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The reflections of employees' voice strategy styles on
organizational hypocrisy: the mediating role of ethical
leadership
A case study at Royal Jordanian
Prepared by: Emran Ahmad ALSwaeer
Supervised by: Prof. Ahmad Ali Salih

English Abstract

The study aims at recognizing the reflections of employees' voice strategy styles on
organizational hypocrisy with ethical leadership as a mediator variable. The field of study was
Royal Jordanian in Jordan; the study sample was (346) employees in the three managerial levels
(top, middle, and first-line level).

Furthermore, the questionnaire and the interviews were the study's primary tools for
collecting data; (346) questionnaires were distributed, and interviews were performed. Analyzing
data was conducted using a set of statistical methods, including Cronbach's alpha along with a
normality test, standard deviation, exploratory factor analysis, confirmatory factor analysis,
structural equation model (SEM).

The study's main findings revealed a statistically significant negative impact of employees'’
voice strategy styles on organizational hypocrisy in Royal Jordanian; that means the
organizational hypocrisy decreases when employees' voice strategy styles are practiced. The
study also indicated that ethical leadership partially mediates the negative impact of employees'

voice strategy styles on organizational hypocrisy in Royal Jordanian.

Upon the above results, the study offers various critical recommendations:



Xiii

Promoting the sustainable investment in adopting employees' voice strategy in Royal
Jordanian (constructive voice, defensive voice) that enhances positive employee participation,
identifies dilemmas, and accurately finds the most appropriate solutions. Promote Royal
Jordanian to employ ethical leadership practices that positively influence employee behavior and
reduce organizational dilemmas. And affirming at creating the employees' voice strategy in
Royal Jordanian to enhance the employees' participation in problem-solving and making suitable

improvements.

Keywords: Employees' voice strategy styles, Organizational hypocrisy, Ethical leadership, Royal

Jordanian.
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Chapter one: Study background and importance

1.1 Introduction

The internal environment represents one of the fundamental pedestals of organizations. It
is considered one of the most critical components that influence performance and the
achievement of the goals; accordingly, organizations are always enthusiastic about reducing
dilemmas and negative phenomena within their environment, as the phenomenon of
organizational hypocrisy is considered one of the most delicate negative aspects that prevent
organizations' progress and the achievement of the goals.

Notwithstanding, when organizations do not excessively consider the internal
environment, it might suffer from some harmful and pathological phenomenon such as
organizational hypocrisy; is the optional behavior of an individual that does not match declared
values and affirmed expectations and reflecting behavioral inconsistency. Similarly, one declares'
function failure that reflects behavioral inconsistency originates from disingenuousness
perceptions (Hale & Pillow, 2015).

However, organizational hypocrisy occurs when there are inconsistent values, interests,
and ideas of individuals that affect their actions in the organizations. It can be observed
whenever decisions are quickly taken and publicly announced but not acted upon in practice
(Kiligoglu, 2017).

Moreover, Organizational hypocrisy can be demoralizing for organizations and society as

it may aggravate the rifts between responsibilities and resources, erode improvements, internal



dilemmas, and disputes in the organization, or fail to defend society from externalities (Yang et
al., 2019).

Accordingly, various destructive phenomena occur due to organizational hypocrisy; that
negatively affect the organizations, including the high degree of trust curtailment and the overall
reputation (Goswami & Ha-Brookshire, 2018).

In respect of avoiding the impacts of organizational hypocrisy, protrude the role of
employees’ voice strategy styles; employees’ voice strategy styles considered as positive social
behavior to manifest dissatisfaction with a circumstance or a problem, and asserting
organizational improvement; employees address suggestions and contributing constructive ideas
and suggestions to their managers or co-workers (Morrison, 2011).

In this regard, employees’ voice strategy styles include; prosocial voice and other-
oriented optional expression of ideas or opinions for practical development, that can positively
enhance the organization positively; suggesting ideas for developing the current work practices,
change the status quo (Maynes & Podsakoff, 2014).

According to Lee and Varon (2016) employees’ voice strategy styles plays a role to
mitigate organizational functioning associated problems by suggesting improvements about
problematic and challenging situations, besides diagnoses new or more beneficial methods of
doing things.

Additionally, the ethical leadership mediating role refers to demonstrating normatively
appropriate behavior through personal behaviors and interpersonal relationships and developing
such behavior to followers through two-way interaction, support, and decision-making (Brown et

al., 2005).



Correspondingly, in the presence of ethical leadership, employees in the organization are
more expected to speak out against unethical behavior; because not doing so may be perceived as
unethical (Javed et al.,2018). Additionally, the existence of ethical leadership in the organization
will affect the employees to be encouraged and motivated to address suggestions about the
procedures and ethical issues (Gerpott et al., 2017).

