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Interpretive Structural Modeling of the Drivers of

Non-Elite Selection in Iranian Governmental
Organizations
ABSTRACT

The objective of the present study is to develop an interpretive structural model of the drivers of
non-elite selection in Iranian governmental organizations. This study falls within the category of
mixed-methods research designs. In terms of purpose, the research is applied, and with respect
to data collection, it is descriptive, employing a qualitative—quantitative approach. Initially, a list of
drivers was identified through content analysis and semi-structured interviews with experts, then
screened using the Delphi method, and subsequently stratified using the interpretive structural
modeling (ISM) approach. The participants in the thematic analysis phase consisted of 15
academic experts and managers of governmental organizations. In the Delphi analysis and
interpretive structural modeling phase, 12 academic experts and human resource managers from
governmental organizations participated, who were selected using purposive sampling. The
instrument used in the qualitative phase was semi-structured interviews; in the Delphi phase, an
expert-based questionnaire was employed; and in the interpretive structural modeling phase, an
ISM questionnaire was utilized. In this study, 15 key factors were identified and classified into six
hierarchical levels: Level 1 (outcome factors: elite migration and intra-organizational distrust),
Level 2 (elite-averse managerial fear and resistance to change), Level 3 (weak evaluation system,
preference for personal relationships, and anti-elite managerial attitudes), Level 4 (inefficient
employment structure and traditional recruitment processes), Level 5 (influence of powerful
interest groups, lack of meritocracy, and centralized decision-making), and Level 6 (root factors:
weak governance support, anti-elite public culture, and external political pressures). This model
illustrates the causal relationships among these factors, and its innovation compared to previous
studies lies in integrating internal and external factors to support comprehensive policymaking.
Keywords: Interpretive Structural Modeling, Elite Selection, Governmental Organization.

Introduction

The effectiveness, sustainability, and adaptive capacity of governmental organizations increasingly depend on their ability

to identify, attract, develop, and retain elite human capital. In contemporary knowledge-based economies, elite individuals—

defined as those possessing high levels of expertise, creativity, and leadership potential —serve as the principal drivers of

innovation, institutional resilience, and national competitiveness. Talent management has thus emerged as a strategic priority

for public sector institutions, particularly in contexts characterized by rapid technological change, globalization, and evolving

workforce expectations [1, 2]. The strategic importance of elite selection is further reinforced by the increasing reliance on

specialized skills and cognitive capabilities in public administration, where complex policy environments require highly

capable personnel capable of navigating uncertainty and implementing evidence-based solutions [3]. Consequently, elite

selection is no longer a routine administrative function but rather a central determinant of organizational performance,

governance effectiveness, and long-term institutional sustainability.


https://doi.org/10.61838/fwdmj.222
http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0
https://orcid.org/0009-0007-0487-2462
https://orcid.org/0009-0003-1442-9617
https://orcid.org/0000-0002-8880-4219
https://crossmark.crossref.org/dialog/?doi=10.61838/fwdmj.66
http://creativecommons.org/licenses/by-nc/4.0

Despite this strategic importance, many governmental organizations face persistent challenges in establishing effective
systems for identifying and recruiting elite individuals. These challenges often arise from structural, cultural, political, and
procedural constraints that undermine merit-based selection and talent retention mechanisms. Recruitment and selection
systems in public organizations are frequently influenced by bureaucratic rigidity, political interference, and institutional
inertia, which limit their ability to attract and retain top talent [4, 5]. Moreover, deficiencies in recruitment methodologies,
including reliance on traditional evaluation systems and inadequate competency-based assessment frameworks, can result
in the selection of less qualified candidates, thereby weakening organizational performance and reducing institutional
competitiveness [6]. The emergence of artificial intelligence and machine learning has introduced new opportunities to
enhance recruitment efficiency and reduce bias, yet many public sector organizations have not fully integrated these
technologies into their selection processes, limiting their potential to improve elite selection outcomes [7, 8].

