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Abstract

This study aims to examine the association between Ethical Leadership and employee voice
behavior at organizations, specifically considering the role of psychological empowerment
as a mediator and the moderating effect of task interdependence. The study utilizes a
guantitative research methodology, involving 312 respondents from small business
enterprises (SBES) in Pakistan. The study employed convenience sampling as its technique.
The findings affirm the positive influence of Ethical Leadership and psychological
empowerment on Employee Voice Behavior. The study highlights the pivotal role of
psychological empowerment as a mediating factor in the connection between Ethical
Leadership and Employee Voice Behavior (EVB). Additionally, Task Interdependence is
identified as a moderator, influencing the relationship between psychological empowerment
and EVB. This research holds practical implications for organizations and managers,
advocating for the promotion of Ethical Leadership to nurture EVB. It underscores the
significance of Ethical decision-making, open communication, and trust in shaping
organizational culture. The study accentuates the importance of Task Interdependence in
shaping leadership strategies, emphasizing that cultivating trust and practicing ethical
behavior can lead to heightened levels of employee engagement and enhanced creativity.

Keywords: Ethical Leadership, Psychological Empowerment, Employee Voice Behavior,
Task Interdependence
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Introduction

In recent decades, organizational psychology and management have focused extensively on
psychological empowerment (PEM) as an approach to Ethical Leadership (EL). This
approach places significant emphasis on ethical standards and ideals, and the treatment of
workers in the Small Business enterprises (SBES) (Tager et al., 2023). EVB encompasses the
act of providing constructive feedback, proposing alterations, and expressing issues
(Khassawneh, 2023). Small Business enterprises must adopt this conduct in order to promote
innovation, problem-solving, and efficient communication. The relationship between PEM
and EL in the Small Business enterprises is explored in theory of leadership. Heads create an
environment characterized by justice, trust, and open communication, which can enhance
employees' sense of empowerment (Siyal et al., 2023). Task Interdependence (TId) plays a
vital role in fostering cooperation and collaboration within organizations (Jiang et al., 2023).
In small business enterprises characterized by high interdependence, employees rely on each
other to successfully accomplish tasks, underscoring the importance of efficient
communication (Le et al., 2023). Moreover, for jobs with high interdependence, effective
teamwork and communication are crucial factors that may influence the relationship between
EL and PEM (Gupta et al., 2023). The study analyses the relationships between EL PEM,
and EVB in organizations, with a focus on the influence of TId. The aim is to provide a
comprehensive understanding of how organizations can effectively promote EVBs. An
inquiry into the potential differential impacts of alterations in EL behaviors or Tld on PEM
and EVB would be intriguing (Vivona et al., 2023). The primary focus of this study is EVB,
which may result in the long-term organizational results or performance implications of these
interactions being overlooked (Abdullah et al., 2021). Theory of leadership is a scholarly
discipline which investigates various methodologies, frameworks for comprehending
elucidating management (Uslu, 2019). This Leadership theory posits that specific attributes
render individuals more apt for assuming Leadership positions. The study conducted by
Stone and Patterson (2023), suggests that effective leadership is commonly linked to traits
such as confidence and intelligence. An individual's ability to lead effectively depends on
how well their style of leadership fits the current situation. Leaders employ a system of
rewards and punishments to incentivize and oversee their followers (Al Halbusi et al., 2021).
Their focus is on achieving tasks and adhering to rules and procedures. This style is
commonly linked to conventional management approaches (Al Halbusi et al., 2021),
emphasizing the provision of service and empowerment to their teams. Leaders exhibiting
this style are characterized by empathy, humility and a strong dedication to moral conduct
(Bacones & Diokno, 2023). The leadership theory highlights the significance of ethical
integrity and self-awareness that frequently bring about profound changes in organizations
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and their followers. Leaders adapt their approach based on the competence and readiness of
their team members. The selection of a leadership style is frequently influenced by the
particular circumstances, organizational norms, and the characteristics of both managers and
workers (Bacones & Diokno, 2023). The theory of leadership offers valuable hints into the
efficient procedures of leadership across various contexts. According to the aforementioned
theory, leaders are advised to consider their leadership style on the basis of prevailing
circumstances and specific requirements of their followers (Harms, 2022). Managers have
the competency to motivate and inspire to their followers, thereby enable them to accomplish
given tasks. They frequently demonstrate leadership through their own actions, ingenuity,
and originality, while also cultivating robust connections with their teams. This theory
emphasizes the significance of vision. The research framework seeks to comprehend the
connections between EL, PEM, EVB and the significance of Tld. EL focuses on the ethical
norms, decision-making and principles of the leader (Klopotan et al., 2020). It entails
demonstrating integrity, fairness, and transparency, and serving as a role model for followers.
Research indicates that EL has a favorable influence on employee attitudes and EVB (Torlak
et al., 2022). PEM refers to a mental state in which individuals experience a sense of control,
competence, and meaningfulness in their work (Schermuly & Meyer, 2020). It encompasses
four fundamental dimensions: Significance: Employees perceive their work as purposeful
and in harmony with their personal beliefs. Competence: Employees possess the necessary
knowledge and skills to effectively carry out their job responsibilities. Self-determination
determines the ability of workers to have autonomy and control of their work. Effect:
Workers believe the contributions have a meaningful influence on the organization (Qi et al.,
2019). When a worker communicates their ideas, concerns, opinions, or thoughts about
work-related affairs to the colleagues or management, it is known as their "voice." The act
of providing feedback can encompass productive criticism, proposing results, or offering
suggestions to enhance procedures, products and services (Latif et al., 2022). Tld is the
measure of how interrelated tasks are within a team or organization. Team members and
interconnected tasks autonomously fulfil assignments. Interdependence between tasks occurs
when the output from one action serves as the input for the next (Ponti & Seredko, 2022).
Team members depend on the endeavors of their colleagues (Bhatti et al., 2021). Cooperation
is necessary due to the interdependence of tasks. Based on the outlined theoretical
framework, it is feasible to establish a correlation between EVB and EL. Employers can
enhance their PEM by practicing EL. Similarly, employees experience greater PEM in the
workplace when they perceive their leaders as Ethical and dependable, resulting in increased
efficiency (Vandavasi et al., 2020). This study’s main purpose is to investigate the effect of
EL on EVB.
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2. To investigate role of PEM in mediating the relation between EL and EVB.

