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ABSTRACT  
Purpose - The aim of this search is to examine the effects of ethical climate and communication climate on the relationship between 
ethical leadership and employee voice behavior regarding communication perspective. Habermas’ theory of communicative action is 
mainly used to explain the relationships. 
Methodology - Survey method is used to test the hypothesized effects in the proposed model. 514 personnel and supervisors from the 
industries of public services, technology, government, educational services and manufacturing are surveyed. Survey results are analyzed by 
structural equation modelling. 
Findings - As a result of the research, all hypothesized relationships in the proposed model are supported revealing that ethical leadership 
is related to employee voice behavior and this relationship is partially mediated by both communication climate and ethical climate.  
Conclusion - Working with an ethical leader in an environment perceived as having an effective ethical and communication climate fosters 
voice of employees, which, in turn, causes to the company to get the benefits of having higher voice of employees. 
 

Keywords: Ethical climate, ethical leadership, communication climate, employee voice, mediator role of communication climate. 
JEL Codes: M14, M19, D23 
 

 

1. INTRODUCTION   

Significant researches on ethical leadership has already performed (Brown et al., 2005, Walumbwa and Schaubreck 2009, 
Piccolo et al., 2010; Walumbwa et al., 2011; Avey et al., 2011; Walumbwa et al., 2012; Mayer et. al, 2012). However, 
communication dimension of ethical leadership which is a part of the definition is generally neglected. Whereas ethical 
leadership with strong communication climate is obvious to be more effective on the facilities of which ethical leadership 
provides because definition has already implied the communication dimension. Therefore, this study explores the 
relationship between ethical constructs and communication constructs empirically. While doing this, it is benefitted from 
Habermas’ theory of communicative action. In his theory of communicative rationality, Habermas put conditions a rational 
discussion should meet. “All potential speakers are allowed equal participation in a discourse, everyone is allowed to 
question any claims or assertions made by anyone, introduce any assertion or claim into the discourse or express their own 
attitudes, desires, or needs. No one should be prevented by internal or external, overt or covert coercion from exercising 
the above rights”. In other words, rational argumentation should occur through open debate that is free from the 
constraints of power and politics. The participants of discourse put forward good, potent reasons for the viewpoints they 
had so that they can justify their claims by referencing to normative contexts. These are inevitable presuppositions of 
rational argument (Habermas, 1996). If someone participate an argument without accepting the cited rules above does 
either behave strategically or commit a performative contradiction (Mingers and Walsham, 2010). On Habermas’s scheme 
social action is either communicative or strategic. According to Habermas (1984), while strategic action aims to influence 
the decisions of a rational opponent, the goal of communicative action is to reach consensus. Habermas distinguishes open 
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and concealed strategic actions. If all participants behave strategically, then they are in open strategic action. If at least one 
participant believes that all sides are acting communicatively, then they are in concealed strategic action (Baxter, 1987). 
Communicative action is that “the agents involved are coordinated not through egocentric calculation of success but 
through acts of reaching understanding” (Habermas, 1984). Communication, according to theory, is about the building of 
understanding and negotiation about shared activities. 

Code of conducts can be obsolete in time and become far away from reflecting the real norm and values (i.e., Trevino and 
Brown, 2004; Dobson, 2003). In our daily life that uncovered by codes of conducts or rules or ethical programs or that is 
novel and unexpected ethical issues may occur. We suggest that static code of conducts and ethics programs and static 
structures and constructs (i.e., rules, ethical approaches, behavioral expectations, etc.) are not enough to prevent 
detrimental behaviors in a continuously changing world. Dynamic structures are needed to prevent such detrimental 
behaviors. Communication rationality provides us this dynamism by which only normative thing is the process itself 
(Benhabib, 1986) changing Kantian individual nature of categorical imperative to collective imperative by rearticulating it to 
assure the expression of a general will and by providing the rule of argumentation. As can be viewed as a principle of 
argumentation, Habermas’ moral theory is based on the principle of discourse ethics. If all participants in a discourse 
approve the claim, then claim becomes valid. In this regard, for instance, committees providing open discourse and guided 
by a communicative action orientation may account as dynamic structures. In this dynamic structures, voice of any working 
person can be heard. Ethical leader can play moral agent and moral leader roles. While every participant has equal chance 
to voice to agree upon and uphold norms and new values, characteristics of moral agent is at the foreground. When a 
leader or pursuing predefined goals is needed, characteristics of leader is at the foreground. When facilitation is needed for 
the conditions of communicative action or guidance of participants to reach common understanding, characteristics of 
moral leader is at the foreground. (Brown et al. (2005) has put forward the moral person and the moral leader concepts for 
the definition of ethical leadership). 

