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Purpose – Employees spend a significant part of their daily routines and lives at workplace. 
Accordingly, the expectations of employees from their workplaces, employers, supervisors or 
managers may be high during their working life. When the employees, the most important and 
valuable elements of the workplace, receive support from their peers and leaders, and when they 
possess altruism behavior, they will exhibit voice behaviors, thus not only increasing their own 
welfare but also contributing to the development and profitability of the workplace. Therefore, in 
this study, it was aimed to determine the effect of altruism as a behavior, peer support and leader 
support on employee voice. 

Design/methodology/approach – Quantitative research method was preferred and questionnaire 
technique was used in the study. The data were obtained from the employees working in Bolu Forest 
Regional Directorate and Forest Management Directorates affiliated to Bolu Forest Regional 
Directorate. 

Findings – As a result of the research, it was found that altruism behavior, peer support and leader 
support have a positive and significant effect on employee voice. In terms of demographic 
characteristics of the employees, it was seen that voice behaviors tend to significantly vary 
depending on job title and level of education.  

Discussion – Increasing useful voice behavior around the organization is possible with the support 
of peers and leader. Also altruism, which is a desired individual feature from humanity, supports 
voice behavior as an intrinsic motivation.  

1. Introduction 

Individuals spend a notable part of their day and the most valuable time of their lives in business life. 
Throughout the business life, employees tend to have expectations from their workplaces, employers, 
supervisors or managers, as well as employers, supervisors and managers. Rather than criticizing the 
management and functioning of the employee in the organization, the importance of voice behavior defined 
as positive and constructive behavior for the development, welfare and productivity of the organization (Van 
Dyne & Le Pine, 1998) stands out. Despite the fact that voice behavior is defined as excellent with mutual 
merits for both employee and organization, it cannot be said that every employee exhibits voice behavior 
patterns. There are many reasons that encourage the employee voice behavior, as well as many factors that 
keep the employee silent. 

The altruism behavior, used to express unrequited and unhindered solidarity, is also of big significance in 
business life. The fact that employees provide financial and moral support to each other in the workplace 
environment where they spend a significant part of our daily life can increase the solidarity between them and 
provide an environment in which they can exhibit voice behavior. The time periods that employees spend at 
workplace working can be expressed as the periods when they need solidarity the most. Employees often have 
to spend more time with their colleagues than they do with their families, relatives, and close friends. The fact 
that the employees help each other at their work and attempt to encourage each other can be considered as an 
indicator of harmony and voice behavior in the work environment. The executives exhibiting compliance with 
employees are as important as getting support from colleagues. The basic expectation of the employees from 
their managers is to trust their managers, to reach them when necessary, to understand the management in 
the event of illness and to have good communication model between the employee and the manager 
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(Zeytinoğlu et al., 2001). As long as the managers and supervisors support their employees in this way, it is 
thought that positive emotions will emerge instead of negative emotions among the employees and employees 
then will tend to exhibit voice behaviors. In this study, it is aimed to determine the effect of altruism behavior, 
peer support and leader support on employee voice by taking into consideration the fact that voice behavior 
promotes the welfare, and peace experienced by the employee besides the benefits it provides to the 
development, welfare and profitability of the workplace. 

2. Literature Review 

2.1. Altruism Behavior 

This concept is named differently in different languages which are "altruism ” in English,“ "diğerkamlık" in 
Persian, “İsar" in Arabic and in the Holy Quran referring to the zenith of generosity, "özgecilik" in Turkish 
referring to doing the best for the good of others  was derived Latin root "Alter" meaning "Other". In the 1830s, 
Auguste Comte was the first person to use this expression as a general term in the meaning of "caring for 
others” (Green, 2005). In the literature, altruism is defined as caring for the other, in other words, an act of 
helping each other. The personality traits equipping the individual with a tendency to help others in various 
settings is described as altruistic behavior (Budak, 2000) and the person who sacrifices himself for the good of 
others is called altruist (Littauer, 2002). 

