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Abstract

This study aimed to design a comprehensive model of diversity-oriented human resource metagovernance for Islamic Azad University
branches in Tehran Province. This applied qualitative study was conducted using thematic analysis. The participants comprised senior
managers, human resource specialists, and faculty members affiliated with Islamic Azad University branches in Tehran Province. Fourteen
participants were selected through purposive sampling based on managerial experience, expertise in human resource management, and
familiarity with organizational diversity. Sampling continued until theoretical saturation, which was achieved after the twelfth interview,
followed by two additional interviews to ensure data sufficiency. Data were collected through semi-structured interviews, transcribed
verbatim, and analyzed using MAXQDA 2022. The analytical process involved open coding, continuous comparison, integration of similar
codes, and the development of basic, organizing, and overarching themes. Coding reliability was assessed using Cohen’s kappa coefficient,
which was 0.772, indicating satisfactory agreement. The thematic analysis produced a diversity-oriented human resource metagovernance
model comprising six dimensions, 17 components, and 105 indicators. The six overarching dimensions were development-oriented
factors, diversity management practices, organizational outcomes, strategic dimensions of human resource governance, evaluation and
performance, and societal outcomes. The principal components included participation in governance, structured design, participation in
macro-level policymaking and planning, framework development and persuasion, accountability for policy implementation, diversity-
oriented human resource management, value-oriented human resources, individual- and organizational-level outcomes, human resource
competencies, strategic human resource planning, managers’ individual perceptions, operational arrangements, performance
improvement, capability enhancement, rule-based governance, and organizational dynamism. Diversity-oriented human resource
metagovernance requires supportive organizational culture, transparency, accountability, equitable human resource practices, informed
managerial perceptions of diversity, and meaningful employee participation. The proposed model provides an applicable framework for
coordinating actors, policies, structures, and evaluation mechanisms while transforming workforce diversity into a strategic resource for
improved decision-making, organizational cohesion, innovation, performance quality, legal compliance, and equal opportunity across
Islamic Azad University branches in Tehran Province.

Keywords: Metagovernance; human resource governance; diversity management; diversity orientation; Islamic Azad University; thematic analysis.
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Extended Abstract

Introduction

Contemporary universities operate in environments characterized by rapid technological change, institutional
complexity, growing stakeholder expectations, and increasingly diverse workforces. These conditions have
challenged conventional hierarchical approaches to administration and have increased the importance of
governance as a framework for coordinating actors, distributing authority, clarifying responsibilities, and
ensuring transparency and accountability. Public governance extends beyond formal control and encompasses
the rules, relationships, and institutional processes through which multiple actors participate in policy
formulation, implementation, and evaluation (Alqooti, 2020). In universities, governance is particularly
important because academic, administrative, and professional groups possess different forms of expertise,
authority, interests, and organizational identities. Accordingly, the effectiveness of university governance
depends on its capacity to coordinate these heterogeneous actors while maintaining institutional coherence,
legal compliance, organizational justice, and responsiveness.

Technological development has also transformed the structure and instruments of governance. Smart
governance emphasizes the use of data, digital platforms, interconnected information systems, and
participatory technologies to improve decision-making, service delivery, transparency, and organizational
adaptability (Meijer & Bolivar, 2016). Advanced digital infrastructures, including Web 4.0 and Web 5.0

technologies, can facilitate information exchange, knowledge integration, stakeholder interaction, and the



formation of collaborative organizational ecosystems (Duy et al., 2020). Artificial intelligence can further
support governance by enhancing data analysis, forecasting, performance monitoring, and resource allocation.
Nevertheless, its use also raises concerns regarding algorithmic bias, accountability, privacy, transparency, and
equitable access (Zuiderwijk et al., 2021). Therefore, technological innovation should be integrated into a
broader governance framework that considers legal, ethical, organizational, and human dimensions.

