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Abstract
The objective of this study was to explain how organizational anti-citizenship behavior can be

reduced by emphasizing employee dignity in governmental organizations. This research
adopted an exploratory mixed-methods design. In the qualitative phase, semi-structured
interviews were conducted with 15 university faculty members and senior managers from
governmental organizations, and the data were analyzed through open, axial, and selective
coding. Based on qualitative findings, a 123-item researcher-made questionnaire was
developed and administered to 245 managerial employees selected through simple random
sampling. Reliability was confirmed (Cronbach’s alpha = 0.86). Quantitative data were
analyzed using structural equation modeling (SEM) in SmartPLS and SPSS. All structural
paths were statistically significant at p < 0.05. The strongest effect was observed for the path
from causal conditions to contextual conditions (t = 23.568). Strategies had a significant direct
effect on outcomes (B = 0.684, t = 16.548). Contextual, causal, and intervening conditions
significantly influenced organizational citizenship behavior and proposed strategies. Indirect
paths through organizational citizenship behavior and strategies were also significant.
Coefficients of determination (R?) ranged from 0.34 to 0.47, indicating acceptable predictive
power. The paradigm model developed in the qualitative stage was fully supported by
gquantitative findings. The results demonstrate that enhancing employee dignity contributes
meaningfully to reducing anti-citizenship behaviors by shaping causal, contextual, and
intervening organizational conditions. Organizational, human-resource, and individual-level
strategies play a central role in mitigating such behaviors. The validated paradigm model offers
a comprehensive framework for managing and reducing anti-citizenship behavior in
governmental organizations.

Keywords: Anti-citizenship behavior; employee dignity; governmental organizations; mixed-
methods; structural equation modeling; strategy model
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Extended Abstract
Introduction
Organizational behavior research has increasingly emphasized the dual influence of constructive
and destructive employee behaviors on organizational effectiveness. While constructive patterns
such as organizational citizenship behavior (OCB) enhance performance, cohesion, and service
quality, counterproductive or anti-citizenship behaviors undermine organizational functioning, erode
trust, and impose substantial financial and social costs. Numerous studies have examined
antecedents and outcomes of counterproductive work behavior (CWB) and OCB, indicating that
employee perceptions, leadership styles, job conditions, and organizational climate are highly
influential (Gholipour et al., 2007; Hogan & Hogan, 1989; Mahdiuon et al., 2010). Recent empirical
findings suggest that counterproductive behaviors do not emerge randomly but arise through the
interaction of personal factors, contextual conditions, managerial practices, and broader socio-
organizational influences (Kazemzadeh et al., 2021; Pearce & Giacalone, 2016; Raisi & Nasti Zayi, 2019).
Within public organizations, these dynamics become even more complex due to structural
bureaucracy, political constraints, low flexibility in managerial systems, and reduced incentives for
innovation or voluntary contributions (Mansouri, 2020; Soleimani, 2020). As a result, public
employees may experience diminished motivation, low perceived fairness, and weak organizational
support—conditions that foster the emergence of CWB and suppress OCB (Huang & Lin, 2019; Zarei
& Moradi, 2023; Zhang et al., 2023). Simultaneously, previous research highlights that OCB is
significantly shaped by leadership practices, organizational justice, employee well-being, and dignity
at work (Hermanto et al., 2024; Javed et al., 2025; Li, 2024). These studies demonstrate that when
employees feel valued, respected, and dignified, they develop stronger identification with their
workplace, exhibit prosocial behaviors, and are less likely to engage in harmful actions (Falsafi et al.,
2020; Salehnajad Amraei et al., 2018).
The concept of employee dignity has recently gained prominence as a multidimensional construct
reflecting respect, recognition, fairness, moral value, and perceived social worth in the workplace.
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Scholars argue that threats to dignity, such as managerial disrespect, exclusion, and unequal
treatment, are powerful predictors of anger, resistance, turnover intention, and counterproductive
behaviors (Moqgaddai, 2017; Mortezaei et al., 2021). Conversely, the enhancement of dignity
strengthens positive identification and encourages organizationally beneficial behaviors (Nuryanto &
Pratiwi, 2024; Ray Cherry Hill, 2024; Wibowo & Jayanagara, 2024).

In addition to individual and contextual factors, strategic and structural interventions such as
performance management systems, transparent communication, empowerment, and values-based
leadership contribute significantly to shaping behavioral outcomes in public institutions (Mach et al.,
2024; Moynihan, 2008; Safarifard et al., 2022). Moreover, contemporary frameworks in mixed-
methods research emphasize the importance of understanding complex behaviors through
integrated qualitative and quantitative designs (Creswell & Plano Clark, 2007; Creswell et al., 2003).
This approach enables a deep exploration of behavioral processes and the development of
empirically validated models. Emerging studies in political behavior management also show that
OCB plays a mediating and regulatory role in organizational behavioral systems (Namjofard et al.,
2025; NamjooFard et al., 2025).