In addition to procedural limitations, organizational culture and managerial attitudes play a critical role in shaping elite
selection dynamics. Research has demonstrated that managerial resistance to elite recruitment may arise from perceived
threats to authority, fear of organizational change, or concerns about disruption to existing power structures. Elite-avoidance
behaviors among managers represent a significant barrier to meritocratic recruitment and can contribute to systemic
inefficiencies within public institutions [9]. Such behaviors are often reinforced by institutional cultures that prioritize loyalty,
conformity, or personal relationships over competence and innovation, thereby undermining the principles of meritocracy
and professional excellence [10]. The persistence of anti-elite attitudes within organizations may also reflect broader societal
perceptions of elites, which are shaped by political narratives, economic inequalities, and cultural factors that influence public
trust and institutional legitimacy [11, 12]. These cultural and psychological dynamics contribute to the complexity of elite
selection and highlight the need for comprehensive, system-level analysis.

Structural and governance-related factors further complicate elite selection processes in governmental organizations.
Weak governance frameworks, centralized decision-making systems, and inadequate accountability mechanisms can create
environments in which elite selection is influenced by political considerations rather than merit-based criteria. Such
conditions reduce organizational transparency and limit opportunities for highly qualified individuals to enter and advance
within public institutions [13, 14]. Moreover, the influence of powerful interest groups and political actors can distort
recruitment processes, resulting in patronage-based appointments and reduced organizational effectiveness. These dynamics
are particularly pronounced in environments characterized by strong political control over administrative systems, where
institutional autonomy is limited and recruitment decisions are subject to external influence [12, 15]. The consequences of
these structural limitations extend beyond individual organizations, affecting national innovation capacity, governance
quality, and economic development.

The failure to effectively recruit and retain elite individuals has significant organizational and societal consequences. One
of the most critical outcomes is elite migration, commonly referred to as brain drain, which represents the loss of highly
skilled individuals to more competitive or supportive institutional environments. Elite migration reduces the intellectual
capital available to governmental organizations and weakens their ability to implement complex policy initiatives and deliver
high-quality public services [16]. In addition, ineffective elite selection systems contribute to reduced employee motivation,
lower organizational trust, and diminished institutional legitimacy. When employees perceive recruitment processes as unfair

or politically influenced, their commitment to organizational goals declines, resulting in reduced productivity and increased



turnover [17]. These outcomes highlight the systemic nature of elite selection challenges and underscore the importance of
addressing underlying structural and cultural drivers.

The complexity of elite selection challenges requires a forward-looking and systems-based approach that considers both
internal organizational factors and external environmental influences. Futures studies methodologies and foresight-based
approaches provide valuable tools for analyzing complex organizational systems and identifying key drivers of change. These
approaches emphasize the importance of anticipating future trends, exploring alternative scenarios, and developing adaptive
strategies to enhance organizational resilience and effectiveness [18, 19]. Scenario development techniques, in particular,
enable organizations to explore potential future conditions and identify strategic interventions to improve talent
management systems [20, 21]. Similarly, foresight methodologies have been shown to improve organizational decision-
making and enhance the effectiveness of strategic planning processes [22, 23]. By integrating foresight perspectives into
talent management strategies, organizations can better anticipate emerging challenges and develop proactive solutions to
improve elite selection outcomes.

Recent research has also emphasized the importance of integrated talent management frameworks that align recruitment,
development, and retention processes with organizational strategy. Effective talent management systems are characterized
by transparent recruitment processes, competency-based evaluation frameworks, and supportive organizational cultures
that promote innovation and professional growth [24, 25]. These systems require coordinated efforts across multiple
organizational levels and functions, including human resource management, leadership development, and performance
evaluation. Moreover, advances in digital technologies and data analytics offer new opportunities to enhance talent
management processes by enabling more accurate assessment of candidate capabilities and improving decision-making
accuracy [3, 7]. However, the successful implementation of these technologies depends on organizational readiness,
governance structures, and cultural acceptance, highlighting the need for comprehensive organizational transformation.

Interpretive Structural Modeling (ISM) has emerged as a valuable methodological tool for analyzing complex systems and
identifying hierarchical relationships among key variables. ISM enables researchers to systematically examine causal
relationships among factors and develop structured models that provide insights into system dynamics and
interdependencies. This methodology has been widely applied in organizational research to analyze strategic factors, identify
key drivers, and support evidence-based decision-making [15]. By identifying the hierarchical structure of drivers and their
causal relationships, ISM provides a comprehensive framework for understanding complex organizational challenges and
developing targeted interventions. The integration of ISM with qualitative methods such as thematic analysis and Delphi
techniques enhances the robustness and validity of research findings, enabling researchers to capture both expert
perspectives and empirical relationships among variables [15, 26].

