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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.
Keywords: Meritocracy, good governance, managerial challenges, structural reforms, Iranian management system

How to Cite: Nazeri Sufi, M., Taheri, M., & Abolfazli, H. (2024). Challenges of Meritocracy in Iranian Management from the Perspective of Governance
Development, Management, Education and Development in Digital Age, 1(1), 74-86.

O

Copyright: © 2024 by the authors. Published under the terms and conditions of Creative Commons Attribution-NonCommercial 4.0 International (CC BY-NC 4.0) License.



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0
https://orcid.org/0009-0002-6300-0772
https://orcid.org/0000-0001-9605-705X
https://orcid.org/0000-0002-1925-5981

JUis pas 4 dxgi 9 90T (o oo 43 gt

VBN L e b VBT NNA L dy 6 VEXNN/Y8 15 B53k e s VBN /N8 e Jll 156

S 05> dxwgi Jlaio 31 o 91 58 O e 5 Y lwdksles S Il

Qlﬂl (OUM ‘L;o)".wl Jl)'i oKisls ‘thu .x>\9 (PGeE L”» 09; ‘d);'fj ‘59:3952;3]: ] uf:?.o L;)]éls o )

Ol eylioms ¢ oMl bl)"l ol (Lo Ay ogas Gai> 09,5 Lokl ¥ g ialb puors Y

Ql).’.l ‘L')L;"‘“’ ‘@M“’l >|)| olRusly ‘Qh.o..w J.>|9 ‘wlﬁw [99,\& 09)5 ‘)Lv..)t'.w\ g ULA@.”};‘ > Y

taheri.publiclaw@hotmail.com :Jgue s 5 K 2SI Congst

S
S oyt 4 oy Vloatunls sl ol 0l 13 G858 5 (Bl (s g 6y Vloaunlds & dtily (Slanals 1o Jlo 5 (B3 &Sm0 Lt (S slay s
o535l Glpl 3 e o) Vlodinld 4 by o o illy Julod jolate 4 Gimgly cl )0 dnole (JU5 g dnsgs (3855 )3 (coten (25 (oS (gll Jgo! Sl
gy b lasye (ole S SIS g aclpbl «Vlie b9y cul 3 el 0ad plonil il g 1 eoliial b (imgy (ol ol aibpdy g0 093 Sl oS
e 555l glge (5B Sl ol Elge & bsie oll o 53 leSo slagille Whad Jlow 5 )glaer ol 3 w53 oS 5 o) Vol
o Sl (@0pnl) Sy g o e e o (SjCusli 3l AT )ke ol 3 @V lotnls sl (A Sl (B g ed <8 )lie @lge s ppre cllis gilse
Soser bl 58 45T 3y L a8 ol L laodls oo 5 4325 g e o Slosls (39,3 Jelge 5 Slojlocss Jelge s 9 4 glge ) aidly
5 GoVlosinls b by slajtlly plolid 4 adllas ol bloats ol llas jsboas munlis cpl coss SlaSo g (6) Vot glaadlio o) (oDl
1) ol ctnlis o3l Qo] slody S5 S rmus NS oo ST )9S (Simjd g e Sl 3 Sl Cuanl 4 5 2300 lnl 3 0B eS>
e pla ) (Y lodnld Jos 58 pas saim L dlie (WIS Cole) 1) (oo 9 (sloil laplill g S e |y dnn cols, Wil o A S ey
D sn Sk Ol (G pde pll 3 053 SleSe g 6)Vloditunld G5 (sl )9S (Kimjd g (e 1Sl 3 (> SlMol 4 5l ccales )3 cal )

Il (e plls o)l Lo Mol o o clo il cgd oS i) Yioding L 15 51g0S

oz pac 13 duwgi g i jsel i e dpiti 3 yeSs dnmg Jlaie 3 lnl )3 e (o) Ylodtunls gla il (VFF) . e Ladllyl g opuxe o5 nlb chae (g () bU 1 p33kiul 090
YE-AS (W)

ooa®

ol 43,5 & jg0 (CC BY-NC 4.0) 2165 b illas 5151 oo yiwd &ygods dllio ) L) ol ot g5 4 3late dllio oyl L] ggis golod VEoY © 11 3> g 500



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0
https://orcid.org/0009-0002-6300-0772
https://orcid.org/0000-0001-9605-705X
https://orcid.org/0000-0002-1925-5981

J%JW)JW}}J})AT‘\:A_}&JA

doddo

2 e e s Sy 50 )l pogas slaglojls 5 (Fgd (sldles sl )3 bl G o g (SeS ol Jsel I (S s 4 5 Vol
(Pl g (cog8 QUi b cwlows 3985 (pazed Lllgy (bl 2 & X9 o0 gaie (o pde el 4 (L3 )Sles g b Sl QU5 (polul 2 31,3l () Ylodian L
(Everest-Philipps, 2016) ssi o0 wlyd jlub drwss (gly disoj g 1l o (yilS dlud Bl i8] Sloslo (g590 40 dguise Iyl gwsyd & Juol oyl &S algn )
ORIl g (olatl ad) el 4l g0 U g e 3,Mes gm0 cge i 4 (5) Vlodtunld Jgol oo ] & amd o0 (LS wBlidnngs (slayglS 4o
Sone sl oleySaly &l g lpl (e pllas )3 (o) Ylwdtunld sla il )y oy cpl 5l (Andersen, 2018) 55,5 oo 55 (J9 sladles & Cams sog0s dlazel]
sl I3, 5 2V Cenl 31 ]

