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Abstract  
In the contemporary academic landscape, ethical hiring prac-

tices are increasingly recognized for their critical role in counter-
ing academic narcissism, which is a condition marked by an 
excessive focus on personal achievements and self-importance, 
often undermining collaborative and community-oriented values. 
This review delves into the mechanisms by which ethical hiring 
can mitigate these narcissistic tendencies, emphasizing the impor-
tance of fostering an academic environment that prioritizes 
integrity, diversity, and genuine scholarly contributions. By exam-
ining the intersection of hiring practices and academic culture, the 
discussion highlights how strategic recruitment can serve as a 
foundation for a more inclusive and ethically grounded academic 
community. 

Introduction 
The relationship between ethical hiring practices and academ-

ic narcissism is a complex and multifaceted topic that has signifi-
cant implications for the integrity and effectiveness of educational 
institutions.1,2 Ethical hiring practices refer to the fair, transparent, 
and equitable processes used by organizations to recruit and select 
employees.3 These practices are designed to ensure that candidates 
are evaluated based on their qualifications, skills, and potential 
contributions to the institution, rather than on personal biases or 
unethical considerations.4 Academic narcissism, on the other 
hand, is a term used to describe individuals within academic set-
tings who exhibit an inflated sense of self-importance, entitle-
ment, and a need for admiration.5 Such individuals often prioritize 
their own success and recognition over collaborative efforts and 
the broader goals of the institution. This behavior can lead to toxic 
work environments, hinder teamwork, and ultimately compromise 
the quality of education provided.5-8 

The intersection of ethical hiring practices and academic nar-
cissism becomes particularly relevant when considering how fac-
ulty members are selected within educational institutions.6,9 
Ethical hiring practices aim to identify candidates who not only 
possess the necessary academic credentials but also demonstrate a 
commitment to collaboration, integrity, and the mission of the 
institution. However, when academic narcissism infiltrates these 
processes, either through biased decision-makers or self-promot-
ing candidates, the result can be detrimental.10-12 For instance, if 
hiring committees prioritize candidates who exhibit narcissistic 
traits because they appear confident or have an impressive person-
al brand, this can skew the selection process away from more 
qualified or team-oriented individuals.11 Over time, this may lead 
to an institutional culture where individual achievements are val-
ued over collective success and cooperation.13,14 Furthermore, 
when academic narcissists secure positions through unethical 
means, such as exploiting personal connections or manipulating 
evaluation criteria, it undermines trust in the hiring process.15,16 
Other faculty members may become disillusioned or disengaged if 
they perceive that promotions or appointments are not based on 
merit but rather on self-promotion or favoritism.11,15,16 

To mitigate these issues, it is crucial for educational institu-
tions to implement robust ethical guidelines in their hiring 
processes.2-4 This includes establishing clear criteria for evaluat-
ing candidates’ qualifications beyond their individual accolades, 
such as their ability to work collaboratively with others, their com-
mitment to ethical research practices, and their dedication to stu-
dent development.10-12 Additionally, training for hiring commit-
tees should emphasize recognizing and counteracting biases that 
may favor narcissistic traits over more communal attributes.17 
Institutions can also benefit from fostering an organizational cul-
ture that values humility, empathy, and teamwork as much as it 
does individual achievements.18,19 

Correspondence: Rashya Kasaeiyan, Faculty of Education and 
Psychology, Shiraz University, Shiraz, Iran.  
E-mail: rashyakasaeian@gmail.com 
 
Key words: academic narcissism, ethics, practice. 
 
Conflict of interest: the author declares that she has no conflict of 
interest. 
 
Ethics approval and consent to participate: not applicable. 
 
Informed consent: not applicable. 
 
Patient consent for publication: not applicable. 
 
Availability of data and materials: all data are available from the cor-
responding author upon request. 
 
Funding: the author received no specific funding for this work. 
 
Received: 12 May 2025. 
Accepted: 12 May 2025. 
 
Publisher’s note: all claims expressed in this article are solely those of the 
authors and do not necessarily represent those of their affiliated organi-
zations, or those of the publisher, the editors and the reviewers. Any prod-
uct that may be evaluated in this article or claim that may be made by its 
manufacturer is not guaranteed or endorsed by the publisher. 
 
