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Abstract

:

As an important indicator to measure the adaptability and development potential of individuals in an organization, political skill is rarely considered as an antecedent variable in the field of safety voice. This study is based on impression management theory and social cognitive theory. From the perspective of employee self-service-oriented safety voice motivation, we took political skill as a predictor of safety voice behavior and introduced voice efficacy as an intermediary variable to construct a theoretical model of the relationship between political skill, voice efficacy, and safety voice behavior. We used the method of questionnaire to collect data from employees in high-risk industries. SPSS and AMOS software were used as analysis tools to examine the relationship between political skill, voice efficacy, and safety voice behavior. The study results show that: (1) political skill has a significant positive impact on safety voice behavior; and (2) voice efficacy plays a mediating role in the relationship between political skill and safety voice behavior. In this study, a new predictor of safety voice behavior and its mediation mechanism were obtained. Political skill can not only reflect the psychological cognitive ability of individuals in dangerous work environments, but it is also an important manifestation of the social exchanges between employees and organizations. In the special organizational context where China generally values “guanxi”, political skill has a stronger ability to predict and explain safety voice behavior. This research can help organizations obtain safety-related suggestions from employees in a timely manner and realize the sustainable development of safety management.
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1. Introduction


With the increasing number of accidents caused by unsafe behaviors, organizations are becoming more aware of the impact of human factors. A large number of human-oriented safety management studies have begun to emerge. Among them, employee safety voice behavior has caused more and more attention [1,2,3,4,5]. If individuals conceal safety-related issues of the organization and do not report hidden dangers they find, it may increase the difficulty of risk prediction and prevention, which will make the risk impossible to control and lead to safety accidents [6,7]. Safety voice means expressing personal opinions and inner concerns on workplace safety issues [8]. The positive effect of safety voice on the organization’s safety management work has been verified in corporate practice. Previous studies have also shown that safety voice can help improve the organization’s production safety status [4,8,9,10]. Safety voice is a breakthrough for organizations to realize the sustainable development of safety management [3,11]. However, due to the nature of safety voice behavior, the actual dilemma of employees implementing safety voice behavior urgently requires continued research.



Safety voice is the act of expressing opinions on safety issues in the workplace, and safety voice is generally directed at leaders [5,12,13]. As an extra-role behavior, safety voice may involve risk control and hidden danger prevention, along with high interpersonal risks [14]. Safety voice is a behavior outside the scope of responsibility requirements, which means that safety voice behavior requires employees to disperse their corresponding work resources and energy, and they also need to face unknown safety voice results. Therefore, the intention of employees to provide safety voice to their superiors or colleagues is often low [15]. Speaking out about safety in the workplace is a behavior with high interpersonal risk, and the range of psychological activities, such as mental modeling and risk assessment, that individuals undertake prior to committing a constructive act, can be more sensitive to these potential social rules [11,14]. Political skill, as an important criterion for measuring the level of interpersonal relations, reflects the ability of employees to manage relationships with colleagues and leaders [16]. Individuals with higher levels of political skill will have greater confidence in controlling interpersonal risks. They know how to speak out about safety issues without arousing resentment from others. Research showed that political skill motivate employees to voice their opinions [17]. Most of the previous literature on safety voice has focused on individual-level psychological perceptions and organizational-level situational factors, and most of it is based on Western contexts [4,15]. Yet, individuals’ cognitive habits and psychological perceptions in organizations are often also influenced by specific geographical and cultural differences [18]. The specific social context in China determines the importance of political factors in organizations. Still, little research has focused on how political skill influences employee safety behavior in Chinese organizational contexts.



A high level of political skill means strong social influence ability, a good social network, and a wide range of information acquisition channels [19]. Therefore, employees with strong political skill usually have richer psychological capital to strengthen their belief in completing voice behaviors and receiving good feedback, that is, a higher level of self-efficacy [20]. In the context of the specific research on safety voice, we can call it the voice efficacy. The organizational behavior of employees is often closely related to the political atmosphere of the organization. Interpersonal relationships in Chinese organizations often affect the promotion and development of employees in the organization to a certain extent. Therefore, employees usually tend to manage the relationship with their leaders and colleagues as their capital in the organization [21]. They will judge whether their suggestions have disrupted interpersonal harmony or challenged leadership authority and, finally, decide whether to implement voice.



Self-efficacy is an individual’s judgment of his or her ability to accomplish a task [22]. Past research has confirmed that self-efficacy motivates employees to speak out about their work and can mediate the relationship between leadership behavior and employee voice [23,24]. As a special type of efficacy, voice efficacy refers to individuals’ deep cognitive beliefs about their perceptions of competence in the role of a proponent and good expectations of the effectiveness of the proponent [25]. However, scholars have mainly focused on the mechanisms of self-efficacy on employee behavior, and few studies have addressed the role of voice efficacy on voice. Although a few studies have verified the positive effect of voice efficacy on employee voice, they have not addressed the safety domain, i.e., safety voice [26,27,28]. We proposed that political skill has a positive relationship with voice efficacy. Employees with high political skill have the ability to build rapport with others in the organization [16,29], and they perceive that, even if safety voice is challenging, it will not be resented by others. In addition, employees with high voice efficacy believe that they are capable of participating in safety voice and are recognized by their leaders, thus actively participating in safety voice behavior. Therefore, this study introduced voice efficacy as a mediator between political skill and safety voice and explored the role of voice efficacy on safety voice to complement antecedent research on safety voice.



“Guanxi” refers to interpersonal relationships based on specific criteria, formed when both parties within an interaction provide resources to support each other [30]. “Gianxi” has a significant role in Chinese society and organizations [31,32]. Considering that Chinese society generally values the “guanxi” characteristic, this study is based on impression management theory and social cognitive theory. We introduce political skill, a new variable closely related to “guanxi”, and we interpreted the influencing factors and mechanisms of safety voice from the perspective of social interaction. In addition, we used voice efficacy as an intermediary variable to construct the model framework of this study. This study attempts to explore the relationship between political skill, voice efficacy, and safety voice. At the same time, it can provide a new idea and practical basis for organizations to motivate employees to make safety voice.



Overall, this study will contribute to the existing literature in four ways: first, by empirically examining the relationship between political skill and safety voice, it responds to the academic call to explore the antecedent variables of safety voice from the perspective of employees’ individual competencies; second, by examining the mediating role of voice efficacy, it reveals how political skill motivate safety voice, thus opening the black box of the positive effects of political skill; then, the model of the role of political skill constructed based on impression management theory deepens the understanding of the positive consequences of political skill in the workplace, thus deepening the academic understanding of the issues in this area; finally, the drivers of employee safety voice in high-risk industries are explored to provide input for improving safety in high-risk industries.




2. The Literature Review and Research Hypothesis


2.1. Safety Voice


The concept of safety voice originated from the research of employee voice, aiming to boldly express opinions or concerns related to workplace safety issues [12,33]. Voice and safety voice all include extra-role behaviors to solve and perfect organizational deficiencies [14,34]. Early research on safety voice is closely related to concepts such as safety participation [35], safety citizenship behavior [36,37], proactive behavior [38,39], and pro-social safety behavior [38,39]. With the deepening of research, scholars gradually discovered the features of safety voice from other organizational behaviors and separated them from the above similar concepts. First, the research background of safety voice mainly considers organizations in dangerous work environments. Safety-related behavior has become the main manifestation of the connotation of safety voice, which can be considered as a special type of employee voice. Second, safety voice highlights the willingness of employees to take the initiative. Individuals, for the purpose of their own career or organizational safety and sustainable development, put forward their own constructive opinions on safety issues that have not been considered in the organization [7], which exceeds the scope of the organization’s existing safety regulations and programs. Third, the current research on safety voice focuses more on combining research results in areas such as safety culture, safety atmosphere, and psychological safety [40]. It emphasizes the unique safety voice factors, such as safety environment, autonomous motivation, and interpersonal risk [33]. Its particularity is also manifested in the level of the content of the voice, the logic of occurrence, the way of voicing, the recipient, the mechanism of the antecedent variables, and the effect variables. Current scholars have inconsistent views on the concept of safety voice. For example, Bienefeld and Grote [41] argued that safety voice is the act of speaking out boldly to prevent bodily harm in dangerous situations. Curcuruto and Griffin [42] noted that safety voice is a form of proactive safety behavior that goes beyond safety regulations. However, from the perspective of organizational behavior, most scholars still agree that safety voice is firstly driven by the initiative and constructive purpose of the individual. The employees then verbally convey suggestions on safety-related issues to colleagues or superiors to change the status quo, including obvious extra-role behaviors [8,38,43].



Scholars have systematically and integrally studied safety voice from the levels of individual and situational factors, driving mechanisms, investigation methods, and the essence of conceptual connotation. However, the integrated research on safety voice is still developing slowly at this stage [44]. The research on the antecedent variables and mechanisms of safety voice needs to be explored and expanded. Therefore, based on the context of Chinese localized organizations, we introduced the concept of political skill, which seems to have a distant relationship with safety voice as the antecedent variable, and we examined the mediating role of voice efficacy. In addition, this research starts from the employees’ characteristics and psychological cognition and takes interpersonal social interaction as an entry point to deeply explore the driving mechanism of safety voice.




