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Abstract

The purpose of the present research is to conceptualize and apply the silent
cries of organizational talents trapped in the glass barriers of promotion. This
work is guided by a fundamentally applicative goal and is examined through a
pragmatic, parasitological lens during the exploratory phase of model
development. In the testing phase, interpretive type is positivist. [This study
employs a thematic analysis strategy to analyze the qualitative data, using
Clark's method, supported by Maxqda. In the qualitative part of the research,
targeted sampling was conducted with the cooperation of senior managers of
government organizations and interviews were held with fifteen senior
managers. The quantitative statistical population included managers and experts
of the Ministry of Interior. In the qualitative stage, the main items and
components were identified using SPSS software and explorato(rjy factor
analysis. In the quantitative part, simple random sampling was carried out and
the sample size was determined using GPower software at a significance level
of 0.05 and a test power of 0.95, resulting in a final sample of 140 participants.
The content validity was confirmed by experts and the construct validity of the
measurement model structure was assessed through Average Variance
Extraction, the Fornell and Larcker criterion, and the multitrait - multimethod
matrix. The reliability of the model was checked and confirmed using
Cronbach’s alpha coefficient. The path analysis of the proposed model was
conducted using SPSS and SmartPLS software. According to the research
results, 20 indicators (items), 6 subcategories, and 3 main categories were
identified and validated.
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1.Introduction

In today’s changing world, life is marked by constant changes and
transformations. Organizations, as part of this dynamic environment,
must keep pace with these changes, otherwise, they risk falling behind in
global competition. Preparing organizations is not limited to upgrading
equipment and technology; Rather, they must carefully and prudently
retain their employees, who are their most valuable assets. Modern
organizations, playing an active role in driving change, strive to direct the
talents of their employees toward organizational success. In this situation,
talent management is of particular importance to senior managers since
using skilled and motivated labor is the key to achieving a competitive
advantage. However, this issue, despite its importance, has not been
adequately studied in theoretical and practical fields. Talented human
resources are the pride of any organization and are considered the driving
force of efficiency and creativity. Yet, are the voices of these talents
always heard? Is there a way for them to grow and flourish in the
organization? Many of these talents are trapped within the glass walls of
organizational dead ends. Despite all their abilities and potential, there is
no way for them to grow and flourish. Their silent voices are not heard
by anyone. It is as if they are screaming in a vacuum and their voices are
not heard.

2.Literature Review

A review of the research literature reveals that most studies have
focused on human resources as organizational talents and their
management. Numerous researchers have examined the effects of talent
management and adherence to meritocracy principles, making them the
basis of their work. However, no research has been conducted on the
silent cries of organizational talents and how to promote them in
organizations. Related researches include the study of Kaliannan et al.
(2023), titled "Inclusive Talent Development: A Systematic Literature
Review", which identifies the research gaps in talent management and
highlights the need for organizations to effectively manage and promote
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talents to grow and gain a sustainable competitive advantage. Aljbou and
French (2022), in their article "A Multi-Level Talent Management
Framework: A Systematic Review", examine different perspectives and
approaches to talent management, demonstrating that a combination of
these perspectives leads to improved organizational performance. Angas
et al. (2022), in "A Review of Meritocracy in the Chinese Political
System," analyze the strengths and weaknesses of the meritocratic system
compared to dictatorship and attribute the progress of societies to the
attention to meritocracy and the right choice of managers. Kast (2021), in
his doctoral dissertation "Organizational Structure and the Logic of
Merit," states that holding sensitive positions requires experience and
expertise. He criticizes that appointing managers based on political
relations leads to organizational problems.

3. Methodology

The current research adopted a pragmatic philosophical stance and
employed a combined inductive-deductive approach. The inductive
method was initially utilized in the exploratory phase, followed by the
deductive method in the validation phase. This combination of research
strategies provides a qualitative-quantitative integration with an
exploratory and sequential approach to the topic. The primary objective
of this research was to conceptualize and identify the dimensions and
indicators associated with the silent cry of organizational talents trapped
in the glass ceiling of advancement.

Qualitative Phase: In the qualitative phase of the research, thematic
analysis was employed to identify the main- and sub-themes. Clark's
method and MAXQDA 2023 software were utilized for the analysis of
the qualitative data. Purposive sampling was conducted in collaboration
with senior managers of public sector organizations, and interviews were
held with fifteen senior managers. In the qualitative phase, the main
statements and components were identified using exploratory factor
analysis using SPSS software.

