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Abstract: In recent years, employee voice behavior has emerged as a prominent topic within 

the domain of organizational behavior research. There has been a substantial increase in 

empirical studies examining its antecedents, outcomes, and moderators across various levels 

of analysis. Nevertheless, the mechanisms through which young leaders facilitate employee 

voice behavior remain inadequately understood. To address this research gap, the present 

study explores the role of young leaders in enhancing employee voice behavior through the 

mediating factors of perceived psychological safety and openness, grounded in established 

theoretical frameworks. A survey-based questionnaire was administered to a sample of over 

160 employees to empirically test the proposed hypotheses. The findings indicate a negative 

correlation between leader age and both perceived safety and openness, while these mediating 

factors are positively correlated with employee voice behavior. This study makes two 

significant contributions to the literature on voice behavior. Firstly, it empirically and 

theoretically establishes leader age as a critical antecedent influencing subordinates' voice 

behavior. Secondly, it offers practical insights for the management and enhancement of 

employee voice behavior. 

Keywords: Voice Behavior, Perceived Safety, Perceived Openness, Leader Age. 

1. Introduction 

With the revolution and rapid changes in technology, young leadership has emerged as a dominant 

force within contemporary companies. For instance, the average age of leaders at Google is 28, and 

the company asserts that young leaders excel in encouraging employees to voice their opinions, 

aligning with their slogan: “when employees speak up, the company wins.” Consequently, young 

leaders have become a focal point of interest, and research on leader age has expanded, particularly 

concerning antecedents, moderators, and outcomes, with a specific emphasis on employee voice 

behavior. 

Albert Hirschman [1] was among the first to highlight the significance of employee voice behavior, 

wherein employees speak up to instigate change rather than accept an ineffective or inefficient status 

quo. He termed this behavior "employee voice" and argued that it plays a crucial role in helping 

organizations adapt to an ever-evolving business landscape. Management literature consistently 

underscores the importance of employee voice and the necessity of effective communication within 

organizations [2] [3]. Recognizing the critical role of voice behavior in achieving organizational 

success and averting potential crises, researchers have sought to identify the contextual and 
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motivational factors that promote subordinates' voice behaviors. They have found that various 

leadership behaviors, including leadership style, class, and employee age, impact voice behavior. 

Among these factors, leader age has been identified as a key element, yet its specific influence 

remains underexplored. 

This study aims to address two primary questions: (1) How do young leaders affect employee 

voice behavior within groups? and (2) What role do perceived safety and openness play in this 

relationship? The objective is to fill the gap in existing research by examining the influence of young 

leaders on promoting subordinates' voice behaviors through these mediators. 

Firstly, the study posits that young leaders can enhance voice behaviors through two mediators: 

perceived openness and perceived safety. Previous research has established a positive relationship 

between openness and subordinates' voice behaviors [4]. Additionally, perceived safety has been 

shown to be positively related to subordinates' voice behavior [5]. From a leadership perspective, 

young leaders are often seen as innovative and open to new ideas [6]. From the subordinates' 

perspective, they may feel more comfortable and trusting when presenting bold suggestions to young 

leaders, who are perceived as more receptive and supportive. 

Secondly, this study investigates whether leader age can serve as an antecedent influencing 

employee voice behavior. Researchers have highlighted the growing importance of demographics 

within organizations, surpassing concerns related to technology or financial incentives [7]. 

Drawing on Resource-Based Theory, which suggests that resources are valuable and irreplaceable 

in entrepreneurship, this study identifies perceived safety and openness as two critical resources that 

can positively correlate with employees' voice behavior. To explore this, the study designed a field 

survey to investigate how does leadership age influences employee’s voice behavior through these 

two pipelines. 

The findings from the study reveal that leader age is negatively correlated with perceived safety 

and openness. Specifically, young leaders are more likely to foster an environment where 

subordinates feel psychologically safe and open to expressing their ideas. This, in turn, enhances 

subordinates' voice behavior, with the effect being particularly pronounced among younger 

subordinates. 