3. To investigate influence of task independence on the connection between PEM and EVB.
LITERATURE REVIEW

2. EL

The objective is to achieve this by organizing and synchronizing tasks (Zahari), providing
explicit guidance, and establishing regulations, practices, and policies (Yusuf et al., 2022).
Ethical guidelines enable employees to express their viewpoints on existing conditions and
propose innovative ideas to improve ethical concerns, work environments, and procedures
(Dahleez et al., 2023). EL is the most effective strategy for inspiring employees to genuinely
care about the work of them (Lemoine et al., 2019). Ethical leader’s followers perceive them
as both moral individual and ethical manager, as their moral qualities have a significant
impact on employees, leading to increased engagement in productive work behaviors (Qing
et al., 2020). EL is a theory of leadership and style that prioritizes moral values, behaviors,
and principles interpersonal relationships and decision-making (Vij). Bhatti et al. (2021),
state that having a sense of integrity and dedication to do what is morally correct is important.
The organization should comply with the law and promote ethical behavior among the team
members (Wong et al., 2020), refraining from participating in any unethical and illegal
activities (Sewchurran et al., 2019). Leadership acknowledges their societal responsibility
and the consequential effects of their decisions on environment and the community (Wang,
2018). They actively strive to make positive contributions to the society. Leaders
demonstrate comprehension and empathy towards other’s needs, engage in active listening
with their team members, and take their perspective into account when making decisions
(Linetal., 2020).

2.1EVB

EVB, as defined by LePine and Van Dyne, refers to the act of individuals within an
organization expressing their ideas, proposals, and opinions with the aim of enhancing
organizational success (Chou & Barron, 2016). Effective communication between an
organization and its members can be facilitated through the organization's leader.
Additionally, the leader’s actions and personality can influence the behavior of employees in
expressing their opinions and concerns (Zhu & Akhtar, 2019). Furthermore, EL is observed
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to positively influence EVB by fostering transparent communication and establishing a
climate of trust, psychological safety and respect, between leader and followers (Cooper et
al., 2023). Leaders motivate followers by providing feedback and making commitments to
provide assistance in completing their tasks (Cooper et al., 2023). The leader's reaction to
this vocal conduct can influence the trajectory and triumph of the team (Memon & Ghani,
2023). Simultaneously, effective leaders actively engage in listening and integrating their
employees' voice behavior to improve their strategies (Afsar et al., 2019). Leadership
effectiveness is closely linked to EVB. Leaders who promote and prioritise open
communication, feedback, and the expression of ideas and concerns have the ability to foster
a team that is more engaged, innovative, and motivated (Yazdanshenas & Mirzaei, 2023).
Moreover, the correlation between Leadership theory and voice behavior underscores the
importance of Leadership. The leader's reaction to this employee vocalization can influence
the trajectory and achievement of the team. Simultaneously, effective leaders actively engage
in listening and integrating team's voice behavior to enhance the approach (Afsar et al.,
2019). Leadership effectiveness is strongly linked to EVB. Leaders who promote and
appreciate transparent communication, constructive criticism, and the sharing of ideas and
concerns have the ability to foster a team that is highly engaged, creative, and driven.
Moreover, the correlation between Leadership theory and EVB emphasizes that Leadership
involves more than one-ways communication, but rather an interactive and dynamic process
(Rubbab et al., 2023). Consistent with the literature, the author expects a positive relationship
as given below.

Hypothesis 1: EL has an impact on EVB.

