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Abstract

The purpose of this study was to examine the effect of organizational transparency with a cognitive approach on organizational paranoia at
Mazandaran University of Medical Sciences and to propose an explanatory structural model. This applied study employed a descriptive—
survey design. The statistical population consisted of 630 faculty members of Mazandaran University of Medical Sciences, from whom 239
participants were selected using Cochran’s formula and stratified random sampling. Data were collected using the Cognitive-Based
Organizational Transparency Questionnaire (60 items across 8 dimensions) and the Organizational Paranoia Questionnaire developed by
Callaghan et al. (13 items across 3 dimensions). Face and content validity were confirmed by experts, and reliability coefficients were
0.95 for organizational transparency and 0.96 for organizational paranoia. Data analysis was conducted using structural equation modeling
with SPSS and LISREL software. Inferential results indicated a significant negative effect of cognitive-based organizational transparency on
organizational paranoia (B = —0.60, t = —8.61). Model fit indices demonstrated satisfactory fit (RMSEA = 0.072, CFI = 0.92, GFI =
0.93), confirming the adequacy of the proposed structural model. The findings suggest that enhancing organizational transparency from a
cognitive perspective significantly reduces organizational paranoia among faculty members. Institutionalizing transparency as a managerial
strategy can therefore contribute to improved psychological well-being and organizational performance in academic institutions.

Keywords: Organizational transparency, cognitive approach, organizational paranoia, structural equation modeling, medical university
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Extended Abstract

Introduction

In contemporary organizational environments, transparency has emerged as a central managerial principle due
to increasing complexity, public scrutiny, digital transformation, and heightened expectations of
accountability. Organizational transparency refers to the extent to which information regarding decisions,
procedures, responsibilities, and performance is openly communicated and meaningfully accessible to
organizational members. Beyond its ethical and governance-related dimensions, transparency plays a critical
cognitive and psychological role by shaping employees’ interpretations of organizational actions and
managerial intentions. In knowledge-intensive and professional organizations such as universities,
transparency is particularly vital, as ambiguity and informational asymmetry may directly affect trust,

cooperation, and psychological well-being (Donner et al., 2025; Jamshidian et al., 2021).



Recent scholarship emphasizes that transparency should not be understood merely as information disclosure,
but rather as a cognitively mediated phenomenon in which employees actively interpret and evaluate
organizational signals. From a cognitive perspective, transparency is effective only when information is
perceived as coherent, justified, predictable, and fair. When organizational communication lacks clarity or
consistency, employees may engage in negative sense-making processes that foster suspicion and defensive
interpretations (Moein et al., 2022; Villodre, 2025). This cognitive dimension is especially relevant in public
and academic institutions where decision-making processes are often complex and multilayered.

One of the most significant psychological consequences of perceived opacity in organizations is organizational
paranoia. Organizational paranoia is characterized by persistent distrust, suspicion toward managerial
intentions, and the tendency to interpret organizational actions as threatening or manipulative. This
phenomenon extends beyond individual pathology and reflects a collective cognitive climate shaped by
organizational structures and practices. Empirical studies indicate that organizational paranoia is associated
with reduced job satisfaction, diminished commitment, lower performance, and impaired interpersonal
relationships (Ahmadi et al., 2025; Uzoamaka & Gilbert, 2024).

Prior research has demonstrated that transparency can mitigate negative organizational attitudes and behaviors
by reducing uncertainty and fostering trust. In particular, studies have shown that transparency enhances
employee voice, organizational friendship, social capital, and organizational health (Kianpour & Timouri,
2023; Sarghazi & Ramrodi, 2023). Meta-analytic evidence further suggests that transparency is negatively
associated with destructive organizational phenomena, including cynicism and paranoia (Makundi & Isvand,
2023). Additionally, research has confirmed the direct effect of organizational transparency on reducing
organizational paranoia, both independently and through mediating mechanisms such as social capital
(Dihimipour & Dolati, 2020).