Likewise, employees will engage in more honest communication and accept the potential
risks and fears associated with reporting unethical practices to management if they have
confidence and trust in their leadership (Javed et al., 2018). Ethical leadership also spreads
ethical behavior within the organization and is treated as a mechanism to defeat unethical
behaviors (Afsar & Shahjehan, 2017).

Furthermore, with ethical leadership, employees' participation in providing suggestions,
solutions, and decision-making participation about work increase significantly due to the
increased confidence of employees in management (Gerpott et al., 2017).

According to those mentioned earlier, the internal environment embodies a fundamental
pillar of the organization and impacts performance and goals' achievement; based on the above;
this study sought to investigate the reflections of employees' voice strategy styles on
organizational hypocrisy, with ethical leadership as a mediating variable in Royal Jordanian
which is the national carrier of the Hashemite kingdom of Jordan and one of the most potent

economic source in Jordan.



1.2 Problem statement

The previous literature review indicates that there are not enough studies about
organizational hypocrisy and how to reduce problems that may arise from it. Kiligoglu et al.
(2017) said that there is a need to investigate the relationship between organizational hypocrisy
and other organizational behaviors.

Furthermore, Kiligoglu et al. (2019) suggested that there is a need for more scrutiny of
organizational hypocrisy and its corresponding impact, linking it with other work-related
variables and organizations' internal environment.

Although organizational hypocrisy may appear an obvious concept at first blush, even the
most fundamental examination reveals that our understanding of it is still quite limited (Wagner
etal., 2019).

Moreover, referring to employees’ voice strategy styles can reduce organizational
hypocrisy, and thus, it helps the organizations reduce the internal environment issues. According
to Knoll and Redman (2016), employees spoke up to enhance their organizations' processes,
innovation, and functioning.

Therefore, the study's problem lies in researching how to develop the organization's
internal environment, specifically by avoiding one of the most critical negative influences on it,
represented by organizational hypocrisy in all its forms and degrees.

The study seeks to reveal the influence of employees’ voice strategy styles in reducing
organizational hypocrisy and revealing the mediating role of ethical leadership and its
significance in enhancing the role of employees’ voice strategy styles. Accordingly, the

researcher infers an apparent deficiency and an urgent necessity for more studies on



organizational hypocrisy to investigate this phenomenon and scrutinize its relationship with other
organizational variables to diminish it.

Moreover, to be assured about examining the problem that exists in the Royal Jordanian
and is considered the study's central theme, the researcher used structured interviews style to be
applied to several employees in different managerial levels in Royal Jordanian; the interview
questions were as follows (Appendix 1):

1. Do you think that there are practices of the employees’ voice strategy styles in Royal

Jordanian?

2. Do you think that there are practices of organizational hypocrisy in Royal Jordanian?
3. Do you think that there are practices of ethical leadership in Royal Jordanian?

Through the interviews, some of the interviewees confirmed the existence of
organizational hypocrisy practices. On the other hand, some interviewees confirmed the
existence of unclear practices that could be classified as organizational hypocrisy practices.
Based on the interviewees' answers, the researcher observed the presence of ethical leadership
and employees' voice strategy styles but are not utilized to confront organizational hypocrisy
practices in Royal Jordanian.

Accordingly, based on Royal Jordanian belief in the study problem, Royal Jordanian

agreed to conduct this case study Appendix 2.

1.3 Study objectives

The main objective of this study is to identify the reflections of employees’ voice
strategy styles on organizational hypocrisy in the presence of mediating role of ethical leadership

in Royal Jordanian through:



e Providing the conceptual and intellectual framework for essential study variables
(employees' voice strategy styles, organizational hypocrisy, and ethical leadership).

e Describing the three variables' levels of practice (employees' voice strategy styles,
organizational hypocrisy, and ethical leadership) in Royal Jordanian.

e Determining the reflection of employees' voice strategy styles on organizational
hypocrisy in Royal Jordanian.

e Determining the reflection of employees' voice strategy styles on ethical leadership in
Royal Jordanian.

e Determining the reflection of ethical leadership on organizational hypocrisy in Royal
Jordanian.

e Distinguishing the mediating role of ethical leadership and its impact on employees'

voice strategy styles and organizational hypocrisy in Royal Jordanian.

1.4 Study importance

Study importance apportioned into scientific importance and practical importance:
Scientific importance:
The importance of this study is listed in the following points:
e This study scrutinized variables that are very significant and critical for business
organizations, performing a pivotal role in enhancing the overall performance.
e This study helps top management find ways to think about the organization's internal

environment.



e The study contributes to other researchers a fundamental foundation for further research
related to the study's result since no study examines the three variables together and

studies the relationship between them.