90 el e panass gjludisy el dald ol e S99 sdball ojg )3 Canl (uypr BB (95 UsS (sladix I 1 )piS dnwgi 53 6y Vloditunld (i85
5 03,8 o |y eges dlezel cily (gyYloauwls y te o ol o slanl day > [(Pagano & Picariello, 2024) ssi 0 (M (slas S maouas douts o
LUl g olyeSs CotsS sl 190 dnasgi pp 6y Yokl ouitans 5 0sim sl &5 (23,150 5| S (Jin & Ball, 2019) sms o L2alS 1y (o)lislo (elagnl b
i g ale glojlins (ol 2 las S mpana 5 4Bl (LS (o) dlud 90 |2l (s> 41 VLol pllss &8 (olyoiS ) ol (gS5usly 5 Cdli b o
s 33 6 bodianls sl (glpn] 45 a3 o it ¢y3lSias il o5 (gll (slyS 55 01iplon] lalllas ¢ Jlio plsis 4 (Nabi et al., 2020) 54 o S5]
(Zhang, 2021) cudl oas eolasil 15, Lial3él 5 (P> Sloks oS 3guts 41 yi0 250l 5 ()]

orriete §) e Nsde e slplls 5 Lol ol e (el e (s3asie el (ol dan ) dbysdS I (6ol 5 ety Yokiuold Coad S5 b
623 Sl poll p &5 b0 Bl (gjo 5 (il Lilyy bl 3 Glpde @)lge Sl )l ) & Gl sl (oo Sblanl ) Cuslow S9i5 o il
sl ol lalllas (BiNg, 2021) wb o b yiad 55 (ool (20l ST g dlusd aSly ctsl oo idlS o pte (0l IS laisias ¢ sl i > (Alfianto et al., 2023)
TOrY & ) ool s Vbt Jpl 38555 sl 522 (o5lo 5ol (0l 45 3,5 oo Oy (SOl 5 ot bl 2t (o bl g oy | 3y 2 o
wie 5 2l e i (gl] 5 ] el oS sl 00 e lpo 3,8kas Ltz (gl 30,8 5 Gl b)) s 365 ol 52 esdle (Hanum, 2024
(Baroun, 2021) 545 palyd ezl cbdidew Jloasl <y

slade ol 4 e lpae (i35 sy ol BB g pastie (laylae 390 O)lse I (gl 3wl ol g (gl pllas o cudlad pas (> il
el o) ppto CMo syt 5 ) clooles Mzl pis ¢ysizmen (CHOON-YiN, 2017) sl awsls W lojles (saal,S 51 Lito 31 Wlgi oo sl 1] oS 3950
oS ol iS4y gl elosliy ) gyl 3 Slojlo Kimyd (55 gg J(Batruch et al, 2021) cusl ok osas (eolatel s Lialsdl o eSS Ltnls
(Anwar et al., 2021) 53,5 oo datuwo g atasld HUSHIS le 13 05551 il Cage ol opl 5 355 00 033 pasid slagbolag 4 Lol 4y oyl

Slosls Lt eadplonl ldlas 5yl y4iS e pllas sol S g g3 5, 8has 1 souiiton il goig0 ol 1p2j cansl (55950 Wl 3 6y Vhodtan L Camidg gy
b)) Pl GG 5en g pas copizen (Azadi et al., 2022) ol cblasl > glad s 5 ale Jgol 5 (F3jcisbas e (ol ] 3 (2 pte OMSie oy ks j S &S
%5 ol (Sabani et al., 2024) 5,3 1,8 0 cuolio )5 ¢ b pde sla oblg 5ily g 31,81 51 By 4 Canl b crgo oyl e 3 Shas il (6ly 58>
358kes 2 5P )l 5 395 g Jad lalisyl g Sllanl wl8 )3 3l Sl 4wl lul (e plas ol sl o Wlools (L5 Laingsy 5 (s 3ke

(Lee, 2024) 55,5 Jlos] oo

oo ®

ol 48,5 &yg0 (CCBY-NC 4.0) Lales b illas 331 oy ygos dllia ol L]l odi g5 4 Blaie dllie pl Ll Goi> ola VF.v © Dl 3> g jore



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

\f"‘ JLw LJ}‘ e)Ls:: Ld}‘ 09>

ool ol 3o pas o lelos dn g LlplaS” ] e pllas j3 o Ylodiusld gla ills o St cunss Conl (g0lS oy din & Fuly JWi> 4 (e} ol

Oluys e o 9,5 walyd |y oS e pllas )3 (6, Vloasls lal sl p3Y s (5ol g (ol SbMol Gk g oS> pgd Shitun I35 5L
loodly Judoo b ol s aslllas () ccoles 55 93,8 1,8 ookl 3)90 oyl (0 e pllas dgup (gl Wilg5 oo a8 31 dgng (oYt L (glyal dine p> (dge (ol o
w2l e lacs S el 3 Culid g Lot SlyeSa 3855 sl |) die g 3 )] 59T (S e S gnte (s |y (erlie b)) (6390 e g (g

.S

G F (owlind w9,

siopllss Juloxs g (o OlSel (oS g (S i sy I (S ol & Julolyd el oad plo] ol gy sl 1 g spsye 930508y b 2 )
BYNF Gl (b wss oS 5 6y Ylodiuls ojs> 53 oadpiie ligiod sl )55 o asbybl ¢ ale cWls o jingg ol )3 S o paly3 1) Loy Sllllas
b GlyeSe sloadlie L o] bli)) Ll 5 ol )3 (it (o) Vlostanlds (salS” slotlle gl sl byy ol (65 84 51 B il S )8 0 3,90 Y- YE
hde Pl gnte (sl (o) Saly 5 ST Byl 5290 lge 9 Mo Sl slio (580 pine (slasingly (slaaiBly Julod g 425 o)l ST 2l (A adlllas cpl ]
w03 ey )9S

Jols goxiue (clno3lanls’ .l o o3lizwl SID § Google Scholar Web of Science Scopus ales I yize ale sloolol 5l dmodly (¢)glxen (slp
(F-YFLYW)IFY B Sl alold j0 oS Slalllas .cawl 039y €l ) (g oo pllai> 5 & e Mo & o> Cy i Kogs Sl paSo» & )Y i Li»
s glrodld gl 4 Wlond sl ola ety Lo s 3 )15 oslil 3y90 imggy ol 53 eSSl ol 50 6y Vlodigls o jils Julo &y ¢ Wlod juiiie
Hload Bl oy p 3l Jl enlaiBlyy godge 4 (025 odls (9 9 (6)3 Cpgots b lodgy yrine (cele ailgiiy 131 oS Slllae Wy (cale il g 435
o AxBE LS Al ) Cappte b apiiions L) Lol 1Al s b ygtS sl 2 ppie slopllss 4y oS 5Vlhe (oysiomon