While altruism behavior was initially included among the research topics of religion and philosophy fields, it 
was started to be investigated by theoreticians and researchers in the field of psychology as well once 
philosophy turned into a scientific discipline (Yöntem & İlhan, 2013). Since it emerged as a field of research, 
this behavior in question has confronted the researchers arguing that altruism behavior exists and that it is a 
part of human nature, and also those of the opinion that altruism behavior cannot actually exist. The vast 
majority of researchers focus their research on a view that altruism behavior is actually impossible and stems 
from the egoist motivations of human nature (Budd, 1956; Act. Mlcak & Zaskodna, 2008). Philosophers who 
claim that man is existentially good defined him as socially collaborative, moral, sympathetic, and altruistic. 
Socrates, Aristotle, Jean Jacques Rousseau and Abraham Maslow are among those who support this point of 
view. In contrast, Sophists, St. Petersburg. Poul Machiavelli, Hobbes consider human nature as non-social, 
individualistic, selfish and aggressive (Duru, 2002). 

As the altruism behavior is also a research subject of different sciences, different theoretical foundations have 
been made for it. For example; it is studied within the scope of psychoanalytic theory, social learning theory, 
moral development theory, social exchange theory, empathy-altruism theory and biology-evolution theory 
(Keleş, 2018). Some of these are mentioned above. In the following section, positive social (prosocial) behavior 
theory, on which we have built the theoretical basis of our study, is explained. 

2.2. Prosocial Behavior 

Prosocial behavior and positive social behavior are used in the same sense in the literature (Akbaba, 1994). 
Prosocial behaviors are behaviors intended to help or provide benefit to another person or group. These (acts 
or actions) are voluntary behaviors, they are not performed with coercion. While prosocial behaviors aim at 
positive outcomes for the good of others, individuals may also be willing to help someone for selfish reasons 
(such as expecting reward or something in return) (Eisenberg & Mussen, 1989). In this context, it can be said 
that prosocial behavior covers such elements as empathy, sympathy, compassion, interest, consolation, 
helping each other, sharing, cooperating, volunteering and donating (Trommsdorff et al., 2007). Therefore, 
prosocial behaviors have beneficial features that are performed without necessity as well (Karadağ & 
Mutafçılar, 2009). 

It cannot be distinguished whether the intention of individuals who exhibit prosocial behavior is to provide 
unrequited help or to gain material or moral benefits (Kumru et al., 2004). Prosocial behaviors can be defined 
as behaviors that are beneficial to society. It is stated that empathic concern, moral reasoning, compliance and 
ability to assume the perspective of others may be related to prosocial or altruistic personality (Dovidio & 
Penner, 2001). Prosocial behaviors may not always be altruism behaviors, even if they are to benefit others 
(Yıldız et al., 2012). As it can be understood from here, the similarity between prosocial behavior and altruism 
behavior is to help or provide benefit to others. As for the difference, while altruism behaviors are performed 
voluntarily and unrequitedly, prosocial behaviors can be performed by acting selfish or expecting something 
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in return. 

Although altruism behavior is a prosocial behavior, not every prosocial behavior is an example of altruism 
behavior in essence. This is better understood once looked at definitions of altruism behavior and classification 
of prosocial behavior. The most important difference that distinguishes altruism from other prosocial 
behaviors is the drive of motivation. On the basis of altruism behavior lies the fact that the person who 
performs the behavior (except for the feeling of fulfilling conscientious responsibility) does not expect any 
reward. In other words, even though it is prosocial behavior, helping someone with the idea that they will 
provide you with an interest is not altruism behavior (Freedman et al., 1993). 

