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LMX and Prohibitive Voice in Nonprofit Organizations in China: The 

Moderating Roles of Superior-Subordinate Tenure Matching 

Abstract: The specific purpose of the present research contributes to addressing a gap 

in the organizational literature by examining how a superior-subordinate relationship 

may influence the use of prohibitive voice by employees in nonprofit organizations 

(NPOs). With data collected from 1,798 employees in 103 NPOs in southeastern China, 

the article investigates the influence of leader-member exchange (LMX) quality on 

prohibitive voice and explores the moderating effects of superior-subordinate tenure 

matching on the influence of LMX on prohibitive voice in NPOs. The results indicate 

that the quality of LMX relationships has a significant, positive influence on employee 

prohibitive voice behavior in NPOs, and this influence is moderated by superior-

subordinate organizational tenure matching and LMX tenure matching. The study 

offers insight into the use of voice in NPOs since these organizations experience more 

difficult agency problems than for-profit firms. 

Key words: leader member exchange (LMX), prohibitive voice, nonprofit 

organizations (NPOs), LMX tenure 
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INTRODUCTION 

Organizational scholars have long believed that employee “voice” behavior is an 

important variable determining the effective functioning of organizations (Detert, 

Burris, Harrison, & Martin, 2013). Research has shown that the quality and 

characteristics of the relationship between employees and superiors may be particularly 

influential factors affecting voice behavior (Detert & Burris, 2007). Nonprofit 

organizations (NPOs) are run by different motivating and operational principles than 

for-profit organizations (Bang, 2011; Brown, 2002). NPOs present unique motivation 

and empowerment challenges to leader-follower relationships (Schneider & George, 

2011), which are vitally important within NPOs (Wallis & Dollery, 2005). However, 

relatively little research has been carried out to understand the influence of the leader-

subordinate relationship on employee voice in NPOs. Moreover, most studies of the 

conceptualization and operationalization of employee voice only treat voice as a general 

organizational participatory behavior, rather than analyzing the types of information 

conveyed. There is limited research tying the relationship between superiors and their 

subordinates to those specific types of voice in NPOs. The goal of this study is to 

examine the influence of leader-subordinate relationships on employee voice behaviors 

in NPOs. 

  With regard to two-way relationships, leader-member exchange (LMX) is defined 

as the exchange relationship between the supervisor and their subordinates (Bhal, Uday 

Bhaskar, & Venkata Ratnam, 2009; Dienesch & Liden, 1986). Regardless of whether 

This is the peer reviewed version of the following article: Pei, Z., Pan, Y., Skitmore, M., & Feng, T. (2018). 
Leader–member exchange and prohibitive voice in nonprofit organizations in China: The moderating roles of superior–subordinate tenure matching. 

Nonprofit Management and Leadership, 29(2), 203-222, which has been published in final form at https://doi.org/10.1002/nml.21330.  
This article may be used for non-commercial purposes only.



 3 / 48 
 

the overall organization is large or small, employee behavior and performance in NPOs 

are significantly dependent on the quality of the leadership and are therefore more 

affected by LMX than by structural factors (Wallis & Dollery, 2005). Thus, the specific 

purpose of the present research is to investigate how and to what extent the quality of 

LMX and the tenure matching of the superior-subordinate may influence employee 

voice behavior, and specifically prohibitive voice behavior, in NPOs. We investigated 

the influence of LMX quality on prohibitive voice with data collected from 1,798 

employees in 103 NPOs in southeastern China and explored the moderating effects of 

tenure matching on the influence of LMX on prohibitive voice. The study responds to 

calls for further research devoted to the organization and management of NPOs (Lewis, 

2010). This study also responds to the recommendation from Elizabeth W. Morrison 

(2011) for additional research examining the variance in the determinants of voice with 

the categories of messages being conveyed as well as many other researchers’ calls for 

investigation into important moderators. The present study not only extends the studies 

of employee voice behavior to the specific style of prohibitive voice; it also provides 

insight into the moderating impact of superior-subordinate tenure matching on the 

relationship between LMX and NPO employee voice behavior. 

 

THEORY AND HYPOTHESES 

 

Prohibitive Voice of Employees in NGOs 

Employee voice can be critical to the survival and performance of an organization. 
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Research has suggested that voice includes not only positively speaking up for 

suggestions but also the expression of concerns (Dyne, Ang, & Botero, 2003). Based 

on Van Dyne et al.’s (1995) typology of extra-role behavior, Maynes and Podsakoff 

(2014) and Liang, Farh, and Farh (2012) distinguished prohibitive voice behaviors from 

promotive voice behaviors. Prohibitive voice describes employee expressions of 

worries about working, incidents, or employee behavior that is harmful to the 

organization (Liang et al., 2012). The behaviors of prohibitive voice include such 

actions as bringing the group’s attention to important operational concerns and 

questioning existing work practices (Solomon & Abelson, 2012). In contrast with the 

aims of promotive voice to advocate, encourage, and endorse, prohibitive voices are 

aimed at stopping, blocking, or hindering and are preventative and protective; they 

include speaking out to stop detrimental or inappropriate behaviors for organizations as 

well as interceding to protect the disadvantaged. As opposed to promotive voice, which 

focuses on innovation and improvements, prohibitive voice is derived from immediate 

concerns about possible danger to, and harm of, an organization (Qin, DiRenzo, Xu, & 

Duan, 2014). Therefore, prohibitive voice may be potentially more influential in 

nonprofit organizational settings.  

In recent decades, much attention has also been given to the determinants of voice 

(Klaas, Olson-Buchanan, & Ward, 2012; Elizabeth W Morrison, 2011). Many studies 

consider employee voice to be the outcome of a calculated decision, which involves the 

perception, effectiveness, cost, and riskiness of voice (Milliken, Morrison, & Hewlin, 

2003). Some scholars have examined the antecedents of voice, such as employee 
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personality and organizational settings, which constitute the context that preceded the 

voice behavior (Klaas, et al., 2012; Maynes & Podsakoff, 2014; Elizabeth W. Morrison, 

2014; Sue-Chan, Chen, & Lam, 2011; Van Dyne & LePine, 1998).  

Few studies have noted that affection could be a key factor in the analysis of 

employee voice behavior. Affection is defined as a generic term, including strong 

moods like anger, joy, and fear, as well as milder emotions and preferences. Employee 

behaviors have been reported to involve affective states (Bhal, et al., 2009). Thus, we 

expect employee voice behavior to exhibit a relationship with the employee’s affection. 

