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Abstract:

Today, business organizations , seek to build creative capabilities by adopting advanced
management concepts and methods such as employee voice to enable them facing potential
challenges. This research investigates the impact of employee's voice on creative performance in
a number of industrial companies in Baghdad City. The research's problem is started by the
issues with weakness in corporate consciousness and the knowledge of employee voice that
restrict firms from developing and innovating, and ignoring those voices except concerning the
interest of companies. The main question of the research’'s problem is (What is the level of
impact for employee voice on creative performance?). For the importance of the industrial sector
in Irag, the three companies which are Baghdad Soft Drinks Company, Electronic Industries
Company, and the Iragi Company for Carton Industry have been selected as a research domain.
The research sample consists of 168 employees who work at these companies. Regarding to the
statistical aspect, this research used the confirmative analysis coefficient, Cronbach's alpha
coefficient, the weighted arithmetic, the standard deviation, the mean, the coefficient of relative
difference, and relative weight (relative importance). The questionnaire was used as a main
instrument for collecting data. Hypotheses were tested through statistical programs
(AMOS.V.25, SPSS.V). One of the most important findings is the significant positive impact of
employee voice on creative performance.

Research type: Research paper
Keywords: Employee's voice, Industrial Companies, Creative Performance, Originality.
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1. Introduction:

Business organizations are obliged to keep pace with the rapid and emerging changes. To
eliminate the negative aspects and improve the outputs that achieve creative performance, there
is a need to develop and modernize their various fields .

Although the industrial sector is one of the vital sectors, however, it faces many
challenges with rapid developments and modern innovations in the business environment. It
makes it imperative for these sectors to exploit and explore to assist them achieve competitive
advantage. As these companies are witnessing great competition to provide products and supply
to their local market.

At the end of the twentieth century and the beginning of the current century, administration
witnesses new studies and various research contributions in topics generated by the requirements
and conditions of the business environment. It seeks new mechanisms and resources through
which, to exploit the latent energies of workers. Furthermore, employee voice is one of these
positively influencing means of improving and developing performance in these organizations.
This is through employees at all levels expressing their proposals and initiatives as well as
generating new ideas to enhance creative performance.

This is consistent with the opinion of Al-Enezi and Sabr, (2018) these studies didn't come
from dark origins, but instead from philosophical ideas and viewpoints conveyed by researchers
in their contributions.

On the other hand, achieving creative performance is not an easy matter it includes
achieving various goals for the organization and not only satisfactory job performance.

1.1. Literature review:

Numerous research has examined the variable of employee voice. It falls within the
behavioral and administrative sciences. For example, a study of Liang and Tang (2010) provided
a support for the individual-level relationships among voice behavior, proactive personality, and
individual creative performance when using a multi-level design to examine the impact of both
individual personality and organizational characteristics on employee's voice, supportive peer
relationships and transformative leadership had a major impact on voice climate at the store
level, but not on store performance. Moreover, a negative cross-level interaction between
proactive personality and transformational leadership was discovered for voice behavior. The
study by Zhu et al (2022) which is based on social exchange theory proposes and tests that
employees feel psychologically safe in the presence of an ethical leader with whom they have
high-quality social exchanges. Likewise, employees should raise their creative voice and
provide input in decision-making without the fear of rejection in a psychologically safe
environment, the findings demonstrated that psychological safety mediated the association
between ethical leadership and voice behavior. El Zaidi (2022) has identified and comprehended
a statistically significant relationship between cultural intelligence, employee voice, and
organizational agility, as well as the impact of the moderator variable employee's voice on the
relationship Furthermore, there are substantial variations between upper, middle, and parental
administrative levels in terms of their impression of cultural intelligence, employee voice, and
organizational agility with the results favoring higher and middle administrative levels.