In the context of governmental organizations, the application of ISM and related systems-based methodologies offers
significant potential for improving elite selection processes. By identifying the root causes and systemic drivers of non-elite
selection, policymakers and organizational leaders can develop targeted strategies to address structural barriers, improve
recruitment transparency, and promote meritocratic practices. Such approaches are particularly important in environments
characterized by complex governance systems and multiple stakeholder influences, where traditional analytical methods may

be insufficient to capture system dynamics. Furthermore, the integration of foresight perspectives with ISM can enhance the



strategic relevance of research findings and support the development of adaptive talent management systems that are
capable of responding to evolving organizational and environmental conditions [13, 18].

Given the strategic importance of elite selection for organizational effectiveness, governance quality, and national
development, and considering the complex interplay of structural, cultural, political, and organizational factors that influence
recruitment processes in governmental institutions, the present study aims to develop an interpretive structural model of

the drivers of non-elite selection in Iranian governmental organizations.

Methodology

The present study was designed using a mixed-methods approach and implemented in two main qualitative and
quantitative phases in order to comprehensively cover different aspects of the research topic. The qualitative phase focused
on thematic analysis and the Delphi method to identify and categorize key concepts derived from interview data, while the
guantitative phase employed the Interpretive Structural Modeling (ISM) approach to model the hierarchical relationships
among variables. The statistical population in the thematic analysis phase consisted of academic experts and managers from
several governmental organizations, who were selected through purposive sampling, totaling 15 participants, until theoretical
saturation was achieved. These participants were drawn from various domains to identify the initial factors (n = 15). The
statistical population in the Delphi analysis and interpretive structural modeling phase included academic experts as well as
executive and human resource managers from governmental organizations, of whom 12 participants were purposively
selected. This purposive selection enabled access to deep and reliable qualitative data and assisted the researcher in
extracting latent patterns within the integration process.

The data collection instrument in the qualitative phase consisted of semi-structured interviews. In the Delphi phase, an
expert-oriented questionnaire was employed, and in the interpretive structural modeling phase, expert-based ISM
questionnaires were utilized. To ensure validity and reliability in thematic analysis, a recoding verification procedure was
conducted by three independent coders, resulting in an agreement coefficient exceeding 85%. Validity was further
strengthened through participant review of the results. In the interpretive structural modeling approach, validity was
established by evaluating the consistency of the relational matrix by an expert panel, and reliability was confirmed through
replication of the modeling process across sample subgroups to ensure the stability and reproducibility of the model.

In this study, the drivers of non-elite selection were first identified and extracted using thematic analysis. Subsequently,
the Delphi method was employed to evaluate and refine the identified variables. Finally, based on the importance and
interrelationships among variables at the identified levels, the hierarchical model was developed. This integrated approach
not only enhances the scientific validity of the research but also provides a practical foundation for applying the findings
within governmental organizations.

The subject scope of the present study involves identifying the drivers of non-elite selection in governmental organizations.
The geographical scope of the study includes governmental organizations in Iran. The temporal scope of the study, in terms

of data collection, corresponds to the year 2025.



Findings and Results

In the first stage of the research, key concepts and insights related to the “interpretive structural modeling of the drivers
of non-elite selection in Iranian governmental organizations” were extracted and listed from the interview process. For this
purpose, the extracted statements, concepts, and indicators from the interviews were subjected to rigorous analysis and
standardization procedures, including selecting more precise terminology and eliminating overlapping concepts. As a result,
190 initial indicators were identified. The extracted themes were organized into a checklist format to guide subsequent
interviews, and through expert interviews, some indicators were revised or eliminated.

In the second stage, the identified basic themes were grouped into broader organizing themes. In the third stage, the
thematic network was constructed. Table 1 presents the basic, organizing, and overarching themes within the primary
category of drivers. Irrelevant themes were eliminated, and some related themes were merged, resulting in 15 final basic
themes.