Regarding communicative aspect, the study is analysed whether ethical leadership has an effect on employee voice 
behavior and whether communication climate and ethical climate mediates this effect. The study begins with a literature 
review explaining theoretical backgrounds of the hypothesized model. Then, sample, data collection and information about 
the measures are given. After that, the analyses and results are presented and lastly the findings are discussed and the 
implications of these findings with limititations and future directions are provided. 

2. LITERATURE REVIEW 

2.1. Employee Voice 

Employee voice includes such actions writing memos, sending e-mails as well as expressing orally. In order to be defined as 
employee voice, voice should be communicated openly, be pertinent to organization, and be focus on to improve the 
situation and be received by someone in the organization (Maynes and Podsakoff, 2013). 

The concept can be divided as promotive and prohibitive voice behaviors (Bai et al., 2016) as well as supportive, 
constructive, defensive and destructive voice behaviors (Maynes and Podsakoff, 2013). In this search, we follow LePine and 
Van Dyne promotive (or constructive) voice behavior definition as a “form of organizational citizenship behavior that 
involves constructive communication intended to improve the situation” (Van Dyne and LePine, 1998). Employee voice is 
defined as a form of voluntarily behavior that communicating constructive ideas, comments, suggestions and questions 
(Van Dyne, Ang and Botero, 2003; Bai et al., 2016). That is, voice specifically focuses on the communication act rather than 
on other behaviors (Ng and Fedelman, 2012). This construct is specifically selected considering communicative approach.  

Another important aspect of definition is discretionary form of the definition. Employees do it not because of force or fear 
but they want to improve organizational functioning (Van Dyne and Le Pine 1998). 

Another important aspect is participation. Employee voice behavior is different from the construct of participation in 
decision making, because, with voice, employee initiate communications with superiors themselves (Ng and Fedelman, 
2012). Thus, we differ employee voice and participation and we see employee voice as an important part of participation 
and we believe that “without voice there can be no enactment of participation” (Glew, O’Leary-Kelly, Griffin, and van Fleet, 
1995).  

Employee voice behavior causes improved performance (Wilkinson et al., 2004), makes organizations learns more about 
their mistakes and weaknesses helping them prevent financial loses (Avey et al., 2012, Detert and Burris, 2007, Grant and 
Rothbard, 2013). Also, it causes improved motivation, commitment and team working. It facilitates two-way direct 
communication between management and employees. (Willman et al., 2006). It also causes job satisfaction and less intent 
to quit (Koyuncu et al., 2013). It plays an essential role in organization success especially during challenging times (Van Dyne 
and Le Pine, 1998). It has been expressed as a crucial driver of high-quality decisions and success of the organization 
(Morrison and Milliken, 2000). As well, it is considered to be helpful for the early determination of serious problems (Detert 
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and Burris, 2007). Increased loyalty and commitment are another beneficial results of enabling voice in workplace 
(Wilkinson et al., 2018, Farndale et al., 2011). 

2.2. Ethical Leadership and Employee Voice 

The significant impact of ethical leadership on employee voice behavior has supported by researchers (Brown, et al., 2005; 
Walumbwa and Schaubroeck, 2009, Avey et al., 2011; Qi and Ming-Xia, 2014; Wang et al., 2015; Wang et al.,2015; Bai et al., 
2016; Yuan et al., 2017). Researchers based their empirical findings on social learning process (Walumbwa, Morrison and 
Christensen, 2012) and social identification process (Zhu et al., 2015). Avey et al. (2012) give another mechanism to explain 
the relationship, ’social support and structure’. “Ethical leaders tend to listen to employee concerns and be trusted to a 
greater degree (Brown et al., 2005), thus providing conditions and support for employee to speak up more often”. 
Walumbwa and Schaubroeck (2009) suggest that, showing high moral standards ethical leaders inspire managers to voice 
their opinions and suggestions. Zhu et al. (2015) states that ethical leaders, by their behaviors and decisions, inspire 
employees to demonstrate employee voice behaviors. They found that ethical leadership is positively related to voice 
behavior. De Hoogh and Den Hartog (2008) states that ethical leaders facilitates employee voice behavior by encouraging 
employees to express their opinions and by being eager to listen their concerns. If employees believe that they are provided 
with a fair and highly moral environment, they are more likely to speak up like their leader as they learn (Brown et al. 2005). 