EL promotes greater interdependence, fosters open communication, demonstrates respect for
followers, genuinely shows concern for their well-being, considers their unique
circumstances, and provides both emotional and practical support (Braun et al., 2013). EVB,
on the other hand, is a deliberate action that takes into account its consequences. When an
employee feels at ease and confident enough to express their thoughts and opinions, it brings
about psychological benefits, both in their personal and professional lives (Walumbwa &
Schaubroeck, 2009). When workers perceive leaders as moral and ethical, they are more
inclined to engage in voice behavior, which encompasses offering suggestions, speaking up,
expressing concerns, and ideas sharing. The study conducted by Huang and Paterson (2017)
found that EL has a positive impact on EVB. Leadership fosters an atmosphere of
psychological security and trust. When workers have confidence in the ability of their leaders
to make moral decisions and treating them with fairness, they feel more at ease expressing
the opinions without apprehension of facing adverse repercussions. Ethical leaders serve as
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exemplars of ethical conduct (Mowbray et al., 2015). When workers witness their leaders
consistent ethical behavior and adhering to principles, ethical leaders promote transparent
and open communication. They proactively solicit input from the employees, attentively
listen their concerns, and highly appreciate different perspectives. This level of transparency
cultivates a work atmosphere in which employees perceive that their opinions are
acknowledged and valued (AIMulhim & Mohammed, 2023). Leaders with strong ethical
principles enhance the capabilities of their employees by granting them the opportunity to
participate decision-making procedures (Dua et al., 2023). When workers experience a sense
of influence and empowerment, they are more inclined to proactively take action and express
their thoughts and concerns. EL involves ensuring that one's leadership style and actions are
accordance with the values and ethical standards of organization (Wang & Yen, 2023).
Employees engage in vocal behavior to uphold and advance the organization's favorable
reputation (Li & Zheng, 2023).

Enhanced problem-solving and creativity can be achieved when employees are encouraged
to freely articulate their viewpoints and apprehensions. According to Zhu et al. (2022),
employees are more inclined to provide innovative solutions and identify unnoticed
problems. Consequently, this fosters and has a beneficial effect on the behavior of employees
expressing their opinions. When employees observe their leaders demonstrating ethical
behavior and being receptive to suggestions, they are more likely to express their opinions,
offer recommendations, and raise ethical concerns (Ejaz et al., 2022). Organizations that
possess EL are more likely to capitalize on the knowledge and input of their employees,
resulting in enhanced decision-making and overall efficiency (Musenze & Mayende, 2023).

2.2PEM

It refers to a psychological condition characterized by the possession of authority, sway, and
mastery over one's own existence (Oliveira et al., 2023). PEM has a significant impact on
personal happiness, motivation, and job satisfaction (Higuero, 2022). The topic of workplace
empowerment and organizational psychology is often a subject of frequent discussion. Thus,
the present research suggests that PEM may act as mediator between the relationship of EL
and EVB. Below are several components or facets of PEM. Definition: The belief in the value
and significance of one's work. Enhanced sense of purpose in the workplace boosts
employees' motivation and engagement. Competence refers to the belief regarding one's
abilities and the ability to perform the tasks with ease. Individuals exhibit higher levels of
productivity when they possess a strong sense of self-assurance regarding their skills and
capabilities. Self-determination refers to the ability to exert influence and maintain authority
over one's professional endeavors and trajectory. Experiencing the ability to exercise control
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and make decisions about work responsibilities and career trajectories enhances one's feeling
of empowerment. Impact: The conviction that an individual has the ability to effect change
and shape results. Individuals who have a perception of their actions have an impact on the
organization or society to be actively involved and dedicated. PEM serves as a beneficial
intermediary in the correlation between EL and EVB (Nguyen et al., 2023). PEM serves as
a mediator between the relationship EL and the improvement of EVB. EL encompasses
leaders' demonstration of ethical principles, transparency, fairness, and ethical practices in
their interactions with employees (Schermuly et al., 2022). EVB refers to the act of speaking
up, expressing concerns, providing suggestions, and sharing of ideas within the organization.
PEM refers to the combination of employees' self-belief in their capabilities, their sense of
independence, their perception of making a difference or exerting influence, and purpose in
their work or strong sense of significance (Pacheco & Coello-Montecel, 2023). EL fosters
small business enterprises that instill a sense of worth, confidence, and admiration among
employees. Juyumaya (2022) demonstrated openness, fairness, and moral decision-making.
These leadership behaviors enhance employees’ PEM Workers experience enhanced
competence and motivation when they are led by EL. Consistent with the literature, the
author expects that PEM positively mediates the relationship of EL and EVB as given below.

Hypothesis 2: PEM (2a) serves as a positive mediator in the relationship between EL (2b)
and EVB (2c¢).

