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A B S T R A C T

The focus of this research is to investigate the factors that influence employee voice behaviour by 
examining the integration of high-performance work systems, stewardship climate, and trust in 
supervisor. Drawing on social exchange theory and leader-member exchange, this study in
vestigates the positive relationship between trust in supervisor, high-performance work systems, 
stewardship climate and employee voice. Data were collected in three stages from 376 Nigerian 
telecommunications customer-contact employees. Partial Least Squares–Structural Equation 
Modelling was used to test the dataset. The findings indicate that high-performance work systems 
have a favourable association with employee voice, while stewardship climate has an adverse 
correlation with employee voice. Moreover, trust in supervisor is found to mediate and enhance 
the favourable relationship between high-performance work systems, stewardship climate, and 
employee voice. The relevance of this study to service industries, management research, and its 
practical implications is discussed.

1. Introduction

In the current business landscape, employee voice (EV) is widely regarded as a crucial factor for improving organisational 
competitiveness and efficacy [1–7]. EV refers to the voluntary and self-initiated actions of employees who express their thoughts and 
opinions regarding work-related matters through verbal communication, intending to improve workplace conditions and learn from 
mistakes and weaknesses [8,9]. This behaviour seeks to challenge the established norms and drive positive change [10]. Despite the 
benefits of EV behaviour (EVB), it is often viewed as risky. For instance, employees may be hesitant to speak up in the workplace out of 
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fear of damaging social relationships or being perceived negatively by others [7,11]. This is especially true when it comes to addressing 
employers-supervisors’ issues, as they have significant influence over resources and career opportunities [12]. The significance of EV is 
paramount, given its ability to provide employees with a platform to communicate their ideas and concerns. Through EV, individuals 
can proactively engage with their workplace and participate in shaping their work environment. Without this outlet, employees may 
resort to negative actions such as quitting their job, remaining silent about workplace issues, or openly expressing discontent with 
management decisions and work processes [13,14]. Hence, it is imperative to acknowledge and prioritise the role of EV in promoting a 
positive and productive workplace culture. The foremost concern of ‘How can organisations influence employees’ voice?’ is a vital 
question for academics and practitioners, particularly when they have potentially relevant information [15]. The empirical evidence 
discussed above supports the notion that high-performance work systems (HPWS) [16], organisational climate through stewardship 
[17], and trust in supervisors (TIS) [18] are crucial factors that contribute to enhancing EVB. These preconditions are crucial in 
creating a productive and supportive work environment. By prioritising these factors, organisations can create an atmosphere where 
EV is not only encouraged but also valued and integrated into decision-making processes.

HPWS is a set of HR practices, which can improve employees’ capability, willingness, and opportunity to participate, while also 
enhancing an organisation’s sustainability and competitive advantage [19,20]. When implemented appropriately, HPWS can increase 
employee knowledge, skills, and abilities, leading to improved EV [21]. For instance, HPWS is essential for EV because it may act as a 
link to build an all-encompassing research model that incorporates the two concepts and highlights their linkages within a unified 
framework [22,23]. The strategic characteristic of HPWS can influence employees’ perception of EVB and provides the appropriate 
motivation and opportunity to influence their voice behaviour [23]. Therefore, the establishment of a synergistic HR system, known as 
’best practice’, is necessary in stimulating EVB through HPWS.

[24] highlighted the substantial body of research that has established a relationship between the adoption of HPWS and multiple 
advantageous outcomes for employees. However, our comprehension of HPWS and its influence on EVB is still evolving [23]. This 
study, therefore, places special emphasis on employees’ perceived HR practices as a key pillar [25]. While most studies view HPWS as 
an organisational construct with individual outcomes, there is a lack of evidence on how employees’ perception of HPWS affects their 
outcomes, highlighting the need for research on this perspective [26–28]. It is imperative to specifically focus on employees’ per
ceptions of HPWS (EP-HPWS) [20], as our knowledge about the underlying link with workplace outcomes is not yet comprehensive. 
Consequently, the present study extended this line of inquiry by further examining the interaction between EP-HPWS and Stewardship 
climate on EVB.

Management scholars have increasingly focused on how the organisational environment affects the experiences of employees at 
work [27,29]. This focus is significant because it shapes how employees perceive and interpret events within the organization. 
Research on organisational climate serves to understand individuals’ subjective views of their work environment and how these 
perceptions influence their behaviour and attitudes. This line of inquiry is also important because it has implications for various in
dividual outcomes, such as trust [30], altruistic behaviour among employees [31], job satisfaction [32], employee voice behaviour 
[33], and work-related outcomes like performance appraisal [34]. Furthermore, understanding the interaction between individuals 
and their work environment is crucial in organisational research, and it’s impossible to comprehend this dynamism without consid
ering the context itself [35]. In this context, one area that has received less attention is stewardship climate (STC).

STC is introduced as a situational concept [34,36], aiming to improve workplace outcomes by fostering a shared belief that the 
organisation’s policies, practices, and procedures uphold stewardship values. Stewards, who deeply align with the organisation’s 
objectives, integrate this alignment into their mindset, feeling a strong sense of connection and commitment to the organisation. They 
prioritise cultivating trustworthy relationships with subordinates through self-management and self-control. By establishing a rela
tional and psychological foundation, stewards inspire subordinates to achieve established goals and objectives [37]. Their role is to 
shape a vision emphasising consistent commitment and excellence in achieving workplace outcomes.

STC is therefore perceived as the collective understanding of job experiences set by leaders who prioritise the organisation’s in
terests over their own, ensuring that employees’ best interests are served [38]. This central tenet showcases a significant connection to 
individual factors and influences various aspects of an organisation, including trust, well-being, satisfaction, performance, and 
long-term benefits. It is suggested that managers or supervisors, as leaders within the organisation, can align themselves with the 
company’s interests without experiencing conflict. These organisational behaviours are influenced by both psychological and situa
tional factors [37] and the ultimate aim of supervisors [39] is to facilitate optimal coordination among all stakeholders by establishing 
suitable frameworks and procedures.

As the face of the organisation, supervisors play a crucial role in shaping employee trust, and their actions and support significantly 
impact employee confidence [40–42]. Employees on the other hand depend on their supervisors to endorse their ideas, and a lack of 
trust can impede progress [43]. In this context, TIS involves the belief that employees within an organisation act justly when making 
and executing decisions concerning business procedures in their interactions with their supervisors. Fostering mutual trust between 
employees and supervisors enables employees to concentrate on their tasks and carry out their responsibilities more precisely [44]. 
From a relational perspective, this study suggests that employees assess their supervisor’s trustworthiness before demonstrating trust 
in them. Therefore, the trust literature, particularly from an employee’s viewpoint, deserves more attention in organisational research 
as it profoundly influences work outcomes. Further, several theoretical frameworks are based on the proposition that trust is a central 
influence on varied outcomes [45,46]. Drawing on social exchange theory (SET) and leader-member exchange (LMX) theory [47,48], 
this study proposes that TIS mediates the relationship between EP-HPWS and STC on EVB, highlighting the importance of employee 
perceptions of their work environment and trust in their supervisors in fostering EVB [49–51]. The current study also explores the 
elusive nature of strategic human resource management, a theoretical "black box” conundrum, by examining the role of TIS in pro
moting and influencing EVB.
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This study aims to make several contributions. Firstly, it focuses on the neglected perception and reaction of individual employees 
in HPWS research [52,53]. Secondly, it adds to the research gap on the relationship between EP-HPWS, EVB, and the role of HR 
practices. Thirdly, it introduces STC as a situational measure for EV, which has not been tested in the Nigerian context. The study aims 
to establish the causal relationship among EP-HPWS, STC, and EV, as we explore the mediating role of TIS in this relationship based on 
SET and LMX. Additionally, while the implications of climate on TIS and EV have been discussed in several studies [27,54], the exact 
nature of the relationships between STC, TIS, and EV requires further investigation and discussion. Finally, the study uncovers some 
noteworthy directions for HR and OB practitioners when considering these measures simultaneously.

1.1. Theoretical framework

Social Exchange Theory (SET) is a foundational theory that elucidates workplace behaviour by delineating exchange principles that 
foster trust and commitment when adhered to by both supervisors and employees. SET, as elaborated by Ref. [55], provides a robust 
framework for understanding workplace dynamics, especially the relationships between employees and managers. Originating from 
the seminal works of [56,57], SET draws from psychology and organisational behaviour, conceptualising social interactions as 
transactions aimed at maximising benefits while minimising costs.

Reciprocity stands as a cornerstone of SET, where the anticipation of mutual benefits for contributions cultivates trust and a sense of 
obligation within social relationships [58,59]. This norm fosters trust in supervisors, thereby positively influencing employee out
comes [60], highlighting its significance in organisational dynamics. These principles of reciprocity and repayment instil a sense of 
obligation among employees to reciprocate the HPWS provided by the organisation. Consequently, this engenders greater employee 
engagement with their work, leading to improved outcomes.

It is also important to note that, the quality of reciprocity varies depending on factors such as the nature of the relationship, the 
environment, and individual beliefs, which aid in identifying the optimal response to maximise benefits for the recipient [48,61–63]. 
Furthermore, this perspective is enriched by considering incentives and costs, with employees acting as rational agents striving to 
optimise their social connections [56].

LMX theory delves into the interactive relationship between supervisors and employees, aiming to foster reciprocal stewardship 
behaviour within organisations. The theory draws its theoretical and empirical underpinnings from SET [57], which posits that em
ployees feel compelled to reciprocate when treated well by their supervisors. It primarily focuses on the significance and value of the 
shared relationship, also known as the vertical dyad or dyadic relationship [64] between the leader and their follower. At the core of 
leader-member exchange lies the concept of mutual trust and loyalty [65]. This concept underscores that leaders in various settings are 
entrusted with the responsibility of looking after their followers, while followers, in turn, have an ethical obligation to respond with 
utmost respect and loyalty to their leaders [66].

LMX theory also examines the impact that relationships between leaders and followers have on an organisation [67]. asserted that 
almost all literature on LMX suggests that high-quality relationships, characterised by high levels of trust and enhanced communi
cation channels, yield positive benefits both for followers and the organisation they serve, thereby fostering mutually satisfactory 
exchange relationships.

According to Ref. [68], employee roles within an organisation are gradually established through informal exchanges between the 
leader and their followers. Researchers [69,70] have suggested that these roles evolve through mutual agreement between the leader 
and follower, with both parties believing that the outcome will benefit them. Consequently, a level of confidence develops between the 
leader and their followers [68,71,72]. Thus, LMX underscores the importance of situational mechanisms for stewardship to thrive and 
demonstrates that employees’ job roles influence their perception of stewardship and trust within the organization [47,70,73] as a 
means of enhancing their overall contribution within the organisation.

1.2. Conceptualisation and hypotheses

EP-HPWS is viewed from a systems perspective, with prior research suggesting a mutually reinforcing synergistic effect. This study 
examines EP-HPWS factors collectively on various HR practices, rather than individually [74]. Recent research has shifted focus from 
EP-HPWS in manufacturing to its application in the service industry [75–78]. Hence, this study, as earlier indicated, selected four 
critical indicators of EP-HPWS (selective hiring, contingent compensation, extensive training and teams, and participation). These 
HRM practices are considered highly effective, especially in the service sector.

In line with the aforementioned, trust in supervisor (TIS) perception is an important factor in this relationship with EP-HPWS [79]. 
describe trust as a concept that encompasses the belief in the consistent actions of another party, even in situations where the trustor 
lacks the ability to monitor or control those actions. This conviction involves an openness to being exposed to the actions of the 
counterparty, arising from the trustor’s expectation that said actions are of significance to them.