Table 1

Final Driver Codes After Screening

Indicators

Elite-averse managerial fear
Preference for personal relationships
Weak evaluation system

Anti-elite managerial attitudes
Resistance to change

Weak governance support

Anti-elite public culture

External political pressures

Influence of powerful interest groups
Internal organizational distrust
Migration of talented elites

Lack of organizational meritocracy
Centralized administrative decision-making
Inefficient employment structure
Traditional recruitment processes

The distribution and dispersion of variables in the scatter diagram indicate the stability or instability of the system. In the
MICMAC software methodology and data analysis section, two types of dispersion are generally defined, known as stable
systems and unstable systems. In stable systems, three categories can be observed: highly influential system variables (key
or input factors), independent variables (low-influence and removable variables), and system output variables (dependent or
outcome variables). In contrast, unstable systems are more complex than stable systems. In such systems, variables are
distributed around the diagonal axis of the scatter plot, and most variables exhibit both influence and dependence
characteristics simultaneously. In this condition, identifying key factors becomes significantly more difficult. Based on the
input data and their analysis in the software environment, the position of key factors in the influence—dependence diagram
is presented below.

In this study, the Delphi technique was used to evaluate and refine the 15 identified components. The perspectives of 15

experts regarding each indicator are presented in Table 2.



Table 2

Evaluation and Screening of Indicators Based on the Delphi Technique

Component Question Mean Median Mode Std. Deviation Range Ql Q2 Q3 Status

Elite-averse managerial fear D01 3.162 3 4 0.998 4 3 3 4 Confirmed
Preference for personal relationships D02 3.465 4 4 0.908 4 3 4 4 Confirmed
Weak evaluation system D03 3.651 2 2 0.482 1 2 3 3 Confirmed
Anti-elite managerial attitudes D04 4.000 4 4 0.000 0 4 4 4 Confirmed
Resistance to change D05 3.302 3 3 0.599 2 3 3 4 Confirmed
Weak governance support D06 3.186 3 3 0.732 2 3 3 4 Confirmed
Anti-elite public culture D07 3.627 4 4 0.655 2 3 4 4 Confirmed
External political pressures D08 3.465 4 4 0.630 2 3 4 4 Confirmed
Influence of powerful interest groups D09 3.255 3 3 0.658 3 3 3 4 Confirmed
Internal organizational distrust D10 3.248 3 3 0.650 2 3 3 4 Confirmed
Migration of talented elites D11 3.744 4 4 0.538 2 4 4 4 Confirmed
Lack of organizational meritocracy D12 4.000 4 4 0.000 0 4 4 4 Confirmed
Centralized administrative decision-making D13 3.754 4 4 0.520 2 4 4 4 Confirmed
Inefficient employment structure D14 3.697 4 4 0.513 2 3 4 4 Confirmed
Traditional recruitment processes D15 3.767 4 4 0.427 1 4 4 4 Confirmed

To calculate the agreement among expert opinions, Kendall’s coefficient of concordance was used.

Table 3

Kendall’s Coefficient of Concordance

Delphi Round

Kendall’s Coefficient

Degrees of Freedom

Significance Level

First Round 0.845

14

0.000

Based on the results presented in Table 3, Kendall’s coefficient obtained in the second round of the Delphi technique was

0.845, indicating a moderate level of agreement among expert opinions. Furthermore, the significance level was 0.000,

demonstrating that the obtained results are statistically significant and can be relied upon with 95% confidence.

To determine the hierarchical levels of the drivers of non-elite selection in Iranian governmental organizations, the
Interpretive Structural Modeling (ISM) method was employed. The design of the interpretive structural model is a method
used to examine the influence of each variable on other variables. This design represents a comprehensive approach for

assessing relationships and is used to develop the structural framework of the model in order to achieve the overall research

objectives.

To construct the initial model, the interpretive structural modeling method was applied. For this purpose, the Structural
Self-Interaction Matrix (SSIM) was first developed. The relationships among the overarching constructs were represented

using four symbols: V (variable i influences variable j), A (variable j influences variable i), X (bidirectional relationship), and O

(no relationship). The structural self-interaction matrix is presented in Table 4.

Table 4

Structural Self-Interaction Matrix (SSIM) of the Drivers of Non-Elite Selection in Iranian Governmental Organizations
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By converting the structural self-interaction matrix into a binary matrix consisting of zeros and ones, the reachability matrix
(RM) is obtained. In the reachability matrix, the diagonal elements are assigned a value of one. Additionally, secondary
relationships must be verified. This means that if variable A leads to variable B, and variable B leads to variable C, then variable
A must also lead to variable C. Therefore, if indirect relationships imply direct influence but such influence is not reflected in
the matrix, corrections must be applied to incorporate these secondary relationships. The final reachability matrix is
presented in Table 5.

