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Abstract

This study aimed to identify and explain the antecedents and consequences of organizational dissent and
to develop and validate a comprehensive model of this phenomenon in the Imam Khomeini Relief
Committee of Yazd Province. This fundamental-applied study employed a mixed-methods approach
based on a sequential exploratory design. In the qualitative phase, data were collected through semi-
structured interviews with 20 university professors, management experts, and experienced organizational
managers and analyzed using thematic analysis. The identified themes were screened and finalized
through the fuzzy Delphi technique. In the quantitative phase, the statistical population comprised 639
managers and experts employed by the Relief Committee branches in Yazd Province, of whom 240 were
selected through two-stage cluster sampling. Data were collected using a structured questionnaire and
analyzed through the Decision-Making Trial and Evaluation Laboratory technique, interpretive structural
modeling, MICMAC analysis, and partial least squares structural equation modeling. NVivo 11, SPSS 26,
and SmartPLS 3 were used for data analysis. Inferential findings demonstrated significant structural
relationships among the individual, organizational, cultural, communicative, and economic dimensions of
organizational dissent. The DEMATEL analysis identified economic conditions as the most influential factor
within the causal network, whereas diverse subcultures and organizational health were the most strongly
affected factors. Interpretive structural modeling and MICMAC analysis further confirmed economic
conditions as a principal driving variable and classified the major consequence-related constructs as
dependent variables. All Cronbach’s alpha and composite reliability coefficients exceeded acceptable
thresholds, and the structural path relationships were statistically significant. Furthermore, an SRMR value
of 0.049 confirmed the satisfactory fit of the proposed model. Organizational dissent results from the
systematic interaction of individual, structural, cultural, communicative, and economic factors. Establishing
psychological safety for expressing opposing views, strengthening organizational communication,
improving structural transparency, and addressing employees’ economic and human needs can facilitate
constructive dissent and contribute to better decision-making, job satisfaction, organizational commitment,
and organizational health.

Keywords: Organizational dissent, antecedents and consequences, organizational silence, organizational
health, structural equation modeling, Imam Khomeini Relief Committee
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Extended Abstract

Introduction

Contemporary organizations operate in environments characterized by rapid change, increasing
complexity, resource constraints, diverse stakeholder expectations, and heightened demands for

transparency and accountability. Under such conditions, organizational effectiveness depends not
only on formal structures and managerial decisions but also on employees’ willingness and capacity
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to communicate concerns, challenge ineffective practices, and propose alternative solutions.
Organizational dissent refers to the expression of disagreement with organizational policies,
procedures, decisions, or managerial actions. Although dissent is sometimes interpreted as
resistance, disloyalty, or interpersonal conflict, it can serve as a valuable corrective mechanism by
revealing operational weaknesses, preventing groupthink, improving decision quality, and supporting
organizational learning. Employees who directly interact with clients and implement organizational
policies often possess practical knowledge that may not be available to senior decision-makers.
Therefore, the suppression of dissent may deprive organizations of critical information and increase
the likelihood of repeated errors.

The emergence of constructive dissent is strongly influenced by leadership behavior and the
psychological context of the workplace. Strengths-based leadership, which emphasizes identifying
and using employees’ capabilities, has been associated with greater work engagement and more
active participation in organizational processes (Wang et al., 2023). Similarly, green leadership and
green human resource management can enhance employee engagement by creating value-based
alignment and encouraging participation in organizational improvement (Tran, 2023). Inclusive and
supportive leadership may also strengthen organizational commitment and work engagement,
particularly in public organizations where formal structures can otherwise restrict employee voice
(Ly, 2023). Trustworthiness in leadership is especially important because employees are more likely
to communicate openly when they perceive managers as reliable, fair, and responsive (Iddagoda et
al., 2023). Servant leadership has likewise been linked to favorable behavioral outcomes through
increased work engagement and job satisfaction (Ozturk et al., 2021). These findings collectively
suggest that dissent is more likely to be expressed constructively when leadership signals that
employee contributions are valued.

