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Abstract

By entering the new era, issues and challenges arise for organizations that pose risks to
individuals, organizations, and society. One of this age’s ominous and sinister phenomena is
the concept of organizational disidentification, which is opposed to organizational identity and
has many disadvantages and negative consequences. The main goal of the current research is to
explain the phenomenon of organizational disidentification and its role in the emergence of
dysfunctional human resource actions. The current study used a mixed methods approach and
benefited from the nested approach simultaneously. In the first stage, using the qualitative
method of the panel of experts, thematic axes for interviews were extracted, and in the second
stage, using the qualitative method of the foundation's data theory, the components and
indicators of this field were identified. The tool for collecting information in both methods was
semi-structured interviews with academic and administrative-executive experts. According to
the findings in the first phase, nine themes were extracted, which were used as semi-structured
interviews. In the second phase, the qualitative method of grounded theory was used. In this
stage, using Strauss and Corbin's systematic approach, all propositions were coded, resulting in
336 open, 116 central, and 21 selective codes. According to the results of the research,
organizational disidentification can not only cause dysfunctional behaviors but can also cause
the creation of a defective and stressful organization that affects both the individual and the
organization and society.

1. Introduction

Extended abstract

management awareness and the implementation
of appropriate procedures to deal with such
ineffective resources. So, conceptual and content
duality is observed in this context, and
organizational identity significantly affects the
key structures of the organization because, for

In the past decades, organizational identity has
been one of the most important concepts related
to human resources and organizational behavior
and has been the subject of numerous research
studies. However, with the development of
societies and organizational changes, new
concepts such as organizational disidentification
and subsequent issues have been raised.
Organizational  identity  refers to the
characteristics of the organization that can be
considered core, distinctive, and stable and
emerge through the common perceptions of the
members about the organization.

Dysfunctional behavior refers to behaviors
that violate work ethics rules and regulations and
can negatively affect work relationships and
overall performance within the organization.
Accordingly, ineffective workplace behavior is
considered a serious problem that requires both

the people who are in the organization, it
provides conditions for them to develop
favorable attitudes and behaviors for their
organization. However, organizational
disidentification is the cause of disobedience and
dysfunctional behaviors in the organization,
which is always associated with disadvantages.
For this reason, in order to create stability in
human resources and then in the organization, as
well as create favorable conditions in
organizations in the face of sinister phenomena
such as organizational disidentification and
dysfunctional behaviors, it is necessary to
explain this phenomenon first and then its role in
other organizational areas. Another key issue in
this field is the existence of a theoretical gap. By
reviewing the studies conducted in this field, it
can be seen that most of them have raised issues
in the field of organizational identity, and less
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research has discussed the concept of
organizational disidentification. However, no
research has investigated the role of
organizational disidentification in the occurrence
of human resource dysfunctional behaviors so
far. On the other hand, the current study first
seeks to explain the phenomenon of
organizational  disidentification and then
investigate its role in the occurrence of human
resource dysfunctional behaviors, which is
happening for the first time. Therefore, the main
goal of this research is to explain the
phenomenon of organizational disidentification
and its role in the occurrence of dysfunctional
actions or behaviors of human resources.

2. Research Methods

According to the type, this research is
fundamental, followed by the combined or
mixed method, and used the concurrent nested
strategy approach. In the first stage, using the
qualitative method of the panel of experts,
thematic axes for the interviews were extracted,
and in the second stage, using the qualitative
method of the database theory, the components
and indicators of this field were identified.
Therefore, the applied approach was qualitative-
qualitative, which is included in the mixed
approaches under the title of the simultaneous
nested approach. The tools for collecting
information in both methods were semi-
structured interviews. In the first phase, two
specialized groups of experts in the fields of
human resource management, organizational
behavior, public administration, organizational
sociology, social sciences, and psychology were
used, and in the second panel, managers,
experts, and executive specialists of public and
private organizations, some of whom had
experience and research background in this field,
were chosen. In the second stage, which used the
qualitative method of database theory using the
three-axis coding approach, statements obtained
from the interviews were coded in three open,
central, and selective code categories, and their
theoretical adequacy was examined through the
Lincoln and Guba method.

3. Results
In the first phase, thematic axes were extracted
using the expert panel’s qualitative method. At

this stage, the relevant experts and specialists
who had high expertise and experience in both
academic and executive categories were first
identified. The first panel was made up of
university experts who specialize in the fields of
human resource management, organizational
behavior, public administration, organizational
sociology, social sciences, and psychology, and
the second panel was a group of managers,
experts, and executive specialists of public and
private organizations, some of whom had
experience in the research field. Each panel
lasted about two hours so that the panel manager
raised the relevant questions and approaches,
and each expert presented and summarized their
opinions in relation to them. Then, individual
responses and comments were recorded and
presented as specialized and general keywords.
At the end of both panels, the following axes
were extracted as thematic axes: inefficiency of
human  resources;  organizational  uncivil
behaviors; organizational avoidance; insulting,
humiliating, and  oppressive  behaviors;
organizational anti-value norms; job
dissatisfaction; deviant behavior; weakness in
organizational loyalty; and lack of proper
formalization in the organization. Each of the
above cases was placed as thematic axes in the
second stage, which is the method of database
theory. In the next step, using the inductive
approach and moving from part to whole, the
raw propositions were categorized in the form of
open, central, and selective codes. As mentioned
earlier, by interviewing experts in this field,
theoretical saturation was achieved in the 13th
interview, but due to caution, the work
continued until the 15th interview. Among these,
336 open codes, 116 axial codes, and 21
selective codes were obtained.

4. Conclusion

According to the findings of the research, factors
such as weak organizational  support,
unfavorable organizational image,
organizational injustice, obvious avoidance of
responsibility, weak tolerance and resilience
capacity, and inappropriate and opaque career
paths were considered causal conditions.
Organizational support is the general belief of
employees that the organization is concerned
about them and supports them according to their
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moral responsibilities. According to the social
exchange theory, employees may feel more
committed to the organization or make more
efforts to achieve organizational goals by
reducing the pressure caused by employees’
work.  Organizational ~ support plays a
fundamental role in creating voluntary behaviors
of employees in the organization, which is
beneficial to both the organization and the
environment. When organizational support is not
considered in an organization, the conditions for
the disidentification of human resources are
provided and facilitated.
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