Quantitative Phase: In the quantitative phase, structural equation
modeling was performed using the partial least squares (PLS) approach.
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Random sampling was employed for the quantitative phase, and the
sample size was determined using G*Power software at a significance
level of 0.05 and a test power of 0.95, resulting in a final sample of 140
participants. Content validity was confirmed by experts, and the construct
validity of the measurement model (divergent validity and convergent
validity) was assessed using the Average Variance Extracted (AVE),
Fornell-Larcker, and multitrait-multimethod matrices. The reliability of
the model was examined and confirmed using Cronbach's alpha
coefficient

4. Result

Given the mixed-methods nature of this research, SPSS software and
exploratory factor analysis were employed in the qualitative phase to
identify the primary and secondary categories and components (as an
innovation in this study). Twenty initial indicators or codes were
extracted and conceptualized into six sub-dimensions using exploratory
factor analysis and MAXQDA software.These six factors or sub-
dimensions were categorized into three main components or factors:
1)Deviation from organizational ideals due to complex relationships in
manager selection; 2)Erosion of commitment and expertise under the
shadow of informal political relationships; and 3)Managerial
appointments based on illogical criteria, leading to stagnation, inactivity
and despair. Additionally, the research findings in the quantitative phase
indicate that the significance coefficients for all relational components of
the model are below 0.05. Therefore, the research model is confirmed
with 95% confidence.

5. Discussion

Previous research has focused on various aspects of human resources
and employees’ motivation techniques. By emphasizing the importance
of transparency, commitment, and meritocracy in the manager selection
process, this study offers a fresh perspective on talent management and
highlights the crucial role of managers in leveraging internal
organizational talents. It is proposed that two fundamental factors be
considered when selecting and appointing managers, particularly those
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who have a significant impact on organizational decisions. These two
factors are:

1- Religious commitment to the principles of the Islamic Republic of Iran
and belief in the principle of absolute guardianship of the Islamic
jurist (Velayate Faqih)

2-Technical and scientific expertise, adhering to the principle of
meritocracy
These two conditions, as essential and complementary elements in the

selection of managers, especially those who have a significant impact on
important organizational decisions, must be taken into account. The
absence of either of these conditions in managers can lead to
demotivation among talented individuals and create obstacles to
advancement, with negative consequences for both the organization and
society.

Conflict of interests: none
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Figure 1: Research process.
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Figure 2: Thematic analysis model of Brown and Clark (2006)
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Figure 3: Sample volume estimation chart.
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Table 2: Rotated matrix of components
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Number of subcomponents and factor loadings Primary codes (questionnaire
6 5 4 3 2 1 questions)

21 0439 Lo ylojlus 3 LS cwons S

0.780  There is employee turnover in our
organization.

iy ilS slete] g it 0355l o2 SIS Y

0836 ) Cowl ab;
Employees are unmotivated and

trust has declined.
0550 5 ploml sl Lalg) (ol )Y
Sl 03,8 Iy il LS8
0.793 Promotions are made based on
political connections and
employee motivation has
decreased.
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Number of subcomponents and factor loadings

6 5 4 3

2

1
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Primary codes (questionnaire
questions)

0.733

Tme phes S S 4 )9 o T
Caol 04 2ol 2o il
The drop in productivity was
caused by a change in the correct
reward system.

0.783

@ gl Ghes o)l Sia -0
ol Sl
Changing the goal of construction
contractors from professional to
political communication

0.685

0ySdes gty 051 claslgy (wlwl y Bbl -5
a3 e il ) SIS
Relationship-based rewards
reduce employee motivation to
improve performance.

0.681

9 e )15 £y l) L:uL‘.u ]a{b) Ol..\i.A)lf—V
L) (oo gun ) Cuwyd
Employees prefer political
connections to doing the right
thing.

0.802

oSl 5 e U5 e CmdioA
90 olpde Ol > panss
Weakening sound decision-
making and professional
governance in the selection of
government managers

0.754

» ui....uLS 5 paass u;)fab ‘;A)L.‘A} 194.19)—i
Canl 0l ul)J.—\A A.Jl?wl
Political connections have
replaced expertise and
competence in selecting managers.

0.807

Sl 3 (Suald 5 paass 4 dag pas—)e
g (oo 0dnldie (e
Lack of attention to expertise and
competence is observed in the
selection of managers.

