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Abstract  
Workforce diversity is one of the emerging research fields and nowadays reveal a number of 
new techniques and trends that organizations are concentrating on. Similar to other 
organizations, the educational sector, i.e., institutions and university systems, now shows 
increasing age, gender, and ethnic diversity that influences employee engagement in research, 
teaching, and collaborative engagement through multiple aspects. Ineffective diversity 
management leads to faculty exclusion, which results in their disengagement from work. The 
inclusive environment, which values differences and enables collaboration and career 
development and provides transparent decision-making processes, improves employee 
engagement. The current study has evaluated the various studies published between 2001 and 
2021 in order to investigate how workforce diversity is perceived by globally diverse academic 
professionals in educational sectors. The review selected all studies from Scopus and SCI 
libraries after it completed the screening process. This review helps organizations choose the 
best work style for their needs because it shows how positive workforce diversity benefits its 
operations through reduced behavioral issues and better team cooperation. The review will 
study how different philosophical approaches to workforce diversity exist in different regions 
throughout the world. 

Keyword: Workforce Diversity, Academic Professionals, Educational Sector and Review. 

1. Introduction  

Universities and other higher education institutions around the world have faced enormous 
challenges over the past 20 years to absorb the rapidly shifting societal, technological, 
economic, and political forces originating not only from the immediate but also from the post-
industrial external atmosphere. 

Higher education institutions are under constant and cumulative pressure to adapt to the 
changing environment as a result of the world economy's unfathomable development, 
complexity, and expanding spirit of competitiveness, as well as sociopolitical and 
technologically driven market factors. The onus is now on the educational institutions due to 
globalization and worldwide competitiveness. The demand for reforms has grown as a result of 
the common market's formation, which has expanded staff and student mobility and allowed 
money to flow freely. 
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Like other organizations, universities are becoming more diverse in terms of age, gender, and 
ethnicity; these aspects have an array of effects on employee engagement. An organization’s 
culture has a significant impact on employee engagement and diversity management. Faculty 
members in academic contexts have a variety of social, cultural, and academic backgrounds, 
which shapes their viewpoints on research, teaching, and collaborative engagement. Engaged 
faculty members are more willing to work in a diverse setting if they feel appreciated and 
included. Academic engagement can take many forms, such as heightened productivity in 
research, dedication to instruction, and involvement in university government. 

But ineffective diversity management can cause faculty disengagement when they feel 
excluded, alienated, or unable to make a significant contribution. Consequently, engaged 
faculty members at universities are required to support institutional growth, research 
productivity, and student achievement but factors such as acceptance and esteem for 
differences, prospects for joint ventures and career advancement, and openness in the 
processes of making decisions all have an overall impact on achieving the employee's 
engagement. Hence, strong, welcoming cultures provide an atmosphere where all workers feel 
appreciated and encouraged, which can amplify the benefits of diversity on engagement. 

On the other hand, a closed-off or discriminatory culture could stifle the advantages of having 
a diverse staff. In universities, increasing teacher engagement requires a combination of 
inclusive organizational culture and good workforce diversity management; hence, before 
ensuring the same, some necessary measures should be taken for scaling the level of work 
engagements of faculties belonging to different universities, who are working in the presence 
of the environment, comprising various types of workplace diversities, so that integrating 
policies that uphold equity, respect, and inclusivity into the organizational culture can help 
maximize the advantages of having a diverse workforce. The current study has evaluated the 
various published studies in order to investigate how workforce diversity is perceived by 
globally diverse academic professionals in educational sectors. This review helps organizations 
choose the best work style for their needs because it shows how positive workforce diversity 
benefits their operations through reduced behavioral issues and better team cooperation. 

2. Materials and method 

One method for finding, evaluating, and summarizing published primary research articles on a 
specific topic of interest is a systematic literature review (SLR). Its objectives are to address 
particular research problems, pinpoint knowledge gaps, and make recommendations for 
potential future directions [1], [2]. The author examined current frameworks and research 
papers on Workforce Diversity and associated employee engagement. The author has 
concentrated on the academic professional and looked at aspects of Workforce Diversity in the 
context of academia that have a big influence on how employee management is affected due to 
diversity. PRISMA [3], which was employed in this work, is one of several SLR approaches and 
suggestions for completing the SLR process. Planning, carrying out, and reporting the review 
are the three stages of the review process. 

STAGE 1: Planning  

A research technique is carried out during the planning stage in order to direct the SLR 
process and improve the review process' accuracy. The research objectives, research questions, 
information regarding the research strategy (such as the search terms and resources to be 
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used), and eligibility criteria outlining the inclusion and exclusion criteria of the research 
findings make up the research procedure. Author conducted in depth detail on the aspects of 
this study process. 

1) Research objectives 

RO1: To methodically locate and examine existing research on workforce diversity among 
academic professionals in the field of education. 

RO2: To examine the characteristics and academic impact of the reviewed research, such as 
author impact indicators (e.g., H-index), publishing patterns, citation counts, and journal 
quality. 

RO3: To look at the main aspects of diversity that has been studied in the literature, as well as 
the target populations, datasets/samples, research methods, and regional distribution of 
studies. 

RO4: To summarize the main conclusions, research gaps, and theoretical frameworks 
presented in previous studies and suggest future lines of inquiry for workforce diversity in the 
education sector. 

 

2) Research Questions 

1. What is the scientific structure of the workforce diversity research field in educational 
sectors? 

2. Which dimensions of workforce diversity have been most frequently examined in 
previous studies? 

3. Which contextual variables such as region, institution type, and population have been 
considered in the relationship between workforce diversity and academic professional 
outcomes? 

4. Which areas need future empirical exploration in the context of globally diverse 
academic professionals? 

The PICOC methodology is used to construct the research questions in order to establish the 
extent of the SLR investigation. The PICOC model comprises five criteria: population, 
intervention, comparison, outcomes, and context. The first criterion, population, relates to the 
target system or participants in the study. Interventions are steps that specify the elements and 
subjects of the investigation that researchers find interesting. The research elements that the 
intervention is assessed against are referred to as the comparison. The outcome determines the 
outcome of the investigation. Lastly, context has to do with the setting of the inquiry. 

3) Method of search 

After determining the research objectives, the author had employed a search strategy to locate 
studies that are relevant to the goal of the study. The final search phrase and the primary and 
secondary search phrases are displayed in Table 1. 
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a. Choosing a source: 

The first step in creating a research strategy is creating a knowledge base from important 
sources and databases. The Scopus, Web of Science, ERIC, IEEE Xplore, are the databases that 
author has integrated from 2000 to 2021. 

 

b. The search term 

The necessity to fully address our research questions served as a guide for choosing our search 
phrases. Our goal was to find the keywords that would help us the most with our search. 

In order to do this, we took into consideration a variety of words that were pertinent to the 
area of our research, which includes workforce diversity, academic professionals, educational 
sector, higher education perceptions, experiences and inclusion. 