2.2. Political Skill


In the field of organizational behavior research, it is critical to consider individual political factors. The importance of political factors to organizations has been recognized by many scholars, and the political strategies adopted by employees in organizations have long been valued by researchers [45]. Political skill level can not only determine whether an individual can quickly adapt to the organizational environment, but it is also an essential factor affecting individual career development. Unlike other social effectiveness indicators (such as profit per capita, labor productivity, and operating income), political skill is often used in work scenarios [46]. As a special kind of personal ability, political skill level can be used as an indicator to measure the individual’s interpersonal communication ability, and, to a certain extent, reflects the individual’s interpersonal influence in the organization. By playing the active role of political skill, individuals can achieve professional development and personal success [47]. Perrewé et al. [48] examined that individua ls with strong political skill are good at adjusting the relationship between role overload and work stress, and they effectively reduce its negative effects. Political skill can also better influence others to achieve personal goals, giving employees certain advantages in job promotion and career success [49]. Ashforth et al. [50] pointed out that leaders’ political skill can positively affect team performance. Wei et al. [21] also found that political skill contributes to the development of employees and the effective use of organizational resources by individuals. Xue et al. [17] focused on the individual level, using political skill as a predictor, explored its positive effects on employee voice behavior, and verified the mediating role of impression management motivation in the model.



Safety voice is closely related to organizational citizenship behavior and proactive behavior. Political skill has been introduced by many scholars into the study of employee spontaneous organizational citizenship behavior and employee initiative behavior, and it has been empirically proven in theory and practice. However, the effects of political skill on safety voice behavior in the context of safety-critical organizations are still lacking. Therefore, whether political skill affects and how it affects employee safety voice still need relevant research evidence.




2.3. Voice Efficacy


The construct of voice efficacy is derived from the study of self-efficacy, which is the individual’s confidence in being competent for the role of voicer and gaining the ideal effect of voice [51]. Self-efficacy is an assessment of a person’s confidence and belief in their capacity to accomplish their goals [52], while the voice efficacy is a special form of self-efficacy in a specific organizational context. Detert and Burris [53] found that higher performance improves employees’ sense of self-efficacy, so high-performing employees are more inclined to express their opinions than low-performing employees. Self-efficacy has a positive effect on people’s psychological cognition and behavioral decision-making. Tierney and Farmer [54] pointed out that work self-efficacy can affect the creative performance of employees by affecting creative self-efficacy. Therefore, we have reason to believe that self-efficacy can influence voice behavior through the mediating effect of voice efficacy. The role of self-efficacy can not only be reflected in general situations, but also in specific tasks or situations. Gist [22] argued that, since self-efficacy in a special context is more closely related to people’s cognition and behavior, the efficacy of a specific field has a stronger predictive power for corresponding behavior. Previous studies have shown that employees’ voice efficacy can predict their voice behavior [55]. The strength of confidence in obtaining the desired effect of voice directly affects employees’ voice intentions. Therefore, voice efficacy may contribute to safety voice.



As self-efficacy for specific individual behavior, the predictive effect of voice efficacy on employee voice behavior has been verified and supported by previous studies. However, it remains to be explored whether or not voice efficacy can have the same effect on safety voice behavior in specific situations. The decision-making process of the individual before the output behavior determines whether the individual will take actual actions. As a source of belief for employees to insist on voice behavior and gain positive results, voice efficacy is a key link in making voice behavior. Therefore, analyzing and investigating the relationship between voice efficacy and employee safety voice behavior is helpful in enriching the research framework of safety voice.




2.4. Research Hypothesis


2.4.1. Employees’ Political Skill and Safety Voice Behavior


Similar to the research on employee voice, most of the existing voice-related literature tends to adopt social exchange theory. These studies believe that, to better serve the organization and colleagues, employees conduct social exchanges with the organization in the form of voice on the premise of mutual benefit, that is, altruistic factors are the main motivation for the voice behavior. However, Ng and Feldman [56] argued that previous studies had neglected the possibility that employees can adjust their own resources for self-service motives by using voice behavior. Van Dyne et al. [43] also emphasized that the motivational tendency of voice behavior includes both being other-oriented and self-oriented. The research results of Detert and Edmondson [57] on employees’ implicit beliefs in voice also showed that voice behavior is influenced by organizational political factors because employees will evaluate the feasibility of voice behavior to obtain more resources for career development. Based on this perspective, this research focused on self-service motivated safety voice behavior by discussing its relationship with political skill.



Employees usually use safety voice with their leaders through informal channels based on language communication. This process is often accompanied by challenges to the status quo and the risk of interpersonal conflict. Under the Chinese cultural background, most organizations have the characteristics of high power distance and political atmosphere. To win limited resources, political strategies are widely used in Chinese organizations [58]. If employees want to leave a good impression on their leaders and colleagues, they first need to have a sincere attitude to understand others during their interactions with members of the organization to establish a good interpersonal network. Then, they use this to influence one’s image in the hearts of others to achieve the set goals. Employees with high political skill can influence others through interpersonal strategies, such as persuasion, probation, and control, to avoid or reduce the negative impact that voice may have on themselves [16].



Goffman [59] noted that impression management is an attempt to influence others’ impressions of themselves. With the deepening of research, impression management theory has been introduced into the field of organizational behavior by more and more scholars. It has become a critical theory to explain individual motivation and behavior. Tetlock and Manstead [60] divided impression management into acquired impression management and protective impression management from the perspective of the function and role expected by the individual. Fuller et al. [61] argued that voice can be regarded as a strategy to enhance one’s impression in the organization. The facilitative voice proposed by Liang et al. [62] also fits with the impression management theory at the level of the individual’s psychological motivation and behavioral tendency. According to impression management theory, employees in the workplace are eager to establish their desired image in the organization. This is because companies need and value employees who do a good job and will offer them rewards or promotions. To improve their careers and workplace safety, employees adopt acquired impression management strategies and put forward safety recommendations to the organization to gain support and appreciation from leaders and colleagues. When faced with risky events, individuals will also adopt protective impression management strategies to reduce the negative impact of risk events on themselves and prevent others from having negative impressions. Employees in the organization keep silent on safety issues because they often avoid interpersonal conflicts to maintain a positive image in the minds of leaders. In the same way, the reason why employees remain silent on safety issues in the organization is to avoid interpersonal conflicts to maintain their positive image in the hearts of leaders. Therefore, for individuals with high motivation for impression management, they pay more attention to the external evaluation of their image and behavior. In addition, they pay more attention to the inner evaluation formed by self-judgment. This pursuit of external evaluation and internal cognition usually drives them to make behaviors conducive to establishing a positive image. Driven by the motivation of impression management, individuals will deliberately or unintentionally develop and improve the ability to obtain a good evaluation from the outside world and build a good impression in others, that is, the formation and improvement of political skill. As the behavior that may promote the organization’s development and bring better performance evaluation to the individual, voice behavior is an important manifestation of the use of political skill to regulate resources [47,63,64,65]. Therefore, employees with impression management motives tend to be more likely to possess the corresponding political skill, and further form a higher initiative to make voice. In addition, voice behavior can be used to reflect work ability and attitude. Individuals with high motivation for impression management expect to leave a better impression on the organization, so they are more inclined to raise workplace safety issues. In the context of an organization, employees tend to achieve their own impression management goals by actively providing advice and suggestions to the organization. For employees with a higher level of political skill, using safety voice as a specific form of implementing an impression management strategy can achieve better results. Therefore, they are more inclined to adopt appropriate methods to put forward suggestions on safety issues to gain the recognition and attention of the organization. Specifically, when facing safety issues in the workplace, employees with higher levels of political skill can choose more appropriate methods and opportunities to present their views on safety issues to their leaders and colleagues. They tend to have more precise control over when, where, and how to make a suggestion. Therefore, their safety voice behavior is more conducive to establishing an image of caring about the organization’s production activities, and it is more conducive to making the organization feel that they are integrated into the collective and the enthusiasm of serving the collective so as to obtain good feedback from the object of the voice. At the same time, employees with high political skill will strengthen the positive impact of safety voice on themselves by showing sincerity in the process of safety voice, and better hide their motivation to please the organization and avoid its negative impact [47,66]. In summary, employees with strong political skill can play the role of impression management of safe voice behavior. In the daily work process, they are more inclined to actively provide safety voice to leave a good impression on others.



Therefore, this research proposes that employees with higher levels of political skill have more safety voice behavior and are more inclined to propose organizational safety issues. Based on this, we hypothesize:



H1 

:Political skill has a significant positive impact on employee safety voice behavior.






2.4.2. The Mediating Role of Voice Efficacy


A high level of political skill means that individuals can have considerable network resources, and, at the same time, build a good image in front of other members of the organization, which makes the suggestions of voicers widely valued by members of the organization [67]. Additionally, the proper use of political skill can regulate the relationship between employees, colleagues, and bosses, and reduce the risk of interpersonal conflict and negative consequences that may be brought about by the voice behavior. Then employees’ belief in voice has been improved [55]. According to previous studies, employee safety voice behavior is often based on informal channels such as verbal communication [10]. Individuals with a higher level of political skill can choose a good object, timing, occasion, technique, and form of voice based on specific circumstances. This ability will positively affect the individual’s voice efficacy and enhance employees’ belief incompetent voice behavior.



H2: 

Political skill has a significant positive impact on voice efficacy.





According to social cognition theory, the environment, people, and behavior constitute a dynamic mutual determination relationship, which plays a key role in shaping individual behavior [68]. It emphasizes the importance of self-efficacy as an individual cognitive factor [52]. With the development of research, the social cognitive theory has been widely used to understand and predict the behavior and characteristics of individuals and groups. The theory proposes that self-efficacy can more directly affect individual behavior than other cognitive factors [69]. Compared with the general sense of self-efficacy, the distance between the sense of efficacy in a specific field and the behavior in that field is closer, and the relationship between the two is often closer [22]. Therefore, we conclude that voice efficacy is a closer construct to voice behavior, which can well reflect the degree of self-confidence and motivation of individuals who tend to speak on safety issues.



