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[bookmark: _Toc29127818]Executive summary
This current report has critically reviewed the force of transformational leadership towards the employee voice based on affective perspective. The report first assesses some closely related literatures which have been published during the last ten years or more and obviously related to the context. The literature review scrutinizes transformational leadership issues, then employee voice behavior issues along with the effect of affective perspective. The report also tries to understand the philosophical issues of that selected research along with research design, research validity, reliability and biasness, including ethical consideration of that research and the contribution of the selected research. The outcomes of this study have several contributions in existing management and leadership literatures.
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1. [bookmark: _Toc29127819]Introduction
[bookmark: _Toc27697234][bookmark: _Toc29127820]Thoughts and outcomes from the previous related literature are crucial for the entire research disciplines as well as all the research projects. Literature review can support the authors to analyze and map their research or study area to motivate and inspire the objective of the research and rationalize research question along with research hypotheses (Snyder, 2019). This is usually referred to literature review. Nevertheless, for any literature reviews to turn into a suitable research methodology, like with some other researches, follow appropriate steps require to be ensured and action or act taken to guarantee the review of literature is precise, perfect, and reliable. The same as with all the academic researches, the value or the significance of a literature review relies on what has been done, what has been found as research findings, and the intelligibility of reporting (Moher et al., 2009). The current report aims to understand and critically review the concept of transformational leadership and how that leadership influences on employee voice. The following section discuss and analysis some closely related researches from the last ten years or more as literature review and the third section will assess the research ethics, philosophy, reliability as well as validity of the selected topic. Finally the report concludes under the light of whole analysis. 

2. [bookmark: _Toc24413017][bookmark: _Toc25276563][bookmark: _Toc29127821]Literature review
2.1. [bookmark: _Toc29127822]The concept of Transformational leadership 
[bookmark: _Toc533621791][bookmark: _Toc533632343][bookmark: _Toc533889233][bookmark: _Toc27697237][bookmark: _Toc29127823]The concept of Transformational Leadership (TL) was founded by Downton in 1973 in the sociological research "Rebel Leadership: Commitment and Charism in the Revolutionary Process" (Ivana Simic, 1998). According to Burns (1978), TL is a mechanism in which leaders and supporters constantly seek to improve their individual psychological and motivational abilities to a higher level. In this phase, there is a reciprocal and increasing association between leaders and their followers is exist (Krishnan, 2004). Transformational leadership is such a research topic which is most examined as well as employed the constructs of leadership (Yukl, 2008). 

[bookmark: _Toc27697238][bookmark: _Toc29127824]The Transformational leadership is formed of four types of sub dimensions: firstly, idealized influence, where the leaders under this dimension are respected, admired, and trusted; secondly, inspirational motivation, the dimension reflects how the leaders inspire and motivate the employees by delivering meaning along with challenge in their task or work; thirdly intellectual stimulation, the concept refers to motivating or stimulating workers’ efforts and labors to be creative as well as innovative by questioning or inquiring reframing problems, assumptions, and approaching previous circumstances in new and innovative ways; and finally individualized consideration, that thought engages leaders giving more concentration to each of the individual follower’s or subordinate’s needs for growth and achievement by working as a mentor or coach (Bass and Riggio 2006). Earlier researches have constantly recommended that the transformational leadership generally associated with the subordinates’ positive performances as well as attitudes (for example, Chan and Mak, 2014; Perko et al., 2014). A vital characteristic or features of transformational leaders or leaderships are their affirmative orientation headed for willingness and change to challenge or confront status quo inside the organizations (Herold, Fedor, Caldwell & Liu, 2008). 

