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Abstract

Role of leadership in managing organizational behaviour of employees is of key essence.

However, at times unconventional behaviour of employees can pose a challenge for the

leaders, which in this case is organizational dissent. This study has examined the relation-

ship between level 5 leadership and organizational citizenship behaviour (individual level-

OCB-I) in presence of organizational dissent at employing a quantitative approach and a

survey design. All managerial cadre employees of telecommunication sector were chosen

as a population of the study. Data from 450 respondents from all four telecom companies

was analysed using PLS-SEM. The findings of the study revealed that there is direct signifi-

cant relationship between level 5 leadership and OCB-I of employees i.e., L5L~ OCB-I. Fur-

thermore, the results showed an indirect relationship between level 5 leadership and OCB-I

of employees through organizational dissent i.e., L5L~OD~OCB-I is significant. Telecom is

a rapidly growing sector that plays a significant role in the economic growth of Pakistan. The

study shows that OCB-I in telecom sector of Pakistan can be leveraged through level 5

leadership.

1. Introduction

Leaders play a critical role in managing organizational performance and organizational behav-

iour in any sector. They work to keep employee behaviour as positive in order to ensure suc-

cessful contribution to the organizational excellence. However, unconventional behaviour of

employees such as organizational dissent can pose a challenge for the leaders in managing

workplace. Therefore, this study focuses on the relationship between two traditional concepts

i.e., Level 5 Leadership (L5L) and Organizational Citizenship Behaviour at individual level

(OCB-I) in the presence of Organizational Dissent (OD). OCB plays an important role in

effective functioning of an organization [1]. In today’s competitive world, the organizations

that have employees’ carrying out duties beyond their formal work description shown growth
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[2]. OCB is the discretionary and voluntary behaviour displayed by the employees. It helps in

the promotion of effective working of the organization [3–5]. By discretionary, it means that

the behaviour is not imposed or is not formally the part of an individual’s employment con-

tract with organization. The individuals who display such behaviours are also referred to as

‘extra milers’ [6].

The organizational citizenship behaviour is influenced by leadership behaviours [7]. The

willingness of employees to make an extra effort and go beyond formal job requirement is sig-

nificantly related to the relationship between a leader and follower. The high-quality relation-

ship between leader and follower shows increased level of citizenship behaviours [8]. Leaders

are expected to deliver the vision, mission and objectives of the organization to the subordi-

nates in a clear and concise manner, thus, increasing the creativity and innovation of employ-

ees [9]. The increase in the employees’ innovation and creativity leads to sustainable

competitive advantage in today’s global market benefitting the organization [10].

Hence, important predictors of OCB are traits, skills and behaviours of leaders. Research

depicts that leadership styles such as transformational, transactional, servant and leader-mem-

ber exchange have a positive impact on OCB [11–15]. Moreover, the studies have reported a

significant positive relationship between servant leadership and employee OCB [16–21].

When leaders act with humility which is one of the important aspects of level 5 leader, they

tend to build trust among employees and employees put an extra effort in their jobs. They go

beyond their required job duties and the level of creativity and innovation is also enhanced

among employees [22, 23]. As discussed earlier, the idea of OCB has been widely studied in

relation to traditional leadership styles, however, limited work has been conducted in the con-

text of L5L and OCB in the telecom sector [24]. Furthermore, the said study has been con-

ducted where OCB was analysed at organizational level and not at the individual level and that

too in the presence of OD as a mediator, hence making the current research significant in

terms of bridging the gap.

The next aspect of the study is to determine the influence of level 5 leadership style on the

follower’s expression of dissent within organization, and “Level 5 leaders display a powerful
mixture of personal humility and indomitable will, they are incredibly ambitious and their ambi-
tion is first and foremost for the cause, organisation and its purpose and not themselves” [25].

Employee dissent behaviour is considered to be synonymous with the employee voice

behaviour, which is defined as proactively challenging the status quo and to make constructive

suggestions [26]. Leaders play a critical role in the voice process. Motivation and support pro-

vided by supervisor promotes employee voice [27]. Research suggested that pro-social voice of

employees can be enhanced by leadership styles such as openness of leader and leader’s posi-

tive emotions [27–29]. According to the reciprocity principle, when employees feel being val-

ued by their leaders, they respond in return as paying back their leaders. Thus, voice behaviour

of employees and similar concepts such as OCB may be considered as an important return

from followers to their leaders in exchange behaviour [30]. Thus, the present study seeks to

clarify the conceptual link between L5L and organizational dissent.