23TIld

TId refers to the degree to which activities and tasks performed by individuals in a team or
organization are interconnected or reliant on each other to achieve shared objectives (Goo
et al., 2022). This concept is frequently explored in the context of team dynamics and
leadership due to its significant impact on leadership approaches and a leader's
effectiveness (Allegrini et al., 2022). The most appropriate leadership approach in
situations with highly interdependent tasks depends on various factors, including the
inherent characteristics of the tasks, the skills and abilities of team members, and the
prevailing organizational culture (Goo et al., 2022). Effective leaders possess the ability to
adapt their leadership approach to suit the requirements of a closely interconnected task
environment, whether it involves cooperation, synchronization, or facilitation (Le Blanc et
al., 2021).
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TId, refers to the extent to which team members need to collaborate and depend on each
other to accomplish tasks. In environments with high task dependency, employees are
required to engage in frequent interactions and communication to effectively coordinate
and fulfill their work responsibilities (Shimizu et al., 2021). Strong Tld fosters the
formation of groups based on shared interests, leading to enhanced performance and
innovation when individuals share knowledge to address challenges. The association
between PEM and EVB is strengthened by Tld, resulting in a more profound impact (Le et
al., 2023). In domains with significant Tld, employees may be motivated to obtain
resources, and those who feel psychologically comfortable in such an environment are
more likely to actively share innovative ideas within the organization. Moreover, Tld
enables workers to leverage each other's skills without increasing their cognitive load
(Hershcovis et al., 2012).

The hypothesis suggests that levels of Tld influence the connection between Psychological
Empowerment and EVB (Pitafi et al., 2018). In instances of low TId, indicating reduced
necessity for interaction and cooperation among employees, the correlation between
Psychological Empowerment and EVB is expected to be weaker. PEM may have a
diminished impact on an employee's inclination to engage in EVB in such cases (Ganesh &
Gupta, 2010). Conversely, high TId is likely to increase EVB through teamwork and
cooperation, as indicated by PEM (Eemp). Research indicates that team members who feel
psychologically safe and work in highly interdependent tasks are more inclined to actively
share effective strategies for firm innovation. Consistent with the literature, the author
expects that Tld positively moderates the relationship between EL and EVB. Based on the
preceding discussion, it is advisable that.

Hypothesis 3: The relationship between PEM and EVB is strengthened by TId, particularly
when TId is higher rather than lower.
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Conceptual Framework

1. Meaning
2. Competence
3. Self-Determination
4. Impact
|
Psychological Empowerment
e Task
S Interdependence
K
Ethical Leadership — 7 Employee Voice Behavior
Figure 1

Conceptual Framework
Research Design

The survey was conducted using an online Google Form as part of a quantitative study (Jami
et al., 2023). The sample comprised a total of 312 respondents. However, the survey tools
utilized in this study were derived from pre-existing questionnaires (Islam et al., 2023).

The investigation employs a survey methodology, as outlined by Ayaz (2021), for data
collection. A carefully crafted questionnaire was developed to gather the necessary
information for this inquiry, considering all relevant variables. The data for the study was
obtained from employees in the service sector. According to online sources, "Google Form
responses” or "form submissions” are commonly used terms to refer to the data collected
through Google Forms. Upon completion and submission, the input provided by individuals
is collected and stored in a Google Sheets spreadsheet that is connected to a Google Form.
The researcher analyzed, scrutinized, and modified the data in this spreadsheet obtained from
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the form as required. Conducting behavior surveys is a practical method that involves
acquiring information online or from respondents in the form of data (Sakr et al., 2022).

The data of this study was collected through a survey conducted by Y. Sun et al. in 2022.
Our survey tool incorporates demographic characteristics such as age, gender, tenure, and
experience. The questionnaires created and delivered in original English-language format
(llyas et al., 2021).

Convenience sampling is employed (Karim et al., 2023). The survey's complete inventory of
items was derived from previously published research. Based on the literature review
conducted by Bhana and Bayat (2020), the sample size is 312. Prior to conduct final analysis
the data was inputted into MS Excel 2023 (Muharam, 2023).The numerical values ranging
from 1 to 5 on a Likert scale were assigned to remaining items.

The ten measures devised by Brown et al. (2005) are employed to evaluate EL and ascertain
the level of agreement among respondents, as stated by Suryadi et al. (2023). The scale most
commonly employed to assess EL is the one that is most frequently utilized. Here are a few
instances: My supervisor conducts themselves ethically in their personal life. According to
Jami et al. (2023), my supervisor actively engages in listening to the opinions and feedback
provided by employees. The Van Dyne and LePine (1998) six-item scale is employed to
evaluate EVB. | provide professional advice regarding work-related matters that impact this
organization. | express my perspective on work-related matters to others, even if my
viewpoint diverges from theirs and encounters disagreement (Sesilia & Purba, 2019).

The assessment of PEM utilization, as suggested by Spreitzer in 1995, is conducted through
a 12-item scale. This measure encompasses dimensions such as Meaning, Impact,
Competence, and Self-Determination, as outlined by B. Sun et al. (2022). The work | am
involved in holds significant personal importance to me. Additionally, the tasks | undertake
at work carry personal significance, as highlighted by Furtado and Sobral (2023). The
concept of Tld was established based on the findings of social psychology studies (Johnson
et al., 1989; Wageman, 1995). There are three items to be measured. Members rely on the
information and expertise of other departments. 2. The successful completion of members'
tasks relies on the cooperation of other members. 3. It was mandatory for members to
collectively make significant decisions pertaining to the project.

