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Abstract

This study aimed to diagnose organizational anomie and explain its role as a behavioral mediating
mechanism through which environmental-contextual, organizational, and group-structural factors influence
good urban governance in Zahedan Municipality. This applied study employed a multi-stage exploratory-
explanatory mixed-methods design. In the qualitative phase, a meta-synthesis of 59 national and
international studies was conducted to identify the components of the desirable state of good urban
governance, followed by 19 semi-structured interviews with managers, senior experts, and specialists,
which were analyzed using thematic analysis. In the quantitative phase, 210 official and contract
employees of Zahedan Municipality completed a researcher-developed five-point Likert-scale
questionnaire. Instrument reliability and validity were assessed using Cronbach’s alpha, composite
reliability, average variance extracted, and the heterotrait-monotrait ratio. Partial least squares structural
equation modeling was performed in SmartPLS 4, with 5,000 bootstrap resamples used to test the
hypothesized structural and mediation effects. Environmental-contextual (beta=0.29, p<0.001),
organizational (beta=0.34, p<0.001), and group-structural factors (beta=0.27, p<0.001) had significant
positive effects on individual-behavioral anomie. Individual-behavioral anomie exerted a significant
negative effect on good urban governance (beta=-0.41, p<0.001). The direct effect of organizational factors
on good governance was significant (beta=-0.12, p=0.033), whereas the direct effects of environmental
and group factors were nonsignificant. The (R"2) values were 0.52 for individual-behavioral anomie and
0.306 for good governance, while the corresponding (Q”2) values were 0.30 and 0.21. Significant indirect
effects were observed for environmental (beta=-0.12), organizational (beta=-0.14), and group factors
(beta=-0.11) through individual-behavioral anomie (p<0.001). Mediation was nearly complete for
environmental and group factors and partial for organizational factors. Individual-behavioral anomie
constitutes a central mechanism through which multilevel organizational constraints are translated into
deterioration in good urban governance. Improving governance in Zahedan Municipality therefore requires
coordinated interventions at environmental, organizational, and group levels, together with measures
aimed at reducing anomic behaviors and strengthening accountability, transparency, performance
appraisal, and institutional coordination.

Keywords: Organizational Anomie, Good Urban Governance, Organizational Behavior, Zahedan
Municipality, Structural Equation Modeling.
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Extended Abstract
Introduction
Good urban governance has become a central framework for assessing the quality of urban
administration, institutional performance, public accountability, and the capacity of local
governments to respond effectively to increasingly complex urban challenges. Contemporary
municipalities operate in environments characterized by growing citizen expectations, resource
constraints, institutional fragmentation, rapid technological change, and increasing demands for
transparency and participation. Accordingly, the effectiveness of urban management can no longer
be evaluated solely on the basis of physical development, financial capacity, or administrative
expansion. Rather, good urban governance emphasizes transparency, accountability, participation,
the rule of law, equity, efficiency, effectiveness, and institutional coordination as interrelated
dimensions of high-quality local governance. Evidence from Iranian cities suggests that deficiencies
in coordination, accountability, transparency, and participatory mechanisms can significantly
undermine urban governance and citizen satisfaction (Nazari et al., 2024; Salarpour et al., 2024).
Recent studies have also emphasized that smart urban management and digitalization can
strengthen governance by improving access to information, institutional integration, and
administrative responsiveness, although technological development alone is insufficient without
corresponding organizational reform (Baradaran-Khaniyan et al., 2024; Vakilian et al., 2024).
A major challenge in understanding governance failure is that formal regulations, organizational
structures, and administrative resources do not fully explain why public organizations sometimes fail
to achieve transparency, accountability, coordination, and effectiveness. Pathological studies of
public administration indicate that weak oversight, institutional fragmentation, implementation
deficiencies, and ambiguity in organizational responsibilities can create a persistent gap between
formally adopted policies and actual administrative practice (Derakhshan & Pilevari, 2018; Ebrahimi,
2021). Likewise, governance failures may be reinforced by institutional inconsistency and ineffective
policy mechanisms that encourage informal and non-coordinated patterns of action (Ghaderi et al.,
2021). Therefore, explaining weak urban governance requires attention not only to formal structures
but also to behavioral and normative mechanisms through which structural deficiencies are
translated into everyday organizational conduct.
Organizational anomie provides a useful conceptual framework for explaining this behavioral
mechanism. Organizational anomie refers to a condition in which the normative and regulatory power
of organizational rules, values, and shared expectations becomes weakened. Under such conditions,
employees may experience ambiguity concerning appropriate conduct, reduced commitment to
formal norms, weakened trust, declining organizational attachment, and greater reliance on self-
protective or informal behaviors. Qualitative evidence has demonstrated that organizational anomie
is multidimensional and may emerge from weakened organizational norms, impaired relationships,
lack of trust, and disconnection between employees and institutional objectives (Yarim & Celik, 2021).
In Iranian public organizations, organizational anomie has similarly been associated with individual,
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managerial, cultural, structural, and environmental factors, highlighting its multilevel nature (Tari et
al., 2022).