Besides, several studies have dealt with creative performance, which is a major source
of creative activities for all organizations. A study by Shahzad et al. (2019) examined the effect
of Corporate Social Responsibility (CSR) on creative performance in the telecom industry) by
psychological safety as a mediator underpinning this relationship. The findings demonstrated
that while intrinsic CSR attributions are not directly related to creative performance, extrinsic
CSR attributions have a significant negative impact on creative performance and that
psychological safety mediates the positive relationship.
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Al-Tai (2021) intended to acquire knowledge of the role of human capital in enhancing
the creative performance of employees. As the most crucial section of the study's conclusions
has stated that "There is a positive statistically significant effect between the human capital in its
dimensions and the creative performance of employees”. Therefore, it came to a conclusion that
it is necessary for the organization's interest in human capital and its development as well as its
work to invest in it (through training and education). As this was to acquire new knowledge,
skills, and experience, and this is in turn enhances and improves the creative performance of
employees, which enables the organization to achieve its goals. Alshehri (2022) has dealt with
creativity the most significant finding was that there is a statistically significant positive
correlation between talent management and creative performance in the Ministry of Foreign
Affairs in Jeddah.

Similarly, there are many studies linked between employee voice and creative
performance, the most important was from Song and Gu's (2017) study which examined the
moderating impact of workplace stressors on the link between voice behavior and creative
performance. The findings indicated that voice behavior had a sizable positive impact on
creative performance, both personnel with low challenge stressors and those with high hindrance
stressors showed a larger correlation between voice behavior and creative performance. Another
study by Karkoulian et al (2021), explored the concept of employee's voice, Leader-Member
Exchange (LMX), and Creative Performance (CP) to see if their relationships still held in the
face of an international crisis. The findings display that voice is a complete mediator between
LMX and CP. Additionally, in the mediation model, the link between LMX and CP changes
from positive to negative, exhibiting the presence of competitive mediation a conclusion that
wasn't observed before the pandemic, according to competitive mediation, various elements are
crucial to employee performance in a pandemic, there is a need for more than simply a healthy
LMX and employee's voice, such as additional resources and assistance for training for remote
work and assuring a positive working environment for mental and emotional health.

Therefore, the research problem is started by the issues with the weakness in the
organizational awareness and the knowledge of employees. This was done by neglecting those
voices except concerning the interest of companies. Furthermore, a lack of a conferences or
forums to reach those voices to the administration. As a result, it became necessary to address
this issue in the aforementioned companies to diagnose the strengths and weaknesses of
employee voice and improve creative performance. The main question (What is the level of
influence of employee voice on creative performance?).

The main objectives of the research are to understand the value of employee's voice,
identify the extent to which it is present among those who work in under-study industrial
companies, and acknowledge the extent to which employee voice influences the achievement of
creative performance.

2. Material and Techniques:

The researchers relied on analyzing the required data to test hypotheses and accomplish
the research’s goals using the questionnaire tool that included a two-part. Two components make
up the questionnaire: In the first section, questions about personal information (gender,
education level, age, years of employment, and position) were asked. While the second part
asked about (employee voice and creative performance). The results were analyzed by using the
Likert scale to formulate the questions The results were analyzed by using the Likert scale and
statistical programs (SPSS.V.28), (Amos.V.25) to process the data and extract the findings
2.1. Sample and research population:

We used the method of determining the sample size using the raw table created by
Morgan and Krejcie, (1970). The research community consisted of 308 workers from three
industrial companies (Baghdad Company for Soft Drinks, Electronic Industries Company, and
Iragi Company for Carton Industry and its supplies). A sample size at least was 165 persons. we
distributed 172 surveys and gatherd 168 valid questionnaires for final processing.




Journal of Economics and Administrative Sciences P-1SSN 2518-5764
2024; 30(143), pp. 29-41 E-ISSN 2227-703X

2.2 Hypotheses :

The main hypothesis is that the dimensions of the employee voice (employee provision
of information, platform, and manager’s response) have no significant effect on creative
performance dimensions (originality, flexibility, fluency, and self-efficacy).

The sub-hypotheses are listed below:

The first sub-hypothesis is that the dimensions of employee voice (employee provision of
information, platform, and manager’s response) have no significant effect on originality.

The second sub-hypothesis is that the dimensions of employee voice (employee provision
of information, platform, and manager’s response) have no significant effect on flexibility.

The third sub-hypothesis is that the dimensions of employee voice (employee provision of
information, platform, and manager’s response) have no significant effect on fluency.