Practical importance:
e The study applied to Royal Jordanian, a vital sector for the community and significantly
impacts other industries.
e The study results support the decision-maker to widen their range to consider the other
variables in business environments.
e The study offers other researchers a fundamental basis for further research related to the
study’s result since no study examines the three variables together and studies the relation

between them.

1.5 Study questions and hypothesis

1.5.1 Study' questions

This study examines the following questions that obtained from the problem statement:

First main question:

Do the employees’ voice strategy styles impact organizational hypocrisy with the meditating role
of ethical leadership in Royal Jordanian?

Based on the sub-dimensions of employees’ voice strategy styles, the main question can be

apportioned into six sub-questions:



1.1 Is there an impact of constructive voice on imbalances in organizational structures?

1.2 Is there an impact of constructive voice on deviations in the rules of organizational
processes?

1.3 Is there an impact of constructive voice on organizational ideologies?

1.4 Is there an impact of defensive voice on organizational structures?

1.5 Is there an impact of defensive voice on organizational processes?

1.6 Is there an impact of defensive voice on variations in organizational ideologies organizational

ideologies?

Second main question:

Do the employees’ voice strategy styles impact ethical leadership in Royal Jordanian?

Third main question:

Does the ethical leadership impact organizational hypocrisy in Royal Jordanian?

Four main question:

Does ethical leadership mediate the relationship between the employees' voice strategy styles and

organizational hypocrisy in Royal Jordanian?

1.5.2 Study hypotheses

First main hypothesis:

H1: There is a negative impact of employees' voice strategy styles with all its dimensions
(defensive voice, constructive voice) on organizational hypocrisy with all its dimensions
(imbalances in organizational structures, deviations in the rules of organizational processes,

variations in organizational ideologies) at a level of significance (0<0.5).



However, based on the components of employees' voice strategy styles; the main hypothesis can

be divided into six sub hypothesis:

H1.1: There is a negative impact of constructive voice on imbalances in organizational structures
at a level of significance (a<0.5).

H1.2: There is a negative impact of constructive voice on deviations in the rules of organizational
processes at a level of significance (0.<0.5).

H1.3: There is a negative impact of constructive voice on variations in organizational ideologies
at a level of significance (a<0.5).

H1.4: There is a negative impact of defensive voice on imbalances in organizational structures at
a level of significance (a=<0.5).

H1.s: There is a negative impact of defensive voice on deviations in the rules of organizational
processes at a level of significance (0<0.5).

H1.s: There is a negative impact of defensive voice on variations in organizational ideologies at
a level of significance (0<0.5).

Second main hypothesis:

H2: There is a positive impact of employees' voice strategy styles on ethical leadership at a level
of significance (0=<0.5).

Third main hypothesis:

H3: There is a negative impact of ethical leadership on organizational hypocrisy at a level of
significance (a<0.5).

Fourth main hypothesis:

H4: Ethical leadership mediating the negative impact of employees’ voice strategy styles on

organizational hypocrisy at a level of significance (a<0.5).
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1.6 Study model

This model represents the relationship between employees' voice strategy styles
(independent variable), organizational hypocrisy (dependent variable), and ethical leadership as a

mediator variable.

The mediator variable
Ethical leadership

"o

Independent variable H1

P Dependent variable
employees’ voice strategy > Pl .
styles Organizational hypocrisy
H1.1 Imbalances in
Constructive voice »| oOrganizational
structures

Deviations in the
rules of
organizational
processes

Variations in
organizational
ideologies

Defensive voice

Figure 1. 1: Study model

Source: Prepared by the research based on:
Dependent variable: Kilicoglu et al. (2017).
Independent variable: Unler and Caliskan (2019).
The mediator variable: Nazir et al. (2020).

Henceforth, the imbalances in organizational structures will be termed organizational structures, the
deviations in the rules of organizational processes will be termed organizational processes, and the
variations in organizational ideologies will be termed organizational ideologies.
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1.7 Study limitations

The limitations of this study are listed in the following points:

e The study applied in Jordan; it might not be suitable for companies with the same
industries outside Jordan.

e The study results depend on the responsive degree of individual sample responses and
their level of objectivity.

e This study is designed to be applied at the managerial level in the Royal Jordanian; it is

not proper to generalize results on other companies.

1.8 Study delimitations

The study delimitations are listed in the following points:
Spatial: Royal Jordanian.
Humanity: A selective sample of employees at all the managerial levels.

Temporal: The year of 2020/2021.