Table 1: Search Terms 

Category Search Terms 

Primary Search Terms 

Workforce Diversity, Faculty Diversity 

Academic Professionals, Higher Education 

Diversity Perceptions, Diversity Experiences 

Secondary Search Terms 

Racial Diversity, Ethnic Diversity 

Gender Diversity, Cultural Diversity 

Inclusion, Equity, Representation 

Faculty Recruitment, Faculty Retention 

Academic Workforce, Diverse Faculty 

Organizational Culture, Campus Climate 

Diversity Management, Diversity Policies 

Final Search Phrase 

("workforce diversity" OR "faculty diversity" 
OR "academic diversity" OR "diverse 
workforce") AND ("academic professionals" 
OR faculty OR academics OR professors OR 
lecturers OR teachers) AND ("higher 
education" OR universities OR colleges OR 
academia OR educational sector) AND 
(perception* OR experience* OR inclusion OR 
equity OR representation OR "campus 
climate") 

Table 2: Eligibility Criteria 

Inclusion Criteria Exclusion Criteria 

Publication Year: 2001–2021 Published before 2001 

Peer-reviewed journal articles Editorials, book reviews, opinion articles 

Studies focused on workforce diversity, faculty Studies unrelated to workforce diversity or 
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diversity, inclusion, equity, or representation 
in educational settings 

academic professionals 

Studies involving academic professionals, 
faculty members, lecturers, professors, 
researchers, or educational staff 

Studies focusing exclusively on students 
without relevance to faculty or workforce 
diversity 

Studies conducted in higher education 
institutions, universities, colleges, or 
educational organizations 

Studies outside the educational sector 

Available in full-text and English language 
Non-English studies without accessible 
translations 

Quantitative, qualitative, mixed-methods, 
systematic reviews, and empirical studies 

Workshop abstracts, posters, tutorials, 
interviews, seminar papers, and unpublished 
manuscripts 

Studies reporting diversity dimensions (race, 
ethnicity, gender, nationality, culture, 
disability, etc.) 

Duplicate publications 

Studies contributing to at least one research 
objective or research question 

Studies with insufficient methodological 
information or marginal relevance 

Our emphasis on relevance and the requirement to keep the search scope reasonable led 
author to omit certain related terms. When creating the search term, author tried to strike a 
compromise between comprehensiveness and specificity. The present attempt to target a 
broad variety of pertinent literature while maintaining the coherence of our search method is 
reflected in the final search phrase, as shown in Table 1. The logical operators AND and OR 
were used to produce the completed search terms. It offers a comprehensive view of the topic 
by combining important concepts associated with it. 

4) Eligibility  

Only studies that satisfied the inclusion criteria were chosen using a screening technique after 
all pertinent articles were reviewed using the given search terms. The procedure for 
inclusion/exclusion criteria is shown in Table 2. 

 

STAGE 2: Conducting the review 

1) Phase-1 During this phase, author assessed the papers' applicability to present research by 
looking at their title, abstract, introduction, and conclusion. To make sure that no study was 
missed, we tried to be as inclusive as we could throughout this process. 33 studies were 
excluded as a result of this step. 

2) Phase 2 

In the second step, Author used two credibility factors to assess the reliability of the chosen 
articles. A study is included after it satisfies one of these by its citation and H index. 

3) Phase 3  
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Studies identification via database 

Records screened 

(n = 52) 

Record identified from the 

databases: Scopus, Wos, 

ERIC, IEEE Xplore  (n = 85) 
 

Included studies 

(n = 37) 

Articles assessed for 

eligibility (n = 37) 

Studies excluded 

focusing on other 

sectors such as 

IT, automobile. 

(n=15) 

Records excluded because of 

title, abstract, introduction, 

and conclusion (n=33) 

Excluded articles (n = 0) 

A thorough screening of the submitted study is the last stage. After applying the eligibility 
criteria to the whole texts of these papers, 52 publications were selected as primary studies 
since they were deemed somewhat pertinent to present research themes. The outcome of the 
entire screening was 37. 

 

Figure 1: PRISMA Flow diagram 

 

 

 

  

 

 

Figure 1: PRISMA Flow diagram 

 

 

STAGE 3: Reporting the evaluation  

The included primary studies were moved using a data extraction technique. In this method, 
each primary study was retrieved from its digital repository and assigned a distinct file ID. An 
Excel spreadsheet was created to fill in the specifics of each study. The study's abstract, 
country of origin, user experience issues, set of factors, significance and limitations of the 
study, study gap, suggested solution, and future work were all retrieved and arranged in the 
corresponding columns. Consequently, the data was analyzed and the RQs were addressed 
using the preserved analysis information, as seen in the next section. 
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3. Results  
In this section, the author has analyzed the articles reviewed for the present article for various 
aspects. The detailed analysis has been presented below. 
3.1 Source of publication analysis  

Publication of the study can help society by giving the general public and professionals in 
opinion and principle-making vital information. Another crucial aspect of the publishing is its 
simplicity. Reviewing carefully chosen publications from journals that uphold strict scientific 
standards is essential. As a result, the SCI and SCOPUS libraries have been chosen to filter the 
articles. The list of papers selected for examination, along with information about their 
sources, is shown in Table 3. 

 

Ref Year Author(s) Source / Journal H-Index* 
Citation 
Count* 

[1] 2007 Rother, E.T. 
Acta Paulista de 
Enfermagem 

42   NIL 

[2] 2019 Xiao & Watson 
Journal of Planning 
Education and 
Research 

  NIL   NIL 

[3] 2019 Selçuk 
Turkish Archives of 
Otorhinolaryngology 

  NIL   NIL 

[4] 2008 Harley, D.A. 
Journal of African 
American Studies 

29 542  

[5] 2015 
Gasman, Abiola 
& Travers 

Journal of Diversity in 
Higher Education 

64 385  

[6] 2019 
Kisaka, Jansen & 
Hofman 

Journal of Higher 
Education Policy and 
Management 

64 13  

[7] 2020 Ibrahim, S.A. JAMA Network Open 178 10  

[8] 2021 Yadav et al. Frontiers in Psychology 241 6  

[9] 2021 
Loukik & 
Namratha 

Asian Journal of 
Management 

10 3  
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Ref Year Author(s) Source / Journal H-Index* 
Citation 
Count* 

[10] 2021 Ali, I.S. 

International 
Transaction Journal of 
Engineering, 
Management & Applied 
Sciences 

  NIL   NIL 

[11] 2021 Chaudhry et al. 
Cogent Business & 
Management 

  NIL   NIL 

[12] 2018 Posselt 
The Journal of Higher 
Education 

97 306  

[13] 2012 Hurtado et al. 
Higher Education: 
Handbook of Theory 
and Research 

150 1103  

[14] 2018 
Gertz, Huang & 
Cyr 

Palgrave Macmillan 254 32  

[15] 2019 
Alfonso & 
Ganesan 

Contemporary 
Education Dialogue 

12 4  

[16] 2020 O'Connor 
Interdisciplinary 
Science Reviews 

  NIL   NIL 

[17] 2014 
Longman & 
Madsen 

Women and Leadership 
in Higher Education 

  NIL   NIL 

[18] 2017 Robinson et al. 
Higher Education 
Leadership Study 

  NIL   NIL 

[19] 2016 Dear 
Critical Case Study of 
Female Administrators 
in Higher Education 

  NIL   NIL 

[20] 2018 Brown & Leigh Disability & Society   NIL   NIL 

[21] 2017 Dolmage 
Academic Ableism: 
Disability and Higher 
Education 

  NIL   NIL 
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Ref Year Author(s) Source / Journal H-Index* 
Citation 
Count* 