Slegbge (sl 5 lolis Jold wul ol wad (688 o zlscl ol 5 o) Ylodiunld o ills b sy claosls sale wlio 9 &Yl (olgen 5|
o 9 a8 Conl ons oliwl S (clgime Lo bg, ) dmosly Julos (el sl 039r (6, Ylodtunld Sl g (S lojl (olppl @lge b basye epb 5 Lol
035445y ,S5 el 5 (salS IS B w5 dalllas Hb pdin oy 350 Y lRe dul Slods (gt § (wyyr NVIVO l38le 5 5l eslitol b ot (sla jimgs oleMbl
@ ol e pla )3 (o) Ylodtuols (cla il 5 (65385 S b 5as (candib byl (cladcgormoy g Lol panlio LB 1 ol (oladibly ¢ s Niged jauiie
L] Cowd

Gub & (ele Sl 3 35250 Sl L gl (ladBl dulie wanss cal 485 )18 odlitul 3)90 Lol (sl 93 iagR (bl g (2l RISl sl
2 €8 Gl Cage 8 i ol o s plojan gy 3,Sa5y J o3l o sl 045 plosl s e (slaJe b sl il (sloosh ysean ooy
S ool aad by JlyeSo 5 Copto e matie cutiy L SVlis it 5] (ol 1 05 sl 35 (555t oty puds 3 (5l 5l 5 00 o bl

D35 )8 4B 3)9m ale L I imgs gl

O

Copyright: © 2024 by the authors. Published under the terms and conditions of Creative Commons Attribution-NonCommercial 4.0 International (CC BY-NC 4.0) License.



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

J%JW)JW}}J})AT‘\:A_}&JA

D5 oo g0 Bl cld o 53l g a5 ¢ o Ulg )Mo (slaylime bl Jid (olaelis ) g laslasl )] 53 4 393 0 GMb] pollss ) e, ()Yl L

5,8dos 390 sl S50 (63,509 lgre & pde Sludl 3 038 jobdy perde opl (Everest-Philipps, 2016) Solgls b og8 ¢ sl (slo Kimaly olol p &
b (Jad clacus b g oo Iyl (swyd 4 (6, Vot pllas a8 xalgs )3 (Bell, 2016) coul oris a5lid pogad 9 (Fgd sladles (sl )8 (li)) g o losles
GM (g yYlodtunls ol opl o (Komissarov, 2022) sai e doal et 5 ele sbajlze p i (5 pde Sloauad 9 355 0 )8 213l Lasl 3l
LIS 5 las S oronas b SISl Crgo g )l 3,Skae 5 28 (B 2 ST S e JSE ol (slaylid b s Clbl) 4l 2 o el laplls

(Nabi et al., 2020) 35 50 b lojles

wased bilgy e (lagams &S Cunl ] g plisal glaan]3 53 cudlis @ilie st ol A8 ailge i Jol 6y Vloataold slaylae 5 Joo!

e I8 e Blgise 45l ale elaasls y itee 3,Shas o) plss ol ag> (LEE, 2024) 133 o a5l |y ages slaiel g 15 o (S sl
i 5 1) sl il slacus b Vldtunls pllss (S, 5 coywizan (SabaNI €t al, 2024) k8 s Sole al,lS i sloslan] jl g S asedio e oot |
ot (sl b (6 Vlottnls doyouiS 5| 6yl 5 (BING, 20271) Kb _sa iy yo5 31yl (glaistiaslys ool y i (gl pns g 295 0 oilyp S8 (gl
ORI Cage 3,05y el cled] g 59alKas alo I dlayguiST 51 (B 53 o Mgy il o0 o gl laplasil > Blad i (slarnl b Blo g5 Slas p e L))

(Zhang, 2021) cuwl osis Slojlw (550 0

ol cage ) Vloannls p ie slapls (g1l 4 wilosls (LS b imgy 51 ()l sl 48,5 )18 55 390 sl 35 055 (SeSs ) () Vlwdinld cuenl
5SSl pie g lojls slud g e cule,y Lol cpl 45 laygiS 5 (BArOUN, 2021) 39 oe s )i caslus CoisS 39m00 5 b (i8S ¢ te ogSnly
Cgle ) &S olKin ¢ o, Ylwatunls (Hoyt et al., 2021) cul ogee lo)b sl g lag oS mmonad 13 (e, 5L 1 aoes a8 b o ial33l sy 4 ol pe

(Andersen, 2018) s9i Lawsde (Sl (sbagys o ;3 0551 (iul3al g (Jgd sladls 4y oges dlase! 4l coge Llg oo o |l Clads Jless pllas

S lwdins Wi b o] bli,l g s Flpess
Cdlid (55l (P CuaSle aBle Jgol (dlal p & 290 by ogad g (Hgd sl Bl g Fhe Cupie (i ol Clyis @ 0 SleS>
Oloouas 6] walgds p itve (sbacsyliSCumlow jl oslital p 1S porio o) jl oniedl)| ilisca cinyles o (Azadi et al., 2022) 5y aST Loges 5 )l g clae

Gl iyl B YL sladasy o oid SleSs slaasls 5 aS SlayedS 5l gyl (ChooN-Yin, 2017) 365 o pain & plie &Vole 2555 ¢ il liils s

(Mang, 2020) $gd o S5cil 395 3,8las 5 (aass olul p 4l ¢ ol SlbLS,| abawlgds 4 ol pse o] 5 a8 wsd oy Vlodiunld 5 Sine (e slopllss

(sharl 5 08 (puels cogs Sy (gl IS 51 (S i 4 (9 CuaSl S i b e (53 lotiold (gl b s jsb & 05 SleS> slaaile

