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Abstract:

The primary objective of the present study was to predict organizational development based on talent management and organizational
intelligence in Islamic Azad University of Tehran Province. The study population included specialists and experts in educational
management, as well as full-time and part-time faculty members of Islamic Azad University. The sample size was determined to be 278
based on Morgan’s sample size table. A stratified random sampling method was employed. The research instruments included the
Organizational Development Questionnaire by Spides (2007), the Talent Management Questionnaire by Phillips and Opper (2009), and the
Organizational Intelligence Questionnaire by Albrecht (2003). The collected data were analyzed using multiple regression tests with SPSS
software version 26. The findings indicated that the obtained F value for talent management was 3.951, which was significant at the 0.01P<
level. The obtained beta coefficient for this variable was 0.257, indicating that an increase of one standard score in the predictor variable
(talent management) would increase the criterion variable (organizational development) by 0.257. The obtained F value for organizational
intelligence was 4.851, which was significant at the 0.01P< level. The obtained beta coefficient for this variable was 0.301, indicating that
an increase of one standard score in the predictor variable (organizational intelligence) would increase the criterion variable (organizational

development) by 0.223.
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Extended Summary

Introduction

Organizational development has become a crucial factor in ensuring the sustainability and competitive advantage of
institutions in the contemporary business environment. Organizations must continuously engage in change processes to
maintain their relevance and leverage emerging opportunities (Arriola et al., 2017). The ability of an organization to thrive in
a dynamic environment depends on its ability to optimize workforce performance and foster voluntary participation among
employees. This concept, commonly referred to as organizational development, encompasses a wide range of strategic
initiatives designed to improve efficiency, innovation, and employee engagement (Sobhani et al., 2016). Various scholars

have examined the dimensions of organizational development and have proposed multiple definitions, emphasizing its
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multidimensional nature. Some researchers argue that organizational development is directly linked to human development,
as both concepts share fundamental characteristics related to personal and professional growth (Asghari & Sadeghi, 2024;
Bukhari & Ananda, 2024a, 2024b).

One of the primary contributors to organizational development is talent management. Organizations that effectively
identify, nurture, and retain talented individuals can create a sustainable competitive advantage. Talent management involves
recruiting, developing, and retaining high-potential employees to ensure the continuous growth and success of the
organization (Hilliard, 2015). A lack of effective talent management strategies can lead to stagnation and reduced
organizational efficiency (Gomez, 2017). Additionally, organizations must adopt comprehensive human resource
development models that align with the principles of organizational development to facilitate effective decision-making and
workforce optimization (Bayarystanova, 2013).

Organizational intelligence is another critical factor influencing organizational development. The concept of
organizational intelligence refers to an organization’s ability to process information, develop insights, and apply knowledge
to improve decision-making and operational efficiency (Albrecht, 2002). Organizational intelligence enables institutions to
navigate complex challenges and respond to market dynamics in a proactive manner (Quraisy & Nugroho, 2024; Taheri Hoshi
& Aroni Tabatabaei, 2024). In higher education institutions, such as universities, the implementation of organizational
intelligence strategies can significantly impact institutional performance and faculty effectiveness (Sobhani et al., 2016).
Given the significance of both talent management and organizational intelligence in shaping organizational development, the
present study aims to examine their predictive impact on organizational development in the context of Islamic Azad
University of Tehran Province.

Methods and Materials

The study adopted a quantitative research design, employing a stratified random sampling method to ensure a
representative sample. The target population consisted of specialists and experts in educational management, as well as full-
time and part-time faculty members of Islamic Azad University. A total of 278 participants were selected based on Morgan’s
sample size table.

Data collection was conducted using three standardized questionnaires: the Organizational Development Questionnaire by
Spides (2007), the Talent Management Questionnaire by Phillips and Opper (2009), and the Organizational Intelligence
Questionnaire by Albrecht (2003). Each questionnaire measured key variables relevant to the study.

The collected data were analyzed using multiple regression tests with SPSS software version 26. The analysis included
descriptive statistics such as mean, standard deviation, skewness, and kurtosis, followed by inferential statistical tests to
examine the relationships between the predictor variables (talent management and organizational intelligence) and the
criterion variable (organizational development).

Findings

The descriptive statistics indicated that the mean score for organizational development was 75.31, with a standard
deviation of 11.02. The mean score for talent management was 84.00, with a standard deviation of 14.25, while
organizational intelligence had a mean score of 139.51 and a standard deviation of 23.12.

The results of the multiple regression analysis showed that talent management had a significant positive impact on

organizational development, with an obtained F value of 3.951, significant at the 0.01 level. The beta coefficient for talent
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management was 0.257, indicating that a one-standard-score increase in talent management would lead to a 0.257 increase in
organizational development.

Similarly, organizational intelligence demonstrated a significant positive effect on organizational development, with an
obtained F value of 4.851, significant at the 0.01 level. The beta coefficient for organizational intelligence was 0.301,
suggesting that a one-standard-score increase in organizational intelligence would result in a 0.223 increase in organizational
development.

Further analysis of the subcomponents of talent management revealed that talent discovery, talent development, and talent
retention were significant predictors of organizational development, while talent acquisition did not exhibit a statistically
significant effect.

Regarding organizational intelligence, subcomponents such as strategic vision, courage, consensus-building, and
knowledge application were positively associated with organizational development, whereas shared destiny and performance
pressure did not yield significant results.

Discussion and Conclusion

The findings of this study underscore the importance of talent management and organizational intelligence in fostering
organizational development. Organizations that invest in identifying and nurturing talent can enhance their workforce
capabilities and achieve sustained growth. The results align with previous research, which has highlighted the role of talent
management in improving organizational performance and innovation. By effectively managing human capital, organizations
can adapt to changes, optimize resource allocation, and improve overall efficiency.

Similarly, the positive impact of organizational intelligence on organizational development suggests that institutions must
prioritize knowledge management, strategic planning, and informed decision-making. Organizations with high levels of
organizational intelligence can effectively anticipate challenges, formulate adaptive strategies, and maintain a competitive
edge in dynamic environments.

The study also highlights the differential impact of specific talent management and organizational intelligence
components. Talent discovery, development, and retention emerged as key drivers of organizational development,
emphasizing the need for organizations to create structured programs for employee growth and career advancement.
Additionally, strategic vision, courage, and consensus-building within organizations contribute to a culture of continuous
improvement and adaptability.

Despite its contributions, the study has some limitations. First, the research was conducted within the context of Islamic
Azad University, limiting the generalizability of the findings to other institutions or industries. Future research could expand
the scope of analysis by examining different organizational settings. Additionally, the cross-sectional nature of the study
restricts the ability to establish causal relationships. Longitudinal studies could provide deeper insights into the long-term
effects of talent management and organizational intelligence on organizational development.

In conclusion, this study provides empirical evidence supporting the significance of talent management and organizational
intelligence as predictors of organizational development. Organizations seeking to enhance their development strategies
should focus on optimizing human capital management and knowledge utilization. By implementing targeted interventions in
talent acquisition, employee development, and strategic planning, organizations can improve their adaptability, innovation

capacity, and overall performance.
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