Table 5

Final Reachability Matrix of the Drivers of Non-Elite Selection in Iranian Governmental Organizations

SSIM D01 D02 D03 D04 D05 D06 D07 D08 D09 D10 D11 D12 D13 D14 D15
D01 0 0 0 0 1 0 0 0 0 1 1 0 0 0 0
D02 1 0 1 1 1 0 0 0 0 1 1 0 0 0 0
D03 1 1 0 1 1 0 0 0 0 1 1 0 0 0 0
D04 1 1 1 0 1 0 0 0 0 1 1 0 0 0 0
D05 1 0 0 0 0 0 0 0 0 1 1 0 0 0 0
D06 1 1 1 1 1 0 1 1 1 1 1 1 1 1 1
D07 1 1 1 1 1 1 0 1 1 1 1 1 1 1 1
D08 1 1 1 1 1 1 1 0 1 1 1 1 1 1 1
D09 1 1 1 1 1 0 0 0 0 1 1 1 1 1 1
D10 0 0 0 0 0 0 0 0 0 0 1 0 0 0 0
D11 0 0 0 0 0 0 0 0 0 1 0 0 0 0 0
D12 1 1 1 1 1 0 0 0 1 1 1 0 1 1 1
D13 1 1 1 1 1 0 0 0 1 1 1 1 0 1 1
D14 1 1 1 1 1 0 0 0 0 1 1 0 0 0 1
D15 1 1 1 1 1 0 0 0 0 1 1 0 0 1 0

After constructing the reachability matrix, the reachability set and antecedent set must be identified in order to determine
hierarchical levels. The reachability set (output or influence set) includes variables that can be reached from a given variable.
The antecedent set (input or dependence set) includes variables through which the given variable can be reached. The input
and output sets used for level determination are presented in Table 6.

Table 6

Input and Output Sets for Level Determination

Variable Output (Driving Power) Input (Dependence) Intersection Level
D01 D01, DOS, D10, D11 D01, D02, D03, D04, DO5, D06, D07, D08, D09, D12, D13, D14, D15 D01, D05 4
D02 D01, D02, D03, D04, D05, D10, D11 D02, D03, D04, D06, D07, D08, D09, D12, D13, D14, D15 D02, D03, D04 6
D03 D01, D02, D03, D04, D05, D10, D11 D02, D03, D04, D06, D07, D08, D09, D12, D13, D14, D15 D02, D03, D04 6
D04 D01, D02, D03, D04, D05, D10, D11 D02, D03, D04, D06, D07, D08, D09, D12, D13, D14, D15 D02, D03, D04 5
D05 D01, DO5, D10, D11 D01, D02, D03, D04, D05, D06, D07, D08, D09, D12, D13, D14, D15 D01, D05 6
D06 D01-D15 D06, D07, D08 D06, D07, D08 5
D07 D01-D15 D06, D07, D08 D06, D07, D08 7
D08 D01-D15 D06, D07, D08 D06, D07, D08 2
D09 D01-D15 (excluding D06-D08) D06, D07, D08, D09, D12, D13 D09, D12, D13 4
D10 D10, D11 D01-D15 D10, D11 7
D11 D10, D11 D01-D15 D10, D11 7
D12 D01-D15 (excluding D06-D08) D06, D07, D08, D09, D12, D13 D09, D12, D13 3
D13 D01-D15 (excluding DO6-DO08) D06, D07, D08, D09, D12, D13 D09, D12, D13 7
D14 D01-DO05, D10, D11, D14, D15 D06, D07, D08, D09, D12, D13, D14, D15 D14, D15 4
D15 D01-DO05, D10, D11, D14, D15 D06, D07, D08, D09, D12, D13, D14, D15 D14, D15 3




Accordingly, variables D10 and D11 were identified as Level 1 variables. After identifying Level 1 variables, these variables
were removed, and the input and output sets were recalculated without considering Level 1 variables. The intersection sets
were then identified, and variables whose intersection sets were equal to their input sets were selected as Level 2 variables.
Variables DO1 and DO5 were identified as Level 2 variables. Variables D02, D03, and D04 were identified as Level 3 variables.
Variables D14 and D15 were identified as Level 4 variables. Variables D09, D12, and D13 were identified as Level 5 variables.
Variables D06, D07, and D08 were identified as Level 6 variables. The driving power and dependence power of the studied
variables are presented in Figure 1.

