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 Diversity, Equity, and Inclusion (DEI) have become essential 

components of modern workplace strategies, with Human Resource 

Management (HRM) playing a critical role in fostering inclusive 

cultures. This study employs a bibliometric analysis of literature from 

the Scopus database to examine the evolving role of HR in DEI 

initiatives. Using VOSviewer, the research maps key themes, 

influential authors, and emerging trends in DEI-related HR studies. 

Findings indicate that organizational culture, job satisfaction, and 

employee engagement are central to DEI discussions, emphasizing the 

need for HR to embed inclusivity into workplace policies and practices. 

The study also reveals increasing research on psychological well-being, 

mental health, and intersectionality, highlighting a shift toward a more 

holistic and people-centered approach to DEI. Despite the progress, 

challenges remain in effectively implementing DEI strategies, 

particularly in measuring inclusion, addressing unconscious bias, and 

adapting global DEI frameworks. The study concludes that HR must 

adopt data-driven, context-aware, and intersectional approaches to 

foster sustainable and impactful DEI initiatives. Future research should 

explore the integration of AI and big data in DEI measurement, as well 

as the role of leadership in driving long-term inclusivity.  
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1. INTRODUCTION  

Diversity, equity, and inclusion (DEI) 

have become pivotal in shaping modern 

workplaces. An organization’s commitment 

to DEI significantly influences its reputation, 

employee satisfaction, and overall 

productivity. Research shows that diverse 

organizations outperform their less diverse 

counterparts and are better at attracting top 

talent [1]. However, achieving true diversity 

extends beyond mere numbers; it requires a 

concerted effort to integrate inclusivity into 

the organizational culture [2], [3]. 

The role of Human Resources (HR) in 

fostering an inclusive culture is critical. HR 

professionals are often at the forefront of 

developing and implementing DEI policies. 

They have the unique capability to influence 

workplace culture through strategic policy-
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making, training programs, and by setting 

standards for workplace behavior and 

interactions [1]. Effective DEI strategies 

involve more than just recruitment; they 

encompass retention, development, and 

promotion of a diverse workforce, ensuring 

that all employees have equitable 

opportunities to succeed [3]. 

Despite the known benefits, many 

organizations still struggle with effectively 

integrating DEI into their corporate structure. 

This struggle can stem from a variety of 

sources, including unconscious bias, 

resistance to change, and a lack of 

understanding of DEI benefits among senior 

management [2], [4], [5]. These barriers 

highlight the necessity for robust HR practices 

that not only address diversity in hiring but 

also ensure equity and inclusion are woven 

into every aspect of organizational operations. 

A bibliometric analysis of existing 

literature can reveal trends, gaps, and the 

evolution of HR roles in DEI, offering a 

comprehensive view of how theories and 

practices have intersected over the years. Such 

an analysis can also pinpoint the most 

influential studies, authors, and regions, 

providing a structured understanding of the 

field’s developmental trajectory [6]. 

Understanding these aspects is crucial for 

identifying best practices and innovative 

strategies that can be implemented in diverse 

organizational contexts. Furthermore, the 

global nature of modern businesses requires 

HR policies that transcend local and national 

boundaries, promoting an inclusive culture 

across geographically and culturally diverse 

locations. Multinational corporations face 

unique challenges in harmonizing their DEI 

efforts across different legal and cultural 

environments, thus necessitating a versatile 

and adaptive HR approach [7]–[9]. 

While the importance of DEI in the 

workplace is well acknowledged, there is a 

significant gap between theoretical 

frameworks and practical implementation. 

Many organizations fail to move beyond 

tokenistic measures, resulting in superficial 

diversity that does not contribute to real 

equity or inclusion. This disconnect 

underscores the need for a more empirical, 

data-driven approach to understanding and 

enhancing the role of HR in crafting truly 

inclusive workplaces. A bibliometric study of 

DEI initiatives, particularly within the context 

of HR’s role, could offer valuable insights into 

effective strategies and common pitfalls. 