This study also examines the relationship between organizational dissent and OCB towards

individuals. This area of research has not gained much attention of the researchers. Precisely,

dissent can be referred to as an expression of contradictory views or disagreement regarding

the policies and practices of an organisation [31–33]. The word ‘dissent’ is interchangeably

used with whistleblowing and employee voice [34]. Therefore, relationship is established

between voice behaviour of employees’ and OCB. When the employees are more involved in

the work-related issues then it positively influences their attitude towards organization [35].

Precisely, this study aims to find out when employees are free to speak out their views
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regarding work-related issues and are valued by the leaders then employees make an extra

effort and goes beyond their job requirement.

2. Literature review

2.1 Organizational citizenship behaviour

The five generally used dimensions of OCB are altruism, civic virtue, conscientiousness,

sportsmanship and courtesy [36]. These dimensions represent most valid categorization of the

components of OCB [37].

The five dimensions of OCB as discussed in Table 1 are further divided into two categories.

The OCB’s were differentiated on the basis of the fact that who might be benefited from them

[43]. OCB-O is directed towards the organization and it benefits the organization in general,

whereas, OCB-I is directed at individuals and it immediately provides benefits to the individu-

als [43] OCB-I is defined as the workplace behaviours that are directed at certain individuals.

It directly gives advantage to the individuals and also increases the organizational success indi-

rectly [43]. OCB-O is directed towards the organization, for example, the employees agree to

be a part of the organization’s work groups. They also obey organizations procedures and poli-

cies voluntarily [43]. The OCB-O demands the employees to familiarize themselves with the

organization’s rules and regulations [44]. The present study is focused on the OCB-I dimen-

sion of OCB.

2.2 Level 5 leadership & OCB-I

Level 5 Leaders are individuals who have a blend of extreme personal humility and intense

professional will [45]. Level-5 leaders are overly ‘ambitious’ towards organizational success

rather than themselves [46]. The level 5 leadership is based on two distinct dimensions i.e., per-

sonal humility (PH) and professional will (PW). The first dimension of L5L is ‘personal humil-

ity’. This concept is based on humble servant leadership. Collins described level 5 leaders as

modest, humble, quiet, understated and self-effacing. Despite Collins research, his team

rejected that servant leadership represent the whole concept of L5L. They believed that it may

Table 1. Dimension of OCB.

Dimensions Explanation Reference

Altruism It is the helping behaviour of the employees that goes beyond the job requirement. It includes helping co-workers in order to resolve

certain difficulties that take place within the workplace. It emphasises on the behaviour that puts group concerns over individual

[36, 38]

Civic Virtue It is related to the concern and indulgence that is shown by an employee during his life in the organization. It also shows employee’s

commitment towards organization. These employees attend meetings regularly. They also give positive feedback and constructive

suggestions at the meetings beneficial for the entire well being of the organization. The employees tend to make purposeful

contributions and identifies strongly with their organization. Additionally, the employees are always concerned about the well being

of the organization

[36, 38]

Conscientiousness It emphasizes on dedication and responsibility. It supports the notion of adapting the behaviours that are good for the organization. It

also refers to have a required level of attendance, being punctual, conserving resources, and housekeeping. It is related to the matter of

internal maintenance that is beyond the minimal criteria.

[39, 40]

Courtesy It refers to an employee who is courteous and avoids creating problems for his co-workers. He also helps in reducing any group

conflict arising during the course of work. By this he saves managers from facing crisis management. Proactive gestures are also

adapted by employees to prevent future problems. These include consulting the co-workers in the organization as well. These kinds of

behaviors can be categorized as preventive measures. They are adapted to ensure the organizational effectiveness through positive

communication.

[41, 42]

Sportsmanship An employee who displays citizenship behaviour and can tolerate unavoidable difficulty and responsibility of work without any

complain and has capability to deal grievance with co-worker. It depicts good sportsmanship. Moreover, these are the employees who

can bear work settings that are not ideal. They do not get offended by the fact that other people in the organization do not support

their suggestions. They also let go of their personal interests for the betterment of the organization.

[41]

https://doi.org/10.1371/journal.pone.0276622.t001
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present a reasonable explanation of the first characteristic of level 5 leaders [47]. According to

Collins, key characteristic of successful leadership is humility. If humility aspect is missing, the

leader will impose his views on the encountered situation [48].

Level 5 leaders are also ambitious. There ambition is solely focused on the success of an

organization [49]. Therefore, the second dimension of ‘professional will’ was included in the

concept of L5L. Professional will is a fierce and unwavering resolve [47]. The leaders put their

organizations first. They have an obsessing compulsive desire to make organization a success

[49]. Furthermore, a leader with strong will would do anything to produce long term optimal

outcomes for the organization, despite of any personal cost linked to it [47]. Hence, L5L has

equal parts of humility and intense resolve [47].

