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ABSTRACT: This study aims to analyze the implementation of meritocracy principles in the 

recruitment and selection process of human resources at educational institutions. The research 

uses a qualitative approach and a library research method, reviewing various scholarly sources, 

including books, journals, articles, and relevant documents. The results show that the 

application of a merit-based system in recruitment and selection plays an important role in 

creating a professional, objective, and transparent human resource management system. The 

recruitment process is carried out based on competence, qualifications, capability, and work 

performance, enabling educational institutions to acquire teaching and administrative staff 

who match the organization's needs. However, the implementation of the merit system still 

faces various challenges, including nepotism, subjectivity, and limitations in the selection 

process. Therefore, regulatory strengthening, increased transparency, and ongoing supervision 

are needed to ensure that meritocracy is applied effectively and sustainably, supporting 

improvements in educational quality. 
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INTRODUCTION 

Human resource management constitutes one of the strategic elements in 

determining the quality and success of educational institutions. The presence of 

competent educators and educational personnel is crucial to the effectiveness of 

educational implementation and the achievement of institutional objectives. Therefore, 

the recruitment and selection processes of human resources should not merely be 

understood as administrative activities, but rather as part of an organizational strategy 

aimed at acquiring professional, competent, and high-integrity personnel who align 

with the needs of educational institutions (Jaswadi et al., 2025). In the context of global 

competition and the increasing demands for educational quality improvement, 

educational institutions are required to implement human resource management 

systems that are objective, transparent, and accountable (Hafiedh Hasan, 2022). 
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One approach considered relevant in establishing professional human resource 

governance is the implementation of a merit system. A merit system is a human 

resource management mechanism that bases recruitment, selection, promotion, and 

career development on competence, qualifications, capabilities, and individual 

achievements (Wijaya & Harsono, 2024). Through this system, human resource 

management is conducted based on the principles of objectivity, professionalism, and 

fairness, thereby enabling decision-making processes to be carried out transparently 

and free from discriminatory practices, nepotism, and personal interests that may 

hinder organizational quality (Eko Prasojo, 2019). The implementation of a merit system 

is also believed to foster a more professional working environment, as every individual 

is provided with equal opportunities to develop according to their competencies and 

capabilities. 

Within educational institutions, the implementation of a merit system has 

become increasingly important because the quality of human resources is directly 

related to the quality of educational services. Recruitment and selection processes 

conducted based on meritocratic principles enable educational institutions to acquire 

personnel whose competencies align with organizational needs and job requirements. 

Furthermore, such a system can improve work effectiveness, institutional productivity, 

and support the establishment of an organizational culture oriented toward 

achievement and professionalism (Haq & Maunah, 2023). Thus, the implementation of 

a merit system serves not only as an administrative instrument but also as a strategy for 

sustainable improvement in educational quality. 

Nevertheless, the implementation of a merit system in practice continues to face 

various challenges. Limited understanding of the importance of the merit system, the 

persistence of nepotistic and collusive cultures, and the lack of supporting resources 

frequently become obstacles to implementing objective, transparent recruitment and 

selection processes (Sastrohadiwiryo & Syuhada, 2021). In several educational 

institutions, recruitment processes are still influenced by personal relationships, 

emotional proximity, and particular interests, thereby neglecting competence and 

professionalism. Such conditions have the potential to reduce the quality of human 

resources and negatively affect the effectiveness of educational organizations. 

Previous studies have indicated that educational systems require human 

resource management mechanisms capable of ensuring equal opportunities, 

professional performance, and organizational effectiveness in responding to the 

challenges of contemporary development (Rahmayoni, 2021). In addition, 

implementing a merit system is seen as a solution to create recruitment and selection 

processes that are fairer, more objective, and free of subjective bias. However, various 
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studies have also shown that merit systems in educational institutions have not yet 

operated optimally due to structural and cultural barriers to their implementation. 

Based on these conditions, this study examines the implementation of 

meritocratic principles in the recruitment and selection processes of human resources 

within educational institutions. The study focuses on the mechanisms involved in 

implementing the merit system, the challenges encountered in its application, and the 

urgency of its implementation in educational institutions. In addition to enriching 

theoretical discussions in human resource management, this study is also expected to 

serve as a reference for educational institutions in developing recruitment and selection 

systems that are more professional, fair, objective, and transparent, thereby supporting 

the establishment of high-quality institutional governance. 