[22] 2018 
Waterfield, 
Beagan & 
Weinberg 

Disability & Society   NIL   NIL 

[23] 2017 Price et al. 
Disability Studies 
Quarterly 

  NIL   NIL 

[24] 2002 Austin, A.E. 
The Journal of Higher 
Education 

97 1800  

[25] 2007 
Gappa, Austin & 
Trice 

Jossey-Bass   NIL   NIL 

[26] 2010 Kezar & Sam 
ASHE Higher 
Education Report 

  NIL   NIL 

[27] 2007 Umbach 
The Review of Higher 
Education 

  NIL   NIL 

[28] 2001 Antonio 
Research in Higher 
Education 

  NIL   NIL 

[29] 2010 Bowman 
Review of Educational 
Research 

210 1600  

[30] 2000 
Harrison, Price & 
Bell 

Academy of 
Management Journal 

293 7000  

[31] 2002 Harrison et al. 
Academy of 
Management Journal 

293 3500  

[32] 2007 Tomalin 
Teaching in Higher 
Education 

  NIL   NIL 

[33] 2019 O'Connor 
Policy Reviews in 
Higher Education 

  NIL   NIL 

[34] 2008 
Mayhew, 
Wolniak & 
Pascarella 

Research in Higher 
Education 

97 250  
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Ref Year Author(s) Source / Journal H-Index* 
Citation 
Count* 

[35] 2005 
Milem, Chang & 
Antonio 

Association of 
American Colleges and 
Universities 

  NIL   NIL 

[36] 2013 Morley 
Leadership Foundation 
for Higher Education 

  NIL   NIL 

[37] 2004 
Fuller, Bradley & 
Healey 

Disability & Society   NIL   NIL 

 

3.2 Analysis of different types of diversity in reported work  
 
The various types of diversity among educational sector from various countries have been 
examined for the reviewed publications in this part. Table 4 displays the article reported with a 
chosen factor and reference number. 
 
 Table 4: Analysis of different dimensions of workforce diversity examined 
 

Diversity 
Type 

[9] 
[10
] 

[11] [12] [13] [14] [15] 
[16
] 

[17] 
[18
] 

[19] 
[20

] 
[21] 

[22
] 

Deep-
Level 
Diversity 

✓ ✓ ✓ ✗ ✓ ✓ ✓ ✗ ✗ ✗ ✗ ✗ ✗ ✗ 

Attitude 
Diversity 

✓ ✓ ✓ ✗ ✓ ✓ ✓ ✗ ✗ ✗ ✗ ✗ ✗ ✗ 

Lifestyle 
Diversity 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ 

Beliefs & 
Values 
Diversity 

✗ ✓ ✓ ✗ ✓ ✓ ✓ ✗ ✗ ✗ ✗ ✗ ✗ ✗ 

Time 
Urgency 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ 

Superficial
-Level 
Diversity 

✓ ✓ ✓ ✗ ✗ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ 

Age 
Diversity 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ 

Gender-
Based 
Diversity 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✓ ✓ ✓ ✓ ✗ ✗ ✗ 

Religion-
Based 
Diversity 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ 
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Disability 
Diversity 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✓ ✓ ✓ 

Experience 
Diversity 

✓ ✓ ✓ ✓ ✓ ✓ ✓ ✗ ✓ ✓ ✓ ✗ ✗ ✗ 

Marital 
Status 
Diversity 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ 

Diversity 
Type 

[24
] 

[25
] 

[26
] 

[27
] 

[28
] 

[29
] 

[30
] 

[31] 
[32
] 

[33
] 

[34
] 

[35] 
[36

] 
[37
] 

Deep-
Level 
Diversity 

✓ ✓ ✓ ✗ ✓ ✓ ✓ ✓ ✓ ✗ ✓ ✓ ✗ ✗ 

Attitude 
Diversity 

✓ ✗ ✗ ✗ ✗ ✓ ✓ ✓ ✗ ✗ ✓ ✓ ✗ ✗ 

Lifestyle 
Diversity 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ 

Beliefs & 
Values 
Diversity 

✗ ✗ ✗ ✗ ✓ ✓ ✓ ✓ ✓ ✗ ✓ ✓ ✗ ✗ 

Time 
Urgency 

✗ ✗ ✗ ✗ ✗ ✗ ✓ ✓ ✗ ✗ ✗ ✗ ✗ ✗ 

Superficial
-Level 
Diversity 

✗ ✗ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✗ ✓ ✓ ✓ 

Age 
Diversity 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✓ ✗ ✗ ✗ 

Gender-
Based 
Diversity 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✓ ✗ ✗ ✓ ✗ 

Religion-
Based 
Diversity 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✓ ✗ ✗ ✗ ✗ ✗ 

Disability 
Diversity 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✓ 

Experience 
Diversity 

✓ ✓ ✓ ✓ ✗ ✗ ✗ ✗ ✗ ✗ ✓ ✗ ✓ ✗ 

Marital 
Status 
Diversity 

✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ ✗ 
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The breakdown of the diversity types across the papers reviewed shows that 
surface-level diversity, experience diversity and deep-level diversity show up as 
the most commonly examined dimensions in the literature. Surface-level 
diversity showed up in a big share of the studies, especially in work looking at 
demographic traits like gender, ethnicity, disability status, and age. References 
like [4], [5], [6], [7], [8], [9], [10], [11], [16], [17], [18], [19], [20], [21], [22], [23], [24], 
[25], [28], [31], [32], [33], [34], [35], [36], [37], stress visible differences among 
employees, faculty members and students. So, it seems researchers keep treating 
what can be seen, as a key signpost for understanding the diversity-related 
difficulties and possibilities inside higher education institutions. 

Also, in the literature, experience diversity showed up as a kind of major theme. A group of 
studies—like [5], [7], [8], [9], [10], [11], [12], [13], [14], [15], [17], [18], [19], [26], [27], [28], [29], 
[30], [31], and [32]—looked at contrasts among professional backgrounds, academic 
trajectories, leadership experiences, faculty growth routes, and workforce variety. The sheer 
amount of attention devoted to experience diversity basically hints those institutions are 
increasingly seeing why multiple professional histories matter for organizational results, 
novelty generation, decision process quality, and even academic effectiveness. Then there was 
deep-level diversity, which also got a lot of scholarly contribution. The works in references [5], 
[9], [10], [11], [13], [14], [15], [26], [27], [29], [33], [34], [35], [36], [37], went into the finer grain 
differences in values, viewpoints, mindsets, knowledge forms, and personal traits that drive 
how people interact and how organizations end up performing. Overall, the results point to 
higher education research starting to drift farther past just demographic diversity, toward 
figuring out how thinking styles and psychological variations shape cooperation, leadership 
impact, and the overall institutional culture. 
In contrast, gender-based diversity was mostly looked at in studies about women’s presence 
and how they lead in higher education, including [4], [6], [7], [8], [16], [17], [18], [19], [24], [25]. 
These works showed that gender gaps keep showing up in leadership roles, in promotion 
chances, and in institutional participation too. Likewise, disability diversity was taken up 
mainly by [20], [21], [22], [23], [24], and [25], and it focused on accessibility, inclusion practices, 
how people disclose disabilities, plus the everyday experiences of disabled academics in higher 
education settings. Meanwhile, beliefs and values diversity seemed to show up in a moderate 
number of studies, especially [5], [6], [10], [11], [13], [14], [15], [33], [34], [35], [36], [37], In 
general, those studies suggest that common values, cultural viewpoints, and ideological 
differences matter a lot for how the organizational atmosphere forms, for employee 
engagement, and for whether institutions feel genuinely inclusive. On the other hand, age 
diversity got limited attention, and it was explicitly examined mainly in [28]. Similarly, religion 
related diversity was mentioned in only a few studies, particularly [37], where cultural and 
religious diversity within higher education was explored. So, it seems like both age and religion 
are still kind of underrepresented dimensions in the higher education diversity literature. 
Further, attitude variety was looked at in a decent set of studies, including [9], [10], [11], [13], 
[14], [15], [26], [33], [34], [35], and it was usually tied to organizational culture, steadiness of 
inclusion, employee perceptions, and workplace effectiveness. Still, time urgency diversity, 
meaning the variation in how people view time, and their work pace, showed up in a very 
direct way only in the early or foundational diversity studies of [35] and [36].  
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3.3 Year-wise Publication Trend Analysis 

