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HIGHLIGHTS GRAPHICAL ABSTRACT

e Managerial discrimination has a
significant  positive  effect  on
increasing employee burnout.

e Transparency in intelligent and data-
driven decision-making plays a
significant role in reducing employee
burnout.

® Using Structural Equation Modeling
for data analysis.
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The expansion of managerial discriminatory behaviors and the lack of
transparency in decision-making processes constitute some of the most
significant challenges in human resource management within
organizations. Arbitrary decision-making, inequality in job opportunity
allocation, and non-transparent promotions can lead to reduced
organizational trust, weakened employee motivation, and increased job
burnout. This study aims to investigate the impact of managerial
discriminatory behaviors and transparency in data-driven and intelligent
decision-making systems on the job burnout of employees at Gonabad
University. Methodologically, this research is applied and descriptive-
correlational with a quantitative approach. The statistical population
consisted of 109 employees, and using a census method, questionnaires
were distributed to all members of the population. Ultimately, 103
questionnaires were collected and analyzed. The data collection instrument
was a standard Likert-scale questionnaire consisting of three constructs:
managerial discriminatory behaviors, transparency in data-driven and
intelligent decision-making, and job burnout. The wvalidity of the
questionnaire was confirmed through expert opinion from professors and
researchers in the field of organizational behavior. Data were analyzed using
bootstrapping and Structural Equation Modeling (SEM) via SPSS and Smart
PLS 3 software. The results indicated that managerial discriminatory
behaviors have a significant positive effect on employee job burnout, with
an effect coefficient of 0.544. Additionally, transparency in data-driven and
intelligent decision-making showed a significant negative effect on job
burnout, with an effect coefficient of -0.415. Accordingly, reducing
managerial discriminatory behaviors and enhancing transparency in data-
driven decisions and intelligent technologies can play an effective role in
mitigating employee job burnout.
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1. Introduction

Today’s organizations, especially government
institutions, are facing a set of complex humans,
structural, and managerial challenges. Meanwhile,
human resources are considered the most important
asset of any organization, and the quality of
organizational performance is largely dependent on
the level of motivation, job satisfaction, and mental
health of employees. Therefore, any weakening in
the mental and motivational state of employees can
affect the overall effectiveness of the organization.
This effectiveness, which in a broad sense refers to
organizational productivity, has a direct relationship
with employee satisfaction and mental health
(Robbins & Judge, 2019). In government
organizations, due to the breadth of tasks, the
sensitivity of public services, and the need for
accountability to stakeholders, attention to the
human resource situation is doubly important.
When employees lack sufficient support, fairness,
and transparency, not only does their individual
performance decline, but the organization’s
effectiveness is also negatively impacted, ultimately
leading to a decrease in organizational productivity
(Nesbit et al, 2018).

One of the most important challenges that can
undermine the mental and motivational health of
employees is discriminatory managerial behavior.
These behaviors occur when managerial decisions
are influenced by informal relationships, personal
considerations, or managerial biases instead of
relying on competence, expertise, and clear criteria.
In such circumstances, the feeling of injustice among
employees increases, and their trust in the
organizational structure decreases (Greenberg,
1990). Organizational injustice is not just an ethical
or administrative issue; it directly affects employees’
attitudes and behaviors. When employees feel that
opportunities, privileges, and decisions are not
distributed fairly, their commitment, participation,
and organizational belonging decrease, creating
ground for job dissatisfaction, which ultimately
leads to a decrease in productivity (Colquitt et al.,
2015).

