMR=.055 indicating a good model fit. These 

findings suggested that scale is statistically valid to measure psychological empowerment 

with its dimensions measuring four aspects of empowerment. Thus, second-order CFA 

confirmed factor structure of PE scale for Pakistani sample. Factor loadings of CFA for 

LMX scale are as under. 

Table 4.19 

Factor Loadings for Items of Leader-Member Exchange Scale 

Item no.  Loadings 

1  .54 

2  .76 

3  .76 

4  .78 

5  .63 

6  .72 

7  .75 

Note. N = 508. 

 

 Above loadings show that all items of LMX scale fulfil the inclusion criteria with 

loadings ranging from .54 to .78. CFA model fit indices for leader-member exchange 

scale are as under. 
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Table 4.20 

CFA Model Fit Indices for Leader-Member Exchange Scale 

 χ
2
 df GFI AGFI CFI NFI RMSEA SRMR 

30.786 14 .982 .964 .989 .979 .049 .022 

Note. N = 508. 

 

Table 4.20 showed that CFA results confirmed the factor structure of leader-

member exchange scale for Pakistani sample with model fit indices χ
2
/df=2.199, 

GFI=.982, AGFI=.964, CFI=.989, NFI=.979, RMSEA=.049 and SRMR=.022 indicating 

a good model fit. The findings suggested that scale is statistically valid to measure leader-

member exchange. Factor loadings of CFA for JP scale are as under. 
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Table 4.21 

Factor Loadings for Items of Job Performance Scale 

Item no.  Loadings 

1  .32 

2  .36 

3  .40 

4  .41 

5  .41 

6  .42 

7  .86 

8  .86 

9  .88 

10  .90 

11  .89 

Note. N = 508. 

 

 Above loadings for JP scale items show that the inclusion criterion was fulfilled 

with loadings ranging from .32 to .90. CFA model fit indices for JP scale are as under. 

Table 4.22 

CFA Model Fit Indices for Job Performance Scale 

 χ
2
 df GFI AGFI CFI NFI RMSEA SRMR 

80.016 28 .973 .937 .988 .981 .061 .054 

Note. N = 508. 

 

Table 4.22 showed that CFA results confirmed the factor structure of job 

performance scale for Pakistani sample with model fit indices χ
2
/df=2.858, GFI=.973, 

AGFI=.937, CFI=.988, NFI=.981, RMSEA=.061 and SRMR=.054 indicating a fair 
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model fit. These findings suggested that scale is statistically valid to measure individual’s 

job performance. Factor loadings of CFA for LOC scale are as under. 

Table 4.23 

Factor Loadings for Items of Locus of Control Scale 

Item no.  Loadings 

 Internal LOC  

1  .72 

2  .82 

3  .66 

4  .31 

7  .47 

11  .40 

14  .39 

15  .36 

 External LOC  

5  .52 

6  .45 

8  .65 

9  .73 

10  .69 

12  .64 

13  .66 

16  .55 

Note. N = 508. 

 

Findings suggested that all items of the LOC scale fulfil inclusion criteria with 

loadings stretching from .31 to .82. CFA model fit indices for LOC scale are as under. 
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Table 4.24 

CFA Model Fit Indices for Locus of Control Scale 

 χ
2
 df GFI AGFI CFI NFI RMSEA SRMR 

195.405 82 .955 .925 .952 .921 .052 .072 

Note. N = 508.  

 

Table 4.24 showed that CFA results confirmed the factor structure of locus of 

control scale for Pakistani sample with model fit indices χ
2
/df=2.383, GFI=.955, 

AGFI=.925, CFI=.952, NFI=.921, RMSEA=.052 and SRMR=.072 indicating a fair 

model fit. These findings suggested that the scale is statistically valid to measure 

individual’s locus of control. 

Reliability 

Reliability of scales is assessed to guarantee internal consistency of measures to 

reflect their respective constructs (Sekaran, 2003; Field, 2009). It shows that measure is 

without bias and items in the scale hang together for independently measuring the similar 

concept. Most popular and extensively used test of reliability is Cronbach’s coefficient 

alpha (Sekaran, 2003; Field, 2009). Value of the coefficient nearer to 1 specifies greater 

reliability of scale. In general scale with Cronbach’s alpha coefficient (α) more than .60 

should be considered reliable (Sekaran, 2003). In this empirical study alpha coefficients 

for ethical leadership scale, voice behavior scale, innovative work behavior scale, 

psychological empowerment scale, leader-member exchange scale, job performance scale 

and locus of control scale were computed in Table 4.25 below. 
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Table 4.25 

Cronbach’s Alpha Reliability Coefficients for Study Scales 

Sr. no. Scale No. of Items α 

1 Ethical leadership 10 .93 

2 Voice behavior 6 .84 

3 Innovative work behavior 6 .86 

4 Psychological empowerment 12 .87 

5 Leader-member exchange 7 .87 

6 Job performance 11 .91 

7 Locus of control 16 .69 

Note. N = 508. 

 

Above results showed that ethical leadership scale, voice behavior scale, 

innovative work behavior scale, psychological empowerment scale, leader-member 

exchange scale, job performance scale and locus of control scale were internally 

consistent and reliable (i.e., for all α > .60) measures of intended constructs. 

Conclusion of Validity and Reliability Analysis 

 Initially, in the present research, validity and reliability of study scales were 

determined. The validity of predeveloped scales being used in the present research was 

established using correlational analysis and confirmatory factor analysis. Item total 

correlations for study scales were computed to examine how significantly items 

contribute for measuring the respective constructs. The results showed that items of all 

research scales were having significant and positive correlations with corresponding total 

scores. Findings endorsed internal consistency and valid construction of study scales as 

items were found contributing significantly for the measurement of their respective 

constructs. Moreover, results of CFA showed a good fit to research data at hand for study 
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scales. These findings established the construct validity and confirmed the factor 

structure of all scales being used in this research. 

To test reliability of scales, Cronbach’s alpha was computed for each of ethical 

leadership scale, voice behavior scale, innovative work behavior scale, psychological 

empowerment scale, leader-member exchange scale, job performance scale and locus of 

control scale. Results showed that alpha values were acceptable for all the measures (see 

Table 4.25). Hence, results for validity and reliability analysis suggested that all the 

scales used in this study were valid, internally consistent and reliable measures of 

intended constructs. 

Common Method Bias 

As current research utilized self-reported survey for data collection on all study 

scales, therefore, following Konrad and Linnehan (1995), Zheng et al. (2010), Simonin 

(1997) and Esch et al. (2016), in the present research Harman’s (1960) single factor test 

was used for assessing the possibility of CMB. Results of principal component analysis 

yielded 13 factors with eigenvalues more than 1. The 13 factors accounted for 65.51% 

cumulative variance, the first of which accounted for only 20.02% variance. In line with 

the Harman’s criteria, these results confirmed that CMB was not a serious problem in 

current research. 
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Descriptive Statistics 

Getting a feel for research data is a necessary earliest step to begin the analysis 

(Sekaran, 2003). The statistics that provide feel for data includes (a) mean (M) and 

standard deviation (SD) for each of the interval-scaled study variable; and, (b) 

correlations between study variables irrespective of study hypotheses (Sekaran, 2003). In 

the current study these statistics were calculated using SPSS version 20. The results are 

given below in table 4.26 and table 4.27. 

Mean and Standard Deviation for Interval-Scaled Variables 

Examining M and SD for interval-scaled study variables gives a good indication 

of how respondents reacted to the items in the scales and how good the measures and 

respective items are to tap the relevant concepts (Sekaran, 2003). To determine how 

respondents reacted to the items of EL scale, VB scale, IWB scale, PE scale, LMX scale, 

JP scale and LOC scale “M and SD” were computed. The results are as below. 
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Table 4.26 

Mean and Standard Deviation for the Interval-Scaled Study Variables 

Sr. no. Scale M SD 

1 Ethical leadership 3.71 .79 

2 Voice behavior 4.85 1.08 

3 Innovative work behavior 3.81 .65 

4 Psychological empowerment 5.54 .79 

5 Leader-member exchange 3.51 .73 

6 Job performance 5.52 .82 

7 Locus of control 3.18 .56 

Note. N = 508. 

 

Table 4.26 provided with the mean and standard deviation of study variables. 

Results showed that respondents’ perceived EL, VB, IWB, PE, LMX and JP were high. 

However, scores on LOC scale were slightly skewed toward internality that is consistent 

with previous researches e.g., Spector (1988), Muhonen and Torkelson (2004). 

Correlations between Study Variables 

Correlations between study variables provide with the indication that how well 

the variables are associated with each other i.e., what linear relationship ‘if any’ exists 

between variables (Sekaran, 2003; Field, 2009). To determine how the variables are 

associated with each other in the present research, correlations between ethical 

leadership, voice behavior, innovative work behavior, psychological empowerment, 

leader-member exchange, job performance, and locus of control were computed. Results 

of correlations between interval-scaled study variables are given below in Table 4.27. 
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Table 4.27 

Correlations between Study Variables 

Sr. no. Variable 1 2 3 4 5 6 7 

1 Ethical leadership -       

2 Voice behavior .17
**

 -      

3 Innovative work behavior .25
**

 .29
**

 -     

4 Psychological empowerment .33
**

 .26
**

 .40
**

 -    

5 Leader-member exchange .72
**

 .19
**

 .20
**

 .37
**

 -   

6 Job performance .18
**

 .33
**

 .42
**

 .48
**

 .20
**

 -  

7 Locus of control -.16
**

 -.10
*
 -.10

*
 -.24

**
 -.20

**
 -.15

**
 - 

Note. N = 508.  

**p < .01. *p < .05. sig (2-tailed) 

  

Table 4.27 above indicated significant (p < .01) and positive correlations among 

ethical leadership, voice behavior, innovative work behavior, psychological 

empowerment, leader-member exchange and job performance. These results indicated 

that respondents with high values on perceived ethical leadership, psychological 

empowerment, leader-member exchange and job performance also reported more voice 

behavior and innovative work behavior. However, LOC was significantly (p < .05) 

negatively correlated with all other study variables. This indicated that externality is 

associated with respondents perceiving lower level of ethical leadership, voice behavior, 

innovative work behavior, psychological empowerment, leader-member exchange and 

job performance. In general, these correlation results were in line with study hypotheses. 
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Comparison between Demographic Groups 

 Comparison between demographic groups of respondents shows the extent to 

which these groups differ from each other on the particular variables (Sekaran, 2003). 

Statistical technique/test to be applied for group comparison depends on number of 

respondent groups to be compared. Independent samples t-test is applied if there are two 

groups to be compared (Field, 2009). For comparing more than two groups ANOVA is 

utilized (Sekaran, 2003; Field, 2009). In the current study respondents were compared for 

gender and employment status using the independent samples t-test. ANOVA test was 

applied for comparing demographic groups on the basis of age, qualification and length 

of service. Results were considered significant at p < .05. 

Gender 

Gender differences on ethical leadership, voice behavior, innovative work 

behavior, psychological empowerment, leader-member exchange, job performance and 

locus of control were computed using independent samples t-test. The results are 

provided in Table 4.28 below. 
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Table 4.28 

Mean Differences for Gender Groups on Study Variables 

 Gender  

 Male 

(n = 302) 

Female 

(n = 206) 

  

Scale M SD M SD t (df) p 

EL 3.72 .78 3.70 .80 .28 (506) .78 

VB 4.81 1.10 4.90 1.06 -.98 (506) .33 

IWB 3.81 .67 3.81 .62 .02 (506) .99 

PE 5.52 .81 5.57 .75 -.64 (506) .52 

LMX 3.53 .71 3.48 .76 .65 (506) .52 

JP 5.50 .84 5.56 .80 -.88 (506) .38 

LOC 3.19 .57 3.15 .54 .88 (506) .38 

Note. N = 508. 

