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ABSTRACT

This research investigates employee voice behavior (EVB) as a behavioral consequence
of perceived insider status (PIS) through felt obligation behavior. Based on social
identity theory, this research postulates that when employees realize that they are an
insider, they tend to see themselves as a citizen of an organization and proactively
engage in voice behavior. In order to evaluate this relationship, we collected 983 self-
completed surveys from participants of public organizations in Fiji. The findings show
that as insiders, employees unbegrudgingly engage in voice behavior when trying to
provide corrective changes. This relationship was also partially mediated by felt
obligation behavior (FOB). Interestingly, this study is the first one to use social identity
theory to explain how employees form close attachment to the organizations they work

for, driving greater feelings of belongingness and altering their behavior to engage in
voice behavior. Therefore, we find social identity theory to be very relevant in
explaining the relationship between PIS and EVB through FOB. This makes a
significant contribution to the social identity theory. Finally, the current study offers
practical implications, limitations, and further research directions.

Contribution/Originality: This study contributes to extant literature by investigating how an employee, who
perceives himself or herself as an insider, has a greater potential of promoting voice behavior in an organization. In
addition, the current study also shows that the relationship between perceived insider status and voice behavior is

partially strengthened by felt obligation.

1. INTRODUCTION
“To be inside a place is to belong to it and identify with it, and the more profoundly inside you are, the stronger the identity is
with the place” Relph (1976).

To be an insider means belong to a place and highly identify with it. The more you identify, the more personal
space is earned within the organization. In other words, when an individual realizes that they are an insider, they
tend to see themselves as a citizen of an organization and participate more in extra-role behavior. As such, perceived
insider status (PIS) is defined as the degree to which an employee considers himself or herself as a member, and has
a sense of belonging and identification within the workplace setting (Chen & Aryee, 2007; Sui & Wang, 2014). PIS

enables an individual to share experiences without restriction and establish a greater sense of psychological
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belongingness. Therefore, PIS is regarded as an important driver of employee behavior.

According to prior studies, PIS is linked to various individual outcomes, such as organizational citizenship
behavior, low deviance behavior (Stamper & Masterson, 2002), organizational commitment (Lapalme, Stamper,
Simard, & Tremblay, 2009), intention to stay (Armstrong-Stassen & Schlosser, 2011), social integration, and task
performance (Wang & Kim, 2013). In addition, a study by Hongli, Feng, Prevellie, & Wu (2017) used role identity
theory to highlight that PIS through FOB can drive innovative behavior. While we acknowledge their finding, we
employ social identity theory to explain that PIS through FOB can also stimulate other proactive behavior because
PIS is known for fostering a sense of belongingness and positively contributing toward various employee outcome
behavior. The extant literature has overlooked the possibility that PIS can also drive employee voice behavior
(EVB). We argue that employee voice behavior is a proactive behavior in the form of challenge-oriented
organizational citizenship behavior (OCB) (Burris, 2012; Detert, Burris, Harrison, & Martin, 2013; Liu, Song, Li, &
Liao, 2017; Ng & Feldman, 2012) for the following reasons: First, voice behavior is a proactive, future-oriented and
extra-role behavior that makes things happen in an organization (Frese & Fay, 2001). Second, it improves unit
functions through constructive changes (Burris, Detert, & Chiaburu, 2008; Detert & Burris, 2007; Detert &
Trevifio, 2010; LePine & Van Dyne, 1998). Finally, it instills group learning (Argyris & Schon, 1978; Edmondson,
1999). Hence, we pose an important question: How can perceived insider status drive an individual to engage in
voice behavior? We draw attention to social identity theory to address this pertinent question.

Based on social identity theory (Tajfel & Turner, 1979; Tajtel & Turner, 1986), when an employee highly
identifies as a member of social aggregate, they develop a purpose of understanding and have a sense of belonging
in the social environment. They are ready to alter their behavior and work in a collective (Turner & Onorato, 1999).
This suggests that when an individual strongly identifies with the team, they show a high level of task performance,
more creativity, and they engage more in extra-role behavior, such as OCB (Dalal, 2005; Organ, 1988). Social
identity theory (Tajfel, 1982) also postulates that when employees identify with the organization, they develop self-
esteem and pride from the image associated with the organization, which enables them to fulfill their self~worth. As
such, an individual’s identification with organizational values creates an emotional bond and enhances social
interaction that can facilitate proactive behavior (Alvesson & Kirreman, 2001) such as employee voice behavior.
Furthermore, the relationship between PIS and EVB is strengthened by the mediating the role of felt obligation
behavior (FOB). FOB acts as a “bridge” linking PIS and EVB. Prior literature has demonstrated that felt obligation
is a powerful driver affecting coworkers’” behavior (Zhou & George, 2001). As such, felt obligation provides an
impetus that coworkers will behave in such a way that is congruent with one’s own beliefs and demonstrate

behavior that contributes to organizational effectiveness.

