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Abstract
The aim of this study is to develop a model to maximize decision implementation in public

organizations through the development of the zone of indifference among employees. This
applied qualitative study employed grounded theory methodology. Data were collected through
semi-structured interviews with 11 academic experts, managers, and staff members of the
Trade Development Organization of Iran. The data were analyzed using open, axial, and
selective coding with the help of MAXQDA, SPSS, and Stata software. Findings revealed that
decision implementation in public organizations often fails due to conflicts of interest, lack of
organizational trust, and ambiguity regarding decision outcomes. The final model comprises
five key dimensions: decision characteristics, decision conditions, decision type, decision
barriers, and decision consequences. Ranking results indicated that “decision consequences”
ranked first (mean = 2.90), followed by “decision barriers” (mean = 2.75), “decision type,”
“decision characteristics,” and “decision conditions,” respectively. The study concludes that
enhancing decision implementation in government organizations requires strengthening
employees’ zone of indifference so that managerial decisions create minimal conflict with
employees’ personal and professional interests. Expanding this zone is achievable through
increased decision transparency, employee participation, organizational learning, effective
communication, and well-designed motivational systems.
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Extended Abstract

Introduction

Decision-making is one of the core managerial processes that determines the overall effectiveness,
efficiency, and responsiveness of public organizations. In the complex and dynamic environment of
governance, decisions are influenced by numerous interacting factors such as resource constraints,
bureaucratic structures, political pressures, and technological advancements. Consequently, the

success or failure of government organizations in achieving their strategic objectives largely depends
on the rationality and implementability of managerial decisions (Uzonwanne, 2023).
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Recent research has emphasized the importance of integrating data-driven approaches and artificial
intelligence (Al) in decision-making systems to improve accuracy, accountability, and transparency
(Charles et al., 2022; Maleka, 2023). The adoption of Al-based decision-support systems in
governance contexts enhances managers’ ability to process large volumes of data, forecast
consequences, and optimize operational performance (Yoshikuni et al., 2023). However, despite
such technological advancements, decision implementation in government organizations remains a
major challenge, often hindered by resistance from employees, lack of trust in leadership, and the
absence of clear communication regarding decision outcomes (Siregar et al., 2023).

The “zone of indifference” theory offers an important conceptual framework for understanding
employee compliance and acceptance of managerial decisions. It refers to the psychological zone
within which subordinates accept managerial directives without significant resistance, as long as
those directives align with their values, beliefs, and perceived interests (Deci, 2023). Expanding this
zone is essential for enhancing decision implementation in bureaucratic systems characterized by
rigid hierarchies and limited flexibility (Bansal, 2023).

Organizational culture also plays a critical role in shaping decision behavior in the public sector.
Hierarchical organizational cultures tend to reinforce authority-based decision-making, which
reduces participation and increases employee detachment (Yasin et al., 2023). In contrast,
collaborative and learning-oriented cultures foster trust, communication, and shared understanding
among employees, thus creating favorable conditions for decision execution (Hedayatvand et al.,
2023). Moreover, research suggests that organizations with higher decision-making maturity—
defined by transparency, evidence-based management, and participatory governance—achieve
more consistent and effective decision outcomes (Juki¢ et al., 2022).

The governance dimension of decision-making is equally significant. In contemporary public
administration, decisions must balance ethical considerations, social responsibility, and
technological efficiency (Oladele, 2024; Sharma, 2025). Ethical governance frameworks are
increasingly required to ensure that Al-assisted or data-driven decisions adhere to values of fairness,
accountability, and transparency. When employees and citizens perceive decisions as ethically
grounded and procedurally fair, resistance diminishes, and compliance increases (Frederick, 2022).
Data quality is another crucial determinant of decision effectiveness. Studies have shown that
decisions based on incomplete, inconsistent, or biased data undermine organizational performance
and employee confidence in management (Khong et al., 2023). Integrating statistical thinking and
analytical methods in decision-making improves clarity, precision, and trust in managerial choices
(Alshehri & Lichy, 2024). Similarly, the use of decision-support systems that combine multiple
criteria—such as cost, feasibility, and stakeholder impact—enhances both the quality and the
acceptance of managerial decisions (Shahmohamadi et al., 2023).

Furthermore, the professional competence of managers is directly related to their decision-making
styles and their ability to gain organizational support for decisions (Deci, 2023). Competent managers
are more likely to communicate the rationale behind their choices, anticipate potential challenges,
and align organizational goals with individual motivations. The findings of (Ostermeier et al., 2023)
underscore that when employees experience identity alignment with their organization, they exhibit
greater willingness to comply with decisions and contribute to implementation efforts.

Overall, literature on decision-making in government institutions suggests that effective
implementation depends on a combination of structural, psychological, and contextual factors.
Structural factors include clarity, data quality, and governance mechanisms (Wang et al., 2023);
psychological factors include trust, motivation, and ethical alignment (Yasin et al., 2023); and
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contextual factors include culture, communication, and technological readiness (Hedayatvand et al.,
2023). By integrating these perspectives, it becomes possible to design a comprehensive model that
maximizes decision implementation by expanding the employees’ zone of indifference.