Level 5 Leaders are highly capable individuals who can shape the behavior of employees

and thus make them contribute extra to achieve organizational success [24]. L5L may facilitate

workplace behaviours, support employees and play their role to increase the organizational

success. Further, L5L helps to create citizenship behaviour inclined towards individuals that

may include offering provision in the form of giving suggestions to other employees. Thus,

L5L try to incorporate such culture within organization that help employees with relevant

knowledge and skills to perform their job functions effectively. The following is hypothesized

in the light of the above discussion.

H1: L5L positively affects OCB-I

2.3 Level 5 leadership & organizational dissent

Dissent can be defined as expression of contradictory views or disagreement regarding the pol-

icies and practices of an organisation [31, 32]. The dissent is expressed by members of the

organizations who are more engaged in work-related issues [50]. Dissent plays a vital role in

organizations. It results in improved decision-making processes and has a positive impact on

organizational performance [51] and it also is seen to increase employee satisfaction [52].

Organizational dissent is described as a two-step process [53]. First, incongruence between

actual and desired state is recognised by employees. This recognition of disparity by employees

distances them from others that either fails to acknowledge or chooses not to see the incongru-

ence in the organization. Dissent is only felt at this stage, but it is not expressed by the employ-

ees yet. The realization that dissent must be expressed depends on the individual level of

tolerance. Once the issue at hand exceeds that level dissent is expressed [31, 53]. It must exceed

the threshold level of employees which they have set regarding situations that are considered

grave by them. They warrant speaking out knowing the risk associated with it [54, 55].

There are various factors that promote employee voice. One of them is the direct supervi-

sion, motivation and support for the employees [27]. Moreover, the research depicts various

leadership styles such as openness of the leader and leader’s positive emotions can enhance the

employee pro-social voice [28, 29]. Although there is theorising on how leadership behaviour

influences the employees’ expression of contradictory opinions, but few empirical studies have

been conducted to test the relationship [56].

The research conducted on authentic leadership and employee voice depicts a positive rela-

tionship [56]. Research literature reports a positive relationship between ethical leadership and

employee voice [57]. Additionally, the literature on the employee voice mainly derives from

the social exchange theory [29] which focuses on the fact that employees reciprocate leader’s

kindness and openness to take constructive criticism with voice behaviour intended towards

organisations success.

There is little research on the concept of leader’s humility which is one of the major con-

structs of Level 5 Leadership [58]. With the continuous development of the research literature
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in the management, some researchers have shed light on the concept of humble leadership in

the management research field. Humble leaders have the characteristic of humility and they

have a bottom-up style of leadership. Moreover, the humble leaders are modest and open to

the learning of their followers and are more receptive to the new ideas proposed by employees

[59]. They seek to improve the leadership effectiveness and manage staff effectively and con-

tribute effectively towards organisations’ success [60].

There is a gap in literature and both dimensions of L5L i.e., personal humility and profes-

sional will, need to be researched in relation with dissent or similar constructs such as

employee voice. The leaders’ humility is the willingness of the leader to view him accurately

and the ability to appreciate the employee’s strengths and their contributions in the success of

the organization. It also includes openness towards new ideas proposed by the employees and

feedback [61].

Moreover, the literature suggests that employees’ constructive voice behaviour and leader

humility has not been explored much [62]. The current literature indicates several desirable

characteristics such as job satisfaction, work engagement and team performance are positively

related to leaders’ humility [63, 64]. Leaders who are humble, acknowledge their faults and

highlight the contributions of their followers promote various positive work-related outcomes

such as performance and engagement. Such leaders also promote the voice behaviour of their

followers. They give them support and in return the employees give constructive suggestions

which enhance organizational effectiveness [58]. In literature, there exists a positive relation-

ship between leader’s humility and employee’s constructive voice behaviour. Thus, it can be

predicted that a positive relationship may exist between L5L and the acceptance of contradic-

tory opinions regarding policies and practices of employees by the leaders such as promotion

of employee’s voice behaviour or dissent.

H2: L5L positively affects OD

2.4 Organizational dissent & OCB-I

Dissent is the expression of contradictory views or disagreement with the regarding policies

and practices of organisation [31, 32, 52, 65]. Some studies suggest that dissent can be consid-

ered as a constructive form of deviance [66]. The current study is considering acceptance of

the constructive form of employee’s voice i.e., giving helpful suggestions and participating in

the work-related issues benefitting the organization. In comparison, OCB is the discretionary

and voluntary behaviour displayed by the employees. This behaviour is not a part of the formal

job requirement. It helps in the promotion of effective functioning of the organization [3–5].