2.2. [bookmark: _Toc29127825]Employee voice behavior 
Hirschman (1970) primarily established the idea of voice as a means for a worker to articulate his or her organizational dissatisfaction. Nevertheless, the literature or study related to voice has largely centered on organizational developments, for instance ideas or thoughts for any new projects or products (Morrison, 2011). Voice behavior or action denotes to a staff’s constructive as well as positive transform-oriented communication or statement that is projected to develop a situation or circumstances (LePine and Van Dyne, 2001). Employee voice typically refers to a category of constructive job actions intended to maintain the status in quo (Parker and Collins 2010) as well as advance organizational growth and prevent organizational harm (Liang et al. 2012). Due to the likely advantages of voice, techniques to motivate employees to express their thoughts at work have become an important topic or content in the field of organizational behavior research. Since leaders are, in general, voice intentions along with their behavior and attitudes, the willingness and enthusiasm of workers to raise their voices is directly shaped (Morrison 2014). Leader’s or manager’s behavior is taken into account as a key antecedent that inspires or motivates the workers to voice their opinions and thoughts. Voice behaviors along with behaviors executed outside the place of work and reflect workers’ voluntary contribution and participation of innovative suggestions and ideas on how to advance standardized work directions (LePine and Van Dyne, 1998). Voice behavior has three characteristics: first, challenge-oriented; second, potentially risky; and third, discretionary (Van Dyne et al., 1995). Therefore, those willing or eager to contribute suggestions and recommendations to a business or organization will inevitably consider tradeoffs or exchanges (Detert and Burris, 2007).

Current empirical as well as conceptual advances have emphasized the absence of center on workers’ upward communication concerning the factors or components that may damage the organization (Morrison, 2011). For that reason, Liang et al. (2012) initiated the difference between prohibitive along with promotive voice. While the thoughts share significant resemblances that is, these approaches seek to change the status quo in order to improve organizational efficiency There are also several significant differences. Promoting speech means forward-looking and focuses on "realizing possibilities and goals" (Liang et al., 2012, p. 75), in contrast the prohibitive voice means both past and future-oriented, and emphasizes on preventing and stopping harm in the company or organization (Liang et al., 2012, p. 75).

In particular, prohibitive voice implies more individual risks and hazards to the worker, since raising a voice about the likely damage to the company or organization can highlight the deterioration of the person responsible for the dysfunction. In addition, the higher purposes behind the prohibitive voice may not be easily recognized and the worker may be at risk of being seen just like a complainant (Liang et al., 2012). In a report, Chamberlin et al., (2017) provided meta-analytical support for this concept or notion and demonstrated how leaders judge or rank workers who use their voices as prohibitively inferior performers than workers who use their voices as pro-motivation ideas. Similarly, Morrison (2011) has shown that the strength or intensity of the motivating forces predicting voice can vary depending on its prohibitive or pro-motive content.

In particular, Morrison (2011) suggested that self-protective motivations or motives be particularly motivating in terms of prohibitive speech due to increased interpersonal or related hazards. Liang et al. (2012) experimentally endorsed the hypothesis that self-protective motivations or motives are comparatively important to a prohibitive voice by reflecting how psychological protection or health is more closely linked to a prohibitive voice than to a pro-motivated voice.
A study (Svendsen et al., 2016) has examined the association between prohibitive and promotive voice along with leadership is found as a cross-sectional research. The study found that democratic leadership is dissimilar to a prohibitive voice than to a pro-motive voice. In particular, the analysis found a direct impact on the pro-motive voice as well as an indirect result, through psychological security and safety, on the prohibitive voice that is consistent with the idea that self-protective motivations or motives are more important to the prohibitive voice than to the pro-motivated voice (Morrison, 2011; Liang et al., 2012).