Wang et al. (2015) states that literature explains the relationship by 4 basic statements. First, ethical leaders, by taking into 
consideration of employees’ thoughts and feelings, are perceived as a person who is interested in employees’ opinions, 
consequently, they encourage employees to voice suggestions. (Brown et al., 2005; Avey, et al., 2012). Second, establishing 
appropriate employee conduct and emphasizing the importance of ethical behavior, leaders become role models for 
employees and encourages them to give voice (Walumbwa and Schaubroeck, 2009; Avey, et al., 2012; Walumbwa, et al., 
2012). Third, with open and truthful interaction with employees, ethical leaders build interpersonal trust between 
employees and them, thereby causing more voice up (Brown et al., 2005; Walumbwa and Schaubroeck, 2009). Fourth, 
proclaiming the importance of voice and strengthening voice legitimacy and improving the environment by which employee 
voice can foster, ethical leaders provide a climate in which employees feel that voicing their opinions is both safe and 
meaningful (Avey, et al., 2012 ; Klaas, Olson-Buchanan, and Ward, 2012 ). 

Regarding communicative action; leaders will try to provide right conditions for communicative rationality and they guide 
the argumentation toward reaching understanding. While engaging such an act, they can “draw on different forms of 
participative decision-making” (Patzer et al., 2018). As we already outlined, decision-making is strongly related with 
employee voice. Thus we expect that ethical leadership has relationship with employee voice and we propose the following 
hypothesis: 

H1: Ethical leadership is positively related to employee voice behavior. 

2.3. Ethical Leadership and Ethical Climate 

Ethical climate is defined by Victor and Cullen (1988) as “shared perceptions of what correct behavior is and how ethical 
issues will be dealt with” and by Schneider (1975) as “stable, psychologically meaningful, shared perceptions employees 
hold concerning ethical procedures and policies existing in their organizations”. The concept of ethical climate is shaped by 
external factors which can affect the perceptions of employees. 

Mulki et al. (2009) uses “Path-Goal Theory” to explain the relationship between ethical leadership and ethical climate. Alike, 
Mayer et al. (2010) use social learning theory of Bandura (1977, 1986) to explain the relationship. While exploring the role 
of ethical leadership on ethical climate, Groejan et al. (2004) uses the concept of ‘values’. Schminke et al. (2005) also uses 
the concept of ‘values’ reporting that Trevino et al. (2000) discussed the importance of a leader’s character for ethical 
leadership and stating that ‘values’ “are the glue that holds things together and they must be conveyed from the top of the 
organization”. Explaining the relationship, Schminke et al. (2005) bases their theoretical approach on the various factors like 
role modeling, rewards, selection and communication. 

Signaling to employees the existence of formal procedures and perceptions and showing the correct behaviors which are 
expected, encouraged and valued and following procedures and perceptions and implementing reward and punishment 
systems, ethical leaders will probably be the cause of which employees get stronger ethical climate perception in 
organizations. Therefore we propose the following hypothesis:  

H2: Ethical leadership is positively related to ethical climate. 

2.4. Ethical Leadership and Communication Climate 

Ethical leadership definition has inherently includes communication. On the other hand, communication climate is related 
to communication satisfaction within organization. And “employees tend to think of climate when they respond to general 



Research Journal of Business and Management -RJBM (2019), Vol.6(1). p.9-23                                       Yagmur, Elci 

__________________________________________________________________________________ 
DOI: 10.17261/Pressacademia.2019.1018                                   12 
 

questions about communication” (Downs and Hazen, 1977) meaning that communication climate is evidence of 
communication. Therefore, communication climate should be in relation with any construct regarding communication. 

Another explanation is about moral leader and moral agent role of ethical leaders (Trevino et al., 2006) and communicative 
rationality process. According to Habermas (1996)’ communicative rationality process, the basic conditions for an ideal 
discourse entails that “all affected parties could participate in the discourse” and that “there should be a power-free 
medium for all participants”. The role of ethical leader under the circumstances is moral agent which provides the 
necessitate conditions for the discourse and facilitates the discourse for shared base of norms and values. But, despite the 
qualifications, Habermas classifies power as control or steering medium (Baxter, 1987), so there should be a moral leader to 
prevent the use of power which can be used to manipulate discourse conditions. Moreover, according to communicative 
rationality process depending on the situations and their intentions, participants can “switch between strategic and 
communicative action” (Habermas, 1984). There should be a moral leader to prevent such a switch.  

Another explanation to influence of ethical leadership on communication climate is based on Patzer et al. (2018)’ approach. 
According to their approaches, Habermas points out the difference between two main domains of modern social life, the 
“life-world” and the “system-world”. Lifeworld is the back ground of ordinary life, mainly private, relatively prejudiced, 
moderately guileless and essential to our satisfaction as human beings. System-world is composed of formal structures, 
such as governments, corporations. Individuals in system world have official roles and defined goals and they seek to realize 
these goals (Levine, 2017). In the lifeworld, the aim of interaction is mainly communicative while in systems world it is 
mainly strategic. (Patzer Voetglin, 2018). So there should be a person who makes the balance between these two worlds. 
Ethical leadership gives the definition of moral leader ad moral agent. While moral leader handles system-world by 
behaving like a leader in classical definition and by role modelling for the others to pursue organizational predefined goals, 
moral agent tries to communicate with followers in the lifeworld to reach ideal communication medium by expressing 
communicative behavior. Therefore we propose the following hypothesis: 

H3: Ethical Leadership is positively related to communication climate. 