©Copyright: the Author(s), 2025 
Licensee PAGEPress, Italy 
Mental Wellness 2025; 3:27 
doi:10.4081/mw.2025.27 
 
This work is licensed under a Creative Commons Attribution-
NonCommercial 4.0 International License (CC BY-NC 4.0).

[page 10]                                                                        [Mental Wellness 2025; 3:27]

Enhancing ethical hiring practices: a remedy for academic narcissism 
 
Rashya Kasaeiyan 
 
Faculty of Education and Psychology, Shiraz University, Iran



Review

Therefore, understanding the relationship between ethical hir-
ing practices and academic narcissism is essential for creating 
equitable academic environments that value diversity and inclusiv-
ity.2-4 By prioritizing ethical standards in recruitment processes, 
educational institutions not only enhance their own credibility but 
also contribute positively towards building a more just society 
where talent is recognized based on merit rather than personal con-
nections or self-serving agendas.10-12 

 
 

Understanding academic narcissism 
Academic narcissism is a phenomenon that has been gaining 

increasing attention in educational and scholarly circles.5 It refers 
to the excessive self-centeredness and grandiosity exhibited by 
some individuals within academic settings, often characterized by 
an inflated sense of one’s own importance, abilities, and achieve-
ments.5,20 This behavior can manifest in various forms, such as 
aggression, the relentless pursuit of recognition, the need for con-
stant admiration from peers, or the tendency to undermine others’ 
contributions to maintain a superior status.5,15,16,20-22 To gain a 
comprehensive understanding of academic narcissism, it is essen-
tial to explore its underlying causes and examine the negative 
effects it can have on both individuals and academic communities. 

 
 

Causes of academic narcissism 
Understanding the causes of this form of narcissism requires a 

multifaceted exploration of various factors that contribute to its 
development.23 One significant cause is the competitive nature of 
academia itself. In many academic institutions, there is relentless 
pressure to publish papers, secure funding, and achieve recognition 
through awards and accolades. This intense competition can foster 
an environment where individuals feel compelled to excessively 
emphasize their achievements to stand out among their peers. As a 
result, some academics may develop narcissistic tendencies as a 
coping mechanism to navigate this high-pressure environ-
ment.1,24,25 Additionally, the “publish or perish” culture prevalent 
in many universities can exacerbate narcissistic traits as academics 
compete for limited resources and opportunities.26 Another con-
tributing factor is the hierarchical structure common in many aca-
demic settings. Often, there is a strong emphasis on titles, posi-
tions, and ranks within universities and research institutions. This 
hierarchy can create a culture where self-promotion becomes nec-
essary for career advancement. Academics might adopt narcissistic 
behaviors to climb the professional ladder more swiftly or main-
tain their status within this rigid structure.1,27,28 Moreover, the rise 
of social media and digital platforms has exacerbated academic 
narcissism.29 These platforms provide academics with opportuni-
ties to showcase their work to a broader audience than ever before. 
While this visibility can be beneficial for knowledge dissemina-
tion, it also encourages self-aggrandizement as individuals curate 
online personas that highlight their successes while minimizing 
failures or setbacks. This digital amplification can further inflate 
one’s sense of self-importance.30,31 Additionally, personal factors 
such as personality traits play a crucial role in the development of 
academic narcissism. Individuals with pre-existing narcissistic 
traits may be naturally drawn to academia due to its potential for 
recognition and prestige.5,8,32 Furthermore, experiences during 
formative years, such as excessive praise from parents or educa-
tors, can reinforce these traits over time.33 Psychological factors, 
such as low self-esteem or insecurity, can also lead individuals to 
adopt narcissistic traits as a coping mechanism.34 By projecting an 

image of confidence and superiority in academia, they attempt to 
mask underlying feelings of inadequacy or fear of failure.35 Lastly, 
institutional policies and cultural norms within academia can inad-
vertently promote narcissistic behavior.36 For example, reward 
systems that prioritize individual accomplishments over collabora-
tive efforts may encourage self-centeredness among academics.37 
Similarly, cultures that idolize “star” researchers without acknowl-
edging team contributions may inadvertently validate narcissistic 
tendencies.6,38,39 

 
 