0.798

Ol lalyy olol 3 pie Gl cde 4y =W

o bl el (gl (e

Due to the selection of managers based
on relationships, negative

consequences have been created for
the organization.

0.765
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Number of subcomponents and factor loadings

6 5 4 3 2 1
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Primary codes (questionnaire
questions)

Commitment and competence are not
considered in the selection of
managers.

0.889

Gl ) g oste (ool (eomypd Ll

Abb@
Informal political relationships
reduce productivity.

0.913

s g Oylap dgke OL’S)K [l
)

Employees are not encouraged to

improve their skills and expertise.

0.862

ol Glaal glle LS céuiy V0
Employee progress is not in line
with the organization's goals.

0.582

Olgs 4 paaste 5 Mgeie lpde GBS
Canl Glojls Blanl 048 pouss
Choosing committed and expert
managers is a guarantee of the
organization's goals.

0.591

Sede el (g e cuwlie QlBwh-VY
298 (o0 3 Slos
Choosing the right government
managers improves performance.

0.841

CuaSle Gaass elwl e Cbel —VA
LS (oo Cagi ) (1l8
Selecting a manager based on
expertise strengthens the rule of
law

0.698

ool e Gl Sl gen ksl -V
Cul (Gl ol i 9 paass
In a democratic structure, it is
vital to select a manager based on
expertise and commitment.

0.750

Bl dgedy paasS elsly o (gpde Y
313 09y Cunlgdd yiaS 398 (g0
A manager who is selected based
on expertise and commitment is
less likely to ask for bribes.
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Table 3: exploratory factor analysis

byl g0l
Bartlett's Test oasls
o e PEERY R ke
Result Chi kaiser- Variable
& hlixe

Square Mayer
P value Test

) Olesles > sl g gy Sl oAb glo g ot iy
b 0.001 253/683  0.737  Weakening services and hindering morale
and innovation in the organization

B8lojls )3 ¢ gou i Lally) 4 g 9 2L S oS
LS Gl
12l 0.001  245/798  0.735  Breaking away from efficiency and moving
towards informal relationships in
organizing employee goals

Loly) bl p ¥ gte sl cle 4 anss S5
2l 0.001 245/798  0.735  Leaving the profession due to the selection
of officials based on relationships

Wb 0.001 99.162 0.611 Denla_l of orgamza_tlonal promotion:
Choosing uncommitted and unworthy
managers

Sl] g olasil 5l o000 (sl (Sauald Jlme (e pis
3 Sdes
b 0.001 200.304  0.634 Failure to set competency criteria for
leveraging talents and improving
performance

s 5 pA5 o)y 40 (gallusldtunls pae Glal > ol
) an)'lw
b 0.001 154/266  0.719  Failure to select a competent manager: An

obstacle to the organization's progress and
advancement
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Table 4: Rotated matrix of components
lole sloyby g (Lol claaddie dluss

Number of principal LS55 cmadlse
components and factor loadings Subcomponents
3 2 1

Olejlo 3 S99 Ay 31 b lo g ot ipnis
0.779 Weakening services and hindering morale and
innovation in the organization
QLS Blaal (3 lejls )3 oy Lalg) 4 Bgw 9 (2D I oS
0.856 Breaking away from e_fficie_ncy_ and mo_vi_ng
towards informal relationships in organizing
employee goals
Lalgy bl Y gtae Ol cle 4 Gawss S
0.870 Leaving the profession due to the selection of
officials based on relationships

1-Kaiser-Mayer-Olkin Measure(KMO)
2-Shrestha
3-Bartlett
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0.910 Denial of organizational promotion: Choosing
uncommitted and unworthy managers
38des (li)l g Laolisal jlosee (sl (Rl sline (s pas
0.867 Failure to set competency criteria for leveraging
talents and improving performance
Olojle € iy g pads oly > (golushaiunlds pae CBWl > Al
0.862 Failure to select a competent manager: An obstacle
to the organization's progress and advancement
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Table 5. Exploratory factor analysis
syl gygel il
s Bartlett's Test ‘
_ pae 2O o
Result & blixe,ludo . kaiser- Variable
P value Chi Square Mayer
Test
e OBl ) bulgy (Sase s 4 plojle Jloss! 5 Gl ol
b 0.001 138.081 0,500 Deviation from the_ organization’s !deql due
to the complexity of relationships in
selecting a manager
ol oy g Lailg) b 3 jaiaSS g e ol 5% 958
b 0.001 51362 0,500 T_he collapse of the_ fOl_Jndatlon of
commitment and expertise in the shadow of
informal political relationships
el B L olen (98w 058y s gilate joe Mo slis 1 e i35
b 0.001 35.981 0520 Selecting a manager based on irrational

