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Abstract: The well-being and safety of employees are crucial for optimizing their performance. Identifying and analyzing the factors that contribute
to enhancing performance and promoting safety is of utmost importance. This research examined the impact of work-family conflict, LMX, and job
security on job performance and safety voice. It also explored how psychological safety and coercive pressure play a role in mediating and moderating
these relationships. This study uses a cross-sectional research design. A comprehensive questionnaire was created to collect data from the
participants. The research sample was collected from employees in the telecom sector. We had a total of 212 usable questionnaires. The collected
responses were analyzed using SPSS. The study's findings revealed that psychological safety has a significant impact on job performance and safety
voice. In addition, factors such as work-family conflict, relationships between leadership members, and job security have a significant influence on
performance. The study also provides support for the role of psychological safety and the impact of coercive pressure. Scholars can use these findings

for their future research.
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1. Introduction

Interpersonal fear is a significant factor that greatly impacts both
personal and professional aspects of an individual's life. The notion of
psychological safety pertains to the lack of fear in interpersonal
relationships for an individual. When there is a sense of psychological
safety, individuals feel comfortable discussing both personal and
professional matters openly [1]. When it comes to work-related matters, the
foundation of team members' motivation and engagement lies in
psychological safety. Individuals who perceive their contribution to be
important in the workplace and are granted the freedom to express
themselves tend to exhibit this behaviour. Psychological safety of
individuals increases the likelihood of success in organisational and
innovative endeavours [2]. An individual who experiences psychological
safety tends to have reduced fear of failure and is more willing to take risks
in order to accomplish personal and organisational objectives [3].

The safety of employees is contingent upon the organisational
environment. The individual encountered challenges in predicting and
anticipating risk [4]. Mere compliance with safety regulations is insufficient
for effectively managing this situation. Recently, scholars and practitioners
have been primarily concerned with developing procedures for creating a
sustainable and safe work environment. One procedure that can be
implemented is safety voice. The primary objective of Safety Voice is to
assess the existing potential and constraints in establishing a secure work
environment [5]. Therefore, people should proactively identify hazardous
methods of task execution. They offer valuable suggestions for generating
positive change. Ensuring the physical safety of employees can be
achieved through proactive behaviours. Furthermore, the safety
performance of the organisation is crucial.

The employee's psychological safety has a significant impact on
organisational productivity [6]. Organisations prioritise job performance as
it is crucial for overall productivity. One of the main factors in achieving
organisational goals is... Employers and organisations seek individuals
who can effectively and efficiently perform tasks, as their performance is
crucial for organisational success. The decision-makers should have a
comprehensive understanding of the short-term and long-term benefits of
employee performance [7]. The employees' performance is crucial for
organisational growth.
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The performance of employees is influenced by factors such as work-
family conflict and the relationship between leaders and management. The
concept of work-family conflict has been widely utilised in previous studies.
The significance of discussing this topic lies in the frequent association
between work roles and work-family conflict. It is important to maintain a
balance between family and work responsibilities, as both aspects can be
demanding and require attention. W ork-family conflict arises when there is
a conflict between the responsibilities of one's family and their work. This
contradiction poses significant risks to both the personal and professional
aspects of an individual's life [8]. The performance and safety of individuals
are positively associated with the leader-member relationship (LMX). The
primary focus of LMX is the development of the relationship between
employees and management. Furthermore, it is crucial to understand how
these relationships contribute to the development of both individuals and
organisations [9]. Studying LMX is crucial for understanding team
dynamics and their impact on organisational success and productivity.

Additionally, JS plays a crucial role in promoting economic stability,
enhancing positive work environments, ensuring organisational stability,
and improving productivity and employee well-being. The absence of job
security can have detrimental effects on employees' health and overall
well-being [10]. The primary objective of this study is to identify the factors
that enhance performance and safety communication. The study
investigated the effects of job performance, leadership member
relationships, and work-family conflict on safety voice and job performance
in the Telecom sector of KSA. This was done by examining the mediating
role of psychological safety and the moderating role of Coercive Pressure.

2. Literature Review

2.1 Psychological Safety (PSS) Relationship with Job
Performance and Safety Voice (SV)

Employee performance is commonly defined in literature as the
manner in which employees carry out their job responsibilities and duties
[11]. Several studies have described the overall behaviour of employees
as having value for the organisation. The value can be positive or negative.
Furthermore, these behaviours can be classified into counter-productivity,
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contextual performance, and task performance [12]. SV, or shouting voice,
is described in the literature as a workplace behaviour aimed at preventing
injuries [13]. Organisations can mitigate safety hazards and prevent serious
accidents through the use of appropriate measures. Therefore, SV plays a
crucial role in ensuring the safety of the organisation.

The literature has examined the concept of PSS, which refers to the
situation where employees feel comfortable expressing their genuine
opinions about the organisation without fearing negative consequences
for their image and career advancement [14]. PSS is a formal process
that facilitates productive and trustworthy employee interactions, with the
aim of minimising risks. The PSS also has a significant impact on an
individual's behaviour and their ability to manage and address conflicts.
Consequently, the organisation reaps the benefits [15].