Batruch et ) mu, o J8lis a bl )3 ol g pased 3985 Jloel 5ol 5 g 0 plonil (astiio @lyyie g cyilg ol s S maonai g bzl o 53 45 ol
Pl 395 )3 a5 S o (LSLIAEl gl S0y 9 395 3, Shes 0)l)> 135 il 4y cibge |y e o (FeSs 3 ore (ele plgis @ (255l s> (al, 2021
Ao 6 S e g el )] dabian] alas 1o pte (cladnl ) 1> cudlad (wimen (Pagano & Picariello, 2024) wb o ialS o siss Sl il )Y lodiusLs

(Lee, 2023) 350 slud 2nlS 5 agas slozel Ll3l Coge

oo ®

ol 48,5 &yg0 (CCBY-NC 4.0) Lales b illas 331 oy ygos dllia ol L]l odi g5 4 Blaie dllie pl Ll Goi> ola VF.v © Dl 3> g jore



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

\f"’“ JLw LJ}‘ e)Ls.':: LJ}‘ 09>

9> sladlys 5 ol e o Ylodtusls slapllss 3 1y5 o) Cod SleSe glis)) )3 (glodiS pusd (8 55 (8 35 paona dha_\;i’l)é 2 gy <8yl (ol (pl )
48 dgis o g ot (SlyeSs ) clie Jawl (glial (pizmen (Divina, 2024) sius b g )l cunluw jd ylug i ljlas Jlos! g dmols 51055 5b cdl s 4 p3lo

Ol € pde 53 (6 W ldiuag Ll dino 53 i lalllae
),,L digo oyl )0 ®lso p yeres 3 (SO A Juol cpl glial jd (edaxie sla il deng 0imd i ¢l o e jd 6Vl L 0l sadplool 31 Clllas
Bl gy gde milo e slasnl B ) b claclya g lial 985 a5 Wled S 2t b yings 5 (ool o5 (slaigS 4y ccanl e Clatil y (S5culuw
O ‘u]):..\.o ))gslns‘- Lfl'»{))‘ ‘_g]); d,:ﬁ.) ‘_gl.lbuwl.w dgu ‘L)‘)'i‘ Ls)“)‘ IDUG.J 20 as Wiloals uLM) Slalllas )I U_'>)J .(AnWar et al., 2021) .)y»L;a e ML» ul).:.xo

(Sudrajat et al., 2018) s ] Sy p (i (b pde sUos pS pronad ;3 oale pé slaSMo oS Cusl 0

5 ¢ ol slaaul b o codlas (598 Hl b Sg5lu 3l g Yloaiuls glyal > 3390 (sl yguiS oS Wiloaly L 3 b yauiS plo g ()ll (o (Bled Clalllas
Slaplss ol b Slasly 5o yolods a8 Az (55945 93 ¢yl g y92 i ¢ Jlto ylgie & (TOry & Hanum, 2024) x5, 0 0560 (335 3,8les b)) (sl
b by owlsd sl o cans olpl o« blie p> (Zhang, 2024) sy (il ) olpse 5,Sles g diisy sk 1) 395 e CatS ooy Vlodtwld 5 e

(Lotfalipour et al., 2022) cul osd gs lpeSs 3855 @lo &5 cunl olgs alax 3l acblaml y 58> <)l la68 5 (o) Ylwdtuls

ilpls (Chua et al, 2024) 353 a8t [Sasls 5 e lojl Kinyd sl 5 385 eyl ) e igls SbMol 5 b (o) Yioatugls 3ios gy o
29 2l Gblasl ) awlew et Bls g bl cueds cdlad inlibl cliwly )5 (suie laculus 4" Cul (5)8p8 )oulS Cupde Cumdg donts 51y

olxl » o Vleannls il s

e g Sloils @lge 5 sloal 5 (S alge (HlBls 5 S lge 0,8 ganarl ol aned aw )3 plgie 1) ol 2 gy Vlodtnls b iye bl
Sllllae 51 (o)l 03,5 o 2l slaplejl 5 (gd ool 4 Cund (sages Slael ol cage oSl il o w53 (e Ul sl e e & o il )
5 ol pde Gl (ol Blad glaylre 390 «blail > Cuvliw 395 dlas jl (godaie JYo @y olpl (o pie pllas o (g Ylodtuwld mowe (lypl pas a8 Wlooly 4lis
sl ) a9 2w @l ol > e 5306 slaady, | sy S5 Blgise il cal )y (Andersen, 2018) cul bje gl Slals, Sins abale

8 ol oMol el Sl 1)

Sy 5 (F9il8 @ilge
1o olol e lapllss Bbaswg (sloyuiS 5l gl 53l (49l CuoSl (glipl 3 ans (il o oy Yleatwls sl )5 &lge o iere 5l S

Jsl s ] colas > Ginds s 4y oy Vhoali b Lty led slial ool 5o bl aloass sbb e 5,8kes syl 5 oylss Glads slaylSgile o asede

O

Copyright: © 2024 by the authors. Published under the terms and conditions of Creative Commons Attribution-NonCommercial 4.0 International (CC BY-NC 4.0) License.



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

J%JW)JW}}J})AT‘\:A_}&JA

3585 (bl g Blas glayadls Coley ot olpl 1 b pie laolanl jl gl Jle olsis 4 (KiM, 2022) cul dnlse (i slaills b sl ol e (gladle
Lotfalipour et al., ) $5,8 @ jgo 38> slo byl g (0B, slaan]d olul b aobasl cpl gYlodatwls claplss 5 a8 Jbo 5 g o plool @i 6> (slaog,S
Uil el gadge ol g Bgd ot 3¢5 aadly 3,Sles olul pr S e 45 Conl 0sd Carge )l g plastinl slasnlp p ojllss > Cand «pien (2022