Felt Obligation

Perceived Insider Status Employee Voice Behavior
Ll

Figure-1. Conceptual framework.

The current study suggests that coworkers with high PIS and FOB will establish a greater sense of intimacy
with the organization and show more engagement in voice behavior. The conceptual framework shown in Figure 1
provides the basic foundation for the current study. The cross-sectional data consisting of 983 samples were
collected from public organizations in the island economy of Fiji. The study concludes by presenting theoretical and
practical implications, showing that perceived insider status and employee voice behavior are strengthened by the

mediating role of felt obligation. Finally, some suggestions for managerial improvement are also provided.
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2. THEORETICAL BACKGROUND
2.1. Percerved Insider Status and Knowledge Sharing Behavior

Perceived insider status (PIS) fosters a greater sense of belongingness that encourages coworkers to highly
identify with their team and the organization. They identify their personal space and begin to explore ways to
effectively contribute to organizational success (Stamper & Masterson, 2002). Prior studies have highlighted that
PIS is linked to organizational citizenship behavior, low deviance behavior (Stamper & Masterson, 2002),
organizational commitment (Lapalme et al., 2009), intention to stay (Armstrong-Stassen & Schlosser, 2011), social
integration, task performance (Wang & Kim, 2013), and innovative behavior (Hongli et al., 2017). PIS is also an
important driver for employee outcome behavior. Extant literature has overlooked the possibility that employee
voice behavior can also be a behavioral consequence of PIS. As such, we argue that employee voice behavior is a
proactive behavior in the form of challenge-oriented organizational citizenship behavior (OCB) that can suggest
constructive changes for the organization (Burris, 2012; Burris et al., 2008; Detert et al., 2013; Detert & Burris,
2007; Detert & Trevifio, 2010; LePine & Van Dyne, 1998; Liu et al., 2017; Ng & Feldman, 2012) and encourage
group learning (Argyris & Schon, 1978; Edmondson, 1999).

Furthermore, scholars have highlighted that perceived insider status can promote the notion of proactive
behavior (Stamper & Masterson, 2002). Hence, proactive behaviors are described as “taking initiative in improving
the current circumstances or creating new ones” (Crant, 2000). Being proactive in nature, employee voice behavior
is described as expressing one's thoughts, ideas, opinions, and suggestions for constructive changes in the
organization (Dyne, Ang, & Botero, 2003; Hongli et al., 2017). Having identified personal space in the organization,
employees develop a greater sense of obligation and intimacy, and naturally, this motivates employees to
proactively engage in voice behavior (Hongli et al., 2017). Similarly, Van Dyne & LePine (1998) elucidated that
when coworkers receive fair treatment from the organization, such as respect, which is not peripheral, they feel
attached to the organization and adopt more voice behaviors. Therefore, we pose an important question: How can
perceived insider status drive an individual to engage in employee voice behavior? We draw attention to social
identity theory to address this pertinent question.

Based on principles of social identity theory (Tajfel, 1982), when employees highly identify with a group or
organization, they develop a desire to be part of it and derive self-esteem and pride from the image associated with a
group or organization, which enables them to fulfill their self-worth. Hence, an individual's identification with a
group or organizational values creates an emotional bond, enhances social interaction, and facilitates proactive
behavior (Alvesson & Kirreman, 2001). Based on the findings of various scholars, we argue that when individuals
feel secure in their jobs, they invest more time, and show commitment and enthusiasm in expressing ideas and
offering suggestions without hesitation. Thus, proactively engaging in voice behavior provides an ultimate platform
for personal satisfaction, enhances self-image, and enables an individual to feel an attachment to the organization.
Dubois, Rucker, & Galinsky (2015) argued that when employees feel that the organization values and respects their
suggestions and contributions, this is seen as a signal that serves as "motive to obtain respect or admiration from
others" making them feel like more valuable members (Dubois et al., 2015). Employees with a high level of
perceived insider status feel more important and central to the organization. They are more willing to modify their
behavior and engage more in creative and proactive behavior (Hui, Lee, & Wang, 2015; Liao, 2015; Sui & Wang,
2013), while employees with low perceived insider status have weak ownership and feel alienated from other
employees and the organization (Chen & Aryee, 2007). Therefore, we predict that perceived insider status is an
antecedent of employee voice behavior.