Negative effects of academic narcissism 
Academic narcissism can have several negative effects on both 

individuals and the broader academic community.5,15,16,20-22 
Firstly, this phenomenon can create a toxic environment within 
educational institutions.13,16 Individuals who exhibit narcissistic 
tendencies may prioritize their own success over collaborative 
efforts, leading to strained relationships with colleagues and 
peers.5 This self-centered approach can undermine teamwork, as 
these individuals may dismiss the contributions of others or take 
undue credit for group achievements. Such behavior not only fos-
ters resentment but also discourages open communication and col-
laboration, which are essential for academic progress and innova-
tion.40,41 Moreover, academic narcissism can hinder personal 
growth and development. When individuals are overly focused on 
their own accomplishments, they may become resistant to con-
structive criticism or feedback that is crucial for improvement. 
This resistance can result in stagnation, as they fail to recognize 
areas where they need to grow or adapt.38 Additionally, the pres-
sure to maintain a flawless image can lead to anxiety and burnout, 
as individuals feel compelled to constantly prove their superiority. 
The negative effects of academic narcissism extend beyond per-
sonal relationships and individual well-being; they also impact the 
integrity of research and scholarship.42 Narcissistic academics may 
be more inclined to engage in unethical practices such as data 
manipulation or plagiarism to maintain their status or achieve 
recognition. This compromises the quality and reliability of 
research findings, ultimately eroding public trust in academic insti-
tutions.43 Furthermore, the prevalence of academic narcissism can 
perpetuate a culture of elitism within academia. When success is 
measured primarily by individual accolades rather than collective 
contributions or societal impact, it reinforces hierarchical struc-
tures that marginalize diverse voices and perspectives. This exclu-
sionary environment stifles creativity and innovation by limiting 
the range of ideas considered valuable or worthy of explo-
ration.1,27,28 

 
 

The relationship between university hiring 
practices and academic narcissism 

The relationship between university hiring practices and aca-
demic narcissism is a complex and multifaceted issue that has gar-
nered increasing attention in recent years.44-46 As universities 
strive to maintain their reputation and competitive edge, the crite-
ria they use to select faculty members can inadvertently foster a 
culture of narcissism within academia.44 This phenomenon is char-
acterized by an excessive focus on self-promotion, prestige, and 
personal achievement, often at the expense of collaboration, 
humility, and genuine intellectual curiosity.5,20 At the core of this 
issue is the emphasis placed on metrics such as publication counts, 
citation indices, and grant acquisition during the hiring process. 
These quantitative measures are often used as proxies for academic 
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excellence, but can encourage behaviors associated with narcis-
sism.47,48 For instance, candidates may feel pressured to prioritize 
quantity over quality in their research outputs or engage in strate-
gic authorship practices that inflate their perceived impact. This 
environment can create a cycle where those who excel at self-pro-
motion are more likely to be hired, thus perpetuating a culture that 
values image over substance.49 Moreover, the competitive nature 
of academic job markets exacerbates this issue. With an oversup-
ply of qualified candidates vying for limited positions, individuals 
may resort to self-aggrandizing tactics to stand out. This can 
include exaggerating achievements or selectively highlighting suc-
cesses while downplaying failures or collaborative efforts. Such 
behaviors are symptomatic of academic narcissism and can lead to 
a toxic work environment where cooperation and collegiality are 
undermined.38 Additionally, the focus on high-impact publications 
and prestigious grants can skew research priorities towards trendy 
or safe topics that are more likely to garner attention rather than 
novel or risky endeavors that could advance knowledge signifi-
cantly. This not only stifles innovation but also reinforces the 
notion that academic worth is tied to external validation rather than 
intrinsic scientific merit.50 Universities must recognize these 
dynamics and consider revising their hiring practices to mitigate 
the rise of academic narcissism.5,20 This could involve placing 
greater emphasis on holistic evaluations that consider teaching 
effectiveness, mentorship capabilities, and contributions to com-
munity service alongside traditional research metrics. Encouraging 
diverse perspectives and valuing interdisciplinary collaborations 
could also help counteract the individualistic tendencies fostered 
by current systems.15,20,38,44,51-54 In summary, while university hir-
ing practices play a crucial role in shaping the academic landscape, 
they must be carefully designed to promote genuine scholarly 
engagement rather than superficial displays of competence. By 
fostering environments that value integrity, collaboration, and 
diverse contributions, academia can better serve its mission of 
advancing knowledge for the greater good. 