Specifically, employees trust their employers to guide them in unexpected and precarious conditions with sincerity and reliance. 
Furthermore, in this research, TIS shows an employee’s willingness to trust their employers’ actions or intentions.

Several researchers have found EP-HPWS to be correlated with trust [54,80–84]. Such evidence indicates that the current study’s 
hypothesized relationships can be investigated under the guidelines of SET [61]. propose that social exchange connections involve the 
exchange of socio-emotional benefits tied to personal relationships and reciprocal obligations. The norm of reciprocity suggests that 
when employees receive opportunities and recognition for their performance from their supervisor, they are motivated to work and 
experience a strong sense of commitment and involvement within the organisation. Congruent with the aforementioned, these 
practices can boost EP-HPWS, motivating employees to reciprocate their employer due to their perceptions of being valued in the 
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organisation. In line with our discussion and the connection between EP-HPWS and trust, we recommend that EP-HPWS influence their 
trust in their supervisors. 

H1. Employees’ perceptions of HPWS will be positively associated with TIS.

Studies indicates that supervisors actively participate in the implementation of formal voice channels and HRM guidelines. This is 
enhanced by the presence of an effective EP-HPWS, which encourages positive attitudes towards employee participation through HRM 
factors like training and compensation [85]. Notwithstanding, self-interest, loss aversion, or lack of confidence may deter employees 
from proffering ideas or suggestions [85]. It is, therefore, crucial to note that the sharing of such ideas is a critical component in the 
accomplishment of organisational objectives [86,87], and success depends on supervisors’ anticipated success, openness, and belief [8,
88].

Therefore, their actions in conjunction with EP-HPWS practices influence employees towards positive outcomes on issues and 
concerns in the work environment (employer-employee interest). SET considers these practices as a source of motivation and 
commitment based on the principles of reciprocity. EP-HPWS show that an organisation aims at investing in and increasing the values 
of its human capital, and at the same time, employees express positive behaviour towards the organisation [57,89,90]. Recent studies 
[19,27,91,92] have established positive associations between EP-HPWS and EV. Consequently, we put forward the following 
hypothesis. 

H2. Employees’ perceptions of HPWS will be positively associated with EV.

Supervisors play a crucial role and are a key factor in developing or shaping employees’ behaviour/perception of trust [93] while 
affecting EVB within the work environment [94]. In such a trust relationship, employees expect that through uncertain and vulnerable 
situations, the supervisors can be relied on within their work environment. Therefore, it can be considered that TIS is the actions or 
intention of supervisors towards their employees and the belief and expectation that the likelihood of such actions will be beneficial, 
favourable, or non-detrimental [75,95].

EV exists to exert employees’ influence on their supervisor or management while aiming to improve their work environment. 
Extant research on voice behaviour has reiterated that the decision to/not to engage in it is hinged on the assessment associated with 
the expectation of voice (i.e., potential cost and benefits) [96]. It is also important to recall that EV is conceptualised as an outcome of 
trust in this study. This study thus maintains that TIS will positively impact the willingness of employees to voice their opinions and 
concerns [97].

According to Ref. [57], SET contends that for employees to feel comfortable expressing their opinions, trust must be cultivated not 
only through the process but also with the supervisors. If this social exchange cannot be established, the best approach is silence [12]. 
The responsiveness of supervisors is a vital element of engaging employees in voice [98]. Therefore, the key factor in attaining positive 
work-related outcomes within this reciprocal exchange is the trust in and relationship with supervisors [23]. Empirical studies have 
indicated that establishing trust between employees and supervisors is most effectively achieved through face-to-face meetings [99], 
while organisational trust was also found to be positively linked to EVB [12,100]. The weight that trusts holds in employees’ 
assessment of their ability to participate in a collective voice mechanism was corroborated by Refs. [101,102]. In addition [103–107], 
studies established a strong correlation between leadership trustworthiness and EV. Accordingly, the following hypothesis is 
developed. 

H3. Trust in supervisors will have a positive effect on EV.

Organisational climate encompasses a variety of employee assessments [108], as well as collective assessments of their work 
environment [109]. The concept of organisational climate can be derived from STC, which indicates the degree of employees’ 
perception in which their organisation’s policies, practices, and procedures promote behaviours of stewardship [110]. STC can be 
categorised into six interconnected factors that encapsulate non-economic and other-focused behaviours [110]. Supervisors play a 
significant role in shaping stewardship behaviours, and their behaviour and underlying motives can shape employee attitudes towards 
organisational priorities and management practices [110,111]. TIS is a critical component that influences decision-making, overall 
security, employees’ behaviours, and well-being [112,113]. EV is also important, as it emphasises the constructive expression of 
concerns to improve issues, not just criticism, and is effective when embedded in a supportive and fair climate [36,114]. These 
constructs consider the psychological state and motivation of members, which should influence the behaviour and intentions of both 
organisational actors [30,108,112].

This study builds on the concepts of SET and LMX [38,61] to propose that leaders, particularly those who exhibit stewardship 
behaviour, can shape the organisation to foster similar behaviours in employees. By establishing reciprocal stewardship dynamics 
between supervisors and employees, a culture of trust and extra-role communication can develop throughout the organisation. What 
constitutes climate has been found to influence trust and extra-role communication behaviours, emphasising the importance of or
ganisations and supervisors in shaping employee perceptions and actions [27,33,115,116].

The aforementioned justifications predict that STC will result in an increase in both TIS and EV. Consequently, the following 
hypotheses are set forth. 

H4. Stewardship climate will be positively related to TIS.

H5. Stewardship climate will be positively related to EV.

This section argues that TIS facilitates the simultaneous effects of both EP-HPWS and STC on EV. The hypotheses put forth in the 
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previous literature suggest that the relationship among these factors may not be direct or unconditional, but rather mediated by other 
variables. For instance, trust plays a critical role among work outcomes relationships [104,117,118]. These studies investigated trust 
either from management or employee’s perspective as a key factor, which had a strong and positive association with EP-HPWS and 
variables such as perceived organisational support, employee attitude and commitment [104,117,118]. Recent studies by Ref. [30] 
support the positive impact of trust on job performance and the relationship between expectation climate strength and performance. 
Through the mediating role of employee trust [76], demonstrated that HPWS-related HRM initiatives exerted a favourable impact on 
service quality. Again, regarding the relationship between psychological contract breach and EVB [95], emphasises the role of trust in 
an organisation [93]. found that TIS fully mediated the effects of supervisory support and employee engagement on direct voice, while 
[50,105,119] confirm the intermediating position of TIS between supportive leadership, perceived supervisor voice behaviour, and EV 
[120]. demonstrated that the relationship between organizational justice and employee engagement was mediated by organizational 
trust.

Drawing on SET and LMX, it can be posited that employees are motivated to reciprocate positive interactions with their supervisors 
to foster and sustain high-quality social exchanges within the organisational context. This reciprocal behaviour is contingent on 
employees’ perceptions of their supervisors, which are shaped by trust. In the context of increased social interaction, employees are 
expected to demonstrate both in-role and extra-role behaviours. As a result, it is reasonable to expect that these theories will signif
icantly impact the adoption of EP-HPWS and STC activities, ultimately influencing employees’ EV through the mediating mechanism 
of TIS. Therefore, the following hypotheses are proposed. 

H6a. Trust in supervisors will mediate the relationship between employees’ perceptions of HPWS and EV.

H6b. Trust in supervisors will mediate the relationship between STC and EV.

2. Method

2.1. Participants and procedure

The sample in this research consists of customer-contact employees in Nigeria’s telecommunications industry, which has been 
underrepresented in current service-related studies. Under the Nigerian communication commission database [121], Nigeria has four 
major telecommunications companies (market size and revenue generation). To ensure that the aim of the study was clear and to 
secure permission for data collection, the researcher drafted a formal letter to the management of the company. Management of these 
companies granted permission for data collection. The purposive sampling technique was utilized to collect data. The collection 
process was done from July 2022 to September 2022. An overwhelming majority of the questionnaires distributed (94 %) were 
returned to us, totalling 376 completed surveys. The bio-data collected from these surveys, including details about demographics, can 
be found summarized in Table 1.

The sample consists of the number of respondents (male and female), which was closely matched, with more females (52.7 %) than 
males (47.3 %). The age group was distributed in five categories amongst the respondents as follows: 18–27 (0.8 %), 28–37 (67.6 %), 
38–47 (30.3 %) and 48–57 (1.3 %). The majority of the respondents were bachelor’s degree holders (85 %), followed by masters/PhD 
(11.2 %) and HND (3.5 %). Most respondents were married (63.6) and others were single (36.4 %). Among were 5 respondents who 
had under a year of work experience, out of 376 respondents, 226 (60.1) had 6–10 years of work experience, followed by 118 (31.4) 
respondents with 1–5 years of work experience and 27 (7.2 %) had 11 years of work experience.

Table 1 
Demographic.

Demographics category Frequency Percentage (%)

Gender
Male 178 47.3
Female 198 52.7
Age
18–27 3 0.8
28–37 254 67.6
38–47 114 30.3
48–57 5 1.3
Education
HND 13 3.5
Bachelors 321 85.4
Masters/PhD 42 11.2
Marital status
Single 137 36.4
Married 239 63.6
Years of employment
Under a Year 5 1.3
1–5 Years 118 31.4
6–10 Years 226 60.1
11–15 Years 27 7.2
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To avoid selection bias, specific measures were implemented such as the use of reverse-scored items and confidentiality of in
formation. Employees were provided with individual envelopes to return their questionnaires and reminded to seal them properly. 
These measures are expected to reduce common method bias [122]. Additionally, three employee surveys were administered at 
distinct time intervals (Time I, II, and III) with a two-week gap between each survey to comply with temporal separation guidelines 
[122,123]. The methodology aligns with established empirical research standards [104,124].

2.2. Non-response test

We examined the responses of individuals who participated early and those who participated late during data collection across the 
three distinct time intervals, a phenomenon known as the non-response test [125]. The responses from both early and late waves of 
collected questionnaires were scrutinized to address non-response bias [125–127]. The full responses of the first 50 participants 
(early-wave group) were compared to the partial responses of the last 50 participants. After conducting T-tests on the two groups 
(HPWS and STC), no substantial differences between the two groups (within a confidence level of 95 %) were detected. Based on this, it 
can be concluded that non-response bias did not have a significant impact on the outcome of our analysis.

3. Measurement

3.1. HPWS

Four HPWS practices were selected: contingent compensation, extensive training, selective hiring and teams, and partic
ipation—the study used items adapted from Ref. [78]. Responses to the items ranged from one (strongly disagree) to five (strongly 
agree) to evaluate EP-HPWS. To assess the reliability of the construct, Cronbach’s coefficient was computed. The obtained alpha value 
of 0.818 indicates that the construct was reliable and satisfactory. To examine the aforementioned, we used a total of 12 items. 
Recognising that researchers have suggested that different HRM practises should be viewed as distinct but interrelated dimensions of 
EP-HPWS, the four-dimensional constructs were analysed using a unidimensional construct [128].

3.2. STC

An 18-item scale by Ref. [37] was utilized to assess employee perception of STC in Time II questionnaire. A five-point Likert scale 
anchored from one (strongly disagree) to five (strongly agree) was also used to measure their responses. STC was conceptualised as a 
unidimensional construct and examined the fit of the items using confirmatory factor analysis (CFA). Cronbach’s coefficient was used 
to perform a reliability test. The construct’s alpha value was 0.811, showing acceptable reliability.