1.9 Conceptual and Operational definitions

Reflection: In Cambridge dictionary, the reflection word means an action manifestation, impact

or result; by the same token, it means the sequences of some actions.
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Organizational hypocrisy: Hypocrisy is defined as the failure to practice what one preaches,

with reflecting behavioral inconsistency (Hale & Pillow, 2015).

Organizational hypocrisy: Operationally defined as the failure to practice what the company
claims, reflecting behavioral inconsistency; which is represented in many phenomena, the most
critical is the contrast between what the company declares and the actual performance;
accordingly, it consists of three sub-dimensions (organizational structures, organizational

processes, and organizational ideologies).

Organizational structures: Operationally defined as the system that outlines how certain

activities are directed to achieve the goals of the organization.

Organizational processes: Operationally defined as the set of outcomes, the generic activities,

and tasks needed to achieve the outcomes.

Organizational ideologies: Operationally defined as the system of ideas and ideals that define

and govern the behavior of a group of people in the organization.

Employees’ voice strategy styles: Refers to the form and schemes for employees to improve,
change or overcome the company's difficulties and address work-related issues that hinder and
negatively affect the overall company performance; consequently, it consists of two sub-

dimensions: constructive voice and defensive voice (Wilkinson et al., 2014).
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Employees’ voice strategy styles: Operationally defined as the way and means for employees to
improve the organization's affairs and to address work-related issues that hinder overall

innovation and performance.

Constructive voice: Operationally defined as the voluntary expression of ideas or opinions for a
functional change, improving the company positively.
Defensive voice: Operationally defined as the expression of objections about potential changes

in the company and verbally opposing work policies changes, even though changes are required.

Ethical leadership: Refers to the leadership directed by respect for ethical beliefs, values,
others' dignity, and rights besides the extent to which a manager models and makes employees
accountable for ethical behavior. It is thus related to concepts such as trust, honesty,

consideration, and fairness (Nazir et al., 2020).

Ethical leadership: Operationally defined as the demonstration of normatively appropriate
conduct through personal actions and interpersonal relationships, and the promotion of such

conduct to followers through two-way communication, reinforcement, and decision making.
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Chapter two: Theoretical Framework and Previous Studies

The information in this chapter aims at defining and examining the main constituents:
e Examine the current study's primary definition and its sub-dimensions (employees' voice
styles strategy, organizational hypocrisy, ethical leadership).
e Discuss the previous studies which are presented in the current study and its variables.

e Describe what differentiates the current study from previous studies.

2.1 Theoretical framework

This part discusses the study variables' basic concepts and intellectual pillars (employees'

voice strategy styles, organizational hypocrisy, and ethical leadership) as follows:

Employees’ voice strategy styles

Employees’ voice strategy styles concept evolution

Employee voice is an outstanding organizational behavior that affects workgroup
performance; furthermore, employees' voice strategy styles are defined as direct and indirect
communicative approaches that organizational members utilize to share ideas with intentions to
exert constructive impact on their workgroup.

Employees' voice was unmistakably well-known and frequently used a century and more
ago, notably after developing the welfare capitalism movement and shifting from an external to

internal labor market strategy by many companies.
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The early concept of employees' voice originated at the beginning of the twenty century,
particularly after developing the welfare capitalism movement and shifting from an external to
internal labor market strategy by numerous companies. Initially, employees' voice started as an
informal one-on-one voice in the form of individual discussions. Then it gradually developed
into a simple conversation about the status quo on the shop floor with the business owner or
department head that was considered an inadequacy of a static approach and a general policy of
individual treatment (Roland, 1896).

Therefore, the rudimentary manifestations of employee' voice began to be shaped by
what is known as the open door phenomenon that started in numerous companies, for instance,
Endicott-Johnson Company, the nation's largest shoe manufacturer. Its president, George
Johnson, gave employees a voice through intimate personal communication and consideration of
their needs and problems. Thus, Johnson expressed a flourishing voice as resting on principles of
"Personal Contact,” "Putting Yourself in the Other Person's Shoes." Johnson spent hours walking
through the company's plants to talk with workers. However, his office was also constantly open
to employees. Also, a constant rivulet developed to communicate about problems and special
obligations, several of which Johnson personally took action on (Zahavi, 1930).

Additionally, the U.S. Steel Corporation its president, Elbert Gary, stated the employee's
liberty at all times to express any questions or concerns about the interests and welfare of an
employee to the employer to make fair and satisfactory adjustments (Levenstein, 1962).

Further, the voice of the workers evolved from the primitive stage embodied at the
individual level; into the small-scale collective employees' voice. That represented a nonunion

part of the industry; moreover, employers formed various small-scale, decentralized, and
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informally started teams and boards; these groups were the beginning of indirect (representative)
forms of employee voice (Kaufman, 2013).