2.5. Communication Climate and Employee Voice Behavior 

Communication climate can be defined as the mood of relationships between people who work or live together and 
includes only communicative elements of a work environment (Guzley, 1992).  

Participation is one construct to use to explain the relationship. One of important dimensions related with communication 
climate is perceived participation in decision making (feeling of having a voice in decision). Communication climate consist 
of participative decision making (Redding, 1972) and as already stated, without voice there can be no enactment of 
participation (Glew et al., 1995). Consequently, an interaction is inevitable. 

Trust is another construct to use to explain the relationship. Trust is the glue of the relationship between communication 
climate and employee voice behavior. For avoiding distrust, communication climate is needed (Appelbaum et al, 2000); as a 
type of extra- role behavior (Van Dyne and LePine, 1998), employee voice entails mutual trust. Thus we put forward that 
positive communication climate increase employee voice and that hypothesis: 

H4: Communication climate is positively related to employee voice behavior. 

2.6. Ethical Climate and Employee Voice Behavior 

The relationship between ethical climate and employee voice behavior has already been proven by researchers (Victor and 
Cullen, 1988; Trevino and Youngblood, 1990; Gaertner, 1992; Weber, 1992, 1993; Wimbush, 1993; Cohen, 1993a; Newman, 
1993; Trevino and McCabe, 1994; Paine, 1994; Wimbush and Shepherd, 1994). This relationship is also empirically proved 
by Wang and Zhao (2016) while in their studies they explore the relationship between ethical climate and organization 
silence. Drawing on team-level social learning perspective, Bai et al. (2016) proved that ethical leadership will foster ethical 
climate causing employee voice behaviors. Furthermore, Gok et al. (2018) support that ethical climate affects employee 
voice behavior positively. 

Employee voice behavior is a voluntary act. It has discretionary nature. Because of this, employee’s voice is “largely depend 
upon whether the surrounding environment is in favor of speaking up” (Bai et. al., 2016). On the other hand ethical climate 
encourages employees to act and make decisions (Wang and Hsieh, 2013). So an interaction is inevitable. Another 
explanation may depend on trust. Providing highly moral standards ethical climate supports trust and we already outlined 
before employee voice entails mutual trust. Therefore we propose the following hypothesis: 

H5: Ethical climate is positively related to employee voice behavior. 
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Ethical Leadership

Ethical Climate

Communication Climate

Employee Voice

H3

H2 H5

H4

H1

2.7. Mediating Roles of Ethical Climate and Communication Climate  

Mayer et al. (2010), suggest that “the mediating role of climates is implicit in the early conceptualization of organizational 
climate” referring to studies of Litwin and Stringer (1968), Campbell et al. (1970), Schneider (1983) and Hofmann and 
Stetzer (1998); Schminke et al. (2005); Zohar and Luria (2005) which examines the relationship between organizational 
climates with relevant outcomes Thus, mediator role of communication and ethical climate is expected. So we propose the 
following hypothesis: 

H6: Communication climate and ethical climate mediates the relationship between ethical leadership and employee voice 
behavior. 

Our research model is depicted below as Figure 1.  

Figure 1: Research Model 

 

3. DATA AND METHODOLOGY 

3.1. Participants and Procedure 

Data were collected from the employees of various organizations placed in Istanbul, Kocaeli, and Ankara between 
November 2016 and June 2018. Industry types include public services, technology, government, educational services and 
manufacturing. Total number of responded questionnaires is 514. All participants were guaranteed anonymity during this 
process in the study. We introduced a time lag in our survey to maximize consistency. We gave detailed information taken 
to ensure the confidentiality of our respondents. 

3.2. Measures 

All items were measured on a five point Likert-type scale where 1 = strongly disagree and 5 = strongly agree. Ethical 
leadership was measured using the 10-item ELS scale developed by Brown et al. (2005). Questions of original scale can be 
found at Appendix A.  

Ethical climate was measured using the 7-item ethical climate scale developed by Schwepker et al. (1997) inspired by the 
scale developed by Qualls and Puto (1989). Questions of original scale can be found at Appendix A.  

Communication climate was measured using the 5-item communication climate sub-dimension of communication 
satisfaction questionnaire developed by Downs and Hazen (1977). Questions of original scale can be found at Appendix A.  