From the perspective of voice efficacy on safety voice behavior, improving voice belief and the stability of motivation are particularly critical. Tangirala and Ramanujam [70] focused on the internal motivation of the individual. They argued that a person’s attitude could predict his voice behavior, and the voice behavior is an employee’s positive behavior towards work. Kish-Gephart et al. [51] pointed out that the formation of voice efficacy is mainly derived from the individual’s own experience of voice behavior. As one of the core constructs of social cognitive theory, general self-efficacy is a domain- and situation-independent measure of people’s confidence in what they can achieve, and it is an important predictor of behavior [27]. When voice efficacy is high, people feel empowered to speak up about safety and expect better outcomes; conversely, when voice efficacy is low, people feel powerless, easily indifferent, and remain silent even when safety issues are identified. Individuals with strong self-efficacy tend to gain confidence from their successful experiences in other fields to improve their level of voice efficacy. Before making safety voice, individuals will evaluate and analyze issues, such as whether to provide safety voice and the difficulty of controlling the voice process based on their conditions and experience. Individuals with a high sense of self-efficacy often make lower evaluations of the difficulty and risk of the voice behavior. They have higher expectations for the possibility of the voice to be adopted and the effect of the voice, so they tend to make voice, regarding the psychological perception and assessment of the risk of voice. Curcuruto et al. [71] divided safety voice into two stages: psychological simulation and the implementation of advice behavior. They also pointed out that individuals often conduct psychological rehearsal of the implementation process and interpersonal risks before issuing safety recommendations to their superiors to evaluate the feasibility of the voice behavior. In terms of the expectation of the effect of voice, Van Dyne and LePine [72] found that voice behavior affects the leadership’s evaluation of employee performance. Whiting et al. [73] also examined that the evaluation of employees by leaders will be affected by employees’ voice behaviors. It is not difficult to find that reasonable safety voice behavior can make employees leave a positive impression on leaders, which is closely related to their career success, and which is also a driving force for employees to implement voice behavior. Additionally, a higher level of voice efficacy also determines that individuals can invest more time and energy in the process of voice behavior and have higher psychological resilience. This allows individuals with high voice efficacy to persist in their voice behaviors. They will also have stronger confidence that their suggestions can ultimately achieve the desired effect of voice. Based on the above analysis, this research proposes the following hypotheses:



H3: 

Voice efficacy has a significant positive impact on employee safety voice behavior.





H4: 

Voice efficacy plays a mediating role in the relationship between political skill and safety voice behavior.





In summary, we hypothesize that political skill can predict employee safety voice behavior through the mediating role of voice efficacy. Thus, we construct the research hypothesis model for this study (shown in Figure 1).






3. Method


3.1. Research Objects and Procedures


High-risk industries often cause accidents due to failure to address safety issues in a timely manner, and these accidents can result in significant casualties [4,74,75]. Safety voice from high-risk industries is extraordinarily important, so we selected workers in high-risk industries as survey respondents. This study selected employees in high-risk industries, such as construction and mining in China, as the research sample. Considering that safety voice belongs to the category of extra-role behaviors, the selection of samples did not involve employees involved in on-site safety management, such as safety officers and safety managers. When designing the research program, the following measures were mainly taken to avoid serious homology variance problems. To prevent the respondents from not filling in the answers according to their true inner thoughts, the respondents were told that the questionnaire was an anonymous survey before answering the questionnaire. Moreover, to avoid deviations in the subject’s understanding of the items, and in compiling the questionnaire, the expression of the question was improved to make it as easy to understand as possible.



The questionnaire was divided into two parts. The first part was the investigation of basic information, including gender, age, education level, working years, and position. The second part involved the variables studied in this paper, namely, political skill, voice efficacy, and safety voice. All the scales measuring the three variables are mature scales. The questionnaires in this study were generated through the Questionnaire Star platform, and the researcher sent questionnaires via WeChat to human resource leaders involved in high-risk industries, such as construction and hazardous chemicals. These leaders sent questionnaires to work WeChat groups, which were filled out by workers. The intention of the study was explained to the subjects, and their verbal consent was obtained before filling it out.



We set options in the questionnaire to ask whether the respondents were safety managers and workers in high-risk industries, and we removed the questionnaires completed by safety managers and workers in high-risk industries from the questionnaires received. In addition, we identified those questionnaires that were completed in a short time and those with concentrated answers as invalid. We received a total of 361 questionnaires, and we obtained 245 valid questionnaires after screening.



We used SPSS to conduct descriptive analysis, reliability analysis, correlation analysis, and hierarchical regression analysis on the questionnaire, and we used confirmatory factor analysis using AMOS.




3.2. Measuring Tools


The variables to be measured in this study are: political skill, voice efficacy, and safety voice behavior. To ensure the reliability and validity of various variable measurement tools, the measurement tools used in this study are all widely recognized mature scales. All scales in the questionnaire use a 5-point scoring method, with one indicating “completely non-conformance” and five indicating “completely conforming”.



3.2.1. Political Skill


The measurement of political skill used a scale compiled by Ferris et al. [76], containing 18 items. Measurement items were those such as “When communicating with other people, I try to make my words and deeds appear sincere”, “I try to show that others are interested in his/her affairs, and “It is essential to make others think that I am sincere in speaking and doing things”. Ferris et al. [76] developed a measurement tool for political skill based on their previous research combined with research results in related fields. Their research divided political skill into four dimensions: social alertness, interpersonal influence, network ability, and apparent sincerity. The scale has been used extensively in previous studies, and it has shown good reliability and validity in empirical research. Although the scale is derived from Western research, some scholars have found it to be an equally accurate measure in the Chinese cultural context [58]. Therefore, the study chose this scale as a measurement tool for predictors.




3.2.2. Voice Efficacy


We used the scale compiled by Duan and Wei [28] to measure voice efficacy, containing seven items. Measurement items were those such as “I can effectively control the impact of the incident on me when advising to the company when encountering an emergency”, “No matter what occasion, I can express my reasonable suggestions on the affairs of the company”, and “My opinion can attract the attention of leaders”. The scale compilation is based on qualitative research ideas concerning previous relevant research concepts, and it completed the construction of the structure and the compilation of the scale with Chinese culture as the background. Considering the differences in social culture and organizational systems, the scale compiled under local culture is more suitable for research on Chinese organizations. At the same time, after the scale was proposed, scholars introduced it into the research to test its credibility and validity of the scale. In short, considering the good applicability of the scale to the research object and its high degree of recognition, the study decided to use the scale as a measurement tool for intermediate variables.




3.2.3. Safety Voice Behavior


In this study, a 5-item scale developed by Tucker et al. [12] was used to measure safety voice behavior. Measurement items were those such as “I can make suggestions to improve work safety, “When I find colleagues doing unsafe things, I will stop them”, and “I will discuss new ways to improve workplace safety with colleagues or leaders”. Since the scale was proposed, it has been adopted by many scholars, and the results have shown good reliability and validity. However, applying this scale to research in the local context of China is still relatively rare. In the empirical study of the scale, the subjects are grassroots employees, which is consistent with the job level of most survey subjects in this study. This consistency helps the scale to show higher validity in this study. Additionally, the results of the reliability and validity analysis of the survey data show that the scale has a high degree of reliability and shows good validity. Therefore, the study uses this scale to measure variables.




3.2.4. Control Variables


Previous studies found that individual factors such as gender [77] and age [2] can affect the intention of safety voice. Therefore, this study introduces five demographic variables: gender, age, education level, working years, and position as control variables to avoid interference with the result analysis.





3.3. Data Processing


Existing studies have found that demographic variables may impact safety voice [72]. To understand the basic structure of the sample, this study conducted a frequency analysis on the gender, age, education level, working years, and job level of the subjects. To test the consistency of the data prediction level, this study used the Cronbach coefficient to test the reliability of the various scales involved in the study. At the same time, to test how close the predicted level of the data is to the actual class, this study conducted a validity analysis of the variables. Considering that the scales used in the study are all derived from the research of well-known scholars and have shown good validity in the follow-up research, the study mainly carried out a discriminative validity analysis on variables. In addition, this study conducted correlation analysis and regression analysis to better explain the relationship between the various variables.





4. Results


4.1. Sample Descriptive Statistics


This survey recovered 361 questionnaires, and 245 valid questionnaires were obtained after screening, with an effective rate of 67.9%. It can be seen from the statistical analysis that there are more males in the subjects (the proportion of males is 72.2%, and the proportion of females is 27.8%). The subjects’ ages were mainly 25–34 years old and 35–44 years old. Proportions were 44.9% and 26.5%, respectively. The proportions of subjects under 25 and over 45 were 15.5% and 13.1%, respectively. In terms of education level, the proportion of Bachelor’s degree holders is 53.1%, the proportion of college degree and below is 29.8%, and the proportion of Master’s degree and above is 17.1%. In terms of working years, subjects with six to 10 years of service and more than ten years accounted for a larger proportion, 49.4% and 33.5%, respectively, and subjects with one to five of service accounted for 14.7% of the total number. The number of subjects with a working experience of less than one year was relatively small; the proportion was 2.4%. From the perspective of job level, the subjects participating in the questionnaire survey are mainly ordinary employees; the proportion is 55.1%. Grassroots managers and middle and senior managers accounted for 33.9% and 11.0% of the total number, respectively.