  

Table 4.28 displays the results showing that on average male respondents reported 

more perceived ethical leadership and leader-member exchange than female respondents. 

Whereas, female respondents reported more voice behavior, psychological 

empowerment, job performance and internal locus of control compared to the male 

counterparts. However, t-test results shown that these differences among male and female 

respondents on study variables were not significant. 
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Employment Status 

Mean differences for contractual and permanent employees on EL, VB, IWB, PE, 

LMX, JP and LOC were computed using independent samples t-test. The results are 

provided as below. 

Table 4.29 

Mean Differences between Contractual and Permanent Employees on Study Variables 

 Employment status  

 Contractual 

(n = 176) 

Permanent 

(n = 332) 

  

Scale M SD M SD t (df) p 

EL 3.80 .80 3.66 .78 1.93 (506) .05 

VB 4.68 1.15 4.93 1.03 -2.53 (506) .01 

IWB 3.77 .67 3.84 .64 -1.19 (506) .24 

PE 5.54 .76 5.54 .80 -.11 (506) .91 

LMX 3.53 .71 3.50 .74 .57 (506) .57 

JP 5.45 .89 5.56 .78 -1.46 (506) .15 

LOC 3.18 .55 3.17 .56 .02 (506) .98 

Note. N = 508. 

 

Table 4.29 shows results revealing that contractual and permanent researchers 

were significantly different on voice behavior (t (506) = -2.53, p < .05). Permanent 

employees were significantly high on voice behavior (M = 4.93, SD = 1.03) compared to 

the contractual employees (M = 4.68, SD = 1.15). The significant difference of 

contractual and permanent researchers on voice behavior is justified as permanent 

employees have more job security making them show more involvement and express 

more voice behavior compared to their contractual colleagues. 
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Age 

The respondents of the current research belong to five age (in years) groups 

including 20-26, 27-33, 34-40, 41-47 and 48 or above. Mean differences on the basis of 

age groups for ethical leadership, voice behavior, innovative work behavior, 

psychological empowerment, leader-member exchange, job performance and locus of 

control were computed using one-way analysis of variance technique. Results are as 

below. 
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Table 4.30 

Mean Differences across Age Groups of Respondents on Study Variables 

 Age (in years)  

 20-26 

(n = 38) 

27-33 

(n = 178) 

34-40 

(n = 169) 

41-47 

(n = 61) 

48 or above 

(n = 62) 

  

Scale M (SD) M (SD) M (SD) M (SD) M (SD) F (df1, df2) p 

EL 3.95 (.60) 3.66 (.80) 3.76 (.80) 3.56 (.88) 3.74 (.69) 1.83 (4, 503) .12 

VB 4.58 (1.06) 4.83 (1.03) 4.87 (1.07) 4.69 (1.18) 5.13 (1.14) 1.96 (4, 503) .10 

IWB 3.71 (.53) 3.73 (.67) 3.82 (.62) 3.92 (.71) 4.01 (.63) 2.95 (4, 503) .02 

PE 5.52 (.67) 5.46 (.79) 5.53 (.82) 5.61 (.85) 5.76 (.68) 1.78 (4, 503) .13 

LMX 3.66 (.71) 3.44 (.72) 3.55 (.73) 3.46 (.81) 3.55 (.67) 1.02 (4, 503) .40 

JP 5.22 (1.01) 5.38 (.89) 5.57 (.74) 5.68 (.71) 5.83 (.66) 5.84 (4, 149.56) .00 

LOC 3.24 (.40) 3.17 (.59) 3.14 (.52) 3.15 (.58) 3.25 (.65) .58 (4, 503) .68 

Note. N = 508. df1 = between groups, df2= within groups. 
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Table 4.30 showed the results of one-way ANOVA, used to examine whether 

researchers belonging to different age groups significantly differ on perceived ethical 

leadership, voice behavior, innovative work behavior, psychological empowerment, 

leader-member exchange, job performance and locus of control. Levene’s test revealed 

that assumption of equal variances was not satisfied for job performance (p < .05) across 

different age groups. However, the results have shown statistically significant mean 

differences across age groups on innovative work behavior (F (4, 503) = 2.95, p < .05) 

and job performance (Welch’s F (4, 149.56) = 5.84, p < .05). For innovative work 

behavior post hoc Hochberg’s GT2 procedure (as group sample sizes were very different 

but group variances were not different) was used to examine pairwise dissimilarities 

amongst group means. Post hoc test outcomes revealed statistically significant difference 

among researchers belonging to “48 years or above” age group (M = 4.01, SD = .63) and 

those belonging to “27-33 years” age group (M = 3.73, SD = .67). Researchers belonging 

to “48 years or above” age group reported significantly more IWB than those in age 

group of 27-33. For job performance post hoc Games-Howell procedure (as group 

variances differ and group sample sizes were also unequal) revealed statistically 

significant difference between mean of researchers belonging to “48 years or above” age 

group (M = 5.83, SD = .66), and those belonging to 20-26 age group (M = 5.22, SD = 

1.01) and 27-33 age group (M = 5.38, SD = .89). Researchers belonging to “48 years or 

above” group were significantly greater on JP than those belonging to 20-26 or 27-33 age 

range. Other groups were not significantly different. These findings reflected that senior 

researchers reported more innovative work behavior as well as job performance 

compared to their junior colleagues. Non-significant differences on all other variables 
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showed that respondents perceived ethical leadership, voice behavior, psychological 

empowerment, leader-member exchange and locus of control change irrespective of their 

age. 

Qualification 

The respondents of the current research were divided into four groups based on 

qualification (i.e., Bachelor, Master, M.Phil and Ph.D.). Mean differences for four 

qualification groups on EL, VB, IWB, PE, LMX, JP and LOC were examined using one-

way analysis of variance technique. The results are provided as below. 
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Table 4.31 

Mean Differences across Qualification Groups on Study Variables  

 Qualification  

 Bachelor 

(n = 30) 

Master 

(n = 66) 

M.Phil 

(n = 194) 

Ph.D. 

(n = 218) 

  

Scale M (SD) M (SD) M (SD) M (SD) F (df1, df2) p 

EL 3.74 (.85) 3.68 (.68) 3.76 (.78) 3.67 (.81) .53 (3, 504) .67 

VB 4.93 (1.22) 4.57 (1.04) 4.90 (1.04) 4.87 (1.10) 1.76 (3, 504) .15 

IWB 3.84 (.53) 3.61 (.65) 3.74 (.59) 3.93 (.69) 5.63 (3, 504) .00 

PE 5.34 (.76) 5.46 (.75) 5.55 (.75) 5.59 (.83) 1.17 (3, 504) .32 

LMX 3.48 (.74) 3.64 (.62) 3.48 (.76) 3.50 (.73) .82 (3, 504) .48 

JP 5.44 (.92) 5.43 (.69) 5.49 (.83) 5.60 (.84) 1.09 (3, 504) .36 

LOC 3.25 (.45) 3.23 (.46) 3.17 (.61) 3.15 (.55) .68 (3, 116.25) .56 

Note. N = 508. df1 = between groups, df2= within groups. 

 

Table 4.31 above showed the results of ANOVA, performed to examine whether 

researchers belonging to different qualification groups significantly differ on perceived 

ethical leadership, voice behavior, innovative work behavior, psychological 

empowerment, leader-member exchange, job performance and locus of control. Levene’s 

test revealed that assumption of equal variances was not satisfied for locus of control (p < 

.05) across different qualification groups. Therefore, for locus of control Welch’s F was 

reported. Whereas, the overall results have shown statistically significant mean 

differences across qualification groups on innovative work behavior (F (3, 504) = 5.63, p 

< .05). For innovative work behavior post hoc Hochberg’s GT2 procedure (as group 

sample sizes were very different but group variances were not different) was utilized to 

inspect pairwise dissimilarities amongst group means. Findings revealed statistically 

significant pairwise difference for researchers having “Ph.D.” degree (M = 3.93, SD = 
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.69) and those having “M.Phil” (M = 3.74, SD = .59) or “Master” degree (M = 3.61, SD = 

.65). Researchers having “Ph.D.” degree reported significantly higher level of innovative 

work behavior compared to those having “M.Phil” or “Master” degree. No significant 

dissimilarities were found among other groups. Thus the findings indicated that 

researchers with higher level of education contribute more innovatively as compared to 

others at workplace. These study findings are justified as research profession requires 

more knowledge and expertise. No significant differences on all other variables showed 

that respondents perceived ethical leadership, voice behavior, psychological 

empowerment, leader-member exchange, job performance and locus of control change 

irrespective of their qualification. 

Length of Service 

The respondents of the current research were separated into five sets based on 

their length of service/job experience (i.e., 5 years or less, 6-10, 11-15, 16-20 and 21 

years or more). Mean differences for five groups of respondents on perceived EL, VB, 

IWB, PE, LMX, JP and LOC were examined using one-way analysis of variance 

technique. The results are provided below. 
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Table 4.32 

Mean Differences across Respondents Length of Service Groups on Study Variables 

 Length of service (years)  

 5 or less 

(n = 262) 

6-10 

(n = 110) 

11-15 

(n = 73) 

16-20 

(n = 21) 

21 or above 

(n = 42) 

  

Scale M (SD) M (SD) M (SD) M (SD) M (SD) F (df1, df2) p 

EL 3.77 (.79) 3.63 (.84) 3.70 (.70) 3.63 (.78) 3.64 (.78) .75 (4, 503) .56 

VB 4.77 (1.05) 4.74 (1.15) 5.00 (1.06) 5.30 (.84) 5.13 (1.15) 2.67 (4, 503) .03 

IWB 3.81 (.62) 3.74 (.74) 3.82 (.56) 3.94 (.69) 3.94 (.69) 1.00 (4, 503) .41 

PE 5.51 (.70) 5.55 (.97) 5.57 (.73) 5.43 (1.00) 5.73 (.73) .86 (4, 503) .49 

LMX 3.50 (.75) 3.48 (.75) 3.57 (.65) 3.54 (.60) 3.49 (.75) .19 (4, 503) .95 

JP 5.44 (.86) 5.44 (.90) 5.69 (.58) 5.62 (.85) 5.91 (.56) 6.52 (4, 100.17) .00 

LOC 3.17 (.53) 3.13 (.62) 3.21 (.54) 3.04 (.61) 3.32 (.57) 1.34 (4, 503) .25 

Note. N = 508. df1 = between groups, df2= within groups. 
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Table 4.32 showed the results of ANOVA, performed to examine whether 

researchers in different groups (based on length of service) significantly differ on 

perceived ethical leadership, voice behavior, innovative work behavior, psychological 

empowerment, leader-member exchange, job performance and locus of control. Levene’s 

test revealed that assumption of equal variances was violated for job performance (p < 

.05). However, results have shown statistically significant mean differences across five 

groups on voice behavior (F (4, 503) = 2.67, p < .05) and job performance (Welch’s F (4, 

100.17) = 6.52, p < .05). For voice behavior post hoc Hochberg’s GT2 procedure (as 

group sample sizes were very different but group variances were not different) was 

utilized to inspect pairwise dissimilarities among group means. Test output revealed no 

significant pairwise dissimilarities amongst group means on voice behavior. For job 

performance post hoc Games-Howell procedure (was used as group variances differ and 

group sample sizes were also unequal) revealed statistically significant pairwise 

differences for researchers with 5 years or less (M = 5.44, SD = .86) length of service, 

and those with 6-10 years (M = 5.44, SD = .90) length of service, and those with 11-15 

years (M = 5.69, SD = .58) length of service, and with 21 years or more (M = 5.91, SD = 

.56) length of service. Researchers having 11-15 years of job tenure were significantly 

high on JP than those having 5 years or less job experience. Moreover, researchers having 

more than 21 years of job experience were significantly higher than those having job 

experience 10 years or less (two groups “5 years or less” and “6-10”). Such results 

reflected that researchers with more length of service and job experience perform job 

related tasks better than their junior colleagues. 
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Chapter Summary 

Above chapter covered analysis about respondents’ profile, validity and reliability 

of measures, descriptive statistics and demographic groups’ comparison. Respondents’ 

profile (including frequencies and percentages for demographic groups) was provided for 

an overview of demographic groups’ presentation in the study sample of 508 researchers. 