Employee voice was measured using the 6-item ethical climate scale developed by Van Dyne and Le Pine (1998). Questions 
of original scale can be found at Appendix A. 

SPSS 21 and IBM SPSS AMOS 21 for Windows programs are used to perform all analyses.  

3.3.Exploratory Factor Analysis 

The varimax rotation technique is applied and explained with 4 factors in this research. These factors are named ethical 
leadership, communication climate, ethical climate, and employee voice. Variables which has factor loading higher than 0.5 
were extracted. Eigenvalue greater than 1 (EVG1) component retention criteria is used to determine the number of factors 
(Iacobucci and Churchill 2010). That one factor was extracted from the six employee voice items is disclosed by factor 
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analysis (see Table 1). 73.35 % of total variance is accounted by factor analysis. Internal consistency is generally measured 
with cronbach alpha. The results showed that the Cronbach Alpha value for each dimension was above 0.8 representing 
satisfactory consistency of the items (see Table 4). The results also showed that the KMO and Bartlett`s test of sampling 
adequacy was significant for each variable were sufficiently (KMO=.965). 

Table 1: Exploratory Factor Analysis Results 

 Ethical Leadership Ethical Climate 
Comm. 
Climate 

Employee Voice 

EthL5 0,788 
   

EthL3 0,777 
   

EthL8 0,765 
   

EthL9 0,757 
   

EthL7 0,749 
   

EthL6 0,743 
   

EthL10 0,721 
   

EthL4 0,7 
   

EthL1 0,685 
   

EthL2 0,672 
   

EthC2 
 

0,8 
  

EthC4 
 

0,783 
  

EthC3 
 

0,781 
  

EthC1 
 

0,755 
  

EthC5 
 

0,736 
  

EthC6 
 

0,66 
  

EthC7 
 

0,613 
  

CSQ-C3 
  

0,813 
 

CSQ-C2 
  

0,756 
 

CSQ-C1 
  

0,694 
 

CSQ-C4 
  

0,668 
 

CSQ-C5 
  

0,633 
 

EmpV5 
   

0,802 

EmpV3 
   

0,799 

EmpV1 
   

0,769 

EmpV6 
   

0,756 

EmpV4 
   

0,703 

 

Extraction Method: Principal Component Analysis.  Rotation Method: Varimax with Kaiser Normalization. 

a Rotation converged in 7 iterations. 

Code and Questions of original scales can be found at Appendix A. 

 

 

 



Research Journal of Business and Management -RJBM (2019), Vol.6(1). p.9-23                                       Yagmur, Elci 

__________________________________________________________________________________ 
DOI: 10.17261/Pressacademia.2019.1018                                   15 
 

3.4. Confirmatory Factor Analysis 

Confirmatory factor analysis was performed to insure the validity of the measurement model. The path diagram of the 
measurement model consists of the four constructs, namely, ethical leadership, ethical climate, communication climate and 
employee voice behavior, and their corresponding multiple indicators (see Figure 2). 

Figure 2: Confirmatory Factor Analysis 
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Multiple fit indexes were used to assess the fit of the model. Specifically, chi-square statistic (χ2), comparative fit index 
(CFI), incremental index of fit (IFI), goodness of fit index (GFI), normed fit index (NFI), and Tucker–Lewis index (TLI) were 
used. The model showed good fit with CFI = 0.948, IFI = 0.948, GFI=0.877, TLI = 0.942, NFI=0.926, RSMEA = 0.064 and 
χ2(195) = 978.831 (see Table 2) 

Table 2: Model Fit Indexes 

Indicator Name Reference 
Measurement 

Model 
Simplified Model (For 
Mediation Analysis) 

χ2  – 978.831 258.013 

χ2/df <5 Bentler (1990) 3.127 2.966 

p value >0.05 Wheaton et al. (1977) 0.00 0.00 

CFI  >0.9 Bentler (1990) 0.952 0.975 

GFI 
>0.9 Schumacker and Lomax (2010) 
>0,8 Doll et al.,1994; Green et al., 2012 

0.887 0.938 

TLI >0.9 Klem (2000) 0.942 0.970 

NFI >0.9 Bentler and Bonett (1980) 0.928 0.963 

RMSEA <0.08 Byrne (2010); Hair et al.(2010) 0.064 0.062 

 

The validity of measurement model is accessed through convergent and discriminant validity. Convergent validity is 
assessed by means of standard factor loading, the average variance extracted (AVE) and composite reliability (CR) (Fornell 
and Lacker, 1981, Hair et al., 2006). The standardized factor loading indicates the association between the variables. 
Standard factor loadings should be over 0.50 (Fornell and Lacker, 1981, Hair et al., 2006). Average variance extracted (AVE) 
shows the average amount of variance in indicator variables that a construct is managed to explain. Average variance 
extracted should be over 0.50 (Fornell and Lacker, 1981, Hair et al., 2006). Composite Reliability is the measure for internal 
consistency of reliability that does not assume equal indicator loadings on the contrary of cronbach alpha. Composite 
reliability should be over 0.60 (Hair et al., 2006).  