4.2. Reliability and Validity Analysis


4.2.1. Reliability Analysis of the Scale


The reliability test results of the scale are shown in Table 1. The results show that the Cronbach coefficient of each subscale is greater than 0.7, indicating that the scales used in this study have good consistency and stability.




4.2.2. Confirmatory Factor Analysis


We performed confirmatory factor analysis using AMOS to test the validity of the model. The study compared single-factor, two-factor, and three-factor models to test the discriminative validity of each variable. The test results are shown in Table 2. The results show that, compared with single-factor and two-factor models, if the measurement model is represented by a three-factor model, all data indicators can meet the standard requirements. The analysis results can show better goodness of fit (   χ 2  / d f   = 1.675, RMR = 0.033, RMSEA = 0.053, CFI = 0.909, and IFI = 0.910). Therefore, the variables in the study have good discrimination validity.





4.3. Analysis of Common Methods Variance


We used the Harman single factor test and common latent factor to test for common bias. Before the Harman single factor test, it was necessary to test whether the research data was suitable for factor analysis. The study used SPSS software to analyze the data and found that the KMO value was 0.938. The Bartlett spherical test value was significant (p < 0.01), making it suitable for factor analysis. Without rotation, through exploratory factor analysis, the number of factors with feature roots greater than one extracted is 4 (more than 1). The factor with the most explanatory power can explain 37.147% (less than 40%) of the total variation. Therefore, there is no common method variance problem in this study. In addition, we used the common latent factor and added the common method variance factor to the three-factor measurement model, and the model fit was fair (   χ 2  / d f   = 1.589, RMR = 0.035, RMSEA = 0.049, CFI = 0.912, IFI = 0.923). The small change in each fit index indicated that the model, with the addition of the common method variables, did not significantly improve the model. Therefore, there is no significant common method bias.




4.4. Correlation Analysis


The study conducted a correlation analysis on each variable, and the results are shown in Table 3. The analysis results showed that political skill had a significant positive correlation with safety voice behaviors (r = 0.56, p < 0.01) and a significant positive correlation with voice efficacy (r = 0.74, p < 0.01). There was a significant positive correlation between voice efficacy and safety voice behavior (r = 0.66, p < 0.01). By analyzing the results, it is not difficult to see that the antecedent variables, intermediate variables, and outcome variables involved in the study show a pairwise correlation. Therefore, the variable relationship of the research hypothesis has been initially verified.




4.5. Hypothesis Testing


We used a hierarchical regression method. We controlled for demographic variables such as gender, age, and education. The study adopted the regression analysis method, using political skill as a predictor variable and safety voice behavior as a predicted variable and introduced it into the regression equation. t-values with “*” indicated p < 0.05, and with “**” indicated p < 0.01, i.e., significant results. Because the regression analysis mainly verified the relationship between political skills, voice efficacy, and safety voice, we did not remove descriptive variables when they were not significant. The analysis results are shown in Table 4, indicating that political skill has a significant predictive effect on safety voice behavior (B = 0.70, t = 10.31, p < 0.01). Therefore, Hypothesis 1 is verified.



To validate the mediating role of voice efficacy in the theoretical model, the data analysis steps of the study were as follows: firstly, the study conducted regression analysis with political skill as the predictor variable and voice efficacy as the variable being predicted. As shown in Table 4, the positive predictive effect of political skill on voice efficacy was significant (B = 0.76, t = 17.08, p < 0.01), and the analysis results satisfy Hypothesis 2. The study then conducted a regression analysis with political skill and voice efficacy as predictor variables and safety voice behavior as the predicted variable. The results are shown in Table 4. The positive predictive effect of voice efficacy on safety voice behavior was significant (B = 0.68, t = 7.60, p < 0.01), and the analysis meets Hypothesis 3.



Finally, the bootstrap method was used to test the mediation effect, and the results are shown in Table 5. Both the upper and lower limits of the 95% confidence interval of bootstrap = 5000 do not contain 0 (the lower limit is 0.34, and the upper limit is 0.70), indicating that voice efficacy plays a positive intermediary role between political skill and safety voice behavior. Therefore, Hypothesis 4 is finally verified.





5. Discussion


What are the factors that affect employee safety voice behavior? Some scholars argued that factors such as age [2], gender [77], perception of organizational safety support [12], safety improvement idea [8], and safety transformational leadership [37] could influence safety voice behavior. In terms of individual factors, previous studies have introduced demographic characteristics and individual psychological perception into the study of safety voice behavior. There are few studies on individual characteristics such as ability and personality in the formation mechanism of safety voice behavior. The lack of studies in this area makes it challenging to integrate the current theoretical results into a systematic influence mechanism. Therefore, it is urgent to explore new variables to understand the mechanism of safety voice behavior fully. After the concept of political skill was proposed, it has received extensive attention from scholars in related fields. Its predictive effect on individual behavior in organizations has been confirmed by many theoretical studies. However, the research on whether political skill can affect employee safety voice behavior and its influence mechanism has not been reported yet. Based on the above analysis, this study connects political skill with safety voice behavior for the first time and examines how political skill affects safety voice behavior.



5.1. Political Skill and Safety Voice


The research first analyzed the motivation of employees’ safety voice behavior to explore the relationship between political skill and safety voice behavior. Voice is usually regarded as one of the vital impression management activities by employees in the organization [78]. Considering the positive effect of impression management behavior on career success [46], employees often adopt impression management strategies in the work environment to meet their career needs. Appropriate use of impression management strategies can establish a good personal image to gain the appreciation of leaders and colleagues and ultimately promote individual career success. In an organizational context, career success is usually pursued by employees, so they tend to actively take impression management strategies to achieve their expectations. This study proposes that the reasonable use of safety voice behavior and the proper presentation of safety issues to leaders and colleagues are effective means of impression management. Employees with political skill will regard safety voice behavior as a means of impression management, and the pursuit of career success will prompt them to produce safety voice behavior intentions.



From the results of hierarchical regression analysis, it can be seen that hypothesis H1 of this paper holds, that is, political skill can significantly promote workers’ safety voice behavior in high-risk industries. The ability of individuals with high political skill to flexibly adjust their own behavior according to the situation is observed in the eliciting of specific responses from others [64,67]. Therefore, when employees master high-level political skill, they will implement some behaviors conducive to the organization to create a good impression of their leaders so as to obtain rewards or promotion opportunities [79]. As safety voice plays a key role in reducing accidents, it may be considered by leaders as a behavior conducive to organizational development. Therefore, employees with strong political skill will use safety voice for the purpose of pleasing leaders. First, employees with higher political skill can often master how to use voice behavior as an effective strategy for impression management so that they can better exert the impression management effect of safety voice behavior. Individual political skill usually contributes to good social alertness [76]. Employees with strong political skill also have more precise control over when, where, and in what ways to use voice [47], which means that they are generally more likely to achieve the goal of safety voice behavior. Second, political skill can help reduce the risk of interpersonal conflict in the process of safety voice. Studies have suggested that voice behavior is accompanied by the risk of interpersonal conflict [62]. When making suggestions, a good foundation in interpersonal relationships may prevent leaders and colleagues from creating resistance and disgust. Individuals with high levels of political skill usually have excellent interpersonal influence and network skills [64]. Therefore, their suggestions are more likely to be valued and approved by leaders and colleagues. Additionally, the ideal effect of employee safety voice will drive them to make suggestions for the organization more actively, thereby forming a positive feedback causal chain that promotes the mutual promotion of employee safety voice and leaders’ high evaluation. In summary, employees with higher political skill can usually play a better impression management strategy when using safety voice.




5.2. The Mediating Role of Voice Efficacy


The empirical results of this study support Hypothesis H2, that is, political skill is positively correlated with voice efficacy. Political skill is necessary for survival in an organization and is closely related to employee rewards and organizational advancement [47]. Zellars et al. [80] found that employees with high political skill can flexibly adapt their behavior to the organization’s specific situation and have a higher sense of self-efficacy. The relationship between political skill and voice efficacy can be explained in two ways. On the one hand, employees with high political skill are at the key nodes of the organizational network and have good interpersonal resources [65]. Such resources are more likely to come from good relationships with supervisors and are important for others in the organization. Voice is risky, challenging, and can easily offend others [81]. Employees with interpersonal resources are confident that they can avoid interpersonal conflict by virtue of their good relationships with others [82,83]. Thus, a high level of political skill is accompanied by high perceptions of voice efficacy. On the other hand, employees with high skill levels are very responsive to the outside world [64]. They have the ability to grasp the timing and way of voice so as to achieve better voice effect. They are more confident that they will obtain good results from their voice, such as a good image in the organization, and this confidence is a reflection of their sense of voice efficacy.



We found that Hypothesis H3 holds and that voice efficacy has a positive predictive effect on safety voice. Safety voice behavior can have negative consequences for employees [10,84]. For example, leaders may perceive that employees are challenging the management status quo by raising safety issues and, therefore, become disgruntled and treat them harshly at work [14]. As a result, even if employees are motivated to voice safety concerns, there is a potential risk that they may eventually give up on the idea. Employees will only implement safety voice if they are confident that it will be effective. Employees with high self-efficacy are confident in their own abilities, actively engage with the organization, and exhibit more proactive behaviors [85]. Several studies have validated the role of self-efficacy in driving employees’ voice behavior [23,24]. Domain-specific self-efficacy has greater predictive power than general self-efficacy [54,86,87]. Voice efficacy is a proximal driver of safety voice. Employees with high levels of voice efficacy have the confidence to adapt their strategies for voice to organizational situations to achieve good voice outcomes [28]. Therefore, people with a high sense of voice efficacy are more likely to exhibit safety voice behavior.