The fourth sub-hypothesis is that the dimensions of employee voice (employee provision
of information, platform, and manager’s response) have no significant effect on self-efficacy.
2.3. Employee Voice:

In this study, Hirschman in 1970, considered the voice as an acceptable attempt at
change, instead of accepting and rejecting the situation. Since that a study, applications of
employee voice have flourished in various academic fields, such as organizational behavior,
industrial/organizational psychology, business economics, and administrative studies to analyze
a specific phenomenon in those fields. As a result of the diversity of these studies, definitions
varied of employee voices (Park and Kim, 2016). The study by Parker and Collins (2010)
described employee voice as a type of proactive action behavior that contributes to improving
the current situation. While Morrison (2014) considered employee voice as informal and
voluntary communication by the employee of thoughts, recommendations, and concerns to those
who can take appropriate action regarding problems and difficulties at work, to bring about
improvement or change. It is challenging to define an accurate concept of employee voice
because it has been studied from a variety of research fields and points of view and because it is
a topic that is still open to criticism and analysis. As a result, the actual vocal activities are given
various meanings and purposes (Kuutsa, 2016). To analyze the many meanings, purposes, and
practices of employee voice, which was characterized as a complicated and unequal collection of
dialectical meanings, Dundon et al. (2004) gave an analytical examination where purposes were
formed through external organization on the one hand, and the choice of internal management on
the other hand. Jha and Singh (2019) counted employee voice as an organizational citizenship
behavior. As the employees express their suggestions for improving current processes, which
helps the organization evade undesirable repetition, which could negatively affect its reputation
or performance. The study by Tantawy (2020) defined it as employee ability to express his
opinions and suggestions on work-related issues, including injustice and mismanagement, with
the intent of improving organizational performance. Bas and Tabancali (2020) have explained
that employee voice plays an important role in the sustainability and success of organizations,
and the factors affecting the occurrence of voice become an important area for researchers.
Employees' beliefs about the effectiveness of their voices and concerns about the risks of
speaking are critical to determining whether they will express their opinions. Economics writers
are the first to use the term voice, through Adam Smith’s publication the Wealth of Nations
(1776/1937), where he specifically discussed the concept of the employee voice through which
he expresses what he wants. He stressed that the voice of the workers does not mean a
phenomenon individually, it does not include several people through its results and effects
(Kaufman, 2020).
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2.4. The dimensions of employee voice:

Several studies dealt with the employee voice variable. According to Begum, (2017)
measured employee voice in modern organizations uses three main dimensions: an employee
provision of information, platform, and manager's response.

» An employee provision of information, this information can be classified as positive and
negative voices, respectively new policies (Begum, 2017). As for the negative voice, it is the
employee's response to a particular circumstance, which is expressed by concerns or complaints
brought to management, when employees are faced with various issues or pressures at work
(Begum, 2017). Therefore, it is possible to say that the employee provision of information is the
employee's submission of suggestions to his/ her immediate superior to increase the
effectiveness and efficiency of work, as well as their reaction about a particular situation when
they feel problems or pressures arising from various organizational issues in the workplace, such
as complaints.

» Platform, requires information provision from the employee to the administration and a link
through which they can direct their voices to conduct successful communications between the
administration and its employees. It is a means for early detection of problems that have a
potentially positive impact on productivity and quality (Dundon and Gollan, 2007). The
conference includes a set of expressive activities that appear during team meetings, dialogue,
venting negative feelings or complimenting critical organizational situations, adhering to the
open-door policy, and adopting Joint advisory committees, suggestion boxes, job boards, social
media platforms, and any feedback increase success and reduce failures (Begum, 2017).

» Manager's response, is the primary dimension that plays a vital role in transforming the
employee voice into effective two-way communication (Begum, 2017).

It is necessary to switch to the voice of the modern employee, since the direct
communication represented by the voice of the traditional employee is likely to be heard.
Therefore, there is no improvement in the process of improvement, while there are two ways of
communication, the administration and the organization in general are responsible for
responding to employee voices and discussing their problems, and finding appropriate solutions,
as it provided the means for this voice.

2.5. Creative Performance:

Before discussing the concept of creative performance, it is necessary to know what do
performance and creativity mean. Performance is defined as the amount of work accomplished
by the worker during a specific time, while creativity is a complex cognitive process that
includes finding and developing solutions to new, unspecified problems. (Waples and Friedrich,
2011). It is influenced by human traits like a creative personality, organizational context, job
qualities represented by the work environment, and the leadership and creativity required by the
job. Which need to be developed and improved. (Kim et al, 2010).