When employees are encouraged by the management to express their ideas related to the

organizational affairs e.g., decision making, the employees get a sense of belongingness and

they consider themselves as an important part of the organization [67]. The involvement of

employees in affairs related to the organization positively influences their attitude towards

organisation [35].

The research studies reveal that the involvement of employees and letting them voice out

their opinions relating to important aspects of work-related issues such a decision making can

lead to extra-role behavior by the employees. The employees took more ownership of their

work and were more responsible, hence, exhibit extra role behaviour [68, 69].

The opportunity provided by the management to employees to effectively provide sugges-

tions, opinions and criticism on the procedures and methods of the organisation implies that

the management has acceptability towards the certain criticism and suggestions coming from

employees and they respect the rights of the employees. The cooperative environment pro-

vided by the organization leads to increased OCB of employees [70]. The research also reveals
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the high-quality relationships between supervisor and the subordinates have a positive influ-

ence on the extra-role behaviour of employees [8, 71].

Moreover, dissent is also used interchangeably in literature with whistle blowing [34]. By

definition, whistleblowing means to report any illegal or non-ethical action that can have a

negative effect on the organisation [72]. In literature, low level and positive relationship

between whistle blowing and organizational citizenship behaviour is reported [73]. There is no

significant relationship between whistle blowing and OCB, but this study also reported that

there was a significant relationship between two of the dimensions of these concepts, i.e., exter-

nal whistle blowing and civic virtue. Although, there is less research on these concepts but as

research shows certain dimension of both concepts shows significant relationships, it might

create a possibility that dissent and organizational citizenship behaviour might depict a signifi-

cant relationship.

It is assumed from the above discussion that the acceptance of dissent by leaders within the

organization can significantly affect the employee’s citizenship behaviour by making an extra

effort and helping other employees and supervisors.

H3: OD positively affects OCB-I Based on the concepts of social exchange theory, when

leader puts the followers’ needs and interests first and provides assistance to the followers, help

them in the work-related issues and also empower them, employees form a perception that

they have been treated fairly and sincerely by the leaders. As a result, a trust is built between

the leader and follower and they start viewing their relationship more in terms of a social

exchange rather than an economic exchange. When the employees receive such supportive

treatment by their supervisors, they engage in constructive voice behaviour and also engage in

citizenship behavior [57, 74]. Following this reasoning, the current study proposes that Level 5

Leadership leads to OCB-I by the employees through the organizational dissent.

H4: OD mediates the relationship between L5L and OCB-I

Fig 1 shows the conceptual framework having level 5 leadership as independent variable

and OCB-I as dependent variable and organizational dissent is taken as mediator, which has

been influenced partially by social exchange theory.

3. Research methodology

Telecom sector is an important part of the service sector in Pakistan with a rapidly increasing

sharing in the GDP and the Covid-19 pandemic has furthered its importance owing to the

Fig 1. Conceptual framework.

https://doi.org/10.1371/journal.pone.0276622.g001
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need for working from home and long-distance education. Apart from this, the telecommuni-

cation industry is chosen for the present research because of several reasons. It has emerged as

an active service industry in the past three decades. The telecom sector of Pakistan plays a sig-

nificant role in the growth of the economy [75]. The research is based on deductive reasoning

and a survey research design is chosen. All managerial cadre employees of telecommunication

sector of Pakistan are chosen as a population of the study. There are four major telecom com-

panies that are operating all over Pakistan, i.e., Ufone, Telenor, Zong and Jazz/Warid which

makes the total population of interest of the study. Since the sampling frame is available, there-

fore, the data is randomly collected from all of the above-mentioned companies in Lahore.

The managerial level employees of telecom sector were selected from each office of the respec-

tive organization. Lahore is considered to be one of the largest cities of Pakistan, therefore, the

sample has a fair chance of being representative of the population.

The sample size in the present research is calculated on the basis of item to respondent

ratio, which states that the items in the scale should be multiplied with 10 in order to calculate

the sample size [76]. This gives the approximate value of sample size for the present research

study i.e., 32�10 = 320. For the purpose of this study, a total of 550 questionnaires were distrib-

uted in the four above mentioned telecom companies. Out of 550 questionnaires, 485 ques-

tionnaires were returned by the respondents which give us a response rate of 88%. 35

questionnaires were discarded because they were incomplete and filled incorrectly. Therefore,

the sample size of 450 is taken for the purpose of this research which is more than the approxi-

mate value calculated by the item to respondent ratio. For data collection, already developed

measures are used. For the measurement of Level 5 Leadership, a 10-item scale “1 being least

and 10 being highest” developed by Reid III, Bud West, Winston & Wood has been used [77].

