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Objective: This study aims to analyze the drivers and barriers to implementing human
resource diversity models in Iranian universities.

Methodology: A qualitative research design was employed using semi-structured
interviews with 24 participants, including university managers, faculty members, and
human resource specialists from various regions of Iran. Participants were selected
using purposive sampling, and data collection continued until theoretical saturation
was reached. Thematic analysis was conducted using NVivo software to identify key
themes and subthemes.

Findings: The study identified six main drivers, including organizational commitment,
inclusive culture, legal and policy frameworks, recruitment strategies, professional
development programs, and economic benefits. Conversely, seven significant barriers
were highlighted: resistance to change, limited resources, cultural obstacles, policy
gaps, managerial challenges, performance pressures, and lack of measurement tools.
Organizational leadership and policy alignment were found to be critical facilitators,
while resistance from staff and insufficient funding were major barriers. The findings
underscore the importance of creating supportive environments and robust policy
frameworks to successfully implement diversity models in universities.

Conclusion: Implementing human resource diversity models in Iranian universities
requires a balanced approach to leveraging organizational strengths and addressing
cultural and systemic barriers. Developing inclusive policies, providing adequate
resources, and fostering a culture of diversity can significantly enhance the
effectiveness of such models. Future efforts should also focus on integrating diversity
initiatives with broader organizational goals and improving monitoring and evaluation
mechanisms.

Keywords: Human resource diversity, higher education, lranian universities,
organizational barriers, policy frameworks, inclusive culture, thematic analysis.
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EXTENDED ABSTRACT
Introduction

Human resource diversity has become a vital component of organizational development and
innovation, particularly in higher education institutions that require inclusive policies to remain
competitive and sustainable. Diversity management aims to create environments that respect individual
differences and leverage them for organizational success. Studies have highlighted the role of diversity in
enhancing teamwork, innovation, and social cohesion (Pourkhodabakhshi et al., 2011; Senichev, 2013).
However, implementing human resource diversity models often faces systemic and cultural challenges,
especially in regions with unique sociopolitical and organizational contexts. In Iran, universities are
pivotal in promoting inclusivity and equality, making them ideal settings for exploring the dynamics of
diversity management.

Previous research has emphasized the importance of organizational commitment, inclusive
cultures, and legal frameworks as critical enablers of diversity (D'Netto et al., 2014; Ramadhani et al., 2024).
Conversely, resistance to change, resource limitations, and policy gaps have been identified as significant
barriers (Ghoraba et al., 2018; Keikhosravi et al., 2023). While global studies provide valuable insights, there
is a lack of localized research addressing the specific drivers and barriers affecting diversity
implementation in Iranian universities. This study aims to fill this gap by analyzing the facilitators and
inhibitors of human resource diversity within this unique sociocultural context.

Methodology

This qualitative research employed semi-structured interviews with 24 participants, including
university managers, faculty members, and human resource specialists. Participants were selected through
purposive sampling to ensure diverse experiences and expertise. Data collection continued until theoretical
saturation was achieved, ensuring comprehensive coverage of relevant themes. Each interview lasted
approximately 60-90 minutes and focused on topics such as organizational policies, cultural challenges,
and strategies for diversity management.

Thematic analysis was conducted using NVivo software. The analysis followed a systematic
approach, including initial coding, theme identification, and theme refinement. Themes were categorized
into drivers (facilitators) and barriers (inhibitors) based on the participants’ responses. Rigorous validation
was applied through cross-referencing themes with the interview transcripts and iterative discussions
among researchers.

Findings

The findings of this study were categorized into two main themes: drivers and barriers, each
comprising several subthemes.
Drivers:
1. Organizational Commitment: Leadership support, alignment of organizational policies with
inclusivity, and sufficient resource allocation were key enablers identified by participants.
Leadership was viewed as instrumental in fostering a diversity-positive culture.



2. Inclusive Culture: Participants highlighted the role of respect for individual differences, team
collaboration, and conflict resolution in creating an inclusive environment that supports diversity
initiatives.

