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Abstract
This study aimed to examine the effect of organizational transparency on organizational

accountability through the mediating role of core self-evaluations among employees of sports
and youth departments in Alborz Province. This research adopted a descriptive—correlational
design using structural equation modeling. The statistical population consisted of 215
employees of sports and youth departments in Alborz Province, from whom 136 participants
were selected using proportional stratified random sampling based on the Krejcie and Morgan
table. Data were collected using Rawlins’ Organizational Transparency Questionnaire (2008),
Mahboubi’s Organizational Accountability Questionnaire (2013), and Judge et al.’s Core Self-
Evaluations Scale (2003). Data analysis was conducted using SPSS and PLS software,
applying correlation analysis, multiple regression, and path analysis. The results indicated that
organizational transparency had a significant positive effect on organizational accountability
(B=0.691, p<0.001) and core self-evaluations (=0.546, p<0.001). Core self-evaluations also
exerted a significant positive effect on organizational accountability (3=0.550, p<0.001). Sobel
test results confirmed the significant mediating role of core self-evaluations in the relationship
between organizational transparency and organizational accountability. Enhancing
organizational transparency, by strengthening employees’ core self-evaluations,
substantially improve organizational accountability within sports and youth departments.
Keywords: organizational transparency, organizational accountability, core self-evaluations,
sports and youth departments
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Extended Abstract
Introduction
In recent decades, public and semi-public organizations have been increasingly confronted with
growing societal demands for transparency, accountability, and ethical performance. These
demands are particularly salient in organizations that manage public resources and deliver socially
sensitive services, such as sports and youth departments. Organizational accountability has
emerged as a central concept in contemporary governance and management literature, referring to
the obligation of organizations and their members to explain, justify, and take responsibility for their
decisions and actions before internal and external stakeholders (Brown & Moore, 2021; Christie,
2018). Accountability is no longer perceived merely as a control mechanism, but rather as a dynamic
process that contributes to organizational learning, legitimacy, and performance improvement
(Schillemans, 2022).
One of the most important antecedents of organizational accountability identified in the literature is
organizational transparency. Transparency broadly refers to the extent to which organizations openly
disclose accurate, timely, and relevant information regarding their goals, processes, decisions, and
outcomes (Ananny & Crawford, 2021). Scholars argue that without transparency, accountability
mechanisms become symbolic and ineffective, as stakeholders lack the necessary information to
evaluate organizational performance (Brandsma & Schillemans, 2023). Empirical studies have
consistently shown that transparency enhances trust, reduces corruption, and improves perceptions
of fairness and legitimacy within organizations (Masoumi & Hekmati, 2024; Panahi, 2021).
In public sector and sports organizations, transparency is particularly critical due to the multiplicity of
stakeholders, including citizens, athletes, youth groups, governmental bodies, and oversight
institutions. Weak transparency in such organizations can undermine public trust, intensify
perceptions of favoritism, and reduce employees’ sense of responsibility toward their duties (Olfati
et al., 2021; Pielke Jr, 2022). Conversely, transparent procedures in budgeting, decision-making, and
performance evaluation can strengthen accountability and ethical conduct among employees
(Rutgersson, 2024).
While prior research has documented a direct relationship between organizational transparency and
accountability, recent theoretical developments suggest that this relationship may not be purely
structural. Instead, it may be partially explained by employees’ psychological and perceptual
characteristics (Masoumi & Hekmati, 2024; Rahimi et al., 2024). One such psychological construct is
core self-evaluations, which represent individuals’ fundamental assessments of their own worth,
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competence, and capabilities. Core self-evaluations comprise self-esteem, generalized self-efficacy,
locus of control, and emotional stability (Hashemi Sheikh Shabani et al., 2011). These evaluations
shape how individuals perceive their work environment, respond to challenges, and engage in
responsible behaviors.

Research in organizational psychology has demonstrated that employees with higher core self-
evaluations tend to exhibit stronger job performance, greater organizational commitment, and more
adaptive coping behaviors (Arshadi et al., 2012; Borounsara, 2023). Such individuals are also more
likely to accept feedback, acknowledge mistakes, and demonstrate accountability in their roles
(Royle, 2017). From this perspective, transparent organizational environments may enhance
employees’ core self-evaluations by fostering perceptions of fairness, control, and recognition, which
in turn promote accountable behavior (Deyhimpour, 2021; Hosseini Pajouh et al., 2021).

Despite the growing recognition of psychological mechanisms in accountability processes, empirical
studies examining the mediating role of core self-evaluations in the relationship between
organizational transparency and accountability remain limited, particularly in the context of sports
and youth organizations in developing countries. Addressing this gap, the present study investigates
the effect of organizational transparency on organizational accountability among employees of sports
and youth departments in Alborz Province, with core self-evaluations examined as a mediating
variable.