Correlational analysis and CFA were utilized for confirmation of factor structure and 

validation of study scales for Pakistani sample. Reliability analysis was utilized to 

ascertain internal consistency of measures. Results of correlational analysis, CFA and 

reliability analysis revealed that scales used in this research were valid, reliable and 

internally consistent measures of respective constructs. Moreover, in this chapter 

Harman’s one-factor test was also conducted. Results suggested that CMB was not a 

serious issue in present research. 

Descriptive statistics including M and SD for interval-scaled study variables were 

computed to give an idea of how respondents reacted to the items in the scales and how 

good the measures and respective items were to tap the relevant concepts. Moreover, to 

show the general associations between study variables and to provide basis for 

hypotheses testing, correlations between study variables were also computed in the 

descriptive statistics section of this chapter. Correlation results revealed that all the 

interval-scaled variables were significantly correlated in the predicted directions in line 

with research hypotheses. 

Lastly in this chapter, mean dissimilarities across demographic groups of 

respondents’ were inspected to show whether these groups differ or not on the variables 

of interest. Results of t-test and ANOVA revealed that only few demographic groups 
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were considerably and significantly dissimilar from others on some of the study 

variables. The next chapter is about hypotheses testing. 
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Chapter Five: Hypotheses Testing 

The previous chapter was comprised of respondents’ profile, validity and 

reliability of the scales, mean and standard deviation for the interval-scaled variables, 

correlations between study variables and comparison between demographic groups. Thus, 

the preceding chapter provided basis for hypotheses testing. This chapter covers 

hypotheses testing results to fulfil the objectives of present research. The chapter is 

subdivided into three parts. The first part covers hypotheses testing. Second part provides 

with the summary of statistical techniques used for data analysis in current research. Last 

part comprises the chapter summary. 

Hypotheses Testing 

 In the previous chapter, bivariate correlations between study variables were 

computed to access magnitude (shown by the value of correlation coefficient) and 

direction (shown by the sign of correlation coefficient) of relationship among study 

variables. Results suggested that variables were related in the expected directions. The 

findings of correlational analysis provided preliminary support for the direct hypotheses 

as ethical leadership was found to have significant positive correlations with voice 

behavior (r = .17, p < .01) and innovative work behavior (r = .25, p < .01). Since, inter-

relationships between variables were established based on the bivariate correlations, 

study hypotheses were tested using PROCESS (an add-on for SPSS). Results were 

considered statistically significant for p < .05. 

Direct and Mediation Hypotheses 

 To test the direct and mediation hypotheses, methodology of Preacher and Hayes 

(2004) was applied using PROCESS program. This procedure of testing mediation 
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followed Baron and Kenny (1986) widely adopted recommendations. The mediation was 

confirmed if (i) independent variable significantly relates to dependent variable; (ii) 

independent variable significantly relates to mediating variable; (iii) mediating variable 

significantly relates to dependent variable; and, (iv) when dependent variable is regressed 

on both of the independent and mediating variables, the independent variable no longer 

relates to dependent variable (i.e., full mediation) or lessened predicting dependent 

variable (i.e., partial mediation). 

Along with this traditional 4-step approach, PROCESS tests the significance of 

indirect effect as a necessary component of mediation to occur, it also facilitates the 

estimation of indirect effect using normal theory approach (i.e., Sobel test) and bootstrap 

approach. 95% confidence interval (using 5000 bootstrap samples) for the indirect effect 

excluding zero indicate that the indirect effect is significantly differ from zero and 

mediation has occurred. Whereas, statistically significant Sobel test results further 

confirm mediation. 

PROCESS also uses bootstrapping to check for statistical significance. It provides 

beta regression coefficients along with 95% confidence intervals (CI) from 5000 repeated 

sampling database. In PROCESS significant regressions are indicated by confidence 

intervals (of parameters) excluding zero. 

Ethical leadership, psychological empowerment and voice behavior. Results 

for the relationship between ethical leadership, psychological empowerment and voice 

behavior are given in Table 5.1 below. 
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Table 5.1 

Psychological Empowerment Mediates the Relationship between Ethical Leadership and Voice Behavior 

Variable VB (Model-1)  PE (Model-2)  VB (Model-3) 

 B SE t 95% CI  B SE t 95% CI  B SE t 95% CI 

Constant 3.819*** .267 14.287 [3.293, 4.344]  4.227*** .186 22.723 [3.862, 4.593]  2.481*** .371 6.684 [1.752, 3.210] 

Gender .100 .096 1.037 [-.089, .289]  .052 .067 .776 [-.080, .184]  .084 .094 .887 [-.102, .269] 

EL .239*** .060 3.961 [.120, .357]  .334*** .042 7.967 [.252, .417]  .133* .063 2.129 [.010, .256] 

PE           .317*** .062 5.070 [.194, .439] 

 R = .179, R
2
 = .032, F = 8.332, p < .001  R = .335, R

2
 = .112, F = 31.965, p < .001  R = .281, R

2
 = .079, ∆R

2
 = .047, F = 14.395, 

p < .001 

Note. N = 508. Bootstrap sample = 5000. EL = ethical leadership, VB = voice behavior, PE = psychological empowerment, CI = confidence interval. 

*p < .05. **p < .01. ***p < .001. sig (2-tailed) 
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Hypothesis 1 of the present research proposed that ethical leadership positively 

relates to voice behavior. Supporting the study proposition, results of Model-1 in Table 

5.1 indicated that ethical leadership positively and significantly relates to voice behavior 

(B = .239, p < .001, 95% CI [.120, .357]). Therefore, first hypothesis was confirmed. 

Similarly, results of the Model-2 in Table 5.1 showed that ethical leadership and 

psychological empowerment are significantly and positively related (B = .334, p < .001, 

95% CI [.252, .417]). Thus, hypothesis 3 was also confirmed. 

Hypothesis 4 of current research postulated that psychological empowerment is a 

mediator to ethical leadership and voice behavior relationship. Results for hypothesis 1 

and hypothesis 3 showed that ethical leadership positively and significantly relates to 

voice behavior and psychological empowerment. Moreover, in a regression using 

bootstrapping, psychological empowerment was also found to positively and significantly 

relate to voice behavior (B = .361, p < .001, 95% CI [.245, .477]). However, as given in 

Model-3 of Table 5.1, when both ethical leadership and psychological empowerment 

were simultaneously entered, ethical leadership was lessened predicting voice behavior 

(B = .133, p < .05, 95% CI [.010, .256]), yet psychological empowerment was still 

significantly and positively related to voice behavior (B = .317, p < .001, 95% CI [.194, 

.439]). These results were in line with the most widely adopted recommendations (for 

mediation) of Baron and Kenny (1986). These findings suggested that psychological 

empowerment partially mediates the link among ethical leadership and voice behavior. In 

addition to Baron and Kenny (1986) 4-step procedure, 95% confidence interval (using 

5000 bootstrap samples) was also examined for the indirect effect of ethical leadership on 

voice behavior. Results showed that the indirect effect was significantly different from 



109 
 

zero (with indirect effect = .106, Boot SE = .032, 95% CI [.053, .180]). Moreover, the 

Sobel test (with z = 4.254, p < .001) results also confirmed mediation. Hence, hypothesis 

4 of present research was supported. 

Ethical leadership, psychological empowerment and innovative work 

behavior. Results for the impact of ethical leadership on innovative work behavior 

considering psychological empowerment as mediator to the proposed relationship are 

given in Table 5.2 below. 
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Table 5.2 

Psychological Empowerment Mediates the Relationship between Ethical Leadership and Innovative Work Behavior 

Variable IWB (Model-1)  PE (Model-2)  IWB (Model-3) 

 B SE t 95% CI  B SE t 95% CI  B SE t 95% CI 

Constant 3.033*** .158 19.250 [2.723, 3.342]  4.227*** .186 22.723 [3.862, 4.593]  1.780*** .210 8.471 [1.367, 2.192] 

Gender .003 .057 .057 [-.108, .115]  .052 .067 .776 [-.080, .184]  -.012 .053 -.229 [-.117, .093] 

EL .209*** .036 5.872 [.139, .279]  .334*** .042 7.967 [.252, .417]  .110** .035 3.099 [.040, .179] 

PE           .297*** .035 8.390 [.227, .366] 

 R = .253, R
2
 = .064, F = 17.241, p < .001  R = .335, R

2
 = .112, F = 31.965, p < .001  R = .423, R

2
 = .179, ∆R

2
 = .115, F = 36.535, 

p < .001 

Note. N = 508. Bootstrap sample = 5000. EL = ethical leadership, IWB = innovative work behavior, PE = psychological empowerment, CI = confidence interval. 

*p < .05. **p < .01. ***p < .001. sig (2-tailed) 
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It was hypothesized that ethical leadership positively relates to innovative work 

behavior (hypothesis 2). In line with the research proposition, results of Model-1 in Table 

5.2 showed that ethical leadership significantly and positively relates to innovative work 

behavior (B = .209, p < .001, 95% CI [.139, .279]). Therefore, second hypothesis of the 

current study was supported. 

Hypothesis 5 of this study is about mediating role of psychological empowerment 

in ethical leadership and innovative work behavior relationship. Research results as given 

in Model-1 and Model-2 of Table 5.2 indicated that ethical leadership significantly and 

positively relates to innovative work behavior and psychological empowerment. 

Furthermore, psychological empowerment was found predicting innovative work 

behavior significantly and positively (B = .333, p < .001, 95% CI [.267, .399]) in a 

regression analysis using bootstrapping. However, results as given in Model-3 of Table 

5.2 showed that when innovative work behavior was regressed on both ethical leadership 

and psychological empowerment simultaneously, ethical leadership was lessened 

predicting innovative work behavior (B = .110, p < .01, 95% CI [.040, .179]), whereas 

psychological empowerment was still positively and significantly related to innovative 

work behavior (B = .297, p < .001, 95% CI [.227, .366]). These results were in line with 

Baron and Kenny’s (1986) four recommendations for mediation, suggesting partial 

mediation of psychological empowerment in ethical leadership and innovative work 

behavior relationship. Additionally, 95% confidence interval (obtained using 5000 

bootstrap samples) for the indirect effect of ethical leadership on innovative work 

behavior showed that the indirect effect was significantly different from zero (with 

indirect effect = .099, Boot SE = .025, 95% CI [.058, .156]). Moreover, the Sobel test 
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results (with z = 5.756, p < .001) also confirmed mediation. Hence, hypothesis 5 of 

current study was also supported. 