criteria: stagnation, stagnation accompanied
by despair




YY-0A. o 2 VE+E Gl —Yo aly £ o)w ARWITH ($19 03 S o0
I

e feal <175 i b piie plod ulps (Jie BLST Jlele Jlod Jor el
il [0l jieS )l SIQ cupd (pimen s iz Sy e o (SliS] glaasli
g 12l 3 AL Jele Ll (gl wige ColiS ol
A 8 g ol slraalie slaws wb oo Hiuled B 9 ¥ o slaojloss Jado j0 &S jshailan
W3gr i Sy a8 lelge g o gadld oS (gpsb 13)5 paseie (Sl lols oo S8
wd o glp O 3 g bl (plaialy g 3ae Lawgi (s 9 28,5 )18 09)5 5 At Sy
Olyie 4 09)S i p> adgl (adld Ve oS ad B jlai > VL el v b adlge S
hol lailie loie 4 diws dw )3 j 0g)S (b (pl 9 B00)5 (oAb At (258 slaadlse
NPy (2ot bl p (ol Gaailie (25 (slaadlho daaysS (0 (asede I
ok bl ¥ USS 5 ol 5aios 0k glyil ol e oS jasedo 45 LagsS uSio

L]

5> Jo— (U295 S, 13810 55 (298 ) (300 (oS e € UK
Figure 4: The final research model (Maxgda software output) - tree model
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Figure 4: Standard model
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Figure 5: Standard model
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Table 6: Path analysis of model relationships

Result

b
&,hlxe
P value

Bl ool
shre

standard
deviation

Je bty
Model relationships

0.000

23.737

0.035

Sl Gy 0y 53 Slojls (950 sladlasiwl Jhgels ol 3
055w 58 jiilaie y SHo (glive 2 pde i35 < )l
dA.:.nll} L b‘)ao.h
The silent cry of internal talents in the
glass impasse of promotion > Manager
selection based on irrational criteria:
stagnation, stagnation accompanied by
despair

0.000

32.105

0.027

Gl s oy (> Slojlus (9953 gladlasinl yogels 3,8
Lily) alo > prass 5w gl (%) 58 < )
ol (o) 1
The silent cry of in-house talents in the
glass impasse of promotion, the collapse
of the foundation of commitment and
expertise in the shadow of informal
political relationships

0.000

41.758

0.021

Gl s oy (> Slojlu (4953 (gladlasiol yogels 3,8
2 laley (Saom Jdd 4 glojle Uﬂ o)l Gl ysal < sl
The silent cry of internal organizational
talents in the promotion glass dead end >
Deviation from the organization's ideal
due to the complexity of relationships in
selecting managers

Confirmation

0.000

46.2

0.019

L shab 550 255 5 e it SV slin 5 e G5
P oly ) (ealuslaiunls pae Sl (Al < guwl b

Olejl Sy
Selecting a manager based on irrational
criteria: stagnation, stagnation
accompanied by despair > Failure to select
a competent manager: an obstacle to the
organization's advancement and progress

Confirmation

0.000

48.664

0.018

l{n‘).c&s O9§w g,{;uﬂm),é SMe Shas p pie u)w)f
looluciol 5l oy (gl Stk Jlhme (a8 pie < (gl b
3Sdes (5] 5
Manager selection based on irrational
criteria: stagnation, stagnation
accompanied by despair > Failure to
determine competency criteria to benefit
from talents and improve performance
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Result standard Model relationships

P value | T-test L

deviation
o) i bailgy il 3 yaasd g s ol () 98
YL g s o e el Slojl ) s < sl
ks The collapse of the foundation of

0.000 | 56.922 0.016 commitment and expertise in the shadow
of informal political relationships > Denial
of organizational promotion: Choosing
uncommitted and incompetent managers
oy pé balgy il > jaass g e i (B 958
ool 3 Y gtae Ol e & jaass S 5 < b

Confirmation

) L,
ML ) 0.000 | 69.403 0.013 Collapse of the foundation of commitment
Confirmation and expertise in the shadow of informal

political relationships > Abandoning
expertise due to the selection of officials
based on relationships
bl ) balyy (Sams s 4 olejles ST o) 51 Gyl