Organisational dissent is measured using a five-point Likert scale [strongly disagree (1), dis-

agree (2), neutral (3), agree (4), strongly agree (5)] developed by Kassing and has 15 items [34].

Organisational dissent is measured on three different dimensions which are articulated or

upward dissent (AD), latent or lateral dissent (LD) and displaced outward dissent (DD).

OCB-I, is measured using a 5-point Likert scale developed by Williams & Anderson [43].

OCB-I is measured by seven items. It is imperative to mention that verbal informed consent

was taken from the respondents and all details regarding the purpose of data collection and the

research work were shared in a cover letter attached with the instrument. The study is a non-

funded independent in nature and does not in any way affect any participant or any institu-

tion. Moreover, this research also did not require any observation or any experimental inter-

vention towards the participant. Therefore, owing to these reasons, in the regulatory

framework or scope of this country, the authors/researchers do not need any approval or per-

mission from any authority apart from getting informed consent from the individuals who

provide data in the form of questionnaires., hence no prior board or committee’s approval was

required in the said case.

4. Data analysis

The data shows that 57.80% participants are male and 42.20% are female respondents in the

sample. The age of the respondents is categorized into eight (08) categories which shows that

data is collected from all age groups. Level of employment is categorized into three groups i.e.,

senior, middle and junior management as shown in Table 2 along other descriptives.

4.1 Partial Least Square Structural Equation Modelling (PLS-SEM)

In order to develop and test the model or test the hypothesis, PLS-SEM has been used. As com-

pared to CB-SEM, PLS-SEM provides less rigid sample size and model fitness restrictions.
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“PLS-SEM works efficiently with relatively small sample sizes and complex models and makes

practically no assumptions about the underlying data [distributions]” [78].

Data in PLS-SEM method is analysed in two steps, firstly, path model or measurement

model is analysed and after meeting certain criteria of measurement model the structural

model parameters are assessed.

To deal with the potential common method bias (CMB) issue, researchers have used a full

collinearity assessment approach [79]. If all the constructs VIF values are less than 3.3, then it

can be concluded that the data is free from CMB, as is the case in this study.

4.1.1 Estimation of measurement model. The value of the composite reliability and

Cronbach Alpha should be 0.7 or higher for an adequate model for confirmatory research pur-

pose [80]. Table 3 shows that all the items are reporting higher values according to the required

benchmark that is considered to be a good fit for the confirmatory research purposes as

referred above, satisfying the internal consistency reliability criteria.

The convergent validity is supported when the values of outer loadings are above 0.70 and

the value of AVE is 0.50 or higher [81]. All outer loadings of the variables are more than 0.70

as shown in Fig 2. Moreover, the value of 0.50 of AVE indicates that the construct explains

more than half of the variance of its indicators. Table 3 shows that all the indicators have AVE

greater than 0.50 [81] which is the required level, it means the construct explains more than

half of the variance of its indicators and it also satisfies the required benchmark of convergent

validity.

Table 2. Descriptive analysis.

% Mean Std. deviation Skewness Kurtosis

Age less than 25 14.90

26–30 26.20

31–35 28.40

36–40 17.60

41–45 6.70

46–50 2.70

51–55 2.40

More than 55 1.10

Gender Male 57.80

Female 42.20

Education Undergraduate (14 years) 29.10

Masters (16 years) 54.20

Post graduate (18 years) 14.00

More than 18 years 2.70

Level of Employment Senior Management 15.80

Middle Management 50.40

Junior Management 33.80

PH 5.69 2.12 -0.17 -0.73

PW 5.58 2.03 -0.16 -0.73

L5L 5.60 1.90 -0.18 -0.68

AD 3.17 1.04 -0.22 -0.52

LD 3.18 1.07 -0.31 -0.55

DD 3.18 0.96 -0.38 -0.28

OD 3.17 1.00 -0.31 -0.53

OCB 3.08 0.74 -0.15 -0.26

https://doi.org/10.1371/journal.pone.0276622.t002
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From Table 4, it can be assessed that all the constructs of the study have values of square

root of AVE that are higher than the latent variable correlations and fulfills the criteria of dis-

criminant validity. Moreover, cross loadings of the indicators of the constructs of the study to

their latent variable. All the values are higher than any another constructs and it is in accor-

dance with the given criteria of discriminant validity.