3.3. Trust in supervisors

In Time III questionnaire, seven items were adapted [129] to operationalize employees’ perception of their level of trust. Employee 
rating for their supervisor consisted of a one (strongly disagree) to seven (strongly agree) scale. To evaluate the consistency and 
dependability of the construct under examination, Cronbach coefficient as a measurement tool was employed. Our analysis yielded an 
alpha score of 0.920, indicating that the construct’s reliability was deemed to be acceptable and adequate.

3.4. EV

Six items were used to operationalize the EV in Time III. The source of the items was adopted [114], and responses were based on a 
seven-point scale. The coefficient alpha for the six items was 0.804, indicating acceptable reliability of the construct.

3.5. Empirical analysis

IBM SPSS 23 was used for the initial analysis, encompassing frequencies, summary statistics, correlations among observable 
variables, and coefficient alpha. This software provided us with the necessary tools to conduct a thorough and precise examination of 
the data set, allowing us to gain valuable insights and understanding of the information.

CFA was employed with WARP PLS V 6.0 software to evaluate convergent and discriminant validity, along with internal consis
tency reliability (e.g., composite reliability), following recommendations from Refs. [130,131]. Additionally, the relationship in the 
structural model was evaluated through structural equation modelling. Overall, partial least squares-structural equation modelling 
(PLS-SEM) was chosen due to its efficiency in minimising the explained variance in dependent variables, particularly in cases where 
the data does not follow normality assumptions and important regressors are excluded from the model.

To assess the measurement and structural models, the following global fit statistics were considered: APC (average path coeffi
cient), (GoF) Tenenhaus GoF, SRMR (standardized root mean square residual), SChS (standardized chi-squared), F2 (effect size), and 
Q2 (stonegeisser’s) [132–134].
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4. Results

In the first step, items with low standardised loading were removed for the CFA, consistent with previous studies [135,136]. 
Forty-nine out of fifty items (loadings) were above 0.70, as shown in Table 2. All composite reliability scores were larger than 0.60 for 
each of the latent constructs (HPWS 0.894, STC 0.889, TIS 0.938, and EV 0.861), indicating that all measures were reliable [130,137]. 
All Cronbach’s alpha (HPWS 0.818, STC 0.811, TIS 0.920, EV 0.804) were above 0.70 indicating the findings are reliable. It also 
showed that the average variance extracted (AVE) for each latent variable was above the threshold (0.50); that is, the indicators’ 
principal components were extracted.

FVIF was in line as the results ranged from 1.032 to 1.080. The recommended values are between 1 and 5 to be considered good 
[138,139]. Based on the findings, it can be inferred that the issue of multicollinearity is not prevalent in the dataset [131,139,140].

An overview of the statistics and relationships of the observed variables is displayed in Table 3. The correlations construct’s results 
were generally consistent at all levels of significance. Notably, EP-HPWS and TIS had an important relationship with EV, while STC had 
an adverse correlation with both TIS and EV (0.166; − 0.103), and EP-HPWS had a significant and positive relationship with TIS and 
EV. It is important to note that a single index was utilized for HPWS and STC by averaging its items [76,141].

The results of computing the square root of the average variance extracted (AVE) for each variable are shown in Table 4. The 
findings show that all variables meet the [131] criteria for discriminant validity since, in every case, the square root of the AVE is 

Table 2 
The confirmatory factor analysis result (CFA).

CONSTRUCTS SCALE ITEMS LOADINGS MEAN ALPHA CR AVE FVIF

High 
Performance 
Work 
Systems

​ ​ ​ 0.818 0.894 0.742 1.058
HPWS2 0.866 3.487 ​ ​ ​ ​
HPWS3 0.829 3.21 ​ ​ ​ ​
HPWS5(− ) 0.715 3.604 ​ ​ ​ ​
HPWS6 0.95 3.593 ​ ​ ​ ​
HPWS7 0.8 3.803 ​ ​ ​ ​
HPWS8 0.94 3.553 ​ ​ ​ ​
HPWS11 0.964 4.051 ​ ​ ​ ​
HPWS12 0.955 3.968 ​ ​ ​ ​
HPWS14 0.742 3.386 ​ ​ ​ ​
HPWS15 0.85 3.835 ​ ​ ​ ​
HPWS16 0.864 3.574 ​ ​ ​ ​
HPWS17 0.823 3.593 ​ ​ ​ ​

Stewardship 
Climate

​ ​ ​ 0.811 0.889 0.728 1.064
STC1 0.907 4.050 ​ ​ ​ ​
STC2 0.85 3.936 ​ ​ ​ ​
STC3 0.879 3.517 ​ ​ ​ ​
STC4 0.836 4.562 ​ ​ ​ ​
STC5 0.892 4.554 ​ ​ ​ ​
STC6 0.876 4.666 ​ ​ ​ ​
STC7 0.841 3.289 ​ ​ ​ ​
STC8 0.877 3.109 ​ ​ ​ ​
STC9 0.799 2.509 ​ ​ ​ ​
STC10 0.804 3.058 ​ ​ ​ ​
STC11 0.847 2.886 ​ ​ ​ ​
STC12 0.787 3.037 ​ ​ ​ ​
STC13 0.906 3.621 ​ ​ ​ ​
STC14 0.892 3.438 ​ ​ ​ ​
STC15 0.758 3.345 ​ ​ ​ ​
STC16 0.89 3.658 ​ ​ ​ ​
STC17 0.885 3.533 ​ ​ ​ ​
STC18 0.814 3.334 ​ ​ ​ ​

Trust in Supervisors ​ ​ ​ 0.920 0.938 0.715 1.080
TIS1 0.787 6.061 ​ ​ ​ ​
TIS2 0.795 5.444 ​ ​ ​ ​
TIS3 0.82 6.027 ​ ​ ​ ​
TIS4 0.883 5.918 ​ ​ ​ ​
TIS5 0.926 6.117 ​ ​ ​ ​
TIS6 0.855 6.096 ​ ​ ​ ​

Employee 
Voice

​ ​ ​ 0.804 0.861 0.514 1.032
EV1 0.801 5.851 ​ ​ ​ ​
EV2 0.631 5.856 ​ ​ ​ ​
EV3 0.51 5.968 ​ ​ ​ ​
EV4 0.772 6.021 ​ ​ ​ ​
EV5 0.735 5.803 ​ ​ ​ ​
EV6 0.806 5.585 ​ ​ ​ ​

Notes: All loadings are significant at 0.01 level. FVIFs = full collinearity variance inflation factors; AVE = Average variance extracted; CR =
Composite reliability; (− ) denotes reversed score item; * Dropped during confirmatory factor analysis.
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greater than the correlations between the pairs of latent variables. Moreover, the HTMT criterion was applied to validate the 
discriminant validity, and the findings indicate that the HTMT values ranged from 0.02 to 0.79, which is below the threshold of 0.90. 
These outcomes offer statistical assurance for each pair of reflective constructs [142].

The indicators in Table 5 were analysed to determine the model’s fitness. Initially, the APC, ARS, and AVIF values [133,143] were 
examined, which show the average strength and relevance of the variables in the model, the predictive power of the exogenous 
variables, and the level of multi-collinearity [133]. Also, it was observed that the GoF global index [143] was 0.579 which suggests a 
large effect size, indicating the overall predictive validity of the model and, more importantly, the SRMR (0.069) is within the 
acceptable threshold. The overall model appeared to be above average based on the five fit indices.

The model was further tested for predictive relevance, as indicated by the Stone-Geisser Q2 test. The values of EP-HPWS, STC, TIS 
and EV were 0.591, 0.464, 0.120, and 0.066, respectively. The results indicate the coefficients are greater than zero. The model 
suggests acceptable model-wide predictive validity as it met the cut-offs for all endogenous LVs (see Fig. 1).

Table 6 and Fig. 2 display the significant results of hypotheses testing and path coefficient analysis at P < 0.05 level. The empirical 
data supports H1 and H2, indicating a positive effect of EP-HPWS on TIS (β = 0.293, P < 0.00) and EV (β = 0.121, P < 0.05). The study 
also finds support for H3, revealing a positive and significant relationship between TIS and EV (β = 0.147, P < 0.00). Furthermore, the 
data support H4, demonstrating a positive association between STC and TIS (β = 0.209, P < 0.00) and a negative correlation between 
STC and EV (β = − 0.121, P < 0.06). However, hypothesis (H5) predicting a positive correlation between STC and EV cannot be 
supported by the data, despite having p-values less than 0.01.

The inferences regarding the mediation hypotheses were based on a bootstrapping analysis, with 100 resamples and a 95 % 
confidence interval, which aimed to assess the intervening role of TIS on the interplay between EP-HPWS and STC and their effects on 
EV. As reported in Table 6, these conditions were met. It confirmed that TIS mediated (significant indirect effects) the relationship 
between employees’ HPWS perception, STC and EV in a service organisation. EP-HPWS significantly and positively influenced EV via 
the partial mediating role of TIS while STC influence on EV was significant via the full mediation of TIS. In short, the empirical data 
provides support for the hypothesized relationships, including H1 to H4 and H6ab.

Table 3 
Mean, standard deviation and correlation of observed variables.

Variables Mean SD 1 2 3 4 5 6 7 8 9 10

Age 2.32 0.511 - ​ ​ ​ ​ ​ ​ ​ ​ ​
Gender 1.53 0.500 0.013 - ​ ​ ​ ​ ​ ​ ​ ​
Education 4.08 0.375 − 0.088 0.024 - ​ ​ ​ ​ ​ ​ ​
Marital stat. 1.63 0.482 0.089 − 0.002 0.038 - ​ ​ ​ ​ ​ ​
Company 2.29 1.186 0.045 − 0.045 − 0.163b − 0.016 - ​ ​ ​ ​ ​
YOE 2.73 0.607 0.289b 0.042 − 0.049 0.188b − 0.014 - ​ ​ ​ ​
HPWS 3.62 0.732 0.037 − 0.017 − 0.137b − 0.007 0.485b − 0.018 - ​ ​ ​
STC 3.56 0.500 − 0.056 − 0.039 − 0.069 − 0.145b − 0.076 − 0.116a − 0.121a - ​ ​
TIS 5.94 1.105 0.033 0.041 − 0.088 0.009 − 0.044 − 0.066 0.167b 0.163b - ​
EV 5.84 0.901 0.526 − 0.035 − 0.017 0.020 0.098 0.075 0.103a − 0.103a 0.118a -

Notes: SD= Standard deviation. Gender and marital status were coded as a binary variable (1 = male, 2 = female; 1 = single, 2 = married).
a 0.05 level.
b 0.01 level (two-tailed).

Table 4 
Discriminant validity.

Fornell Larcker Criterion Heterotrait-Monotrait Ratio

HPWS STC TIS EV HPWS STC TIS EV

HPWS 0.699 − 0.073 0.224 0.088 – ​ ​ ​
STC − 0.073 0.596 0.164 − 0.110 0.139 – ​ ​
TIS 0.224 0.164 0.846 0.112 0.237 0.190 – ​
EV 0.088 − 0.110 0.112 0.717 0.146 0.161 0.131 –

Note: The Square root of AVEs is shown diagonally in bold.

Table 5 
Model fitness.

INDEX VALUE INTERPRETATION

GoF 0.579 small ≥ 0.1, medium ≥ 0.25, large ≥ 0.36
SRMR 0.069 acceptable if ≤ 0.1
SMAR 0.054 acceptable if ≤ 0.1
SChS 4.729 P < 0.001
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Table 6 
Hypothesis testing.