2 sl g 4y ) b gl g Slodd i < s

. olesbe
ML _ 0.000 | 100.709 0.009 Deviation from the ideal of the
Confirmation organization due to the complexity of

relationships in the selection of managers
> weakening services and hindering

morale and innovation in the organization

Pl Ly (S S 4 plesles ST o) 51 Gl

2 sy pé bailyy 4 Gow g 2h 5l S < 00
OLS)K Glaal L] OL:}L.)
2l Deviation from the ideal of the

Confirmation 0.000 | 110.355 0.009 organization due to the complexity of

relationships in selecting a manager >
Break from efficiency and move towards

informal relationships in organizing
employee goals
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Reliability and convergent validity table of the model

STl bl
Average Variance
Extracted

o5 bl
Composite
Reliability

Elig,S Wi
Cronbach's
alpha

Oy Sl i
Latent variables

0.898

0.946

0.866

e ) )3 Lauly,y (Sazm s 4 plojl JTon) 51 Gl
Deviation from the ideal of the
organization due to the complexity of
relationships in the selection of managers

0.823

0.933

0.892

Lulgy obol Y stne Sl cle 4 anss S 5
Leaving the profession due to the selection
of officials based on relationships

0.828

0.935

0.896

Olojle )3 5slg 5 angy Sl A lo g Class Cinns
Weakening services and hindering morale
and innovation in the organization

0.584

0.807

0.639

BYb g a2 ol prte Dbl glejls ) Cls
Denying organizational promotion:
Choosing uncommitted and incompetent
managers

0.585

0.849

0.767

3Skos sl g Lokl jl oy (glp (Kiwald sline (ypess pis
Failure to set competency criteria for
leveraging talents and improving
performance

0.779

0.876

0.717

ol gy i Lally) aile 3 paasS g M ol i) 98
The collapse of the foundation of
commitment and expertise in the shadow
of informal political relationships

0.73

0.89

0.815

5] (ol o Canmy (g1 53 Slojloo (4953 slaolamil jhgels 5Ly y8
The silent cry of in-house talent in the
glass impasse of promotion

0.744

0.897

0.828

Olojlo Cd iy g pAE oly ) (eoluiliatunls pie Ll 3 (Al

Failure to select a competent manager: An

obstacle to the organization's progress and
advancement

0.74

0.85

0.648

el B b 58w 098y s ilate e Mo (sl 2 e i35
Manager selection based on irrational
criteria: stagnation, stagnation with despair

0.74

0.919

0.882

Slaal (aailojl )3 (o) yf Lally) & G 9 2D 5l oS
Breaking away from efficiency and moving
towards informal relationships in
organizing goals

Wil o /5 3 G Glmgh lpsie ded sl Elig)S Wl Culps ¥ Jau b
Gl pd 3 3o S 5 bl conimen Cuol 00l 2l geil l 5 B pite (bl (ol ol
b i el 05 s 55 e S bl 55 ) ] IV 51V 35 e
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Table 8: Correlation with the square roots of AVE (Fornell-Larker matrix) -
validity of the model variance

Variable
Lalgy obal oY stue QL] cle 4 janass S
0.907 | Leaving the profession due to the selection
of officials based on relationships
Olejlo 2 S39l5 g 4y 31 b Blo g Closd i
0.91 | 0.618 | weakening services and hindering morale
and innovation in the organization
BYU g 4 (o ol e OBl glojle 5] clo
Denying organizational promotion:
Choosing uncommitted and incompetent
managers
3Sbos sl g Lokl jl oy (glp (Kiwald sline (ypess pis
Failure to set competency criteria for
leveraging talents and improving
performance
Olejlo Gyl g pAE oly ) (eoluiliatunls pie bl > (Al
Failure to select a competent manager: An
obstacle to the organization's progress and
advancement
23 Glojls 53 ¢ gomy et gy 4 Ggw 5 2Ll Cnnns
S, Gl
0.86 | 0.613 | 0.393 | 0.404 | 0.804 | 0.748 | Breaking away from efficiency and moving
towards informal relationships in
organizing employee goals

6 5 4 3 2 1

0.764 | 0.308 | 0.58

0.765 | 0.704 | 0.348 | 0.375

0.863 | 0.544 | 0.285 | 0.594 | 0.482
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