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Abstract

This study aimed to model the causal relationships of paternalistic leadership and proactive personality
with organizational voice by examining the mediating roles of relationship quality and psychological
empowerment among elementary school teachers in Urmia. This applied study employed a descriptive-
correlational design based on structural equation modeling. The statistical population consisted of 2,800
elementary school teachers in Urmia during the 2025—-2026 academic year, from whom 338 participants
were selected using proportionate stratified random sampling. Data were collected using Cheng et al.’s
Paternalistic Leadership Questionnaire, Buck’'s Proactive Personality Scale, Zehir and Erdogan’s
Organizational Voice Scale, Moradian et al.’s Relationship Quality Questionnaire, and Kanjanakan et al.’s
Psychological Empowerment Scale. Data were analyzed using Pearson correlation, confirmatory factor
analysis, and structural equation modeling with SPSS 28 and SmartPLS 3. Structural model analysis
indicated that paternalistic leadership had no significant direct effect on organizational voice (8=0.067,
p=0.286), although it positively predicted relationship quality (3=0.281, p<0.001) and psychological
empowerment (8=0.232, p<0.001). Proactive personality had significant positive effects on organizational
voice (B=0.144, p=0.037), relationship quality (=0.334, p<0.001), and psychological empowerment
(B=0.457, p<0.001). Relationship quality strongly and positively predicted organizational voice (3=0.541,
p<0.001), whereas psychological empowerment had a significant negative effect on organizational voice
(B=-0.162, p=0.042). Relationship quality significantly mediated the effects of both paternalistic leadership
(B=0.152, p<0.001) and proactive personality (3=0.181, p<0.001) on organizational voice. Psychological
empowerment did not significantly mediate the relationship between paternalistic leadership and
organizational voice, but demonstrated a significant negative mediating effect between proactive
personality and organizational voice (3=-0.074, p=0.046). Relationship quality appears to be the principal
mechanism through which paternalistic leadership and proactive personality contribute to organizational
voice. Accordingly, fostering trust, interpersonal support, and constructive leader—teacher relationships
may be more effective in encouraging teachers’ voice behavior than merely strengthening their perceptions
of psychological empowerment.

Keywords: Paternalistic leadership; Proactive personality; Organizational voice; Relationship quality;
Psychological empowerment.
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Extended Abstract

Introduction

Contemporary organizations operate in environments characterized by rapid change, complexity,
uncertainty, and growing demands for adaptation. Under such conditions, organizational
effectiveness depends not only on formal structures and managerial decisions but also on
employees’ willingness to communicate ideas, concerns, suggestions, and information that may
contribute to organizational improvement. Employee or organizational voice refers to discretionary
communication intended to challenge existing conditions constructively and improve organizational
functioning. Voice is particularly important because employees often possess first-hand information
about operational problems, emerging risks, and opportunities for improvement that may not be
visible to senior decision makers. Conversely, organizational silence may prevent valuable
information from reaching managers and may undermine learning, problem solving, and
performance (Zehir & Erdogan, 2011). Evidence also suggests that organizational identification and
favorable organizational conditions can strengthen employees’ willingness to engage in voice

behavior (Xie, 2024).
Leadership represents one of the principal contextual determinants of employee behavior because
leaders influence interpersonal relationships, perceived support, trust, psychological conditions, and
employees’ willingness to participate beyond formal role requirements (Allami, 2022; Knight, 2024).
Among leadership approaches, paternalistic leadership has attracted considerable attention,
particularly in organizational contexts in which hierarchical relationships coexist with expectations of
care, loyalty, and personal support. Paternalistic leadership comprises benevolent, moral, and
authoritarian dimensions, thereby combining individualized concern and ethical conduct with
managerial authority and control (Cheng et al., 2000). Previous research has associated paternalistic
leadership with employee well-being, trust, commitment, innovation, and other favorable outcomes
(Cetin et al., 2017; Duangekanong et al., 2017; Lu et al., 2022). It may also contribute to positive
workplace relationships because benevolent and moral leadership behaviors can foster
interpersonal trust and supportive exchanges (Lee, 2025; Raj & Saraswathy, 2024; Tang et al., 2021).
In educational contexts, paternalistic leadership has also been associated with teachers’
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psychological empowerment and creative organizational behavior (Chalak Boneh Kahl & Azizi, 2025).
However, its authoritarian component may simultaneously discourage employees from openly
challenging existing practices, suggesting that its relationship with organizational voice may depend
on intervening relational and psychological mechanisms (Karimi & Shojaei, 2015; Rastegar & Fotovat,
2020).