After that, employees' voice was embodied through the independent labor union;
consequently, most unions were organized along with craft and occupational lines, ordinarily
identified as trade unions. The unions defined themselves as the regulated kind of voice.
Furthermore, trade union occurrence in the USA started in the early 1900s at less than five
percent, extended imperceptibly above ten percent at the eve of WWI, towered to nearly 20
percent by the end of the 1910s (Kaufman, 2013).

Consequently, employee representation progressed into a prominent and substantial
industrial connections practice after WWI, including a decade succeeding, more exceeding than
800 plans, and covering approximately (1.5) million employees; because of the human capital
shortage that occurred from wars results and the development in employees’ empowerment and
involvement (Nelson, 1982).

Hence, Employees' voice clustered as any efforts to try to develop prevailing conditions
and combined a voluminous range of behaviors, for instance, suggesting issues to one's
supervisor, addressing efforts to improve working conditions, working arduous, requesting
guidance from coworkers about what to do, and communicating with an outside bureau to get
help in changing working stipulations (Farrell et al., 1989).

Therefore, Van Dyne et al. (2003) affirm that employees' voice is accommodated with
company improvements; employees submit propositions depending on the want. Consequently,
employees realize something amiss concerning work intricacies and attempt to solve it through

addressing constructive notions and recommendations to managers or coworkers.
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Morrison (2011) affirmed that employees' voice includes the expression about work-
related obstacles, whistle-blowing, and the disclosure of illegal or unethical practices; however,
this expression is influenced by many elements; for instance, the organizational culture may
encourage or discourage the employees from voicing up and when top management appeared
amenable to listen. Besides, the supervision influences the employees' voice through the
supervisor's openness to listen and give fair consideration to their ideas and suggestions. On the
other side, the supervision negatively affects employees' voice within the company; when the
employee supervisor's relationship is infirm, and the employee feels uncomfortable speaking up
with concerns.

Unler and Caliskan (2019) established that employees' voice contains many forms that
the employees use to express or state opinions and ideas related to work dilemmas or expected
work developments; employees' voice is considered a form of participation in decision making.
Nevertheless, it requires a human resource that constitutes intellectual capital to take the
ambition and responsibility and generate new ideas and opinions. On the other side, employees'
voice is affected by various elements, such as the employee-manager relationship nature; the
more positive the relationship, the greater the employees' voice and vice versa. Furthermore,
employees' voice influenced by the organizational culture that incubates the expression of
opinions and ideas sends a feeling of reassurance to the employee and supports his desire to give

views and opinions about the existing problems or proposals to develop the status quo.

With the development and change of management philosophy in organizations over time,

starting with the classical approach, passing through the quantitative approach, reaching the
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behavioral approach, and the contemporary approach; employees involvement and participation
have been increased in the organizations.

Moreover, the organizations utilized the employees' voice as an influential tool for information

sharing, planning, monitoring, and evaluating performance; in recent years, organizations' view
of the employee has changed from being just a person who carries out tasks to a partner in

decision-making and implementation of goals.

Employees' voice strategy conceptualization

In light of the preceding, companies must exploit the employees' voice in proportion to
the dynamically changing circumstantial needs by developing a strategy for the voice of their
employees for several reasons, including
Firstly, because the voice of employees is an essential and effective tool for identifying problems
and determining their causes, which in turn reflects positively on the mechanism of decision-
making and performance in general. Second, controlling the voice of workers, exploiting and
positively developing it helps the company and develops the affiliation and association of
employees at work. Third, to prevent the transformation of rejectionist attitudes among some
workers about some circumstances and problems to hostile or aggressive behavior, which will
reduce employee bonding, weaken the level of participation in their work, or increase the rate of
leaving work in the company (Matsunaga, 2014).  Accordingly, strategy is a perspective - its
content consisting of a chosen position and a conventional approach to comprehending the
world. Strategy in this regard is to the organization what personality is to the individual. What is
crucial is that strategy is a perspective shared by members of an organization through their

intentions and actions. In effect, when we talk of strategy in this context, we are entering the
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realm of the collective mind - individuals united by common thinking and behavior (Mintzberg,

1996).

The importance of Employees' voice strategy styles

The concept of the employees’ voice strategy styles refers to the employees expressing
the appeal for change or improve the current working procedures affording a mechanism for
innovation and error disclosure (Guzman & Espejo, 2019). Employees' voice strategy styles refer
to the communication process whereby employees extend thinking and unfasten creativity,
sharing new ideas or thoughts based on feedback gathered about the current working
environment, processes, issues, and procedures. The reason for voice as "personal”
dissatisfaction employees who are unsatisfied with their current situation prefer to speak up or
remain silent, depending on their level of loyalty to their company. (He et al., 2020).