The yearly distribution of the articles that were reviewed shows a gradual shift, and also a 
growing weight of diversity-related research in higher education and in educational 
workplaces, over roughly the last twenty years. The earliest items showed up in the early 
2000s, with Antonio (2001), Austin (2002), Harrison et al. (2002), Fuller et al. (2004), and 
Milem et al. (2005). Those works sort of laid the groundwork about diversity itself, inclusion, 
socialization, leader development, and group dynamics in education-linked as well as 
organizational contexts. Even if the publication count then was not that high, the studies still 
gave meaningful theoretical as well as empirical grounding for the diversity research that came 
later from around 2007 to 2010, there was a moderate rise in scholarly attention. In that 
stretch, work by Tomalin (2007), Gappa et al. (2007), Umbach (2007), Harley (2008), Mayhew 
et al. (2008), Bowman (2010), and Kezar and Sam (2010) broadened the conversation, including 
cultural diversity, faculty work environments, contingent faculty experiences, racial and 
gender representation, plus how diversity affects student learning results. Overall, these 
contributions seemed to mirror an increasing acknowledgement that diversity is not just a 
background theme but a real element tied to institutional effectiveness and educational 
quality. 

From 2012 to 2016, diversity research kept moving forward steadily, mostly through the 
contributions of Hurtado et al. (2012), Morley (2013), Longman and Madsen (2014), Gasman et 
al. (2015), and Dear (2016). In that, the work seems to have learned more toward faculty 
diversity, women’s leadership, inclusive learning settings, and also representation when it 
comes to higher education governance. Taken together, these studies underlined why 
institutions needed a stronger, more deliberate commitment to diversity, equity, and inclusion 
efforts across academic contexts. Then, there was a very noticeable jump in publication output 
between 2017 and 2021, and this window ends up contributing the biggest share of studies that 
were included in this review. The main studies by Robinson et al. (2017), Dolmage (2017), Price 
et al. (2017), Posselt (2018), Gertz et al. (2018), Brown and Leigh (2018), Waterfield et al. (2018), 
Kisaka et al. (2019), Alfonso and Ganesan (2019), O’Connor (2019, 2020), Ibrahim (2020), Yadav 
et al. (2021), Loukik and Namratha (2021), Ali (2021), and Chaudhry et al. (2021) looked at a 
wide, sometimes overlapping set of concerns. Those ranged from workforce diversity to faculty 
presence, disability inclusion, gender inequality, organizational culture, leadership diversity, 
and how diversity shapes institutional performance plus innovation. Overall, the heavy 
clustering of research during these years suggests that scholarly attention, as well as 
institutional curiosity, really intensified around both the problems and the prospects tied to 
diversity in higher education. 

 

Table 5: Year-wise Distribution of Reviewed Articles 

Year Author(s) No. of Articles 

2001 Antonio 1 

2002 Austin; Harrison et al. 2 
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2004 Fuller et al. 1 

2005 Milem et al. 1 

2007 Tomalin; Gappa et al.; Umbach 3 

2008 Harley; Mayhew et al. 3 

2010 Bowman; Kezar & Sam 3 

2012 Hurtado et al. 2 

2013 Morley 1 

2014 Longman & Madsen 1 

2015 Gasman et al. 1 

2016 Dear 2 

2017 Robinson et al.; Dolmage; Price et al. 3 

2018 Posselt; Gertz et al.; Brown & Leigh; Waterfield et al. 4 

2019 Kisaka et al.; Alfonso & Ganesan; O'Connor 3 

2020 Ibrahim; O'Connor 2 

2021 Yadav et al.; Loukik & Namratha; Ali; Chaudhry et al. 4 

Total  37 

3.4 Top Contributing Journals 

From the publication sources that were reviewed, diversity research in higher education is 
spread across a lot of different academic journals, which sort of shows how mixed up and 
multidisciplinary the field reported. Disability & Society turned out to be the journal that 
shows up the most, and it contains work by Brown and Leigh (2018), Waterfield et al. (2018), 
Fuller et al. (2004). A lot of these studies keep circling back to disability inclusion, and also the 
lived experiences of disabled academics, although the angles vary a bit. Then there is the 
Journal of Higher Education, which provided key studies by Austin (2002) and Posselt (2018). 
Also, the Academy of Management Journal published what are often treated as influential 
pieces by Harrison et al. (2000, 2002) that focus on surface-level, versus deep-level diversity. 
There were other stand out journals too, like the Journal of Diversity in Higher Education 
(Gasman et al., 2015), Journal of Higher Education Policy and Management (Kisaka et al., 2019), 
Frontiers in Psychology (Yadav et al., 2021), Cogent Business & Management (Chaudhry et al., 
2021), JAMA Network Open (Ibrahim, 2020), and Research in Higher Education (Antonio, 2001; 
Mayhew et al., 2008). More items also appeared in places that lean toward leadership, 
organizational culture, disability studies, and higher education policy, and in those cases the 
terminology and framing can feel slightly different. Taken together, the diversity of these 
publication outlets suggests that workforce diversity in higher education is an interdisciplinary 
research space, reaching across education management, psychology, public health, and 
organizational studies. 
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Table 6: Top Contributing Journals 

S.N. Journal / Source Author(s) 
No. of 

Articles 

1 Disability & Society 
Brown & Leigh (2018); 
Waterfield et al. (2018); 
Fuller et al. (2004);  

3 

2 The Journal of Higher Education Posselt (2018); Austin (2002) 2 

3 Academy of Management Journal 
Harrison et al. (2000); 
Harrison et al. (2002) 

2 

4 Journal of Diversity in Higher Education Gasman et al. (2015) 1 

5 
Journal of Higher Education Policy and 
Management 

Kisaka et al. (2019) 1 

6 JAMA Network Open Ibrahim (2020) 1 

7 Frontiers in Psychology Yadav et al. (2021) 1 

8 Asian Journal of Management Loukik & Namratha (2021) 1 

9 
International Transaction Journal of 
Engineering, Management & Applied 
Sciences & Technologies 

Ali (2021) 1 

10 Cogent Business & Management Chaudhry et al. (2021) 1 

11 Contemporary Education Dialogue Alfonso & Ganesan (2019) 1 

12 Interdisciplinary Science Reviews O'Connor (2020) 1 

13 Policy Reviews in Higher Education O'Connor (2019) 1 

14 
Frontiers in Education / Higher Education 
Research Sources 

Kezar & Sam (2010) 1 

15 Research in Higher Education 
Antonio (2001); Mayhew et 
al. (2008) 

2 

16 Review of Educational Research Bowman (2010) 1 

17 Teaching in Higher Education Tomalin (2007) 1 

18 The Review of Higher Education Umbach (2007) 1 

20 Disability Studies Quarterly Price et al. (2017) 1 

22 Journal of African American Studies Harley (2008) 1 

 