 

METHOD 

This study employed a qualitative approach using a library research design to 

examine the implementation of meritocratic principles in the recruitment and selection 

processes of human resources within educational institutions, drawing on various 

scholarly literature sources. Library research is a research method that places literature 

and written sources at the centre of data collection and analysis (Cresswell, J. W., 2019). 

The research data were obtained from academic books, national and international 

journals, scholarly articles, policy documents, and various relevant references indexed 

in Google Scholar, all closely related to the research topic. The selection of sources was 

based on their relevance, academic credibility, and publication recency to ensure that 

the data employed were aligned with the research objectives. 

Data collection was conducted through a documentation study method, 

involving identifying, selecting, and reviewing relevant literature on the study's focus. 

The literature search was conducted across academic databases and reliable scientific 

sources to obtain relevant and valid data. The collected data were subsequently 

analyzed using content analysis techniques through a descriptive-qualitative approach 

to understand the concepts, mechanisms, and challenges involved in implementing the 

merit system within human resource management in educational institutions. This 

technique was employed to generate a systematic, in-depth synthesis of the data from 

the various sources reviewed in the study. 

Data validity was ensured through source triangulation by comparing multiple 

references on the same theme. This step was undertaken to ensure information 

consistency and strengthen the validity of the research findings. Accordingly, this study 

is expected to produce an objective, systematic, and academically rigorous analysis 
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while also contributing conceptually to the development of merit systems in 

educational human resource management. 

 

RESULT AND DISCUSSION 

1. The Urgency of Implementing Meritocratic Principles in Human Resource 

Recruitment within Educational Institutions 

The findings of this study indicate that implementing meritocratic principles in 

the human resource recruitment process is a strategic step toward improving the 

quality of educational institutions. Meritocracy is understood as a system that bases 

recruitment on competence, capability, achievement, and professionalism. Within 

educational institutions, implementing these principles is essential because the quality 

of educators and other educational personnel directly influences the effectiveness of 

educational administration and the achievement of organisational objectives. 

Meritocracy in the recruitment and selection of human resources can be 

implemented through a merit-based mechanism that grounds human resource 

management processes on competence (Setyowati, 2016). The merit system refers to 

the placement of the most qualified individuals in positions that correspond to their 

capabilities (Mccourt & West, 2007). In line with this perspective, staffing decisions 

should be based on individual quality and capacity rather than influenced by subjective 

factors such as personal relationships, social status, or particular interests (Herman, 

2012). 

Meritocracy-based recruitment is conducted through objective, open, and 

transparent procedures by considering the compatibility between candidates’ 

competencies and the needs of educational institutions (Siswanto, 2026). Through this 

system, every individual has equal opportunities to participate in the selection process, 

free from subjective factors such as personal relationships, social background, or 

specific interests. Accordingly, educational institutions can recruit ethical professionals 

who possess integrity and demonstrate competencies relevant to their respective 

responsibilities. 

In accordance with Law Number 5 of 2014, the merit system is a human resource 

management policy that emphasises qualifications, competencies, and performance in 

an objective and fair manner, without being influenced by political background, 

ethnicity, religion, gender, regional origin, or disability. The implementation of this 

system is grounded in the principles of professionalism, transparency, objectivity, and 

non-discrimination in every human resource management process in order to assist 

organizations in obtaining personnel who align with institutional needs while 
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simultaneously supporting the optimal development of employee capacities (KASN, 

2018). 

In addition to creating fairness in recruitment processes, the implementation of 

meritocratic principles also contributes to improving productivity and the overall quality 

of educational organizations (Sulaiman et al., 2025). Employees recruited based on 

competence tend to be more motivated and perform their duties more effectively. Such 

conditions contribute to improving the quality of educational services, enhancing 

organizational effectiveness, and fostering a competitive and achievement-oriented 

work culture. Therefore, meritocracy serves as an essential foundation for establishing 

a professional human resource management system within educational institutions. 

2. Merit-Based Recruitment and Selection Mechanisms in Educational Institutions 

The implementation of meritocratic principles in educational institutions is 

achieved through systematic, competency-based recruitment and selection processes. 

The process begins with an analysis of human resource needs conducted through job 

identification, workload analysis, and the determination of competency standards 

required by educational institutions (Linda, 2025). This stage aims to ensure that 

recruitment processes are carried out in accordance with organizational needs and 

support the effective achievement of educational objectives (Darmawan et al., 2021). 