Utilizing a data analysis approach, the study explores whether PEM acts as a positive
mediator in the correlation between EL and EVB. The analysis is executed through the
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application of SPSS software and Hayes' PROCESS macro, as elucidated by Sesilia and
Purba (2019).The study employed demographic frequency as a measure to assess reliability
using Cronbach Alpha (Zhu et al., 2022). The mean and standard deviation of a descriptive
statistic were also calculated. The Pearson Correlation can be employed to determine the
association between the measured variables, as indicated by Lee et al. (2021).

Results

The participant count consists of 312 individuals, with 170 (55.8%) being men and 138
(44.2%) being women. Nine participants, accounting for 2.9% of the study's sample,
expressed a desire to maintain anonymity. Upon examining the participants age distribution,
it was found that 16 participants (5.1%) were below 25 years old, 132 participants (42.3%)
were between 25 and 35 years old and 14 participants (4.5%) were between 45 and 60 years
old.

A total of 124 individuals were employed in the Service sector, with 39.7% working in the
Government sector and 60.3% working in the private sector. Within category 43, there were
43 permanent participants (13.8%), 193 contract participants (61.9%), 68 participants on a
lump sum package (21.8%), and 8 temporary participants (2.6%). Among the employee
categories, there were 67 participants distributed as follows: 1 to 5 grades (21.5%), 5 to 10
grades (55.8%), 10 to 16 grades (19.2%), and 16 to 20 grades (3.5%). Regarding job
experience in the service sector, out of the 41 participants, 13.5% have experience less than
5 years, 47.4% have between 5 to 10 years of experience, 34.6% have between 10 to 20 years
of experience, and 4.8% have more than 20 years of experience.

Reliability

A scale's or a collection of questionnaire items' dependability and internal consistency are
typically evaluated through a process called reliability analysis. This is frequently carried out
to guarantee that the instrument used for measurement consistently assesses the identical
underlying construct. A commonly used measure for assessing internal consistency in SPSS
is Cronbach's alpha (George & Mallery, 2018). A Cronbach alpha value of at least 0.7 is
typically required for a scale to be considered reliable. However, based on the unique setting
and subject of study, the threshold may vary. An abnormally low Cronbach alpha value may
indicate that some elements on your scale are not contributing enough to the internal
consistency and may need to be changed or removed. However, based on the unique setting
and subject of study, the threshold may vary (Melchers & Beck, 2018).
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Table 1 Reliability analysis

Variables Cronbach alpha
EL 0.69
EVB 0.72
PEM 0.71
TI 0.74

Based on the study's findings, the Cronbach's alpha values range from 0.69 to 0.74, indicating
reliability so satisfactory.

Correlation

Table 2 Correlation analysis

EL EVB PEM Task independence
EL 1
Employee voice behavior .460** 1
PEM S571** 483** 1
Tid A32%*  278**  AL17** 1

TId and EL exhibit a significant correlation of 0.460**. Consequently, there exists a positive
correlation between EVB and EL. There is a strong and statistically significant correlation of
0.571** between PEM and EL, with a two-tailed test. There is strong confidence in the results
because this correlation is significant at the 0.01 level. This implies that there is a positive
and strong correlation between PEM and EL. The correlation coefficient of 0.432** between
Tld and EL reveals a significantly positive relationship. Additionally, there is a positive
correlation (r = 0.483, p < 0.01) observed between EVB and PEM, highlighting a direct
association between the two. The correlation coefficient of 0.278** between EVB and Tld
indicates a moderately weak positive relationship (Jami et al., 2023). Moreover, the
correlation coefficient of 0.417** between PEM and TId implies a moderately positive
association between these variables (B. Sun et al., 2022).The statistical significance of the
correlations between the variables of Tld, PEM, EVB, and EL at the 0.01 level underscores
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the importance of these associations. A positive correlation coefficient suggests that both
variables have a tendency to increase together.

Regression

The square of correlation coefficient (r) is known as coefficient of determination. It ranges
from 0 to 1.(Jami et al., 2023).

Table 3 Regression coefficient of determination

Adjusted R
Model R R Square  Square Std. Error of the Estimate
1 .460a 211 .209 1.51988

The extent to which the independent variable(s) explain the variability in the dependent
variable is assessed by R-squared (R"2). The independent variable(s) in the model yield an
R-squared value of 0.211, signifying that they account for 21.1% of the variation in the
dependent variable. A value of 1 on a scale from 0 to 1 indicates that the independent
variable(s) explain all of the variance. Adjusted R-squared, a modified version that considers
the number of independent variables, provides a more accurate assessment of the model's fit
to the data, and in this case, the value is precisely 0.209. This figure quantifies the standard
deviation of the residuals, measuring the disparities between the actual and predicted values
of the dependent variable. It reflects the predictive efficacy of the model on the dependent
variable, denoted as '1.51988."