3.5 Regional Distribution of Studies 

The regional analysis, from the reviewed studies shows this strong dominance in North 
America, especially in the United States. Out of 37 studies that are geographically identifiable, 
20 were carried out in the U.S., this includes references [4], [5], [7], [8], [12], [13], [18], [19], [21], 
[23]–[30], [34] and [35]. Generally speaking, these works were mostly about workforce diversity, 
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faculty representation, leadership diversity, disability inclusion, and organizational 
effectiveness within universities and related higher education settings. That major U.S. 
concentration seems to line up with a long-time national focus on diversity, equity, inclusion, 
and affirmative action in schooling plus organizational life. Beyond North America, the other 
areas appear smaller in count. Asia only had three studies, with two coming from India ([9] 
and [15]) and one from the United Arab Emirates ([11]). Those papers discussed workforce 
diversity, organizational culture, and inclusion practices. Africa, was basically only one study 
from Kenya ([6]), which looked at workforce diversity in public universities. Europe had five 
studies ([16], [20], [33], [36], and [37]), and they mostly tackled gender inequality, disability 
inclusion, leadership representation, and also cultural diversity within higher education. Then 
there are four studies ([10], [14], [17], and [32]) that took a cross border, or multi-country 

Table 7: Summarized article based on region of study 

Ref Region Country 

[4], [5], [7], [8], [12], [13], [18], 
[19], [23], [24], [25], [26], [27], 
[28], [29], [34], [35] 

North America United States 

[6] Africa Kenya 

[9], [15] Asia India 

[10] International 
Global Educational 
Environment 

[11] Asia United Arab Emirates (UAE) 

[14] International International / Cross-national 

[16], [33], [36] Europe Ireland / United Kingdom 

[17] International International 

[20] Europe United Kingdom 

[21] North America United States 

[22] North America Canada 

[30], [31] North America United States 

[32] International 
International Higher 
Education Context 

 

3.6 Study Objectives Analysis 

The reviewed studies pursued quite a mix of objectives around diversity in higher education 
contexts and also in educational workplaces. Most of the time, researchers looking in to gender 
and demographic diversity ([4], [6], [7], [8], [15], [16], [17], [18], [19], [33], [36]), and those efforts 
were mostly about representation, leadership opportunities, equity, and participation of 
groups that are often underrepresented inside academic institutions. A lot of papers also 
worked through workforce diversity ideas and theory in studies [6], [9], [10], [13], [14], [28], 
[30], [31], [35], and [36], basically giving a grounding view on diversity, inclusion, and 
organizational behavior. Then, another big theme that showed up was diversity management 
strategies ([5], [8], [10], [11], [14], [15], [16], [25], [26], [33]) , where the authors looked at 
leadership approaches , institutional policies, plus organizational frameworks that are meant 
to build more inclusive settings. In a similar vein, diversity and organizational performance got 
a fair amount of attention in studies [9], [10], [11], [27], [28], [30], [31], [34], and [35]. In general, 
those papers found positive connections between diversity and results like innovation, 
organizational effectiveness, better decision-making quality, and employee performance, even 
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if they used different measures. Research on cultural diversity and inclusion ([13], [14], [20], 
[21], [22], [23], [32], [34], [37]) leaned toward intercultural comprehension, inclusive 
educational environments and fairer participation. Faculty diversity and broader higher 
education workforce issues were handled across [5], [7], [8], [12], [15], [24], [25], [26], and [27], 
focusing on recruitment, retention, professional development, plus faculty representation. 
 
 

Table 8: Study Objectives of Review Articles 

Objective References 

Workforce Diversity Concepts and Theory [6], [9], [10], [13], [14], [28], [30], [31], [35], [36] 

Diversity Management Strategies [5], [8], [10], [11], [14], [15], [16], [25], [26], [33] 

Diversity and Organizational Performance [9], [10], [11], [27], [28], [30], [31], [34], [35] 

Cultural Diversity and Inclusion [13], [14], [20], [21], [22], [23], [32], [34], [37] 

Gender and Demographic Diversity 
[4], [6], [7], [8], [15], [16], [17], [18], [19], [33], 
[36] 

Disability Diversity and Inclusion [20], [21], [22], [23], [37] 

Faculty Diversity and Higher Education 
Workforce 

[5], [7], [8], [12], [15], [24], [25], [26], [27] 

Leadership Diversity and Career 
Advancement 

[5], [16], [17], [18], [19], [33], [36] 

Workforce Planning and Future Research [24], [25], [26], [27], [29], [30], [31] 

 
The regional analysis of the reviewed studies indicates a strong dominance of research carried 
out in the United States. Like, out of the 37 reviewed articles, the overwhelming majority were 
situated within the U.S. context, especially studies tied to workforce diversity, faculty diversity.  
3.7 Dataset analysis of article 
The term "data" is derived from a Latin noun that means "something provided." This term is 
the plural form of data. A set of facts, such as statistics or numbers, text, measurements, 
observations, or even simple descriptions of objects, is referred to as data or information. The 
two types of data, known as quantitative and qualitative, can be produced everywhere in 
science, engineering, and a variety of other fields.  
Out of these two, quantitative data can be anything that can be articulated as a number or be 
quantified.  The same has been considered for analysis in the present section. Table 9 given 
analysis of Dataset or population considered for the research work. 
 

Table 9: Dataset /population analysis of article 

Ref Dataset / Population 

[4] 
African American women faculty in 
predominantly White institutions 

[5] 
Senior leadership and faculty in elite higher 
education institutions 

[6] Employees in Kenyan public universities 

[7] Medical faculty and students 

[8] 
STEM faculty and professorial advancement 
participants 

[9] 
Workforce employees in Indian higher 
education institutions 
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[10] 
Educational organizations operating in a global 
environment 

[11] UAE workforce and organizational employees 

[12] Doctoral students and faculty support systems 

[13] Students in diverse learning environments 

[14] 
Higher education institutions and societal 
diversity contexts 

[15] 
Faculty members in Indian higher education 
institutions 

[16] 
Faculty and employees in male-dominated 
higher education organizations 

[17] Women leaders in higher education 

[18] 
Women in higher education leadership 
positions 

[19] Female administrators in higher education 

[20] Disabled and chronically ill academics 

[21] 
Academics and students with disabilities in 
higher education 

[22] Disabled academics in Canadian universities 

[23] 
College and university faculty with mental 
disabilities 

[24] 
Graduate students preparing for academic 
careers and future faculty 

[25] 
Faculty workforce in higher education 
institutions 

[26] Non-tenure-track faculty in higher education 

[27] 
Contingent faculty and undergraduate 
education settings 

[28] 
University students engaged in interracial 
interaction 

[29] 
Undergraduate students in higher education 
institutions 

[30] Diverse workplace teams and employees 

[31] Organizational work teams and employees 

[32] 
Higher education institutions addressing 
cultural and religious diversity 

[33] 
Senior leadership and academic staff in higher 
education 

[34] Traditionally aged undergraduate students 

[35] 
Colleges and universities implementing 
diversity initiatives 

[36] Women in higher education leadership roles 

[37] 
Disabled students in higher education 
institutions 
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3.8 Research Approaches Used in Reviewed Articles 