As governance structures become more complex, the concept of metagovernance has emerged to explain how
different governance modes, networks, institutions, and stakeholders may be coordinated. Metagovernance
refers to the governance of governance processes and focuses on designing institutional frameworks,
establishing shared rules, facilitating interactions, resolving conflicts, and coordinating autonomous but
interdependent actors. Rather than relying exclusively on hierarchical command, metagovernance employs
indirect steering, network management, negotiation, and institutional design to improve collective problem-
solving (Serensen & Torfing, 2016). It is especially relevant where no single actor possesses sufficient
knowledge, authority, or resources to address complex organizational problems. Metagovernance can connect
hierarchical, market-based, and network-based governance modes while supporting collective learning,
institutional adaptation, and the revision of governing arrangements (Pahl-Wostl, 2019).

The whole-network perspective further suggests that governance should not be limited to individual
organizations or isolated managerial units. Instead, the relationships among actors, organizational boundaries,
shared norms, and network-level outcomes must be considered collectively (Albareda & Waddock, 2018).
Metagovernance also involves holding governing bodies and intermediary institutions accountable, thereby
contributing to the legitimacy and effectiveness of complex governance systems (Murphy-Gregory & Gale,
2019). These principles are highly relevant to large university systems in which central authorities, local
branches, human resource departments, faculty members, administrators, and employees participate in
interconnected but not always fully coordinated decision-making processes.

Human resource management is one of the organizational domains that increasingly requires a governance-
oriented perspective. Human resource governance determines how rights, responsibilities, decision-making
authority, oversight, and accountability are distributed among organizational stakeholders. It provides a
framework for ensuring that recruitment, appointment, training, evaluation, promotion, compensation, and
retention practices are lawful, ethical, transparent, and aligned with organizational strategy (Kaehler &
Grundei, 2019). The relationship between corporate governance and strategic human resource management
demonstrates that employee-related decisions influence organizational sustainability, legitimacy, and long-
term performance (Martin et al., 2016). Human resource governance also supports compliance with legal and
professional standards and can reduce the likelihood of arbitrary decisions, discrimination, conflict, and
reputational damage (Grump, 2016).

Organizational culture and good governance mechanisms are similarly associated with improved human

resource transparency and disclosure (Rorong & Lasdi, 2020). Recent Iranian studies have emphasized that



human resource governance should integrate policy formulation, structure, stakeholder participation,
supervision, accountability, fairness, transparency, and strategic alignment (Jokar et al., 2025). Smart human
resource governance also requires reliable data, digital infrastructure, knowledge management, stakeholder
engagement, and organizational adaptability (Mirzaei et al., 2025). Moreover, effective human resource
governance can reduce job frustration by improving procedural justice, participation, coordination, and clarity
of organizational rules (Al-Obaidi, 2024). In contrast, ambiguous criteria, nonprofessional interventions, and
weak meritocracy in managerial selection and appointment can undermine trust and administrative
effectiveness (Mozaffari et al., 2014).

Workforce diversity adds another layer of complexity to human resource governance. Diversity includes
visible and less visible differences in gender, age, ethnicity, language, culture, education, specialization,
experience, generation, physical ability, beliefs, cognitive style, and working preferences. Diversity
management is not limited to preventing overt discrimination; it also involves creating an inclusive
environment in which differences are recognized, employees have equitable access to opportunities, and
diverse capacities contribute to shared organizational objectives. Critical approaches emphasize that apparently
neutral policies may reproduce structural inequalities unless power relations, cultural assumptions, identity,
and lived experience are carefully considered (Kirton & Greene, 2021).