Research has shown that PSS has a significant impact on enhancing
both individual job performance and the overall performance of
organisations [2]. Numerous previous studies have concentrated on
evaluating the efficacy of PSS, as organisations are allocating more funds
towards enhancing its effectiveness. The PSS factor has a favourable
impact on the employee's attitude [16]. It fostered an environment where
employees felt secure and comfortable expressing their thoughts to both
upper management and their colleagues, which in turn helped alleviate any
feelings of depression among the workforce. The performance of the
employees is enhanced as PSS enhances work engagement and impacts
job involvement. In addition, the employee at PSS actively participates in
discussions that encourage job performance [17].

The implementation of safety behaviour within an organisation carries
inherent risks. The PSS factor influences an individual's assessment of
workplace risk [18]. In the context of robust PSS, it is important for workers
to remain unconcerned about PSS behaviour. Constructive ideas are
generated and innovative problem-solving techniques are discussed within
the organisation. [19] found that PSS has a significant positive effect on SV.

H1: PSS has a significant effect on Job Performance.
H2: PSS has a significant effect on SV.

2.2 Work-Family Conflict (WFC) and Psychological Safety
(PSS)

WEFC, as defined in literature, refers to the conflict that arises when
work roles become more challenging as a result of family role
involvement [20]. WFC can be classified into two types: interference of
family with work and interference of work with family. The study of WFC
is crucial due to its association with various health, family, and work-
related concerns. Prior research has established a correlation between
lower job satisfaction and increased WFC, which in turn is associated
with higher levels of psychological distress and a greater likelihood of
intending to change employers [21].

Work-family relationships significantly impact the creation of a positive
psychological workplace environment. The psychological environment is
crucial for the development of PSS. A psychologically safe climate in an
organisation is characterised by employees feeling comfortable to freely
express their opinions on any organisational matter. Organisations lacking a
psychologically safe environment tend to have low employee PSS.

Furthermore, arobust association exists between mental health and
WFC. Furthermore, it can have adverse effects on the individual's mental
health. Employees' personal work stress has a negative impact on their
work effectiveness [22]. Scholars have noted that PSS plays a significant
role in shaping individuals' roles within organisations. The concept of
PSS encourages individuals to freely express their emotions without
worrying about negative consequences on their professional growth,
social standing, and self-perception [23]. Work-life balance significantly
affects an employee's quality of life. Furthermore, it has the potential to
impact one's health, safety, and personal satisfaction. Consumption of
WFC has been linked to negative outcomes such as depression and
intoxication. [24], [15], and [25] found that WFC has a significant impact
on PSS.

H3: WFC has a significant effect on PSS.

The organisational environment significantly influences employees'
perception of safety. Employees who maintain a balance between their family
and job roles are more likely to experience peace of mind and enhance their
job performance. Work-family conflict can lead to decreased employee
performance due to increased stress and reduced perceived social support.
The likelihood of individuals who feel psychologically safe having better
communication with their colleagues is high. There will be fewer conflicts and
challenges for such an employee. The individual will seek additional support
from their colleagues. The employee's productivity increases due to the
supportive climate provided by their family and organisation. Furthermore,
previous literature has examined the mediating function of PSS in their

research. A study conducted by [26] found that PSS plays a positive
mediating role between leadership and innovative work behaviour.

[27] proposed a set of mediating conditions for a variable. According
to these conditions, for a variable to be proposed as the mediator, there
must be a minimum of two paths: path "a" and path "b". Scholars assert
that path "a" signifies that the independent variable in the study directly
influences the mediating variable. Path "b" indicates that the mediating
variable must have a significant impact on the dependent variable. This
study revealed that WFC significantly influences PSS [25] (path "a").
Additionally, PSS was found to have a significant impact on performance
[17] and SV [19] (path "b"). Thus, we hypothesise that.

H4: WFC significantly influence Job Performance through the Mediating
Effect of PSS.
H5: WFC significantly influence SV through the mediating effect of PSS.

2.3 Leader-Member Exchange (LMX) and Psychological
Safety (PSS)

Various previous studies have put forth varying definitions of LMX.
The research conducted by [28] provides an explanation of LMX as a
measure of the quality of interaction between employees and their
supervisors. Leaders of the organisation can participate in meaningful
social interactions that are characterised by empathy, effective
communication, and trust. However, there is a possibility that they may
become involved in practical discussions and experience a decrease in
quality. The frequency of interaction between followers and leaders can
impact the quality of their relationship. LMX primarily relies on work
exchanges between subordinates and supervisors in the workplace [29].
The interaction between subordinates and supervisors is influenced by the
workplace goals and the nature of the work being done. The primary
emphasis of LMX is on employment relationships, contribution, and
competence, leading to a collective prioritisation of work.

The foundation of LMX is rooted in the connection between the tasks.
The strength of the LMX relationship is influenced by various factors such
as emotional support, decision making, and facing challenges [30]. The
relationship between subordinate and supervisor is built upon various
dimensions that ultimately have a positive impact on the perception of the
employee's interest, self-determination, and comfort [31]. Psychological
safety is crucial for employees to work effectively and efficiently.
Conversely, employee insecurity may arise if they perceive constant
monitoring by their employer or leader. These factors contribute to
employees feeling secure in the presence of a strong LMX relationship.
Conversely, a low LMX can hinder the development of a PSS [32]. [33]
found a significant relationship between LMX and PSS.

