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Abstract

The present study aimed to design an organizational stationarity model in the General Directorate of Social
Security of Khorasan Razavi using a grounded theory approach. This study employed a qualitative
approach based on Strauss and Corbin’s grounded theory methodology. The statistical population
consisted of managers of the General Directorate of Social Security of Khorasan Razavi in the field of
human resource management and organizational behavior. Using purposive sampling and the theoretical
saturation principle, 12 participants were selected. Data were collected through in-depth semi-structured
interviews and analyzed using MaxQDA software. To ensure credibility, prolonged engagement,
continuous observation, and participant review were applied. Reliability was confirmed through Cohen’s
Kappa coefficient, which was calculated at 0.793. The findings revealed that the organizational stationarity
model consisted of 203 initial indicators, 27 components, 13 dimensions, and 6 major categories. Causal
conditions included behavioral, psychological, managerial, and structural dimensions represented by
components such as passive behavior, demotivation, managerial bias, and structural centralization. The
core category of the study was “organizational stationarity,” which was influenced by contextual economic,
socio-cultural, and technological conditions as well as intervening factors at both micro- and macro-
environmental levels. Communication and adaptive strategies were identified as organizational responses
to stagnation, leading to individual and organizational consequences including job burnout, decreased
productivity, and failure in responsiveness. The results demonstrated that organizational stationarity is the
outcome of a complex interaction among individual, managerial, structural, and environmental factors
rather than a single isolated cause. The proposed model can provide a practical framework for designing
managerial and policy interventions aimed at enhancing organizational dynamism, learning, and
effectiveness in governmental organizations, particularly within the Social Security Organization.
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Extended Abstract
Introduction
In the contemporary era, organizations operate in highly dynamic and uncertain environments
characterized by rapid technological advances, changing stakeholder expectations, economic
instability, and growing competitive pressures. Under such conditions, organizational survival
increasingly depends on the ability to adapt, innovate, and continuously learn from environmental
changes. Organizations that fail to develop adaptive capabilities often experience stagnation, rigidity,
and declining effectiveness (Basic, 2024; Grgurevic, 2022). Organizational stagnation refers to a
condition in which organizations gradually lose their capacity for learning, innovation, flexibility, and
responsiveness, becoming trapped in repetitive routines and resistant structures that inhibit
meaningful transformation. This phenomenon can seriously undermine organizational productivity,
employee motivation, and service quality.
Recent studies have emphasized that organizational stagnation is not merely a structural issue but
rather a multidimensional phenomenon rooted in behavioral, psychological, managerial, cultural, and
technological factors. Marozau et al. demonstrated that organizations operating under economic
stagnation often experience weakened dynamic capabilities and reduced adaptability, particularly in
environments characterized by uncertainty and technological limitations (Marozau et al., 2024).
Similarly, Le and Mohiuddin argued that organizational inertia negatively affects firm performance
by restricting innovation and reducing strategic flexibility (Le & Mohiuddin, 2024). In this regard,
stagnation emerges when organizations continue relying on outdated routines and centralized
decision-making mechanisms despite significant environmental transformations.
Public organizations are particularly vulnerable to organizational stagnation because they are
frequently characterized by formalized structures, bureaucratic procedures, centralized authority,
and limited flexibility. Geys et al. found that excessive organizational stability in public administrations
may hinder institutional learning and adaptation processes (Geys et al., 2024). In governmental
systems, employees often experience limited autonomy, weak participation in decision-making, and
low motivation for innovation, which collectively reinforce passive and defensive organizational
behaviors. Such conditions eventually create a culture resistant to change and experimentation.
Organizational culture also plays a central role in either reinforcing or reducing stagnation. According
to Schein, organizational culture consists of shared assumptions, beliefs, and behavioral norms that
shape how members perceive and respond to organizational realities (Schein, 2021). A rigid and
control-oriented culture discourages creativity, learning, and initiative, while participative and
learning-oriented cultures foster adaptability and innovation. Research by Atalla et al. further
demonstrated that organizational silence weakens organizational learning and reduces employee
engagement, thereby increasing the likelihood of organizational stagnation (Atalla et al., 2022). When
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employees believe their opinions are ignored or may lead to negative consequences, they become
reluctant to contribute ideas or challenge ineffective processes.