H1: Perceived insider status (PLS) is positively related to employee voice behavior (EVB).

PIS is a perception of forming an intimacy with an organization. As such, when an organization treats its

employees with trust, they form an intimacy with the organization, perceive a sense of acceptance, and increase the

likelihood of contribution (Hongli et al., 2017; McMillan & Chavis, 1986). This suggests that employees with high
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felt obligation behavior (FOB) believe that they have an obligation to behave incongruently with values in
upholding organizational expectations. In addition, when an employee perceives obligation, they increase their
responsibility without a pay rise or unexpected sufferings from unrealistic sufferings. As suggested by Zhou &
George (2001), PIS provides an impetus for employee behavior and they will behave incongruently with their
beliefs. Furthermore, high PIS has the potential to increase job performance, social integration, and motivation to
display more proactive behavior (Chen & Aryee, 2007; Hongli et al., 2017; Ng & Feldman, 2015). Consequently,
when employees experience harmony with the organizational system and realize a greater sense of belonging, they
feel more attachment, and such employees feel obligated to engage more in proactive behavior. On this basis, we
propose the following hypothesis:

H2: Perceived insider status (PIS) is positively related to felt obligation (FOB).

2.2. The Mediating Role of Felt Obligation Behavior

When employees perceive that they have a strong attachment to the organization, the conscientiousness of
roles and responsibilities tends to promote a positive self-image and they engage more in proactive behavior in
enhancing the organizational goals and values (Hongli et al., 2017; Ng & Feldman, 2015). Similarly, greater respect
from the organization may also lead to more commitment and voluntary behaviors (Van Dyne & LePine, 1998).
Therefore, it's obvious that FOB is pro-social behavior that can promote other proactive behaviors (Ng & Feldman,
2015). Additionally, we argue that PIS will increase employees' FOB and, as such, will be more engaged in
employee voice behavior (EVB). Furthermore, when individuals are aware of their FOB, they will be more actively
involved in serving the interests of the organization and be more likely to engage in proactive behavior associated
with the organization’s values (Zhou & George, 2001). Similarly, Armeli, Eisenberger, Fasolo, & Lynch (1998)
found that the feeling of indebtedness to an organization reduces staff turnover and withdrawal behavior, and
encourages the adoption of more proactive behaviors. When an employee perceives a strong propensity to facilitate
their social world, it creates a positive self-image, generates an innate feeling of roles and responsibilities and
prosocial behavior, and creates stronger ties (Den Hartog & Belschak, 2007; Hongli et al., 2017). Hence, FOB has
been perceived as a form of internal motivation that drives an individual to exhibit positive behaviors (Fuller,
Marler, & Hester, 2006). Therefore, we suggest that FOB moderates the relationship between PIS and EVB.

Based on the perspective of social identity theory (SIT), when employees highly identify as a member of social
aggregate they tend to develop a greater understanding and a greater sense of belonging, and they are willing to
alter their behavior and work collectively towards mutual goals in a social environment (Tajfel & Turner, 1979;
Tajfel & Turner, 1986; Turner & Onorato, 1999). In this vein, when an individual strongly identifies with the team,
they show a high level of performance, more creativity, and extra-role behavior. Therefore, based on the principle of
SIT, similar to OCB, individuals who highly identify with the organization and team will engage more in voice
behavior. Furthermore, the relationship between PIS and EVB is strengthened by mediating the role of felt
obligation behavior (FOB). We expect FOB to act as a “bridge” linking PIS and EVB. Prior literature has
demonstrated that felt obligation is a powerful driver affecting coworkers’ behavior (Zhou & George, 2001). As
such, felt obligation provides an impetus that coworkers will behave in such a way that is congruent with their own
beliefs and demonstrate behavior contributing to organizational effectiveness. Thus, we contend that having been
realized as “responsible citizens”, employees become obliged to serve the organization’s interests and protect the
organization from harm. Alternatively, they will engage more in proactive behaviors, such as EVB. In this vein,
FOB is expected to mediate the relationship between PIS and EVB.

