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Abstract

The present study aimed to examine the mediating role of organizational indifference in the relationship between organizational justice
and job satisfaction among employees of the education sector. This study employed a mixed-methods design. In the qualitative phase, 16
educational managers, deputies, and experts from the Semnan Department of Education were purposively selected and interviewed using
semi-structured interviews. The qualitative data were analyzed through content analysis and coding procedures using MAXQDA software.
In the quantitative phase, 242 employees were selected from a population of 607 staff members through multistage stratified sampling.
Data were collected using a researcher-developed questionnaire and analyzed through Structural Equation Modeling (SEM) with SmartPLS
software. Reliability, convergent validity, discriminant validity, and model fit indices were assessed to evaluate the measurement and
structural models. The SEM results indicated that organizational justice had a significant positive effect on job satisfaction (B = 0.303, t =
2.649, p < .01). Organizational justice also exerted a significant negative effect on organizational indifference (8 = -0.426, t = 3.911, p
<.001). Furthermore, organizational indifference negatively affected job satisfaction ( = -0.530, t = 4.236, p < .01). Mediation analysis
demonstrated a significant indirect effect of organizational justice on job satisfaction through organizational indifference (f = -0.226, t =
3.813, p <.001). The values of R?, Q?, {2, and GOF supported the adequacy, predictive power, and overall fit of the proposed model.
The findings suggest that organizational justice enhances employees’ job satisfaction both directly and indirectly by reducing organizational
indifference. Establishing fair procedures, equitable resource allocation, and respectful interpersonal interactions can minimize
organizational indifference and foster higher levels of job satisfaction among educational employees. Consequently, educational leaders
and policymakers should prioritize organizational justice as a strategic mechanism for improving employee attitudes, well-being, and
organizational effectiveness.

Keywords: Organizational Justice, Organizational Indifference, Job Satisfaction, Education Sector, Structural Equation Modeling.
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Extended Abstract

Introduction

In contemporary educational organizations, employee satisfaction and engagement are central to institutional
effectiveness, quality of instruction, and overall organizational performance. Employee job satisfaction reflects
the extent to which employees perceive their work environment, tasks, interpersonal interactions, and career
growth opportunities positively, and it plays a pivotal role in motivation, commitment, retention, and
organizational outcomes (Lee & Rhee, 2023; Mather & Bam, 2025; Muiioz-Fernandez et al., 2025). High
levels of job satisfaction have been linked to increased participation, enhanced performance, and stronger
organizational commitment among employees (Garcia-Salirrosas et al., 2025; Vo & Tran, 2026). In
educational settings, job satisfaction significantly influences instructional quality, teacher commitment, and
educational results, emphasizing the need to identify key antecedents that drive satisfaction among staff and
teachers (Cumar et al., 2025).

Among the organizational factors affecting job satisfaction, organizational justice has received substantial
attention. Organizational justice refers to employees' perceptions of fairness in the allocation of resources,
implementation of policies, and quality of interpersonal treatment within the workplace. It is commonly
conceptualized across three dimensions: distributive justice, procedural justice, and interactional justice.
Distributive justice concerns the perceived fairness of outcomes and rewards, procedural justice emphasizes

fairness in decision-making processes, and interactional justice focuses on the quality of interpersonal




treatment and respect in workplace interactions (Assefa et al., 2026; Lee & Rhee, 2023). Prior research
demonstrates that organizational justice enhances trust, engagement, and job satisfaction while mitigating
negative attitudes toward the organization (Gomes & Marques, 2025; Sheikh et al., 2026). Theoretically,
justice is explained through social exchange theory, suggesting that when employees perceive fairness, they
reciprocate with positive behaviors and attitudes, including higher job satisfaction (Lee & Rhee, 2023).
Institutional perspectives also posit that justice serves as a foundational organizational value, strengthening
legitimacy and organizational cohesion (Alvesson & Spicer, 2019).

In educational organizations, the significance of justice is magnified because these institutions not only pursue
organizational objectives but also bear societal and educational responsibilities. Perceived injustice in such
environments can reduce employee motivation, engagement, and commitment, ultimately affecting the quality
of instruction and institutional effectiveness (Yalgin & Ozbas, 2021; Zulkarnain et al., 2024). Empirical
studies indicate that organizational justice positively correlates with job satisfaction, organizational
commitment, and work engagement in higher education contexts (Assefa et al., 2026; Gollagari et al., 2024).
Fair behavior from managers, transparent decision-making, and equitable distribution of resources enhance
employees' work experience and satisfaction (Cumar et al., 2025; Garcia-Salirrosas et al., 2025). Conversely,
lack of justice can increase conflicts, foster organizational cynicism, and negatively impact the quality of work
life (Yalgin & Ozbas, 2021; Zulkarnain et al., 2024).

Research also underscores that the influence of organizational justice on job satisfaction is not always direct.
It may operate through psychological and organizational mechanisms, such as organizational indifference.
Organizational indifference represents a state in which employees exhibit low engagement, weak commitment,
and reduced motivation toward organizational goals. Indifferent employees often demonstrate minimal
participation in organizational activities, limited innovation, and disengagement from performance-enhancing
behaviors (Bartel & Rockmann, 2024). This phenomenon has gained attention due to the emergence of quiet
quitting, psychological withdrawal, and diminished workplace engagement (Jalali et al., 2026; Nguyen,
2024). Organizational indifference can gradually emerge and reduce both affective commitment and job
satisfaction.