Figure 1

Interpretive Structural Model of the Hierarchical Drivers of Non-Elite Selection in Iranian Governmental Organizations

Intra-Organizational Migration of Talented Elites Level 1
Distrust
Elite-Averse Resistance
Managerial Fear to Change Leveia

{ 1

[ l
[ Weak Evaluation SystemJ [Preference for PersonalJ[ Anti-Elite Managerial ] Level 3

Relationships Attitudes
Centralized Decision-Making Lackiof Meritocreicy Traditional Recruitment Level 4
Processes
External Political Pressures Anti-Elite Public Culture Influence of Powerful Level 5
Interest Groups

[Extemal Political Pressures H Anti-Elite Public Culture }[Weak Governance Supporﬂ Level 6

The distribution and dispersion pattern of variables on the scatter plot indicate the level of system stability or instability.

In the field of cross-impact/structural analysis using MICMAC software, two general types of dispersion are defined, known
as stable systems and unstable systems. In the stable system model, the dispersion of variables follows an L-shaped pattern;
in this model, some variables exhibit high driving power, while others demonstrate high dependence. However, in unstable
systems, the situation is more complex. In such systems, the variables under consideration are dispersed around the diagonal
axis of the plot, and in most cases, they simultaneously exhibit both influence and dependence characteristics, making the
identification of key variables more difficult. Based on the dispersion pattern of the drivers affecting non-elite selection in
Iranian governmental organizations, the system exhibits instability. Most variables are distributed around the diagonal axis
of the plot. Except for a few variables that demonstrate high influence within the system, the remaining variables exhibit

relatively similar positions in terms of influence and dependence (Figures 2 and 3).



Figure 2

Unstable System

Figure 3
Stable System

Figure 4 illustrates the dispersion pattern of the drivers of non-elite selection in Iranian governmental organizations. This
dispersion pattern generally indicates the condition of an unstable system (Figure 4).
Figure 4
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Determinant or driving factors: These factors exert high influence and low dependence. Therefore, the system largely
depends on these variables. These factors are located in the northwest quadrant of the diagram. Driving factors are
considered the most critical components because system changes depend on them, and controlling these factors is of
paramount importance. Additionally, these factors are considered input variables of the system. Among the 15 factors
examined in this study, several indicators were identified as key drivers of non-elite selection in Iranian governmental
organizations. In this research, the variables located in this quadrant include: (1) external political pressures, (2) weak
governance support, (3) anti-elite public culture, (4) lack of organizational meritocracy, and (5) influence of powerful interest
groups.

Dependent factors or outcome drivers: These factors are located in the southeast quadrant of the diagram. They exhibit
low driving power but very high dependence. In this study, internal organizational distrust, migration of talented elites,
resistance to change, and elite-averse managerial fear were located in this region. The following figures present the graphical
representation of the model of drivers of non-elite selection in Iranian governmental organizations. These figures illustrate
the direct and indirect influences of the drivers on other drivers within the system. The level of influence among drivers is
classified as strongest influence, strong influence, moderate influence, weak influence, and weakest influence.

Figure 5

Diagram of Direct Influences of Factors (Strongest Influence)
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Figure 6

Diagram of Direct Influences of Factors (Moderate Influence)
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Figure 7

Diagram of Direct Influences of Factors (Weakest Influence)
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Discussion and Conclusion

The findings of the present study provide a comprehensive structural explanation of the drivers of non-elite selection in
Iranian governmental organizations by identifying hierarchical relationships among structural, cultural, managerial, and
political factors. The interpretive structural modeling results revealed that root-level drivers—including weak governance
support, anti-elite public culture, and external political pressures—occupy the deepest level of the model, indicating their
foundational influence on the entire system of elite selection. These structural drivers exert indirect but powerful effects on
organizational recruitment mechanisms, shaping intermediate variables such as lack of meritocracy, centralized
administrative decision-making, and the influence of powerful interest groups. These intermediate variables, in turn,
influence recruitment structures, managerial attitudes, and evaluation systems, ultimately resulting in outcome-level
consequences such as elite migration and internal organizational distrust. This hierarchical configuration confirms that non-
elite selection is not merely a procedural deficiency but a systemic phenomenon driven by deeply embedded institutional
and socio-political dynamics.