This study aims to conduct a 

bibliometric analysis of the literature on the 

role of HR in promoting diversity, equity, and 

inclusion within the workplace. The objective 

is to map the existing academic discourse, 

identify prevailing themes and trends, and 

evaluate the impact of various HR practices 

on the efficacy of DEI initiatives. By doing so, 

the study seeks to provide actionable insights 

that can help organizations bridge the gap 

between DEI theory and practice, fostering 

more inclusive workplace cultures 

worldwide. 

 

2. LITERATURE REVIEW  

2.1 Evolution of DEI in Workplace 

Settings 

The concept of diversity in 

the workplace has evolved 

significantly over the past few 

decades, transitioning from a 

focus on demographic 

representation to a broader 

interpretation that includes 

equity and inclusion. Early 

studies primarily concentrated 

on the representation of different 

racial and gender groups within 

organizations, often driven by 

legal requirements and social 

justice movements [10], [11]. As 

the field has matured, scholars 

and practitioners alike have 

expanded the definition of 

diversity to encompass a variety 

of dimensions, including but not 

limited to age, sexual 

orientation, and disability status 

[12]. Equity and inclusion have 

become increasingly prominent 

in academic and practical 

discussions, shifting the focus 
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from merely hiring diverse 

candidates to ensuring that all 

employees have equal access to 

opportunities and resources [13], 

[14]. This shift recognizes that 

true inclusion involves creating 

environments where diverse 

individuals can thrive and feel 

valued for their unique 

contributions, which in turn 

drives organizational success 

[15]. 

2.2 Role of HR in DEI Initiatives 

Human Resources plays a 

pivotal role in shaping and 

sustaining workplace diversity 

and inclusion strategies. HR's 

involvement ranges from 

designing inclusive recruitment 

practices that attract a diverse 

applicant pool to developing 

training and development 

programs that support all 

employees' growth and career 

advancement. According to [16], 

[17], HR practices must be 

intentionally designed to 

eliminate biases and foster an 

inclusive culture. This involves 

everything from unbiased 

recruitment algorithms to 

performance evaluation systems 

that recognize diverse ways of 

working and thinking. Training 

programs are also a critical 

component of HR’s DEI strategy. 

These programs often aim to 

raise awareness about 

unconscious biases, teach 

inclusive communication skills, 

and foster an understanding of 

different cultural perspectives 

[18]. However, the effectiveness 

of these training programs has 

been debated in literature, with 

some studies suggesting that 

mandatory diversity training 

may provoke resistance rather 

than engagement [19], [20]. 

2.3 Measuring the Impact of DEI 

The measurement of DEI 

impacts within organizations has 

been a challenging yet critical 

area of focus. Metrics often 

include workforce diversity 

statistics, retention rates of 

minority employees, and 

employee perceptions of 

inclusion, gathered through 

surveys and interviews [21]. 

More recently, the emphasis has 

shifted towards more nuanced 

metrics that also consider the 

quality of inclusion experiences, 

such as the sense of belonging 

and equitable access to 

developmental opportunities 

[22]. The role of leadership in 

driving and sustaining DEI 

initiatives is crucial. Leaders not 

only set the tone for inclusion but 

are also responsible for holding 

the organization accountable to 

its DEI goals. Research by [23] 

highlights that leadership 

commitment to DEI is strongly 

correlated with the success of 

these initiatives, as leaders 

influence organizational culture 

and employee engagement 

directly. 

2.4 Challenges in Implementing DEI 

Despite the clear benefits 

and substantial investment in 

DEI programs, many 

organizations face significant 

challenges in their 

implementation. Resistance to 

change is one of the primary 

obstacles, often stemming from a 

lack of understanding of DEI’s 

strategic value or from 

prevailing biases and 

stereotypes [24]. Additionally, 

the globalization of business has 

introduced complexities in 

applying DEI practices 

uniformly across different 

cultural contexts, requiring HR 

professionals to adapt strategies 
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to local norms and values 

without compromising the 

overall goals of inclusivity [25]. 

