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Abstract:

Historical experiences indicate that the progress and advancement of any society depend on meritocracy and the appointment of competent
individuals and elites in its affairs. Meritocracy, as one of the fundamental principles of governance, plays a crucial role in achieving societal
development and excellence. This study aims to analyze the challenges related to the meritocracy of managers in Iran from the perspective
of good governance. The research was conducted using a meta-analysis method. In this approach, articles, dissertations, and scientific reports
related to the topics of meritocracy and good governance in Iran were collected and analyzed. The challenges of good governance in Iran
pertain to obstacles in the implementation of the rule of law, managerial accountability barriers, justice-oriented impediments, and constraints
on citizen participation. Some of the meritocracy challenges in Iran include politicization, mismanagement, and an incorrect strategic culture.
These obstacles are categorized into two groups: external organizational factors and internal organizational factors. Data analysis revealed
that despite the emphasis of the Constitution of the Islamic Republic of Iran on the components of meritocracy and good governance, these
concepts have not been practically implemented. This study identifies the challenges related to meritocracy and good governance in Iran and
underscores the importance of reforms in the country’s managerial and cultural structures. Decision-makers, instead of selecting competent
individuals, tend to appoint those who can satisfy all stakeholders and adhere to social and ethnic obligations. This issue reflects the lack of
practical realization of meritocracy in Iran’s management system. Ultimately, the study suggests the necessity of serious reforms in the

managerial and cultural structures of the country to achieve meritocracy and good governance in the Iranian management system.
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Extended Summary

Introduction

Meritocracy is one of the fundamental principles of governance and management, ensuring that individuals are appointed
to managerial positions based on their competencies, expertise, and experience rather than political affiliations, personal
connections, or ethnic backgrounds (Everest-Philipps, 2016). In countries where meritocratic principles are strictly enforced,
organizations tend to achieve higher productivity, reduced corruption, and sustainable development (Andersen, 2018). The
effectiveness of governance structures is closely linked to the extent of meritocracy in the public and private sectors, as it
enhances transparency and accountability (Pagano & Picariello, 2024).

The significance of meritocracy in national development has been highlighted in various studies, demonstrating its influence
on economic growth, social equality, and governance quality (Jin & Ball, 2019). In economies that emphasize meritocratic
recruitment and promotions, the efficient allocation of human resources leads to higher levels of innovation and institutional
stability (Nabi et al., 2020). Studies conducted in high-performing economies, such as Singapore, indicate that a strong
meritocratic framework strengthens governance efficiency, contributing to economic and social advancements (Zhang, 2021).
Conversely, countries with weak meritocratic structures often experience governance inefficiencies, mismanagement, and
public distrust in administrative institutions (Tory & Hanum, 2024).

Despite the importance of meritocracy, its implementation faces numerous challenges in many countries, including Iran.
One of the main barriers is political interference in managerial appointments, where political loyalty often outweighs

professional qualifications (Alfianto et al., 2023). Another issue is the lack of transparent criteria for selecting and promoting
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managers, which results in decision-making processes dominated by favoritism and nepotism (Bing, 2021). Research has shown
that in administrative structures where personal connections determine career progression, organizational performance declines,
and corruption becomes widespread (Baroun, 2021). Moreover, cultural and structural obstacles further complicate the
implementation of meritocratic principles. In Iran, traditional hiring practices that emphasize personal loyalty and regional
affiliations have made it difficult to establish a system where merit is the primary criterion for managerial selection (Han &
Kim, 2024).

Given the detrimental consequences of weak meritocracy on governance efficiency, it is crucial to examine the challenges
preventing its full implementation in Iran. This study seeks to analyze the structural, cultural, and managerial barriers to
meritocracy and propose recommendations to enhance merit-based decision-making. By identifying the core obstacles to
meritocracy, this study aims to provide insights into the reforms necessary to improve managerial efficiency and governance
quality in Iran.

Methods and Materials

This study was conducted using a meta-analysis approach, systematically reviewing academic articles, dissertations, and
official reports related to meritocracy and good governance in Iran. The research focused on studies published between 2014
and 2024 to ensure the inclusion of recent developments and policy changes. Data collection involved searching reputable
academic databases such as Scopus, Web of Science, Google Scholar, and SID using keywords including “meritocracy,” “good

EENT3

governance,” “public administration,

2 ¢

managerial reform,” and “Iranian management system.”