The identification of weak governance support as a root-level driver highlights the central role of institutional frameworks
in shaping talent selection processes. Governance quality directly affects transparency, accountability, and fairness in
recruitment systems, and its absence creates an environment where meritocratic principles cannot be consistently enforced.
This finding aligns with previous research emphasizing that ineffective governance structures weaken talent management
systems and limit organizations’ ability to attract and retain high-potential individuals [13, 14]. Furthermore, governance
deficiencies often lead to inconsistent policy implementation and reduced organizational autonomy, which in turn create
conditions conducive to non-meritocratic recruitment practices. In line with global research on talent competitiveness,
countries and organizations with weak governance systems tend to experience lower talent attraction and retention capacity,
resulting in reduced institutional performance and innovation capacity [2]. Therefore, governance reform emerges as a critical
prerequisite for improving elite selection systems.

The results also identified anti-elite public culture as a foundational driver, highlighting the importance of socio-cultural
factors in shaping recruitment outcomes. Cultural attitudes toward elites influence both organizational decision-making and
public perceptions of merit-based recruitment. Negative perceptions of elites may result in resistance to elite recruitment
and promotion, particularly in environments characterized by distrust toward authority or institutional inequality. This finding
is consistent with previous research demonstrating that societal attitudes and psychological responses toward elites
significantly influence organizational recruitment and talent development practices [11, 12]. Cultural resistance to elite
selection may also manifest in managerial decision-making, where leaders avoid recruiting highly capable individuals due to
perceived threats to their authority or organizational stability. This phenomenon has been documented in studies of elite-
avoidance strategies in public sector organizations, which emphasize the role of cultural and psychological factors in shaping
recruitment behavior [9].

External political pressures were also identified as a root-level driver, underscoring the impact of political environments
on organizational recruitment processes. Political interference in recruitment decisions can undermine meritocratic systems
and lead to the selection of individuals based on political loyalty rather than competence. This finding is consistent with prior
research demonstrating that political influence and patronage systems distort recruitment processes and reduce

organizational effectiveness [4]. Political pressures may also contribute to centralized decision-making structures, which
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further limit transparency and reduce the autonomy of human resource management systems. The presence of political
influence in recruitment processes reflects broader institutional dynamics that shape organizational behavior and governance
outcomes, highlighting the need for structural reforms to enhance recruitment transparency and accountability.

At the intermediate level of the model, the lack of organizational meritocracy emerged as a critical driver linking structural
and operational factors. Meritocracy represents a fundamental principle of effective talent management systems, ensuring
that recruitment and promotion decisions are based on competence and performance rather than personal relationships or
political considerations. The absence of meritocracy creates systemic inefficiencies, reduces employee motivation, and
weakens organizational performance. This finding aligns with previous research emphasizing the importance of merit-based
recruitment systems in enhancing organizational effectiveness and talent retention [1, 5]. Meritocratic systems not only
improve organizational performance but also enhance employee trust and commitment, creating a positive organizational
climate conducive to innovation and professional development.

Centralized administrative decision-making was also identified as an intermediate driver, reflecting the structural
characteristics of governmental organizations. Centralized decision-making systems often limit organizational flexibility and
reduce the effectiveness of recruitment processes by concentrating authority in a small number of decision-makers. This
concentration of power increases the risk of biased or politically influenced recruitment decisions, reducing transparency and
accountability. Previous research has highlighted the negative impact of centralized governance structures on talent
management systems, emphasizing the importance of decentralized and participatory decision-making processes in
improving recruitment outcomes [17, 25]. Decentralized recruitment systems allow organizations to respond more effectively
to talent needs and reduce the influence of external political and organizational pressures.

The influence of powerful interest groups was another intermediate-level driver identified in the model. Interest groups
may exert direct or indirect influence on recruitment decisions, promoting candidates based on political, social, or
organizational affiliations rather than merit. This dynamic undermines organizational fairness and reduces the effectiveness
of talent management systems. Similar findings have been reported in previous research, which demonstrates that external
stakeholders can significantly influence recruitment and talent management processes in public organizations [10]. The
presence of such influences highlights the importance of establishing transparent recruitment procedures and strengthening
institutional safeguards to prevent undue interference.

