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Abstract

The present study was conducted with the aim of designing and validating an organizational civilization
model with an approach to achieving good governance in service-oriented government organizations in
the city of Tehran. The research method used in this study was mixed (qualitative and quantitative). In the
qualitative phase, data were collected using semi-structured interviews and a researcher-developed
guestionnaire. The qualitative sample consisted of 15 experts from Tehran, selected through purposive
non-probability sampling, and in-depth interviews were conducted with them. The quantitative phase
sample, used for model validation, included managers, supervisors, and experts in Tehran’s service-
oriented government organizations. Based on Cohen's power analysis rule and using the G*Power
software, a sample size of 130 participants was estimated, and the research questionnaire was distributed
among them. The qualitative data were analyzed using MAXQDA software, and quantitative analysis was
performed using the Partial Least Squares (PLS) method through SMART PLS software. The results
revealed that the causal conditions—namely, the need for transparency and accountability in government
organizations, increased citizen participation in decision-making and governance processes, and the legal
and regulatory requirements governing public institutions—affect the central phenomenon (organizational
civilization). The central phenomenon, along with contextual conditions (the structure and performance of
oversight institutions and the communicative culture and norms within the organization) and intervening
conditions (lack of transparency in decision-making processes), influences strategies and actions (a
strategic approach to realizing organizational civilization). Ultimately, these strategies and actions lead to
outcomes such as increased public satisfaction with government services and the realization of good
governance.
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Extended Abstract
Introduction
The accelerating pace of change in political, social, and technological domains has posed
unprecedented challenges to traditional public administration systems. Especially in large
metropolitan areas, government organizations are confronted with mounting demands for
transparency, accountability, responsiveness, and citizen engagement. These shifts require a
fundamental rethinking of organizational identity and strategic functions beyond conventional
administrative tools. In this context, the concept of organizational civilization emerges as a novel
paradigm that integrates ethical, cultural, and structural elements of public institutions to ensure their
legitimacy and effectiveness (Radhakrishnan, 2024; Yeganeh & Rezapour Tanha, 2023).
Organizational civilization transcends simplistic definitions of organizational culture and delves into
deeper philosophical and normative constructs. It conceptualizes organizations as humanistic-
cultural systems where interactions are shaped not merely by efficiency and hierarchy but by dignity,
dialogue, and shared responsibility (Namazian et al., 2022; Orieno et al., 2024). This approach
envisions institutions that are not only operationally efficient but morally and socially good,
embedding justice, participation, and meaning into the heart of decision-making processes (Afshar
et al., 2024).
Simultaneously, the notion of good governance has gained widespread traction as a normative
framework aimed at transforming public sector performance. Emerging initially as a critique of
neoliberal minimal-state models of the 1980s, good governance advocates for more inclusive,
transparent, and accountable public administration systems. International organizations such as the
World Bank and United Nations have underscored the pivotal role of governance quality in
determining the success or failure of development programs (Dangal, 2025; Soekotjo et al., 2025).
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Good governance is thus founded on principles such as rule of law, accountability, transparency,
equity, effectiveness, and participatory decision-making (Alfayez et al., 2024; Rizky et al., 2023).
Within the Iranian context, particularly in Tehran's service-oriented public organizations, significant
structural and normative gaps hinder effective governance. These include a lack of transparency,
bureaucratic inertia, disjointed human interactions, and instrumental treatment of human capital
(Tashakorian Jahromi, 2024). Given these deficiencies, a comprehensive model that bridges
organizational civilization and good governance is necessary to rebuild institutional legitimacy and
trust.

Previous studies have highlighted the centrality of organizational values, ethical leadership, and
citizen engagement in achieving governance outcomes (Baradaran-Khaniyan et al., 2024; Barati et
al., 2024; Sindelo & Cronje, 2024). However, there remains a notable theoretical and empirical gap in
systematically articulating how organizational civilization can act as a structural enabler for good
governance. This study aims to fill this void by designing and validating a paradigmatic model of
organizational civilization that facilitates good governance in Tehran’s public sector.