Degree of redundancy is measured with the help of Variance Inflation Factors (VIF) and all

values are less than 5 which fulfil the criteria [82].

Fig 2 shows the factor loadings of the model and it shows that all the factor loadings are

more than the defined threshold value as discussed above.

4.2 Assessment of structural model

Before examining the structural model, the level of collinearity needs to be determined in the

structural model under study [78]. VIF values (AD = 2.88, DD = 1.54, LD = 2.02, PH = 1.68,

PW = 1.07) indicates that there are no problems of multi-collinearity in the inner model, as

the values of VIF (variance inflation factor) are below the threshold of 5 [82].

Table 3. Cronbach Alpha, composite reliability and AVE.

Constructs Cronbach’s Alpha Composite Reliability Average Variance Extracted (AVE)

AD 0.792 0.812 0.761

DD 0.756 0.811 0.746

LD 0.760 0.816 0.757

OD 0.817 0.852 0.781

PH 0.800 0.820 0.848

PW 0.776 0.821 0.762

L5L 0.808 0.828 0.784

OCB 0.775 0.835 0.692

https://doi.org/10.1371/journal.pone.0276622.t003

Fig 2. Factor loadings.

https://doi.org/10.1371/journal.pone.0276622.g002
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4.2.1 Direct effects of the model. The Table 5 shows direct effects of the model. It reveals

that L5L has positive significant influence on OCB-I i.e., b = 0.351, t = 6.774, p< 0.001. L5L

has positive significant influence on organizational dissent i.e., b = 0.324, t = 4.991, p< 0.001.

Organizational dissent has positive significant influence on OCB-I i.e., b = 0.433, t = 5.040,

p< 0.001.

Fig 3 shows the path coefficients of the model which are added in Table 5 and discussed

above. It shows that all the path coefficients are significant.

Fig 4 shows the t statistic of the model which are added in Table 5 and discussed above. All

the t values are higher than the threshold values of 1.96 showing significant path coefficients.

4.2.2 Indirect effect and total effect calculations.

Indirect effect ¼ a � b

Indirect effect ¼ 0:324 � :433 ¼ 0:140

Total effect ¼ Indirect effect þ Direct effect

Total effect ¼ 0:140þ 0:351 ¼ 0:491

VAF ¼
Indirect effect

Total effect
� 100

VAF ¼
0:140

0:491
� 100 ¼ 28:5%

4.2.3 Indirect path L5L -> OD -> OCB, t value.

t value ¼
Indirect effect

standard deviation

t value ¼
0:140

0:0547
¼ 2:559

Table 4. Discriminant validity—Fornell-larcker criterion.

AD DD L5L LD OCB OD PH PW

AD (0.873)

DD 0.341 (0.864)

L5L 0.371 0.351 (0.886)

LD 0.443 0.475 0.255 (0.870)

OCB 0.345 0.245 0.539 0.238 (0.832)

OD 0.626 0.594 0.446 0.643 0.428 (0.884)

PH 0.256 0.336 0.610 0.240 0.422 0.331 (0.921)

PW 0.362 0.341 0.578 0.345 0.424 0.336 0.454 (0.873)

https://doi.org/10.1371/journal.pone.0276622.t004

Table 5. Results of direct effects.

Path Coefficients Standard Deviation (STDEV) t statistics (|O/STDEV|) p values Decision

L5L -> OCB 0.351 0.081 6.774 p < 0.001 Supported

L5L -> OD 0.324 0.036 4.991 p < 0.001 Supported

OD -> OCB 0.433 0.074 5.040 p < 0.001 Supported

https://doi.org/10.1371/journal.pone.0276622.t005
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Thus, the above calculation reveals that 28.5% of the effect of L5L on OCB-I is explained

through organisational dissent. VAF demonstrates partial mediation when threshold level is

exceeded by 0.2 and it demonstrates full mediation when threshold level of 0.8 is exceeded

[82]. Since, the value of VAF is between 20% and 80% organisational dissent partially mediates

the relationship between L5L and OCB-I. Thus, these findings lead us to support Hypothesis 4.

Fig 3. Path coefficients of the model.

https://doi.org/10.1371/journal.pone.0276622.g003

Fig 4. T-statistic of the model.

https://doi.org/10.1371/journal.pone.0276622.g004
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5. Discussion

Since the early 2000s, Pakistan’s telecom sector has experienced fast growth and has been

essential to the country’s economic expansion. A nation’s economy, culture, and social devel-

opment are said to be determined by its level of telecommunication sector’s development.