In addition, our research results prove that voice efficacy plays a mediating role between political skill and safety voice. Hypothesis H4 holds. To clarify the mechanism of safety voice behavior, previous studies have introduced many intermediary variables into theoretical research models. It has been found that factors such as emotion-based trust [37] and perception of colleagues’ safety support [12] play an intermediary role in the influence mechanism of safety voice behavior. Previous studies mainly focused on selecting intermediary variables for cognitive factors. This may be because cognition often plays a key role in shaping individual behavior. It can be seen that using cognitive factors as a bridge connecting individual characteristics and behaviors can explain the relationship between variables more clearly. Before conducting safety voice, employees must have confidence in the effect of the behavior. Otherwise, they may give up safety voice and remain silent [55]. Voice efficacy is considered to be a construct closer to voice behavior. However, in the research of safety voice, there are few discussions about voice efficacy as a mediating variable.



The positive mediation effect of voice efficacy can be explained by two aspects. First, a high level of voice efficacy is beneficial to reducing employees’ risk perception of safety voice behavior. Noort et al. [44] verified the relationship between risk perception and safety voice behavior through experiments. Since political skill can serve to reduce the negative impact of a change-oriented voice on relationships [88], it also helps employees to increase their confidence in voice. Therefore, political skill can be regarded as a resource that helps employees better avoid the risk of interpersonal conflicts accompanying safety voice behavior, thereby enhancing their belief in raising workplace safety issues. Before employees make a safety voice behavior, they will make a lower assessment of the risk of the behavior, and they will more closely consider the positive feedback that the voice behavior may gain. In other words, due to the increase in the level of voice efficacy, the individual’s benefit evaluation of the voice behavior will take precedence over the risk perception of the behavior, so they will be more inclined to express their opinions. Second, since the voice of employees with high political skill is more likely to be adopted, individuals who have a successful voice experience will enhance their sense of voice efficacy, thus forming a good circle of positive promotion. In response to the voice made by employees, leaders will show selectivity when adopting it. On the one hand, political skill can not only help employees form a harmonious relationship between superiors and subordinates [89], but it can also improve the quality of the content of voice [81]. Moreover, voice efficacy makes employees more confident when raising safety-related issues [90], which helps leaders trust their professionalism in the safety-related work environment [91]. As a result, the possibility of voice being adopted also increases. On the other hand, voice efficacy is the key to determining whether employees will make safety voice. Those who believe that they can succeed in using voice tend to have higher intentions of safety voice behavior, so they are more willing to put forward their own opinions when facing safety issues in the workplace. In summary, considering the lower risk of interpersonal conflict and the higher possibility of adoption of voice, employees with high levels of political skill will have a more positive assessment of the effect of their suggestions, thereby enhancing the efficacy of individual voice. Therefore, employees are more convinced that they can play the role of the voice maker and ultimately implement safety voice behavior.




5.3. Theoretical Implications


The research results have some theoretical implications. Firstly, the study identified political skill as an important antecedent for employees to use safety voice in the organization actively. Safety voice contributes to the reduction of accident rates and is important for the organization’s development [10]. Employees with high levels of political skill are often willing to actively engage in safety voice for the sake of enhancing their image. Xue et al. [17] found that political skill can facilitate employees’ expression of opinions at work. This study confirms the positive relationship between political skill and safety voice, further corroborating ([17]) findings and enriching the theoretical model of the factors influencing safety voice behavior. While previous studies on individual factors influencing safety voice have mostly focused on demographic variables or variables that are closer to safety voice (e.g., organizational perceptions of safety support [92]), this paper introduces political skill, a variable that appears to be more distantly related to safety voice, to enrich the theoretical model of factors influencing safety voice. Although there is little research that directly explores the relationship between political skill and safety voice behavior, in the context of China’s ‘relational’ society, it can be assumed that people who can build a good image and avoid interpersonal conflict through safety voice behavior are more likely to offer advice to leaders. In addition, current research on safety voice has mainly focused on Western countries [10]. This study reveals the impact of this research on safety voice from the perspective of employees’ political skill in Chinese organizational contexts, adding to the existing research. Finally, scholars currently discuss how political skill contributes to employee behavior based on social exchange theory, resource conservation theory, and so on. This study takes the perspective of impression management motivation and argues that employees with strong political skill tend to have high impression management motivation and are more likely to build a good image of caring for the organization through safety voice, gaining the affection and admiration of their leaders and colleagues, and thus improving their organizational status. This study extends the research path of impression management theory to the context of safety voice behavior.



Secondly, the study identified a mediating role between political skill and safety voice behavior, with political skill facilitating safety voice behavior by increasing voice efficacy. This reveals a ‘black box’ in the relationship between perceived efficacy and safety voice. Although safety voice can contribute to improving organizational safety, it carries some risks [14]. For example, safety voice implies dissatisfaction with existing safety regulations and challenges the status quo, and employees may be deterred from making safety voice for these reasons. A sense of efficacy is an important psychological and cognitive condition in the decision-making process [93]. Employees with a high perception of efficacy have sufficient confidence to successfully use safety voice and obtain a good outcome. While past research has focused on the relationship between voice efficacy and voice, this paper demonstrates that voice efficacy positively influences safety voice and deepens the understanding of voice efficacy. Based on social cognitive theory, Thomas Taiyi Yan et al. [93] found that female leaders motivate employees to express work-related opinions more than male leaders in construct efficacy. This study also demonstrates that voice efficacy positively influences safety-specific voice from a social cognitive perspective, echoing a Thomas Taiyi Yan et al. [93] study, and it identifies a mediating role for voice efficacy in the relationship between political skill and safety constructs. The findings deepen the research on the relationship between voice efficacy and safety voice behavior and help construct the formation of safety voice behavior.




5.4. Practical Implications


The research results of this paper have important practical implications for enterprise safety management practices. First, the role of political skill on employee safety voice behavior should be taken seriously. Companies can organize learning or training to correctly understand political phenomena in the work environment and eliminate misunderstandings about political skill. In addition, organizations should regularly assess the level of political skill of employees, which allows employees to clearly understand their level of political skill. Organizations can also accurately grasp the political skill level of employees and make targeted improvement measures based on the feedback results.



Second, managers can enhance the employee’s voice efficacy to motivate employees to actively contribute to the organization’s safety issues. The influence of leaders and colleagues on individual safety voice behavior should be taken seriously by the organization. Leaders should give more support, encouragement, and praise to the safety voices of subordinates, encourage subordinates to actively put forward thoughts on safety issues, and shape the positive emotions of subordinates. Simultaneously, the organization should pay attention to the role model of the colleague’s successful voice experience on the individual. The superiors should give praise or material rewards to employees who actively contribute to the organization’s safety issues to stimulate the willingness of other employees to make safety voice.




5.5. Limitations and Future Research


(1) All variables in this study were measured using employee self-assessment, which may have resulted in a lack of objectivity in the study results. Therefore, to improve the accuracy of the variables measured, future studies may try to use a multi-source assessment approach to data collection, integrating information from different sources (e.g., employees’ leaders and colleagues), and thus produce more accurate evaluation results of the variables.



(2) In terms of research methods, although previous studies have obtained reasonable results using questionnaires, it is difficult for questionnaires to avoid influencing the research results because of the subjective thoughts of the research subjects. In addition to using questionnaires to study the mechanism of the occurrence of safety voice behavior in the future, research methods such as in-depth interviews and case studies can also be tried.



(3) In the course of this study, the collection of respondents in the questionnaire survey was mainly focused on the building construction industry, the hazardous chemicals industry, and the machinery manufacturing industry. The representativeness of the data is somewhat limited in terms of industry, which may lead to a lack of universality and representativeness of the sample, resulting in low generalization value of the research findings. Therefore, samples should be collected from different industries in future studies to expand the sample sources and enhance the universality and representativeness of the samples.





6. Conclusions


Based on impression management theory and social cognition theory, this study used the questionnaire survey method, processed and analyzed the collected data, and verified the positive correlation between political skill and safety voice behavior and the intermediary role of voice efficacy. The study results indicated that political skill positively affects safety voice, and a higher level of political skill drives employees to express safety-related suggestions to the organization. Additionally, we found that voice efficacy plays a mediating role in the model; that is, political skill affects safety voice behavior by acting on employees’ voice efficacy. In contrast to previous studies, which have mostly been based on other-oriented motivations for voice, we have introduced political skill as a variable for measuring resources in the study of safety voice. This study paid attention to safety voice, which is crucial to workplace safety, revealed the intermediary mechanism of political skill influencing safety voice, found the boundary conditions of political skill influencing safety voice through the sense of voice efficacy, and constructed the intermediary effect model, which is an important expansion of the research on antecedents of safety voice. This study enriches the theoretical and empirical findings in this area. The question of whether there are other ways of acting between political skill and safety voice has become an important direction for further research.







Author Contributions


Writing-original draft: Y.S.; Data curation: Y.S.; Conceptualization: Y.S., J.C. and C.Q.; Writing-review and editing: X.L. and C.Q.; Supervision: X.W.; Resources: X.W. and J.C.; Investigation: Y.S.; Funding acquisition: X.W. All authors have read and agreed to the published version of the manuscript.