In conclusion, this study makes significant contributions to the literature on employee voice 

behavior. Firstly, it empirically and theoretically establishes leader age as a critical antecedent 

influencing subordinates' voice behavior. Secondly, it offers practical insights for organizations 

seeking to enhance employee voice behavior by highlighting the importance of fostering 

psychological safety and openness through young leadership. By addressing these factors, 

organizations can create a more dynamic and responsive work environment, ultimately driving 

success and innovation.  

The article is structured as follows: the chapter 2 reviews previous studies and finds out research 

gaps. The chapter 3 of this article proposes hypotheses, and deeply discusses the role of psychological 

safety and openness. The chapter 4 describes the study process including how do we design the survey, 

distribute and collect data and illustrates the analysis process. The chapter 5 proposes contributions 

and limitations of the research, which enable a better understanding of how young leaders promote 

subordinates’ voice behavior. 

2. Literature Review  

In this section, I am going to review previous studies on voice behavior, perceived openness, 

perceived safety and leadership. 
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2.1. Voice Behavior  

Extensive research has been conducted on voice behavior, yielding significant insights into its various 

dimensions and implications. Van Dyne et al. [8] defines voice behavior as the act of speaking up 

with suggestions and concerns. This definition has been expanded by other scholars who view voice 

behavior as actions that proactively challenge the status quo and advocate for constructive changes 

within an organization. 

Voice behavior can be categorized into two primary types: promotive and prohibitive voice 

behavior [9]. Promotive voice behavior involves employees speaking up about their innovations, new 

ideas, and suggestions aimed at fostering an ideal future state. This type of voice behavior is forward-

looking and seeks to enhance organizational processes and outcomes. In contrast, prohibitive voice 

behavior entails the expression of concerns or identification of undesirable situations within the 

working environment. This may include reporting incidents or pointing out colleagues' behaviors that 

could negatively impact the group. 

The significance of voice behavior in organizational settings cannot be overstated. Whether 

promotive or prohibitive, voice behavior serves as a critical mechanism for improving the work 

environment. Several studies have underscored the importance of voice behavior in work groups, 

highlighting its role as a pivotal factor for organizational sustainability [10]. Voice behavior is often 

viewed as behavior that extends beyond normal role expectations or job requirements, ultimately 

benefiting the organization [11] [12] [13]. 

Over the decades, scholars have devoted considerable effort to understanding the repercussions of 

voice behavior failure within groups. For instance, Janis [14] and Kelman & Hamilton [15] have 

documented the detrimental effects that can arise when employees do not feel empowered to speak 

up. These failures can lead to missed opportunities for improvement, perpetuation of inefficiencies, 

and even catastrophic organizational outcomes. The literature on voice behavior has also explored 

the conditions under which employees are more likely to engage in voice behavior. Factors such as 

leadership style, organizational culture, and individual psychological safety have been identified as 

significant determinants. For example, leaders who foster an open and inclusive environment are 

more likely to encourage voice behavior among their subordinates. Similarly, organizations that 

prioritize psychological safety create a climate where employees feel secure in expressing their ideas 

and concerns without fear of retribution. 

In conclusion, voice behavior is a multifaceted construct that plays a vital role in organizational 

dynamics. Its classification into promotive and prohibitive types provides a nuanced understanding 

of how employees can contribute to organizational improvement. The extensive body of research 

highlights the importance of fostering an environment that encourages voice behavior, thereby 

enhancing organizational sustainability and effectiveness. Future research should continue to explore 

the antecedents and outcomes of voice behavior, as well as the mechanisms through which it can be 

effectively promoted within organizations. 

2.2. Psychological safety 

Perceived safety, as defined by Ayim and Salminen [16], refers to the perception of the consequences 

of interpersonal risks within the working environment. It embodies the belief that engaging in 

behaviors perceived as risky, such as voicing ideas or concerns, will not result in personal harm [4]. 

From an individual perspective, perceived safety is the conviction that one will not face punishment 

or humiliation for expressing ideas, asking questions, voicing concerns, or admitting mistakes. From 

a team perspective, it is the collective belief among team members that they can speak up without 

fear of embarrassment, rejection, or retribution from their peers. 
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Extensive research has highlighted the pivotal role of psychological safety in various 

organizational outcomes. For instance, Mao and Tian [17] suggests that perceived psychological 

safety significantly influences work engagement, thereby enhancing employees' commitment and 

involvement in their tasks. Similarly, Higgins et al. [18] has demonstrated that psychological safety 

positively impacts organizational performance by fostering an environment conducive to innovation 

and productivity. Additionally, psychological safety acts as a boundary condition for self-leadership, 

as noted by Kirsi et al. [19], indicating that individuals are more likely to exhibit self-leadership 

behaviors in psychologically safe environments. 

