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May 5, 2024 The ultimate goal of this research is to conceptualize a new face of human resource

management, called diplomatic human resource management, which seems to be more suitable
for the characteristics of the current environment of organizations. Issues such as the diversity
of the workforce, conflicts between individuals and groups, conflicts over interests, different
generational values of the workforce, the presence of unruly people in organizations, and
things like that, along with the fact that the environment of organizations is more of a political
environment than a rational environment and is full of political behaviors have doubled the
need to conceptualize human resources management as a kind of special diplomatic work. The
current research is qualitative in terms of approach and basic research in terms of purpose. The
participants of this research are 25 managers and human resources specialists who had some
kind of lived experience around the research problem. These people were selected by
purposeful sampling, and semi-structured interviews were conducted with them and coded
using the thematic analysis method. The findings indicate that "influence between employees
by establishing positive relationships" and "monitoring employees while maintaining their
human dignity" are at the heart and essence of the concept of diplomatic human resource
management and strategies for injecting diplomacy in all dimensions and specialties of human
resource management. Diplomatic human resource management is an approach to managing
the organization's employees, which assumes that organizations are socio-political systems
mixed with different stakeholders, updating the specific tasks of human resources and fulfilling
its roles by applying and developing diplomatic skills, such as bargaining and negotiation
skills, demonstrating political intelligence, problem-solving, and interaction and
communication with employees with diverse values and needs.
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Extended abstract and issues related to these behaviors, which have
been discussed and investigated in previous

1. Introduction studies on the positive and negative aspects of

Organizations are more than rational systems; this organizational reality (Ahmad et al., 2023;

they are political systems (Denhart, 1971), and Hussain & Adil, 2023; Tork

organizational life is full of political behaviors Zadeh&Fereidouni,2017). ~ Organizations  are

similar to governments in many ways, and
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therefore, we can compare them to political
systems; issues such as goals, interests, conflict,
and power play a major role in political
metaphors. Organizations and their objectives
follow different interests and objectives, and the
conflict between these interests in the
organization causes conflict; the organization
tries to use the contradictions effectively with the
help of the power factor and direct them toward
the goals (Moshabaki, Asghar). :121, 2017).
Therefore, by assuming the organization as a kind
of political system, this research seeks to
conceptualize diplomatic human resources
management and provide strategies for injecting
diplomacy into its special tasks.

2. Research Methods

This research is fundamental in terms of its
purpose, and the data were analyzed by adopting
a thematic analysis methodology. Thematic
analysis is one of the methods of qualitative
analysis based on which the text of qualitative
interviews is reduced and segmented, categorized
and summarized, and then reconstructed in such
a way that important concepts are extracted from
a set of data (Abedi Jafari et al., 2019). The
classification of themes is based on the position
of the theme in the theme network, which places
them in the three categories of basic themes that
indicate an important point in the text, the
organizing themes, which are the interface
between the overarching themes, and the basic
themes of the network, which are obtained by
combining and summarizing the basic themes and
the overarching themes, which are at the center of
the theme network, and the superior themes,
which include the principles governing the text as
a whole (Attride-Stirling, 2001). The steps of
theme analysis are: 1. Getting to know the data;
2. Creating primary identifiers and identification;
3. Searching and recognizing themes; 4. Drawing
the network of themes; 5. Analyzing the network
of themes; and 6. Compiling the final report
(Abedi Jafari et al., 2013). In this research, a
semi-structured interview method was used to
collect information. After collecting the data, all
the interviews were written and entered into the
MaxQda software, where all the texts were
checked word by word, and the final themes were
determined. The participants of this research
were long-term human resources managers and

supervisors with more than 50 employees who
had a lived experience of diplomacy and its
various examples in organizations, which
numbered 25. Also, the criteria for stopping the
interviews were theoretical saturation. After
finishing the interview with the 20th person, the
themes of the participants' speech were repeated.
Nevertheless, to ensure more confidence in the
validity of the collected data, the interviews
continued up to 25 cases.

3. Results

To answer the research questions and reach the
findings, it is necessary to convert the raw
interview data with research participants into
understandable themes in scientific language. For
this purpose, the first stage of data coding in the
thematic analysis method, which is a type of
descriptive coding, was done by writing 25
interviews. According to the structure and
process of human resources management and the
need to conceptualize diplomatic human
resources management in this research, in the
final stage of the organizing themes in the form
of two overarching themes with the titles "heart
and essence of diplomatic human resources
management" and “strategies of updating
diplomatic human resources management™ were
revealed.

4. Finding

In this research, the conceptualization of
diplomatic human resource management was
carried out to improve the scientific and practical
understanding of human resource managers about
the dimensions and strategies of diplomacy in
human resource management. Based on the
research findings, the concept of diplomatic
human resource management is defined by the
researchers of this article as follows: "Diplomatic
human resource management means an approach
in which human resource managers take actions
according to the culture, values, and expectations
of employees and other organizational
stakeholders, which leads to building trust,
cooperation, interaction, and commitment. This
approach helps human resource managers
establish constructive and effective relationships
with employees and other stakeholders through
communication, negotiation, conflict resolution,
and problem-solving skills. Diplomatic HRM
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also enables HR managers to understand the
needs, wants, and perspectives of different people
and propose solutions that preserve the interests
of all parties. Finally, it can be acknowledged that
diplomatic human resource management can help
increase  job satisfaction, motivation,
performance, and loyalty of employees. The
findings showed that "influence between
employees by establishing positive interactions"
and "monitoring employees while maintaining
human dignity" are at the heart of diplomatic
human resources management and constitute its
essence. The implementation of the main roles of
human resources management (Parsehian, 2017),
as well as the implementation of the main tasks of
human resources diplomatically, require the
injection of the semantic and conceptual load of
this word in the practice of human resources

management. Figure 2 shows diplomatic human
resource management strategies in implementing
human resource management tasks. The research
findings showed that factors such as workforce
needs assessment, analysis of supply and demand
of human resources, determining the path of
careers, communicating with key people,
supporting continuous learning, measuring the
achievement of goals, and ergonomics in the
workplace can be implemented diplomatically.
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