(Sabani et al., 2024) cusl 015 ()b sbud Lisl3l 5 cy90 50

Csams 53 GaSo lol cladilio I (S ol Cusl () Vol 3805 jouno 53 )b @lgo 1,5 (Ko 55 e Sladl claanl b s codlad pas

lclasl jl gyl (ol 3 (Pagano & Picariello, 2024) 5yl s> g o)l e Glail g Gl (gly (pasuio (slaylrs (3350 (sl )5S (g,ll slapllas 5 g 3445 oo
WS (o0l (el Lalgy Jloel g qisd (sloog)S 3985 (sl I disej alina (] 45 g oo plonl (135 (lajline (coges pYel (19 g At (slayd iy (S
il g oagas dlazsl (il el e Slanl 3 Blad slaanlp sl (ol 5 y5lSin Lile aBldrg sl ypiS )3 &5 Wl ol cllks ((Bing, 2021)

(Zhang, 2024) siss Cigaie pases bilg) 5 ol sy olol 1 olppte 1 6l &5 Gl 005 Crgo Cadlid ol 3955 ell )5 & Jb 55 sl 045 sl

hls 48 ol 1l g onomy (o)l pllss 3950 Cguone (il ) 6y Vloditanls (G2l o > sdas slagtlle | o3 (S 5 )bl 5 Sl S5y glse

Gl ole 5 5 2055 ol S 5,90 (CHOON-ViN, 2017) 395 ol dibl 4 (53 ¥lodturls 45 005 el sl Gl i g SV gbo (slotis] )b g ooy (slaylislo
93 b loilu 51 gyl > (Mang, 2020) uiS o jlads |y oMol (glynl 5 35 0 (o pdo Olyuss ply 53 Cuoglin gl cely aSly cuwl dtusls )l pio i35
sttt sl il LialS Covge dlius (yab 5 5,1 ds3g bl )3 asid 5 b (c1o3g Jlac! 5ol 45 ok o] (dhaisSay (g)lo] eloaiy] el

(Nabi et al., 2020) cul o1

cElolal g (S8 &ilge
ool & Sblasl dalojl 1 (g)lhu ) sl (Yol balgs ol Slasly) S b dlals (] 5> (6 Vot Gl 2] yons )3 odas sl illy 1 (S
S olsie 4 y38 3] (s o 3 o8 STl Kim (TOTY & HANUM, 2024) 39,0 plos gl 3 (S35 o gieds Ly s 1 &SL (5 (lagsials
o bylojlo 13 (cel, 5 pdaw iol38l g dianls (lpde Clo Cange 45 Cunl 0ad Jodd Jlin o 4 lpl 0 g 0 ablis iyt (il > eaiSsgume Jale
B g oy slaylne (il 350 3l 6ol > Jis clalisyl ¢ laplascunl (ol ! o)lol slapllss )3 a8 Wil S ol b img 5l ()b [(Baroun, 2021) cuwl

{Jin & Ball, 2019) cusl s 3ol S g o 5 51 @ilo alian ol oS 35500 plowl (g, Vlotunld Jgoo! 51

1348 losls s ldllan sl 015 gl 5 65V okl (sl 51 lo & Cond Sin b (slo,ille 1 153 (Ko 39 e bl > (Sleate 5 agh Sl
sl 1wl lag s Bl cage gab9e cnl g )l (e S pSpreal 3 (Syp Wi sladlaie g (098 Sl (ogad 5 g3 Glagleile I Sy
Sl il 53 el (gMi il 5 o 3Slae olal 1 e o] (sl lono byt (sl oS ) (solsmr 3 45 Ll 3 (ZDANE, 2021) el o o

(Han & Kim, 2024) cuol 00 (5 pde bpiiumms (i il jialS coge diogdnd g (slilaiopn 1,8l plascul 4

oo ®

ol 48,5 &yg0 (CCBY-NC 4.0) Lales b illas 331 oy ygos dllia ol L]l odi g5 4 Blaie dllie pl Ll Goi> ola VF.v © Dl 3> g jore



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

\f"’“ JLw LJ}‘ e)Ls.':: LJ}‘ 09>

4 alYlownld il bulsy Gojb 5148 Glpde jl (olan 5d 0 Cgusme Glpl 3 (i d dlse I K03 (g Al Vlodtnld (D pde Sl ply 0 Caglio

‘_gl)>| aS Gl 04 L,&l.: o w‘ .(Lee, 2024) ._\MSL;a w5la.p ‘.!9.\» d.)/&lo.c dl.lbgl)))‘ 9 u.\SLQw .)l?ol g0 &S db)’t@] da;).h )J‘)J 2 ‘J.}]b_\ﬁ.w) .)9> wol..o

(Divina, 2024) 535 545y daxie @lge b (6 Ylodiuold Cosdi o )d Mol 4555 0 g 3545 darlge (g slailla b ol (e 5 )bl plls o (gyld b lyuss

e g Flojlw &lge
J.,,lb 4 aSb ‘Lgb)é L;Lmui.wlw J.,JJ L4 O‘)?.“\" )" d)l-:mq Lol Olﬁ.l Bl d)\!L.aMUB dl)?l o 3 @Lo)'l.w &:ly, B )‘l US; Cypdo 5 L;Q)WLU»)
b 9 o @l il ot lojl 5 (6 S prenas sloais] )3 45wl ok ccl godge ol (Everest-Philipps, 2016) L o Coaio ol (sby Siunly

(Anwar et al., 2021) ub Lials copie coiS 95,5 1,8

38> sadls plul 5 Sles b)) ot doysdS 5l (gilun 3 usl (Y loatnls (gl Blge 51 S (S 3 e 58es L)) pllas > ins

.(Lee, 2023) A5kes u.‘)b dg ‘_gl.:bw 5 ‘OLI).))S.[A.C d,._ea ZIE) Q)Ué.i 09N C)‘)‘l’\‘ )I d)L:"""'f &S ol 0ais “>90 me...w u.:l dgu ‘Olﬂl 3 Lol slods Ls'"‘)“”

yol opl g 50 13 (oolasl 5 wlow (sloylid cod e gyl canl lpl o pte 3 bl MU 51 (S 0 ads 6D (sloog)S 3o I ol e Ml pas
J.uo)Lu W9 L}ﬂ‘ CM.«&‘ (Azad| et al., 2022) P9 9 uJLc)Lw dLh)Lu w‘.w‘ » & ‘39»: Sl uol> lebos)f éﬁl.uo L)“’L“" » u_u):.\o uw aS Cawl 0 g0

ol Shlal > gab o e M lie SIS g opte IVl L33l Can > (el ]