Research on diversity management has evolved from a narrow focus on equal opportunity toward broader
concerns such as inclusion, innovation, organizational justice, talent management, teamwork, social
responsibility, and competitive advantage (Yadav & Lenka, 2022). However, diversity does not automatically
produce positive outcomes. Without trust, inclusive leadership, transparent procedures, and effective
communication, differences may intensify subgroup formation, misunderstanding, conflict, and perceived
injustice. In contrast, diversity management combined with a supportive teamwork climate can increase
employee stability, organizational commitment, and competitiveness (Jankelova et al., 2022). Diversity-
oriented human resource practices should therefore be embedded in recruitment, development, performance
appraisal, promotion, compensation, and working conditions rather than being treated as peripheral programs
(Meena & Vanka, 2017).

Studies conducted in Iranian governmental organizations have likewise shown that diversity management may
improve fairness, satisfaction, commitment, creativity, working relationships, and organizational effectiveness
when it is supported by senior management and adapted to institutional and cultural conditions (Abdoli et al.,
2014; Hosseini & Qasimpour Ganji, 2022). Nevertheless, human resource governance and diversity
management have generally been studied as separate domains. Limited attention has been devoted to their
integration within a metagovernance framework, particularly in large and decentralized university systems.
Islamic Azad University branches in Tehran Province represent a complex organizational setting characterized

by multiple units, diverse academic disciplines, different professional groups, varied workforce characteristics,

and several levels of authority. Consequently, a comprehensive and context-sensitive framework is needed to



coordinate policies, actors, structures, technologies, and diversity-oriented human resource processes. The
present study therefore aimed to design a diversity-oriented human resource metagovernance model for Islamic
Azad University branches in Tehran Province.

Methods and Materials

This study employed a qualitative and applied research design using thematic analysis. The study population
consisted of senior managers, human resource specialists, and faculty members affiliated with Islamic Azad
University branches in Tehran Province. Participants were selected through purposive sampling according to
criteria such as managerial experience, direct involvement in human resource activities, familiarity with
organizational governance, and knowledge of workforce diversity challenges and opportunities.

Sampling continued until theoretical saturation was reached. Saturation was achieved after the twelfth
interview, and two additional interviews were conducted to ensure that no substantially new concepts emerged.
Accordingly, 14 individuals participated in the study. The participants represented different professional
positions, levels of education, areas of expertise, and lengths of organizational experience.

Data were collected through semi-structured interviews. Interview questions focused on the structural,
strategic, managerial, cultural, technological, evaluative, and social requirements of diversity-oriented human
resource metagovernance. All interviews were transcribed in full and entered into MAXQDA 2022 for
analysis. The analytical process began with open coding and the identification of initial concepts. Similar codes
were then compared, integrated, and organized into basic themes. Basic themes were subsequently grouped
into organizing themes according to conceptual similarity, and overarching themes were developed in the final
stage. Relationships among codes and themes were reviewed continuously to construct the final conceptual
model.

To assess coding reliability, part of the data was coded twice with a ten-day interval. Agreement between the
two coding stages was calculated using Cohen’s kappa coefficient. The coefficient was 0.772, exceeding the
acceptable threshold and indicating satisfactory reliability of the coding process.

Findings

The thematic analysis resulted in a diversity-oriented human resource metagovernance model comprising six
overarching dimensions, 17 components, and 105 indicators. The six dimensions were development-oriented
factors, diversity management practices, organizational outcomes, strategic dimensions of human resource
governance, evaluation and performance, and societal outcomes.

The development-oriented factors dimension included five components: participation in governance and the
role of actors, structured design, participation in macro-level policymaking and planning, framework
development and persuasion, and accountability in implementing major policies and programs. Its indicators
emphasized the development of governing regulations, training, budget allocation, stakeholder participation,
delegation of authority, communication infrastructure, technological capacity, policy alignment, collective

action, transparency, access to accurate information, and managerial reporting.



The diversity management practices dimension consisted of two components: diversity-oriented human
resource management and value-oriented human resources. Its indicators included 360-degree performance
appraisal, individualization of feedback, merit-based recruitment, employment without ethnic or racial
discrimination, equitable training opportunities, fair compensation, equal access to services, and attention to
employees in smaller organizational units.