Furthermore, when an employee points out problems suggests new ways of doing things
about the current state of activities within the workgroup and organization, that involves open
communication directed toward other members (insiders rather than outsiders) and is intended to
improve one's organization (Xu et al., 2017).

However, the significance of the employees' voice strategy styles embodied in publicly
giving constructive opinions about the organization's current procedures, processes, and status. It
challenges the status quo and points out conflicts within the organization, drawing the
consideration of other organizational members to the voicer's contribution to the organization
(Weiss & Morrison, 2019).

Besides, the employees' voice strategy's significance is represented in letting the

employees make voluntary voice suggestions, provide ideas for improvement, and raise attention
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over work-related obstacles, dilemmas, and obstacles to management to improve the
organization's overall functioning (Morrison, 2011).

Employees' voice is the extent to which employees are encouraged to express their
thoughts and ideas. Employees' voice in the organizational context has been described as
discretional communication of impressions, suggestions, concerns, or opinions about work-
related problems that aim to improve the organization or challenge the status quo to improve
instead of just criticizing the current procedures (Allen & Rogelberg, 2013).

The employees' voice strategy styles are glaringly apparent in various dimensions,
constructive voice; includes optional expression of ideas or opinions for a functional change,
improving the organization positively, suggesting ideas for improving the current work process,
proposing new tasks, or solving an existing problem. It is a prosocial voice that is other-oriented,
powerful, and prevails within the challenge—promotional plane (Maynes & Podsakoff, 2014).

Besides, the defensive voice embodies the expression of objections about potential changes
in the organization and verbally opposing changes to work policies, even though changes are
required (Maynes & Podsakoff, 2014).

Employees' voice strategy styles significantly enhance the employees' participation,
loyalty, involvement, dedication to work, and happiness. On the other side, it reduces the
harmful circumstances in the work atmosphere and promotes correcting failures at work through

strengthening the employee-to-employer relationship.

Employees’ voice strategy styles

Based on the literature reviews, the researcher puts two styles of employees' voice

strategy, the first style is constructive voice, and the second style is defensive voice.
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Constructive voice

According to Jung and Yoon (2019), constructive voice consists of intentional conduct
instead of critique; verbally exposes employees’ notions, erudition, and beliefs about enhancing
the organizational performance. Besides, this conduct strengthens the relationship between the
employees and the managers within the organization.

Typically, Constructive voice can be measured through:

o The employee expresses solutions to problems with the cooperative motive of benefiting
the organization.

« The employee develops and makes recommendations concerning issues that affect the
organization

« The employee communicates his/her opinions about work issues even if others disagree.

According to Hameed et al. (2020), constructive voice involves the employee's optional
prosocial, challenging, discussion of suggestions and attention to management rather than just
criticizing others at the workplace.

Typically, constructive voice can be measured through:
« Proactively develop and make suggestions for issues that may influence the unit.
« Proactively suggest new projects which are beneficial to the work unit.
« Raise suggestions to improve the unit's working procedures.

According to Unler and Caliskan (2020), the constructive voice is defined as non-
required behavior that emphasizes the expression of change-oriented comments with a purpose to

develop rather than merely criticize the situation. More specifically, we define it as expressing
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work-related ideas, information, or opinions based on cooperative motives. Thus, this particular
type of voice behavior is intentional, proactive, and other-oriented; its primary focus to benefit
others, such as the organization. Consequently, the goal behind this is to solve the dilemmas
within the organization and develop the overall performance.
Typically, constructive voice can be measured through:
e The employee submits suggestions or opinions or any constructive criticism aimed at
improving the company's situation.
e The employee accurately and explicitly identifies the problems in the company and their
causes.
e The employee provides advice or ideas to change the company's current situation to a
more satisfying one.
Furthermore, this measuring mechanism was utilized for its reliability, confidence, newness, and
accuracy in the measurement.
Constructive voice is considered one of the essential tools to improve the organization's
development; through effectively identifying obstacles, finding solutions, and finding more
efficient methods to carry out work. Furthermore, it enhances the relationship and collaboration

between the organization members.

Defensive voice

According to Maynes (2013), a defensive voice formed of the voluntary declaration of
resistance to changing an organization’s policies, procedures, programs, and practices, even
when the proposed changes have benefited or made changes is necessary. Furthermore,

representative behaviors include persistently arguing toward changing work processes or vocally
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opposing changes to standard operating procedures have an advantage or making changes is
necessitated.
Typically, defensive voice can be measured through:
« Stubbornly argues against changing work methods, even when the proposed changes
have merit.
e Speaks out against changing work policies, even when making changes would be for the
best.
« Vocally opposes changing how things are done, even when changing is inevitable.
According to Jung and Yoon (2019), a defensive voice is composed of solving personal
problems and aligning with common interests, however, defensive voice utterances have a useful
impact on active commitment with current work difficulties and organizational development.
Typically, defensive voice can be measured through:
e The employee goes along and communicates support for the group, based on self-
protection.
« The employee provides explanations that focus the discussion on others in order to
protect himself/herself.