Methods and Materials

The present study employed a qualitative research design with an applied objective. The grounded
theory method was used to develop a model explaining the factors influencing decision
implementation in public organizations. Data were collected through semi-structured interviews with
11 academic experts, government managers, and staff members from the Trade Development
Organization of Iran. Participants were selected using purposive sampling based on their expertise
and managerial experience. The interviews were transcribed verbatim and analyzed using open,
axial, and selective coding procedures. Analytical tools such as MAXQDA, SPSS, and Stata were
utilized to support data categorization and theoretical model development. Triangulation and
member-checking were applied to ensure reliability and validity of the findings.

Findings

The analysis yielded five main dimensions affecting decision implementation in government
organizations: (1) decision characteristics, (2) decision conditions, (3) decision type, (4) decision
barriers, and (5) decision consequences.

The decision consequences dimension had the highest mean rank (2.90), indicating that clarity of
decision outcomes and perceived fairness significantly influenced employee compliance and
engagement. Employees were more likely to implement decisions when outcomes were transparent,
consistent, and beneficial to both the organization and individuals.

The decision barriers dimension ranked second (2.75) and included issues such as rigid hierarchy,
lack of communication, resistance to change, and cultural rigidity. These barriers limited employee
participation and increased skepticism toward managerial authority.

The decision type dimension revealed that participatory and consultative decisions had higher
implementation rates compared to top-down decisions. Involving employees in decision-making
processes increased trust, reduced resistance, and expanded the zone of indifference.

The decision characteristics dimension highlighted the importance of clarity, rationality, and
alignment with organizational goals. Decisions perceived as logical, evidence-based, and fair were
more likely to be executed effectively.

Finally, the decision conditions dimension encompassed factors such as leadership style,
communication effectiveness, and training. It demonstrated that effective leadership, continuous
learning, and open communication channels facilitated decision implementation.

Overall, the results indicated that developing trust, promoting transparency, and aligning decision
outcomes with employee values are essential for enhancing decision implementation in public
organizations.

Discussion and Conclusion

The findings of this study underscore that decision implementation in government organizations
depends not merely on decision-making techniques but also on the alignment between
organizational structures, managerial behavior, and employee psychology. The predominance of
“decision consequences” as the strongest determinant highlights that employees respond positively
to transparent and equitable decision outcomes. When the benefits and impacts of decisions are
communicated clearly and perceived as just, compliance increases naturally.

Furthermore, the presence of organizational and cultural barriers demonstrates that decision-making
effectiveness is as much a social process as it is an administrative one. Rigid hierarchies and
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centralized authority tend to suppress communication, innovation, and mutual understanding. This
study supports the notion that participatory decision-making and shared governance models can
significantly enhance the willingness of employees to implement managerial directives. The
participatory approach transforms the traditional notion of command into one of cooperation, which
broadens the psychological “zone of indifference” where acceptance of decisions becomes voluntary
rather than coerced.

The findings also reflect the growing interdependence between technology and governance. The
integration of artificial intelligence and decision-support systems presents a double-edged sword for
public administration: while these tools increase efficiency and analytical depth, they also introduce
ethical and transparency challenges. Managers must ensure that technological systems serve to
empower rather than replace human judgment, maintaining ethical accountability and social trust.
Another major implication of this research lies in the relationship between managerial competence
and decision acceptance. Skilled managers who communicate effectively and demonstrate fairness
in the decision-making process can minimize resistance and build collective commitment. Ethical
leadership and emotional intelligence are critical attributes for cultivating trust and psychological
safety, both of which encourage employees to support decisions even under uncertainty.

In essence, the proposed model suggests that the expansion of the zone of indifference can act as
a strategic lever for optimizing decision execution. This expansion is achieved through a combination
of managerial transparency, ethical integrity, data-driven logic, and participatory structures. When
employees perceive that managerial decisions are consistent with their professional and personal
values, they internalize organizational objectives and act with greater autonomy and cooperation.
In conclusion, the study provides a comprehensive model illustrating how government organizations
can enhance decision implementation by harmonizing structural, technological, and human
dimensions of management. By cultivating an environment characterized by mutual trust,
transparency, and learning, public institutions can transform decision-making from a hierarchical
directive into a collaborative process. This transition not only increases administrative efficiency but
also strengthens ethical governance and public accountability.

The implications of the study extend beyond organizational management to the broader domain of
public policy and governance. Decision-making processes that respect employee autonomy and
emphasize inclusivity are more resilient to external shocks and social criticism. Therefore,
governments seeking to improve administrative responsiveness and citizen satisfaction must focus
on empowering employees through participatory mechanisms, ethical leadership, and data-informed
strategies.

Ultimately, effective decision implementation in public organizations is not merely a technical
challenge but a moral and cultural one. The expansion of the zone of indifference, as outlined in this
study, represents a practical and human-centered path toward sustainable governance—one where
rationality, ethics, and collective purpose intersect to achieve meaningful organizational change.
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