Some elements can stimulate creative performance, such as a sense of positive challenge
at a workplace, work teams with diverse skills, focus on ideas, and freedom in carrying out
work, as well as encouraging supervisors to develop new ideas, and senior management that
supports creativity through a clear vision. It promotes creativity and appropriate recognition of
creative work and setting mechanisms to develop new ideas (Amabile, 2011).

Creative performance was described as the ability to produce new ideas, new behaviors,
new concepts, designs, and procedures for doing things and updating vague ideas into new and
beneficial ideas in performance (Darvishmotevali et al, 2018). Creative employee performance is
the embodiment of behavior that stems from the ability and creativity of employees, as
employees can propose new ideas to solve problems (Yulianti and Usman, 2019). The studies by
Anderson et al (2004) and Hughes et al (2018) agreed that creativity and innovation are
processes and results of attempts to introduce and develop new methods, and improved ways for
performance. In this definition, creativity refers to the generation of ideas, while innovation
refers to the next phase of implementing ideas, to improve procedures, practices, or products.
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According to a study (Askar and Rajab, 2016), the factors that help adopting creative
performance in organizations were classified into factors related to human resources. These are
represented by providing training opportunities for workers to acquire skills and self-
development. Thus, enhancing workers’ confidence in their work includes elements of the
structure or the organic model that adopts flexibility and decentralization in decision-making, as
well as rapid response to internal and external environment variables. Finally, Gong et al (2020)
suggested creative performance is usually seen as including two elements "originality and
interest”. Both of which serve a significant part in addressing and overcoming practical
difficulties that the organization may face them. Interest requires a fresh concept that applies to
everyday life.

2.6. The dimensions of creative performance:

The researchers adopted the Dawoud, (2020) scale to measure creative performance,
which included the following dimensions (originality, flexibility, fluency, and self-efficacy).
» Originality, refers to the innovation, the individual solutions to a particular task (Memmert
and Roth, 2007). This view is supported by Brockhus et al (2014) who state that originality is
the production of unusual ideas. Askar and Rajab (2016) discussed originality as one of the
aspects of an employee's creative performance through the generation of original and previously
unheard ideas. Originality is the capacity to generate unique responses with few repetitions. It is
the quality that most closely related to creative performance, and it serves as the common
denominator for definitions of creativity that focus on the creation of creative goods (Dawoud et
al., 2020).
P Flexibility, provides the required mechanism through which employees can persevere in
facing change and reach creative problem-solving. Thus, it enables employees to support the
latent forces of their | potential in achieving creative performance (Sweetman et al, 2011).
Flexibility is the antithesis of mental inertia, which is the adoption of established thought
processes that are not adaptable as needed (Brockhus et al 2014). Innovation is the ability to
come up with a multitude of ideas, most of which are unanticipated. Adapting employees to the
work environment in the face of challenges enables them to control their creative performance in
the work environment effectively (Eslamlou et al, 2021).
» Fluency, is the ability of employees to generate a large number of alternatives, ideas, or uses
when they respond to a specific stimulus during a specific period (Dawoud et al, 2020). We see
that fluency is the ability of creative individuals to produce multiple creative ideas, and easy to
bring when an organization faces future challenges.
» Self-efficacy, Dawoud et al (2020) clarified that people with high levels of self-efficacy have
faith in their capacity to produce creative work. While Bishop (2021) indicated that self-efficacy
is necessary for the creative and innovative performance required to maintain a competitive
position, as it defined it as the belief of the working individual in his ability to carry out tasks
creatively. Therefore, self-efficacy is a motivating factor to enhance creative performance as a
confidence of employees in their ability to perform creatively (Praptini et al, 2022).

3. Discussion of Results:
3.1. The reliability test

The scale's internal consistency is measured by reliability, which shows that all of the
questions have the same overall objective of determining the likelihood that the same results will
be obtained if the scale is repeated. Table 1 provides clarification from the measurement tool's
reliability test.
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Table 1: Reliability test results of the research scale by the split-half method

Dimensions The number of items Rellablllty(/ac;oefﬁuent N
individual items 20 0.890 168
even items 19 0.855
The overall questionnaire 39 0.923 0.960
Spearman- brown coefficient 0.809
Correlation between forms 0.679
Guttman split-half coefficient 0.796
Variables Cronbach's alpha Validity

Employee's voice 0.822 0.906
Creative performance 0.838 0.915

The source: Conducted by the researchers based on the Amos.V.25 program.