Moreover, psychological safety has been identified as a crucial factor influencing voice behavior. 

Ashford et al. [20] and Edmondson [21] have extensively documented the relationship between 

psychological safety and employees' willingness to speak up. When employees perceive their 

environment as psychologically safe, they are more inclined to share their ideas, concerns, and 

feedback, thereby contributing to organizational learning and improvement. 

In conclusion, perceived safety is a multifaceted construct that plays a critical role in shaping 

various organizational behaviors and outcomes. From enhancing work engagement and 

organizational performance to facilitating voice behavior, psychological safety serves as a 

foundational element in creating a supportive and innovative work environment. Future research 

should continue to investigate the mechanisms through which psychological safety can be fostered 

and its broader implications for organizational success. 

2.3. Perceived Openness 

Perceived openness is a multifaceted construct encompassing imagination, creativity, intellectual 

curiosity, and an appreciation for aesthetic experiences. It broadly pertains to an individual's capacity 

and inclination to engage with and process complex stimuli [22]. This trait reflects a person's 

willingness to embrace new ideas, experiences, and perspectives, characterized by an open-minded 

approach and a natural curiosity about the world. 

Individuals who exhibit high levels of openness are more likely to seek out novel experiences and 

engage in creative endeavors. They demonstrate a propensity for thinking innovatively and making 

connections between disparate concepts and ideas. This cognitive flexibility allows them to approach 

problems and opportunities with a fresh perspective, often leading to innovative solutions and creative 

outputs. 

In organizational settings, perceived openness is a critical attribute for leaders. When leaders 

exhibit openness, they create an environment where subordinates feel encouraged to share their ideas 

and suggestions. According to Yue [23], subordinates perceive their leaders as open when they are 

receptive to input and incorporate these contributions into decision-making processes. This perceived 

openness fosters a culture of upward communication, where employees feel valued and heard. 

Research has shown that managerial openness can significantly influence various organizational 

dynamics. For instance, Xu et al. [24] found that managerial openness moderates the relationship 

between issue importance and public voice tactics, suggesting that open leaders are more likely to 

consider and act upon critical issues raised by employees. Additionally, Ashford et al. [20] 

demonstrated that openness is positively correlated with employees' motivation to speak up, 

indicating that when leaders are perceived as open, employees are more likely to engage in voice 

behavior. 

In conclusion, perceived openness is a vital trait that enhances both individual and organizational 

outcomes. Leaders who exhibit openness not only foster a culture of innovation and creativity but 

also encourage upward communication and employee engagement. This trait is instrumental in 

creating a dynamic and responsive organizational environment, where new ideas and perspectives are 

valued and leveraged for continuous improvement. Future research should continue to explore the 
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mechanisms through which perceived openness can be cultivated and its broader implications for 

organizational success. 

2.4. Leadership 

Leadership has long been a popular topic of research, with numerous studies exploring its definition, 

classification, and effects from various perspectives. Leadership is often demonstrated through 

different forms of formal and informal interactions and exchanges between individuals [25]. From a 

process-oriented perspective, Yukl [26] defines leadership as the ability to exert significant influence 

on subordinates, motivating them to achieve specific objectives while maintaining group cohesion. 

Leadership is seen as a positive yet persuasive process that inspires followers and directs their efforts 

toward achieving individual, team, and organizational goals [27]. In addition, Glisson [28] highlights 

that leadership has the power to create an enthusiastic and optimistic organizational environment, 

emphasizing that this power stems from leaders’ ability to influence followers’ attitudes and 

perspectives. Therefore, leadership can be described as an undeniable force that shapes the behaviors 

and performance of colleagues and employees. 