2.3. [bookmark: _Toc29127826]Transformational leadership and employee voice
Transformational leadership may have a significant influence on worker or employee voice actions because voice activity has been related to individual as well as organizational change and a high level of performance and action (Bass and Riggio 2006). Four factors or components of transformational leadership, specifically known as inspirational motivation, idealized influence, intellectual stimulation, along with individualized consideration, will convince and encourage employee voice behavior or action (Liu et al. 2010). Nonetheless, recent research has shown that transformational leadership is perceived to be more important leadership activity or voice-based action than ethical leadership as well as coercive supervision or management (Chamberlin et al. 2017). However, there is a lack of understanding and thoughtfulness of the following mechanism by which transformational leadership influences voice. As a result, few management researches focuses on the effect or consequences of transformational leadership on employee voice behaviour. The Transformational Leadership Theory is mostly applied as well as studied as the Leadership Architecture (Yukl, 2012). A key feature of the transformational leaders is their motivation along with a constructive attitude towards desire and change to challenge the status quo in companies or organizations (Herold et al., 2008). Specific transformational leadership acts or attitudes should all be related to people's tendency to express behavior, both pro-motivation and prohibitive. In addition, intellectually motivational behaviors of transformational leadership may also promote both pro-motivation and prohibitive voice actions by encouraging workers to analyze issues objectively and differently, thus increasing the number of ideas or concerns that workers have generated (Liu et al., 2010).

Voice is a typical pattern of positive action or conduct (Parker and Collins 2010). While previous research has examined the relationship between transformational leadership and voice, these researches are not as adequate (Svendsen and Joensson 2016). Studies revealed these cognitive behavioral influences, together with psychological safety and security (Detert and Burris 2007), appreciation (Liu et al. 2010), belief and trust (Conchie et al. 2012) and pygmalion (Duan et al. 2017), typically mediate the relationship between transformational leadership and voice conduct.  Although these results are very insightful, the function of the affective components in voice action as well as the "energized to" path of employee proactivity has not been explored in experimental research by organizations or businesses (Wang et al. 2012). In order to explain the catalytic approach to proactivity, Parker et al. (2010) introduced a proactive motivation model. In particular, they identified and figured out three motives. Specifically, "may do" means the desire to have an intuition or understanding of the capacity to consider constructive acts or behavior; "Reason to" motivation also refers to the intuition or belief that applying and participating in constructive behaviors or acts is important, and finally "energized to" motivation includes affective knowledge and experience that encourages individuals to apply and participate in behavioral proactivity (Bindl et al. 2012). There is an upward awareness that conscious cognitive action is only an aspect of experience and that the other item (such as the affective cycle or activity) should be checked (Morrison 2014).  In addition, since voice is mainly demanding and exhausting, having ability and triggers is not adequate if a person needs energy to engage in such an effortful task. It is therefore vital to identify leaders or managers who can affectively motivate and energize their voice-behavior subordinates.

Transformative leader generates a sense and intelligence of respect as well as confidence in its subordinates or followers clearly can communicate to the business’s or organization’s vision to develop the followers’ brains and minds and gives them with personalized or individualized thought is thereby persuading them to transform from looking for individual advantages to pursue the business’s or organization’s vision. The transformational leadership style emphasis on increasing the followers’ connection in their business’s goals and aims (Bass, 1985). As the empirical as well as theoretical research have inspected the four (inspirational motivation, idealized influence, intellectual stimulation, and individualized consideration) transformational leadership components and factors (Bass, 1985) are extremely correlated as well as higher-ordered construct (Walumbwa et al., 2008), Transformational leaders can alter or change the morals, values of their followers and incorporate followers into their mission objectives, or promote their latent actions on the basis of those behaviors, thereby enabling them to surpass their expectations (Yukl, 2002). As a result, the followers become more interested and active in the mission of leaders and are willing to compromise and be able to fulfill the dream of their leader (House and Howell, 1992).

Transformational leaders rationally encourage or empower workers to view older challenges from a new angle, providing them with more communication protections and questioning current circumstances (Avolio et al., 1999). In addition, the team or organizational vision may be enhanced by positive encouragement, inspiring followers to rethink and re-examine their activities and organizations, while providing constructive suggestions and recommendations. Likewise, an idealized influence, as well as an individualized concern, emphasizes the promotion of individual development and personal needs of subordinates or followers. Leaders support, help and encourage their followers who are more interested and pay more attention to work rather than to worry and doubts (Shamir et al., 1993) and thus take the risk and chance of expressing their feelings and thoughts. A study illustrates on the model of proactive motivation as well as broaden-and-build concept (Fredrickson 2001) to recommend that the transformational leaders be able to develop positive and encouraging affect to endorse worker voice behavior. 