The selection criteria for including studies in the analysis were based on relevance to the research topic, methodological
rigor, and the presence of empirical data. Studies that focused solely on theoretical discussions without empirical evidence
were excluded. The collected data were analyzed using qualitative content analysis, categorizing findings into key themes
related to structural, cultural, and organizational barriers to meritocracy. NVivo software was employed to systematically code
and organize the data, ensuring consistency in the thematic analysis.

To enhance the reliability and validity of the study, findings were compared across multiple sources, and independent experts
in the field of governance and management reviewed the analysis. This cross-verification process ensured that the conclusions
drawn were based on robust and comprehensive evidence.

Findings

The results of the data analysis revealed three primary categories of challenges that hinder the implementation of meritocracy
in Iran: structural and legal barriers, cultural and social obstacles, and organizational and managerial challenges.

The first major challenge is the weakness in the rule of law and the lack of enforcement mechanisms to uphold merit-based
hiring and promotion practices. While Iran’s legal framework emphasizes meritocracy in public administration, the absence of
strict enforcement measures allows political and personal influences to override meritocratic principles. Additionally, the lack
of transparency in appointment processes enables favoritism, reducing public trust in governmental institutions. Bureaucratic
inefficiencies also contribute to the issue, as complex administrative procedures create opportunities for corruption and
manipulation in managerial selection.

The second category of challenges stems from cultural and social factors. The prevalence of favoritism and personal
networking in hiring decisions significantly undermines meritocracy. Traditional workplace cultures prioritize personal
relationships over objective qualifications, making it difficult for competent individuals without strong political or familial ties

to advance in their careers. Furthermore, ethnic and regional biases in hiring practices further restrict merit-based appointments.
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Resistance to change is another significant factor, as many senior managers who have benefited from non-meritocratic systems
oppose reforms that promote transparency and accountability.

The third category includes managerial and organizational issues. The politicization of management is a major hindrance,
as many leadership positions are filled based on political affiliations rather than professional capabilities. The absence of
effective performance evaluation systems further exacerbates the problem, allowing underqualified managers to remain in
power without being held accountable for their inefficiencies. Additionally, a lack of managerial independence from external
influences prevents leaders from making decisions based solely on organizational needs. This situation weakens governance
structures and reduces administrative efficiency.

Discussion and Conclusion

The findings of this study align with existing theoretical perspectives on meritocracy and good governance. Meritocratic
systems have been widely recognized as essential for improving administrative efficiency, reducing corruption, and enhancing
public trust in institutions. However, in many developing countries, including Iran, the absence of strong enforcement
mechanisms, combined with political and cultural influences, has hindered the full realization of meritocracy in governance
structures. Comparative studies highlight that countries that have successfully implemented merit-based governance models
rely on strict regulations, transparent hiring processes, and independent monitoring systems to ensure compliance with
meritocratic principles.

Given these findings, the necessity of reforming Iran’s management system becomes evident. One of the primary
recommendations is revising existing laws and policies governing managerial appointments to ensure that merit-based criteria
take precedence over political affiliations and personal connections. Strengthening legal frameworks and establishing
independent oversight bodies could enhance accountability and minimize the influence of non-meritocratic factors in decision-
making processes.

Improving evaluation mechanisms and increasing transparency in hiring and promotion processes are also crucial steps in
addressing these challenges. Implementing standardized performance assessment tools and making managerial selections more
transparent could help eliminate subjective decision-making and reduce opportunities for favoritism. Digital governance tools,
such as electronic recruitment platforms and automated performance monitoring systems, could play a key role in ensuring fair
and objective selection procedures.

Cultural shifts are equally important in promoting meritocracy. Organizations must foster a culture that values competence
and expertise over personal relationships and political loyalty. Educational and training programs can help raise awareness
about the importance of meritocratic principles among both employees and decision-makers. By emphasizing the long-term
benefits of merit-based governance, organizations can gradually shift away from entrenched practices that hinder progress.

Future research should further explore the role of digital governance and technological innovations in enhancing
meritocracy. Additionally, longitudinal studies tracking the impact of policy reforms on governance efficiency could provide
deeper insights into the effectiveness of different strategies. Comparative studies between Iran and other countries that have
successfully transitioned to meritocratic governance models could also offer valuable lessons for policy implementation.

In conclusion, addressing the challenges to meritocracy in Iran requires a comprehensive approach that integrates legal,
cultural, and managerial reforms. Strengthening the enforcement of merit-based hiring policies, increasing transparency, and
fostering a meritocratic organizational culture are essential steps in overcoming the existing barriers. By prioritizing

meritocracy, Iran can improve governance effectiveness, increase institutional trust, and enhance national development.
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