Pakistan, a middle-income nation, has seen political strife but has nonetheless managed to

build its telecommunications industry quickly, maintaining its position as Asia’s fastest-grow-

ing telecom market. Cellular mobile telecommunication services were established in the early

1990s, and today Pakistan’s telecom sector is one of the biggest providers of low-cost calling

rates in the region [83]. In Pakistan’s mobile telecommunications sector, the five major carri-

ers are now engaged in a fierce battle. These carriers are developing strategies focused on pro-

viding the most affordable calling rates, comprehensive coverage, connection, and cutting-

edge value-added services. More than 25,000 experts work in Pakistan’s mobile telecommuni-

cations sector. Due to the ongoing importance, the results of this study are useful in number of

ways as discussed below.

The current study has examined the helping behaviour of employees’ (OCB-I) influence by

level 5 leaders’ through organizational dissent in the telecommunication sector of Pakistan.

The study makes a significant contribution to existing literature on L5L and its relationship

with organizational citizenship behaviour towards employees as there is only one study con-

ducted previously [19]. The L5Ls’ are very ambitious [46], supportive, motivational and

empower their employees. Such leaders provide a supportive environment to their followers

and give them credit of the organizational success. The Level 5 Leaders are humble leaders and

are ambitious towards achieving organisational goals. They are modest and at the same time

are fierce when it comes to achieving organisational objectives. Rather they lead by example

and prepare successors which will prove successful for the organisation in future [84]. The

present study shows that when the leader provides such a supportive environment to employ-

ees’ and make them feel valued in the organization, the employees also show a positive

response by making an extra effort. As a result, their helping behaviour enhances and they

tend to help their supervisors and colleagues, share their burden and help them understand

certain aspects of work by making an extra effort apart from their formal job requirement. The

analysis of L5L with the OCB-I reveals L5L positively affects OCB-I, accepting first hypothesis

(H1) of the study. Literature on Level 5 leadership also confirms the current findings. The liter-

ature corroborates with our findings as it stated that the level 5 leaders are capable of moulding

the behaviours of their followers and thus can make the employees to contribute extra effort in

order to achieve organisational effectiveness [24].

Moving on, this study also examined the relationship between organisational dissent and

L5L. Dissent and voice are alternatively used in the literature [34]. Voice is a broader concept

as compared to dissent. Voice is distinguished by dissent relating to the audience it addresses

and the nature of arguments. Voice is related to challenging the supervisor or when there is

internal communication. Arguments can be related to any sort of agreement, disagreement or

providing support or engaging employees related to work-place issues increasing organisa-

tion’s effectiveness. In contrast, in organizational dissent communication takes place in all

directions and the employees’ express disagreements only that are related to work-place poli-

cies or practices to achieve organisational efficiency [34, 85, 86]. Hence, both the concepts pro-

mote organisational efficiency. The employee voice is promoted by various factors [87]. One

of the factors to promote such behaviour of employees’ is the motivation and support provided

by the supervisor [27]. Moreover, L5Ls dimension humility is taken up instead of L5L, as no

direct article is there in literature which provides evidence on relating dissent and L5L. The

concept of L5L is based on two dimensions; personal humility and professional [47]. The
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leaders’ having the characteristic of humility are open to learning and receptive to new ideas.

They are humble and modest leaders [59].

The research also validated various leadership styles such as leaders’ openness and leaders’

positive emotions enhances employee pro-social voice [27–29]. The present study has made

use of the concept of employee voice and leaders’ humility in order to build up the theoretical

argument which can justify the current study.

The current literature indicates various desirable characteristics such as job satisfaction,

work engagement and team performance to have a positive relationship with the leaders’

humility [63, 64]. Leaders who are humble and acknowledge their faults and highlight the con-

tributions of their followers promote various positive work-related outcomes such as perfor-

mance and engagement. Such leaders also promote the voice behaviour of their followers.

They give them support and in return the employees give constructive suggestions which may

enhance organisational effectiveness [58]. The literature showed a positive relationship

between the constructive voice behaviour of employees’ and leaders’ humility [62]. The results

of the study indicate that when the leaders are supportive towards employees’ learning and

have an acceptance to new ideas and suggestions the employees’ voice out their opinions more

frequently. Thus, the result confirms that L5L positively affects OD, which accepts the second

hypothesis (H2) of the study.

