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Abstract

The present study aimed to identify the dimensions and components of the organizational anomie model
in the Ministry of Interior and to develop a valid conceptual framework for analyzing and managing
organizational abnormalities with an emphasis on reducing administrative corruption, enhancing
transparency, and improving organizational effectiveness. This study employed a mixed-methods
(qualitative—quantitative) descriptive-analytical design. In the qualitative phase, semi-structured interviews
were conducted with 13 experts, senior managers, and specialists affiliated with the Ministry of Interior,
and the data were analyzed using qualitative content analysis and the Delphi technique. In the quantitative
phase, the statistical population consisted of employees of the Ministry of Interior, from whom 300
participants were selected as the study sample. Data were collected using a researcher-developed
guestionnaire derived from the qualitative findings. Data analysis was performed using SPSS version 22
and SmartPLS software. Descriptive statistics, normality tests, exploratory and confirmatory factor
analyses, Cronbach’s alpha, composite reliability, and structural equation modeling were applied. The
findings demonstrated that the organizational anomie model consisted of five major dimensions, including
ethical anomie, cultural and social anomie, organizational-institutional anomie, supervisory and control
anomie, and the negative consequences of anomie. Structural equation modeling revealed that all
relationships among constructs were statistically significant, with t-values exceeding 1.96 for all structural
paths. Organizational-institutional anomie showed the strongest predictive effect among the identified
dimensions. Reliability and validity indices were also confirmed, as Cronbach’s alpha and composite
reliability values for all constructs exceeded 0.70, while AVE values were greater than 0.50. Furthermore,
the coefficient of determination (R?) for intra-organizational and extra-organizational consequences was
reported as 0.608 and 0.616, respectively, indicating satisfactory explanatory power of the proposed
model. The study findings indicated that organizational anomie within the Ministry of Interior is a
multidimensional and structural phenomenon rooted in institutional, ethical, cultural, and supervisory
deficiencies, which can generate extensive consequences for organizational performance and public trust.
The proposed model may serve as an effective analytical and diagnostic tool for identifying the roots of
organizational abnormalities, reforming inefficient structures, strengthening transparency and
accountability, and improving managerial systems within governmental organizations.

Keywords: Organizational anomie, organizational abnormality, organizational culture, Ministry of Interior,
structural equation modeling, administrative transparency
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Extended Abstract

Introduction

Organizational anomie has emerged as one of the most critical challenges facing contemporary
organizations, particularly public institutions operating under conditions of rapid social, economic,
and administrative transformation. The concept of anomie, originally developed within classical
sociology by Durkheim and later expanded by Merton, refers to a condition in which social norms,
ethical standards, and regulatory mechanisms lose their effectiveness in guiding behavior, thereby
creating uncertainty, alienation, and deviant conduct among individuals and groups (Gerber, 2022;
Meshcheryakova & Vasilenko, 2023). In organizational settings, anomie manifests through weakened
ethical values, declining institutional trust, reduced accountability, and the normalization of
dysfunctional behaviors. Contemporary organizations increasingly face pressures associated with