At the operational level, inefficient employment structures and traditional recruitment processes were identified as critical
drivers influencing elite selection outcomes. Traditional recruitment systems often rely on outdated evaluation methods that
fail to accurately assess candidates’ competencies and potential. These systems may prioritize formal qualifications over
actual performance capabilities, resulting in suboptimal recruitment outcomes. Recent research emphasizes the importance
of modern recruitment methodologies, including competency-based assessment and digital evaluation tools, in improving
recruitment accuracy and effectiveness [6, 7]. The integration of artificial intelligence and machine learning technologies into
recruitment systems has been shown to enhance candidate selection accuracy and reduce bias, providing new opportunities
for improving elite selection processes [3, 8].

Managerial attitudes and evaluation systems were also identified as key drivers influencing recruitment outcomes. Anti-
elite managerial attitudes, fear of change, and preference for personal relationships create barriers to merit-based

recruitment and limit organizational innovation. These findings align with previous research demonstrating that managerial
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resistance to change and preference for familiar candidates can reduce recruitment effectiveness and limit organizational
performance [20, 24]. Organizational evaluation systems also play a critical role in recruitment processes, and weaknesses in
evaluation frameworks can lead to inaccurate assessment of candidates’ capabilities. Improving evaluation systems through
standardized competency frameworks and performance-based assessments can significantly enhance recruitment outcomes
and organizational effectiveness.

At the outcome level, elite migration and internal organizational distrust were identified as the primary consequences of
non-elite selection systems. Elite migration represents a significant loss of intellectual capital and reduces organizational
capacity for innovation and effective governance. This finding is consistent with previous research emphasizing the economic
and organizational consequences of elite migration, including reduced institutional performance and weakened national
competitiveness [16]. Internal organizational distrust also represents a significant consequence of non-meritocratic
recruitment systems, as employees who perceive recruitment processes as unfair are less likely to trust organizational
leadership and commit to organizational goals. Trust is a critical component of organizational effectiveness, and its absence
can significantly reduce employee motivation and performance [17].

Overall, the findings of this study confirm that non-elite selection in governmental organizations is a multidimensional
phenomenon driven by structural, cultural, managerial, and procedural factors. The hierarchical structure identified through
interpretive structural modeling provides a comprehensive framework for understanding the causal relationships among
these drivers and highlights the importance of addressing root-level structural and cultural factors to improve recruitment
systems. The results also demonstrate the value of systems-based methodologies in analyzing complex organizational
phenomena and support the use of interpretive structural modeling as an effective tool for understanding talent
management challenges [15, 18]. By addressing structural governance deficiencies, improving recruitment systems, and
promoting meritocratic organizational cultures, governmental organizations can enhance their ability to attract and retain
elite talent, thereby improving organizational performance and governance effectiveness.

One limitation of the present study relates to the reliance on expert judgment in identifying and structuring the drivers of
non-elite selection. Although expert-based methodologies such as Delphi and interpretive structural modeling provide
valuable insights, they are inherently dependent on participants’ subjective perceptions and experiences. Additionally, the
sample was limited to experts and managers within governmental organizations, which may restrict the generalizability of
the findings to other organizational contexts, such as private sector institutions or non-governmental organizations. Another
limitation concerns the cross-sectional nature of the study, which does not capture changes in recruitment systems over time.
Organizational recruitment processes are dynamic and influenced by evolving political, technological, and institutional
conditions, which may alter the relationships among variables identified in this study.

Future research should expand the scope of investigation by incorporating quantitative validation techniques, such as
structural equation modeling, to empirically test the causal relationships identified in the interpretive structural model.
Longitudinal studies could also provide valuable insights into how recruitment systems evolve over time and how structural
reforms influence elite selection outcomes. Comparative studies involving different countries or organizational contexts may
further enhance understanding of how cultural, political, and institutional factors influence elite selection. Additionally, future
research could explore the role of emerging technologies, such as artificial intelligence and predictive analytics, in improving

recruitment accuracy and reducing bias in governmental organizations.
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From a practical perspective, the findings of this study provide important implications for policymakers and organizational
leaders seeking to improve elite selection systems. Strengthening governance frameworks, enhancing recruitment
transparency, and promoting meritocratic organizational cultures should be prioritized to improve talent management
outcomes. Organizations should modernize recruitment systems by adopting competency-based evaluation frameworks and
leveraging digital technologies to enhance selection accuracy. Leadership development programs should also be
implemented to reduce managerial resistance to elite recruitment and promote organizational cultures that value
competence and innovation. By addressing the structural and cultural drivers identified in this study, governmental
organizations can significantly enhance their ability to attract, develop, and retain elite talent, thereby improving institutional

performance and governance effectiveness.
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