Table 1 shows it easily. If the variables' validity coefficient values are higher than 0.70) the
variables have a suitable level of internal consistency. The questionnaire is in the final form as a whole and
through 39 items, especially since the value of its validity coefficient is high (0.960) and the value of the
correlation of its two halves is (0.679) strong. The Employee's voice got the value of Cronbach’s alpha
coefficient (0.822) and the creative performance got the Cronbach’s alpha coefficient (0.838).

By dividing the questionnaire into two halves, the first got a stability coefficient of 0.890 and twenty
items, while the second got 0.855 and nineteen items. These results imply that the current study’s
questionnaire had a high degree of stability. This shows how stable its subsections are, how internally
coherent the measure is, and how often the same results can be obtained by repeating the measurement.
More statistical tests may thus be run in light of these results.

3.2. The description of variables:

As shown in Table 2, the employee voice variable has an arithmetic mean of 3.89 and a
coefficient of difference of 0.195, indicating the highest response rate when compared to the
other dimensions.. This proves that the three companies can submit suggestions by the employee
to his/her direct boss, to increase the effectiveness and efficiency of work, as well as their
reaction about a specific situation when they feel problems or pressures arising from various
organizational issues in the workplace. Manager’s response came in the second with a math
average of 3.79 after reaching the platform.

According to the responses provided by the research's industrial enterprises, the
dimension of originality received the most distinct responses and was given the highest priority
by mean (3.96) and a variance coefficient of 17%. This shows that the three companies can
produce unique, low-repetition responses, as well as completely original ideas that no one has
ever heard of before. The responses to the dimensions of fluency, self-efficacy, and flexibility
came in the last.
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Table 2: The reliability test of the research scale by the split-half method

No Dimension /Variables Mean | Normative | Variability | Relative The
deviation | coefficient | importance | priority
Employee Voice
1 | Employee provision of information | 3.89 | 0.759 0.195 0.778 2
2 | Platform 3.32 | 0.595 0.179 0.665 1
3 | Manager’s response 3.79 |0.811 0.214 0.759 3
Creative performance
1 | Originality 3.96 | 0.671 17 0.792 4
2 | Flexibility 3.53 | 0.547 0.155 0.706 2
3 | Fluency 3.86 | 0.633 0.164 0.773 3
4 | Self-efficacy 3.67 | 0.447 0.122 0.734 1

The source: Conducted by the researchers based on the spss.V.28 program.

n=167

3.3. Hypothesis testing:
The beginning of evaluating the sub-hypotheses formed by the major hypothesis is
shown in Table 3. The purpose of these hypotheses is to examine the dimensions of employee
voice as an independent variable in the creative performance variable (the dependent variable)
with its dimensions, listed below:

Table 3: The outcomes of multiple regression analysis for the impact of employee voice
variable on creative performance dimensions.

Sup- The independent The dependent variable The decision
Hypothesis | variable Originality
F B R2 AR2 | T P-V o
The first Employee provision 0.244 4126 | 0.000 Accepted
of information 42.689 0342 | 0.333 1654
Platform 0.041 ' ' 0.573 | 0.568 '
Manager’s response 0.357 6.438 | 0.000
Flexibility
The second Employee provision 0.187 3.539 | 0.000 Accepted
of information 22.358
Platform 0.123 | 0213 | 0294 517 o108 | 202
Manager’s response 0.206 4.184 | 0.000
Fluency Accepted
The third Employee provision 0.162 | 0.170 | 0.160 | 2.576 | 0.011 | 2.331
of information 16.870
Platform 0.026 0.326 | 0.745
Manager’s response 0.238 4.061 | 0.000
Self-efficacy
The fourth Employee provision | 38.457 | 0.066 | 0.188 | 0.183 | 0.897 | 0.371 | 2.765 | Accepted
of information
Platform 0.120 1.537 | 0.126
Manager’s response 0.239 6.201 | 0.000