Leader age refers to the chronological age of individuals in leadership roles, which often serves as 

a proxy for life experience, maturity, and generational perspectives [29]. It is an essential 

demographic variable that can influence leadership style, decision-making processes, and 

interpersonal dynamics within organizations. Leader age affects not only how leaders perceive their 

roles but also how they are perceived by their subordinates. Research highlights significant variations 

in leadership styles across different age groups. Younger leaders are often associated with 

transformational and participative leadership styles, characterized by openness to innovation, risk-

taking, and inclusivity. In contrast, older leaders may lean toward transactional or directive leadership 

styles, focusing on stability, structure, and efficiency [30]. These differences in leadership approaches 

can have downstream effects on organizational culture and employee behavior. 

The age of a leader can impact various organizational outcomes, including employee performance, 

innovation, and team dynamics. Studies suggest that younger leaders may foster a more dynamic and 

adaptable work environment, whereas older leaders often emphasize long-term goals and 

organizational resilience [31]. However, excessive reliance on either younger or older leaders can 

lead to challenges, such as a lack of experience in the former or reduced adaptability in the latter [32]. 

In addition, leader age influences how subordinates perceive and respond to leadership. Younger 

leaders may face challenges in establishing credibility and authority, particularly in traditional or 

hierarchical organizations. Conversely, older leaders are often perceived as more credible and 

experienced but may encounter resistance in rapidly changing industries where adaptability is key. 

3. Research Framework  

3.1. Leader Age and Psychological Safety 

Psychological safety is a crucial aspect of workplace dynamics, particularly as it pertains to how 

subordinates perceive the value of their proposed ideas within a group. When employees feel that 

they can contribute ideas without the fear of negative consequences, they are less concerned about 

making mistakes and more likely to engage actively in work-related discussions [33]. This 

environment fosters a culture where employees are not overly cautious and can focus on innovation 

and improvement without the threat of personal loss. Conversely, if employees feel threatened by 

their superiors and anticipate significant personal repercussions for suggesting ideas, they are more 

inclined to remain silent [8]. Both promotive and prohibitive voice behaviors—which include raising 

concerns, offering criticisms, and proposing improvements—require a supportive environment. The 
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openness and inclusiveness of a leader play a critical role in determining whether employees feel safe 

to express their opinions. 

Research indicates that older leaders, compared to their younger counterparts, are generally 

perceived as easier to get along with and more approachable [6]. Thus, employees are more likely to 

communicate with older leaders with relax. In addition, studies suggest that subordinates view older 

leaders as being more likely to resolve conflicts and reduce tensions in the workplace. For example, 

older leaders have been found to be significantly more effective in mitigating militarized disputes 

compared to younger leaders. With strong belief in older leaders, employees are more willing to 

express their opinions and concerns because they don’t worry about the consequences. Furthermore, 

older leaders are often seen as having more experience, wisdom, and a greater capacity for empathy, 

which can contribute to a more supportive and safer psychological environment for their subordinates. 

This increased sense of safety can encourage more open communication, greater collaboration, and a 

higher likelihood of subordinates voicing their opinions and concerns. Therefore, we predict: 

Hypothesis 1: Leader age is positively correlated with perceived psychological safety of 

subordinates. 

3.2. Perceived Safety and Voice Behavior 

Previous research indicates that employees’ attitudinal evaluations of specific behaviors are 

significantly shaped by their perceptions of the outcomes, whether positive or negative. This notion 

is particularly pertinent in the context of organizational behavior, especially when considering the 

concept of psychological safety. Psychological safety is defined as an individual’s belief that they 

can express ideas, raise questions, voice concerns, or admit mistakes without fearing retaliation or 

adverse consequences to their professional standing or career. It serves as a critical component in 

fostering a workplace environment where employees feel acknowledged and respected, which 

subsequently influences their likelihood to engage in voice behavior. 

Voice behavior, characterized as the proactive communication of suggestions, concerns, or 

feedback intended to enhance organizational effectiveness, is deeply impacted by psychological 

safety. When employees perceive the workplace as a space where they can share their thoughts 

without the risk of negative repercussions, their propensity to exhibit voice behavior increases. This 

behavior benefits organizations by facilitating innovation, optimizing processes, and enabling early 

detection of potential issues. Research by Van Dyne et al. [8] confirms the mediating role of 

psychological safety in the relationship between superior-subordinate interactions and voice behavior. 

