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Abstract:

In today’s competitive and complex environment, social security organizations require novel models for attracting and retaining talent that
can create sustainable competitive advantages. In this regard, the use of mixed-method techniques and the development of a talent-oriented
organizational model can lead to the identification and development of effective and sustainable solutions. The present study is applied in
terms of its objective, and descriptive-survey in terms of data collection method. This dissertation employs a mixed-method research design
(qualitative—quantitative). In this approach, both qualitative and quantitative methods are simultaneously used for data collection and analysis.
The qualitative research population includes experts from the Social Security Organization, limited to 20 individuals from among the deputies
and top-level executives. The quantitative research population consists of managers, staff, and other stakeholders of the Social Security
Organization, who were selected randomly. The data were analyzed using MAXQDA and Smart PLS software. The findings of the study are
presented in the form of a localized paradigmatic model, the validity, reliability, and fit of which have been confirmed. The research findings,
aimed at improving methods and approaches to talent management in social security organizations, can contribute to identifying strategies
for optimizing organizational performance and enhancing efficiency in addressing talent-related challenges.
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Extended Summary

Introduction

In today’s dynamic and highly competitive organizational environments, managing human resources through a strategic
lens has become essential. A growing body of literature has emphasized the need for differentiating the treatment of key talents
from general staff to maximize organizational performance. The concept of “war for talent,” introduced by McKinsey &
Company in the 1990s, foregrounded the strategic importance of talented individuals and the necessity for organizations to
invest in their identification, development, and retention (Schiemann, 2013). Since then, talent management has gained
prominence and evolved into a critical domain of human resource management, particularly within multinational corporations
(Mahfozi et al., 2018; McDonnell et al., 2017). Talent management now encompasses a spectrum of strategic practices that
align individuals’ skills with organizational goals and seek to sustain competitive advantage (Ulrich & Smallwood, 2011).

Central to this evolution is the recognition that human capital is not merely a resource but a primary driver of innovation,
adaptability, and long-term growth (Reiner et al., 2017). Accordingly, effective talent management ensures that the right people
occupy the right positions at the right time and possess the appropriate skills and motivation to perform optimally (Phillips &
Roper, 2009). In practice, however, many organizations still lack a differentiated approach to managing high-potential
individuals, thereby underutilizing their intellectual capacities. This situation calls for tailored talent-oriented models that can

harness the full spectrum of human potential and enhance organizational resilience.
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The Social Security Organization of Iran, which delivers critical welfare services to over half of the country’s population,
presents a compelling case for such an approach. Given the magnitude and complexity of its operations, the organization’s
success heavily depends on the capabilities of its managerial and professional workforce. Ensuring that these individuals are
optimally supported through strategic talent management initiatives is paramount. As highlighted by (Collings & Mellahi, 2009),
talent management systems must identify, develop, and position capable individuals to drive institutional effectiveness. In the
case of social security institutions, this entails embedding talent-centric practices within bureaucratic frameworks that often
resist change.

Moreover, the significance of talent management extends beyond operational efficiency—it influences organizational
culture, stakeholder satisfaction, and the ability to respond to demographic shifts and policy changes. In this context,
formulating a localized, empirically validated model for talent management is both timely and necessary. The present study
therefore addresses two fundamental questions: What model can be designed to transform the Iranian Social Security
Organization into a talent-oriented entity? And is such a model empirically valid within the organizational context?

Methods and Materials

To answer these questions, a mixed-methods research design was employed, combining qualitative and quantitative
approaches to model development and validation. The qualitative phase involved semi-structured interviews with twenty senior
executives and experts within the Social Security Organization, selected through purposive sampling based on their domain
expertise. The interview protocol was designed to elicit insights into the organizational processes, challenges, and best practices
surrounding talent management.

Data from the interviews were analyzed using open, axial, and selective coding based on Colaizzi’s phenomenological
method. The MAXQDA software facilitated the extraction and categorization of themes. To ensure the credibility and
dependability of the qualitative findings, Lincoln and Guba’s (1980) criteria were used, including transferability, credibility,
confirmability, and dependability.