The consequences of organizational anomie may be particularly detrimental in public institutions
because dysfunctional employee behavior can ultimately affect citizens and public service quality.
Previous research has linked anomie to destructive workplace behaviors, organizational vandalism,
deviant conduct, and weakened organizational attachment (Shekarriz, 2024; Shokrariz, 2024).
Organizational anomie can also contribute to deviant employee behavior through weakened social
capital and declining interpersonal trust (Fathi Chegni, 2024). More recent evidence suggests that
perceived anomie may coexist with organizational silence, workplace alienation, compulsory
citizenship behavior, and knowledge-hiding practices, thereby undermining communication and
collective learning (Sulphey & Jasim, 2025). These findings are highly relevant to municipalities,
where effective governance depends heavily on information exchange, professional responsibility,
interdepartmental cooperation, and employees' willingness to act in accordance with public interests.
Leadership, organizational justice, and human resource practices are also important determinants
of organizational anomie. Anomie has been found to mediate the relationship between toxic
leadership and counterproductive work behavior, suggesting that destructive leadership may
generate unfavorable outcomes by weakening the normative structure of the organization (Abugabel,
2023). In contrast, enlightened leadership may reduce organizational anomie by reinforcing trust,
meaning, constructive relationships, and organizational integration (Nafei, 2025). Organizational
justice is similarly important because perceived unfairness in promotion, reward allocation,
performance evaluation, and decision-making may weaken employees' commitment to formal
organizational expectations. Research has demonstrated the critical role of workplace anomie in
explaining the consequences of perceived organizational fairness (Jahanshahi et al., 2022; Rivas
Mendoza et al., 2022), while organizational justice may influence employees' sense of belonging
through organizational anomie and trust (Shariati et al., 2022). Strategic human resource
management may also reduce anomie by clarifying roles, improving evaluation systems, aligning
individual and organizational goals, and strengthening employee development (Mohammadi et al.,
2022). Conversely, organizational inertia and organizational laziness can reinforce anomic
tendencies by encouraging passivity and resistance to change (Tamartash et al., 2021).

The effects of anomie may extend beyond employees' internal attitudes and influence broader
institutional trust and organizational accountability. Empirical evidence suggests that accountability
plays an important mediating role in the relationship between social anomie and institutional trust
(Rahimi et al., 2025). Structural modeling studies have also demonstrated that organizational anomie
is associated with multiple behavioral and organizational consequences that can reduce
organizational effectiveness (Rahimi Zarchi et al., 2023). In a municipal context, these mechanisms
suggest that environmental instability, structural deficiencies, weak group processes, and
organizational dysfunction may not necessarily affect governance directly; rather, they may first
influence employees' behavioral orientations and subsequently translate into lower levels of
transparency, accountability, participation, efficiency, and institutional coordination. This perspective
is compatible with recent urban governance research emphasizing that governance improvement
requires integrated responses to institutional, organizational, technological, and environmental
challenges (Hosseinpour et al., 2025).