Furthermore, leadership is believed to be able to change the feelings or emotions of 

employees that occur as the result of cognitive appraisal and LMX relationships. 

Studies have found that the quality of LMX relationships is meaningful to the employee 

workforce in NPOs and may have an impact on organizational outcomes (Bang, 2011). 

Good relationships between superiors and subordinates in NPOs may become a 

powerful influence that leads to high levels of employee job satisfaction and enjoyment 

of the organizational services (Bang, 2011). Thus, we propose that research should 

examine the linkage between leadership and employee voice.  

    In response to Dyne et al. (2003) and Klaas et al.'s (2012) call to consider 

variations of the types of employee voice, this article specifically examines the effects 

of leadership on prohibitive voice in NPOs. We focus on prohibitive voice behavior in 

NPOs for three reasons. First, prohibitive voice calls attention to harmful factors and 

could prevent deterioration in work practices; it has a positive impact on organizational 

functioning because it directs management’s attention to critical issues that need to be 
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addressed, and corrects problems with existing work practices or procedures (Van Dyne 

& LePine, 1998). Second, prohibitive voice is often considered a risky behavior because 

employees who voice negatively may be perceived as troublemakers with the intention 

of challenging the status quo (Detert & Burris, 2007; Milliken, et al., 2003). As a result 

of prohibitive voice being risky, the predictors of prohibitive voice behavior may be 

different from those of other types of voice behavior. Employees may withhold 

prohibitive voice behaviors (i.e., those aimed at stopping, blocking, or hindering), 

because those voice behaviors are against the preferences of supervisors and other 

colleagues. Third, as discussed in the previous literature, hierarchy is typical in NPOs 

(Pučėtaitė & Novelskaitė, 2014), and voice is always stifled by hierarchy (Elizabeth W 

Morrison, 2011). Research has shown that individuals are particularly reluctant to 

convey negative information to those in higher positions (Elizabeth W Morrison, 2011). 

NPO employees may be more sensitive to prohibitive voice because of deeply held 

beliefs about the riskiness of speaking up in a hierarchy. Power asymmetry in NPOs 

may also cause prohibitive voice to be seen as risky (Elizabeth Wolfe Morrison, 2002), 

which may lead employees to be particularly reluctant to engage in the use of 

prohibitive voice. In contrast to paid employees in for-profit organizations, NGOs are 

unable to motivate followers with bonuses, stock options and discounts (Cregård, 

2017). Employees in NPOs are more likely to be motivated by intrinsic rewards (Bang, 

2011), they care more about friendly social networks and high-quality working 

relationships with other coworkers; thus, they are more aware of their voice. 

 

This is the peer reviewed version of the following article: Pei, Z., Pan, Y., Skitmore, M., & Feng, T. (2018). 
Leader–member exchange and prohibitive voice in nonprofit organizations in China: The moderating roles of superior–subordinate tenure matching. 

Nonprofit Management and Leadership, 29(2), 203-222, which has been published in final form at https://doi.org/10.1002/nml.21330.  
This article may be used for non-commercial purposes only.



 7 / 48 
 

The Quality of LMX and Prohibitive Voice in NGOs 

Studies of organizational leadership indicate that the relationship between a supervisor 

and a subordinate is a key factor determining employee behavior in the workplace 

(Hassan & Hatmaker, 2014). Rooted in social exchange theory, LMX theory has 

developed into one of the most useful ways of studying superior-subordinate 

relationships (Rosen, Harris, & Kacmar, 2011). LMX theory hypothesizes that the 

exchanges and interactions between leaders and their members affect their interpersonal 

relationships. The quality of the LMX relationship influences employees’ attitudes and 

behaviors (Hassan & Hatmaker, 2014). Furthermore, the relationship between NPO 

leaders and followers may be based on trust instead of control (Puyvelde, Caers, Bois, 

& Jegers, 2013). NPOs attract managers and employees who are committed to pursue 

the organization’s objectives by offering satisfactory relationships with lower wages 

than for-profit organizations (Puyvelde et al., 2013). Thus, feelings of intrinsic 

motivation, trust, goal congruence, and organizational identification have been 

dominant antecedents of NPO employee behaviors.  

A higher quality of LMX reflects more mutual trust between leaders and members 

(Graen & Uhl-Bien, 1995). Trust in subordinates implies that superiors may be willing 

to continuously demonstrate positive and beneficial behaviors toward their subordinates, 

where subordinates may receive special privileges, discretion in doing their work, and 

more career opportunities (Brower, Schoorman, & Tan, 2000; Chen, Lam, & Zhong, 

2012). Trust in the superior implies that a subordinate may be willing to accept 

vulnerability toward his or her superior within the relationship (Brower, et al., 2000; 
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Chen et al., 2012). A higher quality of LMX, along with mutual trust, could increase 

the likelihood of information sharing and cooperation between the superior and the 

subordinate, and reduce role conflicts (Chen, et al., 2012). It also reduces uncertainty 

and risks with regard to expected behavior toward each other in future (Ng & Feldman, 

2013). Therefore, subordinates who have a higher quality LMX relationship with their 

superiors would be more likely to be comfortable taking the risk of speaking up and 

voicing their thoughts (Ng & Feldman, 2013). In contrast, subordinates with low-

quality LMX relationships with their superiors may reflect low levels of trust (Dienesch 

& Liden, 1986), and would therefore keep silent and withhold their thoughts and ideas. 

   A higher quality of LMX demonstrates a high degree of mutual positive affection 

and loyalty between the superior and subordinate. Researchers have found that a high-

quality relationship with one’s follower or leader could influence one’s entire work 

experience in a positive manner, resulting in affirmative performance and an affective 

human relationship (Bang, 2011). For example, feelings of support from the superior 

generated through high quality LMX relationships may be an antecedent of subordinate 

prohibitive voice behavior. Milliken et al. (2003) observed that the fear of being 

regarded negatively by colleagues was the reason most frequently mentioned by 

employees for being reluctant to speak up in the workplace (Ng & Feldman, 2013). 

Employees in high quality LMX relationships may benefit from increased resources, 

attention, positive support, open communication, and job discretion from their superiors 

and, in return, such employees exhibit a high level of commitment toward their 

organization and their work (Dienesch & Liden, 1986; Hassan & Hatmaker, 2014) and 
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perceive higher value congruence between their leaders and themselves, which, in turn, 

may help them become more productive in generating ideas. The use of voice depends 

largely on the treatment received from coworkers in the workplace, and individuals who 

feel respected reciprocate with the same respect in turn (Qi & Ming-Xia, 2014). Low 

quality LMX employees, who do not feel they can reciprocate with their leaders, are 

likely to have more doubts about their worth, value, and prospects with the organization 

(Rosen, et al., 2011). Therefore, they may become more hesitant and reluctant to assume 

risks related to prohibitive voice behavior. 