HYPOTHESIS INTERACTION COEFFICIENT DECISION

H1 EP-HPWS → TIS 0.293a SUPPORTED
H2 EP-HPWS → EV 0.121b SUPPORTED
H3 TIS → EV 0.147a SUPPORTED
H4 STC → TIS 0.209a SUPPORTED
H5 STC → EV − 0.121 NOT SUPPORTED
H6a HPWS → TIS → EV 0.043a SUPPORTED
H6b STC → TIS → EV 0.031a SUPPORTED

Notes.
a P < 0.05.
b P < 0.01.

Fig. 1. The proposed research model.

Fig. 2. Hypotheses test results.

A.F. Badru et al.                                                                                                                                                                                                       Heliyon 10 (2024) e37795 

9 



5. Discussion

This research empirically explores the impact of EP-HPWS, STC, TIS, and EV in a service organisation. It specifically analyses the 
effects of EP-HPWS and STC on EV and also evaluates the mediatory role of TIS in the relationship between EP-HPWS, STC, and EV.

The study’s results indicate that EP-HPWS positively impacted TIS in the service sector. Specifically, our findings suggest that the 
success of TIS relies significantly on EP-HPWS, aligning with previous research that emphasises the role organisations play in 
implementing an effective EP-HPWS [54,80–84]. This research illustrates the effectiveness of understanding HPWS as a way to boost 
trust among employees toward their supervisor. This is because the collection of HR practices is perceived as an indicator that is related 
to trust [144]. When workers feel trusted by their leader, they may see HPWS as a commitment towards them and as a result, exert 
more effort in their work.

Second, the findings show that EP-HPWS would promote EV. EP-HPWS had a substantial impact on promoting EV within the 
organisation through the reciprocal relationship between supervisors and employees [19,21,23,27,91,92]. Supervisors are key actors 
in implementing HR practices and providing a supportive environment where voice can flourish [145]. Again, an organisation’s 
attitude and behaviour profoundly influence employees’ expressive capabilities. Research indicates that implementing HPWS that 
fosters employee empowerment and voice through specific policies and practices can create a more comfortable and inspired work
force, enhancing their willingness to speak up and share ideas and concerns [100]. This is reinforced by Ref. [50] research on the 
correlation between HPWS and EV. In this regard, an enabling work environment is pivotal in unleashing the full potential of em
ployees’ voices and contributions.

Third, past research has proven that TIS has an immense and positive impact on EV in service-oriented industries [102–104,106]. 
The evidence from this research affirms the connection between TIS and EV in the given industry. It firmly validates TIS as a crucial 
factor that helps employees express their ideas and speak about their issues freely, thus promoting a comfortable and empowered 
working atmosphere.

Based on the aforementioned, employees’ willingness to trust has a considerable influence on their ability to convey ideas, 
opinions, and complaints through common voice mechanisms [146,147]. Establishing this foundation fosters a sense of security and 
comfort, leading individuals to confidently voice their opinions and suggestions on workplace issues, knowing their supervisor’s re
action will be supportive.

Furthermore, the intricate connection between STC, TIS, and EV in this study, contributes to the literature by advancing the 
scholarly understanding and enhancing knowledge in the field. While this relationship is consistent with previous studies that 
constitute climates (STC) on TIS [115,116,148], STC and EV failed to corroborate with the hypothesis mentioned earlier. Although, it is 
important to note that [110] research backed the result in a non-family business. Employees tend to have more trust in their superiors 
when they display trustworthy and responsible behaviour, which is reinforced throughout the organisation. This can create a culture of 
belief where employees feel more confident in their roles and comfortable carrying out their duties. However, it should be noted that 
while TIS may enhance the work environment, it does not necessarily affect employees’ inclination to voice their ideas and opinions. 
Taking all into consideration, the result does not imply that STC is unimportant regarding the role it plays on EV in the present study, 
but rather STC functions differently concerning the variables used and the organisational context.

Succinctly, the study’s supplemental findings supported the basic premise by demonstrating that TIS acted as a facilitator in the 
interaction between EP-HPWS and STC, alongside its influence on EV. This result is vital to support the continued investigation of the 
challenging task of exploring the black-box phenomena between these relationships. The result supports TIS as a mediator showing a 
significant positive relationship between EP-HPWS and STC on EV and corroborating past studies [50,76,93,105,118,120]. Further
more, in line with the theoretical foundation, the study showed that employees would reciprocate with a positive attitude and 
behaviour when they trust their supervisor will implement the appropriate HR practices and create a conducive environment. At the 
same time, the dyadic relationship between superiors and subordinates, specifically their bridging ties and generalised norms of 
reciprocity, has a substantial impact on the future behaviour of EV.

Practical implication

The current study’s findings have significant practical consequences for organisations, supervisors, and practitioners. It’s worth 
noting that organisations can increasingly rely on supervisors to implement appropriate HPWS that may be well received by their 
employees. Indeed, supervisors play a vital role in building trusting relationships since they must be consistent in their behaviours and 
attitudes, and exhibit equity and support to employees to optimise an organisation’s HRM approach [40,149]. Likewise, prior research 
demonstrates that behaviours that contradict employees’ beliefs of fairness and justice may compromise their TIS, diminishing the 
beneficial impact of HPWS on enhancing employee attitudes [150].

Our findings indicate that EP-HPWS impacted EV in management practices. While businesses’ ability to develop employee-centric 
systems does not guarantee their effectiveness in promoting or discouraging EVB [151]. Organisations need to establish a distinctive 
set of resources that should allow employees to participate and contribute through suggestions and ideas targeted toward their 
well-being and, ultimately, the organisation’s success. Moreover, organisations should strive to foster an environment that encourages 
employees to actively participate in decision-making and express their concerns regarding job roles or working conditions.

Specifically, organisational leaders could effectively explore methods to promote self-expression, initiating dialogues centred 
around EVB. Rather than stifling discussions limited to topics directly pertinent to organisational operations, supervisors could foster 
informal interactions where employees feel empowered to express themselves openly and candidly to both their peers and supervisors 
[152]. It is crucial for employees to observe how their thoughts and ideas have been implemented. While this might not be feasible for 

A.F. Badru et al.                                                                                                                                                                                                       Heliyon 10 (2024) e37795 

10 



every individual, there are undoubtedly avenues for reinforcing the impact of changes resulting from feedback and ideas. This could be 
achieved through platforms by incorporating employee focused generation of ideas as agenda items in both formal and informal 
discussions [153].

Finally, this research emphasises the importance of TIS in understanding the underlying mechanisms of the “black box” conun
drum. It demonstrated that TIS plays a key influence in improving EV through their perception of HPWS and STC. Specifically, em
ployees are more driven and actively engaged when they trust their supervisors. As a result, organisations that want to improve their 
EVB must guarantee that their employees have a high degree of TIS. Furthermore, understanding the negative impact of supervisors’ 
disruptive actions is crucial, as it can diminish employees’ TIS.

Without a doubt, EP-HPWS, STC, TIS, and EV, from a practical standpoint, are significant components and core processes required 
by service organisations to enhance policies and strengthen employee-employer relationships.

Limitations and future studies

While the study’s findings have practical relevance, there are several drawbacks. First, the design’s cross-sectional structure 
precluded us from causal assertions. To establish causal relationships, it is suggested that researchers utilise a longitudinal method in 
future research. Additionally, it’s possible that common method bias could have influenced the current findings since employees were 
the sole source of all measured variables [123]. Hence, future research should consider utilising multiple sources of data, across 
different levels of management and over extended time periods. Again, for meaningful generalisations, it is recommended that future 
studies replicate our findings in diverse countries and organisational contexts, enhancing the broader understanding and applicability 
of the results.

Lastly, despite the widespread influence of globalisation, which has underscored the importance of employees, there has been a 
noticeable shift towards cultivating conducive, inclusive and collaborative work environments within the realm of management 
research. Keeping this contextual evolution in mind, our findings and identified factors have yielded invaluable insights into the 
complexities of contemporary organisational dynamics. By shedding light on the intricate interplay of variables and phenomena across 
diverse organisational contexts, our research endeavours have made significant contributions to the existing knowledge base in these 
fields. Looking ahead, future studies present an opportunity to explore the potential influence of additional contextual factors on 
various organisations. For instance, research could delve into the impact of HRM strategies such as sustainable HRM [154], as well as 
explore the effects of EVB (promotive & prohibitive) [155] and outcomes like team performance, employee satisfaction, and retention.

Funding

The author(s) declared no funding support for this study.

Ethics statement

All the procedures performed in this study involving data collection were in accordance with the ethical standards of all the 
participating telecommunication companies.

Informed consent

Informed consent was obtained from all individual participant included in this study.

Data availability statement

The datasets generated during and/or analysed during the current study are available from the corresponding author on reasonable 
request.

CRediT authorship contribution statement

Akinjide F. Badru: Writing – original draft, Software, Methodology, Conceptualization. Georgiana Karadas: Writing – review & 
editing, Supervision, Conceptualization. Olusegun A. Olugbade: Writing – review & editing, Supervision, Conceptualization. Souad 
Hassanie: Software, Methodology, Conceptualization.

Declaration of competing interest

The authors declare that they have no known competing financial interests or personal relationships that could have appeared to 
influence the work reported in this paper.

Appendix A. Supplementary data

Supplementary data to this article can be found online at https://doi.org/10.1016/j.heliyon.2024.e37795.

A.F. Badru et al.                                                                                                                                                                                                       Heliyon 10 (2024) e37795 

11 

https://doi.org/10.1016/j.heliyon.2024.e37795


References

[1] N. Abgeller, R. Bachmann, T. Dobbins, D. Anderson, Responsible autonomy: the interplay of autonomy, control and trust for knowledge professionals working 
remotely during COVID-19, Econ. Ind. Democr. 45 (2024) 57–82, https://doi.org/10.1177/0143831X221140156.

[2] Y. Assefa, B.T. Moges, S.A. Tilwani, M.A. Shah, The mediating role of leader-member exchange (LMX) in the structural relationship between organizational 
justice and employee voice behaviour in higher education, Heliyon 10 (2024) e26242, https://doi.org/10.1016/j.heliyon.2024.e26242.

[3] I.K.I. Ashmawy, Employee engagement in voice at times of crisis: COVID-19 pandemic as an example, J. Gen. Manag. (2024), https://doi.org/10.1177/ 
03063070241238520.

[4] E.R. Burris, The risks and rewards of speaking up: managerial responses to employee voice, Acad. Manag. J. 55 (2012) 851–875, https://doi.org/10.5465/ 
amj.2010.0562.

[5] J.R. Detert, Amy C. Edmondson, Implicit voice theories: taken-for-granted rules of self-censorship at work, Academy of Management 54 (2011) 461–488, 
https://doi.org/10.5465/AMJ.2011.61967925.

[6] J. Liang, C.I.C. Farh, J.L. Farh, Psychological antecedents of promotive and prohibitive Voice: a two-wave examination, Acad. Manag. J. 55 (2012) 71–92, 
https://doi.org/10.5465/amj.2010.0176.

[7] T.D. Maynes, P.M. Podsakoff, N.P. Podsakoff, A.N. Yoo, Harnessing the power of employee voice for individual and organizational effectiveness, Bus. Horiz. 67 
(2024) 283–298, https://doi.org/10.1016/j.bushor.2024.02.005.

[8] E.W. Morrison, Employee voice behavior: integration and directions for future research, Acad. Manag. Ann. 5 (2011) 373–412, https://doi.org/10.5465/ 
19416520.2011.574506.

