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Abstract 

Merit as an essential component of organizational capital development in the knowledge-based economy 

is accounted infrastructure to create top values organizations. It is necessary to develop and promote 

meritocracy system in Iranian organizations that is well-familiar with operational guidelines to implement 

meritocracy system and try to implement them. So, the main objective of this research is to provide 

strategies to the establishment of meritocracy system and to stabilize the human resource management 

process cycle that is absorption and employment, training, promotion, motivation, effective use and 

maintenance in Tehran Municipality. 

In this study after the adjusting of meritocracy system components in human resource management cycle, 

it was determined the strategies of operating the meritocracy system considering to the position of these 

components in human resource management cycle in Tehran municipality.  Then for verifying the validity 

of the identified strategies, the research questionnaire was designed and distributed among managers of 

Tehran Municipality. Data collected were analyzed by descriptive statistics and inferential statistics (t 

binomial test 

And Friedman test). According to the analysis of collected data, , the managers of Tehran Municipality 

approved the strategies set of being merit such as merit employment, merit maintenance, breeding merit 

and assessing merit, respectively in order to establish the meritocracy in human resource management 

cycle of Tehran Municipality. 

Introduction 

Human capitals of an organization and working environments have reciprocal commitments. Individuals' 

commitments to their environments contain to perform assigned duties correctly, respect for the culture 

and values of the organization, continuously trying to achieve the goals of the organization. By contrast, 

organizations along with fulfilling the needs of individuals and advancing the atmosphere and humane 

conditions of work environment need to be accountable for commitments such as allocation and 
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assignment of decent jobs, reducing and minimizing feelings of discrimination and create more 

opportunities for people at lower levels in the organization (Rahnavard et al, 2013). 

So it has been seen clearly that the infrastructure of any organization is its human resources and human 

resources have potential capacities and abilities that must become actual in the organization and accessing 

this important is to fully understand human and providing appropriate conditions for their work and 

effort. One of the main issues in this field is noticeable to design and survey is to put people in positions 

commensurate with their experiences capabilities and abilities, while people should be put in its proper, 

continuous assessment and based on it their consolidation or relocation must be fulfilled in the 

organization. The process of putting the people in a proper place,  their evaluation and consolidation or 

relocation according to their abilities, experiences and capabilities is called meritocracy (Houser , 2002) 

that plays an important role in the motivation and desire to work in people and finally, optimal utilization 

of human resources and perhaps it could be claimed that the progress and excellence of any organization 

thanks to unique capabilities and competencies of its human resources. With regard to above, the need for 

meritocracy in the cycle of human resources process in organizations is of high importance and there is a 

question with regard to increasingly promotion of meritocracy, what are strategies to establish 

meritocracy system and stabilization in the cycle of HR management processes? 

The main objective of this research is to provide some strategies to establish the meritocracy system and 

stabilize in the cycle of HR management process that means recruitment and job placement schemes, 

training, promotion, motivation, effective use and maintenance of the Tehran municipality. 

A review of the research theoretical foundations and its history (Reviewing literature) 

A- Theoretical Foundations 

Due to intense competition and tight in today's world, it is concluded that manpower is accounted as the 

most important competitive advantage for most companies, so managers should be aware of how they 

manage this strategic factor and learn the effective use of this competitive advantage. Armstrong (1993) 

introduced Human Resource Management as a comprehensive approach to strategic management of 

organization key resources. Human resource management is not only profitable approach to personnel 

management, but also a special approach to staff relations with emphasize on commitment and bilateral 

relationship. In this strategic approach it is pointed to attract, develop, manage motivation and achieve the 

organizational key commitment that is people who work in it or for it. 

HR management means the policies and actions needed to implement a part of the management tasks that 

is related to some aspects of employees' activity, especially for finding the staffs, staff training, 
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performance evaluation, awarding and creating a healthy and fair environment for the staff. According to 

these declarations about Human Resource Management, HR processes include the cycle of hiring, 

training, promotion, motivation, effective use and maintenance of human resources (Bohrani and 

Sokhkyan, 2009). 