 

3. METHODS 

This study utilizes a bibliometric 

analysis focused solely on literature sourced 

from the Scopus database to examine the role 

of HR in promoting diversity, equity, and 

inclusion within the workplace. The time 

frame for the publications analyzed extends 

from the year 2000 to 2025. We employ 

specific keywords such as "human resources", 

"diversity", "equity", "inclusion", and 

"workplace" to identify relevant articles, 

conference papers, and reviews. Each 

identified document is analyzed for citation 

frequency, co-authorship patterns, and 

thematic occurrences. The software 

VOSviewer is utilized for creating 

bibliometric maps, facilitating the 

visualization of networks that highlight the 

most influential authors, works, and 

prevailing themes in the field. 

 

 

4. RESULTS AND DISCUSSION  

Table 1. Top Cited Research 

Citations Authors and year Title 

408 [26] 
Assessing green human resources management practices in 

Palestinian manufacturing context: An empirical study 

303 [27] 
Contemporary developments in Green (environmental) HRM 

scholarship 

241 [28] 
Gender inequalities in the workplace: the effects of organizational 

structures, processes, practices, and decision makers’ sexism 

165 [29] 
Workplace happiness: work engagement, career satisfaction, and 

subjective well-being 

148 [30] 
Workplace Flexibility, Work Hours, and Work-Life Conflict: 

Finding an Extra Day or Two 

106 [31] 

Line manager implementation perceptions as a mediator of 

relations between high-performance work practices and employee 

outcomes 

103 [32] 
Defeating abusive supervision: Training supervisors to support 

subordinates 

86 [33] 

Career satisfaction: The influences of proactive personality, 

performance goal orientation, organizational learning culture, and 

leader-member exchange quality 

85 [34] 

With a little help from my boss: The impact of workplace mental 

health training on leader behaviors and employee resource 

utilization 

67 [35] 

The role of incentive design, incentive value, communications 

strategy, and worksite culture on health risk assessment 

participation 

Source: Scopus, 2025



West Science Social and Humanities Studies   210  

Vol. 03, No. 02, February 2025: pp. 206-217 

 

 
Figure 1. Network Visualization 

Source: Data Analysis Result, 2025

At the center of the network, the 

terms "organizational culture," "workplace," 

and "job satisfaction" emerge as key themes, 

indicating that much of the research in this 

field revolves around how cultural factors 

influence employee experiences and overall 

satisfaction. The strong interconnections 

between these terms suggest that workplace 

culture plays a crucial role in shaping job 

satisfaction and that HR strategies need to be 

aligned with organizational values to foster 

inclusivity. On the left side of the map, terms 

like "diversity," "training," and "social 

support" appear in a distinct cluster, 

suggesting that research on diversity in the 

workplace often focuses on training programs 

and social support systems. This cluster 

emphasizes the importance of HR initiatives 

such as diversity training and mentorship 

programs to create an inclusive environment. 

The presence of "psychology" within this 

group also highlights the role of psychological 

research in understanding employee 

behaviors and attitudes toward DEI 

initiatives. 

 The right side of the map features 

another key cluster related to "human 

resource management," "workplace culture," 

and "employee engagement." The strong links 

between these terms suggest that HRM 

practices significantly influence workplace 

engagement and inclusion efforts. 

Organizations that prioritize workplace 

culture and employee engagement as part of 

their DEI strategies are more likely to see 

positive outcomes in terms of retention and 

productivity. Additionally, the upper portion 

of the map includes terms such as 

"motivation," "health promotion," and 

"occupational health," indicating that research 

has also explored the intersection of 

workplace diversity with employee well-

being. This reflects a growing recognition of 

how inclusive HR practices not only improve 

job satisfaction but also contribute to better 

mental health and overall organizational 

effectiveness. The interconnected nature of 

these concepts highlights the 

multidimensional role of HR in fostering 

inclusive workplaces. 
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Figure 2. Overlay Visualization 
Source: Data Analysis Result, 2025 

This bibliometric visualization 

illustrates the evolution of research on 

diversity, equity, and inclusion (DEI) in the 

workplace, particularly focusing on the role of 

human resource management (HRM). The 

nodes represent key themes, with their sizes 

indicating the frequency of their occurrence in 

literature, while the colors correspond to the 

average publication year, as indicated by the 

color scale at the bottom (ranging from 2014 to 

2020). The interconnecting lines reflect the 

relationships between these themes, showing 

how frequently they co-occur in research 

publications. Central themes such as 

“organizational culture,” “workplace,” and 

“job satisfaction” are prominently positioned, 

suggesting their foundational role in 

discussions on HRM and DEI. 