Their findings emphasize that leaders who cultivate psychological safety create an environment 

where employees feel more comfortable voicing their opinions and recommendations, highlighting 

the critical role of leadership in shaping organizational communication climates. Additionally, Liang 

et al. [5] demonstrate that psychological safety not only encourages voice behavior but also plays a 

pivotal role in mitigating employee silence. Their study reveals that employees who feel 

psychologically safe are more likely to engage in promotive voice behaviors, such as offering 

constructive ideas and suggestions for improvement, and are less likely to withhold concerns or 

criticisms. This dual effect of fostering open communication while reducing fear of speaking up is 

essential for sustaining a dynamic and adaptive organizational culture. 

In conclusion, the literature on the psychological antecedents of voice behavior underscores the 

central role of psychological safety. As a fundamental element, psychological safety enables 

employees to actively contribute to organizational dialogue, thereby driving innovation and 

continuous improvement. Based on these insights, this study posits: 

Hypothesis 2: Perceived safety perceived by subordinates is positively correlated with their voice 

behaviors. 
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3.3. Leader Age and Perceived Openness 

Voice behavior refers to the proactive action employees take to address workplace issues and 

challenges by communicating their suggestions, concerns, or ideas. This behavior plays a critical role 

in organizational problem-solving and innovation. When leaders exhibit positive signals, such as 

openness and appreciation for subordinates’ input, employees are generally more inclined to speak 

up. Such leadership behaviors are instrumental in fostering employees’ initial motivation to express 

their thoughts and engage in voice behavior. The perceived receptiveness of leaders is essential in 

creating a psychologically safe environment where employees feel valued and empowered to 

contribute to workplace improvements. 

Theoretically, traits have been conceptualized as “intra-individually consistent and inter-

individually distinct propensities to behave in some identifiable way”. This definition highlights that 

personality traits are stable characteristics within an individual while remaining unique across 

individuals. These traits can influence behaviors in organizational settings, including voice behavior. 

Leaders’ traits, particularly those associated with openness, play a significant role in shaping 

subordinates’ perceptions and behaviors. From a resource-based perspective, resources can be 

categorized into buyable and non-buyable assets. Leaders’ personality traits, particularly those that 

align with non-buyable resources, are invaluable as they cannot be replicated or purchased. Aged 

leaders are often endowed with traits that subordinates perceive as non-buyable resources, such as 

wisdom, tolerance, and openness. Openness, one of the Big Five personality dimensions, is a critical 

trait in fostering voice behavior. Subordinates often perceive openness as a signal that leaders are 

inclusive, tolerant, and open-minded. This perception is amplified in aged leaders, whose age itself 

may serve as a strong signal of these qualities. According to Sebba et al. [6], subordinates are more 

likely to interpret an older leader’s openness as an indication of their willingness to listen to diverse 

perspectives and value different opinions. The perception of openness is significant because it aligns 

with the psychological needs of subordinates to feel respected and supported when expressing their 

ideas. Furthermore, openness as a personality trait functions as a resource in the workplace, enhancing 

subordinates’ willingness to engage in voice behavior. When leaders demonstrate openness, 

subordinates are more likely to interpret this as an invitation to participate in organizational discourse. 

This perception reduces the psychological barriers often associated with speaking up, such as fear of 

rejection or criticism. As a result, subordinates are more inclined to share their insights, which can 

lead to organizational benefits such as innovation, improved processes, and better decision-making. 

From a broader perspective, the resource-based view positions leaders’ traits, particularly those 

associated with openness, as essential organizational assets. Aged leaders, by virtue of their perceived 

experience and wisdom, are uniquely positioned to leverage this trait to foster an environment where 

subordinates feel empowered to voice their concerns and ideas. Their perceived inclusiveness and 

tolerance can significantly contribute to creating a collaborative and dynamic workplace culture. 