Despite the growing literature on organizational anomie and good urban governance, these two
research streams have generally developed separately. Studies of organizational anomie have
primarily focused on educational institutions, hospitals, universities, or public organizations in
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general, whereas urban governance studies have concentrated on institutional performance, citizen
satisfaction, smart governance, and administrative effectiveness. Consequently, relatively little is
known about how organizational anomie functions as a behavioral transmission mechanism linking
environmental, organizational, and group-structural constraints to urban governance outcomes.
Addressing this gap requires a multilevel approach capable of identifying both the desirable
characteristics of good governance and the actual behavioral and structural conditions contributing
to organizational anomie. Therefore, the present study aimed to diagnose organizational anomie and
explain the mediating role of individual-behavioral anomie in the relationships of environmental-
contextual, organizational, and group-structural factors with good urban governance indicators in
Zahedan Municipality.

Methods and Materials

This applied study employed a multistage exploratory-explanatory mixed-methods design integrating
gualitative and quantitative evidence. In the first qualitative phase, a meta-synthesis of 59 national
and international studies was conducted to identify the principal components of the desirable state
of good urban governance. Extracted concepts were classified into four analytical levels: individual-
behavioral, group-structural, organizational, and environmental-contextual. In the second qualitative
phase, 19 semi-structured interviews were conducted with managers, senior experts, and specialists
familiar with the organizational and administrative processes of Zahedan Municipality. Participants
were selected purposively, and the interview data were analyzed thematically to identify the roots
and manifestations of organizational anomie. Expert review was employed to enhance the credibility
of the qualitative findings.

The quantitative phase was conducted among 210 official and contract employees of Zahedan
Municipality. Data were collected using a researcher-developed questionnaire scored on a five-point
Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). The instrument measured five
main constructs: environmental-contextual factors with six items, organizational factors with six
items, group-structural factors with five items, individual-behavioral anomie with seven items, and
good urban governance with seven items. Content validity was evaluated by experts. Internal
consistency and construct validity were examined through Cronbach's alpha, rho_A, composite
reliability, average variance extracted, and the heterotrait-monotrait ratio.

Quantitative analyses included descriptive statistics, one-sample t-tests with a reference value of 3,
and partial least squares structural equation modeling using SmartPLS 4. Model quality was
assessed using VIF, SRMR, (R"2), and (Q"2). The statistical significance of structural paths and
indirect effects was evaluated using bootstrapping with 5,000 resamples. The Variance Accounted
For index was used to determine the type and magnitude of mediation. Ethical principles, including
informed participation and confidentiality of respondents' information, were observed throughout the
study.

Findings

The qualitative meta-synthesis showed that organizational transparency and information flow
constituted the most prominent organizational component of desirable governance, being identified
in 46 of the 59 studies with a relative weight of 78.0%. At the individual-behavioral level, professional
commitment and work conscience were identified in 41 studies, corresponding to 69.5%. At the
group-structural level, transparent two-way communication had the highest relative weight at 67.8%,
while sustainable financial resources and investment capacity were the most prominent
environmental-contextual component, also reaching 67.8%.
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Analysis of the 19 interviews revealed multilevel manifestations of organizational anomie. At the
individual level, responsibility avoidance, weak organizational socialization, and dominance of
personal interests were especially prominent. At the group level, disruption of formal and informal
communication, siloed work, and role ambiguity were frequently identified. At the organizational
level, weak internal control, complex bureaucracy, perceived unfairness in human resource
practices, and short-term planning were dominant themes. At the environmental level, managerial
and policy instability had the highest interview coverage at 84%, followed by external financial
resource limitations at 79%.

In the quantitative sample, 61.9% of respondents were men and 38.1% were women. Most
respondents were aged 31-40 years (39.0%), held a bachelor's degree (58.1%), and had 5-10 years
of organizational experience (32.4%). One-sample t-test results showed that all individual-
behavioral, group-structural, organizational, environmental-contextual, and good governance
indicators were significantly below the reference value of 3 (p<0.001). Among individual indicators,
responsibility and avoidance of evasive behavior had the lowest mean (2.38). At the organizational
level, inefficient bureaucracy and slow processes had a mean of 2.28, while at the environmental
level, policy and external managerial stability had a mean of 2.26. Among good governance
dimensions, institutional consensus and coordination had the lowest mean (2.29), followed by
efficiency and effectiveness (2.33).