Despite these advances, two major gaps remain in the literature. First, most existing studies conceptualize
transparency as a structural or procedural construct, paying insufficient attention to its cognitive foundations.
Second, limited empirical research has examined the relationship between cognitive-based organizational
transparency and organizational paranoia in academic and medical university contexts, where professional
autonomy, hierarchical governance, and role ambiguity coexist. Addressing these gaps is particularly important
given evidence that cultural, technological, and governance factors significantly influence transparency
perceptions (ElKelish et al., 2025; Gierlich-Joas et al., 2024). Accordingly, the present study investigates the
effect of organizational transparency with a cognitive approach on organizational paranoia in a medical
university setting.

Methods and Materials

The present research employed an applied, descriptive—survey design. The statistical population consisted of

all faculty members of Mazandaran University of Medical Sciences, totaling 630 individuals. Using Cochran’s



sampling formula, a sample of 239 faculty members was selected through stratified random sampling based
on academic rank.

Data were collected using two standardized instruments. Organizational transparency with a cognitive
approach was measured using a 60-item questionnaire encompassing eight dimensions: human resource
management, accountability, participation and inclusion, organizational culture, commitment to transparency,
education and empowerment, information transparency, and social responsibility transparency. Organizational
paranoia was assessed using a 13-item questionnaire measuring emotional, cognitive, and behavioral
dimensions. Both instruments employed a five-point Likert scale.

Face and content validity were confirmed by subject-matter experts. Reliability analysis using Cronbach’s
alpha demonstrated high internal consistency for both instruments. Data analysis was conducted using SPSS
(version 27) for descriptive statistics and LISREL (version 8.5) for structural equation modeling.

Findings

Descriptive results indicated that the mean score for organizational transparency with a cognitive approach
was above the midpoint of the scale, suggesting a moderately high level of perceived transparency among
faculty members. Among transparency dimensions, information transparency showed the highest mean, while
participation and inclusion exhibited the lowest. The mean score for organizational paranoia was below the
scale midpoint, with the cognitive dimension scoring higher than the emotional and behavioral dimensions.
Structural equation modeling revealed a significant negative effect of cognitive-based organizational
transparency on organizational paranoia. The standardized path coefficient was —0.60, indicating that higher
levels of perceived transparency were associated with substantially lower levels of organizational paranoia.
The t-value exceeded the critical threshold, confirming statistical significance.

Model fit indices demonstrated satisfactory goodness of fit. The chi-square to degrees of freedom ratio was
within acceptable limits, and indices such as RMSEA, CFI, GFI, NFI, IFl, and AGFI all met recommended
criteria. These results confirm the adequacy of the proposed structural model and its capacity to explain the
relationship between organizational transparency and organizational paranoia.

Discussion and Conclusion

The findings of this study provide strong empirical support for the role of cognitive-based organizational
transparency in reducing organizational paranoia within academic institutions. The negative and significant
relationship observed suggests that when faculty members perceive organizational processes as transparent,
predictable, and logically justified, they are less likely to develop suspicion, mistrust, and defensive
interpretations toward managerial actions.

From a psychological standpoint, transparency functions as a cognitive stabilizer by reducing ambiguity and
limiting the need for speculative sense-making. When organizational information is fragmented or

inconsistent, employees may fill interpretive gaps with negative assumptions, thereby fostering paranoid



cognition. Conversely, transparency that clarifies decision rationales and expectations diminishes uncertainty
and enhances perceived fairness, which in turn reduces organizational paranoia.

The satisfactory fit of the proposed model further indicates that cognitive transparency constitutes a coherent
explanatory framework for understanding paranoia as a collective organizational phenomenon rather than an
individual anomaly. In academic and medical university contexts—where professional expertise, autonomy,
and hierarchical governance intersect—transparent communication becomes particularly crucial for
maintaining psychological safety and organizational trust.

In conclusion, the study demonstrates that organizational transparency grounded in cognitive clarity is an
effective mechanism for mitigating organizational paranoia. Institutionalizing transparent communication
practices, clarifying decision-making logic, and ensuring consistency in organizational messaging can
significantly contribute to healthier psychological climates and improved organizational functioning in

universities and similar knowledge-based organizations.
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