H6: Leader-member exchange has a significant effect on PSS.

The concept of PSS is crucial for fostering trust among employees.
This construct plays a crucial role in fostering a positive organisational
environment. Employees are encouraged to communicate with
management regarding any mistakes they may have made. The
relationship between leaders and employees is crucial for developing
PSS perception [34]. The organization's leaders handle the daily
operational matters. They are effectively managing the organisation. The
behaviour of leaders influences employee attitudes and perceptions. The
organization's employees seek information about their managers to
evaluate their future actions. If a manager fails to fulfil their promises,
employees may experience a lack of psychological safety. The primary
role of leadership is to foster a positive work environment that enhances
employee performance. The safety voice of employees is influenced by
this, as they feel comfortable sharing their concerns with managers when
they feel safe. Previous studies have investigated the mediating role of
PSS in their research. For instance, [35] and [36] emphasised the
mediating role of PSS in their respective studies.

In addition, [33] provide evidence supporting the positive effect of
LMX on PSS, which fulfils the condition of path "a" as proposed by [27]
based on mediating conditions. [17] demonstrate a significant relationship
between PSS and job performance, while [37] establish a significant effect
of PSS on SV, satisfying the criteria for path "b". Thus, we hypothesise that;

H7: Leader-member exchange significantly influences Job Performance
by the mediating effect of PSS.

H8: Leader-Member Exchange significantly influences SV through the
mediating effect of PSS.

2.4 Job Security (JS) and PSS

JS is commonly associated with worker health and safety. JS plays a
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crucial role in facilitating the work of employees and individuals.
Furthermore, the use of JS is associated with job stability, workplace
security, career advancement, and future employment prospects. JS, as
defined in literature, encompasses an employee's expectations regarding
work continuity, including long-term career opportunities, work conditions,
and promotion prospects [38]. JS is often associated with employee health
and safety [39]. The perception of job safety is associated with an
employee's attitude towards safety. JS refers to the guarantee that workers
will retain their employment and avoid unemployment [40].

Prior research has limitedly explored the impact of JavaScript (JS) on
employees' PSS [41]. Job insecurity has significant adverse effects on the
mental and physical health of workers. Mental health problems encompass
various issues such as stress, emotional exhaustion, burnout, psychological
distress, anxiety, and depression [42]. Employees experience a sense of
relief when they perceive their job to be secure within an organisation. Under
these circumstances, employees find it convenient to express their authentic
identities. Consequently, when employees lack a sense of security within an
organisation, they are less likely to report important issues to management
[43]. On the other hand, people who feel job security are more likely to
experience psychological safety, allowing them to freely express their
opinions on organizational matters without feeling burdened. [44] found that
JS has a significant positive impact on PSS.

H9: JS has a significant effect on PSS.

Past research has examined the mediating effect of PSS [45]. In
current research, the JS factor in an organisation fosters a sense of
employee safety. The worker will exhibit fearlessness in the face of
potential negative consequences resulting from errors. In this scenario,
employees are also willing to take risks in order to enhance their
performance. In addition, the employee engages in open communication
with colleagues at all levels. Employees who make errors and mistakes
during their jobs can easily share their experiences, contributing to the
development of a safety culture. These factors contribute to job
engagement and improved job performance. Furthermore, literature has
also examined the mediating effect of PSS. The study conducted by [37]
found a significant mediating role of PSS in their research. In addition,
[46] identified a mediating mechanism of PSS in their study.

The influence of PSS on job performance and SV has been
demonstrated, thus fulfilling the mediating condition of PSS. According
to [27], [44] found that JS has a positive effect on PSS, fulfilling condition
"a". However, previous studies [17, 37] have reported a positive
relationship between PSS and both job performance and SV. Thus, we
hypothesise that

H10: JS significantly influence Job Performance by the mediating effect of
PSS.
H11: JS significantly influences SV through the mediating effect of PSS.

2.5 Coercive Pressure as Moderator

The concept of coercive pressure is rooted in social sanctions that
can be imposed when an individual fails to conform to socially acceptable
behaviour. Coercive pressure is a significant source of law, analogous to
how an employee can be promoted by conforming to the organization's
expectations [47]. When stakeholders impose additional pressure through
punishments, sanctions, regulations, and rules, it results in a situation of
coercive pressure. On the other hand, the phenomenon of normative
pressure arises from the standards, norms, values, and expectations within
the organisational culture. Organisations are seeking new behaviours and
actions in response to these pressures [48]. Mimetic pressure is a form of
pressure that arises from uncertainties within an organisation. Pressure
occurs from both external and internal sources [49].

