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Abstract

Introduction

One of the most common but under-recognized issues in organizations today is organizational
apathy. Apathy is a slow process that gradually emerges in employees who are stuck in boring,
repetitive jobs with little hope of improvement or advancement. At the organizational level, people
who lose interest in their work for some reason gradually suffer from burnout and ultimately
organizational indifference. Sometimes people express their objection to orders in the form of strikes
and protests, which are the most obvious forms of expressing dissatisfaction, and sometimes this is
expressed by high absenteeism.

Method

This research was exploratory and practical in terms of purpose, and data collection was done in
the form of semi-structured interviews. The sample selection indices were knowledge and
experience, and the sample size criterion was theoretical saturation, which was finally achieved with
12 theoretical saturation interviews. In the quantitative part, structural-interpretive modeling was
done with Mic Mac software and with 8 experts who are proficient in the affairs of sports
organizations.
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Results

The results of the interview finally led to the creation of 52 open codes and 5 central codes, which were
placed in the form of structural factors of creating organizational indifference. The results of the
analysis showed that relationship-oriented organization was at the first level of effectiveness and the
components of severe bureaucracy, taste evaluation, misalignment of goals was at the second to fourth
levels, and the components of disempowering employees were at the last level in terms of effectiveness.
Also, the location plan of the components showed that the component of relationship-oriented
organization was a strategic variable and the component of disempowering the exiting employees of the
system was creating organizational indifference.

Discussion

Considering the high sensitivity of the relation-oriented organization component in creating
organizational indifference, it is suggested that the selection indicators of managers and employees be
examined and monitored so that a high degree of coordination between the adopted position and the
expertise and experience of the people to exist.
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Table 1. Description of total codes (Phase 1 and 2)
Row Total Codes (Phase 1) Total Codes (Phase 2) Agreements  Disagreements  Test-Retest Reliability (%)

1 4 3 3 1

2 6 5 5 1

3 7 6 s 1 0.903
Total 17 14 14 3
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Table 2. Description of the individual characteristics of the respondents

Interviewee Gender Field of Activity Work Experience Education
P1 Male Faculty Member, Islamic Azad University, Ahvaz Branch 12 years PhD
Deputy of Championship Sports, General Department of Sports and )
P2 Male Youth, Khorasan Razavi Province Hyears Masters
3 Male Deputy of Champlonshlp Sports, General Department of Sports and 25years PhD
Youth, Khuzestan Province
P4 Female Expert in Sports Fac1htle.s Development, General Department of Sports 15 years Master's
and Youth, Tehran Province
Expert in Women's Sports Affairs, General Department of Sports and )
E5 Female Youth, Kermanshah Province 9years Master's
Expert in Talent Identification Office, General Department of Sports .
P6 Female and Youth, Isfahan Province 15 years Master's
Deputy of Championship Sports Development, General Department of .
7 Male Sports and Youth, Chaharmahal and Bakhtiari Province 16 years Masters
P8 Male Deputy of Sports Affalrs Dev.elopment, General Department of Sports and 18 years PhD
Youth, Khorasan Razavi Province
Deputy of Youth Affairs, General Department of Sports and Youth, PhD
P Male Chaharmahal and Bakhtiari Province 2 years Candidate
Expert in Coordination of Sports Federations Affairs, General .
P10 Male Department of Sports and Youth, Tehran Province Eyears Masters
Public Relations Expert, General Department of Sports and Youth, PhD
Pl Male Khuzestan Province 18 years Candidate
Expert in Talent Identification Office, General Department of Sports PhD
P12 Male and Youth, Kermanshah Province 15 years Candidate
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Table 3. Identified codes of structural factors of organizational indifference

Row Open Codes Axial Codes Selective Code
1 Feeling of misaligned organizational and personal interests Goal misalignment Structural
2 Lack of employee involvement in organizational goals
3 Conflict between organizational goals and personal opinions