Hs3: Felt obligation (FOB) is positively related to employee voice behavior (EVB).

In addition, we propose that there is a mediation effect in the proposed model, as such we posit the following
hypothesis:

H4: Felt obligation (FOB) mediates the relationship between percerved insider status (PLS) and employee voice behavior (EVB)

126
© 2021 Conscientia Beam. All Rights Reserved.



International Journal of Management and Sustainability, 2021, 10(4): 123-134

and, as such, I'OB will strengthen the relationship between PLS and EVB.

3. METHOD
3.1. Sample

An online survey was used to collect data from 983 public employees from the island economy of Fiji. The
respondents filled in the survey and returned the completed form in a sealed envelope. No missing data was
reported. Our control variables were salary scale, age, gender, and occupational experience. In addition, we coded
gender as the dummy variable (O = male, 1 = female). Male participants comprise 52.7 % of respondents, while 47.3
% are female. The age categories are divided as follows: 18—26 years (12.6 %), 27—30 years (35.8 %), 31—34 years
(20.5 %), 35—38 years (12.5 %), and 39 years and above (18.6 %). The organizational experience categories are: 1-7
years (14.2 %), 8—13 years (31.8 %), 14—19 years (28.2 %), 20—25 years (9.6 %), 26—31 years (12.5 %), and 32 years
and over (8.7 %). The salary scale is split as follows: less than $10,000 EFj (8.1 %), $11,000 Fj-$26,000 I} (22.3 %),
$27,000 Fj—$31,000 Fj (46.5 %), $32,000 Fj—$36,000 Fj (19.5 %), and above $37,000 Fj (3.6 %).

3.2. Measurements
A five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree) was used to collect data. The

participants responded on perceived insider status, employee voice behavior, and felt obligation behavior.

3.8. Percetved Insider Status (PILS)
A four-item Likert scale, by Stamper & Masterson (2002), was used to measure PIS with the following sample

phrase: “My work organization makes me believe that I am included in it.” Cronbach's o was 0.87.

3.4. Employee Voice Behavior (EVB)
A seven-item Likert scale, by Van Dyne and LePine (1998), was used to measure EVB with the following

sample phrase: “This employee develops and makes recommendations concerning issues that affect this working group.

Cronbach's o was 0.91.

3.5. Felt Obligation Behavior (FFOB)
A six-point Likert scale by Eisenberger, Armeli, Rexwinkel, Lynch, & Rhoades (2001) measured FOB with
sample phrases, such as “I feel a personal obligation to do whatever I can to help my company achieve its goals.” Cronbach's

o was 0.87.

3.6. Control Variables

We controlled several variables, such as age, occupational experience, and gender, which had some effect in
determining the employee behavioral outcome (Flynn, Reagans, Amanatullah, & Ames, 2006; Spector & Brannick,
2011; Srivastava, Bartol, & Locke, 2006). The results are illustrated in Table 1. We coded gender as a dummy
variable (0 = male, 1 = female), age and occupation. Experience in years, and salary in Fijian dollars (FJ). The
descriptive statistic shows that perceived insider status (PIS) was positively related to employee voice behavior
(EVB). Furthermore, we mediated the relationship through felt obligation behavior (FOB) and as predicted, FOB
partially mediated the relationship between PIS and EVB. Finally, the analysis showed that occupation and salary
were positively associated with PIS and EVB.

127
© 2021 Conscientia Beam. All Rights Reserved.



International Journal of Management and Sustainability, 2021, 10(4): 123-134

Table-1. Descriptive statistics.

Mean | SD 1 2 3 4 5 6
1. Age 2.20 | 0.85
2. Gender 1.64 | 0.70 | -0.089%*
3. Occupation 2.02 | 0.77 | 0.738%*% | -0.155%*
4. Salary 271 | 0.79 | 0.300% 0.033 0.347%*
5. Perceived Insider Status | 8.71 | 0.94 | -0.004 -0.022 0.036 0.035
6. Employee Voice 3.94 | 0.92 | 0.156%%* -0.042 0.186% | 0.155% | 0.445%*
7. Felt Obligation 3.28 | 0.95 | -0.081% 0.032 -0.039 | -0.024 | 0.628%* | 0.278%*

Note: * p < 0.05 ** p < 0.01, *** p < 0.001.