The measurement model demonstrated satisfactory reliability and validity. Cronbach's alpha ranged
from 0.87 to 0.91, composite reliability ranged from 0.90 to 0.93, and AVE ranged from 0.60 to 0.65.
All HTMT values were below 0.85. VIF values were below 3, indicating no problematic
multicollinearity, and SRMR was 0.062, supporting acceptable overall model fit.

Structural model analysis showed that environmental-contextual factors significantly increased
individual-behavioral anomie (beta=0.29, t=4.78, p<0.001). Organizational factors had the strongest
positive effect on anomie (beta=0.34, t=5.92, p<0.001), followed by group-structural factors
(beta=0.27, t=4.41, p<0.001). Individual-behavioral anomie had a significant negative effect on good
urban governance (beta=-0.41, t=7.10, p<0.001). The direct organizational effect on good
governance was also significant, although weak (beta=-0.12, t=2.14, p=0.033), whereas the direct
effects of environmental-contextual (beta=-0.06, p=0.226) and group-structural factors (beta=-0.05,
p=0.309) were nonsignificant.

The model explained 52.0% of the variance in individual-behavioral anomie and 30.6% of the
variance in good urban governance. The corresponding (Q”2) values were 0.30 and 0.21, indicating
acceptable predictive relevance. Mediation analysis showed significant indirect effects for
environmental-contextual (beta=-0.12, t=3.98, p<0.001), organizational (beta=-0.14, t=4.85,
p<0.001), and group-structural factors (beta=-0.11, t=3.71, p<0.001). The VAF values were 0.67 for
environmental factors and 0.69 for group factors, indicating nearly complete mediation, whereas the
VAF of 0.54 for organizational factors indicated partial mediation.

Discussion and Conclusion

The findings demonstrate that weak good urban governance in Zahedan Municipality is a multilevel
phenomenon in which environmental, organizational, group, and behavioral deficiencies interact
rather than operate independently. The convergence of qualitative and quantitative evidence
indicates that organizational anomie functions as a central behavioral mechanism connecting higher-
level structural constraints to governance outcomes. Policy instability, resource limitations,
bureaucratic inefficiency, poor performance evaluation, deficient communication, role ambiguity, and
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weak participatory mechanisms appear to create conditions in which employees become less
motivated, less accountable, and more likely to adopt evasive or defensive behavioral patterns.
The particularly strong effect of organizational factors on individual-behavioral anomie indicates that
internal organizational arrangements are critical leverage points for reform. Although environmental
pressures and group-level dysfunction contribute to anomie, employees' daily experience of
transparency, performance appraisal, supervision, bureaucracy, fairness, and accountability
appears to play an especially important role. The significant direct organizational effect on good
governance further suggests that organizational reforms can improve governance through two
complementary pathways: directly through improved structures and processes, and indirectly
through reductions in anomic employee behavior.

The nearly complete mediation observed for environmental and group factors is also theoretically
important. It suggests that instability, interinstitutional conflict, communication problems, and weak
group coordination do not necessarily translate automatically into governance failure. Instead, their
effects largely emerge when these conditions alter employees' behavioral responses, weaken
responsibility, and increase disengagement or evasive conduct. Organizational anomie therefore
represents the behavioral interface through which broader contextual deficiencies become visible as
deteriorating transparency, accountability, efficiency, participation, and coordination.

Overall, the study concludes that sustainable improvement in good urban governance requires more
than formal restructuring or policy revision. A multilevel reform strategy is necessary, combining
greater policy stability, stronger interorganizational coordination, transparent performance
evaluation, procedural simplification, internal control, participatory decision-making, role clarification,
and interventions aimed at strengthening professional responsibility and organizational commitment.
By identifying individual-behavioral anomie as a key transmission mechanism, the study provides an
integrated explanation of how structural and contextual deficiencies become governance problems
and highlights the importance of addressing both organizational systems and employee behavior in
efforts to improve municipal governance.
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