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ﬁﬁ;eg tz%'z 4 given the role of the information economy in the overall development of modern societies and

the special importance of the issue of information asymmetry in addressing ethical risks arising
from information asymmetry occupies an important position. one of the most important ethical
risks arising from information asymmetry in the economy is moral hazard. considering the
importance of improving the efficiency and performance of government employees, as well as
the inappropriate performance of government employees, the present research was conducted
with the aim of identifying the most influential and susceptible factors in creating moral hazard
among employees of government organizations in Khorramabad city using a fuzzy dimetal
approach. this research, based on its practical objective and data collection, is exploratory and
has been extracted through semi-structured interviews with experts. the participants in this
research were 36 managers and HR specialists in government organizations in Khorramabad
city and members of the faculty of management and economics at Lorestan university who
were purposefully selected. all experts had more than 10 years of relevant work experience.
the data collection tools in this research were interviews and questionnaires. the results of the
research show that the sense of organizational injustice, lack of appropriate reward and
punishment mechanisms, and failure to meet life needs through receiving organizational rights
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Keywords: and benefits are the most influential factors, and the presence of unstable and unethical
Information Economy; Moral | personalities in the organization, paying salaries and bonuses without considering
Hazard; Information performance, and not involving individuals in the organization's successes are the most
Symmetry; Fuzzy Dimetal. susceptible factors to moral hazard in government organizations.
Extended abstract importance of this issue, the agent-employer
theory is presented, which explains the role of
1. Introduction information in the work environment. Kajmanshi
One of the bases for the creation of misogyny as also means the lack of correct behavior of one of
one of the moral hazards of the work environment the parties in the game, and the reason for that is
is done by emp|0yeesl Competent emp|oyees are that some of his behaviors are hidden from the
one of the most effective factors in the success other party in the game. This state is also called
and survival of an organization. Several factors invisible behavior. A bias is created when the
directly and indirectly cause neglect of moral agent (employer) cannot see the level of effort of
principles and leaving the job. Considering the the representative (contractor). The agent's
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inability to monitor the agent's level of effort
comes from his lack of knowledge about the
workflow and process or from the expense of the
monitoring process. Based on the statistics and
field surveys, it is clear to see the low level of
efficiency and effectiveness in the government
institutions of Iran. It seems that a major part of
this low level of efficiency in government
employees is related to the occurrence of moral
hazards as a result of information asymmetry.
Due to the fact that the bias problem arises from
the results after decision-making in the conditions
of information asymmetry (in government
employees after employment) and also
considering the importance of improving the
efficiency and effectiveness of government
employees, this research aims to find out the
causes of depression in government employees.

2. Research Methods

This research is mixed-exploratory based on the
method of collecting information. In this
research, qualitative data was first collected
through interviews with experts, and then
quantitative data was collected by designing a
questionnaire. In this research, library studies and
semi-structured interviews with experts were
used to identify the factors that affect attrition in
the employees of government organizations. The
statistical population of this research included
managers and experts in the field of human
resources in government organizations of
Khorram Abad city and faculty members of the
Faculty of Management and Economics of
Lorestan University, who had at least ten years of
relevant work experience. In this research, semi-
structured interviews and questionnaires were
used to collect information. Considering the
purpose of the research, the sampling method was
purposeful and continued until theoretical
adequacy was reached. According to the principle
of sufficiency and theoretical saturation, the
statistical sample size was estimated to be 36
people. In this research, the Fuzzy Dimetal
method was used to identify the most effective
and influential factors in the motivation of
employees. Excel software was used for data
analysis in the quantitative part (fuzzy dimethyl).

3. Results

In the first stage, using semi-structured
interviews with subject matter experts, the
effective factors in creating attrition among
government employees were identified. Then,
using the Fuzzy Dimetal approach, it was tried to
identify the most impressive and influential
factors. Based on this, the feeling of
organizational injustice, the lack of a proper
reward and punishment mechanism, and the lack
of meeting the needs of life through receiving
organizational salaries and benefits have an
impact. The most influential factors are the
existence of unstable and unethical personalities
in the organization, paying salaries and wages
regardless of performance, and not contributing
to the success of the organization.

4. Conclusion

The current research was conducted to identify
and explain the most effective factors affecting
the incidence of depression in government
employees using the Fuzzy Dmittel method.
According to the information and analysis carried
out, one of the most transient factors affecting
employee dissatisfaction in the organization is the
feeling of injustice in the organization. Therefore,
managers of organizations are suggested to
observe organizational justice in organizational
processes, decision-making, etc. The fair
treatment of people in organizations can affect
the beliefs, feelings, attitudes, and behaviors of
employees. The fair treatment of employees by
the organization generally leads to their higher
commitment to the organization and citizenship
behavior beyond their role. On the other hand,
people who feel unfair are more likely to leave
the organization or show low levels of
organizational commitment and attrition. As a
result, any action to promote justice must be
transparent to the extent that it does not leave any
doubt for the employees. One of the factors that
influence the lack of discipline in the
organization is the absence of a proper reward
and punishment mechanism. All the people in the
organization do not try to the same extent, and
some of them perform better than others. For this
reason, the organization should reward the
individual for his high performance and the time
and effort he spends to achieve the organization's
goals.
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Creating a balanced system that encourages
and punishes employees has many benefits for an
organization. Managers can create a culture of
responsibility and strengthen performance by
creating a mechanism for encouraging and
punishing and balancing between encouraging
and punishing. The existence of a punishment and
reward system is a valuable tool to strengthen a
desirable behavior. Knowing that they will be
rewarded for good performance, employees take
more initiative, and their risk-taking increases.
On the other hand, punishments remind
employees of the consequences of their actions
and reduce unnecessary risks. One of the factors
that influence the dissatisfaction of employees in
government organizations is the failure to meet
the needs of life through the receipt of salaries
and organizational benefits. One of the most
important reasons for people's membership in
organizations is the discussion of rights and
benefits received for services. When the salaries
and benefits received by the employees from the
organization cannot cover the living expenses, it
causes a decrease in the motivation of the
employees and the occurrence of abnormal
behavior in the organization. Therefore,
organizations should try to design the salary and
wage system in such a way that it is sufficient for
livelihood and can meet the basic needs of
employees. Also, it creates motivation and
encourages employees to perform better. Future
researchers are suggested to conduct their future
research on the following:

- Investigating factors affecting selection bias
in the recruitment process of public and private
organizations

- Examining solutions to deal with bullying in
public and private organizations

- Investigating the factors influencing
selection in financial and insurance institutions

- Designing a model to deal with bias and bias
in organizations with an interpretive structural
modeling approach.

The time-consuming coordination with the
experts to conduct the interview and complete the
questionnaire and the lack of scientific resources
about Kajmanshi due to the novelty of the subject
can be mentioned as the limitations and problems
of this research.
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