[9] K.Y. Ng, L. Van Dyne, S. Ang, Speaking Out and Speaking up in Multicultural Settings: A Two-Study Examination of Cultural Intelligence and Voice Behavior, 
Organizational Behavior and Human Decisions, vol. 151, 2019, pp. 150–159, https://doi.org/10.1016/j.obhdp.2018.10.005.

[10] N.H.S. Wijaya, Proactive personality, LMX, and voice behavior: employee–supervisor sex (Dis)similarity as a moderator, Manag. Commun. Q. 33 (2019) 
86–100, https://doi.org/10.1177/0893318918804890.

[11] F.J. Milliken, E.W. Morrison, P.F. Hewlin, An exploratory study of employee silence: issues that employees don’t communicate upward and why, J. Manag. 
Stud. 40 (2003) 1453–1476, https://doi.org/10.1111/1467-6486.00387.

[12] L. Gao, O. Janssen, K. Shi, Leader trust and employee voice: the moderating role of empowering leader behaviors, Leadersh Q 22 (2011) 787–798, https://doi. 
org/10.1016/j.leaqua.2011.05.015.

[13] J. Donaghey, N. Cullinane, T. Dundon, Reconceptualising employee silence: problems and prognosis, Work. Employ. Soc. 25 (2011) 51–67, https://doi.org/ 
10.1177/0950017010389239.

[14] A. Wilkinson, T. Dundon, J. Donaghey, R.B. Freeman, Employee voice: Charting new terrain, Handbook of Research on Employee Voice (2014) 3–16, https:// 
doi.org/10.4337/9780857939272.00008.

[15] J.C. Emelifeonwu, R. Valk, Employee voice and silence in multinational corporations in the mobile telecommunications industry in Nigeria, Employee Relat. 
41 (2019) 228–252, https://doi.org/10.1108/er-04-2017-0073/full/html.

[16] M. Marchington, Employee Voice Systems, the Oxford Handbook of Human Resource Management, 2007, pp. 231–250.
[17] D.O. Neubaum, C.H. Thomas, C. Dibrell, Stewardship climate scale: an assessment of reliability and validity, Fam. Bus. Rev. (2011) 1–24, https://doi.org/ 

10.5465/ambpp.2011.65869743.
[18] D.E. Purba, J.K. Oostrom, M.P. Born, H.T. Van Der Molen, The relationships between trust in supervisor, turnover intentions, and voluntary turnover, 

J. Person. Psychol. 15 (2016) 174–183, https://doi.org/10.1027/1866-5888/a000165.
[19] P. Doshi, P. Nigam, Analysing the effect of AMO framework on the employee’s voice behaviour, Journal of Organizational Effectiveness 10 (2023) 218–232, 

https://doi.org/10.1108/joepp-05-2022-0117/full/html.
[20] K. Jiang, D.P. Lepak, J. Hu, J.C. Baer, How does human resource management influence organizational outcomes? A meta-analytic investigation of mediating 

mechanisms, Acad. Manag. J. 55 (2012) 1264–1294, https://doi.org/10.5465/amj.2011.0088.
[21] M.A. Rasheed, K. Shahzad, C. Conroy, S. Nadeem, M.U. Siddique, Exploring the role of employee voice between high-performance work system and 

organizational innovation in small and medium enterprises, J. Small Bus. Enterprise Dev. 24 (2017) 670–688, https://doi.org/10.1108/jsbed-11-2016-0185/ 
full/html.

[22] Bill Harley, High-performance work systems and employee voice. Elgaronline.Com, 2020, https://doi.org/10.4337/9781788971188.00026 n.d.
[23] P. Mowbray, A. Wilkinson, H.H.M. Tse, High-performance work systems and employee voice behaviour: an integrated model and research agenda, Person. 

Rev. (2021), https://doi.org/10.1108/pr-12-2019-0692.
[24] K. Van De Voorde, S. Beijer, The role of employee HR attributions in the relationship between high-performance work systems and employee outcomes, Hum. 

Resour. Manag. J. 25 (2015) 62–78, https://doi.org/10.1111/1748-8583.12062.
[25] L.H. Nishii, P. Wright, Variability at multiple levels of analysis: implications for strategic human resource management. The People Make the Place, 2008, 

pp. 225–248.
[26] K. Alfes, M. Veld, N. Fürstenberg, The relationship between perceived high-performance work systems, combinations of human resource well-being and human 

resource performance attributions and engagement, Hum. Resour. Manag. J. 31 (2021) 729–752, https://doi.org/10.1111/1748-8583.12310.
[27] A.F. Badru, G. Karadas, O.A. Olugbade, Employee voice: the impact of high-performance work systems and organisational engagement climate, Serv. Ind. J. 44 

(2024) 563–591, https://doi.org/10.1080/02642069.2022.2056163.
[28] M. Heffernan, T. Dundon, Cross-level Effects of High-Performance Work Systems (HPWS) and Employee Well-Being: the Mediating Effect of Organisational 

Justice, The University of Manchester Human Resource Management Journal, 2016, pp. 211–231, https://doi.org/10.1111/1748-8583.12095.
[29] T. Peyton, D. Zigarmi, Employee perceptions of their work environment, work passion, and work intentions: a replication study using three samples, Business 

Research Quarterly 27 (2019) 121–143, https://doi.org/10.1177/23409444211002210.
[30] M. Audenaert, A. Decramer, T. Lange, A. Vanderstraeten, Setting high expectations is not enough: linkages between expectation climate strength, trust, and 

employee performance, Int. J. Manpow. 37 (2016) 1024–1041, https://doi.org/10.1108/ijm-12-2015-0201/full/html.
[31] H.T.M. Bui, G. Liu, W.W. Ko, A. Curtis, Harmonious workplace climate and employee altruistic behavior: from social exchange perspective, Int. J. Manpow. 42 

(2021) 95–112, https://doi.org/10.1108/ijm-11-2019-0518/full/xml.
[32] Pawan Kumar, Organisational climate and its impact on job satisfaction, International Journal of Advances in Engineering and Management (IJAEM) 5 (2023) 

1060–1071, https://doi.org/10.35629/5252-050110601071.
[33] H.K. Wang, Y.F. Yen, How the organizational ethical climate accounts for employee voice behavior: a multilevel analysis, Asia Pac. J. Hum. Resour. 61 (2023) 

124–145, https://doi.org/10.1111/1744-7941.12315.
[34] A.J. Gil, M. Mataveli, J.L. Garcia-Alcaraz, Laura Ibanez-Somovilla, C. Ju Arez, M. Correspondence, Organisational climate and change-orientated behaviour: 

the mediating effects of employee learning culture and perceptions of performance appraisal, Eur. Manag. Rev. (2023), https://doi.org/10.1111/emre.12601.
[35] G. Johns, The essential impact of context on organizational behavior, Acad. Manag. Rev. 31 (2006) 386–408, https://doi.org/10.5465/amr.2006.20208687.
[36] D.E. Bowen, C. Ostroff, Understanding HRM-firm performance linkages: the role of the “strength” of the HRM system, Acad. Manag. Rev. 29 (2004) 203–221, 

https://doi.org/10.5465/amr.2004.12736076.
[37] J.H. Davis, F.D. Schoorman, L. Donaldson, The distinctiveness of agency theory and stewardship theory, Acad. Manag. Rev. 22 (1997) 611–613.
[38] A.W. Pearson, L.E. Marler, A leadership perspective of reciprocal stewardship in family firms, Enterpren. Theor. Pract. 34 (2010) 1117–1124, https://doi.org/ 

10.1111/J.1540-6520.2010.00416.X.
[39] L. Donaldson, The ethereal hand: organizational economics and management theory, Acad. Manag. Rev. 15 (1990) 369, https://doi.org/10.2307/258013.
[40] B. Chen, G. Xu, Research on the mechanisms by which employees feel their supervisors trust them has an impact on their career growth, International Journal 

of Innovative Research and Scientific Studies 7 (2024) 73–80, https://doi.org/10.53894/ijirss.v7i1.2448.

A.F. Badru et al.                                                                                                                                                                                                       Heliyon 10 (2024) e37795 

12 

https://doi.org/10.1177/0143831X221140156
https://doi.org/10.1016/j.heliyon.2024.e26242
https://doi.org/10.1177/03063070241238520
https://doi.org/10.1177/03063070241238520
https://doi.org/10.5465/amj.2010.0562
https://doi.org/10.5465/amj.2010.0562
https://doi.org/10.5465/AMJ.2011.61967925
https://doi.org/10.5465/amj.2010.0176
https://doi.org/10.1016/j.bushor.2024.02.005
https://doi.org/10.5465/19416520.2011.574506
https://doi.org/10.5465/19416520.2011.574506
https://doi.org/10.1016/j.obhdp.2018.10.005
https://doi.org/10.1177/0893318918804890
https://doi.org/10.1111/1467-6486.00387
https://doi.org/10.1016/j.leaqua.2011.05.015
https://doi.org/10.1016/j.leaqua.2011.05.015
https://doi.org/10.1177/0950017010389239
https://doi.org/10.1177/0950017010389239
https://doi.org/10.4337/9780857939272.00008
https://doi.org/10.4337/9780857939272.00008
https://doi.org/10.1108/er-04-2017-0073/full/html
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref16
https://doi.org/10.5465/ambpp.2011.65869743
https://doi.org/10.5465/ambpp.2011.65869743
https://doi.org/10.1027/1866-5888/a000165
https://doi.org/10.1108/joepp-05-2022-0117/full/html
https://doi.org/10.5465/amj.2011.0088
https://doi.org/10.1108/jsbed-11-2016-0185/full/html
https://doi.org/10.1108/jsbed-11-2016-0185/full/html
https://doi.org/10.4337/9781788971188.00026
https://doi.org/10.1108/pr-12-2019-0692
https://doi.org/10.1111/1748-8583.12062
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref25
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref25
https://doi.org/10.1111/1748-8583.12310
https://doi.org/10.1080/02642069.2022.2056163
https://doi.org/10.1111/1748-8583.12095
https://doi.org/10.1177/23409444211002210
https://doi.org/10.1108/ijm-12-2015-0201/full/html
https://doi.org/10.1108/ijm-11-2019-0518/full/xml
https://doi.org/10.35629/5252-050110601071
https://doi.org/10.1111/1744-7941.12315
https://doi.org/10.1111/emre.12601
https://doi.org/10.5465/amr.2006.20208687
https://doi.org/10.5465/amr.2004.12736076
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref37
https://doi.org/10.1111/J.1540-6520.2010.00416.X
https://doi.org/10.1111/J.1540-6520.2010.00416.X
https://doi.org/10.2307/258013
https://doi.org/10.53894/ijirss.v7i1.2448


[41] M. Lin, Q. Liu, Z. Li, Perceived superior trust and organizational commitment among public employees: the mediating role of burnout and the moderating role 
of public service motivation, Heliyon 10 (2024) e24997, https://doi.org/10.1016/j.heliyon.2024.e24997.

[42] L.M. Schopman, K. Kalshoven, C. Boon, When health care workers perceive high-commitment HRM will they be motivated to continue working in health care? 
It may depend on their supervisor and intrinsic, Int. J. Hum. Resour. Manag. 28 (2015) 657–677, https://doi.org/10.1080/09585192.2015.1109534.

[43] B. Kwon, E. Farndale, Employee voice and work engagement: macro, meso and micro-level drivers of convergence? Hum. Resour. Manag. Rev. 26 (2016) 
327–337.

[44] U.R. Srivastava, S. Mohaley, Role of trust in the relationship between authentic leadership and job satisfaction and organizational commitment among Indian 
bank employees, Am. J. Ind. Bus. Manag. 12 (2022) 616–664, https://doi.org/10.4236/ajibm.2022.124033.