ANOVA
Table 4 ANVOA
Sum of Squares Df Mean Square F Sig.
Regression 191.842 1 191.842 83.048 .000
Residual 716.107 312 2.312
Total 907.949 311

a. Dependent Variable: EVB
b. Predictors: (Constant), EL
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In the ANOVA analysis, the dependent variable is EVB, with EL as the predictor. The
independent variables include a constant (intercept) and EL. The regression row provides
information on the variation explained by the fitted model, with a degree of freedom (DF)
for the regression model of 1 and a sum of squares of 191.842. The mean square of the
regression model is also 191.842, and the F-statistic, indicating the overall significance of
the model, is 83.048.

A high F-value and a low p-value, as observed in the table, indicate the model's statistical
significance. The p-value associated with the F-statistic is 0.000b, affirming the statistical
significance with F = 83.048 and Sig = 0.000, which is typically considered less than 0.05.
The residual row provides insights into the unaccounted variation or error term, with a sum
of squares for residuals at 716.107 and degrees of freedom (DF) for residuals at 312. The
mean square for the residuals is 2.312.

The total row in the ANOVA table displays the cumulative variance of the dependent
variable, with a total sum of squares at 907.949 and degrees of freedom for the overall
variation at 311. The ANOVA table evaluates the statistical significance of the regression
model as a whole, using the Regression row and Residual row. The low p-value for the
regression model indicates its ability to significantly explain the variability in the dependent
variable "EVB" in a statistically meaningful manner.

Regression Coefficients

The coefficients serve to quantify the direction and magnitude of these interactions. The
interpretation of these coefficients depends on the specific regression model employed
(Mubarak et al., 2022).

Table 5 Coefficients

Unstandardized Coefficients  Standardized Coefficients t Sig.
B Std. Error Beta
(Constant) 5.085 0.744 6.833 0.000
EL 0.328 0.036 0.46 9.113 0.000
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The EVB has a coefficient of 0.328 for the independent variable "EL," and a coefficient of
5.085 for the constant (intercept). A t-value represents the standard errors of the coefficient
estimation relative to zero. A statistically significant correlation between the independent and
dependent variables is shown by a higher t-value. The constant's t-value is 6.833.The
independent variable, EL, has a t-value of 9.113.The p-value corresponding to each
coefficient. These are the p-values corresponding to each of the coefficients. The statistical
significance of the coefficient is indicated by the p-value.

The coefficients exhibit extremely low p-values, denoted by *.000," which generally implies
their statistical significance. The dependent variable in this regression analysis is EVB, as
stated in this section. This study aims to provide information regarding the strength and
significance of the relationship between the independent variable, EL, and the dependent
variable, EVB. The p-value for each of the coefficients will be presented to assess the
statistical significance of the relationship. The p-value indicates whether the coefficient is
statistically significant.

Mediation and Moderation Analysis

Mediation analysis is a method used to ascertain whether the relationship between the
independent variable and dependent variable is influenced or explained by the presence and
impact of an intermediate variable. Using the SPSS software (Model 4).

Mediation function of PEM (Pemp) between EVB and EL

Model: 4
Y:EVB
X EL
M: PEM

Table 6 Mediation analysis

Impacts R squared Coefficients P value
EL on PEM 0.3258 0.7206 0.000
PEMonEVB  0.2837 0.1849 0.000
ELon EVB 0.4597 0.3275 0.000
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The results of this mediation study demonstrate a robust relationship between three important
variables: EL, PEM, and EVB.

The analysis shows a significant impact of EL on psychological empowerment, as evidenced
by the R squared value of 0.3258. This suggests that EL accounts for 32.58% of the
variability observed in Psychological empowerment. Based on the coefficient of 0.7206,
there is a positive relationship between EL and Psychological empowerment. Specifically,
for every unit increase in EL, psychological empowerment increases by approximately
0.7206 units. This relationship is statistically significant with a p-value of 0.000, indicating
a strong association. Furthermore, there is evidence indicating that psychological
empowerment has a substantial impact on EVB, as demonstrated by a R squared value of
0.2837. The coefficient of 0.1849 signifies that there is a projected increase of approximately
0.1849 units in EVB for every unit increase in psychological empowerment. The association
is highly significant, as indicated by the p-value of 0.000. Ultimately, there is a strong
correlation observed in assessing the overall influence of EL on EVB, encompassing both
the direct impact and the indirect consequence through Psychological empowerment. The EL
has a total impact of 0.3275, indicating that a one-unit increase in EL is associated with a
corresponding increase of approximately 0.3275 units in EVB. The overall impact exhibits a
p-value of 0.000, indicating a high level of statistical significance.