« The employee expresses ideas that shift attention to others because he/she is afraid.

According to Unler and Caliskan (2020), the defensive voice is defined as the expression
of objections about potential changes in the organization and verbally opposing changes to work
policies, even though changes are required. For instance, speaking out against changing work
policies, even when the changes have merit. Furthermore, defensive voice includes behaviors

like proposing ideas that focus on others to protect oneself; it is passive and lies within the
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preservation—prohibitive plane; moreover, the employees regularly manipulate the information
contained in their communications to attain their intentions.
Accordingly, defensive voice includes various indications:

e Safe, secure decisions, taking less personal responsibility and attributing outcomes to
external factors.

e The employees fear punitive consequences resulting from discussing problems; they will
typically react by engaging in defensive behaviors intended to protect the self as trying to
shift attention and blame to others through the use of Defensive Voice identify excuses,
justifications, and disclaimers as self-protective strategies where voice is used as a
response to feeling threatened.

e The defensive voice can protect the self through various defensive communications (such
as proposing ideas that focus on other topics or shifting attention to other people).

e The critical unifying characteristic behind these behaviors is their orientation toward
protecting the self from feared and undesired consequences.

Consequently, the goal behind this is presenting positive perspectives of self-relevant
information, sometimes in response to feelings of fear, to influence the attributions made by
others. Emphasized the importance of information control during verbal communication. The
employees discuss various techniques, including half-truths, diversionary responses, distortion,
exaggeration, and outright lies, as intentional techniques people use to control information to
protect the self.

Typically, defensive voice can be measured through:
e The employee tries to prevent any possible changes in the company for the company's

interest.
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e The employee seeks to protect himself and the group that is compatible with them in
goals and objectives, even if they are not in the company's interest.
Furthermore, this measuring mechanism was utilized for its reliability, confidence, newness, and
accuracy in the measurement.
Defensive voice is one of the most important ways to identify problems in organizations
clearly and impartially, and that is why employees follow this method to highlight problems and

causes without fear of consequences.

Organizational hypocrisy

Organizational hypocrisy concept evolution

The concept of organizational hypocrisy refers to the optional behavior that originates
from the individual that does not comply with the stated values, principles, and expectations, as it
is considered a variety of contradictions in the behavior of the individual, where the individual
adopts values and principles that contradict with action from a conflict in action and saying; thus
this phenomenon is reflected in the actions taken by individuals contrary to what was agreed
upon (Ha-Brookshire, 2015).

Besides, the concept of organizational hypocrisy refers to the hiatus between the coveted
practices and the actual ones, reflecting a severe behavioral inconsistency within the individual
that originates from the optional deception insights (Hale & Pillow, 2015).

However, organizational hypocrisy occurs because of the lack of controls and strong
associations between declared goals and plans with implementation mechanisms. When
management acts according to their standards and codifies, evidence of the organization's

progress is produced through modern management methods to show its progress. Alternatively,



by using the organization's magnificent reputation or prior achievements, interest groups can
utilize them to disguise inadequate or procrastinating performance. (Cho et al., 2015).

Accordingly, organizational hypocrisy in incorporating different organizational
structures, processes, and ideologies for internal and external use - is a fundamental feature of
viable organizations in modern societies; it is a helpful method of achieving organizational
legitimacy in a world where organizations are exposed to an increasing number of inconsistent
and conflicting norms and demands. (Kiligoglu, 2017).

Thus, such acts promote mistrust and skepticism in their inner structure. Also,
organizational hypocrisy could increase cynicism among members and observers of the
organizations, and such a cynical attitude could result in widespread distrust toward
organizations with a high degree of decoupling between the members. Furthermore, the hiatus
between rhetoric and truth may also disintegrate job security; thus, the level of hypocrisy
becomes extreme; it is believed to cause pathological consequences in organizations, such as a
deterioration of trustworthiness and legitimacy (Kiligoglu, 2017).

Moreover, the phenomenon of organizational hypocrisy refers to the inconsistency

between stated words and present action. On the other hand, it legitimizes organizations'
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practices until external stakeholders become conscious and refuse to permit the blandishments of

adopted stakeholder obligation practices versus established business operations (Antonetti et al.,

2018).
By the same token, organizational hypocrisy is the idea that a firm declares to be

something while being something else (Wagner et al., 2019).
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Furthermore, employee behaviors that harm or intend to harm the organization or its
stakeholders are a significant dilemma for (95%) of all organizations resulting in predicted year-
long losses worth hundreds of billions of dollars (Wurthmann, 2020).