   High quality leader-member relationships generate an affective commitment, which 

motivates employees to provide voice-like extrarole behavior. Affective commitment 

can be defined as the extent to which employees experience a sense of involvement in, 

and identification with, an organization (Abu Bakar, Su Mustaffa, & Mohamad, 2009). 

Employees in higher quality LMX relationships are more embedded into organizations, 

and view themselves as having greater obligations as core organizational members to 

facilitate the improvement of their organizations (Ng & Feldman, 2013), because 

employees in high-quality LMX relationships strongly identify with their organizations. 

Organizational identification and perceived social impact mediate the positive 

relationship between leadership and employees’ engagement (Mayr, 2017). Research 

has consistently indicated that employees who are strongly identified with their 

organizations and/or teams are more satisfied with their workplace and more likely to 

show voice-like extrarole behavior (Qi & Ming-Xia, 2014). Morrison and Phelps (1999) 

indicated that a stronger feeling of responsibility was positively associated with a 
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greater effort to initiate change in organizations (Ng & Feldman, 2013). Employees in 

high quality LMX relationships are more emotionally committed and loyal to their 

employers; thus, they may feel a stronger obligation to work and more responsibility to 

the job. Employees with substantial duty orientation are more likely to view voice as 

within their role, and are therefore more likely to take action to speak up (Elizabeth W 

Morrison, 2014). 

In addition, the quality of LMX relationships can vary with respect to information 

resources, and affectivities exchanged by the superior and subordinate. Moreover, 

communication between the superior and subordinate in high-quality LMX 

relationships is characterized by higher levels of trust and latitude and is also positive 

and highly supportive. However, lower quality LMX relationships are characterized by 

dominant, restricted communication. In higher quality LMX relationships, employees 

may be more likely to exchange information with each other; however, employees in 

lower quality LMX relationships may have fewer opportunities to access support, 

information, or resources from their superiors (Sue-Chan, et al., 2011). The stress, fear, 

and anxiety associated with employees’ use of prohibitive voice can mostly be 

attributed to a lack of information. Employees with access to richer information in 

higher quality LMX relationships are better informed about their organizational mission 

and leaders’ performance requirements; they feel more certain and secure with their 

leaders and organizations, which improves their ability to alleviate the stress, fear, and 

anxiety associated with taking the risk to express concerns. Thus, this study 

hypothesizes:  
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H1 The quality of LMX relationships is positively related to employee prohibitive 

voice in NPOs. 

 

Tenure Matching, LMX, and Employee Prohibitive Voice in NGOs 

 

Tenure is considered an important factor that plays an influential role in management 

and psychological research (Gkorezis, Hatzithomas, & Petridou, 2011). The duration of 

a job and the duration of working together with each other are not always equivalent, 

because a new superior may be assigned to supervise subordinates who have more years 

of current job experience (Yukl & Fu, 1999). Research has indicated that a longer 

employment tenure within an organization, defined as organizational tenure, signals 

that the employee may have a relational attachment to the organization. Researchers 

have also suggested that working a long time for a superior, which is defined as LMX 

tenure, can be conducive to the quality of the superior-subordinate relationship (Ismail, 

Richard, & Taylor, 2012). Research has also explored the moderating impact of tenure 

on job-related associations (Gkorezis, et al., 2011). We therefore expect that 

organizational tenure matching and LMX tenure matching will have a moderating 

impact on the positive relationship between LMX and employee prohibitive voice in 

NPOs. 

 

Organizational tenure matching 
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Organizational tenure has been found to influence the relationship between leadership, 

performance, and the well-being of employees (de Poel, Stoker, & Van der Zee, 2014). 

An employee who is new in the organization is likely to be less competent and less self-

sufficient than others who have more experience with the job (Yukl & Fu, 1999). Longer 

tenured employees accumulate more experience, skills, and job-related knowledge, 

which may enhance their insights into organizational problems; as a consequence, they 

have enough information to speak up (Kim, Liu, & Diefendorff, 2015). Furthermore, 

employees with longer organizational tenure are more familiar with the formal power 

structures of the organization; they have more knowledge of the comfortable routines 

within which to interact and predict the response of others, and they know better when 

and to what extent they should engage in speaking up (Kim et al., 2015). Therefore, 

employees with longer organizational tenure are more skilled at coping with the 

potential negative consequences associated with prohibitive voice behavior. 

Different job experiences may lead to communication problems (Tsui & O'reilly, 

1989), consequently influencing LMX and employee prohibitive voice. When 

interacting with long-tenured subordinates, leaders are more prone to articulate their 

negative feelings toward them (Gkorezis, et al., 2011). Subordinates may experience 

some role ambiguity when they have longer job tenure but have been allocated to a new 

superior (Tsui & O'reilly, 1989). Dyadic relationships between the superior and 

subordinate are characterized by superiors providing task-related information, while 

subordinates adopt only a submissive position. Research has found that subordinates 

with shorter job tenure than their direct superiors report a higher level of role ambiguity 
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than those with either longer or the same tenure (Tsui & O'reilly, 1989). When 

employees understand more clearly what is expected of them by the organization, role-

related tensions may decrease and the likelihood of successfully completing jobs may 

increase (Jung, 2014), which could encourage employees to speak up. In addition, when 

the difference of the superior-subordinate tenure dyad is greater, the members will be 

less psychologically attached to the working group (Yang & Wang, 2014). Research 

linking organizational tenure and employee responses has shown that the duration of 

stay more significantly predicts such outcomes as affective commitment to the 

organization and loyalty to superiors (Bhal, Ansari, & Aafaqi, 2007), which may in turn 

play a role in LMX, employee prohibitive voice, and the association between them. 

Thus, this study hypothesizes:  

H2 Subordinates working in the organization longer than their superiors are more 

likely to use prohibitive voice. 

H3 Organizational tenure matching moderates the positive relationship between 

LMX and employee prohibitive voice, such that a stronger relationship will be found 

when subordinates have been working in the organization longer than their superiors. 