Funding


This research was funded by the Fundamental Research Funds for the Central Universities of China (2-9-2019-073).




Institutional Review Board Statement


Since our study was conducted using questionnaires to obtain data rather than human experimentation, we did not apply for ethical approval. We obtained consent from the subjects after informing them of the purpose of the study and assuring them that their information would not be disclosed.




Informed Consent Statement


Informed consent was obtained from all subjects involved in the study. Prior to the questionnaire, we explained the purpose of the study to the respondents and promised to ensure that their privacy would not be compromised. We obtained their verbal consent.




Data Availability Statement


The data presented in this study are available on request from the corresponding author.




Conflicts of Interest


The authors declare no conflict of interest.




References


	



Turner, N.; Tucker, S.; Kelloway, E.K. Prevalence and demographic differences in microaccidents and safety behaviors among young workers in Canada. J. Saf. Res. 2015, 53, 39–43. [Google Scholar] [CrossRef] [PubMed]

	



Turner, N.; Tucker, S.; Deng, C. Revisiting vulnerability: Comparing young and adult workers’ safety voice intentions under different supervisory conditions. Accid. Anal. Prev. 2020, 135, 105372. [Google Scholar] [CrossRef] [PubMed]

	



Noort, M.C.; Reader, T.W.; Gillespie, A. Safety voice and safety listening during aviation accidents: Cockpit voice recordings reveal that speaking-up to power is not enough. Saf. Sci. 2021, 139, 105260. [Google Scholar] [CrossRef]

	



Mathisen, G.E.; Tjora, T.; Bergh, L.I.V. Speaking up about safety concerns in high-risk industries: Correlates of safety voice in the offshore oil rig sector. Saf. Sci. 2022, 145, 105487. [Google Scholar] [CrossRef]

	



Sun, Y.; Jiang, Y.; Luo, X.; Zhang, Y.; Wu, X. Development and validation of employee safety voice scale in the Chinese organizational context. J. Manag. Organ. 2022, 1–25. [Google Scholar] [CrossRef]

	



Hollnagel, E. Is safety a subject for science? Saf. Sci. 2014, 67, 21–24. [Google Scholar] [CrossRef]

	



Griffin, M.A.; Curcuruto, M. Safety Climate in Organizations. Annu. Rev. Organ. Psychol. Organ. Behav. 2016, 3, 191–212. [Google Scholar] [CrossRef]

	



Tucker, S.; Turner, N. Sometimes it hurts when supervisors don’t listen: The antecedents and consequences of safety voice among young workers. J. Occup. Health Psychol. 2015, 20, 72–81. [Google Scholar] [CrossRef]

	



Cakir, M.S.; Wardman, J.K.; Trautrims, A. Ethical leadership supports safety voice by increasing risk perception and reducing ethical ambiguity: Evidence from the COVID-19 pandemic. Risk Anal. 2022. [Google Scholar] [CrossRef]

	



Noort, M.C.; Reader, T.W.; Gillespie, A. Speaking up to prevent harm: A systematic review of the safety voice literature. Saf. Sci. 2019, 117, 375–387. [Google Scholar] [CrossRef]

	



Zhang, J.; Mei, Q.; Liu, S. Study of the influence of employee safety voice on workplace safety level of small- and medium-sized enterprises. Nankai Bus. Rev. Int. 2019, 10, 67–69. [Google Scholar] [CrossRef]

	



Tucker, S.; Chmiel, N.; Turner, N.; Hershcovis, M.S.; Stride, C.B. Perceived organizational support for safety and employee safety voice: The mediating role of coworker support for safety. J. Occup. Health Psychol. 2008, 13, 319–330. [Google Scholar] [CrossRef] [PubMed]

	



Morrow, K.J.; Gustavson, A.M.; Jones, J. Speaking up behaviours (safety voices) of healthcare workers: A metasynthesis of qualitative research studies. Int. J. Nurs. Stud. 2016, 64, 42–51. [Google Scholar] [CrossRef]

	



Manapragada, A.; Bruk-Lee, V. Staying silent about safety issues: Conceptualizing and measuring safety silence motives. Accid. Anal. Prev. 2016, 91, 144–156. [Google Scholar] [CrossRef] [PubMed]

	



Noort, M.C.; Reader, T.W.; Gillespie, A. The sounds of safety silence: Interventions and temporal patterns unmute unique safety voice content in speech. Saf. Sci. 2021, 140, 105289. [Google Scholar] [CrossRef]

	



Waring, J.; Bishop, S.; Black, G.; Clarke, J.M.; Exworthy, M.; Fulop, N.J.; Hartley, J.; Ramsay, A.; Roe, B. Understanding the Political Skills and Behaviours for Leading the Implementation of Health Services Change: A Qualitative Interview Study. Int. J. Health Policy Manag. 2022, 11, 2686–2697. [Google Scholar] [CrossRef]

	



Xue, X.; Song, H.Y.; Tang, Y.J. The Relationship Between Political Skill And Employee Voice Behavior From An Impression Management Perspective. J. Appl. Bus. Res. 2015, 31, 1877. [Google Scholar] [CrossRef]

	



Mearns, K.; Yule, S. The role of national culture in determining safety performance: Challenges for the global oil and gas industry. Saf. Sci. 2009, 47, 777–785. [Google Scholar] [CrossRef]

	



Wang, C.; McChamp, M. Looking at both sides of leader and follower political skill on work outcomes: The mediating role of job satisfaction. Ekon. Istraz. 2019, 32, 824–849. [Google Scholar] [CrossRef]

	



Ozyilmaz, A.; Erdogan, B.; Karaeminogullari, A. Trust in organization as a moderator of the relationship between self-efficacy and workplace outcomes: A social cognitive theory-based examination. J. Occup. Organ. Psychol. 2017, 91, 181–204. [Google Scholar] [CrossRef]

	



Wei, L.; Liu, J.; Chen, Y.; Wu, L. Political skill, supervisor-subordinate guanxi and career prospects in Chinese firms(Article). J. Manag. Stud. 2010, 47, 437–454. [Google Scholar] [CrossRef]

	



Gist, M.E. Self-efficacy: Implications for organizational behavior and human resource management. Acad. Manag. Rev. 1987, 12, 472–485. [Google Scholar] [CrossRef]

	



Liu, J.; Wang, J.; Geng, Z.; Wang, Y. Linking leader–member exchange to employee voice behavior: The mediating role of self-efficacy. Soc. Behav. Pers. Int. J. 2021, 49, 1–8. [Google Scholar] [CrossRef]

	



Eibl, B.; Lang, F.R.; Niessen, C. Employee voice at work: The role of employees’ gender, self-efficacy beliefs, and leadership. Eur. J. Work. Organ. Psychol. 2020, 29, 570–585. [Google Scholar] [CrossRef]

	



Jiang, J.; Yang, B. Who can voice their thoughts? The Role of Voice Efficacy and Inspirational Motivation. Acad. Manag. Proc. 2016, 2016, 15052. [Google Scholar] [CrossRef]

	



Duan, J.; Kwan, H.; Ling, B. The role of voice efficacy in the formation of voice behaviour: A cross-level examination. J. Manag. Organ. 2014, 20, 526–543. [Google Scholar] [CrossRef]

	



Jiang, J.; Gao, A.; Yang, B. Employees’ critical thinking, leaders’ inspirational motivation, and voice behavior: The mediating role of voice efficacy. J. Pers. Psychol. 2018, 17, 33–41. [Google Scholar] [CrossRef]

	



Duan, J.-Y.; Wei, Q.-J. The Structure of Voice Efficacy and its Role in the Formation Mechanism of Employee Voice Behavior. Acta Psychol. Sin. 2012, 44, 972–985. [Google Scholar] [CrossRef]

	



Sibunruang, H.; Kawai, N. Promoting career growth potential: Political skill, the acquisition of social resources and ingratiation. J. Manag. Organ. 2021, 1–20. [Google Scholar] [CrossRef]

	



Tung, J. Guanxi and Ethics-A Study of Chinese Management Behaviour. Am. J. Appl. Sci. 2012, 9, 223–226. [Google Scholar] [CrossRef]

	



Chang, C.L.H. Chinese cultural and power perspective on information systems: Technological frames and re-frames. Inf. Res. -Int. Electron. J. 2010, 15, 15-4. [Google Scholar]

	



Shi, H. The effects of safety-specific transformational leadership and active transactional leadership on mindful safety practice adoption in the Chinese petroleum industry. Int. J. Occup. Saf. Ergon. 2021, 28, 1929–1936. [Google Scholar] [CrossRef] [PubMed]

	



Tucker, S.; Turner, N. Young worker safety behaviors: Development and validation of measures. Accid. Anal. Prev. 2011, 43, 165–175. [Google Scholar] [CrossRef] [PubMed]

	



Morrison, E.W. Employee Voice and Silence. Annu. Rev. Organ. Psychol. Organ. Behav. 2014, 1, 173–197. [Google Scholar] [CrossRef]

	



Zohar, D. A group-level model of safety climate: Testing the effect of group climate on microaccidents in manufacturing jobs. J. Appl. Psychol. 2000, 85, 587–596. [Google Scholar] [CrossRef]

	



Hofmann, D.A.; Morgeson, F.P.; Gerras, S.J. Climate as a moderator of the relationship between leader-member exchange and content specific citizenship: Safety climate as an exemplar. J. Appl. Psychol. 2003, 88, 170–178. [Google Scholar] [CrossRef]