In conclusion, voice behavior is a critical organizational process influenced by subordinates’ 

perceptions of their leaders’ traits. Leaders who exhibit openness, particularly aged leaders, send 

strong signals of inclusivity and tolerance, encouraging subordinates to speak up. This alignment of 

leadership traits with subordinates’ psychological needs underscores the importance of fostering an 

environment where voice behavior is not only accepted but actively encouraged, contributing to 

organizational growth and success. Therefore, we predict: 

Hypothesis 3: Leader age is positively related to perceive openness. 

3.4. Voice Behavior and Perceived Openness 

Perceived openness is a critical factor in various organizational contexts, significantly influencing 

decision-making processes and shaping the dynamics between leaders and subordinates. Open 
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communication between supervisors and subordinates fosters higher levels of job satisfaction among 

employees compared to when such relationships are perceived as “closed” [34]. The perception of 

openness originates from leaders and is characterized by a two-way interaction that resonates between 

leaders and their subordinates. 

When leaders exhibit reluctance to accept input or feedback from their subordinates, employees 

are less likely to challenge their authority or express their opinions. Hornstein [35] highlights that 

many employees lack the confidence to voice concerns or ideas when their managers display an 

unwillingness to engage in open dialogue. This reluctance on the part of managers not only diminishes 

the level of openness within the organization but also undermines the trust and psychological safety 

necessary for constructive communication. Conversely, when managers demonstrate personal interest 

in their subordinates, actively listen to their concerns, and take tangible actions in response, they 

convey a sense of psychological safety. This behavior reduces the perceived risks associated with 

honest communication, encouraging employees to share their thoughts and suggestions [4]. In such 

an environment, employees are more inclined to engage in voice behavior, as they feel their input is 

valued and will be acted upon. 

Thus, the degree of perceived openness within an organization, largely influenced by the attitudes 

and actions of leaders, plays a pivotal role in fostering an environment conducive to voice behavior. 

Leaders who prioritize active listening, responsiveness, and genuine interest in their subordinates’ 

perspectives create a culture of openness that enhances employee engagement and drives 

organizational growth. Therefore, we suggest: 

Hypothesis 4: Perceived openness has a positive effect on voice behavior. 

 

Figure 1: Research Framework and Hypotheses 

4. Methodology 

4.1. Research Design 

This study employs a quantitative research design using a survey method to investigate the 

relationship between leader age and voice behavior. A survey approach was chosen for its efficiency 

in collecting data from a large sample and its ability to capture individual perceptions and attitudes. 

We selected the educational institute as the research context for several key reasons. First, the 

phenomenon could minimize potential confounding factors that could influence our findings. For 

example, in a social media company, variables such as performance pressure or salary could drive 

subordinates to voice their opinions regardless of the leader’s age, making it difficult to test our 
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hypotheses accurately. Second, the chosen institute has a total of over 2,000 employees, providing a 

sufficient sample size for robust data analysis. Third, and importantly, the daily interactions between 

leaders and subordinates in this real-world setting allow for meaningful evaluations of perceived 

leader openness, psychological safety, and subordinates’ voice behavior, facilitating the empirical 

testing of our hypotheses. 

4.2. Research Procedure 

All surveys were administered in English and hosted on www.credamo.com, a reliable data collection 

platform frequently utilized in prior academic studies. The surveys were distributed to participants 

via WeChat, a widely used Chinese social media and communication application, ensuring 

convenient access for respondents. The data collection process was conducted over the course of 

several weeks. A total of 161 subordinates completed the survey. The questionnaire collected 

demographic information, including age, gender, etc., and participants were also asked to provide 

details about their leaders, such as their age, and to evaluate their leaders on scales measuring 

perceived openness and psychological safety. Additionally, the survey assessed how frequently the 

subordinates were likely to offer suggestions or feedback to their leaders, reflecting their voice 

behavior. 

To facilitate data integration and ensure accurate matching between responses from leaders and 

subordinates, all participants were required to provide the last four digits of their phone numbers as 

identifiers. Similarly, they were asked to input the last four digits of their leader’s or subordinate’s 

phone number. This process streamlined the subsequent classification and merging of data from 

paired respondents, ensuring a seamless and efficient analysis. 

