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Abstract

The aim of the present study was to examine the relationship between organizational trauma and
organizational incivility, with the mediating role of organizational anomie. In terms of purpose, the research
was applied, and in terms of method, it was descriptive and correlational in nature. The statistical
population included all secondary school teachers in the city of Mashhad. Using the proportional stratified
random sampling method, 385 teachers were selected. The research instruments consisted of a
researcher-made Organizational Trauma Questionnaire and the Organizational Anomie Questionnaire
developed by Lara and Rodriguez (2007), as well as the Organizational Incivility Questionnaire by Martin
and Hine (2005). The face and content validity of the instruments were confirmed by several academic
experts. The reliability of the questionnaires was calculated using Cronbach’s alpha as 0.962, 0.875, and
0.981, respectively. Data analysis was conducted using SPSS and AMOS software. The results indicated
that organizational trauma has both a direct effect and an indirect effect—through the increase of
organizational anomie—on organizational incivility.
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Extended Abstract

Introduction

The relationship between organizational trauma, organizational incivility, and the mediating role of
organizational anomie has garnered increasing attention in organizational behavior studies,
particularly within educational systems. Organizational trauma, as introduced by Hooman and Vivian,
represents collective experiences of damage and emotional shock that disrupt protective structures

and instill a sense of despair within organizations (Vivian & Horman, 2015; Vivian & Hormann, 2013).
Trauma in educational institutions, often neglected in prior research, affects core organizational
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functionality and teacher performance (Ghafouri et al., 2022). It can stem from inappropriate behavior,
excessive rules, absence of clear missions, and resource scarcity (Rahimi & Aghababaei, 2019),
resulting in diminished innovation, reduced identity cohesion, and organizational stagnation (Deklerk
& Sasol, 2007; Valikangas et al., 2009).

Organizational anomie refers to the erosion of moral standards and regulatory frameworks within an
institution, leading to uncertainty and detachment among members (Mousavi et al., 2016). Employees
experiencing anomie exhibit reduced alignment with organizational values, diminished motivation,
and a general disinterest in ethical norms (Mazloumi et al., 2017; Mohammadi et al., 2022). Anomie
fosters behaviors such as social erosion, underperformance, and hypocrisy (Bayati et al., 2022),
which, in turn, can mediate the emergence of organizational incivility.

Organizational incivility, defined by behaviors lacking respect and professionalism, compromises
learning environments and workplace morale (Gallo, 2012; Mirzaaghaei Kiakolaei et al., 2024). Its
prevalence is global, with research showing that up to 100% of employees may experience incivility
(Gadi et al., 2022; Kearney, 2023; Manzoor et al., 2020; Porath & Pearson, 2014; Sliter et al., 2010).
Incivility encompasses low-intensity negative behaviors, including aggression, rudeness, and
exclusion, often driven or exacerbated by organizational dysfunction (Hoang Nguyen Tran, 2023;
Pandey et al., 2023; Petrova & Spatenka, 2022).

While these constructs have been studied independently, their interrelationship within educational
settings, especially in Iranian secondary schools, remains underexplored. Past studies have
established that anomie can mediate the effects of trauma on deviant behaviors such as hypocrisy
and underperformance (Bayati et al., 2022), and that incivility and anomie can reinforce each other,
leading to systemic organizational decline (Gilbreath & Pearson, 2005). Moreover, contextual factors
such as weak leadership and nepotism have been shown to intensify anomie and incivility (Abugabel,
2023; Amraei et al., 2022; Morshedi Tonkaboni, 2021).

Given the central role of teachers in shaping student outcomes and societal change (Mousapour,
2016; Okeke & Mtyuda, 2017; Safi, 2019), understanding how trauma and anomie contribute to incivility
is vital. This study investigates these dynamics using empirical data from secondary school teachers
in Mashhad, Iran, aiming to illuminate underlying mechanisms and offer actionable insights for policy
and practice.

Methods and Materials

This applied, descriptive-correlational study targeted all official secondary school teachers in
Mashhad, totaling 4,452 individuals across 155 schools. Using stratified random sampling, 385
teachers were selected through Cochran’s formula. Data collection employed three instruments: a
researcher-made Organizational Trauma Questionnaire (24 items), the Lara and Rodriguez
Organizational Anomie Scale (8 items), and the Martin and Hine Organizational Incivility Scale (19
items), all rated on a 5-point Likert scale.