Psychological safety is another essential condition for organizational dissent. Employees must
believe that they can express concerns, admit mistakes, or question established procedures without
being humiliated, punished, or professionally marginalized. Leadership styles that promote
psychological safety can foster thriving and engagement at work (Rabiul et al., 2023). In addition,
safety leadership and employee engagement contribute to safety performance partly by
strengthening psychological safety (Quansah et al., 2023). When psychological safety is low,
employees may remain silent even when they are aware of serious problems. Thus, silence should
not be interpreted as agreement or satisfaction, because it may result from fear, perceived futility,
loyalty, or concern about retaliation.

In contrast, toxic leadership undermines the conditions required for constructive dissent. Toxic
leaders may use intimidation, humiliation, favoritism, self-centered decision-making, unpredictability,
and punitive control, thereby increasing role ambiguity, job insecurity, disengagement, and
performance problems (Lee et al., 2023). Toxic leadership can also contribute to organizational
trauma through the development of organizational cynicism (Rahmani & Ghanbari, 2024). In small
businesses, employees may respond to toxic leadership through unconventional adaptive behaviors,
including benevolent rule-breaking, when formal systems fail to support organizational functioning
(Rostamzadeh & Ahmadian, 2024). Evidence from healthcare settings also indicates that toxic
leadership is associated with burnout, reduced retention, and stronger turnover intentions (Tsapnidou
et al., 2025). Moreover, employee loyalty may shape whether individuals respond to toxic leadership
through exit, voice, silence, or neglect (Sabino et al., 2024). These patterns demonstrate that dissent
is embedded in a broader set of behavioral choices and that employees assess the likely
consequences of speaking before deciding whether to express disagreement.
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Organizational silence is closely related to dissent but represents a distinct phenomenon. Whereas
dissent involves the expression of disagreement, organizational silence refers to the deliberate
withholding of relevant information, ideas, concerns, or suggestions. Silence has been negatively
associated with psychological empowerment, indicating that employees who feel less influential are
less likely to communicate openly (Anbardar & Movahednia, 2023). It may also mediate the
relationship between organizational cynicism and deviant employee behavior (Bagheri &
Hosseinpour, 2023). Toxic leadership and organizational obstruction can intensify burnout by
increasing organizational silence (Ghanbari & Majouni, 2022). In addition, silence has been linked to
lower job satisfaction, while organizational climate and commitment may explain part of this
relationship (Mirzaei & Delvi, 2023). Therefore, silence is not merely a communication failure; it may
represent a symptom of broader organizational dysfunction.

Employee invisibility is another concept relevant to dissent. Invisible employees may be physically
present but excluded from meaningful participation, decision-making, recognition, and influence.
Toxic leadership and social undermining can increase employees’ sense of invisibility (Mohammadi,
2023). Bureaucratic culture may also contribute to invisibility through passive leadership and
excessive formalization (Mousavi et al.,, 2020). Research has identified inadequate recognition,
limited managerial support, and exclusion from decision processes as major factors underlying
employee invisibility (Kasiani & Ghanbarzadeh, 2020). Similar patterns have been observed in
educational settings where informal and unrecognized structures create an “invisible school” in which
the actual experiences and voices of organizational members remain outside formal decision-making
processes (Zeraatdoost Ostadi, 2021). Team leadership can help reduce this problem by increasing
the psychological empowerment of invisible employees (Salehi Noodz, 2021). Passive leadership,
however, may weaken online interaction, although job autonomy and resilience can partially explain
or mitigate this effect (Akhravi et al., 2022).

The cultural and sociological context of leadership also shapes organizational dissent. What is
interpreted as constructive or toxic leadership may vary according to norms concerning authority,
hierarchy, obedience, interpersonal respect, and power distance (Ibrahim et al., 2024). In some
organizational subcultures, direct disagreement with superiors may be interpreted as disrespect,
whereas in participative cultures it may be regarded as professional responsibility. Organizational
dissent is therefore likely to vary across occupational groups, departments, regions, and
demographic categories. These cultural differences are particularly relevant in public and charitable
organizations that operate across geographically dispersed units and serve socially vulnerable
populations.