Altruism is a motivation aimed towards increasing the welfare of another person and is in complete contrast 
to egoism which is the motivation to increase one's own welfare (Batson & Powell, 2003). Voice behavior also 
includes motivation to help the organization, society or the individual and it is stated that it is a collaborative 
behavior based on altruism (Van Dyne et al., 2003). Altruistic behavior is based on voluntarism, while 
complaint behavior for a mistake is expected. However, the result of both lies in the drive to provide benefit 
to others rather than expecting an external reward. Therefore, the behavior of expressing a problem in the 
workplace can be based on the thinking of the individual's business or colleagues rather than the individual 
himself/herself (Goldman & Fordyce, 1983). In short, individuals with a high tendency to exhibit altruism are 
expected to share their ideas and criticisms that enhance the welfare of the society or business in which they 
work. The hypothesis obtained in accordance with the literature findings is as follows: 

H1: Employees' tendency towards altruism positively affects employee voice. 

2.3. Peer Support and Leader Support 

In order to better understand the concepts of peer support and leader support, the concept of Social Support 
which is thought to be the basis of the subjects was prioritized. 

2.3.1. Social Support 

Support is expressed as the perceived flow of various contributions, appreciation, emotions and information 
from different sources (Parasuraman et al., 1992). Boldwin (1967) defines social support as the psychological 
support that an individual receives from his or her environment and states that the theoretical basis of social 
support is based on Kurt Lewin's Field Theory and Behavior Description. According to Field Theory, behaviors 
of individuals are a function of their living spaces. The living space is the individual and the physical and 
psychological environment perceived by the individual. The concept of social support is a phenomenon within 
this psychological environment (Semerci, 2016). 

The support that individuals receive from their spouses, families, children, relatives, friends, colleagues or 
managers is called social support (Tuğsal, 2017). Stokes and Levin (1986) stated that social support means the 
presence of people in their environment whom they can trust and who will care for them. In another definition, 
Çakır and Palabıyıkoğlu (1997) described social support as an aid provided to the individual in general by the 
people around him. 

Benefiting from social support resources is closely related to physical and mental health. It is stated that 
physical and psychological problems may be experienced when there is no social support or inadequate 
(Holahan & Moos, 1982).The setting of our business life consists of colleagues, leaders or managers we name 
as supervisors or executives, customers and suppliers. In the business environment, employees most often 
deal with colleagues and leaders and managers. Accordingly, in the next section of our research, briefly the 
organizational support issue and then the independent variables of the research, “Peer Support” and “Leader 
Support” are provided. 

2.3.2. Organizational Support 

Working individuals spend most of their daily lives at their workplaces. For this reason, a supportive work 
environment is very important in terms of employee's personal happiness. Employees do not expect only 
money or concrete success from their work (Erdoğan, 1999). Eisenberger et al. (1986) defined organizational 
support as the belief in which employees hold the belief that the organization values their efforts and cares 
about their well-being. Özdevecioğlu (2013) stated that perceived organizational support is the fact that 
employees feel safe and know that there is an organization behind them. 
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Organizational support depends on what the degree of positive attitude of the organization to its employees 
is (Eisenberger et al., 1986). Employees receiving support from the organization further increase their efforts 
for the organization to achieve its objectives in order to reward this support (Aselage & Eisenberger, 2003). 
This is theoretically based on the principle of reciprocity in the relationship of social exchange. Employees 
believe that their efforts they show for the the organization to achieve its goals will be recognized and 
rewarded (Allen & Brady, 1997). Maslach and Leiter (1997) state that employees work best for the organization 
when they share happiness, comfort, humor and appreciation with people they respect and love in the 
workplace. The positive conditions an organization provides to its employees voluntarily are more effective 
on the perception of organizational support when the organization does not have any obligations (Eisenberger 
et al., 1997). In addition, it is suggested that stress level diminishes as employees' perception of organizational 
support increases (Cropanzano et al., 1997). Hence, it is argued that a supportive work environment reduces 
stress and its negative effects thereof (Schaubroeck et al., 1989). 