The phenomenon of organizational hypocrisy is glaringly evident in numerous
dimensions, including organizational structure, organizational procedures, and organizational
ideologies, which occur because of the divergent groups on some interests, and different
ideologies may be generated in the organizations.

Organizational hypocrisy phenomenon has significant impacts on organizations;
however, such a phenomenon has increased with the organizations' employees’ numbers
increment and organizational expansion; hence various self-interests groups have been formed
within organizations practicing hypocritical mores; that is mainly represented in the deviation

between the planned and stated goals and what is actually implemented.

The effects of Organizational hypocrisy

Organizational hypocrisy is one of the most harmful phenomena that negatively affect
several aspects: organizational happiness and organizational justice, organizational citizenship
behavior, and organizational commitment; first, The phenomenon of organizational hypocrisy
raises the employees' personal interests preference over the organization's interest besides the
adoption of the principle of self-protection, that increases conflict level between employees, the
deterioration of organization performance, and lack of trust between employees and leaders
within the organization, that negatively effects on communication, distinguishing obstacles and

obtaining solutions within the organization, and delivering the accurate information about the
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organizational situation; thus all these results significantly diminish organizational happiness and
boost employees quitting rates (Cayak, 2020).

Furthermore, organizational hypocrisy refers to the behavioral contradiction between
what is stated and what is actually executed, generating problems in the public's confidence in
the organization and a markedly negative decline in its reputation. Besides, organizational
hypocrisy is practiced by some employees as a means to achieve personal goals, desires, and
goals by exploiting the current situation and trying to prevent any potential changes in the
organization, after methods including the delivery of false-positive information to prevent any
development or change. Organizational hypocrisy leads to a diminution of organizational justice,
for instance, through the work distribution based on unfair principles and giving some employees
positions and authorities without adequate qualifications or capabilities. Likewise, organizational
hypocrisy leads to an imbalance of evaluation within the organization; some employees can be
positively evaluated based on personal relationships (Kiligoglu, 2017).

Moreover, the organizational hypocrisy phenomenon negatively affects the employee
relations within the organization, as this phenomenon raises the rate of conflicts, disputes, and
ambivalence of interest between employees, which negatively modifies the organizational
climate and the operation's progress. As well as the organizational culture; through negatively
shaping ideas and beliefs. Accordingly, all the results as mentioned earlier negatively affect the
organization's reputation (Kiligoglu, 2019).

Organizational hypocrisy prominently harmful affects organizations; perhaps one of the
most prominent of these harmful effects is the creation of internal conflicts between the
employees in the organization, the destruction of the organization's reputation, and the inability

of the organization to develop due to the presence of self-interest groups.
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Organizational hypocrisy Dimensions

Based on the literature reviews, the researcher puts three dimensions for organizational
hypocrisy, the first one is organizational structures, the second dimension is organizational

processes, and the third dimension is the organizational ideologies.

Organizational structures

According to Moon et al. (2020), organizational structures could rise organizational
conflicts and dilemmas in existence within the organization, however, in some cases specific
types of organizational structure could create some self-inters groups that negatively affect the
organizational performance, employees' behavior, and the atmosphere within the organization.
Typically, organizational structure can be measured through:

e The degree of employees' job engagement.

e The degree of job performance motivation that the organization represents to the
employees.

o The level of responsibility about the organizational fate that the employee holds.

According to Kiligoglu et al. (2017), Organizational structures are defined as the formal
system of responsibility and authorization relationships that regulate how people organize their
activities and utilize resources to fulfill organizational goals. Additionally, Organizational
structures facilitate implementing the standard operating procedures and methods.

Typically, Organizational structures can be measured through:
e The work is distributed equitably in the company.
e The employee is selected to do a task based on competence.

e The organizational goals and objectives are delivered to all employees.
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Furthermore, this measuring mechanism was utilized for its reliability, confidence, newness, and
accuracy in the measurement.

Organizational structures support the organizational hypocrisy dilemma because
organizational structure influences organizational action and implements standard operating
processes and methods. Furthermore, organizational structures facilitate the creation of self-

interest groups within the organization.

Organizational processes

According to Alam (2020), organizational processes positively affect the organization's
goals accomplishment, and progress, on the contrary, inferior organizational processes could
harmfully affect the organizational progress, achievement, and stated goals alignment.
Typically, organizational processes can be measured through:

e The organization designs its processes familiarly with its 