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Abstract

The aim of this study is to investigate the development of a model for maximizing the implementation of
decisions in public organizations, based on the expansion of the zone of indifference among executives,
using a qualitative approach (case study: Iran Trade Promotion Organization). This research employs the
grounded theory method and draws upon the insights of experts, managers, specialists, and staff of the
organization to extract and identify key variables. After data analysis using SPSS and Stata software,
findings revealed that in many organizations, decisions are not properly implemented; subordinates, due
to perceived threats to their interests, beliefs, and opinions, often ignore or partially execute managerial
directives. This article, by focusing on the concept of the zone of indifference, analyzes the decision-
making space in which managers attempt to frame their decisions in a way that minimizes conflict with
subordinates’ interests. Following interviews with 11 academic experts and organizational staff, 28
descriptive codes were extracted. The final model consists of five main dimensions, with decision
outcomes, decision barriers, and the nature of the decision ranking highest in terms of priority.
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Extended Abstract

Introduction

The successful implementation of decisions in public sector organizations has long been a critical
concern in administrative sciences. Despite the existence of clear policy frameworks and strategic
decisions, a significant gap often remains between decision-making and actual execution in
government settings. This gap is frequently attributed to structural rigidity, bureaucratic resistance,

and misalignment between organizational goals and employee interests (Siregar et al., 2023;
Uzonwanne, 2023). Within this context, the present study introduces a novel conceptual approach
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centered on the expansion of the "zone of indifference" among executives as a pathway to enhance
decision implementation effectiveness in public institutions.

The "zone of indifference"—a concept rooted in classic organizational theory—refers to the range of
decisions that subordinates are willing to accept and implement without resistance, due to their
perceived neutrality regarding personal and professional impact (Ostermeier et al., 2023). The
development and extension of this zone can play a pivotal role in aligning managerial intent with
employee compliance, especially in complex bureaucratic settings. Prior research has shown that
decisions that fall within this zone are more likely to be executed without conflict, as they are not
perceived as threatening to employee welfare, autonomy, or professional identity (Charles et al.,
2022; Oladele, 2024).

Decision-making in public organizations is increasingly influenced by a range of contextual factors,
including organizational culture, technological adaptation, and leadership style. Studies suggest that
decision implementation is contingent upon how well a decision is communicated, understood, and
aligned with the values and expectations of staff members (Hedayatvand et al., 2023; Yasin et al.,
2023). The expansion of the zone of indifference, therefore, requires not only strategic planning but
also active investment in communication transparency, employee empowerment, and participatory
leadership practices (Khong et al., 2023; Sharma, 2025).

Organizational literature also emphasizes that ethical decision-making and data-driven governance
mechanisms enhance the legitimacy and internal acceptance of decisions, especially when paired
with inclusive leadership practices (Alshehri & Lichy, 2024; Shahmohamadi et al., 2023). These
insights are aligned with research on artificial intelligence in managerial contexts, where data quality
and system integration foster clearer communication and more consistent implementation outcomes
(Maleka, 2023; Yoshikuni et al., 2023). However, most empirical studies have focused on decision-
making models and less on how decisions are operationalized and resisted on the ground,
particularly in developing country contexts. The present study addresses this research gap by
developing and validating a grounded model for maximizing decision implementation in public
organizations based on the cultivation of the zone of indifference, using the Trade Promotion
Organization of Iran as a case study.

This study is distinct in that it integrates perspectives from organizational psychology, governance
studies, and management decision science to identify the dimensions that contribute to employees’
perception of decisions as acceptable and non-threatening. In doing so, it brings together theoretical
insights and empirical data to offer a robust framework that public managers can use to enhance the
practical enforceability of their directives. By incorporating grounded theory methodology and
gualitative data collection, this study offers rich context-sensitive insights that are rarely captured
through quantitative surveys or top-down assessments (Deci, 2023; Setyani et al., 2022).

Methods and Materials

The study adopted a qualitative approach grounded in Strauss and Corbin's grounded theory
methodology. Data were collected through semi-structured interviews with 11 organizational experts,
including senior managers, middle managers, and senior human resource specialists within the
Trade Promotion Organization of Iran. A purposive sampling technique, based on theoretical
saturation, was employed to select participants who had in-depth knowledge of decision
implementation processes. Data collection continued until no new conceptual insights were
observed, ensuring conceptual saturation.