Two of the earlier studies have shown that transformational leadership is strongly related to the ability and enthusiasm of workers to raise their voices to their respective leaders (Detert and Burris, 2007). In another research, Transformational leadership has also been positively associated with the ingenuity and innovation actions of workers as well as creativity (Shin and Zhou, 2003). Thus, the selected study introduced that transformational leadership has relatively positive employees’ voice actions or behavior. In addition, a leader who displays intellectual motivation aims to make use of the efforts of that leader's employees (Bass & Riggio, 2006), which may encourage employees to conduct themselves both proactively and prohibitively. In addition, the transformational leader commits, motivates and empowers its workers with the goal of achieving organizational objectives (idealized control and positive motivation) and perhaps it will improve the willingness of workers to step beyond the formal job description, as well as express pro-motivation and prohibitive attitudes towards achieving these goals (Liu et al., 2010).  Ultimately, the actions of the transformational leader would motivate workers to trust and believe that managers or leaders are forward-looking rather than maintaining the status quo, and thus inspire both the pro-motivation and prohibitive conduct of the voice (Detert and Burris, 2007). In a recent work by Duan et al. (2017) has shown that transformational leadership has a positive association with promoting voice behavior. Specifically (Wang et al., 2019) say that the positive effect is more important for encouraging or inspiring employee voice activity that is widely regarded for over-qualification. Employees may emphasize their over-the-counter capacity and include a positive observation or view of their effectiveness and competence in their work (Zhang et al. 2016). 

2.4. [bookmark: _Toc29127827]Concept of affective perspective on transformational leadership and employee voice 
Affect is generally used like a term of umbrella for moods, emotions, as well as traits (Barsade and Gibson 2007). Researchers recognize two forms of impacts, the first being on the trait; the second being on the society. The characteristic influences the inclination of an individual to produce a certain feeling and emotion in a variety of situations, while the state effect represents the behavior of a person at a certain point in time (Watson et al. 1988). Several researchers or scholars have suggested that the state effect has a comparatively more direct influence on human action or actions than the feature effect (Elfenbein 2007). In addition, an earlier study showed that the positive effect was positively related to positive behaviors, such as organizational citizenship behavior (Shockley et al. 2012). The selected research therefore focuses on positive effects and believes that the influence plays a significant role in connecting transformational leadership to voice behaviour.

Transformational leadership ultimately has a strong emotional dimension or element (Bass 1985) and may have evoke feelings or feelings of satisfaction along with employee excitement through emotional and inspiring appeals (Bono et al. 2007). Therefore, both the positive effect and the encouragement or inspiration towards the energized states could be implicitly internalized and embraced by the followers through an emotional infection technique (Bono and Ilies 2006). In a study by (Sy et al., 2005) it was recorded that members of the group encountered more confident and positive moods along with superior communication and harmonisation, when the leaders were in a very positive mood.

In a study by (Wang et al., 2019), it is believed that the positive effect broadens and builds up the mental, physical and social capital of the person, which may help to promote effort along with constructive behaviors or activities, such as proactive behavior (Sonnentag, 2003). The above statement could be expanded based on the logic behind it. First, when employees or staffs are in a positive affective condition, employees have more opportunity to set and achieve demanding organizational targets (Ilies and Judge 2005) and to engage in a constructive goal-setting process. Therefore, employees may enthusiastically propose notions or ideas and recommendations to modify the status in quo of their businesses and organizations and therefore demonstrate more patterns of voice behavior. Second, a positive effect is likely to facilitate more constructive and successful goal-fighting; because the positive effect makes the individual's own resources more stable and resilient than the transient emotional states (Fredrickson 1998). As a consequence, positive impact allows workers to navigate potential stressful and difficult situations, and also helps to maintain more employee voice actions. Overall, it can be expected that transformational leadership will initially have a positive effect after it contributes to voice behavior (Wang et al., 2019).