	



Conchie, S.M.; Taylor, P.J.; Donald, I.J. Promoting Safety Voice With Safety-Specific Transformational Leadership: The Mediating Role of Two Dimensions of Trust. J. Occup. Health Psychol. 2012, 17, 105–115. [Google Scholar] [CrossRef]

	



Crant, J.M. Proactive behavior in organizations. J. Manag. 2000, 26, 435–462. [Google Scholar] [CrossRef]

	



Sonnentag, S. Recovery, work engagement, and proactive behavior: A new look at the interface between nonwork and work. J. Appl. Psychol. 2003, 88, 518–528. [Google Scholar] [CrossRef]

	



Gauld, R.; Horsburgh, S. Healthcare professional perspectives on quality and safety in New Zealand public hospitals: Findings from a national survey. Aust. Health Rev. 2014, 38, 109–114. [Google Scholar] [CrossRef]

	



Bienefeld, N.; Grote, G. Silence that may kill: When aircrew members don’t speak up and why. Aviat. Psychol. Appl. Hum. Factors 2012, 2, 1–10. [Google Scholar] [CrossRef]

	



Curcuruto, M.; Griffin, M. Prosocial and proactive “safety citizenship behaviour” (SCB): The mediating role of affective commitment and psychological ownership. Saf. Sci. 2018, 104, 29–38. [Google Scholar] [CrossRef]

	



Van Dyne, L.; Ang, S.; Botero, I.C. Conceptualizing Employee Silence and Employee Voice as Multidimensional Constructs. J. Manag. Stud. 2003, 40, 1359–1392. [Google Scholar] [CrossRef]

	



Noort, M.C.; Reader, T.W.; Gillespie, A. Walking the Plank: An Experimental Paradigm to Investigate Safety Voice. Front. Psychol. 2019, 10, 668. [Google Scholar] [CrossRef] [PubMed]

	



Mintzberg, H. The Organization as Political Arena. J. Manag. Stud. 1985, 22, 133–154. [Google Scholar] [CrossRef]

	



Harris, K.J.; Kacmar, K.M.; Zivnuska, S.; Shaw, J.D. The impact of political skill on impression management effectiveness. J. Appl. Psychol. 2007, 92, 278–285. [Google Scholar] [CrossRef]

	



Ferris, G.R.; Treadway, D.C.; Perrewé, P.L.; Brouer, R.L.; Douglas, C.; Lux, S. Political Skill in Organizations. J. Manag. 2007, 33, 290–320. [Google Scholar] [CrossRef]

	



Perrewé, P.L.; Zellars, K.L.; Rossi, A.M.; Ferris, G.R.; Kacmar, C.J.; Liu, Y.; Zinko, R.; Hochwarter, W.A. Political skill: An antidote in the role overload-strain relationship. J. Occup. Health Psychol. 2005, 10, 239–250. [Google Scholar] [CrossRef]

	



Todd, S.Y.; Harris, K.J.; Harris, R.B.; Wheeler, A.R. Career Success Implications of Political Skill. J. Soc. Psychol. 2009, 149, 179–204. [Google Scholar] [CrossRef]

	



Ashforth, B.E.; Kulik, C.; Tomiuk, M.A. How Service Agents Manage the Person—Role Interface. Group Organ. Manag. 2008, 33, 5–45. [Google Scholar] [CrossRef]

	



Kish-Gephart, J.J.; Detert, J.R.; Treviño, L.K.; Edmondson, A.C. Silenced by fear: The nature, sources, and consequences of fear at work. Res. Organ. Behav. 2009, 29, 163–193. [Google Scholar] [CrossRef]

	



Bandura, A. Social Foundations of Thought and Action: A Social Cognitive Theory; Prentice-Hall: Englewood Cliffs, NJ, USA, 1986. [Google Scholar]

	



Detert, J.R.; Burris, E.R. Leadership behavior and employee voice: Is the door really open? Acad. Manag. J. 2007, 50, 869–884. [Google Scholar] [CrossRef]

	



Tierney, P.; Farmer, S.M. Creative self-efficacy: Its potential antecedents and relationship to creative performance. Acad. Manag. J. 2002, 45, 1137–1148. [Google Scholar] [CrossRef]

	



Ng, T.W.H.; Lucianetti, L.; Hsu, D.Y.; Yim, F.H.K.; Sorensen, K.L. You Speak, I Speak: The Social-Cognitive Mechanisms of Voice Contagion. J. Manag. Stud. 2021, 58, 1569–1608. [Google Scholar] [CrossRef]

	



Ng, T.W.H.; Feldman, D.C. Employee voice behavior: A meta-analytic test of the conservation of resources framework. J. Organ. Behav. 2012, 33, 216–234. [Google Scholar] [CrossRef]

	



Detert, J.R.; Edmondson, A.C. Implicit Voice Theories: Taken-for-Granted Rules of Self-Censorship at Work. Acad. Manag. J. 2011, 54, 461–488. [Google Scholar] [CrossRef]

	



Tang, L.; Miao, R.; Jiang, L. Employee Political Skill, Supervisor-Subordinate Guanxi, and Work-Family Conflict: The Cross-Level Moderating Role of Family-Friendly Practices. Int. J. Environ. Res. Public Health 2020, 17, 5185. [Google Scholar] [CrossRef]

	



Goffman, E. Impression management: The presentation of self in everyday life. In Down to Earth Sociology: Introductory Readings, 12th ed.; Free Press: New York, NY, USA, 2003; pp. 118–128. [Google Scholar]

	



Tetlock, P.E.; Manstead, A.S. Impression Management Versus Intrapsychic Explanations in Social Psychology: A Useful Dichotomy? Psychol. Rev. 1985, 92, 59–77. [Google Scholar] [CrossRef]

	



Fuller, J.B.; Barnett, T.; Hester, K.; Relyea, C.; Frey, L. An exploratory examination of voice behavior from a impression management perspective. J. Manag. Issues 2007, 19, 134–151. [Google Scholar]

	



Liang, J.; Farh, C.I.C.; Farh, J.-L. Psychological Antecedents of Promotive and Prohibitive Voice: A Two-Wave Examination. Acad. Manag. J. 2012, 55, 71–92. [Google Scholar] [CrossRef]

	



Treadway, D.C.; A Hochwarter, W.; Ferris, G.R.; Kacmar, C.J.; Douglas, C.; Ammeter, A.P.; Buckley, M. Leader political skill and employee reactions. Leadersh. Q. 2004, 15, 493–513. [Google Scholar] [CrossRef]

	



Ferris, G.R.; Blickle, G.; Schneider, P.B.; Kramer, J.; Zettler, I.; Solga, J.; Noethen, D.; Meurs, J.A. Political skill construct and criterion-related validation: A two-study investigation. J. Manag. Psychol. 2008, 23, 744–771. [Google Scholar] [CrossRef]

	



Treadway, D.C.; Breland, J.W.; Adams, G.L.; Duke, A.B.; Williams, L.A. The interactive effects of political skill and future time perspective on career and community networking behavior. Soc. Networks 2010, 32, 138–147. [Google Scholar] [CrossRef]

	



Treadway, D.C.; Ferris, G.R.; Duke, A.B.; Adams, G.L.; Thatcher, J.B. The moderating role of subordinate political skill on supervisors’ impressions of subordinate ingratiation and ratings of subordinate interpersonal facilitation. J. Appl. Psychol. 2007, 92, 848–855. [Google Scholar] [CrossRef] [PubMed]

	



Liao, C.; Liden, R.C.; Liu, Y.; Wu, J. Blessing or curse: The moderating role of political skill in the relationship between servant leadership, voice, and voice endorsement. J. Organ. Behav. 2021, 42, 987–1004. [Google Scholar] [CrossRef]

	



Nwosu, H.E.; Obidike, P.C.; Ugwu, J.N.; Udeze, C.C.; Okolie, U.C. Applying social cognitive theory to placement learning in business firms and students’ entrepreneurial intentions. Int. J. Manag. Educ. 2022, 20, 100602. [Google Scholar] [CrossRef]

	



Bandura, A. Social Cognitive Theory: An Agentic Perspective. Annu. Rev. Psychol. 2001, 52, 1–26. [Google Scholar] [CrossRef]

	



Tangirala, S.; Ramanujam, R. Ask and you shall hear (but not always): Examining the relationship between manager consultation and employee voice. Pers. Psychol. 2012, 65, 251–282. [Google Scholar] [CrossRef]

	



Curcuruto, M.; Strauss, K.; Axtell, C.; Griffin, M.A. Voicing for safety in the workplace: A proactive goal-regulation perspective. Saf. Sci. 2020, 131, 104902. [Google Scholar] [CrossRef]

	



Van Dyne, L.; LePine, J.A. Helping and voice extra-role behaviors: Evidence of construct and predictive validity. Acad. Manag. J. 1998, 41, 108–119. [Google Scholar] [CrossRef]

	



Whiting, S.W.; Podsakoff, P.M.; Pierce, J.R. Effects of task performance, helping, voice, and organizational loyalty on performance appraisal ratings. J. Appl. Psychol. 2008, 93, 125–139. [Google Scholar] [CrossRef] [PubMed]

	



Dodoo, J.E.; Surienty, L.; Zahidah, S. Safety citizenship behaviour of miners in Ghana: The effect of hardiness personality disposition and psychological safety. Saf. Sci. 2021, 143, 105404. [Google Scholar] [CrossRef]

	