According to Law of the Republic of Indonesia Number 14 of 2005 concerning 

Teachers and Lecturers, Article 24 paragraph (1) states that the government is obligated 

to provide adequate educational personnel in terms of quantity, academic 

qualifications, and competencies in an equitable manner to support the 

implementation of formal education, particularly at the levels of early childhood, 

primary, and secondary education. Furthermore, Article 24 paragraph (3) explains that 

district and municipal governments are also responsible for fulfilling the needs for 

educational personnel within their respective authorities, including the provision of 

adequate numbers of educators, proportional academic qualifications, and 

competencies in educational administration (National Education System Law, 2003). 

The recruitment process begins with identifying the needs of educational 

institutions through strategic planning aligned with organizational objectives and 

institutional requirements. This stage is conducted to ensure that prospective human 

resources possess the competencies, qualifications, and personal characteristics that 

correspond to the vision, mission, and organizational culture of educational institutions. 

The stages of merit system-based recruitment and selection of prospective human 

resources are presented in Table 1 below. 

 

 

http://jurnal.gerakanedukasi.com/index.php/gerasi
https://doi.org/10.56404/jels.v6i1.241


 

Vol 06 No 01 March 2026 
http://jurnal.gerakanedukasi.com/index.php/gerasi 

https://doi.org/10.56404/jels.v6i1.295      

 

 

 
Vol. 06 No. 01 March 2026 

305  
 

Tabel 1. Recruitment and Selection Processes Through the Merit Syste 

No Rekruitmen Seleksi 

1 Identification of organizational needs and job 
analysis 

Identification of 
organizational needs and 
job analysis 

2 Formulation of qualifications and job 
competency standards 

Formulation of 
qualifications and job 
competency standards 

3 Determination of recruitment strategies and 
methods 

Determination of 
recruitment strategies and 
methods 

4 Job vacancy publication and application 
submission process 

Job vacancy publication 
and application submission 
process 

5 Management of applicant data according to 
institutional needs 

Management of applicant 
data according to 
institutional needs 

 

After workforce needs have been determined, educational institutions develop 

clear job criteria and specifications, including academic qualifications, work experience, 

professional competencies, pedagogical abilities, and other supporting skills. 

Information regarding job vacancies is then publicly announced to ensure accessibility 

for all prospective applicants. Transparency in the dissemination of information is a 

crucial component of meritocracy, as it ensures equal opportunities for all individuals 

to participate in the selection process. 

The selection stage is carried out through several assessment mechanisms, such 

as administrative screening, competency tests, interviews, microteaching sessions, and 

evaluation of candidates' track records. All of these stages are conducted using 

objective, measurable indicators, enabling decision-making processes to be carried out 

professionally and free of subjective bias (Kartika, 2022). 

In efforts to improve the quality of educational institutions, school principals are 

required to implement a merit-based system for managing teaching staff. The merit 

system emphasizes the importance of professionalism and competence as the primary 

basis for determining educational human resources (Woodard, 2005). Therefore, 

teacher recruitment processes must be designed through structured, objective, and 

transparent mechanisms to ensure effective and accountable implementation. The 

stages of teacher recruitment planning are presented in Table 2 below. 
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Tabel 2. Teacher Recruitment Planning Flow 

Principal 
(Headmaster) 

Education and 
Culture Office 

Administrative 
Team 

Selection Team 

   

 

 

 

 

 

 

 

 

 

The recruitment and selection flow presented in the table demonstrates a well-

structured mechanism that ensures each stage, from the submission of staffing needs 

by the Principal to validation by the Education Office, is based on a real workload 

analysis and measurable professional standards without subjective intervention. By 

integrating rigorous administrative screening and substantive competency 

assessments, such as interviews and microteaching, educational institutions can 

mitigate bias in staff selection. Thus, this process functions not only as an administrative 

instrument, but also as a quality assurance strategy to ensure that teaching positions 

are filled by the most qualified individuals (the right person in the right place), thereby 

fostering a competitive and achievement-oriented organizational culture. 

Implementing performance-oriented recruitment and selection enables 

educational institutions to attract prospective employees with the best competencies 

and qualities aligned with organisational needs. Through this process, institutions can 

recruit professional human resources with measurable capabilities who can make 

optimal contributions to the execution of their duties (Jamalulel et al., 2024). In 

addition, the application of an objective and transparent system creates a fairer and 

more professional environment, as each candidate is given equal opportunities to 

participate in the selection process without discrimination or undue influence from 

particular interests. 