The methodological approaches that were used across the papers reviewed show a somewhat 
balanced mix of conceptual, empirical, and qualitative research methods. A rather big share of 
the literature went with literature review and conceptual directions, such as work by Hurtado 
et al. (2012), Gertz et al. (2018), Longman and Madsen (2014), Dolmage (2017), Austin (2002), 
Gappa et al. (2007), Kezar and Sam (2010), Morley (2013), and Milem et al. (2005). In general 
these studies tended to push the idea of theoretical frameworks, pulling together what is 
already known,and then looking at diversity matters in higher education—mainly through 
conceptual and policy angles, not so much through measurement. On the empirical side, 
quantitative studies were also a major part i.e. Kisaka et al. (2019), Ibrahim (2020), Loukik and 
Namratha (2021), Ali (2021), Chaudhry et al. (2021), Posselt (2018), Bowman (2010), Mayhew et 
al. (2008), and Umbach (2007) used surveys, statistical analyses, correlational strategies, and 
some quantitative modeling. The goal was to investigate workforce diversity, organizational 
outcomes, student results, and what faculty were experiencing, with an evidence leaning angle. 
Then a number of studies leaned into qualitative including  case study designs, to get into the 
“why” and “how” of diversity troubles and lived experiences. Strong examples include Harley 
(2008), Waterfield et al. (2018), Dear (2016), Robinson et al. (2017), Alfonso and Ganesan 
(2019), O’Connor (2019, 2020), Brown and Leigh (2018), Price et al. (2017), and Tomalin (2007). 
Those pieces explored things like gender inequity, disability inclusion, leadership progression, 
cultural variety, and faculty perceptions using interviews, case analyses, and qualitative 
inquiry—so the insights felt more textured, and less purely numeric. 

Table 10: Research Approaches Used in Reviewed Articles 

Research Approach Author(s) 
No. of 

Articles 

Literature Review / 
Conceptual Study 

Hurtado et al. (2012); Gertz et al. (2018); Longman & 
Madsen (2014); Dolmage (2017); Austin (2002); Gappa et 
al. (2007); Kezar & Sam (2010); Morley (2013); Milem et 
al. (2005) 

9 

Empirical / 
Quantitative Study 

Kisaka et al. (2019); Ibrahim (2020); Loukik & Namratha 
(2021); Ali (2021); Chaudhry et al. (2021); Posselt (2018); 
Bowman (2010); Mayhew et al. (2008); Umbach (2007) 

9 

Case Study 
Harley (2008); Waterfield et al. (2018); Dear (2016); 
Robinson et al. (2017) 

4 

Qualitative Study 
Alfonso & Ganesan (2019); O'Connor (2020); Brown & 
Leigh (2018); Price et al. (2017); Tomalin (2007); 
O'Connor (2019) 

6 

Workforce 
Development / 
Intervention Study 

Yadav et al. (2021); Austin (2002); Kezar & Sam (2010); 
Gappa et al. (2007) 

4 

Review / Meta-
Analysis 

Bowman (2010); Hassard et al. (2021); Gertz et al. (2018); 
Longman & Madsen (2014); Dolmage (2017); Milem et 
al. (2005) 

6 

Policy / Practice 
Analysis 

Gasman et al. (2015); O'Connor (2019); Morley (2013); 
Fuller et al. (2004) 

4 
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3.9 Theories and Frameworks Employed in Reviewed Articles 

Workforce diversity research in higher education leans on a group of theoretical and 
conceptual frame. Among the most reused perspectives is the Disability Inclusion and 
Academic Ableism Framework and it shows up in works by Dolmage (2017), Brown and Leigh 
(2018), Waterfield et al. (2018), Price et al. (2017), and Fuller et al. (2004). In general, these 
studies look at things like barriers, accessibility, inclusion, and what disabled academics as well 
as students actually experience while they are in higher education institutions. Then there are 
Social Identity Theory and Identity-Based Diversity Frameworks, which are also pretty 
prominent, and you can see them in studies like Harley (2008), Antonio (2001), and O’Connor 
(2019, 2020). They tend to explain how individual identities, group membership, gender, 
ethnicity, and social categorization affect workplace dynamics, leadership pathways, and 
organizational inclusion too. In a similar vein, Gender Equity and Feminist Institutional 
Theory support studies by O’Connor (2020), Longman and Madsen (2014), Morley (2013), and 
Dear (2016). These works underline structural obstacles, along with gender inequalities, 
especially in higher education leadership. The literature also often brings in Diversity 
Management and Organizational Culture Frameworks, like in Kisaka et al. (2019), Ali (2021), 
Chaudhry et al. (2021), and Gertz et al. (2018). Overall, the emphasis lands on the strategic side 
of diversity management, plus the organizational culture context, and inclusion practices that, 
supposedly, improve institutional performance and innovation. And also, Faculty Development 
and Academic Socialization Theory is visible in Austin (2002), Gappa et al. (2007), Kezar and 
Sam (2010), and Posselt (2018).  

Table 11: Theories and Frameworks Employed in Reviewed Articles 

S.N. Theory / Framework Author(s) 
No. of 

Articles 

1 
Social Identity Theory / 
Identity-Based Diversity 
Framework 

Harley (2008); Antonio (2001); 
O'Connor (2019); O'Connor (2020) 

4 

2 
Diverse Learning Environment 
Framework 

Hurtado et al. (2012); Mayhew et al. 
(2008); Milem et al. (2005) 

3 

3 
Diversity Management and 
Organizational Culture Theory 

Kisaka et al. (2019); Ali (2021); 
Chaudhry et al. (2021); Gertz et al. 
(2018) 

4 

4 
Gender Equity / Feminist 
Institutional Theory 

O'Connor (2020); Longman & Madsen 
(2014); Morley (2013); Dear (2016) 

4 

5 
Leadership and Social Capital 
Framework 

Robinson et al. (2017); Gasman et al. 
(2015); Longman & Madsen (2014) 

3 

6 
Workforce Diversity Theory 
(Surface- and Deep-Level 
Diversity) 

Harrison et al. (2000); Harrison et al. 
(2002); Loukik & Namratha (2021) 

3 

7 
Faculty Development and 
Academic Socialization Theory 

Austin (2002); Gappa et al. (2007); 
Kezar & Sam (2010); Posselt (2018) 

4 

8 
Disability Inclusion / 
Academic Ableism Framework 

Dolmage (2017); Brown & Leigh (2018); 
Waterfield et al. (2018); Price et al. 
(2017); Fuller et al. (2004) 

5 

9 
Organizational Performance 
and Innovation Framework 

Ali (2021); Chaudhry et al. (2021); 
Umbach (2007) 

3 
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10 
Workforce Diversity Pipeline 
Framework 

Yadav et al. (2021); Ibrahim (2020) 2 

11 
Cultural and Religious 
Diversity Framework 

Tomalin (2007); Antonio (2001) 2 

 
3.10 Summarizing reviewed articles  
After numerous analyses of reviewed articles, including source of publication analysis, analysis 
of different factors (culture, religion, and beliefs) impacting workforce diversity, analysis of the 
region of the studies, and dataset analysis, the final analysis has been performed based on the 
results and implications of the articles under review. In table 10 the article has been 
summarized with details such as author name, method employed, tool used and results 
implications. 
 