In the quantitative phase, structural equation modeling (SEM) using SmartPLS was conducted to test the fit of the conceptual
model derived from the qualitative analysis. A standardized questionnaire was developed based on the emergent constructs and
distributed to a stratified random sample of employees, managers, and stakeholders across the Social Security Organization.
Reliability was assessed via Cronbach’s alpha and composite reliability (CR), while convergent and discriminant validity were
evaluated through Average Variance Extracted (AVE), Maximum Shared Variance (MSV), and the Fornell-Larcker criterion.
The overall model fit was evaluated using the Goodness-of-Fit (GOF) index.

Findings

The data analysis yielded a six-dimensional talent-oriented model for the Social Security Organization. These dimensions
included: (1) Causal Conditions, (2) Contextual Conditions, (3) Intervening Conditions, (4) Core Phenomenon, (5) Strategies,
and (6) Consequences. Thematic coding revealed that leadership commitment, a learning-oriented organizational culture, and
structural flexibility were pivotal causal conditions. These factors fostered a proactive environment conducive to talent
identification and development.

Contextual conditions such as institutional support, policy frameworks, and availability of digital tools were identified as
key enablers or barriers. Intervening conditions highlighted the influence of stakeholder engagement, regulatory clarity, and
resource allocation on the operationalization of talent strategies. The core phenomenon centered on the attraction, development,

and retention of expert staff, conceptualized as the nucleus of the model.
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Strategic components included the implementation of targeted training programs, succession planning mechanisms, and
incentive systems aligned with performance metrics. Consequences of effective implementation were found to include
improved service delivery, higher employee engagement, and organizational agility. These outcomes were validated through
the SEM analysis, which showed high reliability (CR > 0.78), acceptable convergent validity (AVE > 0.5), and strong overall
model fit (GOF = 0.62).

Additionally, inter-rater reliability for qualitative coding exceeded 70%, ensuring consistency in theme identification.
Demographic data showed a balanced representation in terms of gender, educational background, and work experience among
participants. The use of both direct and indirect expert knowledge extraction techniques further enriched the depth of the model.
A visual tree structure was generated to illustrate the model’s components and interrelations, confirming its internal coherence.

Discussion and Conclusion

The results underscore the viability and necessity of a localized talent-oriented organizational model in the context of Iran’s
Social Security Organization. The six-part model integrates structural and behavioral dimensions of talent management,
reflecting both global best practices and local realities. As noted by (Ulrich & Smallwood, 2011), defining talent precisely and
applying differentiated management techniques is essential in modern human resources. The model’s emphasis on leadership,
culture, and strategy aligns well with this perspective.

One of the most innovative aspects of this research was the incorporation of fuzzy neural network logic as an optimization
mechanism for identifying and nurturing talent. This approach corresponds with (Khang, 2024), who emphasized the
application of artificial intelligence in streamlining career pathways and enhancing employee development. Similarly, the
structural dimension of the model mirrors findings by (Sireghani et al., 2023), who highlighted the need for integrative
frameworks that encompass recruitment, performance appraisal, and training alongside leadership styles and organizational
values.

The qualitative findings also resonated with the concept of collaborative intelligence proposed in (Chew & Mohamed Zainal,
2024), particularly the importance of interdisciplinary cooperation and digital transformation in modern talent strategies.
Moreover, the empirical validation via SEM confirmed the robustness of the model, with indicators exceeding recommended
thresholds, consistent with model assessment frameworks described in (Mahfozi et al., 2018).

Furthermore, the model reflects the organizational need for strong leadership commitment to institutionalize talent-oriented
values. This aligns with (van der Merwe et al., 2024), who stressed the influence of strategic leadership on employee experience
and organizational alignment. On a global level, (Caligiuri et al., 2024) pointed to the necessity of adapting talent strategies to
evolving organizational contexts—a theme well-integrated into the model through its emphasis on contextual and intervening
variables.

The study also confirmed the importance of harmonizing macro-level human resource policies with micro-level operational
practices, a core argument in (McDonnell et al., 2017). Finally, the findings highlight the value of ongoing performance
evaluation and inter-departmental communication, consistent with the optimization frameworks proposed by (Schiemann,
2013).

In conclusion, this study contributes to the literature by offering an empirically grounded and culturally contextualized

model for talent management within public sector organizations. It not only validates theoretical assumptions in practice but
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also provides actionable insights for policymakers and practitioners. The model encourages integration of digital tools,

leadership accountability, and human capital development as central pillars of a sustainable talent strategy.
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