Methods and Materials

This study adopted a mixed-methods design combining qualitative and quantitative approaches. In
the qualitative phase, purposive sampling was used to select 15 experts from Tehran, including
university professors and senior managers in public service organizations. Semi-structured
interviews were conducted, coded, and analyzed using grounded theory and MAXQDA software until
theoretical saturation was reached. In the quantitative phase, a researcher-developed questionnaire
was distributed among 130 participants (managers, supervisors, and experts) using G*Power
sample size estimation. The structural model was validated using Partial Least Squares (PLS) via
the SMART PLS software. The reliability and validity of the measurement model were confirmed
through convergent validity (AVE), Cronbach’s alpha, composite reliability (CR), and Rho
coefficients.

Findings

The qualitative analysis yielded 56 open codes, 10 axial codes, and six selective categories
structured around the grounded theory components: causal conditions, contextual conditions,
intervening conditions, core phenomenon, strategies, and outcomes. Causal conditions such as the
need for transparency and accountability, legal and regulatory requirements, and increased public
participation were found to significantly influence the development of organizational civilization.
Contextual conditions included supervisory structures and communication norms, while the lack of
transparency in decision-making emerged as a key intervening barrier.

The core phenomenon, “organizational civilization,” was defined through indicators such as ethical
commitment, participatory processes, interdepartmental communication, social justice, and trust-
building. Strategic approaches for realizing organizational civilization included ethical leadership,
technology integration, equitable recruitment, anti-discrimination policies, and performance appraisal
reform. These strategies led to two major outcomes: enhanced public satisfaction with government
services and the realization of good governance.

Quantitative results confirmed the model’s validity. All factor loadings exceeded 0.60, and t-values
surpassed 1.96. The AVE values were all above 0.50, and Cronbach’s alpha, composite reliability,
and Rho values exceeded 0.70. Structural model analysis revealed strong predictive capacity:
organizational civilization was significantly predicted by public participation (3 = 0.322), legal
frameworks (B = 0.297), and transparency needs (B = 0.342). In turn, organizational civilization
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predicted strategic approaches (B = 0.232), which had strong effects on public satisfaction (B =
0.832) and good governance (8 = 0.825). The model’s fit indices were robust: GOF = 0.649, SRMR
= 0.049, RMStheta = 0.093, and NFI = 0.689. Predictive relevance was high (Q2 > 0.35) for all
constructs.

Discussion and Conclusion

The results underscore the transformative role of organizational civilization in enhancing public
sector governance. Causal factors such as the demand for transparency, legal alignment, and
participatory mechanisms create the necessary foundation for cultivating civilized institutions. These
findings are aligned with (Dangal, 2025), who emphasized that citizen participation and legal
coherence reinforce administrative efficiency and trust. Similarly, the importance of ethical climate
and moral leadership in fostering a governance-friendly culture resonates with (Alfayez et al., 2024).
The significance of contextual factors such as supervisory autonomy and communication norms
reaffirms that structural support and organizational values are indispensable for operationalizing
governance principles. As demonstrated by (Mathobo et al., 2024), effective ethics committees and
internal controls mitigate corruption and instill confidence in public systems.

The negative impact of opaque decision-making processes as an intervening factor highlights a
critical challenge to institutional reform. Consistent with (Imawan et al., 2024), opacity in
administrative functions such as recruitment undermines fairness, legitimacy, and service quality.
Therefore, enhancing procedural transparency is both a strategic imperative and a moral necessity.
The strong link between organizational civilization and strategic approaches confirms that value-
oriented structures influence operational tactics. This is consistent with (Rizky et al., 2023) and (Chien
& Thanh, 2022), who found that ethical disclosure and participatory governance drive public trust and
performance.

Finally, the study validates the hypothesized model linking organizational civilization to public
satisfaction and good governance. The path coefficients, model fit, and predictive power collectively
attest to the robustness of the conceptual framework. The findings provide empirical support for
integrating ethical, participatory, and strategic dimensions into the governance fabric of public
institutions in Iran.

By articulating a structured and empirically validated model of organizational civilization, this study
contributes to filling a major theoretical gap and offers actionable insights for policymakers and
administrators. The model emphasizes the moral and participatory underpinnings of governance and
provides a systematic roadmap for institutional reform in the Iranian context. Through fostering a
culture of ethical responsibility, inclusivity, and strategic coherence, service-oriented government
organizations can transform into responsive, transparent, and citizen-centric institutions.
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