2.3.2.1. Peer Support 

This concept covers counseling of colleagues about the job (Ensher, et al., 2001) and friendship relationships  
in its scope (Morgeson & Humphrey, 2006) but by definition, it means sharing experiences and expertise of 
employees with each other when needed and helping each other in their duties and encourage and provide 
support to each other (Zhou & George, 2001).Colleagues can turn the work into a more enjoyable place  by 
helping each other, making suggestions, developing suggestions, relaxing and supporting each other  (Bishop 
& Scott, 1997). In situations where the work feels very repetitive and annoying, positive relationships 
established with colleagues may be one of the most important means of not alienating from work (Çoruh, 
2001). It can be expected that individuals who are in positive relationships and communicating with their 
colleagues with whom they have to constantly interact in the work environment, will achieve more satisfaction 
(Bergbom & Kinnuen, 2014). 

Bowen and Blackmon (2003) emphasize that employees exhibit voice behavior when they receive support from 
their colleagues and tend to remain silent when they do not. Aselage and Eisenberger (2003) state that the 
efforts exhibited by employees who receive support from their colleagues will increase in order for the 
organization to reach its goals in an attempt to reward the support they receive. Also, Derin (2017) stated that 
increasing the level of trust among employees within the organization will end up with psychological comfort 
and employee voice, and that it will indirectly increase the performance of the organization. The hypothesis 
obtained in accordance with the literature findings is as follows: 

H2: Peer support perceived by the employees positively affects employee voice. 

2.3.2.2. Leader Support 

Employees in many businesses communicate more with their managers or supervisors than they do with the 
entire organization. For this reason, leaders, managers and supervisors play an important role in shaping 
employees' perceptions of organizational support (Maertz et al., 2007). At the same time, managers and leaders 
are highly effective in allowing the employee to reach work satisfaction. Managers respected and valued by 
the organization may have a major impact on organizational support, perceived by being identified with the 
organization (Maertz & Griffeth, 2004). 

Leader support consists of the expectations of employees to be cared and contributed by their managers and 
superiors (Kottke & Sharafinski, 1988). For working individuals, their being supported and encouraged by 
their managers is the degree where the interest shown to them is perceived (Burke et al., 1992).A supportive 
manager plays a mitigating role in cases where perceived organizational support is low, hiding the deficiencies 
of the organization and preventing the increase of voluntary resignations from the work. When looked from 
the negative perspective, managers can translate the employee's perception of the organization's resources 
and support into their own interests (Eisenberger et al., 2002). 

Perceived leader support leads the perception of organizational support, but employees do not regard the 
support they receive from the organization equal to leader support (Eisenberger et al., 2002),  because 
managers provide both instrumental and emotional support, and even if there is no demand, they tend more 
to offer support. Therefore, it is expected that their ability and experience in providing support and assistance 
should be greater than that provided by their colleagues (Ng & Sorensen, 2008). 
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Walumbwa and Schaubrouck (2009) state that leadership behaviors in harmony with employees and high 
level of responsibility can positively increase employee voice. Gao et al. (2011) stated that employee voice 
behavior would also increase in the organizations in which the trust in the leader is increased, the participation 
of the decisions is supported and the leader's knowledge sharing is high. Detert and Burris (2007) state that 
employees exhibit a higher rate of voice behavior in environments where they feel psychologically safe within 
the organization. The hypothesis obtained in accordance with the literature findings is as follows: 

H3: Leadership support perceived by employees positively affects employee voice. 

2.4. Employee Voice 

The concept of voice stems from the idea of expressing some dissatisfaction or negativity about work in order 
to increase the welfare of the employees themselves or their organizations (Hirschman, 1970). The concept of 
voice, first coined by Hirschman (1970), is one of the triple theories of Voice”, “Loyalty “and “Exit” (EVL). 
Based on Hirschman's study, Rusbult et al. (1982) added a fourth dimension, called "Neglect", in their study 
tittled "Reactions to Dissatisfaction in Romantic Relations" as a reaction to dissatisfaction. Farrell (1983) 
defined “EVLN “theory as a useful conceptual framework that can be used in analyzing employee 
dissatisfaction. 