4. DATA ANALYSIS AND RESULTS

As Anderson & Gerbing, (1988) recommended, we analyzed the average variance extracted (AVE), construct
validity, and composite reliability (CR), before testing the proposed hypotheses. All items in the survey showed
significant factor loading (see Table 4). In addition, Table 4 also shows that the AVE ranges from 0.53 to 0.68,
which exceeded the recommended threshold level of 0.5. Furthermore, composite reliability (CR) met the threshold
of 0.70 (Fornell, 1981) and Cronbach's alpha exceeded 0.7. Confirmatory factor analysis (CFA) was used to check
the distinctiveness of the measured variables, while the analysis of moment structures (AMOS) was used to
determine the comparative fit index (CFI), chi-square (Anderson & Gerbing, 1988), Tucker—Lewis index (TLI), and

the root mean square error of approximation (RMSEA). The summary of the model fit is shown in Table 2.

Table-2. The model fit.

o df | RAMSEA RMR | TLI IFI CF1
347.237 | 87 0.055 0.026 0.963 | 0.970 | 0.970

Common method bias (CMB) can be a critical issue in survey data, and this normally occurs when cross-
sectional data is collected. Nevertheless, this can be mitigated via a procedural method and statistical tools
(Podsakoff, MacKenzie, & Podsakoff, 2012). First, through the procedural method, our study separated predictor
variables from other constructs, and we maintained respondents' anonymity. Second, in order to exclude CMB, a
series of confirmatory factor analyses was performed. Prior studies have highlighted that a correlation of more than

0.9 indicates the presence of CMB (Bagozzi & Yi, 1990).

Table-3. Matrix of loading and cross-loading.

Item PIS EVB FOB

PIS 1 0.704%% 0.475%% 0.899%*
PIS 2 0.726%*% 0.401%* 0.551%%
PIS 3 0.721%% 0.402%% 0.608%*
PIS 4 0.781%% 0.412%% 0.44:8%*
EVB 1 0.751%% 0.778%% 0.356%%
EVB 2 0.64:1%% 0.780%% 0.484%*
EVB 3 0.638%%* 0.785%% 0398%*
EVB 4 0.682%% 0.788%* 0.41 1%*
EVB 5 0.721%% 0.714%% 0.4:14%%
EVB 6 0.784%% 0.728%* 0.382%%
EVB 7 0.658%% 0.704%*% 0.429%*
FOB 1 0.411%*% 0.421%% 0.792%%
FOB 2 0.418%* 0.892%% 0.788%*
FOB 3 0.405%% 0.400%* 0.781%%
FOB 4 0.4775%% 0.451%% 0.798%*
FOB 5 0.411%* 0.359%% 0.785%%
FOB 6 0.401%* 0.408%* 0.748%*

Note: * p < 0.05 ** p < 0.01, ¥*¥* p < 0.001.
PIS = perceived insider status, EVB = employee voice behavior, FOB = felt obligation behavior.
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Table 8 shows that the correlations within the construct were only as high as 0.793, which does not exceed
0.90. The common latent factor (CFL) was used to check standardized regression weights, and the variance was
minuscule (see Table 4). Finally, the overall data showed no threat of CMB. The proposed research framework was

tested through conditional process analysis (CPA) (Hayes, 2018).

Table-4. IFactor loading with confirmatory factor analysis (CFA).

Item | Mean | SD Item total | Loading | Error | Cronbach’s | Composite | AVE
correlation alpha reliability
PIS 1 3.83 0.742 0.401 0.839 0.031
PIS 2 3.87 0.746 0.421 0.848 0.032 _
0.87 0.87 0.64
PISs | 8.74 | 0.774 0.352 0.856 0.033
PIS 4 3.80 0.711 0.366 0.648 0.034
EVB 1 3.82 0.745 0.439 0.865 0.031
EVB 2 3.96 0.796 0.632 0.854 0.029
EVB 3 3.77 0.757 0.458 0.876 0.035
EVB 4 3.8%4 0.794 0.491 0.683 0.031 0.90 0.89 0.68
EVB 5 3.42 0.729 0.401 0.745 0.031
EVB 6 3.51 0.879 0.425 0.755 0.029
EVB 7 3.81 0.913 0.415 0.732 0.030
FOB 1 3.26 0.894 0.478 0.816 0.044%
FOB 2 3.19 0.777 0.456 0.761 0.043
FOB 3 3.21 0.856 0.478 0.645 0.088
0.87 0.81 0.53
FOB 4 3.41 0.843 0.469 0.661 0.042
FOB 5 3.82 0.742 0.491 0.839 0.041
FOB 6 3.90 0.746 0.441 0.848 0.029