Liang, H.; Shi, X.; Yang, D.; Liu, K. Impact of mindfulness on construction workers’ safety performance: The mediating roles of psychological contract and coping behaviors. Saf. Sci. 2022, 146, 105534. [Google Scholar] [CrossRef]

	



Ferris, G.R.; Treadway, D.C.; Kolodinsky, R.W.; Hochwarter, W.A.; Kacmar, C.J.; Douglas, C.; Frink, D.D. Development and Validation of the Political Skill Inventory. J. Manag. 2005, 31, 126–152. [Google Scholar] [CrossRef]

	



Tucker, S.; Turner, N. Safety voice among young workers facing dangerous work: A policy-capturing approach. Saf. Sci. 2014, 62, 530–537. [Google Scholar] [CrossRef]

	



Liao, S.; Zhou, X.; Guo, Z.; Li, Z. How Does Leader Narcissism Influence Employee Voice: The Attribution of Leader Impression Management and Leader-Member Exchange. Int. J. Environ. Res. Public Health 2019, 16, 1819. [Google Scholar] [CrossRef]

	



González, R.C.; Blanco, P.R.-Z.; Gil, F.; Antino, M. Development and Validation of the Spanish Version of the Political Skill Inventory: A Measurement Invariance Test. Anales De Psicologia 2020, 36, 370–377. [Google Scholar] [CrossRef]

	



Zellars, K.L.; Perrewé, P.L.; Rossi, A.M.; Tepper, B.J.; Ferris, G.R. Moderating effects of political skill, perceived control, and job-related self-efficacy on the relationship between negative affectivity and physiological strain. J. Organ. Behav. 2008, 29, 549–571. [Google Scholar] [CrossRef]

	



Burris, E.R.; Sluss, D.M.; Ployhart, R.E.; Cobb, M.G.; Ashforth, B.E. The Risks and Rewards of Speaking Up: Managerial Responses to Employee Voice. Acad. Manag. J. 2012, 55, 851–875. [Google Scholar] [CrossRef]

	



Blickle, G.; Meurs, J.A.; Zettler, I.; Solga, J.; Noethen, D.; Kramer, J.; Ferris, G.R. Personality, political skill, and job performance. J. Vocat. Behav. 2008, 72, 377–387. [Google Scholar] [CrossRef]

	



Genau, H.A.; Blickle, G.; Schütte, N.; Meurs, J.A. Machiavellian leader effectiveness: The moderating role of political skill. J. Pers. Psychol. 2022, 21, 1–10. [Google Scholar] [CrossRef]

	



Bazzoli, A.; Curcuruto, M. Safety leadership and safety voices: Exploring the mediation role of proactive motivations. J. Risk Res. 2020, 24, 1368–1387. [Google Scholar] [CrossRef]

	



Bandura, A. On the Functional Properties of Perceived Self-Efficacy Revisited. J. Manag. 2012, 38, 9–44. [Google Scholar] [CrossRef]

	



Varela, A.J.; Van Asselt, K.W. The relationship between psychosocial factors and reported disability: The role of pain self-efficacy. BMC Musculoskelet. Disord. 2022, 23, 21. [Google Scholar] [CrossRef] [PubMed]

	



Hua, J.; Howell, J.L. Coping self-efficacy influences health information avoidance. J. Health Psychol. 2020, 27, 713–725. [Google Scholar] [CrossRef] [PubMed]

	



Huang, Y.H.; Verma, S.K.; Chang, W.R.; Courtney, T.K.; Lombardi, D.A.; Brennan, M.J.; Perry, M.J. Supervisor vs. employee safety perceptions and association with future injury in US limited-service restaurant workers. Accid. Anal. Prev. 2012, 47, 45–51. [Google Scholar] [CrossRef]

	



Fuller, J.B.; Marler, L.E.; Hester, K. Promoting felt responsibility for constructive change and proactive behavior: Exploring aspects of an elaborated model of work design. J. Organ. Behav. 2006, 27, 1089–1120. [Google Scholar] [CrossRef]

	



Price, P.C.; Stone, E.R. Intuitive evaluation of likelihood judgment producers: Evidence for a confidence heuristic. J. Behav. Decis. Mak. 2004, 17, 39–57. [Google Scholar] [CrossRef]

	



Whiting, S.W.; Maynes, T.D.; Podsakoff, N.P.; Podsakoff, P.M. Effects of message, source, and context on evaluations of employee voice behavior. J. Appl. Psychol. 2012, 97, 159–182. [Google Scholar] [CrossRef]

	



Herachwati, N.; Sulistiawan, J.; Alfirdaus, Z. Safety supports on employee safety voice. Probl. Perspect. Manag. 2018, 16, 8. [Google Scholar] [CrossRef]

	



Yan, T.T.; Tangirala, S.; Vadera, A.K.; Ekkirala, S. How employees learn to speak up from their leaders: Gender congruity effects in the development of voice self-efficacy. J. Appl. Psychol. 2021, 107, 650–667. [Google Scholar] [CrossRef]








[image: Ijerph 19 16162 g001 550] 





Figure 1. Research hypothesis model. 
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Table 1. Reliability analysis.
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	Variable
	Cronbach a Coefficient
	Number of Items





	Political skill
	0.919
	18



	Voice efficacy
	0.828
	7



	Safety voice behavior
	0.814
	5
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Table 2. Confirmatory factor analysis results.
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	Model
	     χ 2  / d f    
	RMR
	RMSEA
	CFI
	IFI





	Three-factor model
	1.675
	0.033
	0.053
	0.909
	0.910



	Two-factor model 1
	1.921
	0.038
	0.061
	0.875
	0.876



	Two-factor model 2
	2.160
	0.044
	0.069
	0.842
	0.844



	Two-factor model 3
	1.835
	0.037
	0.058
	0.887
	0.888



	Single factor model
	2.271
	0.044
	0.072
	0.827
	0.829







Note: The three-factor model comprises political skill, voice efficacy, and safety voice behavior. Two-factor model 1 integrates political skill and voice efficacy into one variable. Two-factor model 2 integrates political skill and safety voice behavior into one variable. The two-factor model 3 integrates voice efficacy and safety voice behavior into one variable. The single-factor model is to integrate all variables into one variable.













[image: Table] 





Table 3. Correlation analysis results.






Table 3. Correlation analysis results.
















	Variable
	1
	2
	3
	4
	5
	6
	7
	8





	1
	1
	
	
	
	
	
	
	



	2
	0.01
	1
	
	
	
	
	
	



	3
	0.02
	−0.17 **
	1
	
	
	
	
	



	4
	0.01
	0.84 **
	−0.20 **
	1
	
	
	
	



	5
	−0.11
	0.16 *
	0.10
	0.21 **
	1
	
	
	



	6
	0.00
	0.06
	−0.06
	0.06
	0.01
	1
	
	



	7
	−0.13 *
	0.10
	−0.04
	0.11
	0.09
	0.74 **
	1
	



	8
	−0.05
	0.10
	−0.03
	0.08
	0.07
	0.56 **
	0.66 **
	1







Note: 1 is gender; 2 is age; 3 is education level; 4 is working years; 5 is position; 6 is political skill; 7 is voice efficacy; 8 is safety voice behavior; “**” means p < 0.01; “*” means p < 0.05.
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Table 4. Hierarchical regression analysis results.
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Regression Equation (N = 245)

	
Goodness of Fit Index

	
Significance of the Coefficient




	
Predicted Variable

	
Predictor Variable

	
R

	
R2

	
    F   ( d f )    

	
B

	
t






	
Safety voice

	

	
0.57

	
0.32

	
18.65 **

	

	




	

	
Gender

	

	

	

	
−0.06

	
−0.73




	

	
Age

	

	

	

	
0.09

	
1.21




	

	
Education

	

	

	

	
0.01

	
0.10




	

	
Working years

	

	

	

	
−0.06

	
−0.65




	

	
Position

	

	

	

	
0.05

	
0.92




	

	
Political skill

	

	

	

	
0.70

	
10.31 **




	
Voice efficacy

	

	
0.75

	
0.57

	
51.58 **

	

	




	

	
Gender

	

	

	

	
−0.15

	
−2.92 *




	

	
Age

	

	

	

	
−0.00

	
−0.09




	

	
Education

	

	

	

	
0.01

	
0.34




	

	
Working years

	

	

	

	
0.05

	
0.80




	

	
Position

	

	

	

	
0.04

	
1.20




	

	
Political skill

	

	

	

	
0.76

	
17.08 **




	
Safety voice

	

	
0.67

	
0.45

	
28.04 **

	

	




	

	
Gender

	

	

	

	
0.04

	
0.61




	

	
Age

	

	

	

	
0.09

	
1.39




	

	
Education

	

	

	

	
−0.00

	
−0.05




	

	
Working years

	

	

	

	
−0.09

	
−1.12




	

	
Position

	

	

	

	
0.02

	
0.42




	

	
Voice efficacy

	

	

	

	
0.68

	
7.60 **




	

	
Political skill

	

	

	

	
0.19

	
2.05 *








Note: “**” means p < 0.01; “*” means p < 0.05.
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Table 5. Decomposition table of the total effect, direct effect, and intermediate effect.
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	Effect
	Standard Error
	Boot LLCI
	Boot ULCI
	Relative Effect Value





	Mediation effect
	0.52
	0.09
	0.34
	0.70
	73.34%



	Direct effect
	0.19
	0.11
	−0.03
	0.39
	26.66%



	Total effect
	0.70
	0.08
	0.53
	0.85
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