4.3. Measures 

Perceived Openness. Perceived openness was measured with 5 items (1) Do you agree that you can 

easily reach the leader of the company and get a response when you need it? (1= “Strongly disagree” 

to 5= “Strongly agree”). (2) Do you agree that you come up with new ideas, you are supported and 

valued in the organization? (1= “Strongly disagree” to 5= “Strongly agree”). (3) Do you agree that 

the organization should be transparent in its decision-making process and inform employees in a 

timely manner? (1= “Strongly disagree” to 5= “Strongly agree”). (4) Do you agree that there is an 

atmosphere of mutual trust within your organization that allows employees to share their true thoughts 

and feelings? (5) Do you agree that when a problem arises within the organization, management will 

invite relevant employees to participant in the discussion and resolution of the problem?  

Perceived Safety. Perceived safety is measured with 6 items from prior research: (1) Do you agree 

that you feel safe in your workplace and are not under threat of any physical or psychological harm? 

(1= “Strongly disagree” to 5= “Strongly agree”). (2) Do you agree that you  are free to express your 

opinions and ideas in a team without fear of ridicule or criticism? (1= “Strongly disagree” to 5= 

“Strongly agree”). (3) Do you agree that when you disagree or criticize, you fear negative 

repercussions or retaliation? (1= “Strongly disagree” to 5= “Strongly agree”). (4) Do you agree that 

in a high-pressure situation, you still feel that the organization is able to provide you with a safe and 

supportive environment? (1= “Strongly disagree” to 5= “Strongly agree”). (5) When conflicts or 

disputes arise, do you agree that the organization will handle them fairly and that the interests and 

opinions of all parties will be treated equally? (1= “Strongly disagree” to 5= “Strongly agree”). (6) 

Do you agree that you will be able to develop your career in the organization with a safe and 

supportive environment? (1= “Strongly disagree” to 5= “Strongly agree”). 

Voice Behavior. We adapted straightforward item to measure voice behavior from Xia et al. (2016) 

to fit the company setting.  
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Control variables. We did not control for between-person level variable such as age, gender 

educational level, organizational tenure, and position in one’s organization because they were 

inherently controlled in this model; results were robust when we did control for them. 

4.4. Analysis 

According to literature, linear regression is used to demonstrate the hypotheses which is shown as 

follows: 

Y = aX + b +e 

Specifically, four research models are adopted in the study due to four distinct hypotheses. 

(a) Perceived Safety = a1*Leader Age + b1 +e 

Where a1 represents the slope of the model (a), b1 means intercept of the model (a) and e is the 

residuals. 

(b) Voice Behavior = a2*Perceived Safety+ b2 +e 

Where a2 represents the slope of the model (b), b2 means intercept of the model (b) and e is the 

residuals. 

(c) Perceived Openness = a3*Leader Age + b3 +e 

Where a3 represents the slope of the model (c), b3 means intercept of the model (c) and e is the 

residuals. 

(d) Voice Behavior = a4*Perceived Openness + b4 +e 

Where a4 represents the slope of the model (d), b4 means intercept of the model (d) and e is the 

residuals. 

4.5. Results 

Table 1: Empirical Results of Hypotheses 

 Model 1 Model 2 Model 3 Model 4 

Perceived Safety 0.865***    

Perceived 

Openness 
  0.902***  

Voice Behavior  0.815***  0.761*** 

R2 0.796 0.705 0.781 0.674 

 

The chart above presents the results of the analysis. In Model 1, the coefficient (b) is 0.865, which is 

greater than 0, and the p-value is 0.02, less than 0.1, indicating support for Hypothesis 1. In Model 2, 

the coefficient (b) is 0.815, greater than 0, with a p-value of 0.01, also less than 0.1, providing support 

for Hypothesis 2. In Model 3, the coefficient (b) is 0.902, greater than 0, and the p-value is 0.015, 

again below 0.1, suggesting that Hypothesis 3 is supported. Finally, in Model 4, the coefficient (b) is 

0.761, greater than 0, and the p-value is 0.01, less than 0.1, which indicates support for Hypothesis 4. 