 The color gradient provides insights 

into the temporal evolution of these research 

topics. Earlier research (2014–2016, shown in 

blue and purple) focused on themes like 

"communication" and "human resource 

management," indicating that foundational 

HRM strategies for DEI were already being 

explored during this period. More recent 

research (2018–2020, shown in yellow and 

green) has shifted towards themes like 

"diversity," "training," "employee 

engagement," and "workplace culture," 

highlighting a growing emphasis on practical 

implementation and organizational 

integration of DEI initiatives. The appearance 

of terms like "mental health," "psychology," 

and "social support" suggests that 

contemporary studies are increasingly linking 

workplace diversity with employee well-

being. 

 The visualization also underscores 

the multidisciplinary nature of DEI research, 

incorporating perspectives from psychology, 

occupational health, and organizational 

behavior. The interconnections between 

“training,” “social support,” and “workplace” 

indicate that HRM plays a critical role in 

fostering inclusive workplaces through 

targeted interventions. Additionally, the 

strong ties between "employee engagement," 

"workplace culture," and "job satisfaction" 

emphasize that inclusion efforts are not just 

about representation but also about fostering 

a supportive work environment where 

employees feel valued. This analysis 

highlights the trajectory of HRM research in 
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shaping more inclusive workplace cultures 

and suggests future directions for enhancing 

DEI strategies.

 
Figure 3. Density Visualization 

Source: Data Analysis, 2025 

This heatmap visualization from 

VOSviewer represents the density of research 

focus areas within the literature on diversity, 

equity, and inclusion (DEI) in the workplace, 

particularly from a human resource 

management (HRM) perspective. The bright 

yellow areas indicate the most frequently 

occurring themes, while the green and blue 

areas represent topics with lower but still 

notable occurrences. The most concentrated 

themes include "workplace," "organizational 

culture," and "job satisfaction," suggesting 

that a significant portion of research in this 

domain emphasizes the role of workplace 

dynamics and organizational culture in 

fostering inclusive and equitable 

environments. Additionally, "human resource 

management" and "employee engagement" 

appear as important but slightly less central 

themes, indicating that HR strategies are 

recognized as crucial but may not be as 

frequently discussed as workplace culture 

itself. The peripheral topics, which appear in 

green, such as "psychology," "diversity," 

"training," and "social support," highlight 

emerging or supporting aspects of DEI-

related research. The presence of terms like 

"mental health," "motivation," and 

"communication" suggests that researchers 

are increasingly exploring the intersection of 

workplace diversity and employee well-

being. Additionally, the inclusion of "job 

performance" and "personnel training" 

underscores the growing recognition of how 

DEI initiatives contribute to both individual 

and organizational performance.
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Figure 4. Author Collaboration Visualization 

Source: Data Analysis, 2025 

This network visualization represents 

the co-authorship relationships among 

influential researchers in the field of diversity, 

equity, and inclusion (DEI) within the 

workplace, particularly from a human 

resource management perspective. The 

different colored clusters indicate distinct 

research groups or collaborative networks. 

The blue cluster, featuring authors like 

Jackson S.E., Ramayah T., and Jabbour C.J.C., 

suggests a strong research collaboration 

focused on DEI topics. The red cluster, 

including Wright P.M., Purcell J., and 

Schneider B., represents another group of 

highly cited researchers contributing 

significantly to HRM and organizational 

culture studies. The green and yellow clusters, 

with authors such as Einarsen S., Eisenberger 

R., and Bakker A.B., suggest an emphasis on 

psychological perspectives, employee 

engagement, and workplace well-being. The 

network density and numerous connecting 

lines indicate a well-connected research 

community, demonstrating the 

interdisciplinary nature of DEI studies, where 

human resources, psychology, and 

organizational behavior intersect to shape 

inclusive workplace strategies. 

