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July 3, 2022 organization is known as the employee's voice. Studies show that the two-way relationship

between employees and supervisors and leader-member exchange (LMX) are factors
influencing voice behavior. The purpose of this research is to investigate the impact of leader-
member exchange (LMX) on employee voice. In this research, in order to understand more
comprehensively the impact of leader-member exchange on the employee's voice a systematic
review and meta-analysis approach were used. From the total of 88 articles obtained in the
initial search, according to a systematic protocol 33 articles were analyzed using the meta-
analysis method with two fixed and random effects models and using CMA 2 software. The
results show that according to the heterogeneity of the reviewed studies, the influence of the
leader-member relationship on the voice of the employees is confirmed. Also, the results of
the Fail-Safe N test show the stability and immutability of the results of this research. The
results of this research show that employees express their ideas when there is a strong LMX
relationship between leaders and followers. This type of encouragement allows employees to
Keywords: be more creative and take risks and fostering innovative work behaviors.
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member exchange, systematic
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Extended abstract called voice behavior. In recent decades,
organizations increasingly need new ideas and

1. Introduction thoughts to survive in the changing business

The active participation of employees in world.

expressing ideas for constructive change is Employee voice is critical to organizational

considered a valuable asset for organizations, as survival and performance, because through their

to the improvement of organizational the rapidly changing environment and make high-

performance. This type of proactive behavior is
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quality decisions .Literature shows that
organizations and employees mutually benefit
from employee voice.

Supervisors and leaders can play an important
role in implementing employee voice, as it is
usually their job to support an idea and guide it
through to implementation.

Therefore, studies have attempted to uncover
factors that promote or inhibit employee voice
behavior. Researchers have paid much attention
to the characteristics of an effective leader that
can improve employee voice behavior. These
studies have shown that certain positive leader
characteristics (such as openness), leadership
styles (such as transformational leadership and
ethical leadership), and high-quality exchange
relationships with team members can elicit
employee voice. It is also important to investigate
how and when LMX differentiation affects
employees' willingness to participate in voice
Research has shown that the quality and
characteristics of the relationship between
employees and supervisors may be particularly
influential factors on voice behavior. Therefore,
the main purpose of this study is to investigate
how leader-member exchange affects employees'
willingness to express their voice. The theoretical
background and studies about the impact of
leader-member exchange on the voice of
employees and the review of articles published in
this field show that no meta-analysis has been
conducted that has examined the impact of
leader-member exchange on the voice of
employees. By examining this dynamic
phenomenon, this article provides a reference for
theorizing and practice by summarizing the
articles that have been done in this field based on
a systematic and scientific procedure.

2. Research Methods

The purpose of this research is to test the
hypothesis of the effect of leader-member
exchange on the voice of employees. Based on
this objective, a search was made in the reliable
scientific  databases with the keywords
"Employee Voice" and "LMX" in the title, as well
as the keywords "Voice" and "Leader Member
Exchange™ in the title, abstract and keywords. In
order to avoid bias in citation and selection, a
search was conducted in 6 databases, Science
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Direct, Emerald, Springer, Wiley, Sage and
Taylor & Francis, because the bibliometric study
of Samul and Casey show that they have a high
share of research in this field and are also at a high
level from a qualitative point of view. Also, in
order to avoid the researcher's judgment in the
selection of studies, which Cook 1997 considers
to be the difference between a narrative review
and a systematic review, the criteria for the
selection of studies were defined and the obtained
studies were screened in search of valid scientific
databases and from the total of all the resulting
studies. From the search, based on these criteria,
88 articles were finally analyzed. The selection
criteria of these studies are: the research should
include the hypothesis of the effect of leader-
member exchange on employee voice, both
variables of leader-member exchange and
employee voice are defined as unidimensional
constructs, sample size must be reported,
regression coefficient or coefficient The path or
other reliable statistics must be reported and
finally the research has validity and reliability
indicators. Based on these criteria, finally 33
articles were identified for review.

3. Results

The results of the heterogeneity tests show that
the studies are completely heterogeneous and the
random effects model provides a more correct
and valid answer in relation to the investigation
of the research hypothesis. Therefore, in this
research, the results related to the research
hypothesis are analyzed from the random effect
size model.

Based on the random effect size model the
research hypothesis is confirmed at the
confidence level of 99%. In other words, the
leader-member exchange has an effect on the
voice of the employees, and according to the
positive sign of the effect size, this effect is
positive or direct.

In order to ensure the stability of meta-
analysis results, the results of Fail-Safe N test
have also been checked. This test shows the
number of studies that have the desired
hypothesis and have not been published so far,
which can change the result of this study. In the
current research, this number is 1727 studies,
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which is very high and shows that this finding is
a stable and unchangeable result.

4. Conclusion

Results show employees express their ideas when
there is a strong exchange relationship between
leaders and members. This type of
encouragement allows employees to be more
creative and take risks, which in turn fosters
innovative work behavior. Organizations need
their employees to participate in identifying
problems and making suggestions for sustainable
development, and the present study shows that
strengthening the exchange relationship between

leaders and members is an effective solution for
improving the employee’s voice.
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