Start 

Proposal for 
Additional 

Teaching Staff 

Proposal for 
Additional 

Teaching Staff 

Preparation
gdnnn 

Approved 

Assessment Test 

Pass 

Assessment 
Test: 
-Interview 
-Microteaching 
-etc. 

Pass 

Finish 

No 
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In the merit system, work performance is the primary basis for human resource 

management. Wungu explains that employee performance improvement is strongly 

influenced by individual competence and potential (Daryanto, 2007). Employees who 

demonstrate high performance generally receive rewards such as salary increases, 

promotions, or career development opportunities. Conversely, employees with low 

performance may face consequences such as reduced incentives, limited career 

advancement opportunities, or demotion. The implementation of reward and 

punishment mechanisms is considered capable of influencing employee attitudes, 

motivation, and work behavior, thereby fostering a more professional and productive 

work culture (Putra & Damayanti, 2020).  

One effort to improve teacher performance is the implementation of reward and 

punishment mechanisms (Setiarini et al., 2025). Teachers who demonstrate good 

performance, discipline, and achievement may receive rewards as a form of 

appreciation, while those who violate regulations or show suboptimal performance may 

be subject to sanctions in accordance with applicable provisions (Brotoharsojo, 2003). 

3. Challenges and Strengthening Efforts in Implementing Meritocracy in Educational 

Institutions 

Although the merit system has various advantages in human resource 

management, its implementation in educational institutions still faces several 

challenges. According to (Yana, L., & Sirozi, 2025), one of the main obstacles is the 

persistence of nepotism, collusion, and subjectivity in recruitment and staffing 

processes. In some educational institutions, employee recruitment is not yet fully based 

on competence and professionalism, but is still influenced by personal relationships and 

specific interests. Such conditions have the potential to reduce the quality of human 

resources and hinder the establishment of professional educational governance. 

In addition, limited resources and a limited understanding of the merit system's 

importance constitute barriers to its implementation. Not all educational institutions 

have adequate selection instruments, professional assessors, or standardized 

evaluation systems. As a result, selection processes are often conducted simplistically 

and are unable to objectively assess candidate competencies (Woodard, 2005). 

To address these challenges, continuous training and socialization regarding the 

implementation of the merit system are required for key stakeholders, particularly 

school or madrasah principals who play a central role in human resource recruitment 

and selection. Such efforts are important to strengthen understanding and 

implementation of meritocratic principles in decision-making processes. In addition, a 

holistic approach is needed to encourage paradigm shifts and behavioral change in 

human resource management, including strengthening integrity and professionalism 
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within educational institutions, both public and private, as well as within the broader 

education management system (Aswin Maysura, 2025). 

On the other hand, the effectiveness of this system depends heavily on external 

oversight mechanisms involving society and the media to ensure transparency and 

mitigate the risk of abuse of power. Although organizational culture challenges often 

slow down the transition process, long-term commitment through periodic monitoring 

and evaluation is an essential prerequisite for the successful implementation of an 

inclusive merit system in education (Dwiyanto, 2018). Therefore, synergy among the 

public, private, and civil sectors serves as a fundamental foundation for realising 

accountable educational governance. 

Based on the explanation above, it can be academically stated that the 

implementation of a merit system requires standardized, objective competency 

parameters free from subjective intervention at every stage of selection. This process 

begins with precise job analysis (Anjab) and workload analysis (ABK) to determine 

required candidate qualifications. According to talent management principles, merit 

system implementation must be supported by information transparency and the use of 

highly valid assessment instruments to minimize decision-making bias. The integration 

of information technology into recruitment management systems is also a key variable 

in strengthening data transparency. Ultimately, the success of this system not only 

improves administrative efficiency but also creates a healthy competitive climate that 

fosters collective performance improvement within educational institutions. 

 

CONCLUSION 

Based on this study's findings, the implementation of meritocratic principles in 

the recruitment and selection of human resources within educational institutions is 

important for establishing a professional, objective, and transparent human resource 

management system. The merit system is implemented through competency-, 

qualification-, and performance-based selection processes, enabling educational 

institutions to recruit qualified teaching and non-teaching staff in accordance with 

organizational needs. However, its implementation still faces challenges, including 

subjectivity, nepotism, and limitations in selection systems. Therefore, strengthening 

regulations, enhancing transparency, and ensuring continuous supervision are required 

to improve educational quality. Accordingly, it is necessary to reinforce regulatory 

frameworks, improve transparency, optimise the use of information technology, and 

strengthen continuous monitoring to implement the merit system more effectively in 

supporting the sustainable improvement of educational quality. 
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