[45] L.M. PytlikZillig, A.M. Votruba, M.M. Fleig-Palmer, J. Lee, M. Kappmeier, The perceived influence model of trust: toward a multi-trustee theory, Group Organ. 
Manag. 49 (2024) 395–428, https://doi.org/10.1177/10596011241235248.

[46] S. Siyal, J. Liu, L. Ma, K. Kumari, M. Saeed, C. Xin, S.N. Hussain, Does inclusive leadership influence task performance of hospitality industry employees? Role 
of psychological empowerment and trust in leader, Heliyon 9 (2023) e15507, https://doi.org/10.1016/j.heliyon.2023.e15507.

[47] T.N. Bauer, S.G. Green, Development of leader-member exchange: a longitudinal test, Acad. Manag. J. 39 (1996) 1538–1567, https://doi.org/10.5465/ 
257068.

[48] A.M. Saks, Antecedents and consequences of employee engagement, J. Manag. Psychol. 21 (2006) 600–619, https://doi.org/10.1108/02683940610690169/ 
full/html.

[49] B. Ayca, Association between authentic leadership and job performance—the moderating roles of trust in the supervisor and trust in the organization: the 
example of Türkiye, Sustainability 15 (2023), https://doi.org/10.3390/su15086539.

[50] S.J. Son, The role of supervisors on employees’ voice behavior, Leader. Organ. Dev. J. 40 (2019) 85–96, https://doi.org/10.1108/lodj-06-2018-0230/full/ 
html.

[51] Y. Wang, Leaders’ decision making and neuroscience, in: People We Trust, 2024, https://doi.org/10.1108/978-1-83797-386-620241008.
[52] B. Fabi, R. Lacoursière, L. Raymond, Impact of high-performance work systems on job satisfaction, organizational commitment, and intention to quit in 

Canadian organizations, Int. J. Manpow. 36 (2015) 772–790, https://doi.org/10.1108/ijm-01-2014-0005/full/html.
[53] R.R. Kehoe, P.M. Wright, The impact of high-performance human resource practices on employees’ attitudes and behaviors, J Manage 39 (2013) 366–391, 

https://doi.org/10.1177/0149206310365901.
[54] J. Haar, C. O’Kane, J.A. Cunningham, Firm-level antecedents and consequences of knowledge hiding climate, J. Bus. Res. 141 (2022) 420–421, https://doi. 

org/10.1016/j.jbusres.2021.11.034.
[55] R. Ahmad, M.R. Nawaz, M.I. Ishaq, M.M. Khan, H.A. Ashraf, Social exchange theory: systematic review and future directions, Front. Psychol. 13 (2023), 

https://doi.org/10.3389/fpsyg.2022.1015921/full.
[56] G.C. Homans, Social behavior as exchange, Am. J. Sociol. 63 (1958) 597–606, https://doi.org/10.1086/222355.
[57] P.M. Blau, Justice in social exchange, Socio. Inq. 34 (1964) 193–206, https://doi.org/10.1111/j.1475-682x.1964.tb00583.x.
[58] A.W. Gouldner, The norm of reciprocity: a preliminary statement, Am. Socio. Rev. 25 (1960) 161, https://doi.org/10.2307/2092623.
[59] L.D. Molm, The structure of reciprocity, Soc. Psychol. Q. 73 (2010) 119–131, https://doi.org/10.1177/0190272510369079.
[60] J. Gould-Williams, F. Davies, Using social exchange theory to predict the effects of HRM practice on employee outcomes: an analysis of public sector workers, 

Publ. Manag. Rev. 7 (2005) 1–24, https://doi.org/10.1080/1471903042000339392.
[61] R. Cropanzano, M.S. Mitchell, Social exchange theory: an interdisciplinary review, J Manage 31 (2005) 874–900, https://doi.org/10.1177/ 

0149206305279602.
[62] O.M. Karatepe, G. Karadas, The effect of psychological capital on conflicts in the work–family interface, turnover and absence intentions, Int. J. Hospit. Manag. 

43 (2014) 132–143, https://doi.org/10.1016/j.ijhm.2014.09.005.
[63] M. Min, Y. Zhu, M. Bambacas, The mediating effect of trust on the relationship between high-performance work systems and employee outcomes among 

Chinese indigenous firms, Asia Pac. J. Hum. Resour. 58 (2020) 399–426, https://doi.org/10.1111/1744-7941.12221.
[64] M.M. Suazo, W.H. Turnley, Characteristics of the supervisor-subordinate relationship as predictors of psychological contract breach, J. Manag. Issues 20 

(2008) 295–312.
[65] F.K. Matta, E.L. Frank, C.P. Muir, “Seeing eye to eye” about our relationship is good for us and everyone else: an examination of LMX agreement and views of 

fair treatment, Organ. Sci. 35 (2024) 1489–1511, https://doi.org/10.1287/orsc.2021.15475.
[66] B.M. Bass, B.J. Avolio, Multifactor leadership questionnaire, West. J. Nurs. Res. (1996), https://doi.org/10.1037/t03624-000.
[67] K. March, M. Aplin-Houtz, U. Lawrence, E. Lane, Mutual benefits: delving into leader-member exchange (LMX) and pay dynamics with social exchange theory, 

Researchgate.Net (2023), https://doi.org/10.1007/s10672-023-09490-1.
[68] G.B. Graen, J. Cashman, A vertical dyad linkage approach to leadership within formal organizations: a longitudinal investigation of the role making process, 

Organ. Behav. Hum. Perform. 13 (1975) 46–78.
[69] R.M. Dienesch, R.C. Liden, Leader-member exchange model of leadership: a critique and further development, Acad. Manag. Rev. 11 (1986) 618–634, https:// 

doi.org/10.2307/258314.
[70] G.B. Graen, T.A. Scandura, Toward a psychology of dyadic organizing, Res. Organ. Behav. (1987) 175–208.
[71] F. Dansereau, G. Graen, W.J. Haga, A vertical dyad linkage approach to leadership within formal organizations: a longitudinal investigation of the role making 

process, Organ. Behav. Hum. Perform. 13 (1975) 46–78, https://doi.org/10.1016/0030-5073(75)90005-7.
[72] R.M. Dienesch, R.C. Liden, Leader-Member Exchange Model of Leadership: A Critique and Further Development (1986) 618–634, https://doi.org/10.5465/ 

amr.1986.4306242, 10.5465/Amr.1986.4306242 11.
[73] Y. Zhang, L. Long, T. yu Wu, X. Huang, When is pay for performance related to employee creativity in the Chinese context? The role of guanxi HRM practice, 

trust in management, and intrinsic motivation, J. Organ. Behav. 36 (2015) 698–719, https://doi.org/10.1002/job.2012.
[74] S. Aryee, F.O. Walumbwa, E.Y.M. Seidu, L.E. Otaye, Impact of high-performance work systems on individual- and branch-level performance: test of a 

multilevel model of intermediate linkages, J. Appl. Psychol. 97 (2012) 287–300, https://doi.org/10.1037/A0025739.
[75] B. Afsar, A. Shahjehan, S.I. Shah, Frontline employees’ high-performance work practices, trust in supervisor, job-embeddedness and turnover intentions in 

hospitality industry, Int. J. Contemp. Hospit. Manag. 30 (2018) 1436–1452, https://doi.org/10.1108/ijchm-11-2016-0633.
[76] P.V. Kloutsiniotis, D.M. Mihail, The link between perceived high-performance work practices, employee attitudes and service quality: the mediating and 

moderating role of trust, Employee Relat. 40 (2018), https://doi.org/10.1108/er-08-2017-0201.
[77] S.Y. Rhee, H.J. Oh, G.J. Yu, High-performance work systems and firm capabilities in Korea: a fit perspective with organizational culture, Asia Pac. J. Hum. 

Resour. 56 (2018) 317–340, https://doi.org/10.1111/1744-7941.12134.
[78] C.H. Wang, V.V. Baba, R.D. Hackett, Y. Hong, Employee-experienced high-performance work systems in facilitating employee helping and voice: the role of 

employees’ proximal perceptions and trust in the supervisor, Hum. Perform. 32 (2019) 69–91, https://doi.org/10.1080/08959285.2019.1587765.
[79] R.C. Mayer, J.H. Davis, An integrative model of organizational trust, Acad. Manag. Rev. 20 (1995) 709–734.
[80] R. Egiannelyandra, T.Y.R. Syah, Pengaruh high-performance work system terhadap employee performance pada karyawan pabrik di masa pandemi, 

Management Studies and Entrepreneurship Journal 4 (2023) 2527–2541, https://doi.org/10.37385/msej.v4I3.1952.
[81] A. Jalali, M. Jaafar, S.K. Abdelsalam Al Rfoa, S. Abhari, The indirect effect of high-performance work practices on employees’ performance through trust in 

management, J. Facil. Manag. 21 (2023) 242–259, https://doi.org/10.1108/jfm-07-2021-0073/full/html.
[82] M. Kim, I. Jeong, J. Bae, Does HRM enhance organizational resilience? Evidence from Korean firms in COVID-19 pandemic. Academy of Management 

Proceedings 2022, 2022, https://doi.org/10.5465/ambpp.2022.15567abstract.
[83] E.A. Ramadhan, D. Fajarwati, The influence of high performance work systems on service quality and the mediating role of trust, job satisfaction and affective 

commitment, Jurnal Ilmiah Manajemen Kesatuan 12 (2024) 295–308, https://doi.org/10.37641/jimkes.v12i1.2344.

A.F. Badru et al.                                                                                                                                                                                                       Heliyon 10 (2024) e37795 

13 

https://doi.org/10.1016/j.heliyon.2024.e24997
https://doi.org/10.1080/09585192.2015.1109534
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref43
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref43
https://doi.org/10.4236/ajibm.2022.124033
https://doi.org/10.1177/10596011241235248
https://doi.org/10.1016/j.heliyon.2023.e15507
https://doi.org/10.5465/257068
https://doi.org/10.5465/257068
https://doi.org/10.1108/02683940610690169/full/html
https://doi.org/10.1108/02683940610690169/full/html
https://doi.org/10.3390/su15086539
https://doi.org/10.1108/lodj-06-2018-0230/full/html
https://doi.org/10.1108/lodj-06-2018-0230/full/html
https://doi.org/10.1108/978-1-83797-386-620241008
https://doi.org/10.1108/ijm-01-2014-0005/full/html
https://doi.org/10.1177/0149206310365901
https://doi.org/10.1016/j.jbusres.2021.11.034
https://doi.org/10.1016/j.jbusres.2021.11.034
https://doi.org/10.3389/fpsyg.2022.1015921/full
https://doi.org/10.1086/222355
https://doi.org/10.1111/j.1475-682x.1964.tb00583.x
https://doi.org/10.2307/2092623
https://doi.org/10.1177/0190272510369079
https://doi.org/10.1080/1471903042000339392
https://doi.org/10.1177/0149206305279602
https://doi.org/10.1177/0149206305279602
https://doi.org/10.1016/j.ijhm.2014.09.005
https://doi.org/10.1111/1744-7941.12221
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref64
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref64
https://doi.org/10.1287/orsc.2021.15475
https://doi.org/10.1037/t03624-000
https://doi.org/10.1007/s10672-023-09490-1
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref68
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref68
https://doi.org/10.2307/258314
https://doi.org/10.2307/258314
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref70
https://doi.org/10.1016/0030-5073(75)90005-7
https://doi.org/10.5465/amr.1986.4306242
https://doi.org/10.5465/amr.1986.4306242
https://doi.org/10.1002/job.2012
https://doi.org/10.1037/A0025739
https://doi.org/10.1108/ijchm-11-2016-0633
https://doi.org/10.1108/er-08-2017-0201
https://doi.org/10.1111/1744-7941.12134
https://doi.org/10.1080/08959285.2019.1587765
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref79
https://doi.org/10.37385/msej.v4I3.1952
https://doi.org/10.1108/jfm-07-2021-0073/full/html
https://doi.org/10.5465/ambpp.2022.15567abstract
https://doi.org/10.37641/jimkes.v12i1.2344


[84] H. Xian, C. Atkinson, Y. Meng-Lewis, Guanxi and high performance work systems in China: evidence from a state-owned enterprise, Int. J. Hum. Resour. 
Manag. 30 (2019) 2685–2704, https://doi.org/10.1080/09585192.2017.1332670.

