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Abstract

The objective of this study was to develop a meritocracy model for appointing senior government managers with emphasis on knowledge management
and to explain the relationships between meritocracy, knowledge management, and the development of competent knowledge-oriented managers and
modern meritocracy. This applied study employed a mixed-methods (qualitative—quantitative) approach. In the qualitative phase, 20 senior managers
and experts in merit-based selection and knowledge management were selected through purposive sampling and interviewed. The data were analyzed
using grounded theory and MAXQDA software, resulting in a conceptual model. In the quantitative phase, the statistical population consisted of senior
managers in human resource selection units, and 400 participants were selected through convenience sampling. Data were collected using a structured
questionnaire. Structural equation modeling using SmartPLS was applied to test the hypotheses, and the reliability, validity, and overall model fit were
confirmed. Structural equation modeling results indicated that managerial meritocracy ($=0.858, t=3.216), individual meritocracy (B=0.798,
t=7.120), and organizational meritocracy ($=0.678, t=4.385) had significant positive effects on knowledge management. Additionally, big data analytics
(B=0.633, t=4.130) and Al-based knowledge management ($=0.780, t=3.459) significantly influenced knowledge management. Knowledge
management significantly affected the implementation of knowledge-based merit systems (8=0.745, t=3.109), promotion of knowledge-oriented
culture (=0.859, t=3.255), and systematic knowledge-based development ($=0.887, t=2.025). These factors contributed significantly to the
development of competent knowledge-oriented managers and modern meritocracy, while institutional weaknesses and threats played significant
moderating roles in certain relationships. The findings demonstrated that knowledge management serves as the central mechanism in achieving modern
meritocracy in senior government appointments, and strengthening managerial, individual, and organizational meritocracy alongside the use of big data
and artificial intelligence can enhance the development of competent knowledge-oriented managers and improve merit-based systems in public
organizations.

Kcywords: Meritocracy, Knowledge Management, Senior Government Managers, Structural Equation Modeling, Artiﬁcia] Intelligence-Based Knowledge Management,

Big Data Analytics
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Extended Abstract

Introduction

In the contemporary knowledge-driven and digitally transformed organizational environment, the role of senior
managers has become increasingly critical in ensuring organizational effectiveness, adaptability, and
sustainability. Rapid technological advancements, digital transformation, and increasing complexity in
organizational environments have fundamentally altered managerial roles, requiring leaders to possess not only
traditional managerial competencies but also advanced knowledge management capabilities and digital
literacy. Organizations today operate in environments characterized by constant innovation, uncertainty, and
intense competition, making managerial competence and knowledge management central determinants of
organizational performance and long-term sustainability (Raman et al., 2024; Trevisan et al., 2024).
Meritocracy, defined as the selection and promotion of individuals based on their competencies, skills,
knowledge, and performance rather than personal connections or non-professional factors, has emerged as a
fundamental principle for improving managerial effectiveness and organizational performance (Mala et al.,
2023; Osorio et al., 2024). Meritocratic systems ensure that managerial positions are filled by individuals

with the highest capabilities, enabling organizations to respond effectively to dynamic and complex challenges.



Managerial competencies play a crucial role in enhancing organizational performance, improving decision-
making quality, fostering innovation, and strengthening organizational culture. Competent managers
demonstrate higher levels of strategic thinking, adaptability, leadership effectiveness, and organizational
learning facilitation (Adams et al., 2023; Kurpiela & Teuteberg, 2023). Research has shown that managerial
competence positively influences employee performance, organizational productivity, financial outcomes, and
innovation capacity, while also strengthening employee trust and engagement (Abun et al., 2022; Mwenda et
al., 2023). Additionally, competent managers significantly contribute to organizational conflict resolution,
team effectiveness, and the development of knowledge-sharing cultures, which are essential components of
knowledge-based organizations (Arab Kalmeri et al., 2022; Panjaitan et al., 2023). These findings highlight
the importance of adopting meritocratic systems to ensure the appointment of competent managers capable of
navigating modern organizational complexities.

Knowledge management has become a strategic organizational capability in the digital economy, where
knowledge represents one of the most valuable organizational assets. Knowledge management refers to the
systematic process of creating, acquiring, organizing, sharing, and utilizing knowledge to improve
organizational performance, innovation, and decision-making effectiveness (Issa Gazi et al., 2024; Kassa &
Ning, 2023). Organizations that effectively manage knowledge can enhance operational efficiency, improve
service quality, and achieve sustainable competitive advantages (Chen et al., 2023; Massi & Hamri, 2023).
Knowledge-oriented leadership and managerial competence significantly influence knowledge-sharing
behaviors, organizational learning, and innovation capabilities, thereby strengthening overall organizational
performance (Liu et al., 2022; Swanson et al., 2023). Managers play a pivotal role in establishing knowledge-
sharing cultures, facilitating learning processes, and integrating knowledge into strategic decision-making,
making their competence and knowledge management abilities critical organizational success factors (Harvey-
Jones et al., 2024; Kakemam & Liang, 2023).