Note: PIS = perceived insider status, EVB = employee voice behavior, FOB = felt obligation behavior.

H1 hypothesizes that perceived insider status (PIS) has a positive correlation with employee voice behavior
(EVB). The results of the analysis (see Table 5) show that PIS is positively associated with EVB (B = 0.287, p <
0.001); therefore, H1 is fully supported. Second, perceived insider status (PIS) is hypothesized to positively correlate
with felt obligation (FOB), and the results confirm that this is the case (B = 0.814, p < 0.001); therefore, H2 is fully
supported. Third, we hypothesized that felt obligation (FOB) is positively related to employee voice behavior
(EVB). The results show that FOB is positively associated with EVB (B = 0.554, p < 0.001); therefore, H3 is fully
supported. Finally, we hypothesized that felt obligation (FOB) mediates the relationship between perceived insider
status (PIS) and employee voice behavior (EVB), and, as such, we expect FOB to strengthen the relationship
between PIS and EVB. The results show that FOB partially mediates the relationship between PIS and EVB (p =
0.462, p < 0.001); therefore, H4 is partially supported.

Table 5. Mediation of felt obligation between perceived insider status (PIS) and employee voice behavior (EVB).

Parameter | Dependent | R? F P Coefficient | SE t LLCI | ULCI
Constant 2.7700%** 0.1556 | 17.7978 | 2.4645 | 3.0754
FOB 0.0956 | 20.63 | 0.000 -
PIS 0.3140%** | 0.0323 | 9.7088 | 0.2505 | 0.3774
Constant 0.5890%** 0.1404 | 4.1944 | 0.8184 | 0.8645
PIS EVB 0.4591 | 137.08 | 0.000 | 0.2873%** | 0.0265 | 10.8230 | 0.2852 | 0.3394
FOB 0.5547%%* 0.0251 | 22.1062 | 0.5055 | 0.6040
Direct effect of X to Y
[ 0.2878%%* | 0.0265 | 10.8230 | 0.2352 | 0.3394
The indirect effect of X to Y
[ 0.1742 | 0.0269 | | 0.1227 [ 0.2281
Total effect of X to Y
| 0.4615%*%* ] 0.0310 | 14.8648 | 0.4006 | 0.5224

Note: * p < 0.05 ** p <0.01, *** p < 0.001. Bootstrapped Sample = 5,000, CI = 95%.
Dependent Variable: EVB = Employee voice behavior.
#* p <0.01, ¥% p < 0.001. Dummy variables: Gender (0 = male, 1 = female), age, occupational experience, salary scale; PIS = perceived insider status, FOB =
felt obligation behavior.
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5. DISCUSSION AND CONCLUSION
The current study examined the mediated relationship between PIS and EVB through felt obligation behavior.
The analysis shows that FOB partially mediates the relationship, which, in turn, enhances employee voice behavior.

This suggests that FOB is a pro-social behavior that has the potential to promote proactive behavior.

5.1. Theoretical Contributions

The current study shows that perceived insider status has a greater potential to promote employee voice
behavior, while it was obvious that incentives were major factors driving proactive behavior. However, this study
shows that when employees identify with the organization, they also identify personal space in the organization and
begin to explore ways to contribute towards achieving organizational goals. However, voice behavior is seen as a
risky behavior that could upset organizational settings (Kassing, 1997; Kassing, 1998; Kassing, 2011; Morrison &
Milliken, 2008). Yet, social identity theory (Tajfel, 1982) postulates that when employees highly identify with an
organization, they develop a desire to be part of it. This drives and derives self-esteem and pride from the image
associated with the organization enabling employees to fulfill their self~worth. Therefore, when individuals are
perceived to be secure with an organization, they invest more time, show more commitment, and are more willing
to express ideas and suggestions. Social identity theory further explains that when employees have more
attachment towards the organization, it produces a greater feeling of belongingness, leading to more proactive
behavior (e.g., employee voice behavior) (Hui et al, 2015; Liao, 2015; Tajfel, 1982). Therefore, we find social
identity theory to be very relevant in explaining the relationship between PIS and EVB. This is our most significant
contribution towards social identity theory.