 

LMX tenure matching 

Dyadic duration is defined as a characteristic of superior-subordinate dyads, because a 

sufficient amount of time is required for the superior-subordinate relationship to 

develop fully. The dynamics of superior-subordinate alliances are likely to change over 

time. Previous research into the quality of relationships reveals that LMX tenure might 
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result in affect-related relationships, as an affective response is likely to develop over a 

long period of time (Bhal et al., 2007). Employees who have worked with superiors for 

a longer period are less likely to be influenced by an ostensibly demographic 

dissimilarity with their superiors. Longer LMX tenure implies more time spent with the 

superior, which could enhance the ability to overcome the potential tendency of surface-

level dissimilarity to discourage positive behaviors (Avery, Volpone, McKay, King, & 

Wilson, 2012). Furthermore, dyadic duration has been found to have a significant 

impact on superior-subordinate relationships through its influence on the willingness to 

work together, ability to deepen reciprocal trust, and potential to increase the degree of 

satisfaction with interactions (Avery et al., 2012). When employees have invested more 

time in an LMX, they tend to be more committed to their superiors. They are more 

likely to be convergent on values and beliefs and may communicate more frequently 

with their superiors.  

Superior-subordinate relationships and their impact on their psychology and 

behavior are expected to change over a period of time through the process of role 

definition (Bhal, et al., 2007; Graen & Scandura, 1987). For a superior, more time 

together provides more opportunities to discover whether a subordinate has congruent 

task goals and is competent at the task (Yukl & Fu, 1999). Similarly, as tenure with a 

superior lengthens, the subordinate may not only become more skilled at the job but 

also more knowledgeable of the superior’s preferences, idiosyncrasies, value systems, 

and other qualities. Over time, these features, together with other determinants, such as 

increased task confidence or work group cohesiveness, may affect subordinate voice 
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behavior. In addition, as dyadic relationships mature, the subordinates begin to 

participate more in interactions, and assert themselves more in hope of obtaining 

resources and information from their superiors (Graen & Scandura, 1987). Over time, 

the leader and the members might experience repeated similar episodes and obtain a 

more accurate understanding of each other’s organizational role and expectations, 

which increases trust and decreases the direct supervision needed from the superior. 

With more trust and less direct supervision, subordinates will no longer fear retribution 

from their superiors, and may feel more comfortable with speaking up, even if the 

employee perceives their use of voice to be an unwelcome behavior. Thus, this study 

hypothesizes: 

H4 Those subordinates who have worked with their superiors longer are more 

likely to conduct prohibitive voice. 

H5 LMX tenure matching will positively moderate the positive relationship 

between LMX and employee prohibitive voice such that employees with lower LMX 

quality and a longer LMX tenure will be less likely to withhold prohibitive voice than 

those employees with a shorter LMX tenure.  

 

 

DATA AND METHOD  

 

Research Setting 

This is the peer reviewed version of the following article: Pei, Z., Pan, Y., Skitmore, M., & Feng, T. (2018). 
Leader–member exchange and prohibitive voice in nonprofit organizations in China: The moderating roles of superior–subordinate tenure matching. 

Nonprofit Management and Leadership, 29(2), 203-222, which has been published in final form at https://doi.org/10.1002/nml.21330.  
This article may be used for non-commercial purposes only.



 16 / 48 
 

China has witnessed unprecedented growth of social organizations over the last two 

decades. The number of social organizations officially registered with the Ministry of 

Civil Affairs increased from 181,318 in 1997 to approximately 702,000 by the end of 

2016. Although many of these organizations are not government managed and are 

instead only government organized, they are always characterized as NGOs because 

they are formally organized, self-governing, nonprofit-distributing, designed for the 

public benefit, socially oriented, and voluntary (Meijs & Geng, 2016). It is estimated 

that there are even more quasi-registered NPOs in China, depending on the definition 

of “NPO” (C. L. Hsu & Jiang, 2015). There are three categories of these social 

organizations in China: social associations (shehui tuanti), civil non-enterprise units 

(minban feiqiye) and foundations (jijinhui)(Shieh, 2017). In this paper, we use the term 

NPO to refer to all three of these categories of registered social organizations. NPOs in 

China offer a variety of services and support for community development, education, 

environmental protection, poverty alleviation, and healthcare (J. Y. Hsu & Hasmath, 

2017), and they are becoming indispensable to the development of the Chinese 

economy and politics (Meijs & Geng, 2016).  

The relationships between leaders and followers cannot be investigated 

independently from the organizational context they exist in (Pučėtaitė & Novelskaitė, 

2014). These relationships in the context of NPOs are different from those in for-profit-

organizations in China. Members of NPOs are usually volunteers and contract 

employees. On one hand, the volunteers have no direct employment relationship with 

the organizations--some are even major donors, who actually possess rights to 
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manipulate the organizations’ resources. On the other hand, NPOs are “nonprofit 

making”, and most of the products of NPOs in China are intangible services; therefore, 

the performance of a contracted employee is impossible to measure using the specific 

and accurate standard of profit. Consequently, the reward, punishment, and incentive 

mechanism that usually operates well in for-profit organizations may malfunction in 

NPOs. These particular organizational features of NPOs in China could lead to an 

exclusive relationship between leaders and members.  

China's traditional culture encourages harmony, and discourages discord and 

disagreement (Zhang, Huai, & Xie, 2015). Obedience to authority is entrenched as an 

ideal of proper behavior in the public mentality. A large number of NPOs in China are 

based on hierarchical, and often paternalistic, authoritarian relations. Hierarchy reflects 

Chinese culture’s deep reverence for power and status (Zhang et al., 2015). NPOs with 

hierarchical structures presuppose that only those in superior positions know what is 

best for the benefit of the organization and that those in subordinate positions need to 

be dominated in order to achieve expected organizational objectives (Pučėtaitė & 

Novelskaitė, 2014). The hierarchical organizational context demotivates subordinates, 

resulting in a feeling of incapability to change the current situation and employee 

indifference toward organizational problems (Pučėtaitė & Novelskaitė, 2014), which 

undermines employees’ willingness to use their voices for the organization’s benefit. 

The nepotism and favoritism that is often characteristic of paternalistic and 

authoritarian organizations breaches the principles of equality and justice in these 

organizations and, again, weakens their employees’ motivation to make suggestions for 
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the organization’s benefit. Thus, the possibility that many employees would rather keep 

silent, even when they are aware of problems or have ideas for making improvements 

(Elizabeth W Morrison, 2011), is more pertinent to NPOs in the Chinese context.  