Face and content validity were confirmed by 10 academic experts, and construct validity was
assessed using structural modeling. Cronbach’s alpha coefficients for reliability were 0.962 (trauma),
0.875 (anomie), and 0.981 (incivility). Statistical analysis was performed using SPSS 28 and AMOS
28. Tests for data suitability included KMO (0.976), Bartlett’s test of sphericity (x> = 131,291.818, p
< 0.001), Kolmogorov—Smirnov (p > 0.05), and Levene’s test for homogeneity of variances (p > 0.05).
Structural equation modeling (SEM) and bootstrapping were used to assess both direct and indirect
paths.

Findings
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Demographic data revealed that 70.4% of participants held bachelor’s degrees, 24.2% master’s, and
5.5% doctorates. Male participants accounted for 60%, and female for 40%. Descriptive statistics
showed high mean scores for organizational trauma (M = 4.12), incivility (M = 3.82), and anomie (M
= 3.84), with standard deviations indicating moderate dispersion.

Validity checks supported the use of SEM. All factor loadings exceeded 0.3, and t-values surpassed
the 2.58 threshold, confirming measurement model robustness. The KMO value (0.976) and
significant Bartlett's test confirmed data adequacy for factor analysis. The SRMR index was 0.035
(< 0.10), and the NFIl was 0.755 (> 0.70), indicating good model fit.

Path coefficients demonstrated significant direct effects: organizational trauma — anomie ( = 0.596,
t = 16.118), trauma — incivility (B = 0.242, t = 3.419), and the indirect path trauma — anomie —
incivility (B = 0.447, t = 5.904), all with p-values < 0.001. Among trauma indicators, lack of job
attachment (B = 0.672) and organizational distrust (B = 0.628) were most affected. For anomie, item
5 (B = 0.714) had the strongest loading. Incivility items 18 (B = 0.750) and 17 (B = 0.726) showed the
highest effects.

Overall, organizational trauma significantly influenced organizational anomie, which in turn mediated
the relationship between trauma and incivility. The findings affirm that without addressing trauma
and its psychological residue, schools risk cultivating environments rife with incivility and dysfunction.
Discussion and Conclusion

The study substantiates the hypothesis that organizational trauma predicts organizational incivility
both directly and through the mediating role of anomie. These results align with previous studies
highlighting the deleterious effects of trauma on organizational morale, productivity, and culture
(Deklerk & Sasol, 2007; Ghafouri et al., 2022; Vivian & Horman, 2015). The observed link between
trauma and anomie supports theories suggesting that disrupted organizational norms lead to
individual detachment and collective disarray (Mohammadi et al., 2022; Mousavi et al., 2016).
Organizational anomie emerged as a potent mediator, emphasizing its centrality in the causal chain
from trauma to incivility. This is in line with previous research that identifies anomie as a precursor
to diminished ethical behavior and increased workplace deviance (Bayati et al., 2022; Mazloumi et
al., 2017). The high path coefficient from trauma to anomie suggests that emotional and structural
disintegration within an organization undermines its normative framework.

The prevalence of incivility, reported as high as 100% in global samples, resonates with the current
findings (Gadi et al., 2022; Kearney, 2023; Porath & Pearson, 2014; Sliter et al., 2010). This ubiquity
underscores the urgent need for systemic interventions. As prior literature notes, incivility erodes
team cohesion, damages organizational reputation, and creates hostile work environments (Hoang
Nguyen Tran, 2023; Pandey et al., 2023).

Notably, the educational context of this study introduces new implications. Teachers are foundational
to student development and institutional continuity. Therefore, trauma and incivility among educators
threaten not just organizational health but also student outcomes and societal progress (Mousapour,
2016; Okeke & Mtyuda, 2017). The study fills a critical gap by focusing on these dynamics within
Iranian secondary schools, where such research is scarce.

In conclusion, the findings offer compelling evidence for integrating trauma-informed and norm-
reinforcing practices into school management. Addressing organizational trauma through supportive
leadership, clear communication, and mental health initiatives could mitigate anomie and its negative
downstream effects. Furthermore, fostering a culture of respect, equity, and shared values is
essential to reducing incivility and enhancing school climate. The proposed model provides a
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practical framework for educational leaders and policymakers seeking to foster healthier, more
productive institutions.
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