[85] G. Currie, M. Kerrin, Human resource management and knowledge management: enhancing knowledge sharing in a pharmaceutical company, Int. J. Hum. 
Resour. Manag. 14 (2003) 1027–1045, https://doi.org/10.1080/0958519032000124641.

[86] J.R. Detert, E.R. Burris, Leadership behavior and employee voice: is the door really open? Acad. Manag. J. 50 (2007) 869–884, https://doi.org/10.5465/ 
amj.2007.26279183.

[87] E.W. Morrison, F.J. Milliken, Organizational silence: a barrier to change and development in a pluralistic world, Acad. Manag. Rev. 25 (2000) 706–725.
[88] A.S.Y. Chen, Y.H. Hou, The effects of ethical leadership, voice behavior and climates for innovation on creativity: a moderated mediation examination, 

Leadersh Q 27 (2016) 1–13, https://doi.org/10.1016/j.leaqua.2015.10.007.
[89] C.H. Chuang, H. Liao, Strategic human resource management in service context: taking care of business by taking care of employees and customers, Person. 

Psychol. 63 (2010) 153–196, https://doi.org/10.1111/J.1744-6570.2009.01165.X.
[90] J.G. Messersmith, P.C. Patel, D.P. Lepak, Unlocking the black box: exploring the link between high-performance work systems and performance, J. Appl. 

Psychol. 96 (2011) 1105–1118, https://doi.org/10.1037/a0024710.
[91] M. Ehrnrooth, A. Koveshnikov, E. Balabanova, H. Wechtler, High-performance work system and transformational leadership for employee constructive voice: 

unique and relative importance in a high-power distance context, Int. J. Hum. Resour. Manag. 34 (2023) 3893–3932, https://doi.org/10.1080/ 
09585192.2022.2163418.

[92] R. Miao, L. Lu, Y. Cao, Q. Du, The high-performance work system, employee voice, and innovative behavior: the moderating role of psychological safety, Int. J. 
Environ. Res. Publ. Health 17 (2020), https://doi.org/10.3390/ijerph17041150.

[93] P. Holland, B. Cooper, C. Sheehan, Employee voice, supervisor support, and engagement: the mediating role of trust, Hum. Resour. Manag. 56 (2017) 915–929, 
https://doi.org/10.1002/hrm.21809.

[94] P.K. Mowbray, A. Wilkinson, An integrative review of employee voice: identifying a common conceptualization and research agenda, Int. J. Manag. Rev. 17 
(2015) 382–400, https://doi.org/10.1111/ijmr.12045.

[95] Y. Guo, Effect of psychological contract breach on employee voice behavior: evidence from China, SBP (Soc. Behav. Pers.): Int. J. 45 (2017) 1019–1028, 
https://doi.org/10.2224/sbp.6326.

[96] W. Liu, R. Zhu, Y. Yang, I warn you because I like you: voice behavior, employee identifications, and transformational leadership, Leadersh Q 21 (2010) 
189–202, https://doi.org/10.1016/j.leaqua.2009.10.014.

[97] R.C. Mayer, M.B. Gavin, Trust in management and performance: who minds the shop while the employees watch the boss? Acad. Manag. J. 48 (2005) 
874–888, https://doi.org/10.5465/amj.2005.18803928.

[98] P. Boxall, J. Purcell, Strategy and human resource management, Ind. Labor Relat. Rev. 57 (2003), https://doi.org/10.1108/00251740310479368.
[99] P. Holland, B.K. Cooper, A. Pyman, J. Teicher, Trust in management: the role of employee voice arrangements and perceived managerial opposition to unions, 

Hum. Resour. Manag. J. 22 (2012) 377–391, https://doi.org/10.1111/1748-8583.12002.
[100] T.W.H. Ng, D.C. Feldman, Employee voice behavior: a meta-analytic test of the conservation of resources framework, J. Organ. Behav. 33 (2012) 216–234, 

https://doi.org/10.1002/job.754.
[101] A. Dedahanov, A. Komil ugli Fayzullaev, O. Sobirovich Abdurazzakov, D. Rakhmonov, A. Tohirovich Dedahanov, D. Alidjonovich Rakhmonov, O. Zakirova, 

Paternalistic leadership styles and employee voice: the roles of trust in supervisors and self-efficacy, Sustainability (2022), https://doi.org/10.3390/ 
su141912805.

[102] B. Hatipoglu, K. Inelmen, Demographic diversity in the workplace and its impact on employee voice: the role of trust in the employer, Int. J. Hum. Resour. 
Manag. 29 (2017) 970–994, https://doi.org/10.1080/09585192.2017.1322120.

[103] E.C. Holley, K. Wu, J.B. Avey, The impact of leader trustworthiness on employee voice and performance in China, J Leadersh Organ Stud 26 (2018) 179–189, 
https://doi.org/10.1177/1548051818795822.

[104] Y.K. Huang, N.K. Chuang, L. Kwok, To speak up or remain silent: the double-edged effects of trust and felt trust, Int. J. Contemp. Hospit. Manag. 35 (2023) 
3285–3304, https://doi.org/10.1108/ijchm-05-2022-0676/full/html.

[105] K. Nizam, The impact of supportive leadership and perceived supervisor voice behavior on employee voice behavior, Journal for Business Education and 
Management 2 (2022) 1–25.

[106] K. Nizam, S. Hameed, Examining empowering leadership’s impact on trust and employee voice behavior: a PLS sem model analysis, Pakistan Journal of 
Humanities and Social Sciences 11 (2023), https://doi.org/10.52131/pjhss.2023.1103.0635.

[107] Z. Yao, X. Zhang, Z. Liu, L. Zhang, J. Luo, Narcissistic leadership and voice behavior: the role of job stress, traditionality, and trust in leaders, Chin. Manag. 
Stud. 14 (2020) 543–563, https://doi.org/10.1108/cms-11-2018-0747/full/html.

[108] L.A. James, L.R. James, Integrating work environment perceptions: explorations into the measurement of meaning, J. Appl. Psychol. 74 (1989) 739–751.
[109] B. Schneider, Organizational climates: an essay, Person. Psychol. 28 (1975) 447–479, https://doi.org/10.1111/j.1744-6570.1975.tb01386.x.
[110] D.O. Neubaum, C.H. Thomas, C. Dibrell, J.B. Craig, Stewardship climate scale: an assessment of reliability and validity, Fam. Bus. Rev. 30 (2017) 37–60, 

https://doi.org/10.1177/0894486516673701.
[111] M. Hernandez, Promoting stewardship behavior in organizations: a leadership model, J. Bus. Ethics 80 (2008) 121–128, https://doi.org/10.1007/S10551-007- 

9440-2/metrics.
[112] D. Rousseau, Trust in organizations: frontiers of theory and research, Adm. Sci. Q. 43 (1998) 186–188. https://www.jstor.org/stable/2393596. (Accessed 12 

August 2024).
[113] H.U. Bak, Supervisor feedback and innovative work behavior: the mediating roles of trust in supervisor and affective commitment, Front. Psychol. 11 (2020) 

559160, https://doi.org/10.3389/fpsyg.2020.559160/bibtex.
[114] L. Van Dyne, J.A. LePine, Helping and voice extra-role behaviors: evidence of construct and predictive validity, Acad. Manag. J. 41 (1998) 108–119, https:// 

doi.org/10.2307/256902.
[115] A. Achmadi, H. Hendryadi, A.O. Siregar, A.S. Hadmar, How can a leader’s humility enhance civility climate and employee voice in a competitive environment? 

J. Manag. Dev. 41 (2022) 257–275, https://doi.org/10.1108/jmd-11-2021-0297.
[116] A. Simha, A. Stachowicz-Stanusch, The effects of ethical climates on trust in supervisor and trust in organization in a polish context, Manag. Decis. 53 (2015) 

24–39, https://doi.org/10.1108/md-08-2013-0409/full/html.
[117] E.M. Whitener, Do “high commitment” human resource practices affect employee commitment?: a cross-level analysis using hierarchical linear modeling, 

J Manage 27 (2001) 515–535, https://doi.org/10.1016/S0149-2063(01)00106-4.
[118] S. Paschina, Trust in management and work flexibility : a quantitative investigation of modern work dynamics and their impact on organizational performance, 

European Research Studies Journal XXVI (2023) 184–196, https://doi.org/10.35808/ersj/3205.
[119] S. Ji, I. Ullah Jan, Antecedents and consequences of frontline employee’s trust-in-supervisor and trust-in-coworker, Sustainability 12 (2020), https://doi.org/ 

10.3390/su12020716.
[120] T. Mubashar, S. Musharraf, S. Khan, A. Butt Tayyab, T.A. Butt, Impact of organizational justice on employee engagement: the mediating role of organizational 

trust, Cogent Psychol 9 (2022), https://doi.org/10.1080/23311908.2022.2080325.
[121] NCC, Nigerian Communication Commission, Industry statistics report. https://www.ncc.gov.ng/statistics-reports/industry-overview, 2022.
[122] P.M. Podsakoff, S.B. MacKenzie, N.P. Podsakoff, Sources of method bias in social science research and recommendations on how to control it, Annu. Rev. 

Psychol. 63 (2012) 539–569, https://doi.org/10.1146/annurev-psych-120710-100452.
[123] P. Podsakoff, S. MacKenzie, J.L.-J. of applied, undefined, Common method biases in behavioral research: a critical review of the literature and recommended 

remedies, J. Appl. Psychol. 88 (2003) 879–903, https://doi.org/10.1037/0021-9010.88.5.879, 1990.
[124] O.M. Karatepe, O.A. Olugbade, The mediating role of work engagement in the relationship between high-performance work practices and job outcomes of 

employees in Nigeria, Int. J. Contemp. Hospit. Manag. 28 (2016) 2350–2371, https://doi.org/10.1108/ijchm-03-2015-0145/full/html.