In recent years, the increase in organizational
distrust among employees of government agencies
has become an important managerial concern. When
managerial processes are carried out without
observing justice, transparency, and meritocracy,
employees’ trust in managers and organizational
planning diminishes. This situation can lead to a
decline in performance, reduced productivity, and a
weakening of the quality of public services (Nesbit et
al, 2018). The continuation of such conditions, in
addition to reducing organizational efficiency, leads
to significant psychological outcomes such as
demotivation, psychological withdrawal, and
burnout. Burnout is one of the most important
consequences of unfavorable working conditions
and is wusually accompanied by emotional

exhaustion, loss of energy, and a decrease in the
sense of personal accomplishment. In tense working
environments lacking organizational justice, this
phenomenon intensifies and can lead to decreased
performance, increased absenteeism, poor quality of
service, and even turnover (Maslach & Leiter, 2016).
Among the factors that can undermine
organizational cohesion and increase employee
dissatisfaction in government organizations,
arbitrary  decision-making and discriminatory
managerial behaviors are the most prominent. In
many cases, these decisions are not based on
meritocracy but are influenced by informal
relationships, individual considerations, and
personal perceptions. The result of such an approach
is the reinforcement of feelings of inequality and the
undermining of trust in the management system
(Greenberg, 1990). On the other hand, nepotism in
appointments, unfair distribution of benefits, and a
lack of transparency in executive processes are
among the issues observed in some government and
academic  organizations. = When  promotion
opportunities, bonuses, overtime, or job positions
are distributed based on personal relationships
rather than professional competence, the feeling of
injustice among employees increases, which affects
their motivation and organizational belonging; this
reduction in motivation and belonging directly
negatively affects the productivity of employees and
the organization (Colquitt et al., 2015).

In addition, insufficient administrative transparency
and the lack of effective monitoring mechanisms can
create conditions that allow discriminatory
behaviors to persist. Under such circumstances,
employees do not view managerial decisions as
transparent or grounded in clear regulations, which
in turn intensifies dissatisfaction and distrust.
Previous domestic studies have also indicated that
perceptions of organizational discrimination and
weak managerial transparency are significant factors
contributing to lower satisfaction in the public sector
and reduced productivity (Hashemifard & Okhravi.,
2025). Given the growing importance of
organizational productivity in today’s competitive
environments, it seems essential to understand how
managerial and systemic factors, such as
discrimination and transparency, impact this key
indicator.

In recent years, the development of new
management approaches and the use of data-driven
decision-making and transparent management
systems have attracted the attention of many
researchers and managers (Imanifar & Sheikhani,
2026). These approaches, by relying on accurate
data, clear indicators, and traceable processes, can
provide a basis for reducing arbitrary decision-
making and increasing organizational justice (Smith
et al,, 2021). One of the important capabilities of
these types of systems is increasing transparency in
the decision-making process. Transparency means
that employees can understand the logic, criteria,
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and basis of managerial decisions and consider them
observable and assessable. This situation can help
strengthen organizational trust, increase the
perception of justice, and reduce tensions arising
from ambiguity and discrimination. These factors
create a foundation for improving overall
organizational performance and consequently
enhancing organizational productivity (Sun &
Medaglia, 2019). Despite the increasing importance
of decision-making transparency and organizational
justice in promoting the mental health and
performance of employees, a review of the research
literature indicates that previous studies have
primarily focused on Dbilateral and direct
relationships between the variables of interest.
Specifically, a significant portion of research has
examined the impact of  organizational
discrimination and unfair managerial behaviors on
outcomes such as reduced job satisfaction, decreased
organizational commitment, and increased job
burnout. Conversely, another group of studies has
focused on the role of modern technologies—
particularly intelligent and data-driven systems—in
improving decision-making processes, increasing
transparency, and enhancing organizational
efficiency. However, few  studies have
comprehensively and integrally examined the
simultaneous impact of transparency in data-driven
and intelligent decision-making and managerial
discriminatory behaviors on employees’ job burnout.
This is particularly relevant in contemporary
organizations, especially in the public sector, where
managerial decisions are increasingly influenced by
intelligent technologies, data analysis, and decision
support systems. It is expected that the utilization of
such systems—by reducing arbitrary interventions,
increasing the traceability of decisions, enhancing
perceived justice, and reducing ambiguity in
managerial processes—will create an environment
that mitigates occupational stressors and employee
burnout. On the other hand, the persistence of
managerial discriminatory behaviors, such as
unequal  treatment, unfair  allocation  of
opportunities, and the exercise of personal whims in
organizational decisions, can undermine the positive
effects of transparency and intelligent systems,
thereby intensifying psychological pressures and job
burnout. Therefore, focusing solely on each of these
variables independently does not provide a
comprehensive understanding of the factors
affecting job burnout and its organizational
consequences. This indicates a significant research
gap in the literature of human resource management
and organizational behavior. Consequently, the
simultaneous investigation of the roles of
transparency in data-driven and intelligent decision-
making and managerial discriminatory behaviors
can assist in a more precise explanation of the
mechanisms affecting the formation of job burnout
and the identification of its underlying factors in
public organizations. Accordingly, the primary
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objective of the present research is to examine the
impact of transparency in data-driven and intelligent
decision-making and managerial discriminatory
behaviors on employees’ job burnout and to explain
how these factors interact within organizational
environments.