 

Table 12: Summaries of reviewed articles 

Ref Author Method Tool / Technique Implications 

[4] Harley 
Qualitative 
study 

Narrative analysis of 
faculty experiences 

Racial and gender barriers affect 
academic advancement 

[5] 
Gasman et 
al. 

Case study 
Leadership diversity 
analysis 

Diverse leadership strengthens 
institutional inclusiveness 

[6] 
Kisaka et 
al. 

Quantitative 
study 

Workforce 
representativeness and 
heterogeneity analysis 

Gender and ethnic diversity 
influence workforce composition 

[7] Ibrahim 
Review / 
Commentary 

Diversity assessment 
framework 

Faculty and student diversity 
improve educational equity 

[8] 
Yadav et 
al. 

Intervention 
study 

Cross-institutional 
STEM advancement 
initiative 

Targeted programs increase 
faculty diversity in STEM 

[9] 
Loukik & 
Namratha 

Empirical 
study 

Survey and statistical 
analysis 

Workforce diversity positively 
affects employee performance 

[10] Ali 
Correlational 
study 

Survey and statistical 
analysis 

Organizational culture influences 
diversity and competitiveness 

[11] 
Chaudhry 
et al. 

Quantitative 
study 

Regression and 
innovation analysis 

Diversity and inclusion promote 
organizational innovation 

[12] Posselt 
Qualitative 
study 

Faculty support 
framework 

Faculty support improves 
doctoral student persistence 

[13] 
Hurtado et 
al. 

Conceptual 
study 

Diverse Learning 
Environment Model 

Inclusive environments enhance 
student success 

[14] Gertz et al. 
Literature 
review 

Diversity and inclusion 
framework 

Diversity contributes to 
institutional effectiveness 

[15] 
Alfonso & 
Ganesan 

Qualitative 
study 

Interviews and 
thematic analysis 

Faculty perceptions influence 
diversity implementation 

[16] 
O'Connor 
(2020) 

Conceptual 
analysis 

Feminist institutional 
perspective 

Structural barriers sustain gender 
inequality 

[17] 
Longman 
& Madsen 

Edited volume 
/ Review 

Leadership framework 
Women's leadership remains 
underrepresented 

[18] 
Robinson 
et al. 

Qualitative 
study 

Social capital analysis 
Social networks support women's 
leadership success 
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[19] Dear Case study Critical case analysis 
Female administrators face 
persistent career barriers 

[20] 
Brown & 
Leigh 

Qualitative 
study 

Ableism analysis 
Disability remains 
underrepresented in academia 

[21] Dolmage 
Conceptual 
study 

Academic ableism 
framework 

Institutional practices can 
marginalize disabled academics 

[22] 
Waterfield 
et al. 

Case study 
Disability inclusion 
analysis 

Disabled academics face 
workplace barriers 

[23] Price et al. 
Qualitative 
study 

Accommodation and 
disclosure analysis 

Disability disclosure involves 
complex negotiations 

[24] Austin 
Conceptual 
study 

Academic socialization 
framework 

Graduate education shapes future 
faculty careers 

[25] 
Gappa et 
al. 

Conceptual 
study 

Faculty workforce 
framework 

Faculty work requires strategic 
institutional support 

[26] 
Kezar & 
Sam 

Descriptive 
analysis 

Workforce 
demographic analysis 

Non-tenure-track faculty form a 
growing workforce segment 

[27] Umbach 
Quantitative 
study 

Educational outcome 
analysis 

Faculty employment type affects 
student outcomes 

[28] Antonio 
Quantitative 
study 

Interracial interaction 
analysis 

Diversity experiences enhance 
leadership and cultural 
understanding 

[29] Bowman Meta-analysis Statistical synthesis 
Diversity experiences positively 
affect cognitive development 

[30] 
Harrison 
et al. 
(2000) 

Quantitative 
study 

Surface- and deep-
level diversity 
framework 

Diversity influences team 
cohesion over time 

[31] 
Harrison 
et al. 
(2002) 

Quantitative 
study 

Team performance 
analysis 

Deep-level diversity influences 
group effectiveness 

[32] Tomalin 
Conceptual 
study 

Cultural and religious 
diversity framework 

Institutions should support 
cultural and religious inclusion 

[33] 
O'Connor 
(2019) 

Policy analysis 
Gender equality 
assessment 

Gender imbalance persists in 
senior academic positions 

[34] 
Mayhew et 
al. 

Quantitative 
study 

Student development 
analysis 

Educational diversity practices 
foster lifelong learning 

[35] 
Milem et 
al. 

Research-
based review 

Campus diversity 
framework 

Diversity improves institutional 
and educational outcomes 

[36] Morley 
Conceptual 
study 

Leadership and gender 
analysis 

Women remain 
underrepresented in higher 
education leadership 

[37] 
Fuller et 
al. 

Qualitative 
study 

Inclusive education 
framework 

Inclusive practices improve 
accessibility for disabled students 
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The reviewed studies used a mix of methodological routes, plus analytical techniques, 
to analyze into diversity concerns in higher education and educational workplaces. In a 
lot of cases, empirical and quantitative methods showed up more often, especially in 
studies by Kisaka et al. (2019), Loukik and Namratha (2021), Ali (2021), Chaudhry et al. 
(2021), Bowman (2010), and Harrison et al. (2000, 2002). Those works largely leaned on 
surveys, statistical analysis, regression-type modeling, and workforce representation 
frameworks to look at how diversity links with organizational, or maybe education 
outcomes. At the same time, qualitative approaches were also very common, for 
example Harley (2008), Alfonso and Ganesan (2019), Brown and Leigh (2018), Price et 
al. (2017), and Robinson et al. (2017). They generally used interviews, thematic analysis, 
and some case-based inquiry, to get a clearer read on what faculty members, women 
leaders, and people with disabilities actually experience. A number of studies also built 
on conceptual and theoretical scaffolding, like the Diverse Learning Environment 
Model (Hurtado et al., 2012), the Academic Ableism Framework (Dolmage, 2017), the 
Feminist Institutional Perspective (O’Connor, 2020), and the Academic Socialization 
Framework (Austin, 2002). Then there were intervention and policy-leaning studies, 
such as Yadav et al. (2021), Gasman et al. (2015), and Fuller et al. (2004), which seemed 
more tuned toward practical steps—strategies if you will—for improving diversity and 
inclusion. So overall, the literature kind of balances empirical evidence, qualitative 
insights, theory-driven framing, and policy oriented recommendations, which in turn 
gives a fuller picture of diversity challenges, but also the possibilities, inside higher 
education institutions. 
 

