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Abstract

The aim of this study is to examine and test the holographic organization model with an intellectual capital
approach in the National Media Organization. From the perspective of its purpose, this research is applied
in nature, and in terms of data collection method, it is descriptive-survey. Data were collected using a
researcher-designed standardized questionnaire. The statistical population includes all employees of the
Islamic Republic of Iran Broadcasting (IRIB). The sampling method was cluster sampling, with
approximately 48,330 employees, from which 381 individuals were selected as the sample using Cochran’s
formula. Subsequently, the composite reliability and reliability of each component of the study were
calculated, and the results indicated the reliability of the measurement tool. Furthermore, the discriminant
and convergent validity of the questionnaire confirmed its acceptable validity. For data analysis, structural
equation modeling (SEM) was conducted using Smart PLS4 software. The results demonstrated the factor
loadings, significance levels, and the relationships among the main and sub-themes of the holographic
organization model in IRIB from an intellectual capital perspective. Additionally, the model’s fitness and
alignment with the context of IRIB were assessed as appropriate. Therefore, it can be concluded that this
model, by focusing on holographic structural capital, holographic leadership, holographic human capital,
holographic relational capital, and holographic technology and knowledge, plays a significant role in the
National Media Organization.

Keywords: Holographic organization, Islamic Republic of Iran Broadcasting (IRIB), intellectual capital
approach, national media
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Extended Abstract
Introduction
The rapid transformation of organizational environments under the influence of information
technology has pushed institutions to adopt advanced structural models to remain adaptable and
competitive (Jacobi, 2024). One of the emerging paradigms in organizational theory is the
holographic organization model, derived from chaos theory. This model posits that inherent order
can emerge from apparent disorder, and what seems unpredictable on a small scale may appear
stable and predictable on a larger scale (Pormahr et al.,, 2021). Holographic organizations are
distinguished by their structural features—each part of the organization reflects the whole, enabling
resilience through self-repair and decentralization. Even if one part fails, others can compensate,
ensuring continuity and efficiency (Kamaliania et al., 2016).
Self-organization, a key principle of holographic systems, requires functional multiplicity or
redundancy, offering flexibility for future development (Moshabaki, 2014). Organizations adopting this
model need latent capacity to support adaptability and autonomous management, ensuring growth
and innovation through internal and external knowledge flows (Xiao Feng et al., 2021). Human capital
plays a pivotal role in such systems. As knowledge workers, employees must master their roles,
continuously update their skills, and exercise high decision-making autonomy (Qiang & Zhongwei,
2022).
Intellectual capital—comprising human, structural, and relational assets—has become one of the
most valuable intangible resources of modern organizations. Its strategic use can drive innovation
and responsiveness to environmental changes (Dalvand et al., 2021). Several empirical studies
underscore the interplay between intellectual capital and organizational models like the holographic
design. For instance, Alkhatib et al. (2022) showed that intellectual capital enhances competitive
advantage through innovation and data analytics capabilities (Alkhatib & Valeri, 2022). Similarly,
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Hakkak et al. (2018) emphasized the clustering of organizational traits to realize the holographic
model (Hakkak & Irwin-Cowley, 2018).
A review of the literature reveals limited empirical work examining how the holographic model
specifically impacts or integrates intellectual capital components (Autiero, 2018; Tho et al., 2018;
Velayutham & Rahman, 2018). Additionally, prior research lacks an in-depth analysis of the internal
relationships among the elements of intellectual capital in such organizational systems. Given the
dynamic nature of organizations like national media entities, the integration of holographic principles
with intellectual capital is particularly relevant. Hence, this study was designed to develop and test a
holographic organizational model based on intellectual capital components within the Islamic
Republic of Iran Broadcasting (IRIB).
Methods and Materials
This applied study employed a descriptive-survey methodology using a quantitative approach. Data
collection was conducted through a researcher-made standardized questionnaire. The statistical
population included all employees of IRIB (approximately 48,330 individuals). Using Cochran's
formula, a sample size of 381 was selected through cluster sampling. Instrument reliability was
assessed using Cronbach’s alpha and composite reliability metrics, while convergent and
discriminant validity were confirmed through appropriate tests. Structural Equation Modeling (SEM)
was conducted using Smart PLS4 software. The model’s adequacy was evaluated based on factor
loadings, composite reliability, Average Variance Extracted (AVE), Fornell-Larcker criterion, R2
values, Q2 predictive relevance, and global model fit indices such as SRMR, d_ULS, and d_G.
Findings
The descriptive analysis of the sample indicated that 121 participants were female and 260 were
male. Regarding education, 280 held master’'s degrees and 101 held doctoral degrees. Most
participants had between 10-20 years of work experience, with the largest age group being 41-50
years. Job roles ranged from experts to senior managers.
The measurement model demonstrated strong reliability and validity: all factor loadings exceeded
the 0.4 threshold, and composite reliabilities and Cronbach's alphas were above 0.7. The AVE values
for each latent construct were also above 0.5, confirming convergent validity. Discriminant validity,
assessed via the Fornell-Larcker criterion, showed that the square root of each AVE exceeded the
inter-construct correlations.
Key R2 values were as follows: holographic human capital (0.537), structural capital (0.728), and
technological knowledge (0.641), indicating moderate to strong explanatory power. Q2 values also
confirmed the model's predictive relevance, with scores such as 0.412 for human capital and 0.494
for technology and knowledge.
The global fit indices further affirmed model adequacy: SRMR = 0.085, NFI = 0.904, and acceptable
values for d_ULS and d_G. Path coefficients and T-values for all hypothesized relationships were
statistically significant (T > 1.96), demonstrating strong, direct impacts from the holographic
organization model on each intellectual capital component:

e Structural capital: B = 0.853, T = 56.449

e Human capital: B =0.733, T = 17.598

e Technology and knowledge: = 0.800, T = 40.341

e Relational capital: p = 0.522, T = 9.637

e Leadership: p=0.397, T = 6.264
Each path’s strength ranged from moderate to strong, confirming the robustness of the holographic
organization model in explaining intellectual capital development within IRIB.
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Discussion and Conclusion

The results underscore the model's effectiveness in aligning organizational components with key
elements of intellectual capital. The model's validation suggests it can offer IRIB a dynamic,
integrated framework that balances structure with adaptability. It enables each unit to operate
independently while maintaining organizational coherence, essential for complex entities like
national broadcasting services.

The emphasis on holographic structural capital ensures flexible, resilient systems. Leadership under
this model supports distributed authority and informed decision-making. Human capital benefits from
environments encouraging skill enhancement and autonomy. Relational capital is nurtured through
strong, consistent networks across the organization. Moreover, leveraging advanced technologies
and effective knowledge management aligns operations with innovation-driven demands.

By aligning with the theoretical expectations of chaos theory and previous empirical findings, this
study reaffirms that adopting a holographic model, supported by strategic intellectual capital
management, can help organizations like IRIB become more agile, innovative, and sustainable. The
findings parallel those of earlier research demonstrating the benefits of holographic designs and
intellectual capital integration for organizational performance enhancement.

To fully capitalize on these findings, IRIB and similar organizations should implement a strategic
roadmap that holistically reinforces structural, human, relational, technological, and leadership
dimensions. Pilot projects that demonstrate synergies among these dimensions—such as
autonomous teams led by holographic leaders using digital collaboration tools—could accelerate
innovation and responsiveness.

In conclusion, this study contributes a validated model demonstrating that intellectual capital is not
only supported but optimized through holographic organizational principles. As global media
environments continue to evolve, embracing such dynamic and integrated models will be key to long-
term success. Future research should replicate this model across different organizational contexts
to test its generalizability and refine its practical applications.
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