Coercive pressure has a significant impact on an organisation,
compelling it to adhere to regulations and rules. They play a crucial role in
the organization's survival and strive to stay competitive in the market.
Organisations are under significant pressure from their stakeholders to
enhance their performance [70]. Due to the heightened expectations,
organisations are implementing strategies to improve overall performance
[50]. Numerous previous studies have explored the strong correlation
between organisational performance and coercive pressure. Researchers
have extensively examined the impact of coercive pressure on performance
improvement and the influence of a competitive environment [51]. Simply
stated, coercive pressure serves as an external force that compels an
institute to enhance productivity. In addition, the performance of the
organisation is directly impacted by coercive pressure [51]. In addition,
coercive pressure serves as the dividing line between PSS, SV, and JS.
External factors, such as coercive pressure, have been found to have a
significant impact on enhancing the connection between safety-related
variables and overall employee productivity [52]. In addition, the research

conducted by [51] also explores the influence of coercive pressure as a
moderating factor [69].

H12: Coercive Pressure is a significant moderator between PSS and Job
Performance.
H13: Coercive Pressure is a significant moderator between PSS and SV.

Coercive
Pressure R
Wark Family

Conflict Porformance

Ioadar Psychological
Member Safety

Figure 1: Framework.

3. Methodology

A quantitative research design was employed for the data collection.
The focus of the study was on the employees working in the Telecom
sector of KSA. The primary objective of the study was to investigate how
various factors, such as the internal and external environment, including
the home environment, can impact the behaviour and performance of
workers. A purposive sampling technique was employed to gather the
necessary data. A highly effective survey instrument was utilised for the
data collection. The questionnaire was divided into two sections. The first
section focused on gathering demographic information about the
respondents, while the second section contained items related to the
variables of the model. The instrument's reliability and validity were tested.
Questionnaires were distributed among the respondents through direct
interaction between the respondents and the researcher. The researcher
provided a concise overview of the research and its objectives, while also
emphasising the importance of data privacy. A total of 240 questionnaires
were distributed among the respondents, and the researcher received 212
of them back. The high response rate was a result of utilising a face-to-face
interaction methodology.

3.1 Measurements

Researcher measured the variables understudy with the help of
well-developed scale. Seven points Likert scale was used. 1-strongly
disagree and 7-strongly agree.

3.1.1 Work Family Conflict

W ork-family conflict was assessed using a validated five-item scale
developed by [53]. The work demands negatively impact my home and
family life. There are seven points. The Likert scale was utilised [71].
3.1.2 Leader-member Relationship

The leader-member relationship was assessed using a seven-item
scale developed by [54], which measures leader-subordinate relational
identity. The text consists of seven points. The Likert scale was used.
3.1.3 Job security perception

The measurement of job security perception utilised a six-item scale
developed by [55]. There are seven points. The Likert scale demonstrates
strong reliability and validity.

3.1.4 Psychological Safety

The measurement of psychological safety was conducted using a
five-item scale developed by [56], using seven points Likert scale.

3.1.5 Safety Voice

The measurement of safety voice is assessed using a four-item scale
developed by [57], which demonstrates strong reliability and validity.
3.1.6 Job Performance

Job performance measured with 9 items scale developed by [58]
using seven points Likert scale.

3.1.7 Coercive Pressure

The coercive pressure was assessed using a scale consisting of five
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items, which demonstrated strong reliability and validity. The scale utilised a
seven-point Likert scale was utilised [67]. For example, “Regulatory bodies
closely monitor our compliance with industry standards”. Coercive pressure
was measured by the scale used by [57].

Once the data was collected, the researcher proceeded to clean it
by removing any duplicate responses and questionnaires with identical
answers. Excluded outliers from the data set. The data that could be
utilised consisted of 199 responses.

4. Analysis

The hypothesised model was tested using SPSS. SPSS offers a
diverse array of tests and procedures, making it a robust tool for
effectively managing and manipulating data. SPSS offers the capability
to generate comprehensive tables and reports.

4.1 Demographics of Respondents

Discussing the demographics of respondents is crucial for analysing
the integrity, applicability, and validating the research findings. In
addition, it ensures research transparency and allows for critical
assessment by other researchers. It is important to have a clear
understanding of how the research findings can be applied [68].

In the current study, the distribution of respondents was 35.2%
female and 64.2% male. In terms of the age distribution of respondents,
20.1% fell within the 18-to-28-year range, while 28.1% fell within the 28-
to-38-year range. 33.7% fell within the age range of 38 to 48 years. 18.1
percent of the respondents were above the age of 48 years.

Table 1: Demographic Characteristics.

Categories Percentage
Female 35.2%
Gender Male 64.8%
18-28 years 20.1%
28— 38 years 28.1%
Age
38— 48 years 33.7%
> 48 years 18.1%
Undergraduate 40.2%
Education Graduate 39.2%
Postgraduate 20.6%

4.2 Correlation and Descriptive

A correlation table provides a concise summary of the relationship
between variables. Understanding the correlation between variables is
beneficial for predictive analysis. Identifying significant relationships aids in
the effective interpretation of data [66]. This tool facilitates comprehension of
data structures and provides guidance for data analysis. Correlation analysis
informs managerial decision making through data analytics [59].