The source: Conducted by the researchers based on the Amos V.25 and spss.V.28 programs

n=167

The results of analyzing the first of the sub-hypothesis are shown in Table 3, where the
value of F is 42.689, which is higher than the -F- tabular value (3.897), and the level of
significance is (0.000). As a result, the first sub-hypothesis (there is a significant impact of
employee voice aspects (employee provision of information, platform, and manager's response)
on the originality of researched industrial companies) is accepted.
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Table 3 displays that there is a significant influence of employee voice dimensions on
the flexibility of researched industrial companies. The regression model's significance was
achieved (0.000), and the value of F was 22.358, which is bigger than its tabular value at a
degree of freedom (167). Consequently, the second sub-hypothesis (a significant effect) is
accepted. There is a significant impact of employee voice aspects (employee provision of
information, platform, and manager’s response) on the flexibility of researched industrial
companies).

Testing the third sub-hypothesis: The data in Table 3 indicate that there is a significant
effect of employee voice on the fluency of researched industrial companies. This conclusion can
be drawn from the dimension manager's response's significance level (0.000). Moreover, the
model's —F-value came out to 16.870 which is higher than the tabular value (3.897) . As a result,
the third sub-hypothesis, " employee voice has a significant effect on its dimensions,” is thus
accepted. Employee voice features (employee information sharing, platform, and manager's
reaction) have a big influence on the research community's and industrial businesses' fluency.

Based on the findings of Table 3, which represent the results of the fourth sub-
hypothesis test, we conclude that employee's voice has an impact on self-efficacy in the
researched industrial companies. The calculated -F- value was 38.457 indicated that the
regression model's significance was (0.000) which at a significant level (0.05). The fourth sub-
hypothesis of the main hypothesis is therefore accepted, which suggests that (There is a
significant effect of employee voice dimensions (employee provision of information, platform,
and manager's response) on the self-efficacy of the researched industrial companies).

In terms of the main hypothesis, it aims to investigate the relationship between the
dependent variable, (creative performance), and the independent variable(employee's voice).
According to the hypothesis, employee's voice has a considerable impact on creative
performance (employee information sharing, platform, and management reaction). Table 4
displays the results of this hypothesis testing.

Table 4: The effect of employee voice with its dimensions on creative performance, according
to the results of multiple regressions

The independent The dependent variable The decision
variable Creative performance

F B R? ARz | T PV |a
Employee provision of 0.158 3.848 | 0.000 Accepted
information 43.035
Platform 0.088 0.343 | 0.335 1.248 | 0.214 2.167
Manager’s response 0.257 6.695 | 0.000

The source: Conducted by the researchers based on the (SPSS.V.28) program.

According to Table 4 , there is a definite correlation between employee voice and
creative performance in the researched industrial companies. The model's level of significance
was (0.000) and its —F- calculated value (3.897) was more than its tabular. The significant
impact of the employee voice on creative performance was found to be caused by the impact of
all dimensions in different ways, which reached the level of importance (0.000), except the non-
significant effect of the dimension (platform), with an interpretation coefficient (R2) value of
(0.343).
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4. Conclusions:

The three industrial companies, representing the research community were able to adopt
employee voice to improve the level of their creative performance mainly, as well as adopting
employee provision of information and the manager's response in improving creative
performance, originality, flexibility and fluency, and adopting the manager's response in
improving self-efficacy.

The administration's interest in the criticisms and ideas provided by staff members and prompt
resolution of their issues. Furthermore, there was no investment made in the platform's
dimensions to enhance the creative performance and its dimensions.

It is also evident that industrial companies attempt to achieve creative performance,
originality, flexibility, and fluency. They should adopt the voice of the workers and utilise
employee support for information. The researched companies should also adopt the manager's
response to increase self-efficacy.

There is a need to take care of the conference and make it a focus that enhances
employee's voice by encouraging the administration to its employees and expressing their
opinions and concerns (such as committees and social media platforms). In addition, adopting
appropriate organizational policies and procedures enable employees to express their ideas and
suggestions.

5. Additional Tasks:

Investigating current study variables (employee voice and creative performance) in
various service or governmental sectors in the Iragi framework.

- Extending dimensions and removing or modifying study variables and organizing
dimensions based on the studied organizations' fit for the Iraqgi situation.
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