Based on the evidence, EL has a substantial influence on Psychological empowerment, which
subsequently affects EVB. In addition, when taking into account both the direct and indirect
routes; EL continues to have a significant influence on EVB. The results demonstrate a
significant indirect effect of EL on EVB through the mediator Psychological Empowerment,
indicating a substantial level of mediation. Furthermore, EL has a substantial and direct
impact on EVB (Pacheco & Coello-Montecel, 2023).

The table presents the results of the moderation analysis, confirming the moderation effect
and supporting the hypothesis, as indicated by the P value of less than 0.05 (0.0005).

Moderation Analysis

Previous research has shown that the level of TId has an impact on the relationship between
Psychological empowerment and EVB. TI refers to the degree to which tasks are
interconnected. Increased Tld necessitates heightened collaboration and interaction among
employees in order to successfully accomplish their respective job responsibilities. The
relationship between Psychological empowerment and EVB is influenced by this factor (Lee
et al., 2015). There is an expectation that there would be a more pronounced and favorable
relationship between EVB and psychological empowerment. According to Pitafi et al.
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(2018), employees who work in teams or jobs that rely heavily on each other are more
inclined to participate in EVB when they feel psychologically empowered.

Table 7 Moderation analysis

Coeff. se t p LLCI ULCI
Constant -2.4819 21624 -1.1477 0.2520 -6.7369 1.7731
Psychological E 0.5862 0.0996 5.8823 0.0000 0.3901 0.7822
Task | 15383 0.3970 3.8752 0.0001 0.7572 2.3194
Int_1 -0.0618 0.0175 -3.5298 0.0005 -0.0963 -0.0274

Discussion

This study uncovers that ethical leaders actively promote transparent and honest
communication, prioritizing their employees and valuing their perspectives, granting them
the freedom to express their thoughts (Saha et al., 2020). The presence of EL often
correlates with increased levels of employee engagement and motivation. Employees
demonstrate heightened dedication to the organization's objectives and principles,
encouraging them to contribute insights (Nguyen et al., 2021). Ethical leaders' decisions are
perceived as just and equitable, fostering a greater willingness among workers to express
opinions or objections. When employees trust their leaders' ethical conduct and fair
treatment, they feel more comfortable sharing ideas and concerns (Kim & Beehr, 2021).

Ethical leaders establish an environment characterized by trust and psychological safety,
aiming to investigate their impact on EVB in small business enterprises (SBEs) (Jha, 2019).
The study also explores the mediating and moderating effects of Tld and Psychological
Empowerment. A strong correlation of 0.460** exists between EVB and EL, indicating a
moderately positive correlation. Additionally, there is a correlation coefficient of 0.571**
between psychological empowerment and EL, signifying a robust and positive correlation.

The correlation coefficient of 0.432** between Tld and EL suggests a moderately positive
relationship. The correlation coefficient between EVB and Psychological Empowerment is
0.483**, indicating a moderate positive association. Statistically significant correlations at
the 0.01 level are observed among Tld, Psychological Empowerment, EVB, and EL,
highlighting significant associations among these variables. The positive correlation
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coefficients suggest a tendency for both variables to increase simultaneously, benefiting
both the organization and its personnel.

EVB, fostering innovation, identifying areas for improvement, and facilitating problem-
solving, is crucial for organizational success. Organizations with a robust culture of EL and
transparent communication are more likely to achieve long-term success. Psychological
empowerment serves as a mediator in explaining the impact of EL on EVB, particularly
pronounced in high-task-interdependence contexts. The study demonstrates that the
relationship between EL and Psychological Empowerment is influenced by TId. The role of
Eemp is examined as a mediator in this relationship. A coefficient with a positive value, such
as 0.460, signifies that these elements play a role in enhancing the effectiveness of EL in
fostering EVB. Ghalavi and Nastiezaie (2020) found that Eemp has a substantial impact on
the relationship between EL and EVB, as indicated by the coefficient. Employees are more
inclined to actively communicate their thoughts, provide feedback, and raise concerns within
the organization when they perceive their leaders as ethical role models and experience
psychological empowerment. Psychological empowerment acts as a mediator between EL
and EVB, with a positive correlation of 0.70, indicating a significant relationship. Cronbach
alpha values of 0.7 or higher indicate a satisfactory level of internal consistency among the
items associated with each variable, making them suitable for research purposes. The
Cronbach alpha values for EL, Eemp, and EVB indicate a suggested level of internal
consistency, ranging between 0.69 and 0.72. The variable of TId exhibits the highest level of
internal consistency, as indicated by a Cronbach alpha coefficient of 0.74. This link is
mediated by Eemp. As the level of EL rises, the likelihood of employees expressing their
opinions and ideas increases. Additionally, the relationship between PEM and EVB is
positively influenced by TI, as evidenced by the coefficient of 0.5064. When there is a high
level of TI, PEM is more effective in promoting EVB. The effect is beneficial. The study
found a positive correlation between EL and EVB. As the level of EL increases, EVB also
tends to increase (Ghalavi & Nastiezaie, 2020).