 
 

Strategies for enhancing ethical hiring  
practices to mitigate academic narcissism 

One crucial approach to addressing academic narcissism is 
through enhancing ethical hiring practices.55,56 By implementing 
thoughtful and deliberate strategies in the recruitment process, 
institutions can mitigate the impact of academic narcissism and 
foster a more inclusive and productive environment.5,20 Here are 
several strategies that can be employed. 

 
Establishing clear ethical guidelines 

The foundation of any ethical hiring practice lies in well-
defined guidelines that outline the principles and standards expect-
ed during recruitment. Institutions should develop comprehensive 
policies that emphasize transparency, fairness, and inclusivity. 
These guidelines should be regularly reviewed and updated to 
reflect evolving ethical considerations in academia.57-60 

 
Promoting diversity and inclusion 

A diverse academic workforce not only enriches the education-
al environment but also helps counteract narcissistic tendencies by 
valuing varied perspectives over individual acclaim. Institutions 
should actively seek candidates from different backgrounds, disci-
plines, and experiences to foster a culture of inclusivity. This can 
be achieved through targeted outreach programs, partnerships with 

minority-serving institutions, and unbiased evaluation criteria.61 

 
Implementing blind recruitment processes 

To minimize biases that may favor individuals with a more 
pronounced self-presentation or perceived prestige, blind recruit-
ment processes can be instrumental. By anonymizing applications 
during initial review stages (removing names, gender identifiers, 
and other personal information), committees can focus on candi-
dates’ qualifications and potential contributions without precon-
ceived notions.62-64 

 
Emphasizing collaborative achievements 

During the hiring process, greater emphasis should be placed 
on candidates’ collaborative work rather than solely on individual 
accolades. Evaluating team projects, co-authored publications, and 
interdisciplinary initiatives highlights an applicant’s ability to 
work effectively with others, which is a crucial trait for combating 
narcissistic behaviors in academia.5,20 

 
Training hiring committees on unconscious bias 

Unconscious biases can significantly impact hiring decisions, 
often favoring candidates who exhibit traits associated with aca-
demic narcissism, such as self-promotion or assertiveness. 
Providing training sessions for hiring committees on recognizing 
and mitigating these biases ensures more equitable evaluations 
based on merit rather than personality traits.65-67 

 
Encouraging ethical self-assessment among  
candidates 

Candidates themselves play a role in maintaining ethical stan-
dards during recruitment. Encouraging applicants to reflect on 
their own motivations and behaviors through self-assessment tools 
or questionnaires can help identify those who prioritize communal 
success over personal gain.68,69 

 
Establishing accountability mechanisms 

To ensure adherence to ethical practices, institutions must 
establish mechanisms for accountability throughout the hiring 
process. This includes creating channels for reporting unethical 
behavior or biases observed during recruitment, as well as con-
ducting regular audits of hiring practices to identify areas for 
improvement.70 

 
Fostering a culture of ethics within academia 

Cultivating an ethical culture within academic environments 
requires commitment from leadership at all levels. University 
administrators must prioritize ethical hiring as part of their broader 
institutional mission and provide adequate resources to support 
these efforts. Faculty members involved in recruitment should be 
encouraged to engage in ongoing discussions about ethics in hiring 
and share best practices with colleagues.71,72 

 
Promoting transparency 

Academic institutions should clearly communicate the criteria 
for selection and the steps involved in the hiring process to all 
applicants. This includes providing detailed job descriptions that 
outline the necessary qualifications and responsibilities associated 
with each position. Furthermore, maintaining open lines of com-
munication with candidates throughout the recruitment process 
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helps build trust and respect between applicants and institu-
tions.73,74 

 
 

Conclusions 
All in all, mitigating academic narcissism through enhanced 

ethical hiring practices is essential for fostering a more inclusive 
and collaborative academic environment. By prioritizing values 
over individual prestige, academic institutions can implement 
strategies such as transparent hiring processes, diverse selection 
committees, and an emphasis on collaboration and behavioral 
assessments. Promoting values, providing continuous training, and 
establishing post-hire support systems are crucial steps in cultivat-
ing an environment where ethical behavior is prioritized. These 
efforts not only enhance the integrity of academic institutions but 
also contribute to a community dedicated to advancing knowledge 
through collective effort rather than individual ambition. 
Ultimately, such measures will lead to a more equitable and pro-
ductive academic landscape, benefiting both the institutions and 
the broader society they serve. 
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