Ethical leadership, leader-member exchange and voice behavior. Results for 

the relationship between ethical leadership, leader-member exchange and voice behavior 

are given in Table 5.3 below. 
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Table 5.3 

Leader-Member Exchange Mediates the Relationship between Ethical Leadership and Voice Behavior 

Variable VB (Model-1)  LMX (Model-2)  VB (Model-3) 

 B SE t 95% CI  B SE t 95% CI  B SE t 95% CI 

Constant 3.819*** .267 14.287 [3.293, 4.344]  1.069*** .127 8.414 [.819, 1.319]  3.598*** .284 12.655 [3.039, 4.156] 

Gender .100 .096 1.037 [-.089, .289]  -.030 .046 -.649 [-.120, .060]  .106 .096 1.105 [-.083, .295] 

EL .239*** .060 3.961 [.120, .357]  .669*** .029 23.315 [.612, .725]  .101 .087 1.164 [-.069, .271] 

LMX           .207* .093 2.216 [.023, .390] 

 R = .179, R
2
 = .032, F = 8.332, p < .001  R = .720, R

2
 = .519, F = 272.239, p < .001  R = .203, R

2
 = .041, ∆R

2
 = .009, F = 7.234, p 

< .001 

Note. N = 508. Bootstrap sample = 5000. EL = ethical leadership, VB = voice behavior, LMX = leader-member exchange, CI = confidence interval. 

*p < .05. **p < .01. ***p < .001. sig (2-tailed) 
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Hypothesis 6 of present study postulated that ethical leadership positively relates 

to leader-member exchange. Supporting the study hypothesis, results as given in Model-2 

of Table 5.3 showed that ethical leadership positively and significantly relates to leader-

member exchange (B = .669, p < .001, 95% CI [.612, .725]). Thus, hypothesis 6 of the 

current research was supported. 

Hypothesis 7 of this research is about mediating role of leader-member exchange 

in ethical leadership and voice behavior relationship. Results as reported in Model-1 and 

Model-2 of Table 5.3 showed that ethical leadership significantly and positively relates to 

voice behavior and leader-member exchange. Moreover, leader-member exchange was 

found predicting voice behavior significantly and positively (B = .285, p < .001, 95% CI 

[.158, .412]) in a regression analysis using bootstrapping. However, as given in Model-3 

of Table 5.3, when both ethical leadership and leader-member exchange were 

simultaneously entered, ethical leadership become insignificant predictor of voice 

behavior (B = .101, p > .05, 95% CI [-.069, .271]), yet, leader-member exchange was still 

positively and significantly related to voice behavior (B = .207, p < .05, 95% CI [.023, 

.390]). According to Baron and Kenny’s (1986) four recommendations for mediation, 

these results suggested that leader-member exchange fully mediate the link among ethical 

leadership and voice behavior. Furthermore, 95% confidence interval (using 5000 

bootstrap samples) for the indirect effect of ethical leadership on voice behavior showed 

that the indirect effect was significantly different from zero (with indirect effect = .138, 

Boot SE = .070, 95% CI [.001, .277]). Moreover, significant Sobel test result (z = 2.204, 

p < .05) also confirmed mediation of leader-member exchange. Hence, hypothesis 7 of 

current study was fully supported. 
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Ethical leadership, leader-member exchange and innovative work behavior. 

Results for the mediating role of leader-member exchange in the link between ethical 

leadership and innovative work behavior are given in Table 5.4 below. 
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Table 5.4 

Leader-Member Exchange as Mediator to Ethical Leadership and Innovative Work Behavior Relationship 

Variable IWB (Model-1)  LMX (Model-2)  IWB (Model-3) 

 B SE t 95% CI  B SE t 95% CI  B SE t 95% CI 

Constant 3.033*** .158 19.250 [2.723, 3.342]  1.069*** .127 8.414 [.819, 1.319]  2.992*** .168 17.776 [2.661, 3.323] 

Gender .003 .057 .057 [-.108, .115]  -.030 .046 -.649 [-.120, .060]  .004 .057 .077 [-.107, .116] 

EL .209*** .036 5.872 [.139, .279]  .669*** .029 23.315 [.612, .725]  .183*** .051 3.575 [.083, .284] 

LMX           .038 .055 .691 [-.070, .147] 

 R = .253, R
2
 = .064, F = 17.241, p < .001  R = .720, R

2
 = .519, F = 272.239, p < .001  R = .255, R

2
 = .065, ∆R

2
 = .001, F = 11.642, 

p < .001 

Note. N = 508. Bootstrap sample = 5000. EL = ethical leadership, IWB = innovative work behavior, LMX = leader-member exchange, CI = confidence 

interval. 

*p < .05. **p < .01. ***p < .001. sig (2-tailed) 



117 
 

Hypothesis 8 of present research suggested leader-member exchange as mediator 

to ethical leadership and innovative work behavior relationship. Results for Model-1 and 

Model-2 in Table 5.4 indicated that ethical leadership significantly and positively relates 

to innovative work behavior and leader-member exchange. Moreover, leader-member 

exchange was found predicting innovative work behavior significantly and positively (B 

= .180, p < .001, 95% CI [.104, .256]) in a regression analysis using bootstrapping. 

However, as given in Model-3 of Table 5.4, when innovative work behavior was 

regressed on both ethical leadership and leader-member exchange simultaneously, ethical 

leadership was found to relate with innovative work behavior significantly and positively 

(B = .183, p < .001, 95% CI [.083, .284]), whereas leader-member exchange was found 

not predicting innovative work behavior significantly (B = .038, p > .05, 95% CI [-.070, 

.147]). Therefore, not all of the recommendations of Baron and Kenny (1986) for 

mediation were satisfied suggesting that leader-member exchange dose not mediate the 

link between ethical leadership and innovative work behavior. To further confirm 

whether the mediation has occurred or not the 95% confidence interval (using 5000 

bootstrap samples) was examined for the indirect effect of ethical leadership on 

innovative work behavior. Results confirmed that indirect effect was not significantly 

different from zero (with indirect effect = .026, Boot SE = .049, 95% CI [-.067, .123]). 

Moreover, Sobel test result (z = .690, p > .05) also indicated no mediation. Thus, 

hypothesis 8 of the current study was disproved. 

Moderation Hypotheses 

To test the moderation hypotheses, methodology of Hayes (2013) was applied 

using PROCESS program in SPSS. In this research two essential conditions (for testing 
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moderation) outlined by Baron and Kenny (1986) were followed i.e., (i) independent 

variable significantly relates to dependent variable; and, (ii) when both the independent 

and moderating variables were entered, the interaction term (independent variable × 

moderating variable) significantly relates to the dependent variable. In PROCESS while 

testing hypotheses involving moderation, the independent and moderating variables were 

mean centered prior to proceeding with the analysis for reducing multicollinearity. 

PROCESS also uses bootstrapping to check for statistical significance. It provides 

beta regression coefficients along with 95% confidence intervals (CI) from 5000 repeated 

sampling database. In PROCESS significant regressions are indicated by confidence 

intervals (of parameters) excluding zero. 

Ethical leadership, Job performance and voice behavior. Results for 

moderating role of job performance in the relationship of ethical leadership and voice 

behavior are given in Table 5.5 below. 

 

 

 

 

 

 

 

 

 

 



119 
 

Table 5.5 

Job Performance Moderates the Relationship between Ethical Leadership and Voice 

Behavior 

Variable VB (Model-1) 

 B SE t 95% CI 

Constant 4.763*** .139 34.245 [4.490, 5.036] 

Gender .069 .093 .747 [-.113, .251] 

EL .164* .069 2.384 [.029, .299] 

JP .373*** .064 5.878 [.248, .498] 

EL × JP -.129* .065 -1.997 [-.255, -.002] 

 R = .363, R
2
 = .132, F = 19.513, p < .001, (R

2
 increase due to interaction = 

.009, F for increase in R
2
 = 3.988, p < .05) 

Note. N = 508. Bootstrap sample = 5000. EL = ethical leadership, VB = voice behavior, JP = job 

performance, CI = confidence interval. 

*p < .05. **p < .01. ***p < .001. sig (2-tailed) 

 

Hypothesis 9 suggested that job performance moderates the link between ethical 

leadership and voice behavior such that the positive relationship is stronger for poor 

performers than for high performers. Results of Model-1 in Table 5.5 indicated that 

interaction term (i.e., ethical leadership × job performance) was significantly and 

negatively related to voice behavior (B = -.129, p < .05, 95% CI [-.255, -.002]). 

According to the criteria of Baron and Kenny (1986), these results (as given in Table 5.5) 

suggested that hypothesis 9 was supported. Moreover, following the suggestions of Aiken 

and West (1991) the moderation of job performance was plotted. For this purpose, voice 

behavior was regressed on ethical leadership for both high (mean + 1 SD) and low (mean 

– 1 SD) levels of job performance. As shown in Figure 5.1 below, the link between 

ethical leadership and voice behavior was strong for poor performers (B = .270, p < .001, 
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95% CI [.112, .428]), whereas this relationship was flat and insignificant for high 

performers (B = .058, p > .05, 95% CI [-.124, .240]). Thus, hypothesis 9 was further 

supported. 

 

 

Figure 5.1 Moderating Role of Job Performance in Ethical Leadership and Voice 

Behavior Relationship 

Ethical leadership, locus of control and innovative work behavior. Results for 

the moderating role of locus of control in the relationship of ethical leadership and 

innovative work behavior are given in Table 5.6 below. 
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Table 5.6 

Locus of Control as Moderator to Ethical Leadership and Innovative Work Behavior 

Relationship 

Variable IWB (Model-1) 

 B SE t 95% CI 

Constant 3.811*** .088 43.388 [3.639, 3.984] 

Gender -.000 .057 -.001 [-.113, .113] 

EL .201*** .055 3.655 [.093, .309] 

LOC -.068 .065 -1.046 [-.197, .060] 

EL × LOC -.011 .112 -.094 [-.231, .210] 

 R = .260, R
2
 = .067, F = 4.911, p < .01, (R

2
 increase due to interaction = 

.000, F for increase in R
2
 = .009, p > .05) 

Note. N = 508. Bootstrap sample = 5000. EL = ethical leadership, IWB = innovative work behavior, LOC = 

locus of control, CI = confidence interval. 

*p < .05. **p < .01. ***p < .001. sig (2-tailed) 

 

 Hypothesis 10 of the present research postulated that locus of control moderates 

the relationship between ethical leadership and innovative work behavior such that the 

positive relationship is stronger for employees with an internal locus of control compared 

to those with an external locus of control. The results of Model-1 in Table 5.6 indicated 

that interaction term (i.e., ethical leadership × locus of control) was not significantly 

related to innovative work behavior (B = -.011, p > .05, 95% CI [-.231, .210]). According 

to the criteria of Baron and Kenny (1986), these results (as given in Table 5.6) suggested 

that hypothesis 10 was disproved. 

Summary of Hypotheses Testing Results 

 In the current study ten hypotheses were proposed based on the literature review 

and research framework. There were four direct hypotheses relating to the role of ethical 
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leadership in determining voice behavior, innovative work behavior, psychological 

empowerment and leader-member exchange. Results indicated that all four direct 

hypotheses were supported. Moreover, there were four mediation hypotheses relating to 

the mediating role of psychological empowerment and leader-member exchange in the 

link between ethical leadership and the outcome variables (voice behavior and innovative 

work behavior). Only one hypothesis out of four mediation hypotheses was disproved 

indicating that leader-member exchange do not mediate the relationship between ethical 

leadership and innovative work behavior. Along with the mediating roles, two 

moderation hypotheses were also tested. Results for moderation hypotheses indicated that 

job performance moderates the relationship between ethical leadership and voice 

behavior however, locus of control do not moderate the relationship between ethical 

leadership and innovative work behavior. Table 5.7 provides with the summary of 

hypotheses testing results. 