For resource management it has been provided varied strategies that one of their most important is 

meritocratic approach. Merit approach in the field of human resource management is not a new approach 

but Romans considered some ratios and competencies as merit for a good Roman soldier (Haji Karim et 

al., 2011). Also applying merit in management arena backs to late 1970. When David McClelland 

introduced and provided merit in human resources literature. At that time, he tried to improve procedures 

and processes of selecting individuals. He showed in his own research in 1973 that merits such as 

interpersonal sensitivity, positive multi-cultural considerations and managerial skills at various levels 

create differences between people (McClelland, 1973). Over the time, competency-based strategies 

became to the basic and critical tools in organizational functions such as human resources planning, 

succession planning and performance evaluation. Until after the 

McClelland's merit scheme, Bovatzis made popular this term, then Woodruff proposed merit as a 

combination of motives, traits, skills, self-image, social role and knowledge  that in turn it makes an 

opportunity for debate about the merits (Bovatzis, 2009). In fact, it can be said that merit, is a 

combination of knowledge behavior and expressed or implied skills that gives the capacity and ability for 

effective implementation to individuals (Dragandis et al., 2009). 

Parish and Sense believe that meritocracy in the conventional concept of system is a system in where 

reward and scarce resources are allocated to qualified people. This means that people on the basis of 

talent and individual efforts to move upward and this is the same denial of class and aristocratic systems 

in which people achieve social status based on succession and heritage (Parish et al., 2006). 

In another definition, Houser considers it as a process that creates the attitudes, behavioral and ethical 

patterns with durable values through using scientific methods and standards to attract, employ and 

develop human resources, so that competencies, talents and capabilities of human resources comply with 

the organization's future needs. He also believes that meritocracy is a dynamic process that must be 

continually addressed and always evolved according to the needs of the organization . 

Hyter also believes meritocracy is as something new and a complex set of mechanisms that must be 

established in agencies and organizations during a long-term, scientific and deliberate process. He says, 
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"for establishment of meritocracy it is necessary to provide adequate infrastructures in terms of structural, 

attitudinal, legislative and organizational (Hyter, 2001). 

In fact, meritocracy is a system in where qualified people have been appointed in the right place and time; 

they are used in line with the individual, organizational and societal goals (Alvesson et al., 1967). 

Based on the different definition of merit, there are different processes to express it. Eight-step process of 

meritocracy includes: (Benedict, 1967). 

1- Merit-will: it means to provide cultural contexts and required facilities to administrate of the affairs by 

the righteous. 

2- -Merit -Survey: it means to keep records, recording features and capabilities of individuals and 

identifying new potential in large-scale by hardware and software facilitation . 

3- Merit-Assessment: through trial and structured interviews to assess and measure multiple talents of 

actual and potential managers'. 

4- Merit-Selection means to assess the results of merit surveyance in order to allocate the desired position 

for competent staff . 

5- Merit-employment:  it means to attract competent managers and employees from outside of the 

organization. 

6- Merit-appointment: it means that by keeping the balance of jobs and employment individuals are 

appointed in the places where they have maximum performance. 

7- Merit maintenance: it means to maintain and preserve competent managers and employees in the 

organization .  

8- Merit breeding: it means to provide growth conditions and to improve competitiveness in individuals 

through developing appropriate norms and standards. 

Of course they have defined the two-dimensional process for meritocracy that includes two below 

dimensions as shown in picture (1) (Rahnavard et al., 2013) 
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Figure 1. Two-dimensional process of meritocracy (Rahnavard et al., 1931) 

 

This process states meritocracy in the both form of intra- and extra organization. It is raised culture of 

meritocracy in the extra-organizational and attraction and employment, maintenance and promotion in 

intra-organization. (Rahnavard et al., 2013). 

