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Abstract

This study aims to investigate the relationship between talent management dimensions and
organizational transparency in the Veterinary Organization of Iran. The research was applied
in purpose and descriptive-survey in method. The statistical population consisted of 5,970
experts, managers, and employees of the Veterinary Organization. Using Cochran’s formula,
a sample of 361 participants was selected through stratified random sampling. Data were
collected via a researcher-made questionnaire based on a five-point Likert scale. Instrument
validity was confirmed by GFI and reliability by Cronbach’s alpha. Data analysis was performed
using Structural Equation Modeling (SEM) through PLS software. Independent variables
included four dimensions of talent management (attraction, evaluation and discovery,
development and training, and retention), while organizational transparency was the
dependent variable with four dimensions (participation, fundamental information,
accountability, and secrecy). The SEM results indicated a significant positive relationship
between talent management and organizational transparency (T-value > 1.96). All four
dimensions of talent management had a meaningful positive effect on transparency, with talent
development and retention showing the strongest influence. Enhancing talent attraction,
assessment, and training processes increased organizational accountability, employee
participation, and reduced secrecy. Talent management serves as a strategic mechanism for
improving organizational transparency, accountability, and trust. Implementing coherent talent
development programs, ensuring equal opportunities for recruitment, and strengthening
evaluation systems can enhance transparency, mitigate administrative corruption, and improve
overall organizational performance.

Keywords: Talent Management;, Organizational Transparency; Talent Afttraction; Talent
Assessment; Organizational Accountability.
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Extended Abstract
Introduction
In the era of global competitiveness and rapid technological advancement, organizations
increasingly rely on human capital as the primary driver of innovation, adaptability, and long-term
sustainability. Consequently, talent management has emerged as a crucial strategic tool to identify,
attract, develop, and retain capable employees who can sustain organizational success (Safari,
2022). As the modern economy shifts from industrial productivity to knowledge-based performance,
the effective management of human talent becomes a cornerstone of competitiveness and
institutional excellence (Narayanan et al., 2019).
Talent management is not only about recruitment and retention—it represents an integrated system
that aligns human potential with strategic organizational objectives. According to (Ghasemi, 2022),
successful organizations adopt systematic approaches to discover and nurture individual
competencies through training, empowerment, and professional growth opportunities. When
strategically implemented, talent management enables organizations to respond dynamically to
environmental changes and cultivate a culture of innovation and agility (Caligiuri et al., 2024).
Parallel to this, organizational transparency has gained increasing attention as a fundamental
principle of good governance. Transparency refers to the openness of internal processes,
accessibility of information, and accountability of leadership toward stakeholders (Roustami
Dashtbiaz et al., 2022). Transparent organizations actively communicate both positive and negative
information, encourage employee participation in decision-making, and minimize ambiguity in
organizational policies (Khosravipour, 2022). This concept is the opposite of secrecy and
administrative corruption and is closely linked to organizational trust, ethical conduct, and employee
engagement (Kashef et al., 2018).
Empirical and theoretical research has increasingly emphasized that talent management and
organizational transparency are mutually reinforcing phenomena. When organizations recruit and
evaluate employees transparently, they foster fairness and trust; conversely, a transparent climate
facilitates the discovery of genuine talents by reducing bias and political influence in personnel
decisions (Amanollahzadeh, 2022). Prior studies confirm that the lack of transparency undermines
organizational efficiency and distorts the merit-based selection of human resources (Mocetti &
Orlando, 2017).
Globally, the strategic integration of talent management with transparent governance has been
highlighted as a defining feature of resilient and adaptive institutions. For instance, (Harsch & Festing,
2019) demonstrated that dynamic talent management capabilities increase organizational agility by
enhancing communication and openness between managers and employees. Similarly, (van der
Merwe et al., 2024) found that transparent execution of talent management practices leads to more
meaningful career experiences, higher motivation, and retention of key personnel. In the digital era,
transparency is further strengthened by technological tools that allow open data sharing and
performance monitoring (Montero Guerra & Danvila-Del Valle, 2024).
The Iranian context presents unique challenges in both domains. Despite progress in administrative
reform, public organizations still struggle with bureaucratic opacity, weak accountability systems,
and limited participation of employees in governance. Simultaneously, systematic approaches to
talent management are at an early stage of development, often constrained by traditional recruitment
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and evaluation practices (Roustami Dashtbiaz et al., 2022). Studies such as (Amanollahzadeh, 2022)
and (Khosravipour, 2022) emphasize that enhancing transparency can effectively combat corruption
and improve the legitimacy and performance of governmental institutions.

Within this framework, the present research investigates how talent management practices—
comprising attraction, assessment and discovery, development and training, and retention—affect
the dimensions of organizational transparency, including participation, fundamental information,
accountability, and secrecy. While many international studies have addressed these variables
separately (Altinoz et al., 2013; Zabihi & Rasouli, 2015), few have explored their integrated relationship
in Iranian public organizations. Therefore, this study contributes to bridging this gap by empirically
examining the interdependence of these constructs in the Veterinary Organization of Iran, a vital
governmental body responsible for animal health and food safety.

In light of the theoretical background and existing empirical evidence, the following research question
was formulated: How does talent management influence organizational transparency within the
Veterinary Organization of Iran?