Managerial Implication

Leaders should cultivate a culture that encourages the dialogue openly and the exchange the
ideas and concerns. Compensate and recognize employees for their contributions and
innovative ideas. In order to ensure that staff members' opinions are valued and
acknowledged, it is advisable to instruct them in effective communication and conflict
resolution strategies (Aqgad et al., 2019). Tl refers to the degree to which workers rely on
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each other to carry out tasks. It indicates that the level of interdependence between tasks may
influence the connection between EL and the behavior of employees expressing their
opinions. Managers must take into account the level of Tld within teams (Le Blanc et al.,
2021). The presence of a high level of Tld may require increased collaboration and
communication, highlighting the significance of EL and EVB. According to Alkhadra et al.
(2022), EL plays a vital role in promoting EVB. Tld has an impact on the relationship, and
psychological empowerment plays a role in managing it. Managers should promote
transparent communication, adjust to the level of TId within their teams, and foster PEM to
facilitate and enhance EVB. This will enhance the establishment of a workplace that adheres
to ethical principles and is highly functional (Islam et al., 2023).

Limitations and Future Directions

Individuals possess varying ethical standards, thus what one leader deems as ethical conduct
may not align with the perspective of another. Ensuring universal adherence to the same
ethical principles within the organization may prove challenging due to the inherent
subjectivity of the matter. Making ethical decisions can be a time-consuming and labor-
intensive process. Leaders may experience pressure to make prompt decisions in dynamic
corporate environments, potentially constraining their capacity to thoroughly evaluate ethical
ramifications. Voicing concerns about workplace issues may instill apprehension in
employees due to the potential for reprisal or other adverse consequences. The presence of
fear can hinder individuals from engaging in EVB, thereby diminishing the effectiveness of
this strategy in successfully implementing employee voice capability. Some business cultures
may have a structural impediment that discourages the act of raising concerns or expressing
disagreement. Concerns may arise among employees who voice their opinions regarding
workplace matters due to potential repercussions or adverse consequences. The efficacy of
the mediator may be constrained due to inherent variations in individuals' openness and
differing levels of empowerment. Sustaining high levels of psychological empowerment can
be demanding and resource-intensive due to the need for ongoing support and effort.
Organizations and leaders should acknowledge these limitations and make efforts to surpass
them. In order to address these limitations and effectively manage potential challenges, it is
crucial to incorporate EL, EVB, and psychological empowerment into a comprehensive plan
aimed at establishing a work environment that is both ethical and transparent, while also
promoting employee empowerment.

In future studies, employing a qualitative approach such as interviews could provide a deeper
understanding of the subjects' perspectives, although the present study used a questionnaire
to collect data (Patterson et al., 2022). While the 312 sample size employed in this study was
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suitable, future studies could benefit from using larger sample sizes to enhance the
generalizability of the findings. Given that the study focused exclusively on the high-stress
Small Business Enterprises Sector, where EL is expected to be prevalent, it is crucial to
thoroughly contemplate the implications of the findings. Future research should employ the
same study methodology to include other geographical and national sectors, as this may yield
diverse ranking results (Oladinrin et al., 2023). Although the study has achieved success, it
IS important to note that it has certain limitations. One limitation is that the data was collected
using convenience sampling, which means that it may not be representative of the entire
population. In future research, it would be beneficial to gather information from individuals
in various regions of the country who express their emotions and follow different EL
principles. This would enable researchers to make more informed decisions regarding
psychological empowerment and how job interdependence affects EVB (Munawar et al.,
2023). Subsequent studies could investigate novel Leadership frameworks that integrate
principles of EL. Future research suggests that incorporating additional moderators, such as
employee or consumer feedback, can influence the positive or negative outcomes of company
sales and purchases.

Conclusion

Although there has been progress in EL research, further advancements are necessary due to
the importance of EL for organizations. Based on the latest research, the expression of
opinions and ideas by employees plays a vital role in influencing the expression of opinions
and ideas by their subordinates. These findings could have a significant impact on companies
that rely heavily on knowledge, such as those in the public and private sectors. Our research
identifies a specific vocal behavior that can be enhanced through the use of EL techniques,
with Psychological Empowerment playing a crucial role as a mediator. Implementing EL
establishes a pathway for enhancing subordinates' perceptions of empowerment, which can
motivate followers to assume additional responsibilities beyond their assigned roles, such as
expressing their opinions. The moderating function of Tld necessitates that managers and
leaders priorities voice behavior. Through the demonstration of EL, leaders have the ability
to enhance their followers' feelings of empowerment and motivate them to assume additional
responsibilities beyond their assigned roles, such as expressing their opinions. To promote
EVB among followers, one must focus on the nature of their interactions with subordinates,
as dictated by the moderating function of Tld. Research findings indicate that EL serves as a
catalyst for encouraging followers to actively participate in EVB. The robust correlation
between EL and EVB can be further elucidated by the presence of EL and PEM, which
conveys to subordinates a sense of security and efficacy in expressing their opinions.
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