 

Sample and Data 

The data for the current study were collected from nonprofit agencies in seven 

provinces (Shanghai, Jiangsu, Zhejiang, Shandong, Fujian, Guangdong, and Jiangxi) of 

southeastern China. Southeastern China is the most economically developed area in 

China, and the provinces in this area have robustly developed NPOs because of their 

market-driven economic development. The nonprofit agencies in the provinces are 

engaged in almost all social services, including community service, research 

associations, industry guilds, environmental protection, and employment promotion. 

NPOs were selected for the study via probability sampling from the population of 

agencies that were registered for at least 3 years in the Ministry of Civil Affairs and 

local department of civil affairs and that have more than 30 employees. Emails were 

sent to the principals of these NPOs asking for permission to investigate their 

organizations, and 103 NPOs agreed. Of the 103 NPOs surveyed, 33 were from 

Zhejiang, 21 from Shanghai, 15 from Jiangsu, 12 from Jiangxi, 10 from Shandong, 7 

from Fujian, and 5 from Guangdong. Moreover, 47 of these organizations were social 

associations (shehui tuanti), 35 were civil non enterprise units (minban feiqiye) and 21 

were foundations (jijinhui). The members of the survey team then visited the agencies 

and conducted the survey. All the surveyed employees had been working at least 6 
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months in their current agency. The agencies had between 20 and 50 employees. The 

respondents were asked to complete a self-reported questionnaire that would be used 

only for research purposes. The order of questions was randomized to reduce the 

methodological bias commonly associated with self-reported measures (Podsakoff, 

MacKenzie, Lee, & Podsakoff, 2003). The questionnaires were paper-based and were 

hand-delivered to participants, completed by the surveyed employees, and then returned 

to the researchers. The survey was conducted between April 2014 and December 2015. 

In total, 2060 questionnaires were distributed and 1798 (87.3%) valid responses were 

collected. With regard to the respondents, 53.4% of the participants were female and 

46.6% were male, with an average age of 44. The demographic details are provided in 

Table 1. 

INSERT TABLE 1 ABOUT HERE   

 

Study Measures 

 

The quality of LMX  

The LMX-7 scale, developed by Graen and Uhl-Bien (1995), has been widely adopted 

to measure the quality of superior-subordinate relationships in LMX empirical studies. 

The questionnaire has 7 items, which are all scored on a 5-point rating scale. Sample 

items include the questions ‘‘How well does your supervisor understand your job needs 

(1 = not a bit; 5 = a great deal)?’’, ‘‘How much confidence does your supervisor have 

in your ability to do the work (1=never; 5=almost always)?’’, “How willing are you to 
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do extra work to help your supervisor deal with a difficult problem (1=extremely 

unwilling; 5=extremely willing)?” and “How would you describe the relationship 

between you and your supervisor (1=very unsatisfactory; 5=excellent)?” This 

instrument has been shown in previous studies to have high reliability across contexts, 

and is convergent, discriminant and possesses predictive validity (Chen, et al., 2012; 

Hassan & Hatmaker, 2014). The value of Cronbach’s α in this study is 0.856. The index 

of LMX is the value of the factor score extracted from a partial least squares (PLS) 

confirmatory factor analysis. 

 

Employee Prohibitive Voice 

The scale developed by Liang et al. (2012) is used to measure employee use of 

prohibitive voice. The scale has 5 items, which are all scored on a 5-point rating scale 

(1 = strongly disagree to 5 = strongly agree). Sample items include the statements “I 

always advise my colleagues against undesirable behaviors that would lower job 

performance”, and “I always speak up honestly about problems that might lead to 

serious loss to the organization”. This instrument has also been shown in previous 

studies to have high reliability across contexts and is convergent, discriminant and 

possesses predictive validity (Liang, et al., 2012). The value of Cronbach’s α in this 

study is 0.720. The index of employee prohibitive voice is the value of the factor score 

extracted from a partial least squares (PLS) confirmatory factor analysis. 

 

Organizational tenure matching (OT) 
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Organizational tenure matching is measured by a difference score that is calculated by 

subtracting an employee’s organizational tenure from his/her immediate superior’s 

organizational tenure. A score of zero means that a subordinate and a superior have 

identical organizational tenure. Negative scores indicate that the employee has longer 

organizational tenure than his/her superior, and positive scores indicate that the 

employee has shorter tenure than the superior. We construct a dummy variable for 

organizational tenure matching which is coded as unity for positive scores (meaning 

that the supervisor entered the organization before the subordinate) and zero for 

negative scores (meaning that the supervisor entered the organization after or at the 

same time as the subordinate). 

 

LMX tenure matching (LT) 

The statement “I have worked together with current immediate superior for (1 = less 

than 1 year, 5 = More than 4 years)” is used to measure superior-subordinate duration. 

In this study, 13.6% (N=245) and 24% (N=431) of the employees have worked under 

their current immediate superior for less than 1 year and more than 4 years, respectively. 

Most employees (62.4%) have worked under their current immediate superior for 2-5 

years. 

 

Control variables 

To avoid alternative explanations, we controlled for several subordinate demographic 

variables, including age, gender, education, marital status, and job type. We selected 
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these variables because previous research has shown that demographic characteristics 

may influence employee use of voice (Detert & Burris, 2007; Hassan & Hatmaker, 2014; 

Elizabeth W Morrison, 2011). In this research, the organizational tenure of an employee 

was measured as the number years an employee had worked in the current agency at 

the time of data collection. A five-point scale was adopted to measure the education 

level of an employee (1 = primary school or lower; 2 = secondary school or equivalence; 

3 = college level or equivalence; 4 = university degree or equivalence; 5 = master’s 

degree or above). Dummy variables were constructed for job types (professional/tech: 

1 = yes, 0 = no; managerial: 1 = yes, 0 = no), and marital status (married=1, single=0). 

Dummy variables were constructed for the category of NGOs (social associations 

(shehui tuanti): 1 = yes, 0 = no; civil nonenterprise units (minban feiqiye): 1 = yes, 

0 = no), which were set as random variables. A five-point scale was adopted to measure 

the scale of NGOs (1<10 employees; 2 = 10-20 employees; 3 = 21-30 employees; 4 = 

31-40 employees; 5 = over 41 employees). The category and scale of NGOs were 

included in analysis because they indicate the organizational level, which may in turn 

influence the employee’s voice (Elizabeth W Morrison, 2011).  

 

Analytic techniques 

 

Assessment of common method variance. The data may be susceptible to the issue of 

common method variance, as a single respondent is used to measure all the variables. 