 

 

 

 

 

 

 

 

 

 



123 
 

Table 5.7 

Summary of Hypotheses Testing Results 

Sr. no. Hypothesis Result 

H1 EL is positively related to VB. Supported 

H2 EL is positively related to IWB. Supported 

H3 EL is positively related to PE. Supported 

H4 PE mediates the relationship between EL and VB. Supported 

H5 PE mediates the relationship between EL and IWB. Supported 

H6 EL is positively related to LMX. Supported 

H7 LMX mediates the relationship between EL and VB. Supported 

H8 LMX mediates the relationship between EL and IWB. Disproved 

H9 JP moderates the relationship between EL and VB such that the 

positive relationship is stronger for poor performers than for high 

performers. 

 

 

Supported 

H10 LOC moderates the relationship between EL and IWB such that the 

positive relationship is stronger for employees with an internal 

locus of control compared to those with an external locus of 

control. 

 

 

 

Disproved 

Note. EL = ethical leadership, VB = voice behavior, IWB = innovative work behavior, PE = psychological 

empowerment, LMX = leader-member exchange, JP = job performance, LOC = locus of control. 

 

Summary of Statistical Techniques Used For Data Analysis 

 The summary of statistical techniques used in this study for analyzing research 

data and testing the proposed hypotheses is given in the table 5.8 below. 
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Table 5.8 

Summary of Statistical Techniques Applied 

Analysis for  Technique applied 

Respondents’ profile  Frequency and percentage of each demographic group  

Validity  Item total correlation, total scale correlation and 

confirmatory factor analysis 

Reliability  Cronbach’s alpha  

Descriptive statistics  Mean, standard deviation and correlation between study 

variables 

Demographic differences on 

study variables  

Independent samples t-test and one way analysis of 

variance (ANOVA)  

Direct and mediation 

hypotheses 

Methodology of Preacher and Hayes (2004) was applied 

using PROCESS 

Moderation hypotheses Methodology of Hayes (2013) was applied using 

PROCESS 

 

Chapter Summary 

This chapter provided empirical results for the proposed study hypotheses. In this 

chapter, following Preacher and Hayes (2004) and Hayes (2013), the PROCESS program 

was used in statistical package for social sciences (SPSS) to analyze primary data of 508 

researchers for testing direct, mediation and moderation hypotheses. Overall ten 

hypotheses were tested to fulfil research objectives. All except two study propositions 

were supported by the data at hand. Moreover, this chapter also provided a summary of 

statistical techniques used in the present research. In this study all statistical techniques, 

except confirmatory factor analysis (CFA), were applied using SPSS version 20. 

Whereas, to endorse validity of scales the confirmatory factor analysis was conducted 

using AMOS (version 22) program. The subsequent chapter is about discussion of 
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research findings, study contributions, possible implications, study limitations and future 

research directions. Moreover, in the next chapter this research study will be concluded. 
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Chapter Six: Discussion and Conclusions 

Previous chapter provided results for proposed study hypotheses along with the 

summary of statistical techniques utilized in current research. This chapter is about 

discussion of the research findings, study contributions, possible implications, 

limitations, future research directions and conclusion of the current research. This chapter 

is subdivided into six parts. In the first part research findings are discussed. Second part 

encompasses the study contributions. Implications of present research are given in the 

third part of this chapter. Study limitations and future research directions are provided in 

the fourth and fifth parts respectively. Finally, present research is concluded in the last 

part of this chapter. 

Discussion of Research Findings 

The present research was aimed to test (1) the relationship among ethical 

leadership and extra-role behaviors of employees (voice behavior and innovative work 

behavior); (2) the mediating role of psychological empowerment and leader-member 

exchange in the link of ethical leadership and extra-role behaviors (voice behavior and 

innovative work behavior); (3) the moderating role of job performance in the link 

between ethical leadership and voice behavior; and, (4) the moderating role of locus of 

control in the link between ethical leadership and innovative work behavior. To fulfil 

study objectives ten hypotheses were proposed based on a detailed literature review and 

these hypotheses were tested using sophisticated statistical techniques. 

This cross-sectional study applied a quantitative survey design using self-reported 

measures. Step-by-step procedures were followed to check for the validity and reliability 

(in the local organizational context) of predeveloped scales used in this research. 
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Confirmatory factor analysis (CFA) showed good model fits to research data at hand for 

all the measures. Thus, CFA results and correlational analysis provided evidences for 

validity of all the predeveloped scales used in this research. Whereas, in this research the 

reliability values for all study scales were above .80, except the locus of control scale. 

The reliability of locus of control scale was .69 that was a bit lower than the most 

rigorous criteria of .70 (Nunnally, 1970), however it was also acceptable as exceeded the 

cutoff criteria of .60 (Sekaran, 2003; Murphy & Davidshofer, 1988; Hair et al., 1992). 

Hence, results for validity and reliability analyses suggested that all the scales used in this 

study were valid, internally consistent and reliable measures of intended constructs. 

The first hypothesis (H1) anticipated that ethical leadership will be positively 

related to voice behavior of subordinates. Confirming the first study hypothesis, results of 

present research showed that ethical leadership positively and significantly relates to 

voice behavior of followers. These findings were in line with the previous studies, 

reporting that ethical leadership significantly and positively relates to followers voice 

behavior at workplace (Avey et al., 2012; Qi & Ming-Xia, 2014; Hassan, 2015; Chen & 

Hou, 2016; Bai et al., 2017). Hence, the previous studies highlighted the motivational 

role that ethical leaders paly for encouraging subordinates to voice. However, the current 

findings are noteworthy as none of the previous researches examined and supported 

positive linkage between ethical leadership and voice behavior for employees involved in 

knowledge intensive projects. Present study provided an insight into the situations in 

which researchers employed in government institutions are likely to get involved in voice 

behavior for the achievement of overall organizational goals and improvements at 

workplace. A potential reason for the positive association among ethical leadership and 
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voice behavior is the subordinates perceived integrity, honesty, trustworthiness, justice, 

altruism and people orientation of the ethical leader, which provide them with important 

cues regarding safety and effectiveness of voice, ultimately encouraging them to engage 

in voice behavior for overall organizational improvements. Secondly, as ethical leaders 

publically support appropriate work practices and criticize inappropriate procedures, this 

encourage subordinates to understand that voice behavior is valued and welcomed by 

their leader. Thus, ethical role modeling is another reason justifying study findings. 

Current study results supported second hypothesis (H2) revealing that ethical 

leadership positively and significantly relates to subordinates engagement in ‘new idea 

(a) adoption or generation; (b) promotion; and, (c) implementation’ i.e., innovative work 

behavior considered in this research (see pages 22 to 24). These findings were consistent 

with the literature reporting that ethical leadership can positively and significantly 

encourage employees to engage in innovative work behavior (Yidong & Xinxin, 2013; 

Dhar, 2016). Present results also consisted with the previous researches (e.g., Ma et al., 

2013; Javed et al., 2017; Mehmood, 2016) which suggested that ethical leadership plays a 

very significant role in guiding workplace behaviors of followers towards creativity (that 

is a key constituent of innovative work behavior---rather an initial step of overall 

innovation process) and innovative job performance. A potential reason for positive 

linkage between ethical leadership and innovative work behavior is, when ethical leader 

show positive behavior toward subordinates via embedding meaning in the job, 

highlighting followers job significance, emphasizing open communication at workplace, 

providing followers with voice and autonomy, respecting others dignity, stimulating 

employees to practice their potential (Brown & Trevino, 2006) and providing followers 
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with the opportunities to acquire work related knowledge and skills (Zhu et al., 2004), 

then the subordinates of ethical leaders become more willing to get engaged in innovative 

work behavior. Furthermore, just like voice behavior the innovative work behavior is also 

an extra-role effort that involves high risk and requires more supervisory support. Thus, 

irrespective of work settings and context differences, ethical leadership is equally 

important in both public and private sector organizations to encourage followers’ 

innovative work behavior. Since, most features of ethical leadership might be 

exchangeable across private and public sectors. Yet, based on literature and current 

research findings it is clear that in contrast with the private segment colleagues, the 

leaders working in public sector organizations emphasize more on being transparent, 

selfless, responsive, accountable to society and concerned for communal good. As, public 

sector focuses on protecting the public good while the private sector relies on private 

gain. 

Study findings supported hypothesis (H3) stating that ethical leadership positively 

relates to psychological empowerment. These results are consistent with the prior 

research by Javed et al. (2017) suggesting that ethical leadership significantly contributes 

towards psychological empowerment of subordinates. Furthermore, the study results also 

consisted with the findings of Walumbwa et al. (2011), Ma et al. (2013) and Wang et al. 

(2015) reporting that ethical leadership enhances employee perceived competence and 

self-impact (the two important components of psychological empowerment construct). 

Other than Javed et al. (2017), most of the previous studies considered only few aspects 

of empowerment while examining the linkage between ethical leadership and 

psychological empowerment. Whereas, present research considered the overall construct 
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for more generalized findings. The positive linkage concerning ethical leadership and 

psychological empowerment could be elucidated in numerous ways. First, ethical leaders 

via considering followers developmental needs, linking their individual tasks to 

organizational goals, making them experience work-role fit and treating subordinates 

with respect increase employees sense of meaningfulness of the job (Zhu et al., 2004; De 

Hoogh & Den Hartog, 2008). Second, as suggested by Zhu et al. (2004) ethical leaders 

via considering best interest of employees and placing followers in situations facilitating 

confidence and growth enhances subordinates perceived competence. Lastly, as ethical 

leaders ask subordinates about “the right things to do” they actually offer followers with 

an opportunity to actively participate in decision making process that ultimately increase 

followers’ perceived decision influence, autonomy and impact. Hence, present study 

results showed that ethical leadership is very important to enhance followers’ overall 

psychological empowerment (demonstrated in perceived job meaningfulness, 

competence, self-determination and self-impact). 

Fourth hypothesis (H4) of current research postulated that psychological 

empowerment mediates the link among ethical leadership and voice behavior. The 

research results were consistent with this proposition. Although, the management 

literature is scant with respect to the mediating role of psychological empowerment in 

ethical leadership and voice behavior relationship. Nevertheless, present study results are 

consistent with the previous findings (e.g., Wang et al., 2015; Raub & Robert, 2012). In 

their study for examining association among ethical leadership and voice behavior, Wang 

et al. (2015) identified self-efficacy and self-impact (two dimensions of overall 

psychological empowerment construct) as individual-level mediators representing the 
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underlying psychological process. In the present research, following Seibert et al. (2011) 

psychological empowerment was considered as comprised of overall perceived 

meaningfulness of the job, competence (i.e., self-efficacy), self-determination and self-

impact. Comparatively, the overall psychological empowerment comprehensively 

captured the role of ethical leadership. By indicating that psychological empowerment 

explained the link amongst ethical leadership and voice behavior, present study also 

empirically supported findings of Raub and Robert (2012) demonstrating psychological 

empowerment as precursor of voice behavior. Moreover, current study suggested that 

followers’ beliefs regarding job meaningfulness, perceived personal capabilities, self-

determination and self-impact are largely determined by ethicality of leaders, and 

ultimately can inspire, motivate and encourage followers to get involved in extra-role 

discretionary behavior (i.e., voice) focused to promote organizational effectiveness. 

Particularly, this research suggested that psychological empowerment is important for 

voice behavior as the latter involves more risks and necessitates extra efforts. Therefore, 

present results also confirmed the argument that employees with more empowerment 

beliefs are more confident to take risks (Liang et al., 2012; Wang et al., 2015). 