3. Legal and Policy Frameworks: The existence of clear anti-discrimination laws, national diversity
policies, and effective accreditation systems emerged as critical enablers of successful diversity
implementation.

4. Recruitment Strategies: Transparent hiring processes, targeted recruitment initiatives, and
outreach to underrepresented communities were frequently mentioned as important for promoting
diversity.

5. Professional Development Programs: Participants emphasized the need for diversity-related
training, skill enhancement workshops, and mentoring programs to support diversity goals.

6. Economic Benefits: Diversity was associated with increased innovation, better problem-solving
capabilities, and enhanced organizational competitiveness.

Barriers:

1. Resistance to Change: Organizational inertia, fear of change, and entrenched stereotypes were
noted as significant barriers to diversity efforts.

2. Limited Resources: Participants cited inadequate funding, insufficient training, and lack of
infrastructure as obstacles to implementing diversity models effectively.

3. Cultural Barriers: Ethnocentric views, communication challenges, and a lack of awareness about
the benefits of diversity were frequently mentioned as impediments.

4. Policy Gaps: Inconsistent or ambiguous regulations, lack of enforcement mechanisms, and
unclear policy execution posed challenges to successful diversity initiatives.

5. Managerial Challenges: A lack of expertise among managers, ineffective decision-making, and
limited accountability were significant barriers identified by participants.

6. Performance Pressures: Participants noted that a focus on short-term organizational goals and
high workloads hindered the adoption of diversity-related strategies.

7. Lack of Measurement Tools: The absence of key performance indicators (KPIs), inadequate
evaluation frameworks, and poor documentation practices were reported as hindering effective
monitoring and progress assessment.

Discussion and Conclusion

The findings highlight the pivotal role of leadership commitment and inclusive organizational
cultures in fostering diversity. Leadership support not only ensures the alignment of policies with
organizational goals but also motivates employees to embrace diversity. These results align with studies
emphasizing the importance of leadership and culture in achieving diversity (Ali & Mahmood, 2023; D'Netto
etal., 2014). Legal and policy frameworks further facilitate this process by providing a clear direction and
eliminating ambiguities. Recruitment strategies and professional development programs were also
identified as critical enablers. Transparent hiring processes and diversity-oriented training enhance both
inclusivity and workforce efficiency, consistent with the research of Moeinkochaksaraeii et al. (2023) and
Menon and Suresh (2021). The economic benefits associated with diversity, such as increased innovation
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and competitiveness, underscore the practical value of these initiatives (Kashtidar et al., 2024; Menon &
Suresh, 2021; Moeinkochaksaraeii et al., 2023)..

Resistance to change and limited resources emerged as primary barriers to diversity
implementation. Organizational inertia and fear of losing control often hinder the adoption of new
practices, a challenge noted in previous studies. Additionally, insufficient funding and infrastructure limit
the ability of institutions to design and execute diversity programs effectively (Ramadhani et al., 2024).

Cultural barriers, such as ethnocentric attitudes and communication gaps, were identified as critical
challenges. These barriers not only obstruct diversity initiatives but also reinforce stereotypes, a concern
echoed in global studies. Policy gaps and lack of managerial expertise further exacerbate these issues,
underscoring the need for coherent frameworks and skilled leadership (Afshari et al., 2022; Ali & Mahmood,
2023).

Performance pressures and lack of measurement tools also emerged as significant inhibitors. The
focus on short-term organizational goals often diverts attention from long-term diversity strategies.
Moreover, the absence of robust evaluation mechanisms hinders the ability to monitor progress and adjust
strategies effectively (Bezi et al., 2024; Ghoraba et al., 2018).

Implementing human resource diversity models in Iranian universities requires a multifaceted
approach that leverages organizational strengths while addressing systemic and cultural challenges.
Developing inclusive policies, providing adequate resources, and fostering a culture of diversity can
significantly enhance the effectiveness of these models. Future efforts should focus on integrating
diversity initiatives with broader organizational goals and improving monitoring and evaluation
mechanisms to ensure sustainability and success.

This study contributes to the literature by offering a localized perspective on diversity challenges
and opportunities in Iranian universities, providing actionable insights for policymakers and
administrators.
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