In the present study, to explain the relationships
between managerial discriminatory behaviors,
transparency in data-driven and intelligent decision-
making, and the job burnout of Gonabad University
employees, a set of research hypotheses has been
developed. These hypotheses were designed based
on the research’s theoretical framework, literature
review, and findings from related empirical studies.
Specifically, the present research includes two main
hypotheses and nine sub-hypotheses, each
examining different dimensions of the relationships
between the studied variables. The main hypotheses
express the general relationships between the
independent variables of the research—comprising
managerial  discriminatory  behaviors and
transparency in data-driven and intelligent decision-
making—and the dependent variable, which is job
burnout. Furthermore, the sub-hypotheses, by
focusing on the dimensions and components of the
primary variables, allow for a more precise
examination of the mechanisms through which
these factors influence employees’ job burnout.
Collectively, these hypotheses provide a coherent
framework for the empirical testing of the research
model and the analysis of the relationships between
the intended variables.

Main hypotheses:

e HIl: Managerial discrimination is
significantly associated with increased
dysfunction and job burnout among
employees in public organizations.

e H2: Transparency in data-driven and
intelligent decision-making is significantly
associated with reduced inefficiency and
job burnout among employees in public
organizations.

Sub hypotheses:

e  H2.1: Discrimination in resource allocation
is significantly associated with increased
dysfunction and job burnout among
employees.

e H22: Discrimination in performance
appraisal is significantly associated with
increased dysfunction and job burnout
among employees.

e H2.3: Discrimination in rewards and
benefits is significantly associated with
increased dysfunction and job burnout
among employees.

e H2.4: Discrimination in promotion
opportunities is significantly associated
with increased dysfunction and job
burnout among employees.
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e H2.5: Discrimination in interpersonal
relationships is significantly associated
with increased dysfunction and job
burnout among employees.

e HL.6: Explainability of the decision basis is
significantly associated with reduced
inefficiency and job burnout among
employees.

e HL7: Comprehensibility of decision
outcomes for stakeholders is significantly
associated with reduced inefficiency and
job burnout among employees.

e HIL8: Access to  decision-related
information is significantly associated
with reduced inefficiency and job burnout
among employees.

e  H1.9: Accountability for decision outcomes
is significantly associated with reduced
inefficiency and job burnout among
employees.

2. Methodology

Since this research focuses on examining the impact
of managerial discriminatory behaviors and
transparency in data-driven and intelligent decision-
making on the job burnout of employees at Gonabad
University, itis classified as applied research in terms
of its objective. Methodologically, this study is
descriptive-analytical using a Structural Equation
Modeling (SEM) approach. This choice is made
because the study not only investigates the
correlation between variables but also seeks to
analyze causal models and understand how systemic
factors (data-driven transparency) and human
factors (discrimination) interact to influence the
system’s outcome (job burnout).