Nevertheless, in this research the mediation of psychological empowerment in the link of 

ethical leadership and voice behavior was partly supported, suggesting that further 

research is still needed to fully explain the process. 

Supporting the study proposition (i.e., H5), results revealed that psychological 

empowerment partially mediated the link between perceived ethical leadership and 

innovative work behavior. Theses research findings are consistent with the previous 

studies that demonstrated mediating role of psychological empowerment (or its 
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components) in the association of ethical leadership and workplace creativity. Chughtai 

(2016) and Javed et al. (2017) found that psychological empowerment mediates the link 

between ethical leadership and employee creativity (that is same as the idea generation 

step of overall innovative work behavior). Present study confirmed their findings along 

with extending the previous work via testing the mediating role of psychological 

empowerment in the relationship of ethical leadership and innovative work behavior (i.e., 

different from creativity as it also include idea promotion and idea implementation steps). 

Ma et al. (2013) demonstrated mediating role of self-efficacy (i.e., a component of 

overall psychological empowerment construct) while inspecting the effect of ethical 

leadership on followers creativity. Present study not only supported their findings rather 

extended their work by examining the mediating role of overall psychological 

empowerment construct in the proposed association of ethical leadership and innovative 

work behavior for more generalized results. Moreover, this study also emphasized 

motivational role of ethical leadership and focused on how ethicality of leadership can 

encourage followers innovative work behavior by enhancing their psychological 

empowerment. Research results consistent to the previous studies indicated that 

irrespective of the context and work settings ethical leadership plays key role to empower 

employees for encouraging them to get engaged in extra-role efforts (e.g., innovative 

work behavior). 

It was hypothesized that ethical leadership will positively relate to leader-member 

exchange (i.e., H6). This research hypothesis was supported by the data and the results 

were also consistent with the previous researches (e.g., Mahsud et al., 2010; Walumbwa 

et al., 2011; Qian et al., 2017). The current findings are justified as when employees 
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perceive their leaders being ethical, taking care of followers needs and acting in the best 

interest of others then such perceptions facilitate and enhance leader-member exchange 

that is based on mutual support, emotional connection and loyalty. 

In this study leader-member exchange was anticipated to mediate the association 

amongst ethical leadership and voice behavior (i.e., H7). In regard to the underlying 

mediating mechanism, results of this empirical research provided strong support for 

proposed hypothesis. Irrespective of the scarce literature relating to the proposed 

mediating mechanism, these results were in line with the previous researches 

demonstrating the mediating role of leader-member exchange for transferring the effects 

of leadership on subordinate’s in-role and extra-role workplace behaviors (e.g., 

Walumbwa et al., 2011; Hsiung, 2012; Newman et al., 2017). However, current research 

extended the previous work via explicitly focusing on ethical leadership to examine 

mediating role of leader-member exchange for encouraging subordinates to engage in 

voice behavior. The present results are justified as just like other positive leadership 

behaviors, ethical leadership influence followers to develop a strong personal connection 

based on mutual support, open communication, trust, shared values, loyalty and concern 

for others, which ultimately encourage subordinates to reciprocate the ethical treatment 

they received in terms of voice behavior. Particularly, current research suggested that in 

view of potential risks and costs associated with voice behavior, only higher level of 

quality leader-member exchange can facilitate subordinates to overcome concerns and 

fears for freely expressing their opinions. A potential reason for current findings is the 

target sensitivity of voice behavior as well, that is usually directed toward supervisor 

(Hsiung, 2012) and without trusting relationship with the supervisor and high quality 
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leader-member exchange it is not possible for leaders to encourage subordinates to 

engage in voice behavior. 

The research hypothesis that leader-member exchange will mediate the link 

between ethical leadership and innovative work behavior (i.e., H8) was not supported. 

Although in the previous studies leader-member exchange was reported as an important 

mediator to ethical leadership and employee innovative behavior relationship (e.g., Dhar, 

2016). However, current results may attribute to the fact that innovative work behavior is 

an extra-role effort that mostly relates to employee personal capabilities, job knowledge 

and work involvement. Therefore, ethical leadership exerts no influence on employee 

innovative work behavior through leader-member exchange. Yidong and Xinxin (2013) 

further supporting study findings reported that influence of ethical leadership on 

innovative work behavior is more relevant to motivational aspect of ethical leadership. 

As, they argued that ethical leadership encourages followers innovative work behavior 

via motivating them and leading them to improve for the sake of task itself. 

It was anticipated that job performance will moderate the relationship between 

ethical leadership and voice behavior such that the positive relationship will be stronger 

for poor performers than for high performers (i.e., H9). The analysis results confirmed 

the proposed moderating role of job performance. It was found that relationship between 

ethical leadership and voice behavior was substantially stronger for poor performer and 

was insignificant for high performers. Although there exist no empirical research 

investigating moderating role of job performance in ethical leadership-voice behavior 

relationship, literature provide some support for the current study results. For example, 

Avey et al. (2011) reported strong and significant relationship between ethical leadership 
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and organizational citizenship behaviors (i.e., extra-role effort just like voice behavior) 

for employees with lower self-esteem (often a correlate of job performance (Hutman, 

1999)) than those with higher self-esteem. In line with the literature, a potential reason 

for current study findings is the facilitating, positive and caring behavior of ethical 

leadership that encourages poor performers to suggest required changes for improving 

organizational effectiveness. Since, individuals who are facing performance issues need 

more help and motivation from their leader and are likely to perceive themselves safe 

than their high performing counterparts when being managed by an ethical supervisor. 

Therefore, when low performing employees perceive their leader being ethical who 

respect followers dignity (Ciulla, 2004) they feel more comfortable to report issues (that 

are required to be considered) and give constructive suggestion without any personal 

threat. This argument is also in line with the Brockner’s (1988) suggestion that contextual 

cues are more significant for individuals with low self-esteem (often a correlate of 

employee performance). Thus, current results confirmed that the poor performers are 

more likely to search for and respond to the contextual prompts than high performing 

colleagues. Moreover, as employees with poor performance are least confident about 

appropriateness of their behaviors and attitudes, so they are more likely to consider 

external factors (i.e., ethical leadership) while engaging in voice behavior. 

Providing another possible explanation for present study results, Hersey and 

Blanchard (1982) in their book about situational leadership argued that all employees 

should not be managed in a similar way. Therefore, when poor performing employees are 

managed with coaching and supporting behavior they become able to ‘run the ball 

confidently’ and voice their concerns and opinions more than others at workplace. 
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Furthermore, as Walumbwa et al. (2011) reported that followers of ethical leaders are 

inclined to perform well. Therefore, when poor performers perceive their leader being 

ethical, they may feel themselves liable as well as safe to convey workplace issues and 

suggest constructive changes for the sake of improving personal and organizational 

effectiveness. In summary, the more employees perceive themselves as poor performers, 

the more voice behavior is influenced by ethical leadership. Whereas, the non-significant 

relationship between ethical leadership and voice behavior for good performers may 

attribute to (a) more task focus of good performers; (b) personal abilities of good 

performers to cope with the issues; and, (c) strong personal status in the organization due 

to which they express their opinion irrespective of ethicality of supervisor. 

Study hypothesis (H10) that locus of control will moderate the relationship 

between ethical leadership and innovative work behavior was not supported. Although, 

the reviewed literature offered robust prerequisites for the moderating role of locus of 

control, however, present research did not provided sufficient empirical support for 

existence of proposed moderation effect. Current findings also refuted the proposition of 

Yidong and Xinxin (2013), who suggested potential role of locus of control in the link 

between ethical leadership and innovative work behavior. A potential reason for the 

unanticipated findings is that innovative work behavior is essential for successful 

completion of knowledge-intensive projects and researchers are always required to 

update and improve the existing products, work processes and procedures for successful 

completion of such projects. Therefore, irrespective of subordinates’ locus of control, 

ethical leadership exerts its influence on researchers innovative work behavior. 
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Research Proposition 

The predominant proposition of present research was, “ethical leadership is an 

important contextual factor that encourages employee extra-role behaviors including the 

voice behavior and innovative work behavior”. More specifically, this research was 

intended to investigate that how and for what kind of employees ethical leadership 

encourage subordinates voice behavior and innovative work behavior. The results 

revealed that main proposition of this research received full support as ethical leadership 

was found to relate positively and significantly with both of the followers voice behavior 

and innovative work behavior. In view of the mediating mechanisms, to investigate how 

ethical leadership influence both voice behavior and innovative work behavior, 

psychological empowerment and leader-member exchange were considered as the 

potential mediators. Current research demonstrated that ethical leadership influence voice 

behavior and innovative work behavior via enhancing followers’ perceived psychological 

empowerment. However, it was found that leader-member exchange only mediates the 

association between ethical leadership and voice behavior. Lastly, to investigate that for 

what kind of employees’ ethical leadership is effective promoting voice behavior and 

innovative work behavior, individual factors including employee job performance and 

locus of control were proposed as moderators respectively. Study results shown that 

voice behavior is influenced by ethical leadership strongly and significantly only in case 

of poor performers. Whereas, ethical leadership encourages followers to engage in 

innovative work behavior irrespective of employee locus of control. Thus, the proposed 

moderating roles of individual related factors received partial support. 
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Contributions of the Research Study 

 This study contributed to the existent literature in number of ways. Contributions 

of present research can be categorized as theoretical, empirical and practical. 

Theoretical Contributions 

 This research study provided a detailed literature review on ethical leadership, 

voice behavior, innovative work behavior, psychological empowerment, leader-

member exchange, job performance and locus of control. 

 Based on the literature reviewed, present research proposed a comprehensive 

research framework to fill the literary gaps. 

 This research contributed to the leadership literature via exclusively focusing on 

ethical leadership and demonstrating its role in determining followers’ extra-role 

behaviors at workplace. 

 Present research substantiated literature via analyzing voice behavior and 

innovative work behavior in the framework of ethical leadership. The results that 

ethical leadership can encourage subordinates voice behavior and innovative work 

behavior provided abundant authentication to the fact that leadership ethics play a 

significant role in determining employee engagement in extra-role efforts. 

 This research also extended literature on the psychological processes via which 

ethical leadership can influence employee voice behavior and innovative work 

behavior. More specifically, this research is a primary attempt for endorsing 

mediating role of psychological empowerment, as results showed that ethical 

leadership can encourage voice behavior and innovative work behavior of 

employees via enhancing their psychological empowerment. 
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 Added literature by primarily investigating mediating role of leader-member 

exchange in the relationship of ethical leadership and extra-role behaviors (voice 

behavior and innovative work behavior). 

 Another important contribution of this research is the investigation of moderating 

role of job performance. None of the previous studies examined the moderating 

role of job performance in ethical leadership-voice behavior relationship. 

 This research also examined moderating role of locus of control in ethical 

leadership-innovative work behavior relationship that was not examined earlier.  

 This research also contributed to the existing literature via confirming the 

applicability of social learning theory (Bandura, 1977) and social exchange theory 

(Blau, 1964) as the primary mechanisms by which ethical leadership encourages 

extra-role behaviors of subordinates. 

Empirical Contributions 

 Substantiated the validity, confirmed the factor structure and tested the reliability 

of predeveloped scales (used for measuring ethical leadership, voice behavior, 

innovative work behavior, psychological empowerment, leader-member 

exchange, job performance and locus of control) in the local organizational 

context of Pakistan. 