B- Reviewing the Literature 

In this section, according to the main purpose of study and regarding to the referential scope of the 

research topic, over the time it has been provided the results of some most important empirical studies 

implemented in and out of the country (Table 1):  

Table 1:  Summary of the key researches on the meritocracy system 

Researcher/

Year of 

publication 

Study 

 

The main 

variables 

Statistical population /sample The method of 

gathering and 

analyzing data 

 

Relevant  findings 

 

 
Nazari 

(2014) 

Identifying and 

Ranking 
Dimensions of 

meritocracy in the 

Auto industry 
Of Iran 

Dimensions of 

meritocracy 
 

employees 

Of Mazda, Saipa and Iran- 
khodro automobile 

manufacturing, were statistical 

community 
And 100 people Were selected 

as statistical sample 

 

Method of gathering 

field data was a 
questionnaire And data 

analysis method (AHP) 

 

The order of meritocracy 

dimensions in this research 
was identified. 

The first rank was related to 

merit-will and last rank was 
related to merit breeding. 

Isfahani et al 

(2014) 

 

Surveying the effect 

Of meritocracy on 

innovation 

Meritocracy in 

employees and 

innovation 

The statistical population of 

this research was159employees 

of Emersun company that 108 
people randomly selected. 

Method of gathering 

field data was a 

questionnaire And data 
analysis method was 

Structural equation. 

There is a positive 

relationship between Staff 

meritocracy 
and organizational 

innovation dimensions. 

 

 
 

Rahnavard 

(2014) 

Surveying the Barriers 
of public managers' 

meritocracy in the 

governmental 
organization 

Of Ahvaz 

The barriers of 
meritocracy 

The statistical population of 
managers was governmental 

organizations and offices of 

Ahvaz that 384 people were 
selected as statistical sample. 

Method of gathering 
field data was a 

questionnaire And data 

analysis method was 
descriptive and 

inferential statistics 

method. 

The most important obstacle 
of  meritocracy in 

Ahvaz Government 

organizations was issues of 
nepotism, inequality of 

opportunities and 

superficiality 

Extra- organization 

 

 

 

 

 

 

 

 

 

Intra -organization 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Price 

Merit 

Conceptual 

Merit-will 

Attract and 

employment 

Maintenance and progress 

Merit 

finding 

Merit 

selection 

Merit 

appointment 

Merit 

breeding 

Merit 

maintenance 



British Journal of Economics, Finance and Management Sciences 46 

June 2016, Vol. 12 (1) 

 

 

© 2016 British Journals ISSN 2048-125X 

 

 

 

 
 

 

 
Castilla 

(2010) 

Meritocracy paradox 

in organization 

Meritocracy and 

its executive 
impact in 

organization 

The statistical population is 

companies staffs that 445 
samples 

Were selected 

 

Method of gathering 

field data was 
a questionnaire and data 

analysis method 

Was descriptive and 
inferential statistics 

method. 

 

Meritocracy plays a 

significant impact on 
Individuals' performance. Of 

course, in implementing the 

meritocracy, managers may 
change the amount of reward, 

based on employees gender. 

In the surveyed society men 
receive more reward  than 

women are in an equal 

position 

 
Barros et al 

(2009) 

Surveying the  effect 
of 

meritocracy on 

innovation 

Meritocracy in 
employees and 

innovation 

The statistical population is 
Belgian companies staffs 

that 370 people 

Were selected 
As statistical sample 

Method of gathering 
field data was a 

questionnaire And data 

analysis was regression 
method 

There is a positive 
relationship between 

meritocracy 

Of Staff and organizational 
innovation dimensions 

 

 

 
Taylor 

(2006) 

Surveying the issue of 

Meritocracy in the 

process of absorption 
and 

employment in 

small and growing 
companies 

Meritocracy 

And attraction 

and 
employment 

process 

The statistical population of 

growing small companies 

managers in England and the 
statistical sample is 50 people 

of these managers 

Was field by 

questionnaire and 

statistical techniques 

Meritocracy is very 

important in Small and 

growing companies 
And most of these companies 

use meritocracy in process of 

attraction and employment 

 