The Imam Khomeini Relief Committee is a public-support organization whose effectiveness depends
on accurate communication, ethical decision-making, efficient resource allocation, and
responsiveness to beneficiaries’ needs. Employees working in local branches are frequently
exposed to operational problems and client concerns that may not be fully visible to senior managers.
Their willingness to express disagreement may therefore affect service quality, organizational health,
employee satisfaction, and institutional credibility. Nevertheless, dissent in such organizations may
be constrained by bureaucracy, hierarchical authority, economic insecurity, diverse subcultures, and
fear of negative consequences. The present study was therefore conducted to identify, explain, and
validate a comprehensive model of the antecedents and consequences of organizational dissent in
the Imam Khomeini Relief Committee of Yazd Province.

Methods and Materials
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This study used a fundamental-applied mixed-methods design based on a sequential exploratory
approach. It was conducted as a cross-sectional survey during the autumn and winter of the 2024—
2025 academic year. The research process consisted of three interconnected phases. The
gualitative phase aimed to identify initial codes and themes related to organizational dissent, its
antecedents, and its consequences. The second phase used fuzzy Delphi analysis to screen,
localize, and finalize the identified indicators. The third phase examined causal and structural
relationships through the Decision-Making Trial and Evaluation Laboratory technique, interpretive
structural modeling, MICMAC analysis, and partial least squares structural equation modeling.

The qualitative population consisted of university faculty members, management specialists, and
experienced senior managers of the Imam Khomeini Relief Committee. Participants were selected
through purposive theoretical sampling. Interviews continued until theoretical saturation was reached
at the eighteenth interview, although 20 interviews were completed to ensure data adequacy. The
experts had between 16 and 26 years of professional experience and were primarily educated at the
doctoral level in management, public administration, human resource management, educational
management, and economics.

The quantitative population included 639 managers and experts employed in Relief Committee
branches across Yazd Province. Using Cochran’s formula, a sample of 240 participants was
determined and selected through two-stage cluster sampling. Data were collected from branches
located in Abarkuh, Bahabad, Ardakan, Meybod, Yazd, Taft, Mehriz, Bafq, Marvast, Khatam, and
Ashkezar.

Data collection included documentary review, semi-structured interviews, a fuzzy Delphi
guestionnaire, an interpretive structural modeling questionnaire, and a researcher-made model-
validation questionnaire. The latter assessed 12 dimensions: organizational culture and climate,
organizational reputation, organizational identity perception, organizational structure and processes,
organizational communication, personality characteristics, demographic characteristics, economic
conditions, diverse subcultures, job satisfaction, organizational commitment, and organizational
health. Responses were recorded on a five-point Likert scale.

Qualitative credibility was enhanced through member checking and the inclusion of experts with
diverse backgrounds. Coding stability was assessed through test-retest reliability using the Holsti
formula, yielding a coefficient of 0.874. Content validity of the quantitative instrument was reviewed
by five academic experts, and the content validity index was 0.862. Internal consistency was
examined in a pilot sample of 25 participants, and all Cronbach’s alpha coefficients exceeded 0.70.
Qualitative data were analyzed through iterative thematic analysis using NVivo 11. DEMATEL,
interpretive structural modeling, and MICMAC analyses were performed in Microsoft Excel 2019.
Quantitative analyses included descriptive statistics, one-sample t tests, confirmatory factor analysis,
and partial least squares structural equation modeling using SPSS 26 and SmartPLS 3. Statistical
significance was set at 0.05.

Findings

Most participants were male, married, aged 36—40 years, held a bachelor's degree, and had more
than 20 years of work experience. Among the study constructs, organizational reputation had the
highest mean score at 3.43, followed by organizational culture and climate at 3.39, demographic
characteristics at 3.34, organizational commitment at 3.26, organizational health at 3.24, and diverse
subcultures at 3.21. Organizational communication had the lowest mean score at 2.67, followed by
job satisfaction at 2.73 and personality characteristics at 2.77.
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The results indicated that organizational dissent was a multidimensional phenomenon influenced by
individual, structural, cultural, communicative, demographic, and economic factors. DEMATEL
analysis identified economic conditions as the most influential factor in the causal network. Diverse
subcultures and organizational health were among the most affected constructs. Interpretive
structural modeling and MICMAC analysis further positioned economic conditions as a major driving
variable, whereas several outcome-related constructs were classified as dependent variables.