Finally, our study also shows that felt obligation behavior partially mediated the relationship between PIS and
EVB. The mediation effect shows that FOB is a pro-social behavior that has the potential to promote proactive
behaviors (Hongli et al,, 2017; Ng & Feldman, 2015). As such, when employees are aware of their obligations, they
will become actively involved in serving the interests of the organization and at the same time proactively engage
with organizational values and beliefs (Zhou & George, 2001). As such, internal motivation drives an individual to
exhibit more desirable behavior, such as employee voice behavior.

Based on the perspective of social identity theory (Tajfel & Turner, 1979; Tajfel & Turner, 1986), when
employees identify as members of a social aggregate, they develop a greater understanding and a sense of
belonging, and they are willing to alter their behavior and work collectively (Tajfel & Turner, 1979; Tajfel &
Turner, 1986; Turner & Onorato, 1999). Prior literature has highlighted that felt obligation is a powerful driver
that affects employee behavior (Zhou & George, 2001). The current study shows that presence of FOB is a
mediator, and the total effect of PIS on EVB was enhanced. As such, felt obligation provides an impetus that
coworkers will behave in such a way that is congruent with their own belief and demonstrate behavior forming an
obligation to effectively contribute towards organizational success. Finally, social identity theory highlights that
when employees identify with the organization, it creates an emotional bond, enhances social interaction, and
facilitates proactive behavior (Alvesson & Kirreman, 2001; Tajfel, 1982), such as employee voice behavior. As such,
explaining the mediation effect of FOB between PIS and EVB is also a major contribution towards social identity

theory. In summary, social identity can be used to explain how insider status is vital for employee voice behavior.

5.2. Practical Implications

The current study shows the importance of PIS in promoting employee voice behavior, while providing
incentives may bring some practical solutions. However, this can only be assumed when individuals engage in voice
behavior caused by certain external stimuli, such as a sacrifice for their own interest, or a gain from incentives. In
addition to the above, we suggest that organizations need to provide more emotional incentives, a feeling that

everything is right in an employee's life by treating employees as family members and supporting them durin
y g g ploy y g employ y pp g g
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difficult times. Organizations could also allow activities outside normal working hours in order to release tension
and stress in an informal setting. Additionally, management could encourage more job rotations and reduce or
share workloads. Prior studies have highlighted that high workloads have a significant effect on employee
performance (Rajan, 2018). The current study indicates that perceived insider status is more of a communitarian

culture, which can encourage more proactive behavior.

5.8. Limitations and Future Research Direction

Although our findings make a key contribution to the extant literature, certain limitations need to be
addressed. First, based on cross-sectional data, our analysis did not allow casual interference. However, future
studies should collaborate the causality among given variables with controlled experiments or longitudinal data.
Second, employee voice behavior needs to be praised. According to Mikulincer, Shaver, Sapir-Lavid, & Avihou-
Kanza (2009), praise from leaders was found to be the best motivator, beating financial and other non-cash
incentives (Mikulincer et al., 2009). Praising individuals not only encourages them but make them more effective.
Consultancy.uk (2015) suggested that organizations that actively recognize and reward employees have business
outcomes that are twelve times stronger. Future research could investigate recognition and praise in organizations
as this may show how voicing behavior can be developed further. Finally, the generalization of our study should be
executed with caution as the current sample is from Fiji Island. The findings suggest that because of cultural
context, compared to males, females showed a lower level of resource-sharing behavior. Ostentatious voice behavior
is regarded as socially unsuitable as modesty is respected as a virtue and such norms tend to place females into
passive roles (Hofstede, 1991). A survey in Western reported that voice behavior between males and females was
not significantly different (Cabrera, Collins, & Salgado, 2006). Future studies could include gender and national
culture in examining the generalizability across different cultural settings, and perceived insider status could be
further explored by establishing a rich array of alternative pathways leading to other behavioral outcomes in an

organizational setting.
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