Relationship quality is one such mechanism. High-quality workplace relationships characterized by
trust, mutual respect, cooperation, support, and effective communication may reduce the
interpersonal risks associated with speaking up. Research on leader-member exchange and
employee relationships indicates that favorable relational experiences are closely connected with
employees’ willingness to express constructive ideas and concerns (Daneshvar et al., 2022; Moradian
et al., 2022). Thus, paternalistic leadership may influence voice indirectly by shaping the relational
context in which employees decide whether expressing an opinion is safe and worthwhile.
Individual dispositions are also important. Proactive personality reflects a relatively stable tendency
to identify opportunities, initiate change, and actively influence one’s environment rather than merely
adapt to existing circumstances (Buck, 2011). Proactive employees are therefore theoretically more
likely to engage in voice because speaking up is itself a change-oriented behavior. Previous
evidence has supported the association between proactive personality and employee voice and has
shown that organizational support and job-related conditions may affect this relationship (Oztiirk,
2014; Yazdanshenas & Habibizad, 2017).

Psychological empowerment constitutes another potential mechanism linking leadership and
personality to voice. It reflects employees’ perceptions of meaning, competence, self-determination,
and impact. Empowered employees may feel more capable of influencing workplace outcomes and
participating actively in organizational improvement. Psychological empowerment has been
associated with workforce agility and other positive organizational consequences (Amanda et al.,
2024; Mahdieh & Mohammadi, 2020). Leadership may also strengthen employees’ empowerment by
providing support, autonomy, and meaningful involvement (Kashani & Erfani, 2022; Sepahvand &
Hasanvand, 2018; Wang, 2025). Nevertheless, psychological empowerment does not operate
independently of structural conditions. A discrepancy may exist between employees’ subjective
sense of empowerment and the actual organizational opportunities available for influence, and
insufficient structural empowerment may attenuate favorable outcomes (Dennerlein, 2023;
Kanjanakan et al.,, 2023). Accordingly, examining relationship quality and psychological
empowerment simultaneously may provide a more comprehensive understanding of how
paternalistic leadership and proactive personality contribute to organizational voice. Therefore, the
present study aimed to model the causal relationships of paternalistic leadership and proactive
personality with organizational voice through the mediating roles of relationship quality and
psychological empowerment among elementary school teachers in Urmia.

Methods and Materials

This study was applied in purpose and employed a descriptive-correlational design based on
structural equation modeling. The statistical population consisted of all elementary school teachers
in Urmia during the 2025-2026 academic year, totaling approximately 2,800 individuals. Based on
Morgan’s sample-size table, 338 teachers were selected through proportionate stratified random
sampling. Gender was considered as the stratification criterion because the population included both
male and female teachers.

Data were collected using five standardized instruments. Paternalistic leadership was assessed
using the 16-item Paternalistic Leadership Questionnaire. Proactive personality was measured using
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a 10-item scale. Organizational voice was evaluated through a 15-item organizational voice
guestionnaire. Relationship quality was measured using a 19-item instrument, and psychological
empowerment was assessed through a 12-item scale. All instruments used five-point Likert-type
response formats. Content validity was reviewed by academic experts, and confirmatory factor
analysis was applied to examine the measurement structure. Internal consistency was also
evaluated using Cronbach’s alpha and composite reliability.

Data analysis was conducted using SPSS version 28 and SmartPLS version 3. Pearson correlation
analysis was initially employed to examine associations among the study variables. The
measurement model was subsequently assessed through confirmatory factor analysis, including
factor loadings, Cronbach’s alpha, composite reliability, average variance extracted, and
discriminant validity. Structural equation modeling and bootstrapping procedures were then used to
examine direct and indirect relationships among paternalistic leadership, proactive personality,
relationship quality, psychological empowerment, and organizational voice. Statistical significance
was evaluated using path coefficients, t statistics, and p values.

Findings

The measurement results indicated acceptable internal consistency for the study constructs, with
Cronbach’s alpha and composite reliability values exceeding the commonly applied threshold of
0.70. Factor loadings for retained indicators ranged from 0.412 to 0.818 and were statistically
significant at p<0.001. Four paternalistic leadership items with insufficient loadings were removed
from the final measurement model. The study reported an SRMR value of 0.118 and an NFI value
of 0.558 for the overall model.