Therefore, a range of procedures were adopted to minimize its potential effects. First, 
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we indicated in the introduction of the questionnaire that there are no good or bad 

answers and that we are interested in actual perceptions for the purpose of the academic 

application. Second, based on the previously validated scales, we formulated the items 

as concisely, clearly, and specifically as possible. Third, we statistically tested for 

common method variance using Harman’s one-factor test (Setälä, Grönlund, & Herne, 

2010). A principal component factor analysis of the dependent and independent 

variables revealed that more than one factor had an eigenvalue higher than 1.0 and that 

the first factor explained only 33.02%. The fact that the first factor explained less than 

50% of the total variance suggests the absence of one major factor. Therefore, the effect 

of common method variance does not seem to be significant here. 

 

Measurement validity. The measurement validity of LMX and prohibitive voice 

was first assessed using the partial least squares (PLS) confirmatory factor analysis. 

PLS was used because the normality of data distribution was not assumed in this study. 

The method of PLS also aims to maximize the explained variance of the endogenous 

latent constructs and minimize the unexplained variances (Afthanorhan, 2013). The 

values for means, standard deviations, Cronbach’s α, weight, and other summary 

statistics of the indicators are reported in Table 2. In this study, we had acceptable values 

(greater than 0.7) for Cronbach's α (0.856 for LMX and 0.770 for prohibitive voice) and 

Dillon-Goldstein's rho (0.892 and 0.845). The values for average variance extracted 

(AVE) (0.527 for LMX and 0.520 for prohibitive voice) exceeded the threshold values 

of 0.5, and the first eigenvalues (3.84 for LMX and 2.62 for prohibitive voice) of the 
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latent variable were all above 1. Therefore, the construct reliability of the measures for 

LMX and prohibitive voice was satisfactory. Discriminant validity was assessed at both 

the item level and the construct level. At the item level, the PLS confirmatory factor 

analysis indicated that all indicators load at their highest with their respective construct 

and that no indicator loads higher on other constructs than on its intended construct, 

which established the discriminant validity of the survey items. At the construct level, 

comparison of the square root of each reflective construct’s AVE and correlation of 

latent variables further confirmed that the discriminant validity was satisfactory. 

Overall, the evaluation of the measurement models revealed that all constructs were 

satisfactorily reliable and valid. 

INSERT TABLE 2 ABOUT HERE 

 

    Test of hypotheses. Linear mixed-effects (LME) models were used to examine the 

relationships between LMX and prohibitive voice, controlling for individual 

demographic characteristics and other variables related to influence voice. LME is 

widely used in social and behavioral studies that have a hierarchical data structure, with 

individual observations nested within groups (Andrzej Gałecki & Burzykowski, 2013; 

Li & Baron, 2012; Zuur, Ieno, Walker, Saveliev, & Smith, 2009). However, LME 

models can potentially take into account the correlation of observations contained in a 

dataset. Moreover, they also effectively partition the overall variation of the dependent 

variable into components corresponding to different levels of data hierarchy (Andrzej 
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Gałecki & Burzykowski, 2013; Zuur et al., 2009). A forward stepwise process was used 

to introduce variables to the model. We are particularly interested in whether the 

prohibitive voice of an employee is related to the independent variable of LMX; we 

started with a simple model with organizational level variables set as random effects 

(Model 1), which may vary across organizations and for which the variance was 

estimated. The variance of these random effects represents the variability across 

organizations. Then, we introduced controlled variables (Model 2), independent 

variables (Model 3) and interactions (Model 4) set as a fixed effect in the model. The 

measures of AIC and BIC were used to test the improvement in the overall model. All 

statistical analyses were performed using the lme4 (Bates, Maechler, Bolker, & Walker, 

2014) and lmerTest (Kuznetsova, Brockhoff, & Christensen, 2014) packages in R 

(Team, 2014). 

 

RESULTS 

 

Descriptive Statistics of variables and Correlation Analysis. The means and standard 

deviations of the variables, and the correlation coefficients between them are reported 

in Table 3. The descriptive statistics indicate that we have a normally distributed sample. 

As anticipated, the raw correlations between the independent and dependent variables 

are mostly consistent with our hypotheses. 

 

INSERT TABLE 3 ABOUT HERE. 
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   Table 4 summarizes the LME results, which shows that the random effect variances 

in the models are close to zero (P < 0.0001) and indicates that prohibitive voice rarely 

differs with these variables. Comparing both the AIC and BIC statistics in Table 4, it is 

clear that the most preferable model is the final model (model4), which has the lowest 

AIC and BIC. Model 4 in Table 4 shows the full results for all predictors and the 

interactions of LMX with LMX tenure matching as well as LMX with organizational 

tenure matching.  

 

INSERT TABLE 4 ABOUT HERE 

 

Hypothesis 1 proposes a positive correlation between LMX and employee 

prohibitive voice, and LMX has a positive and significant influence on employee 

prohibitive voice, as anticipated. Hypothesis 1 is therefore fully supported. The 

coefficient is 0.141 (p<0.001) in model 3, where we conduct a linear mixed-effects 

(LME) model to examine the correlations among the controls, LMX, organizational 

tenure matching, and LMX tenure matching with prohibitive voice. The coefficient is 

negative (-0.207, p<0.001) when we introduce interactions into the model (model 4), 

which indicates that the interaction effects are strong enough to be discussed as 

expected. The result in model 3 also shows a statistically significant difference in 

prohibitive voice between employees with longer and shorter organizational tenure (β=-

0.186, p=0.0001), i.e., subordinates with a shorter organizational tenure than their 
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superiors are less likely to use prohibitive voice. Hypothesis 2 is therefore also fully 

supported. In model 3, LMX tenure matching of the supervisor and subordinate also 

has a statistically significant effect (β= 0.049, p<0.05) on employee prohibitive voice, 

with longer LMX tenure matching of the supervisor and subordinate being associated 

with a higher likelihood of using prohibitive voice, fully supporting Hypothesis 4. 

The hypothesis of moderating effects is tested by adding the interaction terms of 

LMX with organizational tenure matching and LMX tenure matching into the model. 

The results are reported in model 4 of Table 4, showing that the interaction effect of 

organizational tenure matching and LMX is significant and positive for subordinates 

with longer organization tenures (β= 0.045, p<0.001), indicating that the correlation 

between LMX and prohibitive voice is stronger than it is for those with shorter 

organizational tenures. Figure 1 depicts the predicted relationship of the interaction of 

LMX and organizational tenure difference on employee prohibitive voice. As shown, 

there is a strong, positive relationship between LMX and prohibitive voice for those 

subordinates who entered the organization before their supervisor. However, this is not 

the case for employees who entered the organization later than their supervisor - the 

correlation between LMX and prohibitive voice for those employees is actually 

negative. Hypothesis 3 is therefore fully supported too. 