Standard factor loadings are above 0.50, the AVE values are above 0.50 and CR (Composite Reliability) values are above 
0.60 (See Table 3 and 4) 

 

Table 3: Composite Reliability (CR), Average Variance Extracted (AVE) and Maximum Shared Variance (MSV) and    
               Correlations between Constructs 
 

  CR AVE MSV 
Employee 

Voice 
Ethical 

Leadership Comm. Climate Ethical Climate 

Employee Voice 0,905 0,656 0,503 0,810 
   Ethical Leadership 0,958 0,715 0,671 0,709 0,846 

  
Comm Climate 0,852 0,538 0,355 0,596 0,646 0,761 

 
Ethical Climate 0,952 0,738 0,671 0,683 0,819 0,556 0,859 

 

Table 4: Validity, Reliability and Internal Consistency 

Construct 
 

Estimate Cronbach α AVE CR 

Ethical Leadership EthL1 0,841 0.962 0.715 0.958 

EthL2 0,81 

EthL3 0,843 

EthL4 0,787 

EthL5 0,862 

EthL6 0,888 

EthL7 0,87 

EthL8 0,884 

EthL9 0,817 

EthL10 0,863 
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Construct 
 

Estimate Cronbach α AVE CR 

Communication Climate CSQCC1 ,760 0,845 0,538 0,852 

CSQCC2 ,743 

CSQCC3 ,811 

CSQCC4 ,772 

CSQCC5 ,826 

Ethical Climate EthC1 ,877 0.953 0.738 0.952 

EthC2 ,889 

EthC3 ,925 

EthC4 ,877 

EthC5 ,856 

EthC6 ,798 

EthC7 ,784 

Employee Voice EmpV1 ,830 0.904 0.656 0.905 

EmpV3 ,794 

EmpV4 ,772 

EmpV5 ,844 

EmpV6 ,748 

The discriminant validity determines whether the constructs in the model are highly correlated among them or not. In this 
study, discriminate validity is assessed by comparing the average value extracted (AVE) with the squared correlation 
between each pair of factors (Fornell and Lacker, 1981) (see Table 3). Another indicator, maximum shared variance can be 
used to determine discriminant validity (Byrne, 2013) by comparing MSV value with AVE (MSV < AVE). Our model support 
this criteria, too (see Table 3). 

3.5 Hypotheses Testing 

After performing exploratory and confirmatory factor analyses and confirming the fit of the measurement model, the 
hypothesized relationships are examined. Figure 3 shows the standardized values. 

Table 2 shows the model fit indexes and Table 5 shows regression weights. According to these results,  

Ethical leadership is positively related to employee voice (standardized β=0.32, CR=4.39), therefore, H1 was supported. 

Ethical leadership is positively related to ethical climate (standardized β =0.82, CR=20.60), therefore, H2 was supported.  

Ethical leadership is positively related to communication climate (standardized β =0.65, CR=12.09), therefore, H3 was 
supported. 

Ethical climate is positively related to employee voice (standardized β =0.29, CR=4.59), therefore, H4 was supported. 

Communication climate is positively related to employee voice (standardized β =0.23, CR=4.55), therefore, H5 was 
supported. 
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Figure 3: Proposed Model’s Path Diagram 

Table 5: Regression Weights 

Path Estimates β SE CR p 

Stand. Non stand.    

Ethical_Climate<---Ethical_Leadership ,820 ,879 ,043 20,600 *** 

Communication_Climate<---Ethical_Leadership ,654 ,385 ,032 12,089 *** 

Employee_Voice<---Ethical_Climate ,294 ,273 ,060 4,586 *** 

Employee_Voice<---Communication_Climate ,229 ,388 ,085 4,555 *** 

Employee_Voice<---Ethical_Leadership ,319 ,318 ,072 4,391 *** 

In order to examine the mediation effect, further analysis was performed. A direct path between ethical leadership and 
employee voice behavior was drawn (Figure 4). The model showed a good fit with χ²/df=2.966, GFI=0.938, AGFI=0.914, 
CFI=0,975, RMSEA=0.062 (see Table 2). A significant positive direct effect of ethical leadership on employee voice behavior 
existed (Standardized β value is 0.71). We compared beta values of the model (β= 0.71) with proposed structural model 
(β=0.32). A partial mediating effect exists if the relationship between independent variable (ethical leadership) and 
dependent variable (employee voice behavior) is reduced in magnitude and becomes less significant (Baron and Kenny, 



Research Journal of Business and Management -RJBM (2019), Vol.6(1). p.9-23                                       Yagmur, Elci 

__________________________________________________________________________________ 
DOI: 10.17261/Pressacademia.2019.1018                                   19 
 

1986). Therefore, ethical climate and communication climate together partially mediates the relationship between ethical 
leadership and employee voice behavior.  