 Tested the demographic differences on “perceived ethical leadership, voice 

behavior, innovative work behavior, psychological empowerment, leader-member 

exchange, job performance and locus of control” for the employees involved in 

knowledge-intensive projects of government sector research organizations. 
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 Tested the mediating role of psychological empowerment and leader-member 

exchange in the relationship of ethical leadership and employees extra-role 

behaviors (voice behavior and innovative work behavior). 

 Tested moderating role of job performance in ethical leadership and voice 

behavior relationship. 

 Tested moderating role of locus of control in the link between ethical leadership 

and innovative work behavior. 

Practical Contributions 

 Most of the previous studies on ethical leadership, voice behavior and innovative 

work behavior were conducted using samples from private organizations. 

Whereas, in the present research the proposed hypotheses were tested via 

analyzing data obtained from government organizations. Therefore, study findings 

are noteworthy as there are limited empirical investigations on study variables in 

the context of public sector organizations. 

 This research also contributes to the existent literature as there are limited studies, 

focused on ethical leadership, voice behavior and innovative work behavior, 

which are conducted in developing societies like Pakistan. 

 Finally, utilizing a sample of researchers working in ten government research 

organizations this research provided an insight into management of 

knowledgeable workforce. Growing importance of individual’s innovative work 

behavior and voice behavior for effective functioning and survival of 

organizations has increased significance of knowledgeable employees around the 

world. Thus, investigating factors that encourage such desired behavior in 
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knowledge-intensive organizations is crucial. Present research, thus, enriched 

literature by highlighting role of ethical leadership in encouraging voice behavior 

and innovative work behavior of researchers in an under studied context. 

Implications of Research Study 

This research study has several implications for academicians and practice. First, 

results of this research may assist scholars focusing on employee related outcomes of 

ethical leadership. Second, focusing on individual-related mediators and moderators, this 

study may help future scholars for understanding how and for what kind of employees 

ethical leadership encourage voice behavior and innovative work behavior. 

Third, study results showed that when employees observe their leader’s ethical 

behavior, they become more inclined to engage themselves in voice and innovative work 

behaviors. Therefore, it is suggested that leaders should become role models via 

articulating their practices as moral persons and moral managers. 

Fourth, present research has implications for organizational policy makers as they 

should design policies to develop, evaluate and reward ethical behaviors on the part of 

leaders. For this purpose, development of selection tools for assessing ethicality of 

leaders is required at first place. Human resource (HR) divisions need to be careful while 

selecting and assigning leadership positions, as management may consider application of 

certain integrity tests during selection process. These selection procedures must include 

assessment of previous workplace actions and decisions in ethical context. After choosing 

individuals with ethical potential for leadership positions, necessary training should be 

provided to reinforce ethical skills required for moral actions and decisions. Moreover, 

required ethical leadership protocols should be added into organization’s HR practices for 
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supervisors’ assessments and rewards. Such initiatives will assist leaders to understand 

subordinates’ perspective. Moreover, these organizational level efforts are also expected 

to induce overall ethical culture that will embed trickle-down effects across 

organizational hierarchies (Schaubroeck et al., 2012), making individual employees to 

recognize organizational policies for courageous extra-role efforts that will encourage 

them to express favorable behaviors (such as voice and innovative work behaviors) for 

overall organizational improvements. 

Fifth, as suggested by the research findings, ethical behavior of a leader paly 

significant role in determining subordinates voice and innovative work behaviors. While 

investigated in research organizations, current findings could have more significant 

implications for knowledge-intensive organizations. For instance, constructive voice and 

innovative behavior might be vital for knowledge-intensive research projects to be 

successful, given that individuals voicing of their minds, innovating new procedures and 

improving existing protocols is essential for long-term organizational survival. 

Six, via demonstrating psychological empowerment as a significant mediator, 

present research identified a proximal antecedent of voice behavior and innovative work 

behavior which can be enhanced by providing training for ethical leadership practices. 

Therefore, while designing training programs for organizational leaders; primary efforts 

should be assigned to the ways for enhancing subordinates’ perceived empowerment. As 

a result, more equipped leaders will be able to inculcate a ‘can do’ perspective among 

followers for extra-role efforts. 

Seven, via identifying ethical leadership as an important predictor of leader-

member exchange and supporting its mediating role in ethical leadership and voice 
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behavior relationship, current findings suggested that managers and leaders are required 

to focus on the nature of relationship they have with subordinates to encourage followers 

voice behavior. 

Finally, by showing job performance as moderator, results suggested that 

organizations should detect individual differences and promote ethical leadership to 

facilitate voice behavior of employees facing performance issues at workplace. 

Limitations of the Study 

There are some limitations of present research that are needed to be considered 

while interpreting study findings. First, use of cross-sectional research design indicated 

that causal inferences of current research may not be conclusive. As, it is also possible 

that, subordinate’s active voice expression leads toward higher level of leader-member 

exchange, opposing the causal order suggested by research results. Nevertheless, it is 

notable that findings of present research are in line with theoretical propositions based on 

existing literature. Second, study constructs were tested in a cross-sectional quantitative 

survey research that is not ideal as some other confounds may influence results. Thus, 

mixed method or multi method studies with qualitative portion as well may validate and 

supplement the survey data. Third, data for study variables was collected from the same 

source using similar data collection methods (i.e., all survey and all perceptions) that may 

raise concerns about common method bias. Although, in current study Harman’s one 

factor test indicated that there was no serious issue of common method bias. Fourth, as 

the data used in present research was collected from government research organizations 

in Pakistan, generalizability of research findings for other organizational and cultural 

contexts are likely to be interrogated. For instance, mediating role of leader-member 
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exchange in ethical leadership-voice behavior relationship might be stronger in Pakistan 

due to high power distance and collectivist culture. As in such cultures followers are 

intended to reciprocate favorable treatment from their leader in the form of extra-role 

efforts compared to low power-distance and individualistic cultures where there are least 

expectations of such reciprocations (Westwood et al., 2004; Newman et al., 2017). Thus, 

results of present study should be interpreted with caution for other cultural contexts. 

Fifth, present research suggested significant influence of ethical leadership on 

subordinates’ voice behavior and innovative work behavior. However, the research 

findings may not provide with the unique variance being explained by ethical leadership 

as other related forms of leadership (e.g., transformational and authentic) were not 

controlled. Lastly, as present research only considered two mediators and two 

moderators, there could be additional mediating and/or moderating mechanisms 

explaining the proposed relationships that are needed to be examined. 

Further Areas for Research 

Limitations of this study indicated further areas for future researches. First, for 

more conclusive causal inferences and to eliminate common method bias to its minimal 

possible level, future studies should benefit from (a) using longitudinal research designs; 

(b) using different measurement methods (e.g., objective measures of job performance 

including contribution for revenue growth or sales); and, (c) collecting data from 

different sources (i.e., can consider peers and/or supervisors for observer ratings). 

Second, future researches may examine the proposed relationships in other cultural and 

organizational contexts to increase generalizability of current findings. Third, as in this 

study other forms of leadership were not controlled, future studies via controlling for 
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other related leadership styles may examine unique variance being explained by ethical 

leadership. 

Fourth, considering employee voice behavior and innovative work behavior as 

important extra-role efforts of employees’, current study focused on the role of ethical 

leadership, psychological empowerment, leader-member exchange, job performance and 

locus of control. Future researches may examine the effects of other related leadership 

styles (e.g., authentic leadership, servant leadership) considering the similar moderating 

and mediating variables or can explore more distinct mediators and/or moderators 

(including but not limited to psychological safety, organizational identification, duty 

orientation, personality and perceived task significance) for investigating employee voice 

and innovative work behaviors at workplace. Additionally using the same token, future 

researches can offer supplementary evidences for (a) mediating role of psychological 

empowerment and leader-member exchange; and, (b) moderating role of job performance 

and locus of control in the relationship between ethical leadership and employee extra-

role behaviors other than voice and innovative work behaviors (e.g., organizational 

citizenship behavior and extra-role performance). 

Lastly, present research was unsuccessful to confirm the moderating role of locus 

of control in the link between ethical leadership and innovative work behavior. Therefore, 

future studies have to ascertain other moderators that may weaken or strengthen the effect 

of ethical leadership on innovative work behavior of subordinates. 

Conclusion 

The aim of present research was to examine the influence of ethical leadership on 

employee extra-role behaviors (voice behavior and innovative work behavior) in 
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government research organizations of Pakistan. Study results revealed that ethical 

leadership have significant positive effects on voice behavior and innovative work 

behavior. It was also found that psychological empowerment mediate the link between 

ethical leadership and the outcomes. Results revealed that leader-member exchange only 

mediated the link between ethical leadership and voice behavior. Job performance was 

found to moderate ethical leadership-voice behavior relationship. However, mediating 

role of leader-member exchange and moderating role of locus of control in the link of 

ethical leadership and innovative work behavior was not supported. 

Study results confirmed that ethical leadership encourages followers to engage in 

voice behavior and innovative work behavior. The positive association between ethical 

leadership and voice behavior may attribute to distinguished characteristics of ethical 

leaders which provide followers with the cues regarding safety and effectiveness of 

voice. Moreover, as ethical leaders publically support appropriate work practices and 

criticize inappropriate behaviors, this also encourage subordinates to understand that 

voice behavior is valued and welcomed by their leader. Thus, following their role models 

at workplace, employees become sensitive to workplace issues and ultimately get 

engaged in voice behavior for constructive changes. There are numerous causes of 

positive linkage between ethical leadership and innovative work behavior as well. More 

specifically, ethical leaders via (a) facilitating employees to obtain work related 

knowledge and expertise make them capable to generate new ideas; (b) emphasizing open 

communication facilitate idea promotion; and, (c) providing employees with freedom, 

autonomy and control over job tasks help idea implementation. In this way, ethical 

leadership encourages followers to get engaged in innovative work behavior. 



147 
 

As shown by the study results ethical leadership positively relates to followers 

psychological empowerment and leader-member exchange. Thus, via improving 

followers empowerment and exchange perceptions ethical leadership encourage follower 

voice behavior. Moreover, it was also found that via enhancing psychological 

empowerment of followers, ethical leadership also contribute toward innovative work 

behavior. However, study results indicated that leader-member exchange does not 

mediate the link between ethical leadership and innovative work behavior. These results 

may attribute to the characteristics of the study sample, as researchers are the individuals 

who are usually engaged in knowledge-intensive projects which necessitate continuous 

improvements and innovation on the part of employees. Therefore, employee personal 

capabilities, job knowledge and work involvement may play more significant role than 

the quality of relational exchange with the immediate supervisor. Thus, ethical leaders 

can influence innovative work behavior of employees via improving their perceived 

psychological empowerment but not leader-member exchange. 

Research proposition that job performance of employees moderate the link 

between ethical leadership and voice behavior was supported. As, individuals who are 

facing performance issues need more help and motivation from their leader and are likely 

to perceive themselves safe when being managed by an ethical supervisor. Hence, ethical 

leadership is more significant for encouraging voice behavior of poor performers. 

Study results suggested that locus of control do not moderate the relationship 

among ethical leadership and innovative work behavior. A potential reason for the study 

findings is that innovative work behavior is essential for successful completion of 

knowledge-intensive projects. Thus, in the perspective of research organizations, ethical 
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leadership exerts its influence on employee innovative work behavior irrespective of 

subordinate’s locus of control. 