The statistical population of this research consisted
of the employees of Gonabad University (N = 109).
Due to the limited size of the population, a census
method (non-probability sampling) was employed,
treating the entire population as the sample.

To collect data related to the theoretical framework
and research background, various sources including
books, theses, scientific articles, databases, and
websites were utilized. For the primary data
collection phase, standardized questionnaires were
employed as the main research instrument.

The quantitative data collected from the
questionnaires were analyzed using SPSS and Smart
PLS software, with a specific focus on the
organizational context of Gonabad University. The
statistical analyses included correlation analysis,
regression analysis, and Structural Equation
Modeling (SEM) to examine the relationships
between variables. This methodology is widely
utilized in organizational behavior and public
management research due to its suitability for
acceptable sample sizes and its robustness in
handling data distributions (Hashemi Fard et al.,
2024).

3. Results and Discussion

The findings of this study indicate that managerial
discrimination, by undermining organizational
justice and increasing psychological pressure, serves
as a primary driver of employee burnout. This
discrimination—manifested in resource allocation,
performance appraisal, and reward systems—
severely threatens mental health and organizational
productivity by fostering feelings of relative
deprivation and creating an imbalance between
effort and reward.

Conversely, transparency in intelligent and data-
driven decision-making plays a preventive role in
reducing burnout by mitigating ambiguity,
eliminating personal biases, and increasing process
traceability. By enhancing predictability and
strengthening organizational trust, these systems
provide a foundation for reducing occupational
stress. Ultimately, the results confirm that employee
burnout is a function of managerial quality;
therefore, to achieve sustainable productivity,
organizations must align their strategies with two
core pillars: eliminating discriminatory managerial
practices and developing transparent, intelligent,
and data-driven decision-making infrastructures.

4. Conclusions

This research investigated the relationship between
managerial discriminatory behaviors, decision-
making transparency based on intelligent and data-
driven systems, and job burnout among employees
of Gonabad University. The results indicated that
managerial discriminatory behaviors significantly
increase job burnout and cause disruption in the
organizational system’s outputs. This finding is
consistent with organizational justice theory.
Conversely, increased transparency in decision-
making, particularly through the use of intelligent
and data-driven systems, leads to a reduction in job
burnout, increased organizational productivity, and
enhanced organizational capacities. These findings
align with previous studies that emphasize the key
roles of organizational justice, transparency, and the
sustainability of organizational system performance.
Based on the findings of this research, it can be
concluded that employee job burnout is not solely a
result of direct workload pressures but is also
significantly influenced by the quality of systemic
interactions, the effectiveness of management
practices, and the extent of transparency in decision-
making processes.

Furthermore, the results of this study indicate that
attention to employees’ mental health should be
placed alongside the organization’s performance and
administrative goals. Managers should not only
focus on productivity and efficiency indicators but
also consider the impact of these decisions on the
overall dynamics and health of the organization’s
human system. In environments where a sense of
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justice, transparency, and mutual respect is fostered,
work processes advance with

higher efficiency, and a greater commitment to the
organization is felt. Therefore, investing in the
development of fair leadership, training managers in
fair organizational behavior, and implementing
intelligent  decision-support systems can be
considered a strategic solution for enhancing
organizational health. Ultimately, it can be stated
that the present research, while confirming the
detrimental role of managerial discrimination and
the protective role of transparency in decision-
making based on intelligent and data-driven
systems, emphasizes that reducing job burnout
requires a  comprehensive  approach  to
organizational management—an approach that pays
attention to both the optimization of behavioral
justice and the enhancement of structural
performance transparency. Accordingly, any
planning for the promotion of sustainable system
performance and the improvement of organizational
outputs must pass through the path of reducing
discrimination and strengthening transparent and
just decision-making.
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Figure 2. Partial least squares technique of the overall research model.
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Table 7. Results of testing the main hypotheses of the model.
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