Journal of Sustainable Human Resource Management

Volume 5. Issue 8. Spring and Summer 2023. Pages 55 to 74.

Research Paper

Diversity Management Practices and it's Consequences in
Governmental Organizations

Abolhassan Hosseini™! @

" Associate Professor, Department of Business Administration, Faculty of Economic and Administrative Sciences, Mazandaran

University, Babolsar, Iran.

2 postdoctoral Researcher, Mazandaran University, Babolsar, Iran

d 10.22080/shrm.2023.24847.1433

Seyedeh Fatemeh Ghasempour Ganji? ®

Received:
January 10, 2023
Accepted:

March 1, 2023
Available online:
April 13, 2023

Keywords:

Strategic management of human
resources, qualitative research
method, theme analysis, diversity
management, equality

Abstract

All organizations encounter diversity in human resources (HR) to some extent that requires effective
management. Diversity management (DM) practices play an important role in reducing the negative
effects of diversity and increasing its positive effects. Therefore, the present research was conducted to
explain the DM practices and consequences in the top governmental organizations in Iran, using thematic
analysis. In this regard, interviews were conducted with 18 HR managers and executives in seven top
governmental companies. MAXQDA software was used to analyze the collected data. The results of the
research showed that diversity and equality management practices include the main themes of human
resource management practices with an equality and justice approach (inclusion and equality in providing
services to employees; equality in training courses; employment process with an equality approach;
equality in employee performance evaluation; equality of pay, reward and promotion policies) and human
resource management practices with diversity management approach (compensation for services with
diversity management approach; diversity-oriented recruitment, selection and hiring process; performance
evaluation in the field of diversity; diversity management training). Moreover, the consequences of
diversity management includes two main themes of consequences at the individual level (empowering
human resources; improving job response) and consequences at the organizational level (improving
organizational performance, reducing organizational conflict and protests).
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1. Introduction

All organizations have a degree of diversity in human
resources (HR), which can range from low to very
high, causing the organizations to encounter different
levels of positive and negative consequences
(Alizadeh Sani et al., 2015). Accordingly, managers
should use strategies in their organization that
maximize the benefits of using diverse HR and
decrease the potential conflicts and negative
consequences caused by this diversity (Kersten, 2000);
because if the diversity of HR is not effectively
managed, it can create challenges such as increasing
conflict and lack of communication (D'Netto et al.,
2014; Ghasempour Ganji et al. 2021). Organizations
need to adopt transparent and adjustable practices for
diversity to achieve equality and create an anti-
discrimination environment (Ahonen et al., 2013).

The literature review indicates that most of the
studies in the field of HR diversity management
practices are quantitative research or descriptive and
often use the literature review to explain the
conceptual model (e.g. Kundu et al., 2019; Alca’zar et
al., 2013; Ghasempour Ganji et al., 2021; Koellen,
2021; Manoharan, and Singal, 2017). As noted by
Kunda et al. (2015), HR diversity management
practices have rarely been studied in depth. On the
other hand, most studies with a qualitative approach in
the field of DM have been conducted in Western
countries (e.g. Tervonen, 2012; Podsiadlowski et al.,
2013; D'Netto et al., 2014; Saeed Khan, 2015) and no
deep study has been done in the field of diversity
management in Iran. Therefore, the current research
was carried out to explain the practices and
consequences of DM in the top governmental
organizations in Iran, relying on the qualitative
method.

2. Research Methods

The current research is an exploratory study, using a
qualitative approach and thematic analysis to achieve
the research objectives. The research community is
HR managers/deputies and supervisors in top
governmental companies in Iran. The names of the top
organizations (with high performance) in Iran are
published every year by the Industrial Management
Organization. Interviews were conducted with 18 HR
managers, vice presidents, and supervisors who had
more than 5 years of experience in the company, as
well as a minimum bachelor's degree for supervisors
and a minimum master's degree for managers and
deputies. These interviews were conducted with a total
of seven organizations.
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3. Results

The results of the research showed that diversity
and equality management practices include the main
themes of human resource management practices with
an equality and justice approach (inclusion and
equality in providing services to employees; equality
in training courses; employment process with an
equality approach; equality in employee performance
evaluation; equality of pay, reward and promotion
policies) and human resource management practices
with diversity management approach (compensation
for services with diversity management approach;
diversity-oriented recruitment, selection and hiring
process; performance evaluation in the field of
diversity; diversity management training). Moreover,
the consequences of diversity management include
two main themes of consequences at the individual
level (empowering human resources; improving job
response) and consequences at the organizational level
(improving organizational performance, reducing
organizational conflict and protests).

4. Conclusion

The present research was conducted to explain the
practices and consequences of DM in top
governmental  organizations in Iran  through
interviews. Since the concept of diversity management
is new in Iranian organizations, this study shows how
high-performing organizations that are in the early
stages of diversity management can consider such
practices. It seems that the general approach is focused
on providing equal opportunities and non-
discriminatory policies.
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