Despite extensive global studies, research on the mechanisms through which dignity influences anti-
citizenship behaviors in Iranian public organizations remains limited. Public organizations face
unique challenges, including rigid bureaucracies, centralized decision-making, limited reward
structures, and social expectations that differ from private entities (Bismala, 2018; Saleh et al., 2022;
Yang et al., 2023). Thus, a model grounded in local context and informed by both empirical data and
theoretical insights is essential. Addressing this gap, the present study develops and validates a
comprehensive paradigm model explaining how dignity interacts with causal, contextual,
interventionist, and strategic factors to reduce anti-citizenship behaviors among employees.
Accordingly, this extended abstract introduces a mixed-methods study designed to identify,
construct, and validate a model for reducing organizational anti-citizenship behavior based on
employee dignity within governmental organizations.

Methods and Materials

This research employed an exploratory mixed-methods design consisting of qualitative and
guantitative phases. In the qualitative stage, semi-structured interviews were conducted with experts,
including university faculty and senior managers from governmental organizations. Participants were
selected through purposive sampling until theoretical saturation was achieved. Interview transcripts
were analyzed using open, axial, and selective coding to identify categories, subcategories, and
relationships among constructs. The qualitative findings informed the development of a researcher-
designed questionnaire.

In the quantitative phase, a sample of 245 employees working in managerial and administrative roles
across public organizations was selected using simple random sampling. The questionnaire included
123 items measuring constructs identified in the qualitative stage. Reliability was confirmed through
Cronbach’s alpha, and construct validity was assessed through factor analysis. Structural equation
modeling (SEM) using SmartPLS was employed to evaluate the measurement and structural
models. Fit indices, path coefficients, t-values, and R2 values were examined to determine model
adequacy.

Findings

Data analysis revealed that all main pathways in the proposed model were statistically significant.
The strongest effect was observed from causal conditions to contextual conditions, indicating that
foundational organizational and psychological factors strongly shape employees’ perceptions and
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experiences. The corresponding t-value exceeded 23, demonstrating high predictive strength.
Conditions such as perceived injustice, managerial misconduct, weak communication, and lack of
recognition were central determinants influencing employees’ orientation toward anti-citizenship
behavior.

Intervening conditions also showed significant effects, confirming that factors such as personal
stress, administrative inefficiencies, external pressures, and work-family conflict interact with
organizational structures to either reinforce or mitigate destructive behaviors. Organizational
citizenship behavior functioned as a significant mediating variable, linking the influence of contextual
and causal conditions with strategic interventions and outcomes.

Strategic components—such as empowerment initiatives, ethical management practices,
transparent communication, and supportive leadership—exerted a strong positive effect on desirable
outcomes and a negative impact on anti-citizenship behaviors. Path analysis demonstrated that
strategies significantly influenced outcomes, with t-values near 17 and positive B coefficients
approaching 0.70. Rz values for key endogenous variables ranged from 0.34 to 0.47, indicating
acceptable explanatory power.

Descriptive results supported the structural findings: employees who perceived higher levels of
dignity, fairness, and organizational support reported fewer tendencies toward deviant behaviors and
higher engagement in organizational citizenship behaviors. Conversely, respondents experiencing
disrespect, exclusion, or inequity demonstrated higher propensities for negative behaviors, including
resistance, withdrawal, and reduced cooperation.

Discussion and Conclusion

The findings indicate that organizational anti-citizenship behavior emerges from complex interactions
among individual, relational, structural, and contextual determinants. The significant influence of
causal and contextual conditions supports the theoretical view that deviant behaviors are rooted in
deeper organizational experiences rather than merely isolated personal traits. This aligns with
established behavioral models that emphasize the role of fairness, recognition, communication
quality, and managerial integrity in shaping employee responses.

The study emphasizes the centrality of employee dignity as a protective factor against anti-
citizenship behavior. When employees perceive that they are respected, valued, and treated fairly,
their emotional connection to the organization deepens, resulting in increased cooperation, prosocial
behavior, and willingness to engage beyond formal duties. Conversely, compromised dignity—
through disrespect, discrimination, or exclusion—creates an environment conducive to frustration,
retaliation, and disengagement.

The mediating role of organizational citizenship behavior further highlights the importance of
fostering positive organizational climates. OCB serves as a pathway through which organizational
values, leadership behaviors, and human resource practices influence overall organizational
functioning. Enhancing OCB can thus reduce the likelihood of counterproductive behaviors and
strengthen organizational resilience.

Strategic interventions emerged as essential levers for behavior modification. Efforts such as
implementing transparent evaluation systems, promoting ethical leadership, establishing supportive
communication channels, and reinforcing recognition practices can significantly improve employee
dignity and reduce negative behavioral tendencies. These findings underscore the need for holistic,
multilevel approaches to behavioral management in public organizations, where structural
complexities and bureaucratic constraints often hinder employee motivation.
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In conclusion, the study provides a validated model illustrating how dignity-centered organizational
practices can effectively reduce anti-citizenship behavior. By recognizing dignity as a core human
need and designing interventions that enhance fairness, respect, communication, and
empowerment, public organizations can foster healthier work environments, minimize destructive
behaviors, and enhance overall performance.
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