545 g Coy

Bloe 4 plyice Lol (nl cn e dlox Il g9y (3350 Slagtlle b Glpl (e pll 3 6y Vloditunld Jgol sl 2l &3l i gl cnl claaisl
sledgds Wb cos Slse il ool 53 st blanl &8 Wlas el b yills pl 0,8 o)lil i pse 5 Slojlo @lge g ( sloinl o (Ko )8 milso (g)lidle o o
9 ‘093[5 CaoS > dlﬁl 3 Qo ‘Lﬁ.}‘)l 9 ol dl.:b.u.gj)é » Blas dl.m)lfj)’hu dg.5 aS by UL“" Yy u;] 5)5 )‘)5 éa.:db dl.hm”f CBL.A 9 (eaSuD lagly) ‘Lf“’Lt""
i opl @l awlie (Pagano & Picariello, 2024) 54i o wgmme oylpl 3 5y Ylodiunls 5iss 08 wlge dlon 1 ) (slaylid 5l ol pse STl pas
b o youiS 3y 50 Lol g o odaliie dawgs Sl )3 (sl youlS Gl (o)l 0 &S cunl olaills alie ) o (o) Ylodiusls O oS ol lis it Slalllas b
(Sabanietal,, 2024) cul 4,5 e s o plo Sy 350 Koy ¢ bl Mol (gl

ol S L;slfoSa 2 e dLmPUéJ 2 FUIRHISY UL’*’ Lﬁ)r‘-" Olalllas .A)IJ @‘M [P @‘)&S} 9 &y Yloaiwls 059> 3O d)“é“ @L" L RS u;l C"L’
(Choon-Yin, 2017) sl e ials (Fg sladles 4 Cuns (ogas dloiel 5 cdidly inls Slojlu (5590 00 il iol38 (g )lo) slud iy oo g0y () Ylwdiuo s Cand
(Andersen, 2018) 34 o wlun! 035> (pl 13 (bl GlaMol 4 5L5 5 canl dnlge ML (] b cilisio (sladis I ol &5 0 o b Digs cpl slaadly

Sl doyeiS (B >l gy BB (Sia b )l a9 5l il 3 ()Y ldtnls Sl il oS s o LS (el Slillle b g (ol gl anlie

g S s 50lKas 53 e sie 4y (Nabi et al., 2020) col o1 cblazl s ghad o i clodgis (il el o lol slasn b )5 coblas o 4l Ko lss

O

Copyright: © 2024 by the authors. Published under the terms and conditions of Creative Commons Attribution-NonCommercial 4.0 International (CC BY-NC 4.0) License.



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

J%JW)JW}}J})AT‘\:A_}&JA

5 Sdjcawlws (lpl Ll (Zhang, 2021) sl cud IS slaciow 4 2len 0 pte slacs oo (l))s 3151 s a8 canl oads sl 5] ¢ pliscin] die j> Blads
(Tory & Hanum, 2024) e sla obles b 5gd pbol ol (s)blag (bl y yid ol e Gl5wsl a5 cunl i cely o] Slaly, Kim )b

i Mol b b youiS 51 gyl sl (e Slas] glacuolow g (yled 13 (6,555 @b plosl Wb Glpl o pde pllas 5 a5 Sl oy Sere 51 (SO
Sl sl 31, oy Vloatugls lsh sng ol 5 (Azadi et al, 2022) wms (Il 565 e pllss caa] IS Wizl sl sladgis o 5 ool
5 el s Mo b)) 5 dind 5 olde L3S el Blas claylas 35 Jlio sl (Lee, 2024) W)l B lal ciles oplsd ol Lol g e oanlite
(Komissarov, 2022) 5,8 & yso (gldd e Sllas Mo wlwl 3 eobas] | (gl &5 cunl oud el (slad >

OBl gl Blad (olasis] b doygiS 51 (o)l 5 sl iyl (e sl Mol (il )3 (bl (sl g 5 (S 5 blasil o cublass ¢ o)l plas dgu0
& Canl oad cel lpse 3 Slas ol gl 385 b)) e S 355 lpl 3 Ll (Mang, 2020) cul sad (gyg0 e iulidl g dlud ialS el olpie
Ol eladiloln sbul g sl )b cpl ) cudlad iolj8l (Batruch et al., 2021) wsle (Bl o pde (claciow )3 368 I CuiS 4 a5 ok oo 5| 6yl
(Jin & Ball, 2019) sjl wal b wiailys oo 35 el |y aigo) 5 45 (£piSsls (glab oy slaeslasl I wlio Siig i)

Srbige] ilidansss G151 s 53 55 Ko J9IS s Camdy dgetr & Wgise o el SISl Alon )35 Syt 3 (6 Vool K gy
ol st slajlne bl 2 laglejlo Sl gyku join (lpl )3 Ll L(Baroun, 2021) cusl awsls (g Vlodtunld 385 53 coge (i (Slojlo Sin)d (i)l 5 (00
gy ol el el (ANWar et al, 2021) cusl 43,8 IS ased Lly, 4l 1 dbably s bylie 4 drgs sl 4 (e lojls Sin b g 25 o o)1)
{Lee, 2023) cusl (550 6) Vol Cupanl & Cupns GUS)IS (BT G581 (e (objonl (slodsliyy (55 g (e (5,50 s

Slyjie g i ol gl lipl s 5 ilgd el caz o 1y Globdl b (IS EgB 5 bl ol 0 (5 loatunld Candg dae 1y
ol 2l (oizmen (DiVing, 2024) adly (pde (J)eSo S0 sl 3 (soge P Slgiee (gl SMELe JElS g e Bl dige) 53 il S
S o903 |y alop 3lSe syl S sl (KIM, 2022) 398 bzl 15 s Lalyy 395 5| e Wlgice ko (gl (soidsd poipes <5 Sbmsl 5 s )
(Lotfalipour et al., 2022) 3,5 |15 pgec 13 o yre > Blas yobots 1)) 5 plascinl (o] ) g 390 walp ol pde 5 Slas p sogee yllas oISl a8