To conclude, present research fulfilled the main objectives of exploring how and 

for what kind of employees ethical leadership encourage voice behavior and innovative 

work behavior. It rendered a new insight into the processes via which ethical leadership 

influence extra-role behaviors of followers. Moreover, results suggested that ethical 

leadership encourage voice behavior of employees, especially for poor performers. It is 

anticipated that this research will help scholars and practitioners focusing on ethical 

leadership as an antecedent to employee voice behavior and innovative work behavior. 
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Appendix A: Questionnaire 

 

Quaid-i-Azam School of Management Sciences 

Quaid-i-Azam University, Islamabad, Pakistan 

 

Dear Sir/Madam, 

You are being requested to participate in a study on voice behavior and innovative 

work behavior. The purpose of this study is to examine the role of ethical leadership in 

encouraging voice behavior and innovative work behavior of research scientists 

employed in government research organizations in Pakistan. 

You are part of a selected sample of research scientists who are requested to 

complete the enclosed questionnaire. I know how valuable your time is and I appreciate 

your efforts in filling out this questionnaire. The completion of the questionnaire should, 

however, take you no longer than 15 minutes. Your input will provide valuable insights 

into the understanding of voice behavior and innovative work behavior within the context 

of government research organizations in Pakistan. 

I assure you that your identity and your organization’s identity would remain 

undisclosed; data collected from you will be used only to aggregate the responses and 

only the aggregate results will be made public. 

Please do not put your name on this questionnaire. 

Thank you for your help and participation. 

Yours sincerely, 

Taqveem Tayyasar Zahra 

Research Scholar 

Quaid-i-Azam School of Management Sciences 

Quaid-i-Azam University, Islamabad, Pakistan 
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Part-I 

Instructions 

The following questions seek information about you. Please answer these 

questions by circling the appropriate choice. 

1. Your gender:   

(a) Male     (b) Female 

2. Your age group (years):  

(a) 20-26     (b) 27-33     (c) 34-40     (d) 41-47     (e) 48 or above 

3. Highest degree attained (qualification/education): 

(a) Bachelor     (b) Master     (c) M.Phil     (d) Ph.D 

4. What are the total number of years that you have been working with this organization 

(length of service): 

(a) 5 or less   (b) 6-10     (c) 11-15     (d) 16-20     (e) 21 or above 

5. Your employment status: 

(a)  Contractual employee    (b) Permanent employee 

 

Part-II 

Instructions 

Please indicate the extent to which you agree or disagree with each of the 

following statements by circling a number from 1 to 7. 

 

Strongly 

Disagree 

1 

Disagree 

 

2 

Slightly 

Disagree 

3 

Neutral 

 

4 

Slightly 

Agree 

5 

Agree 

 

6 

Strongly 

Agree 

7 

 

1. I develop and make recommendations concerning issues 

that affect this organization. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 

2. I speak up and encourage others in this organization to get 

involved in issues that affect the organization. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 

3. I communicate my opinions about work issues to others in 

this organization even if my opinion is different and others 

in the organization disagree with me. 

 

 

1 

 

 

2 

 

 

3 

 

 

4 

 

 

5 

 

 

6 

 

 

7 

4. I keep well informed about issues where my opinion might 

be useful to this organization. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 

5. I get involved in issues that affect the quality of work life 

here in this organization. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 

6. I speak up in this organization with ideas for new projects 

or changes in procedures. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 
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Part-III 

Instructions 

Please indicate the extent to which you agree or disagree with each of the 

following statements by circling a number from 1 to 5. 

 

Strongly 

Disagree 

1 

Disagree 

 

2 

Neutral 

 

3 

Agree 

 

4 

Strongly 

Agree 

5 

 

1. I search out new technologies, processes, techniques, and/or 

product ideas. 

 

1 

 

2 

 

3 

 

4 

 

5 

2. I generate creative ideas. 1 2 3 4 5 

3. I promote and champion ideas to others. 1 2 3 4 5 

4. I investigate and secure funds needed to implement new ideas. 1 2 3 4 5 

5. I develop adequate plans and schedules for the implementation 

of new ideas. 

 

1 

 

2 

 

3 

 

4 

 

5 

6. I am innovative. 1 2 3 4 5 

 

Part-IV 

Instructions 

Please indicate the extent to which you agree or disagree with each of the 

following statements by circling a number from 1 to 7. 

 

Strongly 

Disagree 

1 

Disagree 

 

2 

Slightly 

Disagree 

3 

Neutral 

 

4 

Slightly 

Agree 

5 

Agree 

 

6 

Strongly 

Agree 

7 

 

1. The work I do is very important to me. 1 2 3 4 5 6 7 

2. My job activities are personally meaningful to me. 1 2 3 4 5 6 7 

3. The work I do is meaningful to me. 1 2 3 4 5 6 7 

4. I am confident about my ability to do my job. 1 2 3 4 5 6 7 

5. I am self-assured about my capabilities to perform my 

work activities. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 

6. I have mastered the skills necessary for my job. 1 2 3 4 5 6 7 

7. I have significant autonomy in determining how I do my 

job. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 

8. I can decide on my own how to go about doing my work. 1 2 3 4 5 6 7 

9. I have considerable opportunity for independence and 

freedom in how I do my job. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 

10. My impact on what happens in my department is large. 1 2 3 4 5 6 7 

11. I have a great deal of control over what happens in my 

department. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 

12. I have significant influence over what happens in my 

department. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 
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Part-V 

Instructions 

Please indicate the extent to which you agree or disagree with each of the 

following statements by circling a number from 1 to 5 on five-point scale ranging from 

the utmost disagreement to the highest level of agreement with each given statement. 

 

1. Do you know where you stand with your leader………do you usually know how 

satisfied your leader is with what you do? 

(1) Rarely  (2) Occasionally  (3) Sometimes  (4) Fairly Often  (5) Very Often 

2. How well does your leader understand your job problems and needs? 

(1) Not a Bit  (2) A Little  (3) A Fair Amount  (4) Quite a Bit  (5) A Great Deal 

3. How well does your leader recognize your potential? 

(1) Not at All  (2) A Little  (3) Moderately  (4) Mostly  (5) Fully 

4. Regardless of how much formal authority he/she has built into his/her position, what 

are the chances that your leader would use his/her power to help you solve problems 

in your work? 

(1) None  (2) Small  (3) Moderate   (4) High  (5) Very High 

5. Again, regardless of the amount of formal authority your leader has, what are the 

chances that he/she would “bail you out,” at his/her expense? 

(1) None  (2) Small  (3) Moderate   (4) High  (5) Very High 

6. I have enough confidence in my leader that I would defend and justify his/her 

decision if he/she were not present to do so? 

(1) Strongly Disagree  (2) Disagree  (3) Neutral  (4) Agree  (5) Strongly Agree 

7. How would you characterize your working relationship with your leader? 

(1) Extremely Ineffective  (2) Worse Than Average  (3) Average (4) Better Than Average 

(5) Extremely Effective 

 

Part-VI 

Instructions 

Please indicate the extent to which you agree or disagree with each of the 

following statements by circling a number from 1 to 5. 

 

Strongly 

Disagree 

1 

Disagree 

 

2 

Neutral 

 

3 

Agree 

 

4 

Strongly 

Agree 

5 

 

1. My “leader/immediate boss” conducts his/her personal life in an 

ethical manner. 

 

1 

 

2 

 

3 

 

4 

 

5 

2. My “leader/immediate boss” defines success not just by results 

but also the way that they are obtained. 

 

1 

 

2 

 

3 

 

4 

 

5 

3. My “leader/immediate boss” listens to what employees have to 

say. 

 

1 

 

2 

 

3 

 

4 

 

5 

4. My “leader/immediate boss” disciplines employees who violate 

ethical standards. 

 

1 

 

2 

 

3 

 

4 

 

5 
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5. My “leader/immediate boss” makes fair and balanced decisions. 1 2 3 4 5 

6. My “leader/immediate boss” can be trusted. 1 2 3 4 5 

7. My “leader/immediate boss” discusses work ethics or values 

with employees. 

 

1 

 

2 

 

3 

 

4 

 

5 

8. My “leader/immediate boss” sets an example of how to do 

things the right way in terms of ethics. 

 

1 

 

2 

 

3 

 

4 

 

5 

9. My “leader/immediate boss” has the best interests of employees 

in mind. 

 

1 

 

2 

 

3 

 

4 

 

5 

10. My “leader/immediate boss” when making decisions, asks 

“what is the right thing to do?” 

 

1 

 

2 

 

3 

 

4 

 

5 

 

Part-VII 

Instructions 

Please indicate the extent to which you agree or disagree with each of the 

following statements by circling a number from 1 to 7. 

 

Strongly 

Disagree 

1 

Disagree 

 

2 

Slightly 

Disagree 

3 

Neutral 

 

4 

Slightly 

Agree 

5 

Agree 

 

6 

Strongly 

Agree 

7 

 

1. My quantity of work is higher than average. 1 2 3 4 5 6 7 

2. My quality of work is much higher than average. 1 2 3 4 5 6 7 

3. My efficiency is much higher than average. 1 2 3 4 5 6 7 

4. My standards of work quality are higher than the formal 

standards for this job. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 

5. I strive for higher quality work than required. 1 2 3 4 5 6 7 

6. I uphold highest professional standards. 1 2 3 4 5 6 7 

 

Instructions 

Please indicate the extent to which you agree or disagree with each of the 

following statements (from 7 to 11) by circling a number based on options given below 

from 1 to 7. 

 

(1) Completely Unsatisfactory 

(2) Mostly Unsatisfactory 

(3) Somewhat Unsatisfactory 

(4) Neither Satisfactory nor Unsatisfactory 

(5) Somewhat Satisfactory 

(6) Mostly Satisfactory 

(7) Completely Satisfactory 

 

7. My ability to perform core job tasks. 1 2 3 4 5 6 7 

8. My judgment when performing core job tasks.  1 2 3 4 5 6 7 

9. My accuracy when performing core job tasks. 1 2 3 4 5 6 7 

10. My job knowledge with reference to core job tasks. 1 2 3 4 5 6 7 

11. My creativity when performing core tasks. 1 2 3 4 5 6 7 



xxxvi 
 

Part-VIII 

Instructions 

The following statements concern your beliefs about jobs in general.  They do not 

refer only to your present job. Please indicate the extent to which you agree or disagree 

with each of the following statements by circling a number from 1 to 6. 

 

Disagree 

Very Much 

1 

Disagree 

Moderately 

2 

Disagree 

Slightly 

3 

Agree 

Slightly 

4 

Agree 

Moderately 

5 

Agree Very 

Much 

6 

 

1. A job is what you make of it. 1 2 3 4 5 6 

2. On most jobs, people can pretty much accomplish whatever 

they set out to accomplish. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

3. If you know what you want out of a job, you can find a job 

that gives it to you. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

4. If employees are unhappy with a decision made by their boss, 

they should do something about it. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

5. Getting the job you want is mostly a matter of luck. 1 2 3 4 5 6 

6. Making money is primarily a matter of good fortune. 1 2 3 4 5 6 

7. Most people are capable of doing their jobs well if they make 

the effort. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

8. In order to get a really good job, you need to have family 

members or friends in high places. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

9. Promotions are usually a matter of good fortune. 1 2 3 4 5 6 

10. When it comes to landing a really good job, who you know is 

more important than what you know. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

11. Promotions are given to employees who perform well on the 

job. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

12. To make a lot of money you have to know the right people. 1 2 3 4 5 6 

13. It takes a lot of luck to be an outstanding employee on most 

jobs. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

14. People who perform their jobs well generally get rewarded. 1 2 3 4 5 6 

15. Most employees have more influence on their supervisors 

than they think they do. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

16. The main difference between people who make a lot of 

money and people who make a little money is luck. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

Thank you for your cooperation and valued time. 
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