Rather than just directing a criticism towards management and operations within the organization, employee 
voice behavior stands for exhibiting positive and constructive behavior for the development, welfare and 
efficiency of the organization. It is also to provide innovative recommendations for changing stereotypes even 
if the opinions of other employees are not the same (Van Dyne & Le Pine, 1998). According to another 
definition, voice behavior is a voluntary action displayed taking into account the possibility of putting the 
organization into a struggle for change in order to activate and develop the perceived authority (Detert & 
Burris, 2007). 

Table 1: Types of Employee Voice 

Types of Employee 
Voice 

Definitions 

Speaking Up 

Act of speaking up can occur when employees are faced with a problem 
individually, notifying potential problems to their managers and supervisors, or 
presenting their ideas and suggestions to reduce organizational costs to their 
managers (Pekdemir et al., 2013). 

Imposing 

Imposing a topic is expressed as attempts to draw the organization's attention to 
modern techniques and methods for the performance of the organization (Ashford 
et al., 1998). This concept is a behavior that is acted towards openly breaking the 
silence that exists in the organization and also towards voice (Çakıcı, 2007). 

Whistleblowing 

Whistleblowing is to convey the issues to the individuals who can correct the issues 
about the unlawful, unethical and unethical issues performed within the 
organization and which do not coincide with the rules determined by the 
organization (Miceli & Near, 1985). 

Taking 
Responsibility 

Taking responsibility is a voluntary behavior made in order to make a change in 
the operation of the business. Taking responsibility is regarded as an informal 
leadership style that involves voluntary, constructive initiatives to realize 
functional changes in how organizational activities are performed. The act of taking 
responsibility involves change-oriented and attempts to change the status quo 
(Premeaux & Bedeian, 2003). 

The Principled 
Organizational 

The principled organizational opposition is based on violating the existing rules 
and practices of the business and is aimed at making it give up existing policies 
and practices. The principled organizational opposition can be encountered in 
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Opposition many forms, from constructive criticism to strike and even to take preventive 
actions (Graham, 1986). 

Influencing the 
Superiors 

The behavior of influencing superiors is defined as an attempt exhibited by 
subordinates to mobilize superiors in order to achieve results that can be 
considered positive for both the person trying to influence and the business. It also 
means determining the methods and techniques to facilitate the achievement of the 
specified objectives of the organization he/she is a part of and in this direction, 
acting carefully and diligently in order for the objectives to be clearer and more 
pronounced. (Çakıcı, 2007). 

As stated in the table, voice behavior can emerge for different reasons and purposes. However, according to 
Van Dyne et al. (2003) examining employee silence in the context of voice, it is stated that there are three 
different voice behaviors which are defensive voice, voice for the good of organization and perceived voice. 
In this sense, defensive voice is he motivation to defense himself/herself. The essential motive for defensive 
voice is that an individual acts as a voice to protect himself/herself due to his/her fear of his superior or 
management. Voice for the good of the organization not remaining silent for the problems encountered in the 
organization or in the face of a negative situation believing that it will be for the interests of the organization 
(Çakıcı, 2007). Perceived voice is the verbal expression of emotions, thoughts and ideas on issues related to 
the field of duty, rather than transferring them directly according to perceived thoughts within the 
organization (Van Dyne et al., 2003). 

3. Method 

In this study, we preferred quantitative research method. While doing so, what we aimed was to produce the 
information explaining generalizable cause-effect relationships. In the research, relational screening model 
was used. Relational screening method is defined as a research model aiming to determine the existence or 
degree of the change between two or more variables (Karasar, 2002). 

3.1. Study Population and Sample 

The population of the research was made up of all civil servants and workers, including the managers working 
in the Bolu and Düzce provinces in Bolu Regional Forest Directorate. As it was not possible to reach the whole 
universe, sampling method was used. To calculate the number of samples “n = N.t2.p.q / d2. (N-1) + t2.p.q” 
formula was applied (Karagöz, 2014) and the number required to be reached was determined as 283. A total 
of 361 questionnaires were collected, while 15 questionnaires were removed due to different reasons. The 
research was carried out over 346 questionnaires available. 