The table below displays the mean values of the variables, ranging from
3.10 to 3.36. The standard deviation ranges from 1.05 to 1.20. There is a
significant correlation between all variables. All variables exhibit significant
correlations with each other at a significance level of 1%, except for the
correlation between CP and LME. Additionally, the correlation between JP
and JSP is significant at a 5% level.

Table 2: Correlation and Descriptive.

Mean SD 1 2 3 4 5 6 7
WFC 3.21 1.09 1
LME 3.36 1.16 041" 1
JSP  3.24 1.20 0.40" 048" 1
CP 310 111 0.26" 0.27° 021" 1
PSS 3.04 1.13 0.42" 0.34" 0.14" 022" 1
JP 3.28 114 0.46" 0.48" 0.28" 0.27" 0.28" 1
SV 318 1.05 0.31" 0.43" 0.42" 0.26" 0.50" 0.32" 1

*Significant at 5% **significant at 1%
4.3 Factor Loading

Confirmatory factor analysis allows researchers to determine the
extent to which a single factor influences the value of the outcome
variable by calculating factor loadings. The researcher performed a CFA
using AMOS, which revealed that all the factors exhibited loadings
exceeding 0.60 [60].

Table 3: Factor Loadings.
Measure  WFC

LME JSP PSS sV JP CP
W ork-Family conflict

WFC1 .786
WFC2 .864
WFC3 .871
WFC4 .795
WFC5 .812
Leader-Member relationship
LME1 .883
LME2 .859
LME3 .785
LME4 .798
LMES5 .656
LMEG6 .781
LME7 .818
Job Security Perception

JSP1 .861
JSP2 .798
JSP3 .882
JSP4 761
JSP5 .695
JSP6 .685
Psychological Safety

.782

727

.639

.817

.836

Safety Voice
Sv1 .884
SV2 .898
Sv3 .815
Sv4 .796
Job Performance
JP1 .835
JP2 .811
JP3 .790
JP4 .688
JP5 .789
JP6 .801
JP7 .815
JP8 .580
JP9 .823
Coercive Pressure

CP1 .884
CP2 781
CP3 .694
CP4 775
CP5 .798

PSS1
PSS2
PSS3
PSS4
PSS5

The results in Table 3 indicate that WFC consists of five items, all of
which have loadings between 0.79 and 0.871. The leader-member
relationship consists of five items, each with factor loadings ranging from
0.656 to 0.883. The perception of JS was assessed using six items, with
factor loadings ranging from 0.685 to 0.882. The measurement of
psychological safety was conducted using five items, with factor loadings
ranging from 0.639 to 0.836. The safety voice measurement consists of
four items, with factor loadings ranging from 0.796 to 0.898. Job
performance was assessed using nine items [65]. However, one item had
a factor loading below 0.60 and was therefore excluded from the analysis.
The remaining factors had loadings ranging from 0.789 to 0.835. The
coercive pressure was assessed using five items with loadings ranging
from 0.694 to 0.884.

4.4 Construct Reliability and Validity

The reliability of a construct ensures the consistency of its results
[61], while validity ensures that the instrument is measuring what it is
intended to measure [64]. The reliability and validity of the construct are
crucial for ensuring research accuracy and quality. In order to establish
discriminant validity, the values of AVE should be higher than the
squared correlation values [62].

Table 4: Discriminant Validity and Construct Reliability.

1 2 3 4 5 6 7 CR  Alpha
WFC 0.68 0.91 0.78
LMX 0.19" 0.64 0.89 0.81
JSP 0.16" 0.23"” 0.61 0.90 0.89
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CP 0.07" 0.07° 0.04" 0.62 0.90 0.87
PSS 0.18" 0.127 0.02" 0.05" 0.58 0.87 0.79
JP 0.21" 0.23" 0.08" 0.07" 0.08" 0.72 0.91 0.86
SV 0.09” 0.187 0.18" 0.07” 0.25° 0.10" 0.63 0.93 0.88

Diagonals have the AVE and the values below the diagonal are the
squared correlation

The validity and reliability of the data were tested using table 4,
which assessed the data's fitness against various standards. According
to [63], data validity is determined by testing the p-value, which must be
less than 5% to be considered significant. In order to test the validity of
the data correlation, it is necessary for the correlation among the data to
be statistically significant. The reliability of data was assessed using
Cronbach's alpha. According to [63], reliability must exceed 70%. The
table above shows that all variables have reliability scores above 70%
and the AVE values are greater than 0.5, as specified by [63]. In order to
assess the discriminant validity of the data, it is necessary to establish
certain criteria. Specifically, the AVE values should exceed the squared
correlations below the diagonal. The table indicates that the AVE values
for variables WFC, LME, JSP, CP, PSS, JP, and SV are 0.68, 0.64, 0.61,
0.62, 0.58, 0.72, and 0.63, respectively. These values are higher than
those below the diagonal. This finding provides evidence of discriminant
validity. The construct reliability of all variables ranges from 0.87 to 0.93.
Therefore, the data is suitable for analysing the hypothesised model.