2.5. [bookmark: _Toc28593227][bookmark: _Toc29127828]Research gap
After analyzing the related literatures regarding the selected context, the author has found some research gaps in existing literatures. Most of the existing literatures have tried to sort out the association between transformational leadership and employee voice behavior. However, the gap of existing literatures can be considered as some mediating effects can be observed by utilizing the demographic variables such as age, gender, year of experience etc. to the impact of transformational leadership on voice. Another issue is some existing literatures have emphasized on the impact of affective factors or cognition factors on the employee voice behavior but there has a gap of joint influence of both the affect as well as cognition on employee voice behavior. Based on literature survey the author has sorted out the above issues as research gap for the selected context. 
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3. [bookmark: _Toc29127829]Discussion on selected research
3.1. [bookmark: _Toc29127830]Research philosophy
Appropriate research methodology is an important part of the research process. Guba and Lincoln (1982) claim that the philosophical model of science is of the utmost importance, since research philosophy is the basic trust system or the view of the world that regulates study. The definition of study philosophy relates to the creation of knowledge and the essence of knowledge. Singh (2017) narrates research philosophy highlights the philosophic thought and definition used to make study relevant and successful. Research theory has traditionally been seen as a paradigm of any research that helps to structure a successful study. Researcher philosophy is categorized into many forms, including realism philosophy, positivism philosophy, pragmatism philosophy, interpretivism philosophy, and epistemology philosophy. In addition, certain forms of work can be regarded as ontological philosophic issues and axiology philosophic issues (Saunders et al., 2014). This selected research is a quantitative approach and following the positivism philosophy. Positivism denotes an observable social reality, and the consequence is continuous law as a broad view. This theory is used where; the researcher is more concerned with facts or observations related to data collection and the evolution of the hypothesis. These developed hypotheses will generally be tested and confirmed. The results of the experimented and confirmed hypotheses can be used for future research (Thakurta & Chetty, 2015) and are therefore appropriate for quantitative research (Chetty, 2016).

3.1.2. [bookmark: _Toc29127831]Epistemological issues of the selected study
Kothari (2015) stated that, for business research, issues related to epistemological theory are considered to be the basic mechanism and components of any study. Epistemology is defined as a philosophic analysis or study of the origin, nature and the limits of human knowledge and wisdom. Epistemology is thus referred to as the concept or theory of wisdom and knowledge. Epistemology is believed and understood to be relevant knowledge related to a specific scope or area of study (Thakurta & Chetty, 2015). Epistemological problems draw on diverse sources or forms of knowing, including authoritarian knowledge, intuitive knowledge, and empirical knowledge, along with rational knowledge. Epistemological problems enable researchers to define the right research methodology of this work (Kothari, 2015). Epistemology can be divided into two types of aspects: firstly, as a researcher of resources and, secondly, as a researcher of emotion. The concept of ' resource researcher ' deals with data generated from the perspective of natural scientists. In contrast, the concept of ‘feeling researcher’ is related about the attitude and feelings of the employees towards their supervisors or managers. Therefore the ‘resource researcher’ involves creating positivist philosophy while the ‘feeling researcher’ emphasizes on the interpretivist philosophy (Thakurta & Chetty, 2015). In case of the selected research it can easily be inferred that the research has been conducted based on the aspect of ‘feeling researcher’ epistemological research philosophy. Because, the selected research’s key aim is to observe the effect or consequence of transformational leadership approach on employees’ voice action or behavior. In essence; epistemological philosophy is the reverse concept of the ontological philosophy and illustrate the true issues or factors (Singh, 2017). 