3.2. Data Collection Tools 

3.2.1. Altruism Scale 

The “Altruism Scale”, used to measure the level of exhibited altruism behaviors of employees, was developed 
by Rushton et al. (1981). The scale consists of 20 expressions. As independent variables, the research model 
consists of leader support, peer support and altruism behavior, whereas employee voice as the dependent 
variable. Cronbach alpha internal consistency coefficients obtained from five different applications during the 
scale development study ranged from .78 to .87 (Rushton et al., 1981). Turkish adaptation of the scale was 
carried out by Tekeş and Hasta (2015). The scale, which was adapted to Turkish, showed a two-factor structure 
called help and donation. Cronbach Alpha internal consistency coefficients calculated for the sub-dimensions 
were .81 and .70, respectively. The reliability coefficient of the scale was found to be .74 and test-retest 
reliability was found as .83 (Tekeş & Hasta, 2015). According to the exploratory factor analyzes conducted 
within the scope of the research, it was determined that KMO (.883) and Bartlett Test (.000) results were 
appropriate for factor analysis and the remaining 19 expressions had a factor loadings ranging from .71 to .44 
after removing one 1 expression (13th expression) from the scale, and 34% of the total variance was explained 
under a single factor. The reliability coefficient was found to be at the level of .89. 

3.2.2. Peer Support Scale 

In order to measure the perceived levels of employee peer support, a four-item peer support scale developed 
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by Zeytinoğlu  et al. (2001) was used. There was no reverse coded item on the scale which was used as a single 
factor in its original form. While Cronbach's alpha coefficients in the original samples ranged between .75 and 
.87, Şentürk and Tekin (2015), who adapted the scale to Turkish, demonstrated the reliability of the scale at the 
level of .78. According to the exploratory factor analysis conducted within the scope of the research, it was 
found that KMO (.792) and Bartlett Test (.000) results appropriate for factor analysis, and factor loadings of 
the 4 expressions in the scale varied between .79 and .85 and also that 67% of the total variance was explained 
under a single factor. The reliability coefficient was found to be .83. 

3.2.3. Leader Support Scale 

A scale consisting of five items called “Leader Support Scale" which was developed by Netemeyer et al. (1997) 
was used to measure the perceived leadership support of employees. There was no reverse coded item on the 
scale which was used as a single factor in its original form. The scale was translated into Turkish by Çelik and 
Turunç (2010) and as a result of the reliability analysis, the Cronbach alpha reliability coefficient of the scale 
was found to be .95. As a result of the reliability analyzes conducted by Akkoç et al. (2012), the Cronbach alpha 
reliability coefficient was detected to be .92. According to the exploratory factor analysis conducted within the 
scope of the research, we found that KMO (.900) and Bartlett Test (.000) results were appropriate for factor 
analysis, and factor loadings of the 5 expressions in the scale varied between .86 and .93 and that 80% of the 
total variance was explained under a single factor. The reliability coefficient was found to be at the level of  
.93. 

3.2.4. The Employee Voice Scale 

A six-item scale called “The Employee Voice Scale”, which was developed by Van Dyne and LePine (1998), 
was used to measure the voice behavior levels of the employees. The validity and reliability study of the scale 
was conducted by Arslan and Yener (2016) and adapted to Turkish. Both the original and Turkish scale forms 
were one-dimensional and the Cronbach's alpha reliability coefficient was found to be .76. The internal 
consistency value of the original scale was .82 (Arslan & Yener, 2016). According to the exploratory factor 
analyzes conducted within the scope of the research, it was determined that KMO (.901) and Bartlett Test (.000) 
results were appropriate for factor analysis, and factor loadings of the 6 expressions in the scale varied between 
.81 and .88 and also that 71% of the total variance was explained under a single factor. The reliability coefficient 
was found to be at the level of .92. 