 

                  INSERT FIGURE 1 ABOUT HERE. 
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As shown in model 4 of Table 4, the interaction effect between LMX and LMX 

tenure is significant and positive for subordinates with longer LMX tenures with their 

supervisor (β= 0.577, p<0.0001), which indicates that the correlation between LMX 

and prohibitive voice for those subordinates with longer LMX tenures with their 

superiors is stronger than it is for employees with shorter LMX tenures with their 

superiors. To depict the interaction effect, we recode the variable of LMX tenure, whose 

mean at or above the mean LMX tenure denotes longer LMX tenure; and below the 

mean LMX tenure denotes shorter LMX tenure. Figure 2 depicts the predicted 

relationship of the interaction of LMX and LMX tenure on employee prohibitive voice, 

showing that lower-LMX employees often restrain their prohibitive voice regardless of 

whether or not they have longer LMX tenure. Furthermore, longer LMX tenure and a 

lower-quality LMX relationship did not greatly affect subordinates’ use of prohibitive 

voice. By contrast, when the LMX quality is higher, those with longer LMX tenure with 

their supervisor conduct prohibitive voice more often than those with shorter LMX 

tenure – fully supporting the final Hypothesis 5. 

 

                  INSERT FIGURE 2 ABOUT HERE. 

 

CONCLUSION AND DISCUSSION 

 

Employee prohibitive voice behavior should be valued by an organization because it 

can reveal both problems and solutions to those problems; however, prohibitive voice 
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may challenge the status quo and change standard routines and belief systems. Given 

the significance and the potential adoption of risk in prohibitive voice behavior, this 

study investigates how the quality and tenure matching of the relationship between 

subordinates and supervisors are related to prohibitive voice behavior in NPOs. The 

results demonstrate that the quality of LMX relationships has a significantly positive 

influence on employees’ prohibitive voice behavior, which may be moderated by 

organizational tenure matching and LMX tenure matching. This extends previous 

studies of leadership and voice in NPOs in several ways. 

First, this study is among the first to clearly investigate and theorize about the 

influence of leadership on prohibitive voice behavior that is prevention-oriented but 

may potentially have more of an effect than other voice constructs (Liang et al., 2012). 

The study also responds to calls for more precision in voice research (Detert et al., 2013; 

Dyne et al., 2003; Van Dyne & LePine, 1998) by focusing attention on prohibitive voice 

- challenging the status quo of an organization, and providing insights into the problems 

for the development of countermeasures. Drawing from extant leadership theories and 

voice studies, we advance the investigation and predictions of how leadership 

influences the type of prohibitive employee voice specific to NPOs. Although hierarchy, 

order, harmonious interpersonal relationships, and reciprocation are expected in NPOs 

in the context of Chinese society, the finding that employee prohibitive voice behavior 

is positively related to the quality of LMX relationships is in line with most previous 

findings about other voice constructs (Botero & Van Dyne, 2009; Detert & Burris, 2007; 

Hsiung, 2012). This implies that leader behaviors and traits that are particularly 
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important determinants of high-quality LMX are also important variables for the 

encouragement of employee prohibitive voice in NPOs in China. High-quality LMX 

reduces employees’ fear of violating relational bonds and subsequently increases the 

use of prohibitive voice. 

Second, the study extends previous findings relating to the correlation between 

leadership and voice behavior (Botero & Van Dyne, 2009; Detert & Burris, 2007; Qi & 

Ming-Xia, 2014) in NPOs that are more affection related and relationship oriented, and 

in which employees may be more risk averse than those in the private sector (Buurman, 

Delfgaauw, Dur, & Van den Bossche, 2012). Consistent with previous findings (Detert 

& Burris, 2007), our results demonstrate that the correlation between subordinate and 

superior may be a central factor determining prohibitive voice behavior in NPOs. 

Specifically, a high-quality LMX relationship is linked to employees’ more frequent 

usage of prohibitive voice in NPOs. The behaviors and attitudes of superiors in the 

context of resource and bureaucratic constraints in NPOs have a vital influence on their 

employees’ willingness to use their prohibitive voice. Although traditional views of 

leadership in the Chinese context often endorse personal dominance, authority, and 

unilateral decision making, similar to other contexts, low-quality LMX inhibits 

employees’ willingness to express themselves. High-quality LMX relationships, which 

are characterized by positive and supportive communications as well as trust and 

affectivity, could induce employees to provide suggestions, comments, and even 

critiques. The findings further suggest that superiors in NPOs should engage in such 
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behaviors as much as possible to develop high-quality relationships with their 

subordinates in order to encourage their use of prohibitive voice. 

Third, a new and interesting finding concerns how the tenure matching of 

subordinates and supervisors affects the positive relationship between LMX and 

employee use of prohibitive voice. We found that LMX tenure matching moderates the 

correlation of LMX quality with employee use of prohibitive voice in NPOs. More 

specifically, employees who have worked longer with their supervisors use prohibitive 

voice more often than those who had worked less with their supervisors. We also found 

that organizational tenure matching moderates the impact of LMX quality on employee 

use of prohibitive voice. That is, subordinates who joined the organization before their 

supervisors use their prohibitive voice less than those who joined later when LMX 

quality is low. Instead, employees who joined the NPO before their supervisors use 

prohibitive voice more often than those who joined later when LMX quality is high. 

This is especially the case for subordinates who joined the NPO later than their 

supervisors, where there is a negative relationship between the LMX quality and 

prohibitive voice. It is likely that such subordinates believe their supervisors are more 

experienced and more familiar with their organizations. These findings offer some 

support for the assertion in Gkorezis et al. (2011) that the moderating impact of tenure 

on job-related associations plays an influential role in management and psychological 

research.  

This study is not without limitations. First, individual characteristics, including 

psychological personality, previous working experience, and social networks, are not 
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included in the questionnaire, which limits the scope of relational and causal inference. 