Technological transformation has also become a critical factor influencing organizational dynamism.
Organizations increasingly depend on digital readiness, intelligent systems, and innovation
capabilities to remain effective in rapidly changing environments. Asrif et al. emphasized that
business process management capabilities and digital innovation significantly enhance
organizational adaptability and operational effectiveness (Asrif et al., 2026). Likewise, Tenggono et
al. argued that dynamic managerial capabilities and digital readiness strengthen strategic agility
within healthcare organizations (Tenggono et al., 2025). Conversely, outdated technological
infrastructures and limited analytical capabilities contribute to inefficiency, slow decision-making, and
stagnation.

Within the Iranian public sector, organizational stagnation remains a major challenge, particularly in
large service-oriented institutions such as the Social Security Organization. The Social Security
Organization plays a vital role in providing welfare, retirement, insurance, and healthcare services to
millions of citizens. However, the complexity of administrative processes, centralized structures, rigid
regulations, and insufficient technological modernization have increased the risk of organizational
stagnation. Golshani et al. emphasized that professional competence and organizational structures
significantly affect the effectiveness of the Social Security Organization (Golshani et al., 2021).
Moreover, Ghahrani et al. highlighted that demotivation, structural rigidity, and managerial
inefficiency contribute substantially to organizational stagnation in public institutions (Ghahrani et al.,
2024).

Despite the importance of this issue, previous studies have primarily focused on organizational
learning, innovation, or inertia separately, while limited attention has been paid to designing a
comprehensive indigenous model of organizational stagnation in Iranian governmental
organizations. Therefore, the present study aimed to design an organizational stagnation model in
the General Directorate of Social Security of Khorasan Razavi using a grounded theory approach.
Methods and Materials

The present study employed a qualitative methodology based on Strauss and Corbin’s grounded
theory approach. The research paradigm was interpretive and inductive in nature, aiming to identify
and conceptualize the dimensions and mechanisms underlying organizational stagnation within the
General Directorate of Social Security of Khorasan Razavi. The statistical population consisted of
managers and senior experts working in the fields of human resources, organizational behavior,
educational planning, executive management, and social policy within the organization.
Participants were selected using purposive and snowball sampling techniques. Sampling continued
until theoretical saturation was achieved, resulting in 12 participants with extensive managerial and
professional experience in the Social Security Organization. All participants possessed at least a
master's degree, and most held doctoral degrees in management, sociology, social welfare, or
educational sciences.

Data were collected through in-depth semi-structured interviews. Interview questions focused on
participants’ perceptions and experiences regarding organizational stagnation, barriers to
innovation, managerial behaviors, organizational structures, communication patterns, and
environmental challenges. Each interview was audio-recorded, transcribed verbatim, and repeatedly
reviewed to ensure analytical accuracy.

Data analysis was conducted using MAXQDA software through three stages of coding: open coding,
axial coding, and selective coding. In the open coding phase, initial concepts and indicators were
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extracted from interview transcripts. During axial coding, related concepts were grouped into
categories and dimensions based on causal relationships and contextual conditions. In the selective
coding phase, the core category of organizational stagnation was identified, and the final conceptual
model was developed.

To ensure credibility and trustworthiness, prolonged engagement, continuous observation,
participant review, and peer examination were employed. Reliability was assessed using Cohen’s
Kappa coefficient, which yielded a value of 0.793, indicating acceptable inter-coder agreement.
Findings

The findings revealed that organizational stagnation within the General Directorate of Social Security
of Khorasan Razavi is a multidimensional and process-oriented phenomenon resulting from the
interaction of causal, contextual, and intervening conditions. A total of 203 initial indicators were
extracted and organized into 27 components, 13 dimensions, and 6 major categories.

The causal conditions consisted of four primary dimensions: behavioral, psychological, managerial,
and structural factors. Behavioral factors included passive behaviors and defensive behaviors
among employees and managers. Employees frequently avoided expressing opinions, proposing
innovative ideas, or criticizing ineffective procedures due to fear of negative consequences and
organizational resistance. Defensive behaviors manifested through information concealment,
formalistic interactions, and avoidance of accountability.