A.F. Badru et al.                                                                                                                                                                                                       Heliyon 10 (2024) e37795 

14 

https://doi.org/10.1080/09585192.2017.1332670
https://doi.org/10.1080/0958519032000124641
https://doi.org/10.5465/amj.2007.26279183
https://doi.org/10.5465/amj.2007.26279183
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref87
https://doi.org/10.1016/j.leaqua.2015.10.007
https://doi.org/10.1111/J.1744-6570.2009.01165.X
https://doi.org/10.1037/a0024710
https://doi.org/10.1080/09585192.2022.2163418
https://doi.org/10.1080/09585192.2022.2163418
https://doi.org/10.3390/ijerph17041150
https://doi.org/10.1002/hrm.21809
https://doi.org/10.1111/ijmr.12045
https://doi.org/10.2224/sbp.6326
https://doi.org/10.1016/j.leaqua.2009.10.014
https://doi.org/10.5465/amj.2005.18803928
https://doi.org/10.1108/00251740310479368
https://doi.org/10.1111/1748-8583.12002
https://doi.org/10.1002/job.754
https://doi.org/10.3390/su141912805
https://doi.org/10.3390/su141912805
https://doi.org/10.1080/09585192.2017.1322120
https://doi.org/10.1177/1548051818795822
https://doi.org/10.1108/ijchm-05-2022-0676/full/html
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref105
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref105
https://doi.org/10.52131/pjhss.2023.1103.0635
https://doi.org/10.1108/cms-11-2018-0747/full/html
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref108
https://doi.org/10.1111/j.1744-6570.1975.tb01386.x
https://doi.org/10.1177/0894486516673701
https://doi.org/10.1007/S10551-007-9440-2/metrics
https://doi.org/10.1007/S10551-007-9440-2/metrics
https://www.jstor.org/stable/2393596
https://doi.org/10.3389/fpsyg.2020.559160/bibtex
https://doi.org/10.2307/256902
https://doi.org/10.2307/256902
https://doi.org/10.1108/jmd-11-2021-0297
https://doi.org/10.1108/md-08-2013-0409/full/html
https://doi.org/10.1016/S0149-2063(01)00106-4
https://doi.org/10.35808/ersj/3205
https://doi.org/10.3390/su12020716
https://doi.org/10.3390/su12020716
https://doi.org/10.1080/23311908.2022.2080325
https://www.ncc.gov.ng/statistics-reports/industry-overview
https://doi.org/10.1146/annurev-psych-120710-100452
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1108/ijchm-03-2015-0145/full/html


[125] D.M. Lambert, T.C. Harrington, Measuring nonresponse bias in customer service mail surveys, J. Bus. Logist. 11 (1990) 5, https://doi.org/10.1007/978-3-319- 
10966-4_50.

[126] J. Scott Armstrong, T.S. Overton Marketing Scientist, Estimating Nonresponse Bias in Mail Surveys, 1977.
[127] I.J. Chen, A. Paulraj, Towards a theory of supply chain management: the constructs and measurements, J. Oper. Manag. 22 (2004) 119–150, https://doi.org/ 

10.1016/j.jom.2003.12.007.
[128] R. Takeuchi, D.P. Lepak, K. Takeuchi, R. Takeuchi, D.P. Lepak, H. Wang, An empirical examination of the mechanisms mediating between high-performance 

work systems and the performance of Japanese organizations, J. Appl. Psychol. 92 (2007) 1069–1083, https://doi.org/10.1037/0021-9010.92.4.1069.
[129] S.L. Robinson, D.M. Rousseau, Violating the psychological contract: not the exception but the norm, J. Organ. Behav. 15 (1994) 245–259, https://doi.org/ 

10.1002/job.4030150306.
[130] R.P. Bagozzi, Y. Yi, On the evaluation of structural equation models, J Acad Mark Sci 16 (1988) 74–94, https://doi.org/10.1007/bf02723327/metrics.
[131] C. Fornell, D.F. Larcker, Structural Equation Models with Unobservable Variables and Measurement Error: Algebra and Statistics, 1981.
[132] J.F. Hair, M. Christian, M. Sarstedt, PLS-SEM: indeed a silver bullet, J. Market. Theor. Pract. 19 (2011) 139–152, https://doi.org/10.2753/mtp1069- 

6679190202.
[133] N. Kock, Advanced mediating effects tests, multi-group analyses, and measurement model assessments in PLS-based SEM, Int. J. e-Collaboration 10 (2014) 

1–13.
[134] N. Kock, M. Moqbel, Y. Jung, T. Syn, Do older programmers perform as well as young ones? Exploring the intermediate effects of stress and programming 

experience, Cognit. Technol. Work 20 (2018) 489–504, https://doi.org/10.1007/s10111-018-0479-x.
[135] G. Karadas, O.M. Karatepe, Unraveling the black box: the linkage between high-performance work systems and employee outcomes, Employee Relat. 41 (2019) 

67–83, https://doi.org/10.1108/er-04-2017-0084/full/html.
[136] S. Paek, M. Schuckert, T.T. Kim, G. Lee, Why is hospitality employees’ psychological capital important? The effects of psychological capital on work 

engagement and employee morale, Int. J. Hospit. Manag. 50 (2015) 9–26, https://doi.org/10.1016/j.ijhm.2015.07.001.
[137] R.B. Kline, Principles and practice of structural equation modeling, Can. Stud. Popul. (2018) 188–195, https://doi.org/10.25336/csp29418.
[138] J. Henseler, G. Hubona, P.A. Ray, Using PLS path modeling in new technology research: updated guidelines, Ind. Manag. Data Syst. 116 (2016) 2–20, https:// 

doi.org/10.1108/imds-09-2015-0382/full/htm.
[139] J. Henseler, PLS-MGA: a non-parametric approach to partial least squares-based multi-group analysis, studies in classification, data analysis, and knowledge 

organization, 495–501, https://doi.org/10.1007/978-3-642-24466-7_50, 2012.
[140] J.C. Anderson, D.W. Gerbing, Structural equation modeling in practice: a review and recommended two-step approach, Psychol. Bull. 103 (1988) 411–423.
[141] S.H. Ang, T. Bartram, N. McNeil, S.G. Leggat, P. Stanton, The effects of high-performance work systems on hospital employees’ work attitudes and intention to 

leave: a multi-level and occupational group analysis, Int. J. Hum. Resour. Manag. 24 (2013) 3086–3114, https://doi.org/10.1080/09585192.2013.775029.
[142] J. Henseler, C.M. Ringle, M. Sarstedt, A new criterion for assessing discriminant validity in variance-based structural equation modeling, J Acad Mark Sci 43 

(2014) 115–135, https://doi.org/10.1007/s11747-014-0403-8.
[143] V.E. Vinzi, W.W. Chin, J. Henseler, H. Wang, Editorial: perspectives on partial least squares, handbook of partial least squares, 1–20, https://doi.org/10.1007/ 

978-3-540-32827-8_1, 2010.
[144] R. Searle, D.N. Den Hartog, A. Weibel, N. Gillespie, F. Six, D. Skinner, Trust in the employer: the role of high-involvement work practices and procedural justice 

in European organizations, Int. J. Hum. Resour. Manag. 22 (2011).
[145] K. Townsend, P.K. Mowbray, Situating Line Managers towards the Centre of Employee Voice Research, Handbook of Research on Employee Voice, second ed., 

2020, pp. 137–155, https://doi.org/10.4337/9781788971188.00016.
[146] E. Farndale, J. Van Ruiten, C. Kelliher, V. Hope-Hailey, The influence of perceived employee voice on organizational commitment: an exchange perspective, 

Hum. Resour. Manag. 50 (2011) 113–129, https://doi.org/10.1002/hrm.20404.
[147] C. Rees, K. Alfes, M. Gatenby, Employee voice and engagement: connections and consequences, Int. J. Hum. Resour. Manag. 24 (2013) 2780–2798, https://doi. 

org/10.1080/09585192.2013.763843.
[148] J.B. DeConinck, The effects of ethical climate on organizational identification, supervisory trust, and turnover among salespeople, J. Bus. Res. (2011).
[149] L. Innocenti, M. Pilati, A.M. Peluso, Trust as moderator in the relationship between HRM practices and employee attitudes, Hum. Resour. Manag. J. 21 (2010) 

303–317, https://doi.org/10.1111/j.1748-8583.2010.00151.x.
[150] H.H. Tan, C.S.F. Tan, Toward the differentiation of trust in supervisor and trust in organization, Genet. Soc. Gen. Psychol. Monogr. 126 (2000) 241–260.
[151] J.A. Ashiru, G.E. Erdil, D. Oluwajana, The linkage between high performance work systems on organizational performance, employee voice and employee 

innovation, J. Organ. Change Manag. 35 (2022) 1–17, https://doi.org/10.1108/jocm-02-2021-0039.
[152] R. Prouska, M. Nyfoudi, A. Psychogios, L.T. Szamosi, A. Wilkinson, Solidarity in action at a time of crisis: the role of employee voice in relation to 

communication and horizontal solidarity behaviour, Br. J. Manag. 34 (2023) 91–110, https://doi.org/10.1111/1467-8551.12598.
[153] M. Curcuruto, M.A. Griffin, Upward safety communication in the workplace: how team leaders stimulate employees’ voice through empowering and 

monitoring supervision, Saf. Sci. 157 (2023), https://doi.org/10.1016/j.ssci.2022.105947.
[154] B. Cheng, X. Yu, Y. Dong, C. Zhong, Promoting employee career growth: the benefits of sustainable human resource management, Asia Pac. J. Hum. Resour. 62 

(2024), https://doi.org/10.1111/1744-7941.12371.
[155] J. Yang, X.H. Wang, D.C. Treadway, Y. Liu, How and when does abusive supervision influence employees’ promotive and prohibitive voice? Curr. Psychol. 43 

(2024) 1457–1472, https://doi.org/10.1007/S12144-023-04304-X.

A.F. Badru et al.                                                                                                                                                                                                       Heliyon 10 (2024) e37795 

15 

https://doi.org/10.1007/978-3-319-10966-4_50
https://doi.org/10.1007/978-3-319-10966-4_50
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref126
https://doi.org/10.1016/j.jom.2003.12.007
https://doi.org/10.1016/j.jom.2003.12.007
https://doi.org/10.1037/0021-9010.92.4.1069
https://doi.org/10.1002/job.4030150306
https://doi.org/10.1002/job.4030150306
https://doi.org/10.1007/bf02723327/metrics
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref131
https://doi.org/10.2753/mtp1069-6679190202
https://doi.org/10.2753/mtp1069-6679190202
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref133
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref133
https://doi.org/10.1007/s10111-018-0479-x
https://doi.org/10.1108/er-04-2017-0084/full/html
https://doi.org/10.1016/j.ijhm.2015.07.001
https://doi.org/10.25336/csp29418
https://doi.org/10.1108/imds-09-2015-0382/full/htm
https://doi.org/10.1108/imds-09-2015-0382/full/htm
https://doi.org/10.1007/978-3-642-24466-7_50
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref140
https://doi.org/10.1080/09585192.2013.775029
https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.1007/978-3-540-32827-8_1
https://doi.org/10.1007/978-3-540-32827-8_1
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref144
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref144
https://doi.org/10.4337/9781788971188.00016
https://doi.org/10.1002/hrm.20404
https://doi.org/10.1080/09585192.2013.763843
https://doi.org/10.1080/09585192.2013.763843
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref148
https://doi.org/10.1111/j.1748-8583.2010.00151.x
http://refhub.elsevier.com/S2405-8440(24)13826-1/sref150
https://doi.org/10.1108/jocm-02-2021-0039
https://doi.org/10.1111/1467-8551.12598
https://doi.org/10.1016/j.ssci.2022.105947
https://doi.org/10.1111/1744-7941.12371
https://doi.org/10.1007/S12144-023-04304-X

	Can employees’ trust their supervisor? The role of high-performance work systems and stewardship climate on employee voice
	1 Introduction
	1.1 Theoretical framework
	1.2 Conceptualisation and hypotheses

	2 Method
	2.1 Participants and procedure
	2.2 Non-response test

	3 Measurement
	3.1 HPWS
	3.2 STC
	3.3 Trust in supervisors
	3.4 EV
	3.5 Empirical analysis

	4 Results
	5 Discussion
	Practical implication
	Limitations and future studies
	Funding
	Ethics statement
	Informed consent
	Data availability statement
	CRediT authorship contribution statement
	Declaration of competing interest
	Appendix A Supplementary data
	References