3.1.3. [bookmark: _Toc29127832]Ontological issues of the selected study
Ontological philosophy is grounded on the character of reality (Thakurta & Chetty, 2015). Kumar (2017) argues that the ontological philosophy of research is based on the discipline of science. That philosophy can be classified on the ground of two aspects; first one is objectivism and second one is subjectivism (Saunders et al., 2014). The objectivism aspect portrays the situation or position that the social objects continue and persist in reality from external to social performers or actors. On the other hand, the subjectivism aspect is related to the social phenomena. In which the philosophy is materialized from the awareness as well as perceptions and the consequences of those mentioned social actors related to their existence (Thakurta & Chetty, 2015). Since the selected research is based on the affective perspective to learn the impact of transformation leadership on employee voice action. This means the ontological philosophy of the selected research is subjective and by implementing as well as applying that subjunctive philosophical belief, the selected research has revealed the explanation of the real fact in case transformational leadership and its impact on employee voice behavior under affective perspective. 

3.1.4. [bookmark: _Toc29127833]Axiological issues of the selected study
Axiological philosophy is concerned regarding ethics, aesthetics, as well as judgments in research. The process or course of social investigation is concerned under this approach. Axiological skills of researchers are implemented with the aim of making judgments regarding the study content along with its conduct. For instance, the philosophical approach of the researchers is considered on their values along with to their research effort, particularly in the field of collection of data or the analysis of data processes. Nevertheless, axiological method generates impact in the research for social sciences (Thakurta & Chetty, 2015). Walliman (2016) narrated that axiological philosophy is known as the method of solving the axiological difficulty of science. For instance, a research was employed among the customers of a bank to learn and determine their knowledge and experiences of utilizing credit card regarding privacy, security, as well as mobile banking. The outcomes of the research exposed that there was a deficiency of communication tactics along with the lack of the level of awareness among the consumers. In addition, the majority of that bank’s consumers are not attracted in this bank product. Nonetheless, the authorities of that bank now permit the researcher for publishing the outcomes. But in this case both the respective organization and the researcher must take into account the ethical viewpoint of the issue for the wellbeing of those consumers (Thakurta & Chetty, 2015). In essence, the axiological philosophy includes the difficulties or problems of moral, social, as well as cultural value in scientific research along with its results (Willem, 2016). Axiology refers to a primary research goal (Saunders et al., 2014). In case of the selected research, the researcher confirmed that data are available on request to authors. They also confirmed the respondents are not interested to express their name and the authors keep their personal information confidential. For selecting the sample for this research the authors applied their judgement. It can be argue that for the selected research the authors have given full concentration of the axiological philosophy to conduct and expose this research. 

3.2. [bookmark: _Toc29127834]Discussion of selected research’s study design 
Singh (2017) narrates that research design is part of the study framework or approach of any research. That research design can be divided into three types. Such as exploratory research, descriptive research and explanatory research (Kothari, 2015). Kumar (2017) proposed that exploratory research should identify the difficulties or problems of study by introducing research exploration through goals, objectives and resources. This study design is more suitable for those types of research in which the researcher does not have enough knowledge and information on the topic of the research. Descriptive research indicates where the researcher can explain the results of the study in an efficient manner (Walliman, 2016). This research design is acceptable while the researchers have ample knowledge and information on the topic of the research being performed (Singh, 2017). Ultimately, the explanatory research indicates the nature of the research in which the researchers can justify and clarify the results of the research in a very efficient manner. This generally includes empirical and forensic research that typically includes two or more variables, and one variable is affected by the other (Kumar, 2017). Based on the knowledge from the above classified research designs it can be conclude that the selected research has followed two types research design. In first step, the selected research run a confirmatory factor analysis (CFA) to confirm their proposed four models and only one model found suitable and this is the type of descriptive research design. In second step, the selected research goes for regression analysis among four variables which supports the explanatory research design. 