Interview transcripts were coded using MAXQDA 12 software. The data analysis proceeded in three
stages: open coding, axial coding, and selective coding. In the open coding stage, descriptive codes
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were extracted directly from the interview data. During axial coding, the researchers grouped similar
codes under interpretive categories and developed conceptual linkages. Selective coding involved
identifying core categories and integrating them into a final conceptual model. The validity of the
coding process was reinforced through triangulation and member checking with participants.
Findings

The analysis of interview data resulted in the extraction of 28 descriptive codes that were grouped
into five major dimensions of decision implementation. These dimensions included: (1)
characteristics of the decision, (2) decision context conditions, (3) decision type, (4) decision barriers,
and (5) decision consequences. Among these, "decision consequences" emerged as the most
significant factor influencing the likelihood of execution, followed by "decision barriers" and "decision
type."

The "characteristics of the decision” dimension emphasized factors such as transparency, clarity of
purpose, and the extent of employee participation in the decision-making process. Decisions
perceived as participatory and transparent were more readily accepted by staff. The "decision
context conditions" dimension referred to how well the decision aligned with the organizational
culture, communication practices, and current administrative routines. If decisions were consistent
with existing values and workflows, they were less likely to encounter resistance.

The "decision type" dimension captured the extent to which decisions directly affected employees’
rights, job security, or professional advancement. Decisions perceived as neutral or beneficial were
placed within the zone of indifference and thus faced less resistance. "Decision barriers" included
cultural, psychological, and organizational factors such as fear of change, distrust in leadership, and
conflicting values. Finally, the "decision consequences" dimension related to the clarity and
predictability of outcomes associated with a given decision. When consequences were foreseeable
and positively framed, implementation likelihood increased significantly.

The final conceptual model showed that the effectiveness of decision implementation in public
organizations hinges on managing both the objective content of decisions and the subjective
perceptions employees hold about them. Ranking analysis of variables revealed that "decision
consequences" had the highest influence (mean rank 2.63), followed by "decision barriers" (2.55),
"decision type" (2.43), "decision characteristics" (2.40), and "decision context conditions" (2.38).
Discussion and Conclusion

The results of this study demonstrate that the successful implementation of decisions in public sector
organizations is heavily dependent on the development and strategic management of the zone of
indifference among employees. Decisions that are perceived as fair, predictable, and inclusive are
more likely to fall within this zone, thereby minimizing resistance and maximizing compliance.
Conversely, decisions that invoke fear, ambiguity, or challenge existing employee values are likely
to fall outside this zone and consequently face implementation obstacles.

The conceptual model developed in this study provides a practical framework for public managers
seeking to improve decision enforcement. It highlights the importance of clarity, communication, and
participatory decision-making in creating a more receptive organizational climate. The role of
employee perception is emphasized throughout the model, suggesting that implementation is not
merely a structural or procedural matter but is deeply influenced by psychological and cultural
factors.

Additionally, the study underscores the need for adaptive leadership and ethical decision-making
practices that align managerial objectives with employee needs and values. As the findings suggest,
the development of the zone of indifference is not a one-time intervention but a continuous process
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that involves cultivating trust, ensuring information symmetry, and fostering a culture of mutual
respect and recognition.

The practical implications of this research are far-reaching. Public sector leaders can use the model
to conduct organizational audits, identify sources of resistance, and tailor their communication and
training strategies to reinforce alignment. Moreover, the model offers a diagnostic tool for evaluating
the readiness of decisions for implementation based on employee feedback and cultural fit.

In conclusion, enhancing the implementation of decisions in public organizations requires more than
procedural enforcement—it demands a nuanced understanding of employee perspectives and the
creation of psychological safety zones where compliance occurs naturally. The zone of indifference,
as theorized and modeled in this study, serves as a conceptual bridge between managerial authority
and employee cooperation, offering new possibilities for effective governance in complex
administrative systems.
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