All Cronbach’s alpha coefficients ranged from 0.798 to 0.911, and composite reliability coefficients
ranged from 0.736 to 0.912, confirming satisfactory internal consistency. Confirmatory factor analysis
showed that most indicators had acceptable standardized factor loadings. Eight items with factor
loadings below 0.50 were removed from subsequent analysis. All retained factor loadings were
statistically significant.

Average variance extracted values ranged from 0.486 to 0.675 and exceeded the minimum
acceptable threshold. Convergent validity was therefore supported. Discriminant validity was also
confirmed through the Fornell-Larcker criterion, as the square root of the AVE for each construct
was generally greater than its correlations with other constructs. HTMT values were below 0.90, with
the highest value being 0.87 between personality characteristics and organizational communication.
The SRMR value was 0.049, indicating a satisfactory overall fit of the proposed model. Predictive
relevance values were positive for all endogenous constructs. The highest CV Red value was
observed for demographic characteristics at 0.300, followed by organizational communication at
0.249, job satisfaction at 0.213, organizational commitment at 0.199, personality characteristics at
0.198, and organizational identity perception and organizational culture and climate at 0.197.
Economic conditions had the lowest predictive relevance value at 0.055, although it remained
positive. Collectively, these results supported the reliability, validity, predictive capacity, and overall
fit of the proposed model.

Discussion and Conclusion

The findings demonstrate that organizational dissent cannot be adequately explained as an isolated
employee behavior. It emerges from a system of interconnected individual, organizational, cultural,
and environmental conditions. Employees appear to evaluate whether dissent is legitimate, safe,
effective, and economically tolerable before deciding to express disagreement. Consequently, the
same employee may communicate openly in one organizational context but remain silent in another.
The central influence of economic conditions suggests that employees’ financial security and
dependence on employment may strongly shape their willingness to challenge organizational
practices. When employees perceive their economic position as vulnerable, they may regard dissent
as a threat to job continuity, promotion, or income. Economic pressure may therefore encourage
defensive silence, superficial compliance, or the displacement of dissent to audiences outside the
organization. This finding is especially important in public organizations, where formal job security
may coexist with concerns about evaluations, advancement, transfers, or informal sanctions.

The importance of organizational culture and climate indicates that dissent depends heavily on how
disagreement is interpreted. In a participative climate, disagreement may be viewed as evidence of
commitment and professional responsibility. In a punitive or hierarchical climate, the same behavior
may be interpreted as insubordination. Organizational reputation and identity also appear to matter
because employees who identify strongly with a reputable organization may express dissent to
protect it from ineffective practices. Conversely, cynicism may reduce confidence that speaking will
lead to meaningful change.
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The role of communication emphasizes that formal reporting channels alone are insufficient.
Employees need evidence that their concerns are heard, investigated, and followed by transparent
feedback. Repeated failure to respond can teach employees that silence is more rational than voice.
Organizational communication should therefore be understood as a mechanism of participation and
power distribution rather than the mere transmission of information.

The affected position of organizational health suggests that the management of dissent has broader
consequences for trust, morale, cohesion, and adaptability. Constructively handled dissent may
improve organizational health by enabling early problem detection and shared problem-solving.
Suppressed dissent may instead produce frustration, withdrawal, burnout, and distrust. Job
satisfaction and organizational commitment may similarly increase when employees feel respected
and influential, but decline when their views are ignored or punished.

Overall, the validated model provides an integrated explanation of the antecedents and
consequences of organizational dissent in a public-support organization. It shows that constructive
dissent requires psychological and economic security, transparent structures, responsive
communication, supportive leadership, and sensitivity to diverse organizational subcultures. By
institutionalizing safe channels for disagreement and treating employee criticism as a source of
organizational learning, the Imam Khomeini Relief Committee can improve decision quality,
strengthen employee commitment, enhance organizational health, and deliver more responsive
services to its beneficiaries.
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