bureaucratic complexity, institutional instability, political conflicts, social fragmentation, and
weakened moral frameworks, all of which contribute to the formation of anomic organizational
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environments (Canto et al., 2024; Collins, 2025). Public organizations are particularly vulnerable to
these conditions because they operate within highly formalized structures that are expected to
maintain transparency, fairness, and public trust. When such institutions fail to maintain effective
normative systems, organizational corruption, unethical behavior, reduced commitment, and
declining organizational legitimacy become more likely. Recent studies have emphasized that
organizational anomie is strongly associated with counterproductive work behaviors, organizational
silence, knowledge hiding, workplace alienation, and weakened organizational cohesion (Abugabel,
2023; Sulphey & Jasim, 2025). Similarly, toxic leadership and managerial misconduct have been
found to intensify anomic perceptions among employees, thereby increasing deviant workplace
behaviors and reducing ethical responsibility (Abugabel, 2023; Liu et al., 2025). Studies have further
demonstrated that organizational injustice, job insecurity, and social instability increase perceptions
of normlessness and distrust among employees (Jahanshahi et al., 2022). In addition, weak
institutional control systems and reduced transparency encourage dishonest behaviors and create
opportunities for corruption and organizational wrongdoing (Leisge et al., 2024; Riyadi, 2024).
Theoretical and empirical developments have also connected anomie with broader social and
psychological conditions such as alienation, social disconnection, insecurity, radical attitudes, and
declining social capital (Greipl, 2025; Hakobyan et al., 2023). Research conducted in educational,
social, and political contexts has shown that weakened social integration and institutional distrust
can significantly affect individual well-being and organizational functioning (Akhayeva &
Turgunbayeva, 2023; Williams et al., 2023). Furthermore, studies on organizational politics and
innovation have indicated that unclear rules, political maneuvering, and inconsistent managerial
practices can reinforce organizational instability and normative ambiguity (Schweitzer et al., 2024). In
accounting and governance research, anomie has been associated with shadow accounting
practices, weak voluntary disclosure, and institutional distrust (Zamanianfar & Abdoli, 2024). Despite
the growing literature on organizational anomie, limited studies have focused on developing a
comprehensive multidimensional model of organizational anomie in governmental institutions,
especially within developing administrative systems. The Ministry of Interior represents one of the
most influential governmental organizations responsible for political, administrative, and social
coordination. Therefore, understanding the dimensions and components of organizational anomie
within this institution is essential for improving transparency, accountability, organizational integrity,
and public trust. Accordingly, the present study aimed to identify the dimensions and components of
the organizational anomie model in the Ministry of Interior and to develop a validated conceptual
framework for understanding and managing organizational abnormalities.

Methods and Materials

The present study employed a mixed-methods descriptive-analytical research design combining
gualitative and quantitative approaches. In the qualitative phase, the conceptual foundations of
organizational anomie were explored through an extensive review of theoretical literature and
previous empirical studies. Semi-structured interviews were then conducted with 13 experts, senior
managers, academic specialists, and experienced administrative personnel affiliated with the
Ministry of Interior. Participants were selected purposively based on professional expertise,
managerial experience, and familiarity with organizational processes. Interviews continued until
theoretical saturation was achieved, meaning that no substantially new concepts emerged in
subsequent interviews. Qualitative data were analyzed using content analysis procedures, including
open coding, axial coding, and thematic categorization. To enhance content validity and reliability,
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preliminary findings were reviewed by several specialists in organizational management and
administrative governance.

In the quantitative phase, the statistical population consisted of employees of the Ministry of Interior.
A sample of 300 participants was selected from different organizational levels, including experts,
department heads, and senior managers. Data were collected using a researcher-developed
guestionnaire designed according to the findings of the qualitative phase. The questionnaire
assessed five major dimensions of organizational anomie, including ethical anomie, cultural-social
anomie, organizational-institutional anomie, supervisory-control anomie, and negative organizational
consequences. Responses were measured using a five-point Likert scale ranging from complete
disagreement to complete agreement. Data analysis was performed using SPSS version 22 and
SmartPLS software. Descriptive statistics included frequency, percentage, mean, standard
deviation, skewness, and kurtosis. Inferential analyses included exploratory factor analysis,
confirmatory factor analysis, reliability assessment through Cronbach’s alpha and composite
reliability, average variance extracted (AVE), and structural equation modeling using the partial least
squares approach.

Findings

The demographic findings showed that 70% of participants were male and 30% were female. Most
respondents were between 30 and 50 years old, representing experienced middle-aged employees
within the organizational structure. In terms of educational background, 50% held master’s degrees,
40% held bachelor’s degrees, and 10% possessed doctoral degrees. Most participants had between
5 and 25 years of professional experience, indicating substantial familiarity with the organizational
environment and administrative culture of the Ministry of Interior. Regarding organizational position,
65% of respondents were experts, 25% served as department heads, and 10% occupied senior
managerial positions.