Methods and Materials

The study adopted an applied research purpose and a descriptive-survey design. The statistical
population consisted of 5,970 experts, managers, and staff of the Veterinary Organization of Iran.
Using Cochran’s formula with a 95% confidence level, a sample size of 361 participants was
determined. Data were collected through a researcher-made questionnaire structured on a five-point
Likert scale, developed from theoretical frameworks and validated instruments.

The independent variable, talent management, included four dimensions: (1) attraction system, (2)
assessment and discovery, (3) development and training, and (4) retention system. The dependent
variable, organizational transparency, consisted of four dimensions: (1) participation, (2)
fundamental information, (3) accountability, and (4) secrecy.

Reliability was confirmed through Cronbach’s alpha and composite reliability (all above 0.8), while
validity was assessed using the Goodness of Fit Index (GFI) and Average Variance Extracted (AVE).
Data analysis employed Partial Least Squares Structural Equation Modeling (PLS-SEM) using
SmartPLS software. Hypotheses were tested through standardized path coefficients and t-values,
with significance levels set at p < 0.05.

Findings

The structural model analysis revealed that all four dimensions of talent management significantly
and positively influenced organizational transparency. The path coefficients for the relationships
between talent management dimensions and transparency components were all statistically
significant, with t-values exceeding 1.96.

Among the independent variables, the development and training of talents exhibited the strongest
effect on organizational accountability, indicating that continuous learning and professional growth
initiatives enhance employees’ sense of responsibility and openness in communication. The
retention system also demonstrated a strong positive association with participation, suggesting that
when organizations adopt equitable retention strategies, employees are more likely to engage in
decision-making processes and share ideas.

Furthermore, the assessment and discovery system showed a substantial negative correlation with
organizational secrecy, implying that transparent evaluation procedures minimize hidden information
and favoritism. The attraction system had the highest linkage with fundamental information,
underscoring that data-driven and merit-based recruitment enhances informational clarity across
departments.
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Overall, the comprehensive model indicated an acceptable level of explanatory power, with the latent
variable organizational transparency accounting for a significant portion of variance explained by
talent management constructs. The results confirmed the hypothesized positive and reciprocal
relationship between these two strategic organizational capabilities.

Discussion and Conclusion

The findings of this study underscore that effective talent management serves as a critical lever for
improving transparency, accountability, and participatory governance within public organizations.
Specifically, transparent and merit-based systems for attracting, developing, and retaining talents
cultivate organizational cultures founded on fairness and mutual trust. These results align with the
theoretical propositions of (Altinéz et al.,, 2013) and (Narayanan et al., 2019), who assert that
transparent talent management practices reinforce organizational trust and engagement by
eliminating ambiguity and bias.

The strong link between talent development and organizational accountability observed in this
research suggests that continuous training empowers employees to make informed decisions and
assume responsibility for outcomes. This finding resonates with (Weng et al.,, 2023), who
demonstrated that work engagement and perceived organizational support mediate the relationship
between talent management and employees’ intention to stay. Similarly, (Safari, 2022) emphasized
that systematic talent development fosters resilience and responsiveness among public-sector
employees.

Retention strategies emerged as another determinant of transparency. The positive association
between talent retention and participation indicates that organizations valuing their employees’
contributions are more likely to encourage open communication and collaborative problem-solving.
This is consistent with (van der Merwe et al., 2024), who found that transparent execution of retention
policies strengthens employee commitment and career satisfaction.

In addition, the inverse relationship between talent assessment and organizational secrecy highlights
that transparent evaluation systems deter corruption and favoritism—an observation in line with
(Mocetti & Orlando, 2017), who reported that opacity in personnel selection in public institutions often
leads to inefficiency and misconduct. Establishing measurable criteria for performance evaluation
ensures equity and clarity, contributing to institutional integrity.

The observed synergy between talent management and organizational transparency in this study
supports the argument that both constructs are interdependent and mutually reinforcing. Transparent
processes provide the psychological safety necessary for employees to exhibit their potential, while
effective talent management systems sustain that transparency through meritocracy and
accountability (Amanollahzadeh, 2022; Khosravipour, 2022).

Moreover, in the age of digital transformation, the alignment between these two dimensions becomes
even more critical. (Montero Guerra & Danvila-Del Valle, 2024) noted that digitalization facilitates
openness and traceability in human-resource processes, enabling data-driven decision-making.
Therefore, the integration of advanced technologies, such as Al-based analytics and e-governance
tools, can further enhance transparency in talent pipelines.

From a practical standpoint, the Veterinary Organization of Iran—and similar public institutions—
should institutionalize transparent talent management frameworks by standardizing recruitment
criteria, publishing evaluation outcomes, and developing inclusive training programs. This approach
would not only improve internal governance but also strengthen public confidence in the
organization’s integrity and efficiency.
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In conclusion, the study establishes that talent management is both a catalyst and a consequence
of organizational transparency. When organizations invest in nurturing their human capital through
fair and open systems, they create a self-reinforcing cycle of trust, accountability, and performance
excellence. This research contributes to the broader discourse on human-resource development and
organizational ethics by highlighting the necessity of integrating talent management and
transparency strategies to achieve sustainable institutional success.
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