Prior research highlights the negative consequences of organizational indifference, including diminished
motivation, lower collaboration, and weakened organizational performance (Erdil & Muceldili, 2014;
Meimand et al., 2012). Employees who experience organizational indifference perceive less meaning and
value in their tasks, which diminishes job satisfaction and workplace effectiveness. The linkage between
perceived injustice and organizational indifference is also well-established; employees who perceive unfair
resource allocation, opaque procedures, or unequal opportunities are more likely to experience psychological
withdrawal and diminished engagement (Aram & Moghtadi, 2024; Moradi et al., 2020). Studies additionally
demonstrate that authoritarian leadership and bureaucratic cultures exacerbate organizational indifference by

undermining employees’ perceptions of fairness (Fathi Chegeni, 2024).



Importantly, organizational indifference has been shown to mediate the relationship between organizational
justice and job-related outcomes. For instance, research in educational contexts found that organizational
indifference mediated the effect of justice on organizational trust and commitment (Zahed Babelan & Ahmadi,
2022). Furthermore, cognitive and affective mechanisms often explain the transmission of justice effects,
whereby employees' perceptions of fairness shape attitudes that influence engagement and satisfaction
(AlBreiki & Abu Elanain, 2025; Mesfin, 2025). Therefore, examining organizational indifference as a
mediating mechanism provides a comprehensive understanding of how justice influences job satisfaction in
education.

Methods and Materials:

This study employed a mixed-methods approach. In the qualitative phase, semi-structured interviews were
conducted with 16 educational managers, deputies, and experts in the Semnan Department of Education. Data
from interviews were analyzed using content analysis and coding procedures (open, axial, and selective
coding) in MAXQDA. In the quantitative phase, 242 employees were selected from a population of 607 staff
through multistage stratified sampling. Data were collected using a researcher-developed questionnaire, and
Structural Equation Modeling (SEM) was applied with SmartPLS software to test the hypothesized
relationships. Measurement model evaluation included assessments of reliability, convergent validity, and
discriminant validity, followed by evaluation of the structural model using R?, Q?, 2, and GOF indices.
Findings:

Analysis of the measurement and structural models revealed that organizational justice had a significant
positive effect on job satisfaction (B = 0.303, t = 2.649, p < 0.01). Organizational justice negatively affected
organizational indifference (f = -0.426, t = 3.911, p < 0.001), and organizational indifference negatively
influenced job satisfaction (f =-0.530, t = 4.236, p < 0.01). Mediation analysis confirmed a significant indirect
effect of organizational justice on job satisfaction through organizational indifference ( = -0.226, t = 3.813, p
<0.001). The model explained a substantial proportion of variance in both organizational indifference and job
satisfaction (R% = 0.381 and 0.509, respectively) and demonstrated strong predictive relevance (Q? > 0.35).
Effect sizes (f2) indicated that organizational justice strongly influenced organizational indifference (f2=0.421)
and moderately influenced job satisfaction (f2 = 0.153), while organizational indifference exerted a substantial
effect on job satisfaction (f2 = 0.469). Model fit indices (GOF = 0.49) confirmed the adequacy of the proposed
model.

Discussion and Conclusion:

The findings of this study highlight the critical role of organizational justice in enhancing job satisfaction in
educational organizations. Employees who perceive fairness in the allocation of resources, decision-making
procedures, and interpersonal treatment report higher satisfaction with their job. Moreover, justice serves as a
mechanism to reduce organizational indifference, thereby indirectly contributing to employee satisfaction. This

dual pathway—direct and indirect—demonstrates that the positive effects of organizational justice are




amplified when employees are psychologically engaged and perceive that their contributions are valued.
Organizational indifference, conversely, suppresses the positive outcomes of justice, indicating that
disengagement and withdrawal from organizational objectives can undermine employee satisfaction even in
ostensibly fair environments.

The mediating role of organizational indifference underscores the importance of considering both attitudinal
and psychological mechanisms when evaluating the impact of justice on job outcomes. Interventions aimed
solely at promoting distributive, procedural, or interactional justice without addressing employee engagement
and indifference may fail to achieve maximal impact. By contrast, a comprehensive approach that
simultaneously promotes justice and reduces organizational indifference can create a more satisfied,
committed, and productive workforce. The results also have theoretical implications, reinforcing the value of
integrating social exchange and institutional perspectives to understand how fairness perceptions translate into
work-related attitudes.

Practical implications of these findings are profound for educational administrators and policymakers.
Establishing transparent procedures, equitable resource distribution, respectful managerial behaviors, and
participative decision-making can mitigate indifference and enhance job satisfaction. Organizations that
actively reduce psychological withdrawal and foster meaningful engagement are likely to experience higher
levels of performance, collaboration, and overall institutional effectiveness. The study also highlights the
importance of continuous monitoring and intervention to ensure that justice perceptions remain positive and

indifference does not erode employee motivation.
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