4.5 Hypothesis Testing

SPSS was used to test the hypothesised model. The initial
hypotheses tested the effects of WFC, leader-member exchange, and JS
on PSS, as well as the effects of PSS on job performance and safety voice.
The study later tested the indirect hypothesis that the role of PSS as a
mediator between WFC, leader-member exchange, job satisfaction, and
job performance, as well as safety voice. The study also examined the
moderation of coercive pressure on the relationship between PSS and job
performance, as well as the relationship between PSS and safety voice.

The results of the direct effects of independent variables on the
dependent variable are shown in Table 5. The relationship between WFC
and PSS is found to be statistically significant (3=0.27; P=0.00),
indicating that a 27% change in the independent variable directly affects
the dependent variable. This relationship is significant at a 1% level of
significance. The relationship between leader-member exchange and the
PSS is found to be positive and significant (8=0.34; P=0.00). The T value,
which is greater than 2, indicates that the effect of leader-member
exchange is statistically significant at the 1% level, as the P value is less
than 1%. The direct effect of leader-member exchange on the PSS is
34%. The use of JS has a positive and significant effect on the PSS
(B=0.35; P=0.00), with a T value greater than 2. The direct effect of JS
on PSS is found to be positive and statistically significant at the 1% level,
with a p-value of less than 1%. The effect of JS on the PSS is 35%. The

Table 7: Indirect Effect of Mediation on Safety Voice.

direct effect of PSS on job performance is statistically significant (3=0.56;
P=0.00), indicating a positive and significant relationship between PSS
and job performance at a significance level of 1%. A direct positive
relationship exists between any change in PSS and a 56% increase in
job performance. The safety voice is significantly affected by PSS, with
a magnitude of 43%. The significance level is 1%, and the T value is
8.97.

Table 5: Direct Effects.

. T
. Dependent  Standardize .
Independent Variable Variable dp Sig vaelu
W ork-family conflict 0.27 0.000 3.88
Leader-member Psychological
1 exchange Safety 0.34 0.000 5.02
Job security 0.35 0.000 5.01
. Job performance 0.56 0.000 9.51
2 Psychological Safety g iy voice 043 0.000 8.97
Table 6: Indirect Effects of Mediation on Job Performance.
Independent Dependent . Standardized . T
Variable Variable Mediator B Sig value
Work-family 015  0.000 6.05
conflict Job Psychological
3 Leader-member
exchange performance  Safety 0.19 0.001 5.78
JS 0.19 0.020 2.90

The relationship between WFC and job performance is significantly
mediated by PSS, with a magnitude of 0.15. This relationship is highly
significant at the 1% level, with a p-value of 0.000 and a T-value of 6.05.
The relationship between leader-member relationship and job
performance is significantly mediated by PSS. The effect size is 0.19,
which is statistically significant at the 1% level (P=0.001, T=5.78). In
addition, it is worth noting that the relationship between JS and job
performance is significantly mediated by PSS. The magnitude of this
mediation is 0.19, with a significance level of 5% (P=0.020) and a T-value
of 2.90. Hence, the data substantiates the mediation hypothesis.

The mediational role of PSS between the relationship of WFC,
leader-member relationship, JS and safety voice is illustrated in the table
above. The relationship between work-family conflict and the safety voice
is mediated by PSS, with a magnitude of 0.12 and a significance level of
1% at P=0.004 and T=5.23. The relationship between leader-member
exchange and safety voice is significantly mediated by PSS, with a
magnitude of 0.15. This mediation is statistically significant at a 5% level,
with a P-value of 0.010 and a T statistic of 4.78. The relationship between
JS and safety voice is positively mediated by PSS, with a magnitude of
0.15 and a significance level of 1% (P=0.003, T=7.90).

Independent Variable Dependent Variable Mediator Standardized B Sig T value
W ork-family conflict 0.12 0.004 5.23
3 Leader-member exchange Safety voice Psychological Safety 0.15 0.010 4.78
Job security perception 0.15 0.003 7.90

4.6 Moderation Analysis

A process macros developed by [27] was utilised to assess the impact of

Table 8: Moderation of Coercive Pressure.

coercive pressure on the relationship between PSS and job
performance. This tool is highly efficient and effective for testing
moderation.

Independent Variable Dependent Variable Moderator Effects T-value P-value LLCI ULCI
Psychological Safety Job Performance Low value of Coercive pressure 0.38 3.79 0.000 0.2430 0.5273
High Value of Coercive pressure 0.51 6.81 0.000 0.3782 0.6486
Psychological Safety Safety Voice Low value of Coercive pressure 0.29 3.794 0.000 0.1367 0.4453
High Value of Coercive pressure 0.51 6.8109 0.000 0.3601 0.6536

Based on the data presented in table 8, it is clear that coercive
pressure has a positive and significant moderating effect on the relationship
between PSS and job performance. The effect at lower and higher values
of the moderator is 0.38 and 0.51 respectively, with T-values exceeding 2.
The values of LLCI and ULCI also indicate significance in the same
direction, without reaching zero, thus confirming a significant moderation.
Coercive pressure has a significant moderating effect on the relationship
between PSS and safety voice. Specifically, at low levels of coercive
pressure, the beta value is 0.29, and at high levels, it is 0.51. These values
are significant at the 1% level (P=0.000), with T-values greater than 2. The
LLCI and ULCI values also support the significant moderation, as they are
in the same direction and not equal to zero.