3.3. Research Model 

 

 

 

 

 

 

 

 

The hypotheses formed within the scope of literature review are indicated in the model above. . The 
hypotheses generated in this sense are as follows: 

• H1: Employees' tendency towards altruism positively affects employee voice. 

• H2: Peer support perceived by employees positively affects employee voice. 

• H3: Leader support perceived by employee positively affects employee voice. 

 

4. Results 
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In this part of the study, the regression analysis findings carried out to test the hypotheses and interactions 
between the dependent variable and the employee voice which is the dependent variable of the research, and 
will be addressed. 

Table 2: Regression Analysis of Altruism Behavior, Colleague Support, Leader Support and Employee 
Voices 

Variables B 
Std. 

Error 
β t p 

Pa
ir

ed
 

Pa
rt

ia
l 

To
l. 

VIF 

(Constant) ,645 ,207 - 3,111 ,002 - - - - 

Altruism Behavior ,172 ,057 ,128 3,026 ,003 ,409 ,161 ,809 1,235 

Peer Support ,466 ,048 ,463 9,631 ,000 ,661 ,462 ,629 1,590 

Leader Support ,221 ,040 ,257 5,488 ,000 ,565 ,284 ,661 1,513 

Dependent Variable: Employee Voice 

R: ,710 R²: ,504 F: 115,635 p: ,000 Durbin-Watson: 1,911 
              
When the paired correlation scores were evaluated, correlation results were obtained between peer support (r 
= ,661), leader support (r = ,565), altruism behavior (r = ,409) and dependent variable. Accordingly, it can be 
seen that there is a positive and moderate relationship between independent variables and employee voice 
.When the partial correlation scores were evaluated, some scores were obtained between peer support (r = 
,462), leader support (r = ,284), altruism behavior (r = ,161) and dependent variable. Accordingly, it can be said 
that the independent variables have a positive but low level of partial relationships on employee voice.  

When the VIF values are examined, it is understood that the variables do not get a value higher than 10 and 
when the fact that the tolerance values are not less than 0,20 is considered, there is no multicollinearity between 
independent variables. In addition, Durbin Watson statistic, which is required to be between 0-4, investigates 
whether there is any correlation between error terms. In the study, Durbin Watson value was found to be 1.911 
and no problematic relationship was detected between error terms . 

The level of explanation for dependent variable (0≤ R2≥1) of the independent variables is statistically significant 
(R2: ,504, F: 115.635, p: 0.000). According to this result, independent variables (peer support, leader support 
and altruism behavior) can explain 50.4% of the change in the dependent variable (employee voice). When the 
standardized regression coefficients (β) are analyzed, the relative importance order of the variables on 
employee voice can be listed as peer support, leader support and altruism behavior. 

When the t-test results regarding the significance of regression coefficients are analyzed, it can be seen that 
perception of peer support, perception of leader support and altruism behavior has a significant effect on 
employee voice. According to this, the below mentioned hypotheses are accepted: 

H1: Employees' altruism tendency positively affects employee voice. 
H2: Peer support perceived by employees has a positive effect on employee voice. 
H3: Leadership support perceived by employees positively affects employee voice. 

 

 

 