Furthermore, digital transformation and Industry 4.0 technologies, including artificial intelligence, big data
analytics, and digital platforms, have significantly enhanced organizations’ ability to manage knowledge and
improve decision-making processes. These technologies enable organizations to transform large volumes of
data into actionable knowledge, facilitating more accurate and efficient managerial decisions (Alonso et al.,
2024; Jiang et al., 2025). Digital competencies and knowledge management capabilities have therefore
become essential requirements for modern managers, enabling them to lead organizational transformation,
foster innovation, and enhance performance in complex and dynamic environments (Pramila-Savukoski et
al., 2024; Wang et al., 2024). Competent managers who effectively utilize knowledge management systems
and digital technologies can significantly improve organizational adaptability, innovation capacity, and long-
term sustainability (Garcia-Cabrera et al., 2023; Tho et al., 2025).

Despite the recognized importance of meritocracy and knowledge management, many public sector

organizations face challenges in implementing merit-based managerial appointment systems. Institutional



constraints, organizational inefficiencies, and inadequate knowledge management practices often hinder the
development of competent managerial leadership. Public sector organizations require comprehensive
meritocracy models that integrate knowledge management principles to ensure the effective selection,
development, and retention of competent managers capable of addressing complex organizational challenges.
Therefore, developing a meritocracy model for appointing senior government managers with emphasis on
knowledge management is essential for improving managerial effectiveness, organizational performance, and
public sector governance.

Methods and Materials

This study employed a mixed-methods approach with both qualitative and quantitative phases to develop and
validate a meritocracy model for appointing senior government managers with emphasis on knowledge
management. The qualitative phase utilized grounded theory methodology to identify key components and
relationships within the meritocracy and knowledge management framework. Data were collected through
semi-structured interviews with 20 senior government managers, human resource specialists, and
administrative experts selected using purposive sampling. Data analysis was conducted using open, axial, and
selective coding techniques with MAXQDA software, resulting in the identification of key categories and the
development of a conceptual model.

The quantitative phase involved testing the conceptual model using structural equation modeling. The study
population consisted of senior managers involved in human resource selection processes in government
organizations. A sample of 400 participants was selected using convenience sampling. Data were collected
using a structured questionnaire developed based on the qualitative findings. Reliability and validity of the
measurement model were confirmed through confirmatory factor analysis, Cronbach’s alpha, composite
reliability, and average variance extracted indices. Structural equation modeling was performed using
SmartPLS software to test the hypothesized relationships between meritocracy, knowledge management, and
organizational outcomes.

Findings

The structural equation modeling results demonstrated that managerial meritocracy had a significant positive
effect on knowledge management (B = 0.858, t = 3.216, p < 0.001). Individual meritocracy also showed a
significant positive impact on knowledge management (f = 0.798, t = 7.120, p < 0.001), as did organizational
meritocracy (f = 0.678, t = 4.385, p < 0.001). These results indicate that merit-based managerial selection at
managerial, individual, and organizational levels significantly enhances knowledge management capabilities.
Additionally, big data analytics had a significant positive effect on knowledge management (B = 0.633, t =
4.130), and artificial intelligence-based knowledge management also showed a significant positive effect (p =
0.780, t = 3.459). However, digital economy knowledge management did not demonstrate a statistically

significant effect.



Knowledge management significantly influenced the implementation of knowledge-based merit systems (f =
0.745, t = 3.109), promotion of knowledge-oriented organizational culture (B = 0.859, t = 3.255), and
systematic knowledge-based organizational development (f = 0.887, t = 2.025). Furthermore, these strategic
initiatives significantly contributed to the development of competent knowledge-oriented managers and the
establishment of modern meritocracy.

The structural model demonstrated strong predictive power, with an R? value of 0.704 for knowledge
management and overall model goodness-of-fit value of 0.505, indicating strong explanatory and predictive
capabilities of the proposed model.

Discussion and Conclusion

The findings of this study highlight the critical role of meritocracy in enhancing knowledge management and
organizational effectiveness in public sector organizations. Merit-based managerial selection ensures that
competent individuals with appropriate knowledge, skills, and leadership abilities occupy managerial
positions, thereby improving organizational knowledge management capabilities. The results demonstrate that
managerial competence and meritocratic organizational structures significantly contribute to effective
knowledge creation, sharing, and utilization, which are essential for organizational success in knowledge-based
environments.

The study also emphasizes the importance of digital technologies, including big data analytics and artificial
intelligence, in supporting knowledge management processes. These technologies enable organizations to
transform data into actionable knowledge, improve decision-making accuracy, and enhance organizational
efficiency. Knowledge management serves as a critical mediating mechanism that facilitates the development
of knowledge-based merit systems, promotes knowledge-oriented organizational culture, and supports
systematic organizational development.

Furthermore, the findings demonstrate that institutional barriers and organizational inefficiencies can
negatively affect the implementation of meritocratic systems and knowledge management initiatives.
Addressing these barriers is essential for ensuring effective managerial selection and improving organizational
performance.

Overall, the proposed meritocracy model provides a comprehensive framework for integrating meritocracy
and knowledge management in the appointment of senior government managers. Implementing merit-based
managerial selection systems supported by effective knowledge management practices can significantly
enhance organizational performance, improve decision-making quality, and promote sustainable
organizational development. The findings contribute to both theoretical and practical understanding of
meritocracy and knowledge management integration, offering valuable insights for policymakers,
organizational leaders, and public sector administrators seeking to improve managerial effectiveness and

organizational performance in knowledge-based environments.
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