 
 

Bacharch 

(1979) 

Surveying the effect of 

Meritocracy on Staffs' 
satisfaction 

Meritocracy 

And staffs' 
satisfaction 

from Superior, 

colleagues, job 
and payments 

The statistical population is 

Brazilian that 370 people 
Were selected 

As statistical samples 

Method of gathering 

field data was 
A questionnaire And 

data analysis method 

Was descriptive and 
inferential statistics 

method. 

Meritocracy  has a direct 

impact on the 
employees' satisfaction. 

 

According to the contents listed in the previous section and the main issues of  research, we can show the 

establishment of meritocracy in the processes cycle of HR management that is absorption and job 

placement schemes, training, promotion, motivation, effective and efficient use and maintenance in order 

to stabilize in it is fallowing as in Figure 2: 
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Figure 2: Establishment of meritocracy system in the process cycle of human resource management 

Research purpose  

The main objective of this research is to provide strategies to establish meritocracy system in process 

cycle of human resources management in order to stabilize it. It should be noted that to reach the goal of 

this research the following questions are stated. 

1- Providing the strategies to establish of meritocracy in the process of attracting human resources. 

2- Providing the strategies to establish of meritocracy in the process of training human resources. 

3- Providing the strategies to establish of meritocracy in the process of upgrading human resources. 

4- Providing the strategies to establish of meritocracy in the process of motivating human resource 

solutions. 

5- Providing the strategies to establish of meritocracy in the process of an effective use of human 

resources 
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6- Providing the strategies to establish of meritocracy in the process of the Human Resources 

Maintenance 

Methods  

This study is accounted as a descriptive-analytical in terms of analytic degree. 

It is a field case in terms of control level (through a questionnaire) and  a descriptive and non-empirical 

research due to the way of collecting data (non-experimental) in which it has been used the survey and 

library method to collect information and answer the questions of the research on library research 

methods. 

In this research, the statistical sample has been selected among the research conducted in the field of 

meritocracy system and the strategies of its implementation have been chosen as an example of targeted 

and available for study. Also in the section of field study, the statistical population is senior and middle 

managers of Tehran municipality studies, so sampling is not done due to limitation of statistical 

community and the research questionnaire is distributed to the entire population. The tool of gathering 

information and research data have been established based on receipt, check lists and questionnaires. In 

this research, it has been used the questionnaire, descriptive and inferential statistical methods in order to 

analyze the data collected from questionnaire.  

Findings 

The establishment of meritocracy into corporates is a complex, long-term and inclusive process, which of 

course has an important role in growth and development of firms. According to the review of the 

theoretical basics, the results of similar domestic and foreign research and interviews conducted with 

experts of these strategies of meritocracy establishment in order to stabilize the process cycle of HR 

management can be described as following: 

 

Table 2. Strategies for the establishment of meritocracy 

Components of meritocracy in 

components of Human 

Resource management cycle 

Related strategies with components of meritocracy in the human resource 

management cycle 

 

 

 

 

 

Merit-will 

Codifying a Master Plan for Human Resource Development includes employment, 

motivation, promotion, 

Training, improvement and retention in Tehran Municipality 

Analysis and re-design of municipal jobs with the approach of attracting specialists and 

Elites 

Codifying the establishment programs of meritocracy system in Municipality and 

requiring its implementation in all units  

 

 

Providing appropriate strategies for identifying new potentials of human resources in 

large-scale level such a designing site for requests of cooperation by professionals and 
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Merit survey 

Talents, collaboration with our country premier universities to this topic and association 

with elite center 

Amending the terms and procedures of entering  and employment in Tehran 

Municipality 

The establishment of appropriate hardware and software systems in the municipality of 