3 ks 555 55 53 clwe DA sl |y ol sl no 5 45 enlizl 3,Skee bl g Slaptens 31 45 3930 ety 3 olwe s Laplesbe
9 90 plal Bl el ol (ul g S (o 03l 395 (00 3)Sdee (bl sl Waodls Jlos g (egian (hgn p (e Glamtuns Sl (Sl daw )3 (3990 GBS
S K (gMb ot lila] LIS 5 gyt S s8] 4 Wl ) ellojle )3 ot o gyl (ZNANE, 2024) Casl 00 b S maonc S92
{Sabani et al., 2024)

slogleils )3 b pte Glaeuss 2 (S25Culw 155 D) F3E (4 Jl 8 Slegdse cn e 3l (K2 gdie B oatl slaingly sl 5 Sbledin
Ol O ek Sldllae ¢oyizman (BiNg, 2021) wiis” 18505 (g )] LSL“’-“:’.i)é 2 D sog)S o8 il 095 (g9) 1 kb sy loyiRg sy sl ol (9>
o1yl el stmody (Han & Kim, 2024) ans ly] e pllss 2ol gl 1) oyt los sl Saly wlgi o cilond 6y Ylodtunls (clinl 4y 3850 45 _loy0uiS
(Chua et al,, 2024) 1)), ol » oy Ylodiagls el gl 5508 sla e @ly] s o lie slo o 5 a2 slmosls 1 oslisal b aslgi oo

) g echd oyt clodis tmlS ccedlid Lilhl el lojls i yd g o aln] cloaiy] b e lsd 5 bl St siajl ) e pllss oMol g goimo
oo yots (5K pilie SNl ) g wyles 3 S oS pogad slaglojl 5 (9o slodles 1)l g 4 Blgi e (lrde G ale sl jline

255 U o Vlodtanls Jouol ab g ,9uS 5 e slaanl b b cunl 5yl olasls g ol e ool liScuoliw

oo ®

ol 48,5 &yg0 (CCBY-NC 4.0) Lales b illas 331 oy ygos dllia ol L]l odi g5 4 Blaie dllie pl Ll Goi> ola VF.v © Dl 3> g jore



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

\f"‘ JLw LJ}‘ e)Ls:: Ld}‘ 09>

53,50 3,88 S5 55y ol o 4 g ol e o 9 45 (S ol
OGM’ ”93 “)Lﬂiﬁ

2535 ol (SlSy 385 (Bt (olos Al al (515 5

&le o)l

D)l D9z g (2lie 2l WS b (il dalllas plodl jo

b colos

ST 05190
sl 03335 gley BMST Jguol 5 lse oolos gl il pll 5o

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

2 ¢

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.

O

Copyright: © 2024 by the authors. Published under the terms and conditions of Creative Commons Attribution-NonCommercial 4.0 International (CC BY-NC 4.0) License.



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

J%JW)JW}}J})AT‘CA_L{JA

References

Alfianto, R., Nurhaeni, I. D. A., & Asal Wahyuni Erlin Mulyadi Asal Wahyuni Erlin, M. (2023). Non-Meritrocratic Factors Affecting Filling of
Positions in Structural Institutions. Journal of Social Science (Joss), 2(7), 578-586. https://doi.org/10.57185/joss.v2i7.88

Andersen, D. (2018). Does Meritocracy Lead to Bureaucratic Quality? Revisiting the Experience of Prussia and Imperial and Weimar
Germany. Social Science History, 42(2), 245-268. https://doi.org/10.1017/ssh.2017.48

Anwar, R., Luddin, M. R., & Wibowo, A. (2021). Appointment of Leader Position: Study on the Regional Government of West Nusa Tenggara.
Indonesian Journal of Social Science Research, 2(2), 110-118. https://doi.org/10.11594/10.11594/ijssr.02.02.08

Azadi, P., Mesgaran, M. B., & Mirramezani, M. (2022). Governance. 5-57. https://doi.org/10.11126/stanford/9781503630468.003.0002

Baroun, A. E. (2021). Meritocracy, Personality Traits and Recruitment: Some Insights From the Qatari Enterprising Community. Journal of
Enterprising Communities People and Places in the Global Economy, 16(3), 494-514. https://doi.org/10.1108/jec-12-2020-0216

Batruch, A., Jetten, J., Herman, G. v. d. W., Darnon, C., & Butera, F. (2021). Belief in School Meritocracy and the Legitimization of Social and
Income Inequality (In Press). https://doi.org/10.31234/0sf.io/8rzd9

Bell, D. A. (2016). Three Models of Democratic Meritocracy. https://doi.org/10.23943/princeton/9780691173047.003.0005

Bing, W. (2021). Political Meritocracy and Policy Integration: How Chinese Government Combats the COVID-19? Asian Politics & Policy,
13(3), 426-441. https://doi.org/10.1111/aspp.12595

Choon-Yin, S. (2017). Governance, Meritocracy, and Growth Centricity. 1-19. https://doi.org/10.1142/9789813225831 0001

Chua, C.S. K., Soo, L. M. J., & Raza, K. (2024). Work-Integrated (Adult) Learning: Un-Stigmatizing Blue-Collar Adult Learners in Singapore by
Embracing Visibility. Journal of Adult and Continuing Education, 30(1), 112-130. https://doi.org/10.1177/14779714241228847

Divina, L. V. (2024). Upholding the Strategy on Hiring Employee Under Meritocracy Procedure Towards a Refined Performance.
International Journal of Scientific Research and Management, 12(02), 5821-5830. https://doi.org/10.18535/ijsrm/v12i02.em01