Structural model analysis showed that paternalistic leadership did not have a statistically significant
direct effect on organizational voice (3=0.067, t=1.068, p=0.286). However, paternalistic leadership
significantly and positively predicted relationship quality (8=0.281, t=5.322, p<0.001) and
psychological empowerment ($=0.232, t=4.138, p<0.001).

Proactive personality significantly predicted all three corresponding endogenous constructs. It had a
positive direct effect on organizational voice (=0.144, t=2.090, p=0.037), a positive effect on
relationship quality (=0.334, t=5.092, p<0.001), and a comparatively strong positive effect on
psychological empowerment (3=0.457, t=8.231, p<0.001).

Among the mediating variables, relationship quality had the strongest direct association with
organizational voice and exerted a significant positive effect (3=0.541, t=7.726, p<0.001). In contrast,
psychological empowerment had a statistically significant but negative direct effect on organizational
voice (=-0.162, t=2.033, p=0.042).

The indirect-effect analysis further demonstrated that relationship quality significantly mediated the
relationship between paternalistic leadership and organizational voice (f=0.152, t=4.279, p<0.001).
Relationship quality also significantly mediated the association between proactive personality and
organizational voice (3=0.181, t=4.566, p<0.001). Psychological empowerment did not significantly
mediate the relationship between paternalistic leadership and organizational voice (B=-0.038,
t=1.673, p=0.094). However, psychological empowerment significantly mediated the relationship
between proactive personality and organizational voice, although the indirect effect was negative
and relatively weak ($=-0.074, t=1.997, p=0.046).

Discussion and Conclusion

The findings demonstrate that organizational voice among elementary school teachers is shaped by
a combination of leadership, individual disposition, and relational and psychological mechanisms.
One of the most important findings was that paternalistic leadership did not directly predict
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organizational voice. This suggests that supportive, ethical, and authority-oriented leadership
behaviors alone may not be sufficient to encourage teachers to express concerns or challenge
established practices. In a structured educational environment, teachers may appreciate managerial
support while still remaining cautious about openly communicating critical views.

Nevertheless, paternalistic leadership significantly improved both relationship quality and
psychological empowerment. This pattern indicates that paternalistic leadership may operate
primarily by changing employees’ relational and psychological experiences rather than immediately
producing voice behavior. In particular, its positive relationship with relationship quality suggests that
benevolent and supportive managerial conduct can build trust, cooperation, and stronger
interpersonal exchanges.

Proactive personality showed a different pattern. It directly increased organizational voice and also
enhanced relationship quality and psychological empowerment. Teachers with stronger proactive
tendencies may be more inclined to identify problems, initiate interactions, propose improvements,
and perceive themselves as capable of influencing their environment. Proactive personality therefore
appears to constitute an important personal resource for both direct participation and the
development of conditions that facilitate voice.

Relationship quality emerged as the most influential direct predictor of organizational voice and as a
significant mediator of both paternalistic leadership and proactive personality. This finding highlights
the central role of interpersonal trust and supportive workplace interactions. Teachers may be more
willing to communicate concerns and constructive suggestions when they believe that their
relationships with managers and colleagues are sufficiently secure to tolerate disagreement. The
findings therefore suggest that relational safety may be more immediately relevant to voice behavior
than leadership style alone.

An unexpected finding was the negative association between psychological empowerment and
organizational voice. One possible interpretation is that feeling competent, autonomous, and capable
of influence does not necessarily mean that the organizational structure provides real opportunities
to exercise that influence. When employees experience a discrepancy between their perceived
capabilities and the actual latitude available for participation, greater psychological empowerment
may not translate into greater voice. The negative indirect effect involving proactive personality and
psychological empowerment may similarly indicate tension between individuals’ readiness to act and
the constraints imposed by the organizational context.

Overall, the study concludes that relationship quality represents the principal mechanism through
which paternalistic leadership and proactive personality are translated into organizational voice
among elementary school teachers. Strengthening trust, mutual respect, interpersonal support, and
constructive communication may therefore be more effective for encouraging teachers to speak up
than relying solely on supportive leadership or attempting to enhance employees’ subjective sense
of empowerment. Organizational voice in schools appears to depend not simply on whether teachers
feel capable of contributing, but also on whether the relational environment allows them to believe
that their contributions will be heard, respected, and safely expressed.
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