Tehran to maintain and update records, recording features and capabilities of staff 

Developing the standard system of Workforce Skills of Municipality in accordance with 

International approaches 

and municipal best practice in the world 

 

 

Merit assessment 

Development and implementation of the system of assessing scientific competence and 

rating new employees in 

 Municipality of Tehran 

The establishment of evaluation system based on performance and result in the 

Municipality of Tehran 

 

Merit selection 

Selection and appointment of new employees only with regard to staff's knowledge and 

skills and adapting them to the needs of municipal employees 

Regulating the process of selecting, appointing and changing managers in Tehran 

municipality 

Selection and appointment of people to the higher level only on the basis of professional 

and career path 

 

 

Merit employment 

Providing the necessary material and moral incentives to attract professional managers 

out of The municipality 

Motivating to attract experts and elites at the undergraduate level 

 

 

 

Merit breeding 

Establishing training and internship program for new staff without experience in 

municipal 

Review standards and staff  training programs based on the needs of the business, current 

and future projects and scientific developments in the world 

Official improvement of the quality of municipal managers and supervisors with the 

prediction of training and competency specific criteria 

Short-term and long-term job training and professional development for all employees 

Breeding municipal staff's Research morale and reward to top research 

Keeping up to date knowledge and skills of staff in ICT 

Development of methods and techniques of participation and teamwork 

 

 

Merit appointment 

Completing and correcting career program for all employees in the municipality 

Creating job rotation system in the municipality to identify the best options for each 

position 

 

Merit-maintenance 

Interviewing with resigned people and identifying the major causes of leaving 

professionals and providing appropriate approaches to the withdrawal of experienced and 

skilled workforce in municipalities 

Well-Regulating to meet, attract and retain appropriate force, especially in strategic units 

Payment based on appropriate integration of Result-oriented and productivity instead of 

part- time wage 

Increase salaries for all staffs in line with inflation 

In this research a questionnaire included 19 questions was provided to validate the methods for the 

establishment of the meritocracy system according to cycle of human resource management, and then 

they were distributed among the statistical sample after test and insuring from validity and reliability. 

The study population of the present study included all high and middle managers of Tehran municipality. 

The reason for this choice was their familiarity with the human resource issues in the municipality of 

Tehran. Due to the limited statistical population, sampling is not done in this research and questionnaire 
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was distributed to the entire population. Table 2 is a part of descriptive statistics collected responses about 

the validity of the strategies of establishment of meritocracy system in the cycle of human resource 

management in Tehran Municipality: 

Table 3. Descriptive results of the research data about the establishment strategies of meritocracy 

system 

  

 

Average main 

factors 

 

Relative frequency distribution 

 

 

 

Strategies to establish 

meritocracy system 

 

No. 

Disagree Disagree 

completely 

 

Somewhat 

agree 

 

I 

agree 

 

I 

quite 

agree 

 

 

3.93 6% 9% 9% 35% 41% Merit-will 1 

3.95 5% 8% 13% 36% 38% Merit survey 2 

3.73 10% 8% 13% 36% 33% Merit assessment 3 

3.92 7% 8% 10% 36% 39% Merit selection 4 

3.99 3% 8% 14% 37% 38% Merit employment 5 

3.79 10% 9% 11% 37% 33% Merit breeding 6 

3.81 8% 8% 11% 43% 30% Merit appointment 7 

3.86 6% 7% 16% 36% 35% Merit maintenance 8 

 

In this study, after collecting the views of respondents, it was used binomial t-test to survey their validity 

for the strategies to establish meritocracy system. In this test, two assumptions were stated. If any of 

questions has relative frequency higher than 50%, these questions will be approved and if any of them 

have frequency equal to or less than 3, it can be concluded that the respondents' opinions are not effective 

to establish strategies of meritocracy system in the cycle of human resource management in the 

municipality of Tehran. Results of the binomial t test are as below. It must be mentioned that approval 

basis of binomial t test is the level of error of less than 5% (P-Value). 