Moreover, the research study has examined the relationship between organizational dissent

and OCB-I of employees. The previous theorising on OCB-I and organisational dissent reveals

that both are considered to be extra-role behaviours, not a part of formal job requirement. There

is a distinction in both the concepts in literature. The OCB-I is concerned with the helping behav-

iour of employees [43]. In contrast, the employees expressing disagreement towards certain poli-

cies and practices related to organisation is known as dissent [31, 32]. Dissent and voice are

interchangeably used in literature as explained in earlier sections of the study. The concept of

voice is incorporated to build a relationship between OCB-I and organisational dissent. Voice

behaviour of employees was said to be one of the dimensions of classification of OCB known as

challenge-oriented citizenship behaviour (COCB) [88] and is also related to organisational citizen-

ship behaviour towards organisation (OCB-O) [89]. Hence, there is a clear distinction between

OCB-I and organisational dissent in literature. The present study strives to find out the relation-

ship between the extra role behaviour related to helping behaviour of employees’ and the expres-

sion of contradictory opinions relating to organisations policies and practices by employees. The

results of the study reveal a significant relationship between OCB-I and organisational dissent.

When the employees were given an opportunity to voice out their opinions and suggestions,

made part of decision-making process they felt more involved [67]. The previous research find-

ings corroborate with the present study and hence, endorse the third hypothesis (H3).

The structural model examined through PLS-SEM shows that L5L is significantly correlated

with OCB-I of the employees mediated by organizational dissent that supports H4. It can be

argued that those leaders who act with modesty and humility, show firm determination in

achieving organisational objectives, welcome employees to express contradictory views relat-

ing to work-related issues. As a result of this leadership behaviour, the employees’ feel valued

in the organisation as they are considered a part of organisations well-being, a feeling of

belongingness is generated, the employees’ in return makes an extra effort to help their fellow

workers and supervisors in work-related tasks. This overall increases the organisational effi-

ciency. Previous literature has explained similar relationships with the help of social exchange

theory [57, 74]. Thus, the findings of the study are supported by the previous literature and

demonstrate a significant relationship between L5L, organisational dissent and organisational

citizenship behaviour towards employees. Summary of the results has been given below in

Table 6.
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5.1 Conclusion

The findings of the research study indicate that organizational citizenship behaviour of

employees’ can be enhanced by level 5 leaders. The level 5 leaders act with humility and mod-

esty towards their employees. They also depict firm determination in achieving organisational

objects. They use participative mode of leadership, promote teamwork, assist and motivate

their employees’ and are open to criticism and suggestions for the improvement of organisa-

tional effectiveness. Such constructive and supportive behaviour by the leaders promotes citi-

zenship behaviour among employees. The employees make an extra effort and go beyond their

job role and requirement and share the burden of their supervisor and colleagues. The level 5

leaders are directed to turn good organisations into great ones and this require moulding the

behaviours of employees in achieving organisational efficiency as employees are an important

part of an organisation. As today’s business environment is competitive and challenging and

with various social and psychological pressures on employees owing to the pandemic, the lead-

ership style needs to be democratic and employee oriented. The present study favours such

leadership style and also states its benefits for organisational effectiveness and success.

5.2 Managerial and theoretical implications

As the fundamental concept under review i.e. Level 5 Leadership is a relatively new concept,

this research definitely adds to the theoretical and conceptual understanding of this idea by

contributing to the fundamental literature and social exchange theory. Moreover, as for the

managerial aspect, it suggests managers to explore a new technique or genre of leadership that

can positively contribute in the much-needed organization citizenship behaviour, however in

the presence of dissenting behaviors or attitudes, the said relationship is reversed, hence gener-

ating negative vibes in the organizational environment. Therefore, the study advises managers

to be vigilant in identifying and engaging dissenting ideas or behaviours in order to manage

them in a better way.

5.3 Limitations & future research directions

The data collected in this study is primarily from service industry, i.e., telecom sector which

restricts its application to other sectors and different industries. Moreover, the study involved

the data collection from only one city of Pakistan, Lahore. Therefore, it limits the generalizabil-

ity all over Pakistan and across different sectors.

The current research is based on cross-sectional design and a quantitative approach. Similar

research can be conducted by taking the same variables ‘L5L, organisational dissent and

OCB-I’ with qualitative approach and longitudinal design. A study on L5L at the levels of

CEOs is recommended to further explore the concept of L5L following Jim Collins methodol-

ogy [90]. The variables used in this study have contributed in the literature of L5L and OCB;

still several other variables such as OCB-O can be further explored. The future research may

also include industry wise analysis. By this, differences across different industries can be cap-

tured and analysed.

Table 6. Results.

Sr.# Hypothesis Supported/ not supported

1 L5L positively affects OCB-I Supported

2 L5L positively affects OD Supported

3 OD positively affects OCB-I Supported

4 OD mediates the relationship between L5L and OCB-I Supported

https://doi.org/10.1371/journal.pone.0276622.t006
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