Thus, further research is needed to integrate individual characteristics into the 

investigation of the relationship between LMX and prohibitive voice in order to 

examine the influence of individual characteristics on the quality of LMX, the behavior 

of prohibitive voice, and the relationship between them in NPOs. Another limitation is 

associated with our measures and self-reported data. The measures of LMX and 

prohibitive voice focus exclusively on the participants’ perspectives. Although we 

believe this approach is congruent with the majority of prior research into LMX and 

voice, future studies based on longitudinal data in nature or both self-reported data and 

data collected from other subjects may reveal much more about LMX quality, the 

behavior of prohibitive voice, and their linkage. The model is also tested in the Chinese 

context; thus, a potential limitation is the ability to generalize our findings to another 

cultural context. Confucian ethics and the traditional official culture in China emphasize 

hierarchy, order, harmonious interpersonal relationships, and reciprocation. Traditional 

Chinese culture values high power, distance and authoritarian leaders, which can make 

voice behavior particularly daunting (Liang et al., 2012). This less democratic and 

highly centralized political system may also have a highly specific effect on the 

variables studied. Thus, an examination of the extent to which these unique cultural 

contexts affect the quality of LMX, the behavior of prohibitive voice, and their 

connection is not attempted here. While it is likely that our findings will be applicable 

to other regions with similar conditions to China, a cross-cultural comparative study 

would help clarify this further. 
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           Table 1 Descriptive Statistical Results 

Characteristics Percentage Characteristics Percentage 

 Gender Male 53.4%     

  Age 

<30 17.1% 

Female 46.6% 31-40 42.4% 

CPC 

member 

Yes 85% 41-50 38.1% 

No 15% >50 2.2% 

 

Position 

Subordinate 

& 

supervisor 

 

89% 

 

Job 

type 

Clerk /support 25.3% 

Professional/tech 51.9% 

Subordinate 11% Managerial 22.8% 

Education College  73.8% Marital 

status 

Married 79.3% 

Below  26.2% Single 20.7% 
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Table 2 Mean (M), standard deviation (SD), and measurement validity of the variables (N= 1798) 

Construct Indicator Mean Stdev Weight Loading Cronbach’s α DG.rho Eig.1st AVE 

LMX LMX1 3.399 1.313 0.153 0.639 0.856 0.892 3.84 0.527 

LMX2 3.441 1.315 0.167 0.798 

LMX3 3.405 1.344 0.228 0.727 

LMX4 3.422 1.207 0.172 0.763 

LMX5 3.384 1.320 0.207 0.743 

LMX6 3.386 1.206 0.135 0.723 

LMX7 2.916 1.380 0.324 0.678 

Prohibitive 

Voice 

ProV1 3.354 0.961 0.315 0.777 0.770 0.845 2.62 0.520 

ProV2 3.162 1.103 0.244 0.780 
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ProV3 2.804 1.677 0.252 0.837 

ProV4 2.655 0.888 0.241 0.790 

ProV5 3.410 1.177 0.218 0.752 

               Abbreviations: ProV, Prohibitive voice 
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                                   Table 3 Means, Standard Deviations, and Correlation Coefficients (N= 1798) 

 Mean   SD 1 2 3 4 5 6 7 8 9 10 11 12 13 

1. Sex 0.6 0.491 1             

2. Age 38.33 7.253 0.0003 1                      

3. Marriage 0.21 0.405 0.072*** -0.005 1                    

4. Education 3.12 1.834 -0.02 0.009 0.017 1                  

5. OT 2.63 1.333 -0.007 -0.008 -0.039 -0.042* 1                

6. LT 0.43 0.495 -0.01 -0.004 0.012 0.033 -0.046** 1              

7. Professional/Tech 3.37 1.355 0.036 0.015 0.041* -0.029 0.006 0.032 1            

8. Managerial 0.25 0.435 -0.016 -0.02 -0.034 0.036 -0.004 -0.012 -0.604*** 1          

9. Social Association 0.52 0.5 0.022 0.023 0.047* -0.041* -0.038 0.043* 0.781*** -0.528*** 1        

10.Nonenterprise  0.36 0.479 -0.008 -0.039 -0.048** 0.04* 0.028 -0.034 -0.537*** 0.889*** -0.688*** 1      
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11. Scale 0.46 0.499 0.001 0.009 -0.001 0.073*** -0.509*** 0.051** -0.011 0.032 0.028 0.008 1   

12. LMX 0.00 1.000 -0.01 0.01 0.026 0.125*** -0.624*** 0.057** -0.037 0.018 0.003 0.002*** 0.708 1  

13. PV 0.00 1.000 -0.016 -0.003 0.017 0.375*** -0.039* -0.076*** -0.07*** 0.052** -0.054** 0.044 0.104*** 0.149*** 1 

                Signif. codes: 0 ‘***’ 0.001 ‘**’ 0.01 ‘*’ 0.05 ‘.’ 0.1 ‘ ’ 1 

                Abbreviations: OT, Organizational Tenure matching; LT, LMX Tenure matching; PV, Prohibitive voice
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 Table 4 Results of Multiple Regression Analyses of Prohibitive Voice 

  Model 1 Model 2 Model 3 Model 4 

 β t β t β t β t 

Fixed Effects         

Controls         

Gender   -0.015 -0.338 -0.015 -0.333 -0.005 -0.129 

Age   -0.001 -0.316 -0.001 -0.342 0.000 0.184 

Education   0.199*** 16.787 0.196*** 16.519 0.181*** 16.018 

Marriage   0.037 0.685 0.035 0.663 0.036 0.716 

Managerial   -0.131* -2.081 -0.109 -1.749 -0.125* -2.108 

Professional/tech   0.007 0.126 0.015 0.272 0.019 0.382 

Predictors         

LMX     0.141*** 4.703 -0.207*** -4.250 

LT     0.049* 2.337 0.051* 2.431 

OT     -0.186*** -4.250 -0.206*** -4.943 

LMX× OT       0.045** 3.094 

LMX×LT       0.577*** 13.622 

Random Effects         

 Var S.d. Var S.d. Var S.d. Var S.d. 

SCALE 0.021 0.144 0.011 0.104 0.002 0.045 0.000 0.000 

SA 0.004 0.063 0.000 0.000 0.000 0.000 0.000 0.000 
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Signif. codes: 0 ‘***’ 0.001 ‘**’ 0.01 ‘*’ 0.05 ‘.’ 0.1 ‘ ’ 1 

Abbreviations: OT, Organizational Tenure matching; LT, LMX Tenure matching; SO, 

social association; NE, non-enterprise unit. 

 

 

 

 

 

 

 

 

 

NE 0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 

Residual 0.981 0.991 0.847 0.920 0.833 0.913 0.755 0.869 

Model summary         

AIC 5091.1 4834.4 4805.0 4628.3 

BIC 5118.1 4894.8 4881.9 4716.2 

Log lik -2540.6 -2406.2 -2388.5 -2298.1 
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