4 Indifference toward organizational goals

5 Exclusive decision-making power of managers

6 Incompatibility between individual and organizational values
7 No permission for employee participation in decisions

8 Responsibility without sufficient authority

9 Being held accountable without enough decision-making power

10 Perception of impersonal organization

11 Lack of awareness of details

12 Numerous hierarchical levels in the organization Excessive bureaucracy
13 Directive-based performance

14 Delays in policy implementation

15 Lack of a flexible strategic plan

16 Long-term reforms

17 Excessive and unnecessary costs

18 Lack of desirable operational freedom

19 Inflexible executive directives

20 Rules prioritized over goal achievement

21 Mechanistic view toward some employees

22 Loss of information due to fear of reporting

23 Inappropriate evaluation criteria Subjective evaluation
24 Measuring efficiency without considering effectiveness

25 Excessive qualitative indicators

26 Longjtudinal evaluation for some, superficial for lower-level employees
27 Biased and inappropriate feedback

28 Inappropriate reward and punishment policies

29 Varying evaluation criteria across managers

30 Outcome-based, not performance-based evaluation

31 Machiavellian nature of evaluation system

32 One-dimensional evaluation

33 Selective treatment of individuals Relationship-based organization
34 Promotion based on relationships

35 Assigning positions without considering expertise/experience
36 Non-systematic approach to tasks

37 Ineffective subsystems within the main system

38 Inefficiency in task linkage

39 Discrimination in job assignments

40 Unnecessary employee transfers

41 Lack of synergy in achieving effectiveness

42 Unclear tasks and consequently unidentified required expertise
43 Lack of coordination between departments

44 Performing duties in multiple departments

45 Lack of practical training Employee disempowerment
46 Lack of system effort in improving employee skills

47 Inability to improve job-related relationships

48 No opportunity for job promotion

49 Job-personality mismatch

50 Inadequate managerial support for employees

51 Lack of perceived competence in employees

52 Performing meaningless and ineffective tasks
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Figure 1. Concepts extracted from coding

Table 4. Interactive matrix of direct effects of components

. . Goal Excessive Subjective  Relationship-based Employee
Dominant selective code .o . L. .
misalignment  bureaucracy evaluation organization disempowerment

Goal misalignment 0 1 1 1 2
Excessive bureaucracy 1 0 1 3 2
Subjective evaluation 1 0 0 2 3
Relationship-based organization 2 3 1 0 2
Employee disempowerment 0 0 1 1 0

dawgle ),“gl.; Y ous wass ),_,b ) sue ‘),_,L, ST SURICK RSN g4 B gl CEECR VS INGH UGN SR W P R
W38 o bagygin g bajan o5 cul S15b &8ly o Sl (oS ile al jo ms e olis | g9 Ll ¥ sae
250 b el Sop s sl IASE0 0ty ¥l 4 il gl Sepn p jemedlal; aailole Jle Glsiea

ol S 156 0 ls ¥ e 4 jgoealal ) omailojles

Table 5. Features of the Direct Impact Matrix

Indicator Value
Matrix size 5
Number of rotations
Number of zeros
Number of 1s
Number of 2s
Number of 3s
Number of potentials
Total entries 17
Cell fill percentage 68%
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Table 6. Diagnostic validity of the research constructs

Row score (bein; Column score Ranking by bein
Selective code in ﬂuenc(e d 8 (influence) Ranking by influence in ﬂfen};e d 8
Goal misalignment 5 4 Fourth Third
Excessive bureaucracy 7 4 Second Third
Subjective evaluation 6 4 Third Third
Relationship-based organization 8 7 First Second
Employee disempowerment 2 9 Fifth First
Average M=5.6 M=5.6
Total 28 28
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Figure 2. Structural-interpretive model of structural indicators affecting
organizational indifference in sports organizations
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Direct influence graph
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Figure 4. Direct effects diagram in 50% path mode
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Figure 5. Direct effects diagram in 75% path mode
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Figure 6. Direct effects diagram in 100% path mode
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