Descriptive findings indicated that all dimensions of organizational anomie had mean scores above
the midpoint of the Likert scale, suggesting a relatively high perception of organizational abnormality
among employees. Organizational-institutional anomie obtained the highest mean score, followed
by supervisory-control anomie, indicating that structural inefficiencies, bureaucratic complexity, weak
accountability, and ineffective control systems represented the strongest dimensions of anomie
within the Ministry. Ethical anomie and cultural-social anomie also demonstrated substantial mean
values, reflecting concerns related to declining ethical standards, weakened organizational trust, and
reduced social cohesion.

The results of reliability and validity analyses confirmed the adequacy of the measurement model.
All factor loadings exceeded acceptable thresholds, indicating strong indicator reliability. Cronbach’s
alpha and composite reliability coefficients for all constructs were greater than 0.70, confirming
internal consistency reliability. Average variance extracted values exceeded 0.50 for all dimensions,
supporting convergent validity. The skewness and kurtosis values remained within acceptable
ranges, indicating normal distribution of the data and suitability for structural equation modeling.
Structural equation modeling results demonstrated that all hypothesized relationships among
constructs were statistically significant. The t-values associated with all structural paths exceeded
the critical threshold of 1.96, confirming the significance of the proposed model. Organizational-
institutional anomie exerted the strongest effect on both intra-organizational and extra-organizational
consequences. The coefficient of determination (R2?) for intra-organizational consequences was
0.608, while the R2? value for extra-organizational consequences reached 0.616, indicating
satisfactory explanatory power of the structural model. The findings revealed that increased
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organizational anomie significantly contributed to reduced organizational trust, weakened motivation,
increased deviant behavior, reduced transparency, declining productivity, and diminished public
confidence in administrative systems.

Discussion and Conclusion

The findings of this study demonstrated that organizational anomie within the Ministry of Interior is a
multidimensional phenomenon rooted in structural, ethical, cultural, and supervisory deficiencies.
Among the identified dimensions, organizational-institutional anomie emerged as the strongest
predictor of negative organizational outcomes, highlighting the critical role of bureaucratic
inefficiency, administrative complexity, weak accountability, and institutional instability in generating
organizational abnormalities. The results further indicated that ethical deterioration, weakened social
cohesion, and ineffective supervisory systems intensify organizational distrust and contribute to the
normalization of deviant workplace behaviors.

The study also showed that organizational anomie produces extensive intra-organizational and
extra-organizational consequences. Internally, organizational anomie reduces employee motivation,
organizational commitment, productivity, and ethical responsibility while increasing silence,
alienation, and dysfunctional behaviors. Externally, it weakens public trust, reduces institutional
legitimacy, and undermines the effectiveness of governmental services. These findings emphasize
that organizational anomie is not merely an individual psychological condition but rather a systemic
organizational problem that affects institutional performance and governance quality.

Another important implication of the study is the necessity of strengthening transparency,
accountability, ethical governance, and merit-based administrative systems in governmental
organizations. The results suggest that reducing organizational anomie requires comprehensive
reforms targeting organizational structures, managerial practices, supervisory systems, and
organizational culture simultaneously. In particular, establishing transparent evaluation systems,
strengthening ethical leadership, simplifying bureaucratic procedures, improving communication
channels, and enhancing employee participation in decision-making processes may significantly
reduce perceptions of normlessness and distrust.

Overall, the present study successfully developed and validated a conceptual model of
organizational anomie in the Ministry of Interior. The proposed model provides a useful analytical
framework for identifying the roots of organizational abnormalities and designing effective
interventions aimed at improving organizational integrity, transparency, accountability, and
administrative effectiveness in governmental institutions.
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