4. Discussion and Future Research Direction 

The current study conducted a systematic review to map the existing knowledge and identify 
future research directions in the field of workforce diversity among academic professionals in 
educational sectors. The findings of this review indicate that research on workforce diversity in 
higher education has grown substantially over the past two decades, with a notable surge in 
publications observed between 2001 and 2021. The United States emerges as the dominant 
country in this field, contributing the overwhelming majority of reviewed studies, while Asian, 
African, and European contributions remain comparatively limited. The Journal of Diversity in 
Higher Education and The Journal of Higher Education are identified as the most prominent 
outlets, and workforce diversity along with faculty diversity are confirmed as the most 
extensively examined dimensions across the reviewed literature. 

The core finding of this review is that workforce diversity positively influences organizational 
effectiveness, institutional performance, employee engagement, innovation, and decision-
making quality when supported by inclusive leadership, equitable policies, and long-term 
strategic planning. Studies consistently demonstrated that faculty members from diverse 
backgrounds contribute meaningfully to richer academic discourse, improved student 
outcomes, and stronger institutional climates. However, the review equally revealed that 
ineffective diversity management leads to faculty disengagement, exclusion, and attrition, 
underscoring that the mere presence of diversity without structural inclusion mechanisms is 
insufficient to produce positive outcomes. 
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Furthermore, the analysis of theoretical frameworks revealed that workforce diversity research 
in educational settings draws on a broad set of theories, including Representative Bureaucracy 
Theory, Social Identity Theory, Organizational Learning Theory, Diversity Management and 
Strategic HRM frameworks, Critical Race Theory, the Workforce Pipeline Framework, and 
Conservation of Resources Theory. This theoretical plurality reflects the multidisciplinary 
nature of the field and highlights the need for more integrated conceptual models that bridge 
organizational behavior, human resource management, and educational policy perspectives. 

 This geographic imbalance reflects a significant gap in the global understanding of workforce 
diversity, particularly across South Asian, African, Latin American, and Middle Eastern 
academic institutions where diversity challenges are shaped by unique cultural, 
socioeconomic, and policy environments. Similarly, methodologically, the dominance of cross-
sectional and conceptual designs across the reviewed literature points to a critical need for 
longitudinal, experimental, and mixed-method studies that can track the sustained impact of 
diversity initiatives over time. 

4.1 Future Research Directions 

4.1.1 Expanding Geographic Scope 

The overwhelming concentration of reviewed studies within the United States context 
represents one of the most significant gaps in the existing literature. Non-Western regions 
including South Asia, Sub-Saharan Africa, Latin America, and the Middle East remain severely 
underrepresented, despite the fact that educational institutions in these regions face distinct 
and complex diversity challenges shaped by unique cultural norms, socioeconomic structures, 
and governance frameworks. Future research must expand geographically to build a more 
globally representative and contextually grounded understanding of how workforce diversity is 
perceived and managed in higher education Institutions in non-Western contexts should not 
adopt Western diversity frameworks without careful contextual adaptation, as locally 
grounded solutions are essential for meaningful impact. 

4.1.2 Exploring Underexamined Diversity Dimensions 

Most reviewed studies focused predominantly on racial, ethnic, and faculty diversity, while 
dimensions such as disability, religion, socioeconomic background, age, and intersectionality 
remain largely unexplored. Gender diversity, although present in a few studies was not 
sufficiently examined as a standalone dimension. Future research should broaden its 
conceptual scope to capture the full complexity of workforce diversity in academic settings, 
particularly through intersectional approaches that examine how multiple identity dimensions 
simultaneously shape faculty experiences, career trajectories, and institutional belonging. 

4.1.3 Strengthening Research Design 

Most reviewed studies relied on conceptual frameworks or cross-sectional survey designs, 
making it difficult to establish causal relationships between diversity initiatives and 
organizational outcomes. Longitudinal studies that track diversity programs over time are 
notably absent from the literature. Future research should adopt longitudinal, experimental, 
and prospective designs to examine how diversity policies evolve, how their effects 
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accumulate, and under what institutional conditions they produce the most sustained 
improvements in faculty engagement and organizational performance. Mixed-method designs 
combining quantitative measurement with qualitative depth would further enrich 
understanding of the mechanisms through which diversity drives outcomes. 

4.2 Implications 

The findings of this review carry important implications for academic institutions, higher 
education administrators, policymakers, and human resource professionals working in the 
educational sector. Organizations and decision-makers should recognize that workforce 
diversity, when effectively managed, serves as a powerful driver of institutional performance, 
faculty engagement, and long-term organizational sustainability. 

Institutions must move beyond surface-level diversity metrics and invest in building genuinely 
inclusive organizational cultures, as the mere presence of diversity without inclusive structures 
leads to faculty disengagement and attrition rather than enhanced performance (Hurtado et 
al., 2012; Gasman et al., 2015; Chaudhry et al., 2021). Equitable hiring practices must be treated 
as a strategic institutional priority. Biased hiring processes remain a primary barrier to faculty 
diversity, and institutions should adopt structured equity-minded recruitment frameworks 
with clear accountability mechanisms to ensure fair and representative hiring outcomes 
(Carver-Thomas, 2018; O'Meara et al., 2020; Sanchez-Rodriguez, 2021). 

Leadership development programs must incorporate diversity and inclusion competencies as a 
core component, addressing unconscious bias, cultural competency, and inclusive decision-
making practices at all levels of institutional governance (Wolfe & Dilworth, 2015; Henderson, 
2020; Ali, 2021). Furthermore, institutions in non-Western contexts should not adopt Western 
diversity frameworks without careful contextual adaptation, as diversity challenges are shaped 
by unique cultural, socioeconomic, and policy factors that require locally grounded solutions 
rather than imported models (Alfonso & Ganesan, 2019; Kisaka et al., 2019; Loukik & Namratha, 
2021; Khan & Siriwardhane, 2021). 

Finally, data transparency and institutional accountability are essential for sustaining diversity 
initiatives over time. This requires the systematic collection and reporting of disaggregated 
workforce data across race, gender, disability, and nationality dimensions, enabling 
institutions to monitor progress, identify persistent gaps, and make evidence-based 
adjustments to their diversity management strategies (Seliverstova, 2021; Kharroubi, 2021). 

4.3 Conclusion 

This review article examined existing literature on workforce diversity, faculty diversity, 
organizational inclusion, and diversity management across higher education and 
organizational contexts. In total, 37 articles were examined using several criteria including 
diversity type, region of study, dataset or population, research method, analytical tools, and 
study objectives. Distinct study types were reviewed. Empirical studies, literature reviews, 
conceptual papers, case studies, and quantitative analyses  that together explored how 
diversity relates to organizational effectiveness, institutional performance, and workforce 
sustainability. 
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As per the analysis, workforce diversity and faculty diversity were the most common topics 
across the reviewed literature. Many studies suggested that diversity tends to have a positive 
effect on employee attitudes, organizational productivity, innovation, institutional climate, 
and decision-making. In particular, research on faculty diversity often focused on equitable 
hiring practices, minority representation, and inclusive academic environments. The usual 
analytical routes included diversity management frameworks, organizational effectiveness 
models, regression analysis, workforce planning models, and inclusion strategies. Across all 
reviewed studies, a common implication emerges diversity initiatives work better when there 
is strong leadership support, inclusive policies, and long-term strategic planning in place. 
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