Psychological factors included demotivation, insecurity, hopelessness, and distrust. Participants
reported that employees often perceived their efforts as ineffective and meaningless because
organizational decisions were highly centralized and employee participation was limited. This led to
declining motivation, emotional exhaustion, and reduced organizational commitment.

Managerial factors involved managerial cognitive bias and behavioral bias. Managers frequently
relied on traditional decision-making patterns and resisted new perspectives or analytical
approaches. Participants emphasized that many managers preferred maintaining stability and
control rather than encouraging innovation and experimentation.

Structural factors included excessive formalization, centralization, and organizational complexity.
Participants described lengthy administrative procedures, overlapping responsibilities, hierarchical
decision-making, and rigid regulations as major contributors to stagnation. Employees felt they
lacked authority and autonomy, which reduced creativity and initiative.

The core category identified in the study was organizational stagnation. Findings indicated that
stagnation emerged gradually through reduced organizational learning, dominance of rigid routines,
communication barriers, weakened innovation, and increasing resistance to change.

The contextual conditions influencing organizational stagnation consisted of economic, socio-
cultural, and technological factors. Economic pressures, insufficient financial resources, and rising
living costs reduced employee motivation and increased survival-oriented behaviors. Socio-cultural
conditions included conservative social norms, fear of change, and negative public perceptions
toward governmental organizations. Technological conditions involved outdated infrastructures,
repeated system failures, and lack of intelligent analytical systems.

Intervening conditions were divided into micro-environmental and macro-environmental factors.
Micro-environmental factors included social capital and psychological capital, while macro-
environmental factors involved political instability and restrictive legal regulations.

The study also identified organizational strategies adopted in response to stagnation. These
strategies included control-oriented communication, symbolic communication, ineffective routines,

Yy



Personal Development and Organizational Transformation

and conservative adaptive behaviors. Rather than addressing underlying problems, these strategies
primarily aimed to preserve organizational stability and minimize risk.

The consequences of organizational stagnation were identified at both individual and organizational
levels. Individual consequences included job burnout, reduced professional identity, emotional
exhaustion, and weakened commitment. Organizational consequences included reduced
productivity, delayed responsiveness, declining service quality, and inability to adapt effectively to
environmental changes.

Discussion and Conclusion

The findings of the present study demonstrated that organizational stagnation is not the result of a
single isolated factor but rather a complex interaction among behavioral, managerial, structural,
psychological, cultural, economic, and technological conditions. The results indicate that stagnation
gradually becomes institutionalized when organizations prioritize stability, control, and routine
preservation over learning, participation, and innovation.

The identified behavioral patterns, such as passivity and defensiveness, reflected employees’
adaptation to a rigid and highly controlled organizational environment. Employees learned that
silence and conformity were safer than initiative and innovation. Such conditions weakened
organizational learning and reinforced stagnation over time.

Managerial centralization and cognitive rigidity also emerged as critical drivers of stagnation.
Managers often relied on established routines and traditional assumptions rather than evidence-
based decision-making or participative leadership. This limited organizational flexibility and reduced
opportunities for creativity and transformation.

Structural rigidity further intensified stagnation by creating excessive bureaucracy, slow decision-
making processes, and overlapping administrative responsibilities. Employees frequently
experienced frustration and helplessness because even minor organizational changes required
lengthy approvals and complex procedures.

The study also highlighted the importance of contextual and environmental conditions. Economic
pressures, technological limitations, and conservative socio-cultural norms collectively reduced
employees’ motivation and willingness to engage in innovative behaviors. Outdated technological
infrastructures and weak analytical systems further constrained organizational responsiveness and
adaptability.

Overall, the proposed model illustrates that organizational stagnation within the Social Security
Organization is a dynamic and self-reinforcing process. Unless comprehensive interventions
address structural, managerial, cultural, and technological dimensions simultaneously, stagnation is
likely to persist and reproduce itself. Therefore, enhancing organizational dynamism requires
participative leadership, supportive organizational culture, technological modernization, employee
empowerment, and strategic flexibility. The findings of this study provide a conceptual framework
that can support policymakers and managers in designing effective interventions aimed at
transforming stagnant public organizations into adaptive and learning-oriented institutions.
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