Figure 4: Path Diagram For Mediation Analysis 

Table 6 shows the path analyses results. According to these results 

Direct effect of ethical leadership on employee voice behavior is significant and positive (β = 0.32) 

Direct effect of ethical leadership on ethical climate is significant and positive (β = 0.88) 

Direct effect of ethical climate on employee voice behavior is significant and positive (β = 0.27). Indirect effect for this path 
is (0.88*0.27 = 0.24). 

Direct effect of ethical leadership on communication climate is significant and positive (β = 0.39) 

Direct effect of communication climate on employee voice behavior is significant and positive (β = 0.39). Indirect effect for 
this path is (0.39*0.39 = 0.15). 

Total indirect effect of between ethical leadership and employee behavior is 0.39 (0.24+0.15), providing evidence of ethical 
climate and communication climate’s mediating effect. 

Table 6: Path Analysis Results 

Path Total effect Direct effect Indirect effect 

Ethical leadership→Ethical climate 0.879*** 0.879*** – 

Ethical leadership→Communication climate 0.385*** 0.385*** – 

Ethical leadership→Employee voice behavior 0.71*** 0.32*** 0,39*** 

Ethical climate→Employee voice behavior 0.273*** 0.273*** – 

Comm. climate→Employee voice behavior 0.388*** 0.388*** – 
*** is significant at the 0.01 level (2-tailed). 

4. FINDINGS AND DISCUSSIONS 

Our research examined the relationship between ethical leadership and employee voice behaviors in line with the 
communication perspective and sought to examine the mediation effects of ethical climate and communication climate on 
this relationship. Consistent with our hypotheses we found that ethical leadership is positively related to employee voice 
behavior and communication climate and ethical climate mediates the relationship between ethical leadership and 
employee voice behavior. 

Considering the benefits of having employee voice and ethical leadership and creating strong communicative continuum, 
organizations may seek to train the supervisors to cultivate strong ethical perspective and culture. This yields effective 
ethical mechanisms in which employees know how to respond ethical issues. In this way, the institutionalization of ethics by 
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building ethical boards/committees and making ethics as daily routine will improve ethical perception resulting with 
increase of the prestige and the performance of the company. Researches reveal that more customers prefer to work with 
the companies which have ethical concern. 

4.1. Limitations and Future Directions  

This research has several limitations. Firstly, our sample is composed of individual members of the organizations as the 
respondents who rated online all the questions by themselves. Instead survey can be carried out face to face to reduce the 
questionnaire errors or the misunderstandings. 

Having cross sectional data is another limitation. Longitudinal designs can draw stronger inferences regarding causality. A 
future work could benefit from this.  

Another limitation is that there was no private sector or public services discrimination. A future work may consider this kind 
of discrimination or a similar study can be performed on non-profit organizations. 

Unmeasured variables is another limitation. There could be other mechanisms influencing the relationship between ethical 
leadership and employee voice or the effect of ethical leadership on other constructs. Future search should continue to 
explore these relationships. 

Although this study found strong support for the hypotheses proposed, a weakness is the use of one-dimensional ethical 
climate and one-dimensional ethical leadership constructs. Future researchers are encouraged to use multi-dimensional 
ethical leadership and ethical climate constructs. Future researchers may also expand the constructs used here in order to 
get complete picture. 

A future research may examine the ideal communication medium construct with preparing appropriate scale. This construct 
may give ideal communication medium definition and measure the idealness of medium. Individual and organizational 
performance of economic systems world as well as individual and organizational communicative abilities can be measured 
by this construct. Construct can be inter disciplinary. 

A future research may examine the effect of existing and operating ethical board/committee. In this regard, whether the 
existence of ethical board/committee has an effect of unethical behaviors can also be measured. Moreover, operating 
effectiveness of ethical board/committee is measured by regarding the relationship with ethical leadership and unethical 
behavior. 

Consequently, although the importance of ethical climate and ethical leadership concepts is revealed, organizations do not 
give the deserved credits for them. Theoretical and empirical academic studies will continue to play a critical role to remind 
them the importance of these concepts.  