5. Discussion and Recommendations 

In the study, it was seen that altruism behavior, peer support and leader support has a positive and significant 
effect on employee voice. In other words, employees with a high level of altruism may exhibit a high level of 
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voice behaviors when they receive support from colleagues and leaders.  We have also seen that similar results 
have been obtained in the studies with similar characteristics as ours conducted in the literature about the 
factors affecting employee voice in recent years. However, since the studies in the literature do not have exactly 
the same patterns as this study, it is considered that it would be more useful to examine the relationship 
between employee voice-leader support, employee voice - peer support and employee voice - altruism 
behavior separately. 
Among the factors affecting the voice behavior, what is mentioned mostly is the effects of leadership attitudes 
and behaviors as well as leadership styles on the organizational voice of the employee (Detert & Burris, 2007; 
Çelik, 2008; Walumbwa & Schaubrouck, 2009; Yang et al., 2010; Gao et al., 2011; Hsiung, 2012; Thomas & 
Feldman, 2013; Öztürk, 2014; Ünver, 2016; Bulut, 2016; Çiçek, 2016; Çetin & Güven, 2017; Güven, 2017). 
Regarding the effect of the executive's attitudes and behaviors on employee voice behavior, Walumbwa and 
Schaubrouck (2009) stated that leadership behaviors which are compatible with employees and have high 
level of responsibility increase employee voices positively and also Gao et al. (2011) concluded that in 
organizations where there is increased confidence in the executer, support for the participation of decisions, 
and a leader with high knowledge sharing, voice behavior should also increase, while Çetin and Güven (2017) 
came to the conclusion that trust in the executives has an effect on the voice behavior of the employee and 
Thomas and Feldman (2013) found that the perceived preoccupation of the executives has a significant effect 
on employee voice, and Çelik (2008) found that psychological empowerment would have a significant effect 
on employee voice. 
There are similar results in the literature regarding the effect of perceived support from colleague on employee 
voice yielding similar results that support from colleagues affects employee voice behavior (Aselage & 
Eisenberger 2003; Bowen & Blackmon 2003; Derin 2017). Some of these similarities are as follows: Bowen and 
Blackmon (2003) emphasize that employees exhibit voice behavior when they receive support from their 
colleagues but remain silent when they do not. Aselage and Eisenberger (2003) state that the efforts of the 
employees who receive support from their colleagues will increase in order for the organization to reach its 
goals in an attempt to reward this support. The fact that employees feel psychologically safe is closely related 
to their colleagues, and Detert and Burris (2007) state that employees exhibit a higher rate of voice behavior in 
environments where they feel psychologically safe within the organization. Derin (2017) stated that increasing 
the level of trust among the employees within the organization would lead to psychological comfort and 
employee voice, therefore, the level of employee voice would increase and the performance of the organization 
could indirectly increase. 
No other study in the literature related to one of the results obtained in the study "the effect of altruism on 
employee voice" has been found, making this study a new gain for the literature.   Performing the tasks 
assigned to them is among the liabilities of employees within the organization and is a part of their job. 
However, contributing to the solution of the problems encountered in the work process while performing the 
duties requires additional responsibility for the employee. Additional responsibility behavior is proactive and 
based on altruism. Van Dyne et al. (2003), one of the pioneers who brought the concept of employee voice into 
the literature, emphasizes that motivation to help the organization, society or the individual is involved in 
voice behavior and is a collaborative behavior based on altruistic foundations. Based on the definition of self-
sacrificing and depriving (Budak, 2000) for the good of others in altruism behavior, the hypothesis that 
individuals with high tendency towards altruism will exhibit voice behavior by sharing their ideas and 
criticisms that could increase the welfare of the society or business in which they work has been put forward. 
The results of the study support this hypothesis. The suggestions put forward as a result of the study are 
handled in three categories as the ones aiming at employees, managers and researchers. When the historical 
process is examined, it is seen that altruism behavior is realized in different ways and the reintroduction of 
these and similar behaviors into business life as in Ahi community will increase the quality of the employees 
both in the group and in their relations with management, thus leading to an increase in parallel with the 
feelings of loyalty to the organization. It has become a common fact that information flow is of vital importance 
in the present age. In this context, it is essential that managers activate the communication networks to get 
their subordinates' ideas on the development of the organization and solving the problems. However, the 
change emphasized in today's business world and particularly in digital processes, subordinates' ideas and 
suggestions bear importance in terms of problem-free management of processes. 
Finally, based on the results of the research, the need for the senior management to pay attention to the process 
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of forming work groups (teams) in the working environment can be said to have already emerged. Rather than 
being considered as a risk for the business, employees' expressing their ideas and suggestions supporting each 
other are of importance in terms of identifying the points overlooked by the top management and eliminating 
the problematic ones. 
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