3.3. [bookmark: _Toc29127835]Discussion to reliability, validity and bias in selected research
[bookmark: _Toc466498893][bookmark: _Toc467738263][bookmark: _Toc507185454][bookmark: _Toc507290928]Kumar (2017) said that the reliability of the research is based on the findings of the research. Study reliability can be defined as the regularity and accuracy of the finding of the analysis. The reliability of the analysis is mainly based on accurate data as well as on reliable sources of that data. The correct sample size and methodology often influence the reliability of the analysis. Scientists or experimenters should use reliable values and standards, not predictive values, to preserve study reliability (Saunders et al, 2014). Kothari (2015) argued that both the reliability of the research and the validity of the research are both very significant and important factors in the conduct of the study. Validity of a research largely relies on the frankness and truthfulness of collected data and information from either the respondents of provided questionnaire (Singh, 2017) or from any secondary sources. Validity on the basis of a criterion is a very important validity of the study. In order to produce a credible and compelling analysis or report, researchers will compile and collect accurate information and data (Walliman, 2016). In this selected research, the authors have confirmed that they have collected the data and information from valid sources. In case of primary data, the authors have shared the questionnaire via email and they have all the data stored in their email and available on request. In case of secondary data or information authors cited plenty of journal articles, books, or other relevant sources as reference for the evidence. So, it can be conclude that the selected research data and information are valid, reliable, and having a very insignificant level of biasness. 

3.4. [bookmark: _Toc29127836]Ethical considerations in selected research
Any research should effectively as well as successfully follow the entire ethical codes and protocols as the research rode and run on ethics. Vague or false information should not be presented in any research (Matthews 2014). For any qualitative or quantitative research ethical point of view or perspective, there are three basic ethical values and principles to be observed: respect for persons, justice and well-being (Mack, 2005). Depending on those ethical values, the researchers agree that all the selected research data sources are ethical, rigorously and rigorously monitored. Data privacy breach or data theft has not occurred during the data collection era. Consent was also sought prior to use of the restricted primary along with secondary data sources. The researcher or the experimenter will also refrain from any kind of unethical practice, such as data leakage and misinterpretation throughout the study. At the end of the day, the researcher must obtain the consent of the respondents by communicating or verbally (Mack, 2005) depending on the support of the respondent or participant to minimize the ethical risk of the study. Some very important ethical considerations have been taken into account by the researchers in order to conduct this chosen work. They have collected the consent from the respondents before sharing the questionnaire. Only 330 respondents were agreed to respond the questionnaire. The authors also confirmed that no data thefts were done during the time of research. So, the selected research has given a top priority in ethical aspects of that research and its outcomes. 


3.5. [bookmark: _Toc29127837]Contribution from the selected research in existing literature
The study conducts a sequence of multiple regression analysis to experiment the proposed model of transformational leadership and employee voice behavior in case of affective perspective. The result shows that the positive effect moderately mediated the relationship between the transformational leadership and the speech or actions of the employee. Over-qualification moderated the correlation between the positive effect and the employee's speech. However, analyzes of moderate mediation indicate that the positive effect of the relationship between transformational leadership and employee voice activity has been mediated only by extremely over-qualified employees. The selected research also discusses a novel approach that incorporates both transformational leadership and voice actions from an emotional point of view by seeking a positive mediating influence. At last, this selected study inspects the effect of boundary conditions under positive affect on employee voice (Wang et al., 2019). Those are the overall contributions in current literature from this selected research.

4. [bookmark: _Toc29127838]Conclusion
This paper has critically examined the effect of transformational leadership on employee speech based on an emotional perspective. The outcomes of this study have several contributions in existing management and leadership literatures. The report first assesses some closely related literatures which have been published during the last ten years or more and obviously related to the context. The literature review scrutinizes transformational leadership issues, then employee voice behavior issues along with the effect of affective perspective. The report also tries to understand the philosophical issues of that selected research along with research design, research validity, reliability and biasness, including ethical consideration of that research and the contribution of the selected research. This selected research has the practical implication along with theoretical implication. It can be inferred that, the selected research has strong standard as per the philosophical and ethical aspects and the researches have tried their best to create a valid and fruitful research for the academicians, practitioners and the policymakers. 

[bookmark: _Toc29127839]
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