Everest-Philipps, M. (2016). Meritocracy and Public Service Excellence. Review of Civil Servive(1). https://doi.org/10.56289/ijcsrp.9

Han, E. J., & Kim, J.-K. (2024). The Relationship Between High School Students’ Meritocracy Beliefs and Attitudes Toward Affirmative Action:
Focusing on the Mediation Effect of System Justification Beliefs and Social Dominance Orientation. Kor MHB Analysis Assoc, 7(1), 51-
72. https://doi.org/10.70316/kmba.2023.7.1.51

Hoyt, C. L., Burnette, J. L., Forsyth, R. B., Parry, M., & DeShields, B. H. (2021). Believing in the American Dream Sustains Negative Attitudes
Toward Those in Poverty. Social psychology quarterly, 84(3), 203-215. https://doi.org/10.1177/01902725211022319

Jin, J., & Ball, S. J. (2019). Meritocracy, Social Mobility and a New Form of Class Domination. British Journal of Sociology of Education, 41(1),
64-79. https://doi.org/10.1080/01425692.2019.1665496

Kim, S. (2022). Service, Reciprocity, and Remedy: From Confucian Meritocracy to Confucian Democracy. European Journal of Political
Theory, 23(2), 246-266. https://doi.org/10.1177/14748851221127689

Komissarov, A. G. (2022). Meritocratic Principles of Governmental Officials Selection: Historical Aspect and Modern Applications. Voprosy
Ekonomiki(1), 45-58. https://doi.org/10.32609/0042-8736-2023-1-45-58

Lee, H. (2023). The Role of Civic Education to Overcome the Limitations of Meritocracy. Korean Association for Learner-Centered Curriculum
and Instruction, 23(9), 607-622. https://doi.org/10.22251/jlcci.2023.23.9.607

Lee, J. (2024). Four Difficulties in Meritocracy: an Educational Perspective. Korean Educational Research Association, 62(6), 127-155.
https://doi.org/10.30916/kera.62.6.127

Lotfalipour, M. R., Falahi, M. A., Zareei, A., & Matuszczak, A. (2022). How Good Governance (GG) Affects Diaspora Motivations for
Remittances to Iran. Diaspora Studies, 15(4), 329-355. https://doi.org/10.1163/09763457-tat00003

Mang, F. (2020). Political Meritocracy and Its Betrayal. Philosophy & Social Criticism, 46(9), 1113-1126.
https://doi.org/10.1177/0191453720948386

Nabi, G., Shah, N. H., & Ghazanfar, F. (2020). An Analytical Study of Policy, Politics and Bureaucracy Regarding Meritocracy in the Selection
of Head for the Federal Government Institutions. Research Journal of Social Sciences & Economics Review (Rjsser), 1(4), 401-410.
https://doi.org/10.36902/rjsser-vol1-iss4-2020(401-410)

Pagano, M., & Picariello, L. (2024). Corporate Governance, Meritocracy, and Careers. Review of Finance.
https://doi.org/10.1093/rof/rfae042

Sabani, A., Aulia, N., P, N. M., & M, S. N. (2024). Pentingnya Implementasi Sistem Meritokrasi Dalam Instansi Pemerintahan Indonesia.
Aktivisme, 1(3), 144-152. https://doi.org/10.62383/aktivisme.v1i3.333

Sudrajat, T., Kunarti, S., & Hartini, S. (2018). Promotion Policy of Civil Servant Based on Meritrocracy Principle in Local Government of
Indonesia. https://doi.org/10.2991/amca-18.2018.36

Tory, T. F.,, & Hanum, R. A. (2024). Nepotisme Dan Korupsi Di Pemerintahan Dalam Perspektif Etika. Jmbe-itb, 3(1), 126-135.
https://doi.org/10.54066/jmbe-itb.v3i1.2726

Zhang, F. (2021). Meritocracy in Singaporean Educational System: Inequality in Admission to Secondary Schools. Journal of Higher Education
Research, 2(5). https://doi.org/10.32629/jher.v2i5.506

Zhang, K. (2024). The Elitist Theory and Its Four Chinese Reverberations: A Discussion Based on China's National Governance Theory.
International Journal of Education and Humanities, 15(1), 117-123. https://doi.org/10.54097/hb3xf622

oo ®

ol 48,5 &yg0 (CCBY-NC 4.0) Lales b illas 331 oy ygos dllia ol L]l odi g5 4 Blaie dllie pl Ll Goi> ola VF.v © Dl 3> g jore



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0
https://doi.org/10.57185/joss.v2i7.88
https://doi.org/10.1017/ssh.2017.48
https://doi.org/10.11594/10.11594/ijssr.02.02.08
https://doi.org/10.11126/stanford/9781503630468.003.0002
https://doi.org/10.1108/jec-12-2020-0216
https://doi.org/10.31234/osf.io/8rzd9
https://doi.org/10.23943/princeton/9780691173047.003.0005
https://doi.org/10.1111/aspp.12595
https://doi.org/10.1142/9789813225831_0001
https://doi.org/10.1177/14779714241228847
https://doi.org/10.18535/ijsrm/v12i02.em01
https://doi.org/10.56289/ijcsrp.9
https://doi.org/10.70316/kmba.2023.7.1.51
https://doi.org/10.1177/01902725211022319
https://doi.org/10.1080/01425692.2019.1665496
https://doi.org/10.1177/14748851221127689
https://doi.org/10.32609/0042-8736-2023-1-45-58
https://doi.org/10.22251/jlcci.2023.23.9.607
https://doi.org/10.30916/kera.62.6.127
https://doi.org/10.1163/09763457-tat00003
https://doi.org/10.1177/0191453720948386
https://doi.org/10.36902/rjsser-vol1-iss4-2020(401-410
https://doi.org/10.1093/rof/rfae042
https://doi.org/10.62383/aktivisme.v1i3.333
https://doi.org/10.2991/amca-18.2018.36
https://doi.org/10.54066/jmbe-itb.v3i1.2726
https://doi.org/10.32629/jher.v2i5.506
https://doi.org/10.54097/hb3xf622