The research results state that all 27 strategies identified for the system of meritocracy in eight 

dimensions (merit-will, merit-survey, merit assessment, merit selection, merit employment, merit 

breeding, merit-appointment and merit-appointment) were approved at the 95% confidence level (error of 

less than 5 percent) by respondents. 

Considering the important possible differences in these research strategies the Friedman test was used to 

rate strategies of establishing meritocracy in the cycle of human resource management in municipality in 

the view of respondents. According to results of this test, from the respondents' point of view, ranking the 

importance of strategies dimensions to establish meritocracy are following in Table 3: 
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Table 3. Results of Friedman test about importance of meritocracy strategies 

No. Strategies of meritocracy dimension Mean Rank Priority of Effect 

1 Merit –will 4.96 3 

2 Merit-survey 5.53 2 

3 Merit-assessment 3.45 8 

4 Merit-selection 4.90 4 

5 Merit-employment 5.59 1 

6 Merit-breeding 3.89 7 

7 Merit-appointment 3.91 6 

8 Merit-maintenance 4.23 5 

 

Regarding to the above findings, it can be said for the establishment of meritocracy system in the cycle of 

human resource management in Tehran Municipality, the importance of strategies are merit-employment, 

merit-survey, merit-will, merit-selection, merit-maintenance, merit-employment, merit-breeding and 

merit-assessment, respectively.   

Discussion and conclusion 

Merit as an essential component of developing organizational capitals is accounted an infrastructure to 

create top values organizations in the knowledge-based economy. Establishing merit-oriented system in 

components of merit-will, merit survey, merit assessment, merit selection, merit employment, merit 

breeding, merit-maintenance helps organization making a common and coordinate framework based on a 

common set of merits related to the process of human resources cycle to manage human resources in an 

integrated approach. To develop and promote meritocracy system in Iranian organizations, it is necessary 

to know the operational strategies of implementing meritocracy system and try to implement them. On the 

other hand the needs to establish the system in organizations has become an epidemic believe and top-

level managers have accepted it as one of the rescue paradigm for their favorite organizations. 

According to above mentioned what we followed in this study was to define operational strategies to 

implement the meritocracy system in human resource management cycle of Tehran Municipality. In this 

study, after matching components f meritocracy system in human resource management cycle, it was 

determined the operational guidelines of the meritocracy system with considering to the position of these 

components in the cycle of human resource management in the municipality of Tehran. Furthermore in 

order to check the validity of methods identified, the research questionnaire was designed and distributed 

among managers of Tehran municipality. Data were analyzed by descriptive and inferential statistics 
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(binomial t-test and Friedman test). According to the analysis of collected data, to establish meritocracy 

system in human resource management cycle of Tehran Municipality these strategies were approved as 

merit-employment, merit maintenance, merit employment, merit breeding and merit-assessment, 

respectively by managers of Tehran Municipality. 

Fact qualified and competent survey of managers of Tehran Municipality. 

According to the results of the analysis of the study data, it is suggested to managers and practitioners in 

Tehran Municipality to consider these strategies determined in this research including operational 

guidelines of establishing  the project of meritocracy system in Municipality and all units are required to 

implement it, deploying the appropriate hardware and software systems in the municipality of Tehran for 

maintaining and updating records, recording features and capabilities of employees, amending the terms 

and procedures of employment in Tehran Municipality, analysis and design of municipal jobs with the 

approach of attracting specialists and elites and selection and appointment of staff to higher category only 

on the basis of specific conditions and the promotion, providing the necessary provision of moral and 

material incentives to attract professional managers outside the municipality, payment based on the 

appropriate integration of result-oriented and productivity  instead of part-time payment and creating job 

rotation system in the municipality to identify best options for each post and also to allocate human and 

financial resources necessary to implement these strategies in order to establish meritocracy in human 

resource management cycle of Tehran Municipality.  
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