The organizational outcomes dimension comprised three components: individual-level outcomes,
organizational-level outcomes, and human resource competencies. The extracted indicators included diversity
training, ethical and cultural development, organizational learning, elimination of discrimination, acceptance
of different forms of diversity, retention of talented employees, reduction of legal disputes, increased job
satisfaction and engagement, lower human resource costs, teamwork, appreciation, knowledge exchange,
cultural awareness, and openness to new technology.

The strategic dimensions of human resource governance included strategic human resource planning,
managers’ individual perceptions, and operational arrangements. Important indicators were innovation,
attention to material and nonmaterial resources, entrepreneurial climate, positive psychological health,
managerial understanding of employee differences, joint meetings, flexible working hours, childcare support,
facilities for employees with disabilities, accommodation of religious needs, benefits for part-time staff, and
transparency in human resource procedures.

The evaluation and performance dimension contained two components: performance improvement and
capability enhancement. Its indicators involved identifying strengths and weaknesses, discovering employee
talent, reducing bureaucracy and underperformance, strengthening employee competence, accepting criticism
and suggestions, consulting stakeholders, encouraging readiness for change, promoting interorganizational
cooperation, developing knowledge relationships, and creating a knowledge-based workforce.

The societal outcomes dimension consisted of rule-based governance and organizational dynamism. Indicators
included advanced information systems, artificial intelligence for performance assessment, lawful decision-
making, rule-based compensation and promotion, equal opportunities, appropriate resource allocation,
continuous performance, participation, motivation, and talent utilization.

Discussion and Conclusion

The findings demonstrate that diversity-oriented human resource metagovernance is a multidimensional
organizational system rather than a limited set of human resource practices. Its effectiveness depends on the
simultaneous coordination of governance structures, managerial perceptions, employee participation,
operational procedures, technological infrastructure, performance systems, and societal values. The identified
model suggests that workforce diversity becomes a strategic organizational asset only when it is supported by
clear rules, participatory policymaking, transparent accountability, and equitable human resource processes.

The development-oriented dimension highlights the need to move beyond centralized and fragmented

decision-making. In a large university system, the coordination of central authorities, branch managers, human



resource specialists, faculty members, and employees is essential. Defined responsibilities, shared frameworks,
transparent communication, and collective participation can reduce inconsistency and improve the legitimacy
of decisions.

The diversity management dimension indicates that equality should be embedded throughout the employee
life cycle. Recruitment, training, appraisal, promotion, compensation, and access to organizational services
must be designed to prevent direct and indirect discrimination. Diversity should therefore be treated as a
strategic principle rather than an isolated welfare or compliance initiative.

The organizational outcome dimension shows that properly governed diversity can improve learning,
teamwork, commitment, employee retention, cultural awareness, and organizational citizenship while reducing
conflict and legal disputes. However, these outcomes are conditional upon inclusive policies, managerial
support, and a climate of respect and psychological safety.

The strategic governance dimension emphasizes that managers play a decisive role in translating formal
policies into daily practices. Their understanding of individual differences, openness to participation, and
willingness to adopt flexible arrangements determine whether diversity policies become meaningful
organizational practices. Operational accommodations, such as flexible schedules and accessible facilities,
further demonstrate that inclusion requires concrete organizational measures.

The evaluation and performance dimension indicates that diversity-oriented governance must include
mechanisms for feedback, learning, talent identification, and continuous improvement. Performance
assessment should not function merely as a control instrument; it should support employee development,
organizational learning, and the correction of inequitable practices.

Finally, the societal outcome dimension suggests that universities can promote broader values of justice,
legality, equality, and social trust through their internal human resource systems. By applying transparent and
inclusive governance, Islamic Azad University branches may strengthen both organizational performance and
the legitimacy of university governance. Overall, the proposed model offers a comprehensive framework for
transforming workforce diversity from a potential source of conflict into a basis for innovation, cohesion,

fairness, and sustainable institutional development.
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