4.2. Implications 

We found that perceptions of strong communication climate and ethical climates were associated with higher voice of 
employees causing to improved performance (Wilkinson et al., 2004), prevent financial and social losses (Avey et al., 2012, 
Detert and Burris, 2007, Grant and Rothbard, 2013) and improve the quality and innovation of the company’s services and 
products (Morrison and Milliken, 2000). This also implies that the ethical climate and communication climate in an 
organization is subject to at least some degree of control. Thus, if proactive steps are taken to enhance the ethical or 
communication climate, this may increase the effect of ethical leadership creating trustworthy organization causing the 
benefits of this.  

Our results confirm that ethical leadership has an important role to yield employee voice behavior. Therefore, ethical 
leadership may be considered a model guiding managers. Ethical programs and ethical training should be considered to 
foster ethical leadership acts. The issues dealt with the questions of ethical leadership scale can help managers shape their 
behaviors.  

Our search emphasizes that high ethical working environment is beneficial to organizations. Managers need to help in 
creating an environment where the ethics supported. 

Our results illustrate that providing open communication channels and interactions enhance employee voice behaviors. 
Employees feel more motivated when they are encouraged to voice up. Participation to the decisions make them feel as a 
part of organization. For this to happen, managers need to provide enough time to spend with them, organization needs to 
provide enough resources to maximize participation so that the employees would be able to show improved performance 
and help prevent financial and social losses. 

 



Research Journal of Business and Management -RJBM (2019), Vol.6(1). p.9-23                                       Yagmur, Elci 

__________________________________________________________________________________ 
DOI: 10.17261/Pressacademia.2019.1018                                   21 
 

5. CONCLUSION 

Habermas’ world is in flux and change. This is similar to changeability of ethical contexts and instability of ethical issues, 
there are always novel ones. The only way to handle them, dynamic structures should be built up. In this way one could be 
able to find a solution. Considering an example ethical committees could be a good candidate. In these committees, 
managers listen and discuss shared norms, values, novel issues, alternatives and if needed, they decide as part of the role of 
moral leader. Committees can be kept alive to reflect daily problems and all employee participation should be provided at 
least representation level. After reaching consensus or understanding, all the employees are informed with the results. Our 
search suggest to strengthen ethical structures not by focusing to create static structure like code of conducts but by 
focusing the development with continuous discourse.   
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APPENDIX A : SCALES 

Ethical Leadership (Brown et al. (2005)) 

EthL1 – My supervisor listens to what employees have to say 

EthL2 - My supervisor disciplines employees who violate ethical standards 

EthL3 - My supervisor conducts his/her personal life in an ethical manner 

EthL4 - My supervisor has the best interests of employees in mind 

EthL5 - My supervisor makes fair and balanced decisions 

EthL6 - My supervisor can be trusted 

EthL7 - My supervisor discusses business ethics or values with employees 

EthL8 - My supervisor sets an example of how to do things the right way in terms of ethics 

EthL9 - My supervisor defines success not just by results but also the way that they are obtained 

EthL10 - When making decisions, My supervisor asks “what is the right thing to do?” 

Ethical Climate (Schwepker et al. (1997)) 

EthC1 - My company has a formal, written code of ethics  

EthC2 - My company strictly enforces a code of ethics  

EthC3 - My company has policies with regards to ethical behavior  

EthC4 - My company strictly enforces policies regarding ethical behavior 

EthC5 - Top management in my company has let it be known in no uncertain terms that ethical behaviors will not be tolerated  

EthC6 - If a sales executive in my company is discovered to have engaged in unethical behavior that results primarily in personal 
gain (rather than corporate gain), she or he will be promptly reprimanded 

EthC7 - If a sales executive in my company is discovered to have engaged in unethical behavior that results in primarily corporate 
gain (rather than personal gain), she or he will be promptly reprimanded 

Communication Climate (Downs and Hazen (1977)) 

CSQ-C1 - Company communication motivates and stimulates an enthusiasm for meeting its goals 

CSQ-C2 - The people in my organization have great ability as communicators 

CSQ-C3 - The company's communication makes me identify with it or feel a vital part of it 

CSQ-C4 - I receive on time the information needed to do my job 

CSQ-C5 - Conflicts are handled appropriately through proper communication channels 

Employee Voice (Van Dyne and Le Pine (1998)) 

EmpV1 - I develop and makes recommendations concerning issues that affect this work group. 

EmpV2 - I speaks up and encourages others in this group to get involved in issues that affect the group. 

EmpV3 - I communicate my opinions about work issues to others in this group even if my opinion is different and others in the 
group disagree with me. 

EmpV4 - I keep well informed about issues where my opinion might be useful to this work group. 

EmpV5 - I get involved in issues that affect the quality of work life here in this group 

EmpV6 - I speak up in this group with ideas for new projects or changes in procedures. 

 

 