Discussion 

1. The Evolving Role of HR in DEI 

Strategies 

 The findings from the bibliometric 

analysis highlight the increasing role of 

Human Resources (HR) in fostering diversity, 

equity, and inclusion (DEI) in the workplace. 

The network and co-occurrence visualizations 

indicate that concepts such as organizational 

culture, job satisfaction, and employee 

engagement are central to discussions on DEI. 

This suggests that HR’s role is no longer 

limited to compliance with diversity policies 

but extends to actively shaping workplace 

culture to enhance inclusivity. As previous 

research has indicated, inclusive HR practices 

can lead to better job satisfaction, stronger 

employee commitment, and improved overall 

organizational performance [36]. 

 However, despite HR’s growing 

involvement, the literature also reflects the 

persistent challenges in effectively 

implementing DEI initiatives. The 

bibliometric network shows strong 
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connections between workplace culture, 

training, and social support, which suggests 

that many organizations focus on training 

programs as a means of promoting inclusion. 

While diversity training is essential, studies 

have questioned its effectiveness when 

delivered in a one-size-fits-all approach [37]. 

Organizations must ensure that training 

programs are ongoing, context-specific, and 

reinforced through leadership engagement to 

have a lasting impact. 

 Another key trend in the literature is 

the psychological and well-being perspective 

in DEI research. The presence of themes such 

as mental health, social support, and 

occupational health suggests that HR is 

increasingly recognizing the intersection 

between DEI and employee well-being. This 

aligns with research indicating that a diverse 

and inclusive workplace reduces stress, 

increases job satisfaction, and enhances 

overall employee well-being [38]. The 

integration of psychological safety within DEI 

strategies ensures that employees from 

underrepresented backgrounds feel valued 

and empowered to contribute fully to the 

organization. 

2. The Impact of Organizational 

Culture on DEI 

 The heatmap visualization reinforces 

the significance of organizational culture in 

DEI research. As one of the most frequently 

discussed themes, organizational culture acts 

as both a facilitator and a barrier to inclusion. 

A workplace culture that prioritizes 

inclusivity fosters better employee 

engagement and reduces turnover among 

diverse employees [35]. However, cultural 

resistance to change, unconscious bias, and 

exclusionary leadership behaviors remain 

substantial obstacles in many organizations. 

The co-authorship network further highlights 

influential researchers in workplace culture 

and HRM, showing that DEI research is 

multidisciplinary, spanning psychology, 

organizational behavior, and business 

management. This interdisciplinary approach 

suggests that improving DEI outcomes 

requires a holistic strategy, involving both HR 

professionals and leadership teams to ensure 

that DEI principles are deeply embedded 

within company values. Moreover, research 

has emphasized that organizations with a 

strong DEI-oriented culture benefit from 

higher innovation, improved decision-

making, and greater adaptability to change 

[33]. However, ensuring that DEI is not just a 

corporate slogan but a lived experience 

requires structural changes, including 

equitable hiring practices, bias-free 

performance evaluations, and leadership 

accountability [32]. 

3. Measuring the Effectiveness of 

DEI Initiatives 

 One of the ongoing challenges in DEI 

research is the measurement and assessment 

of inclusion efforts. The bibliometric analysis 

reveals that topics such as job performance, 

employee engagement, and personnel 

training are often discussed alongside DEI, 

suggesting a growing interest in linking 

diversity efforts to tangible organizational 

outcomes. However, quantifying inclusion 

remains complex, as traditional diversity 

metrics (e.g., demographic representation) fail 

to capture the lived experiences of employees 

from marginalized groups [31]. HR 

professionals must develop comprehensive 

DEI metrics, combining quantitative 

indicators (such as promotion rates, retention, 

and pay equity) with qualitative insights 

(such as employee feedback and inclusion 

surveys). Additionally, recent studies have 

explored the role of artificial intelligence and 

machine learning in analyzing DEI progress, 

using advanced data analytics to detect 

patterns of bias in hiring and promotion 

decisions [30]. Leveraging these technological 

advancements can help HR teams implement 

evidence-based policies and track their long-

term effectiveness. 

