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Abstract
This study aimed to design and validate a comprehensive labor relations model based on talent

attraction in the IRIB organization. The research was applied in purpose and conducted
through a sequential exploratory mixed-methods design. In the qualitative phase, thematic
analysis was performed on interviews with 20 academic and organizational experts using
MaxQDA-V18. In the quantitative phase, 254 IRIB employees were selected through stratified
random sampling. Data were collected via a researcher-made questionnaire and analyzed
using SPSS-V27 and SmartPLS-V3. Thematic analysis identified three core dimensions in the
proposed model: organizational, individual, and environmental. The organizational dimension
included subcomponents such as organizational culture, branding, training and development,
intra-organizational relations, and organizational structure. The individual dimension consisted
of career advancement opportunities, motivation, personality traits, and work—life balance,
while the environmental dimension encompassed communication with clients, inter-
organizational relations, and interaction with government bodies. Confirmatory factor analysis
indicated strong model fit (GOF = 0.547; NFI = 0.958; Q2 = 0.298), and all factor loadings were
significant at the 99% confidence level. The validated three-dimensional model offers a
context-specific framework to enhance labor relations and talent management within the IRIB.
By integrating cultural, structural, and motivational elements, it provides actionable strategies
for improving job satisfaction,
performance and innovation.

reducing turnover, and strengthening organizational
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Extended Abstract

Introduction

In the contemporary knowledge economy, human capital is regarded as a critical determinant of
organizational success, competitiveness, and innovation. The rise of digital transformation, artificial
intelligence (Al), and hybrid work environments has shifted the strategic focus of organizations from
operational efficiency to talent attraction, engagement, and retention (Johnson, 2022). The essence
of labor relations has thus evolved beyond a mere contractual arrangement toward a dynamic, trust-
based, and merit-oriented relationship between employees and employers (Ata' Nasab et al., 2024).
For organizations such as the Islamic Republic of Iran Broadcasting (IRIB), which operate within a
highly competitive media environment and are simultaneously subject to bureaucratic constraints,
the challenge of attracting and retaining creative and knowledge-based talent is especially

pronounced. Media organizations rely on innovative human resources to maintain cultural influence
and ensure audience engagement. Therefore, an effective labor relations system grounded in
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meritocracy and supported by modern human resource management practices is a necessity (Azkiya
et al., 2025).

Globally, there is growing recognition that effective labor relations must incorporate psychological,
technological, and organizational dimensions. Kahn’s social psychology of organizations
emphasizes that the psychological contract—an implicit set of expectations between employee and
organization—is a critical determinant of engagement and commitment (Kahn, 2021). Similarly,
Robinson and Judge highlight that when mutual respect, justice, and communication underpin
workplace relations, employees display higher job satisfaction and lower turnover (Robinson & Judge,
2021). From this perspective, a sustainable labor relations model must align organizational structures
with human needs and values (Smith & Jones, 2023).

At the same time, technology plays a transformative role in reshaping recruitment and selection
processes. Davenport argues that Al-driven decision-making enhances objectivity, reduces bias,
and optimizes the matching between individual competencies and organizational requirements
(Davenport, 2021). Studies such as Adillah’s confirm that machine-learning algorithms are effective
in predicting employee suitability and reducing errors in talent acquisition (Adillah et al., 2025). In this
context, Al and big data analytics become crucial enablers of fair, evidence-based, and merit-
oriented hiring (Shenbhagavadivu et al., 2024).

However, the mere integration of digital tools does not guarantee success. Gunawan and colleagues
found that decentralization and participatory decision-making significantly improved trust and job
satisfaction among employees (Gunawan et al., 2025). Marinelli et al. further observed that
continuous training and reskilling programs enhance retention and performance in Al-driven
workplaces (Marinelli et al., 2025). Likewise, Hosseini demonstrated that participative management
and transparent reward systems are essential to sustaining satisfaction and commitment among
employees in Iranian organizations (Hosseini & colleagues, 2020).

Meritocracy remains a cornerstone of effective talent management. Baroun’s research in Qatar
revealed that organizations operating under merit-based systems exhibit stronger employee
performance and engagement (Baroun, 2021). Similarly, Mushtaque found that in public
organizations, meritocratic recruitment directly enhances organizational commitment and
productivity (Mushtaque et al., 2021). Ardalan’s study in Iran reinforces this notion, showing that
meritocracy-based recruitment policies in military universities improved leadership effectiveness and
organizational cohesion (Ardalan & Alvani, 2018).

Therefore, the present study aims to design and validate a comprehensive model of labor relations
based on talent attraction in the IRIB organization. By integrating qualitative and quantitative
methods, it seeks to develop a context-specific framework that encapsulates the interplay between
organizational, individual, and environmental dimensions (Ata' Nasab et al., 2024). This model not
only responds to the structural needs of the IRIB but also contributes to the broader discourse on
the modernization of labor relations in public and semi-governmental institutions in Iran.

Methods and Materials

The study adopted an applied, exploratory sequential mixed-methods design. In the qualitative
phase, a thematic analysis approach was employed to identify the key dimensions of labor relations
that facilitate talent attraction. Twenty subject-matter experts—including academic scholars in
organizational behavior and senior managers from the IRIB—were selected through purposive
sampling. Semi-structured interviews were conducted until theoretical saturation was achieved. The
transcribed data were analyzed using MaxQDA 18, enabling open, axial, and selective coding.
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In the quantitative phase, the findings from the qualitative analysis were operationalized into a
structured questionnaire. The statistical population consisted of 254 IRIB employees representing
different departments (administration, programming, technical production, and public relations).
Sampling was conducted using a stratified random sampling method to ensure proportional
representation. Data collection occurred over a three-month period.