Methods and Materials

This study employed a descriptive—correlational research design based on structural equation
modeling. The statistical population consisted of all employees working in sports and youth
departments in Alborz Province, totaling 215 individuals. Using the Krejcie and Morgan sampling
table, a sample of 136 employees was selected through proportional stratified random sampling to
ensure adequate representation across organizational units.

Data were collected using three standardized questionnaires. Organizational transparency was
measured using a 23-item instrument assessing dimensions such as participation, fundamental
information, accountability, and secrecy. Organizational accountability was assessed through a 33-
item questionnaire covering ethical, financial, legal, structural, informational, performance-based,
cultural, and political accountability. Core self-evaluations were measured using a 12-item scale
capturing self-esteem, generalized self-efficacy, locus of control, and emotional stability. All items
were rated on five-point Likert scales.

Reliability of the instruments was confirmed through Cronbach’s alpha coefficients, all of which
exceeded acceptable thresholds. Data analysis was conducted using SPSS and PLS software.
Descriptive statistics were computed, followed by tests of normality. Hypotheses were tested using
path analysis within a structural equation modeling framework, and the mediating effect was
examined using the Sobel test.

Findings

Descriptive results indicated moderate to high mean levels of organizational transparency,
organizational accountability, and core self-evaluations among the respondents. Normality tests
confirmed that the data were suitable for parametric analysis.

Inferential analysis revealed a significant positive effect of organizational transparency on
organizational accountability (B8 = 0.691, p < 0.001). This finding indicates that higher levels of
transparency within the organization are associated with higher levels of accountability among
employees. Organizational transparency also had a significant positive effect on core self-
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evaluations (B = 0.546, p < 0.001), suggesting that transparent organizational environments
contribute to stronger positive self-assessments among employees.

Furthermore, core self-evaluations were found to have a significant positive effect on organizational
accountability (B = 0.550, p < 0.001). Employees with higher core self-evaluations demonstrated
greater accountability in their organizational roles. The coefficient of determination showed that
organizational transparency explained a substantial proportion of variance in organizational
accountability and core self-evaluations, while core self-evaluations explained a meaningful
proportion of variance in organizational accountability.

Results of the Sobel test confirmed the mediating role of core self-evaluations in the relationship
between organizational transparency and organizational accountability. The direct effect of
transparency on accountability decreased after the inclusion of core self-evaluations in the model,
while the indirect effect remained significant, indicating partial mediation.

Discussion and Conclusion

The findings of this study highlight the multifaceted nature of organizational accountability and
underscore the importance of both structural and psychological factors in fostering accountable
behavior. The significant direct effect of organizational transparency on accountability suggests that
when employees have access to clear, accurate, and timely information about organizational
processes and decisions, they are more inclined to accept responsibility for their actions and
outcomes. Transparency appears to reduce ambiguity, discourage opportunistic behavior, and
strengthen norms of responsibility within the organization.

The positive relationship between organizational transparency and core self-evaluations indicates
that transparent environments do more than merely regulate behavior; they also shape employees’
self-perceptions. By promoting fairness, predictability, and openness, transparent organizations help
employees feel valued and capable, which enhances their sense of control and self-efficacy. These
psychological resources are essential for proactive and responsible behavior.

The significant effect of core self-evaluations on organizational accountability further emphasizes the
role of individual psychological dispositions in accountability processes. Employees who view
themselves as competent, valuable, and capable of influencing outcomes are more willing to
acknowledge their responsibilities, respond constructively to evaluation, and engage in ethical
conduct. Accountability, therefore, cannot be fully achieved through formal controls alone; it also
depends on the internal motivations and self-beliefs of organizational members.

The mediating role of core self-evaluations provides an integrative explanation of how transparency
translates into accountability. Transparency enhances employees’ core self-evaluations, which in
turn foster accountable behavior. This finding suggests that accountability emerges from the
interaction between organizational structures and individual psychological processes. In sports and
youth departments, where employees operate under public scrutiny and social expectations, such
an interaction is particularly critical.

From a practical standpoint, the results imply that efforts to enhance accountability should not be
limited to procedural reforms or reporting systems. Managers should also invest in creating
transparent environments that nurture employees’ psychological resources. Training programs
aimed at strengthening self-efficacy, self-awareness, and emotional stability may amplify the positive
effects of transparency initiatives. Ultimately, cultivating both transparent structures and empowered
individuals can lead to more accountable, ethical, and effective organizations.

In conclusion, this study contributes to the literature by demonstrating that organizational
transparency influences accountability both directly and indirectly through core self-evaluations. By
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integrating structural and psychological perspectives, the findings offer a more comprehensive
understanding of accountability in sports and youth organizations and provide valuable insights for
researchers and practitioners seeking to enhance governance and performance in public sector
contexts.
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