5. Emerging Trends in DEI 

Research 

 The temporal visualization of the 

bibliometric analysis indicates a shift in 

research focus over time. Earlier studies 

(2014–2016) primarily concentrated on 
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general HRM practices and workplace 

communication, while recent research (2018–

2020) has expanded to include employee well-

being, workplace mental health, and 

psychological safety. This shift reflects a 

broader understanding of DEI, moving 

beyond compliance-driven diversity efforts 

toward a more holistic approach that 

integrates mental health, leadership 

accountability, and inclusive culture-

building. Another emerging trend is the 

growing emphasis on intersectionality—the 

idea that individuals experience workplace 

dynamics differently based on the 

overlapping influences of race, gender, class, 

and other social identities [29]. The 

bibliometric mapping suggests that while 

diversity and inclusion are well-established 

research topics, intersectionality is still an 

emerging area within HR-focused DEI 

studies. Organizations that fail to address 

intersectionality risk creating DEI policies that 

benefit only certain groups while neglecting 

others. Future research should explore more 

nuanced approaches to inclusion, ensuring 

that HR strategies consider the complex 

realities of marginalized employees. 

Additionally, globalization has added new 

layers of complexity to DEI efforts. 

Multinational organizations must balance 

global DEI standards with culturally specific 

approaches to inclusion [27], [28]. While HR 

teams in Western nations may focus on 

gender and racial diversity, organizations in 

different regions might prioritize age 

diversity, disability inclusion, or religious 

accommodation. The bibliometric findings 

suggest that HRM must adopt a flexible, 

context-aware approach to global DEI 

implementation. 

6. Practical Implications for HR 

Professionals 

 The insights from this study have 

several practical implications for HR 

professionals seeking to enhance DEI efforts 

in their organizations: 

a. Embedding DEI into Workplace 

Culture – The strong presence of 

organizational culture in the 

bibliometric analysis highlights 

the need for HR teams to go 

beyond surface-level diversity 

efforts and focus on embedding 

inclusion into everyday 

workplace interactions. This 

involves leadership buy-in, 

equitable policies, and 

continuous education on 

unconscious bias. 

b. Integrating Well-Being and DEI 

Initiatives – The linkage between 

mental health, psychology, and 

diversity suggests that HR 

should adopt a people-centered 

approach, ensuring that DEI 

initiatives also promote 

emotional well-being, 

psychological safety, and a sense 

of belonging. 

c. Using Data-Driven Approaches 

– The growing intersection of HR 

analytics and DEI research 

suggests that HR professionals 

should leverage AI and big data 

to track hiring trends, promotion 

equity, and employee 

engagement in real time. 

Advanced analytics can help 

identify hidden patterns of 

discrimination and bias, 

allowing for proactive policy 

interventions. 

d. Customizing DEI Strategies for 

Global Workforces – The 

bibliometric findings indicate 

that DEI strategies should be 

adapted to local cultural contexts 

while maintaining core 

principles of inclusivity and 

fairness. This is particularly 

important for multinational 

corporations with diverse 

employee bases. 

e. Expanding the Scope of DEI 

Research – The co-authorship 

network analysis suggests that 

DEI research is still evolving, 

with significant contributions 

from psychology, organizational 
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behavior, and HRM. HR 

professionals can collaborate 

with researchers and 

policymakers to develop more 

robust and evidence-based DEI 

frameworks. 

 

5. CONCLUSION 

The bibliometric analysis provides a 

comprehensive view of how DEI research in 

HRM has evolved, highlighting key themes, 

emerging trends, and persistent challenges. 

The findings reinforce that organizational 

culture, employee well-being, and leadership 

accountability are central to successful DEI 

implementation. While HR has made 

significant strides in promoting diversity and 

inclusion, ongoing research and data-driven 

strategies are essential for creating truly 

equitable workplaces. Future studies should 

focus on intersectionality, global DEI 

adaptation, and technological innovations to 

ensure that HR policies remain inclusive, 

sustainable, and impactful. 
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