The validity of the questionnaire was confirmed through expert judgment (content validity ratio and
index), while construct validity was tested using Confirmatory Factor Analysis (CFA). Reliability was
verified through Cronbach’s alpha and composite reliability coefficients. Data were analyzed using
SPSS-27 and SmartPLS-3. Structural Equation Modeling (SEM) was employed to evaluate the
model’s fit and the significance of causal relationships among latent variables.

Findings

The thematic analysis revealed three overarching dimensions of labor relations influencing talent
attraction in the IRIB: organizational, individual, and environmental.

1. Organizational dimension: This dimension encompassed five main components—
organizational culture, employer branding, training and development, intra-organizational
relations, and organizational structure. It reflected how internal processes and culture shape
the organization’s ability to attract and retain talented individuals.

2. Individual dimension: The second dimension included motivation, opportunities for
advancement, personality traits, and work—life balance. These factors were identified as
strong predictors of employee engagement and retention.

3. Environmental dimension: This dimension comprised relationships with external
stakeholders such as clients, partner organizations, and governmental bodies. It represented
the contextual forces that either enable or constrain effective labor relations and talent
attraction.

Quantitatively, the results of the Confirmatory Factor Analysis indicated that all factor loadings were
significant at the 0.01 level, confirming the reliability and internal consistency of the proposed
dimensions. The overall model demonstrated satisfactory fit indices (GOF = 0.547, NFI = 0.958, Q2
= 0.298), indicating strong predictive relevance.

The organizational dimension showed the highest explanatory power, followed by the individual and
environmental dimensions. Among the subcomponents, organizational culture had the strongest
factor loading (B = 0.84), followed by training and development (8 = 0.78) and motivation (8 = 0.74).
The environmental dimension, though less dominant, contributed significantly to overall model
performance, reflecting the influence of macro-level policy and inter-organizational networks.

In summary, the data analysis confirmed that fostering a merit-based culture, decentralizing
decision-making, investing in continuous learning, and maintaining transparent communication
collectively enhance the attractiveness of the organization to skilled professionals.

Discussion and Conclusion

The findings underscore the multi-layered nature of labor relations and their integral connection to
talent attraction. The three-dimensional model developed in this study reveals that an effective labor
relations system is not confined to administrative procedures but is instead a holistic ecosystem
encompassing cultural, structural, psychological, and environmental elements.

The strong influence of the organizational dimension validates the argument that sustainable talent
management begins with the internal climate. A culture that rewards innovation, fosters inclusion,
and promotes fairness creates psychological safety and long-term engagement. The IRIB’s
hierarchical and bureaucratic structure has historically limited flexibility; however, the study
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demonstrates that decentralization and participatory leadership can significantly enhance trust and
organizational identification among employees.

The individual dimension further highlights the importance of understanding the intrinsic motivations
of talented employees. Factors such as autonomy, recognition, and career progression align with
self-determination theory, which posits that human motivation flourishes in environments that satisfy
competence, relatedness, and autonomy needs. The IRIB, by aligning its labor relations policies with
these motivational constructs, can cultivate an engaged and high-performing workforce.

The environmental dimension adds an external perspective to the discussion, emphasizing that labor
relations do not exist in isolation. External stakeholders—including regulatory authorities, partner
organizations, and the public—shape perceptions of fairness, reputation, and legitimacy. In this
regard, developing a strong employer brand and demonstrating commitment to ethical standards are
essential to attracting top-tier professionals in the media industry.

By integrating Al-based recruitment systems, the IRIB can reduce subjectivity and bias while
improving efficiency and accuracy in candidate selection. Nevertheless, technological adoption must
be accompanied by human oversight and ethical frameworks to ensure fairness and data privacy.
The combination of Al-driven analytics with human-centered decision-making thus represents a
balanced approach to modern talent management.

The proposed model not only advances theoretical understanding but also offers practical
implications for organizational reform. It provides a diagnostic framework through which managers
can assess the alignment between strategic goals, employee experiences, and external influences.
The model's emphasis on culture, meritocracy, and learning reflects a progressive shift toward
relational governance in human resources—moving from compliance-based management to
collaboration-oriented leadership.

Ultimately, this research contributes to bridging the gap between classical labor relations theories
and the realities of digital-era organizations. By situating the model within the socio-cultural and
institutional context of Iran, it provides an indigenous framework adaptable to other public institutions
seeking to modernize their HR systems. The IRIB, as a national broadcaster, can utilize this model
to create a workplace where creative professionals feel valued, empowered, and motivated to
contribute to the organization’s mission.

In conclusion, the study affirms that effective labor relations are foundational to talent attraction and
retention in knowledge-based and creative organizations. When managed strategically, these
relations enhance not only employee satisfaction but also organizational legitimacy, innovation, and
performance. The integration of cultural authenticity, technological intelligence, and ethical
leadership thus forms the cornerstone of a resilient labor relations model suited to the challenges of
the 21st-century workforce.
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