—e— Low CP --m-- High CP

Job Performance
w
|

Low PSS High PSS
Figure 2: Moderation of Coercive Pressure on the Effect of
Psychological Pressure on Job Performance.
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Safety Voice

—+— Low CF --M-- High CF

Low PSS High PSS

Figure 3: Moderation of Coercive Pressure on the Effect of
Psychological Pressure on the Safety Voice.

5. Discussion

The Telecom sector holds significant importance worldwide. In
order to remain competitive in the market, it is essential for employees to
go above and beyond their assigned responsibilities. The performance
of the employees is determined by their perception of safety. Telecom
firms should analyse the factors that can contribute to their PSS. This
study was conducted in the context of Telecom organisations based in
Saudi Arabia. The study's findings indicate that PSS has a notable impact
on safety voice. One possible explanation for these findings is that
employees may be more inclined to discuss safety issues within the
organisation if they feel secure. Employees are encouraged to engage in
open communication and discussion regarding workplace safety with the
Telecom firm, through the use of PSS. The participants in the study
expressed their belief that when there is a culture of open
communication, the work environment becomes more secure.

In this scenario, telecom companies can effectively address the
safety concerns related to practices in the telecom industry. The study
participants also noted that they have no difficulty expressing their safety
concerns during the planning sessions and meetings. In addition, these
employees have the freedom to express any safety concerns they may
have to the safety representatives. It is important for individuals to remind
their colleagues to take necessary precautions when they are going out
into the field or engaging in installation activities. In addition, the
participants in the study believe that they can openly communicate with
their supervisors about any dangerous work conditions. The results align
with the findings of [17] in the past.

Furthermore, the findings of the study further validate the assertion
that PSS has a substantial impact on employee job performance.
According to the employees in the telecom sector, feeling safe at work
has a positive impact on their job performance. Due to their strong
dedication, they are fully committed to their work without any distractions.
The study participants noted that they have the freedom to bring various
matters to the attention of top management. Their telecom firm promotes
a culture of open communication, where employees are encouraged to
raise any concerns, they may have regarding safety and procedures to
the top management. These employees also feel secure when they are
engaging in innovative activities at the workplace.

Additional colleagues are present to assist employees during the
execution of hazardous tasks. Ultimately, within the organisation, there are
few individuals who undermine the efforts of others during task execution
[19]. Due to the support and encouragement from management, these
employees can work more efficiently and effectively on the given task. Their
work quality is also improved in this situation. The implementation of PSS
ensures that employees' work aligns with managers' expectations. The
employees' sense of safety motivates them to work diligently in pursuit of
job promotion. Additionally, this individual derives satisfaction from their
job. Their job satisfaction is attributed to their passion for work.
Psychological safety positively influences employee retention.

The study findings indicate that perception of JS has a significant
positive impact on the PSS of employees in the telecommunications
sector. [44] also reported similar findings in their previous study. The
respondents of the study, who are employees in the telecom sector, likely
perceive a sense of job security, which may explain these findings. They
also believe that they cannot be terminated without valid cause or
reason. Consequently, they experience no workplace-related stress or
anxiety. According to some workers, they have the opportunity to work
for their entire lives if they choose to do so. The participants indicated
that termination is only possible if they engage in illegal activities. Hence,
employees must adhere to their job description in order to maintain their
employment. JS has been found to reduce employee stress levels. Their
overall mental and physical well-being is satisfactory. Consequently, their
job performance surpasses that of others.

The study findings also indicate that there is a notable impact of WFC
on PSS. The well-being of a person is closely tied to finding a harmonious

equilibrium between their personal and professional spheres. The
participants in the study expressed that they experience reduced stress
levels due to the absence of work-family conflict. Feeling secure in their
jobs, they are not stressed out. Individuals who experience work-family
conflicts may face an increased risk of workplace accidents, particularly if
they hold positions that require a high level of sensitivity. Employees in this
line of work may also be more susceptible to mental health challenges,
such as anxiety and burnout. The problem of stress and anxiety
significantly impacts physical health, particularly cardiovascular health.
These challenges are encountered by individuals when they struggle to
maintain a healthy work-life balance. When one aspect is neglected, it
inevitably has repercussions on the other in the long term. These findings
align with the results of a previous study conducted by [25].

The results of this study indicate that the relationship between the
leader and the members has a notable positive impact on PSS. Previous
studies by [33] have also documented similar findings, highlighting the
consistent relationship between the variables. The primary factor behind
these findings is the belief among respondents that it is important for
subordinates and supervisors to openly communicate their emotions with
each other. Additionally, people should be able to openly share their
empathy and concerns. It is important for subordinates and supervisors to
openly communicate and support each other through the challenges of
professional life. All these actions indicate a strong emotional connection.
Ultimately, the study's findings indicate that coercive pressure plays arole
in influencing the impact of PSS, performance, and safety voice. The
relationship among these factors becomes robust when the organisation
adheres to the rules and regulations set by external regulatory bodies. By
adhering to these guidelines, an employee can experience a sense of
psychological security and enhance their job performance. Previously, [51]
also found evidence supporting the moderating role of coercive pressure.