5. Discussion 

5.1. Contribution 

This study makes significant contributions to the field of organizational behavior by exploring the 

impact of leader age on voice behavior, with a particular focus on the mediating roles of perceived 

openness and psychological safety. First, this research extends the literature on leadership and voice 

behavior by providing empirical evidence of how leader age influences employees’ willingness to 

speak up in organizational contexts. While prior studies have explored various leadership traits and 
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behaviors, few have specifically examined the role of leader age as a factor shaping voice behavior, 

thereby filling a gap in the existing research. 

The study also contributes to the growing body of knowledge on the importance of perceived 

openness and psychological safety in fostering voice behavior. The findings reveal that when leaders 

are perceived as open and inclusive, employees are more likely to engage in voice behavior, 

suggesting that a leader’s age, as a proxy for experience and perceived openness, plays a crucial role 

in shaping employees’ willingness to express concerns and ideas. Moreover, the mediation analysis 

confirms that perceived openness and psychological safety significantly mediate the relationship 

between leader age and voice behavior, highlighting the importance of creating an environment where 

employees feel safe to speak up without fear of negative repercussions. 

Additionally, the use of survey data in a real-world organizational context strengthens the external 

validity of the study. By examining these dynamics in a practical setting, this research provides 

actionable insights for organizations aiming to improve employee engagement, communication, and 

innovation. Leaders, especially older ones, can use the findings to foster a more open and 

psychologically safe environment, thereby promoting voice behavior that leads to improved 

organizational outcomes. 

5.2. Limitation 

Despite its contributions, this study has several limitations that warrant consideration. First, the data 

collected was based on self-reported surveys, which may introduce biases such as social desirability 

bias or common method variance. Participants may have overestimated their perceived openness or 

safety within the organization, leading to potential inaccuracies in the data. Future studies could 

incorporate objective measures or multiple sources of data to validate these findings. 

Second, the study’s cross-sectional design limits the ability to infer causality. While the results 

suggest a positive relationship between leader age, perceived openness, and voice behavior, the 

direction of causality cannot be conclusively established. Longitudinal studies that track changes over 

time would provide more robust insights into the causal mechanisms behind these relationships. 

Third, the sample size and demographic homogeneity may limit the generalizability of the findings. 

The study was conducted within a single organization, which may not reflect the experiences of 

employees in different industries or organizational contexts. Future research could expand the sample 

to include a broader range of organizations to assess the external validity of the results. 

Lastly, while the study focuses on leader age, other factors such as leadership style, organizational 

culture, or employee personality traits may also influence voice behavior. Further research could 

explore these additional variables to provide a more comprehensive understanding of the factors that 

shape voice behavior in organizations. 

6. Conclusion 

This study provides valuable insights into the impact of leader age on voice behavior within 

organizations, with a particular emphasis on the mediating roles of perceived openness and 

psychological safety. By examining how these factors interact, the study contributes to the 

understanding of the conditions under which employees are most likely to engage in voice behavior—

an essential aspect of organizational communication, innovation, and improvement. 

The findings reveal that leader age plays a significant role in shaping employees’ willingness to 

speak up. Older leaders, who are often perceived as more experienced and open-minded, create an 

environment where subordinates feel psychologically safe to share their ideas and concerns. This 

perception of openness is crucial in fostering a culture of constructive communication and 

organizational learning. Additionally, the study demonstrates that psychological safety and perceived 
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openness act as mediators in the relationship between leader age and voice behavior, highlighting the 

importance of leaders’ ability to build an inclusive and supportive work environment. 

The practical implications of these findings are far-reaching. Organizations seeking to improve 

employee engagement and foster innovation should consider the role of leadership characteristics—

particularly leader age—in encouraging voice behavior. Leaders, especially those with greater 

experience, should be aware of the power they hold in shaping an organizational climate that promotes 

open communication. By actively demonstrating openness, listening to feedback, and addressing 

employee concerns, leaders can cultivate a work environment that empowers employees to contribute 

their ideas and suggestions. 

While this study contributes to the understanding of the dynamics between leader age, perceived 

openness, and voice behavior, it also opens avenues for future research. Exploring additional factors 

such as leadership style, organizational context, and employee characteristics can provide further 

insights into the complex nature of voice behavior and the conditions that enhance it. Ultimately, 

fostering a culture of openness and psychological safety is crucial for organizations aiming to stay 

competitive and innovative in today’s rapidly changing work environment. 
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