6. Implications

This study addresses a gap in the existing research by examining the
role of PSS as a mediator and considering multiple independent and
dependent variables simultaneously. This has important theoretical
implications. In addition, this study has made a valuable contribution to the
existing body of knowledge by examining the simultaneous moderating role
of PSS on two different paths. There is alack of extensive research on PSS
and safety voice in relation to Arab countries. Most comparable studies
take place in Europe or other developed states. The present study also
aims to address this gap in knowledge. In addition, there is a scarcity of
studies that have examined the relationship between work-family conflict,
LMX, and JS perception within a single framework. Numerous studies have
made use of all these variables. The present study also addresses this gap.

The present study also has several managerial implications. The
findings can be utilised by top management in the telecom sector to
enhance employee security. The study's findings emphasise the
significance of achieving a balance between work and family
responsibilities to enhance employee performance. In addition, these
findings can provide valuable insights for the decision-making bodies of the
telecom sector to enhance their performance. The policy makers of the
telecom sector can utilise these findings to gain a deeper understanding of
their employees.

7. Limitations and Future Directions

Regarding limitations, this study utilised a cross-sectional research
design due to the restricted time frame. Using a longitudinal research
design would enhance the generalisability of the data, making it more
applicable to future studies. The current study gathered data through a
guestionnaire completed by the participants. It is suggested that future
studies could consider employing a mixed methodology approach to
gather more comprehensive data. In addition, the study involves one
mediation and two dependent variables. This model is quite intricate and
presents challenges when attempting to analyse the impact of specific
predictor variables on multiple outcomes simultaneously. Therefore, it is
advisable for future studies to prioritise the examination of safety voice
as the dependent variable in the current model. In addition, the data
collected from the study was analysed using SPSS. It is recommended
that future studies conducting similar research consider using alternative
analysis tools like Smart PLS 4, as they are more advanced and up-to-
date. For future studies in the same area, researchers may consider
using sequential mediation to examine mediating effects.

In addition, this study has explored the mediating role of PSS. Itis
recommended that future studies consider evaluating its moderating role
to make a greater contribution to the existing literature. In addition, the
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study does not delve into the theoretical framework. Future studies may
consider supporting the proposed model in future research. In the current
framework, only one variable has been proposed as a moderator. This
model can be expanded by incorporating social media as a moderator in
the latter part of the process. In addition, the proposed model is evaluated
within the context of KSA. In the future, a comparative study is being
proposed with countries such as India or Malaysia.
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Appendix
Table: Details of Iltems of Variables.
S.N Variables Item Scale Reference
Number
The demands of my work interfere with my home and family life.
. The amount of time my job takes up makes it difficult to fulfill family responsibilities.
Work-Family ) .
1. Conflict (WFC) Th|r_1gs | want to do at home do not get o_lone becagse of_the d_emands my job puts on me. 4 [53]
My job produces strain that makes it difficult to fulfill family duties.
Due to work-related duties, | have to make changes to my plans for family activities.
My supervisor personally helps me to solve
My relationship with my supervisor is effective
Leader-member | have con_fidence iq my supervisor tc_) support my decisions
2. relationship My supervisor considers my suggestions 7 [54]
We are both suited to each other
My supervisor understands my problems
My supervisor recognises my potential
| have adequate job security.
Job Security | ce}n't be arbitrqrilyfireq. | have nofegr of_being fir_ed._
3. Perception I think | have a lifetime job guarantee in this organization. 5 [55]
I will not be terminated except for the cases specified in the law.
I will not be fired when | work in accordance with my rights and obligations.
| am able to bring up problems and tough issues.
Psychological Pgople in this org_ani_zatio_n somet_ime_s reject others for being different.
4. Safety (PS) It is safe to take risk in this organization. 5 [56]
Itis easy for me to ask other members of this organization for help.
No one in this organization would deliberately act in a way that undermines my efforts.
Raising safety concerns during planning sessions.
5. Safety Voice Saisi‘ng safety concerns to the Ioca_ll safety representative. 4 57]
emind coworkers to take precautions.
Tell the supervisor about hazardous work.
My work efficiency is much higher than average.
My standards of work quality are higher than the formal standards for this job.
My work meets expectations of my manager.
Job | strive for higher quality work than required.
6. | expect to be promoted faster than average. 9 [58]
Performance . )
| am far more knowledgeable than others who work in my area of expertise.
| find real enjoyment in my job, and | am fairly well satisfied.
| like my job better than the average worker.
| intend to remain in my profession.
Our organization must comply with strict regulations to avoid legal penalties.
c . Regulatory bodies closely monitor our compliance with industry standards.
oercive A : : S . N~
7. Pressure Failure to comply with regulations results in significant penalties for our organization. 5 [57]

Key stakeholders expect our organization to adhere to specific rules and regulations.
Our organization has made significant changes to comply with external regulations.
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