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 Terminology  Definition(s) 

 Inclusion/ 
 inclusivity/ 
 inclusiveness 

 ●  The removal of obstacles to the full participation and contribution of employees 
 in organizations (  Roberson, 2006) 

 ●  Inclusion- The degree to which individuals are enabled and allowed to participate 
 in work-related and social activities (  Miller, 1998) 

 ●  The extent to which employees are encouraged to participate in the workplace 
 (  Mor Barak, 2015) 

 ●  The degree to which an employee is treated as an insider by others in a work 
 system (  Pelled et al., 1999) 

 ●  The degree to which an employee perceives that he or she is an esteemed 
 member of the work group through experiencing treatment that satisfies his or 
 her needs for belongingness and uniqueness (  Shore  et al., 2011) 

 ●  The degree to which an employee feels they are accepted and treated as an 
 insider by others in the organization (  Brimhall et  al., 2016) 

 ●  A process that entails manifold formal or informal organizational practices to help 
 individuals entering organizations experience positive states such as 
 belongingness, uniqueness and work group involvement (  Ortileb et al., 2021) 

 Climate for 
 inclusion/ 
 inclusive 
 climate 

 as an approach to eliminate relational sources of bias by ensuring that identity group 
 status is unrelated to access to resources, creating expectations and opportunities for 
 heterogenous individuals to establish personalized cross- 
 cutting ties, and integrating ideas across boundaries in joint problem solving (  Nishii, 
 2013) 

 Culture of 
 inclusion 

 An organizational environment that allows people with multiple backgrounds, mindsets 
 and ways of thinking to work effectively together and to perform to their highest potential 
 to achieve organizational objectives based on sound principles (  Pless and Maak, 2004) 

 Inclusion 
 practices 

 Entail implementing fairness, belongingness, uniqueness and a diverse workplace climate 
 (  Chaudhry et al., 2021) 

 Inclusion 
 strategies 

 Inclusion vs distance strategy in public relations context in which inclusion strategy is 
 defined as treating endorser as a group member (  Jiang  et al., 2015) 

 Inclusive 
 behavior 

 Individual and group actions resulting or provoking organizational policies and 
 procedures that promote an inclusive climate (  Torres and Perez-Nebra, 2014) 
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 Inclusive 
 leadership 

 ●  Emphasizes solicitation and appreciation of member contributions (  Nembhard 
 and Edmondson, 2006) 

 ●  Inclusive leadership focused on either the importance of creating psychologically 
 safe environments or preventing exclusionary environment (  Randel et al., 2018) 

 Mode of 
 inclusion 

 The way or manner in which inclusion occurs or is experienced, expressed or done 
 (  Rennstam and Sullivan, 2018) 

 Perceived 
 inclusion 

 Inclusion is defined as the perception that one is an esteemed member of the group 
 (  Lirio et al., 2008) 

 Partial 
 inclusion 

 Describes the situation in which individuals gain entrance into an organization but do not 
 achieve a state in which they are valued, respected and supported (  Dawson, 2006) 

 Organizational 
 inclusion/ 
 workplace 
 inclusion 

 Organizational inclusion as a set of behaviors (culture) that encourages employees to feel 
 valued for their unique qualities and experience a sense of belonging (  U.S. OPM, 2016) 

 Hybrid 
 inclusion 

 Emphasizes two interrelated dimensions: to-be-included subject as fluid, emergent and, 
 thus, ontologically singular but at the same time relationally embedded in a collective 
 past and present; organizational practices for inclusivity 
 that address and work with the actual impossibility of a happy inclusion story, free of 
 contractions and conflicts (  Dobusch, 2014) 

 Task inclusion  Is the degree to which members feel they are consulted or involved in influencing the 
 specific tasks they perform. Specifically, organizational members feel integrated when 
 their supervisors include them in the decision-making process (  Ding and Shen, 2017) 

 Social 
 inclusion 

 The degree to which members feel involved and a part of the social interactions and 
 dynamics in their workgroups (  Morrison, 1993) 

 Privation of 
 inclusion 

 As a third space between inclusion and exclusion, highlighting the absence of meaningful 
 inclusion (  Asey, 2022) 

 Problematic 
 inclusion 

 Forms of organizational membership in which resistance often appears useless such as 
 precarious working conditions and involuntariness of membership (  Geppert and Pastuh, 
 2017) 

 Inclusive 
 management/ 
 organization 

 The diversity of knowledge and perspectives that members of different groups bring to 
 the organization has shaped its strategy, its work, its management and operating 
 systems, and its core values and norms for success (  Holvino et al., 2004) 

 Peripheral 
 inclusion 

 A process modified by the dynamic between silencing and voice, resulting in a degree of 
 inclusion between full inclusion and full exclusion (  Rennstam and Sullivan, 2018) 



 Handout A References 

 Asey, F. (2022),“Priva�on of inclusion: an explora�on of the stealth and the strategy that sabotaged 
 racialized public servants’ career mobility in Bri�sh Columbia, Canada”, Administra�on and 
 Society, Vol. 54 No. 10, pp. 1931-1964, doi: 10.1177/00953997211073742. 

 Brimhall, K.C., Mor Barak, M.E., Hurlburt, M., McArdle, J.J., Palinkas, L. and Henwood, B. 
 (2016),“Increasing workplace inclusion: the promise of leader-member exchange”, Human 
 Service Organiza�ons: Management, Leadership and Governance, Vol. 41 No. 3, pp. 222-239. 

 Chaudhry, I. S., Paquibut, R. Y. and Tunio, M. N. (2021),“Do workforce diversity, inclusion prac�ces and 
 organiza�onal characteris�cs contribute to organiza�onal innova�on? Evidence from the UAE”, 
 Cogent Business and Management, Vol 8 No. 1, pp. 1947549. 

 Dawson, G. (2006),“Par�al inclusion and biculturalism of African Americans”, Equal Opportuni�es 
 Interna�onal, Vol. 25 No. 6, p. 433, doi: 10.1108/02610150610713746. 

 Ding, C.G. and Shen, C.K. (2017), Perceived Organiza�onal Support, Par�cipa�on in Decision Making, 
 and Perceived Insider Status for Contract Workers: A Case Study, Management Decision. 

 Dobusch, L. (2014),“How exclusive are inclusive organisa�ons?”, Equality, Diversity and Inclusion: An 
 Interna�onal Journal, Vol. 33 No. 3, pp. 220-234, doi: 10.1108/EDI-08-2012-0066. 

 Geppert, M. and Pastuh, D. (2017),“Total ins�tu�ons revisited: what can Goffman’s approach tell us 
 about ‘oppressive’ control and ‘problema�c’ condi�ons of work and employment in 
 contemporary business organiza�ons?”, Compe��on and Change, Vol 21 No. 4, pp. 253-273. 

 Holvino, E., Ferdman, B. M. and Merrill-Sands, D. (2004),“Crea�ng and sustaining diversity and 
 inclusion in organiza�ons: strategies and approaches”, in Stockdale, M.S. and Crosby, F.J. (Eds), 
 The Psychology and Management of Workplace Diversity, Blackwell Publishing, pp. 245-276. 

 Jiang, J., Huang, Y.H., Wu, F., Choy, H.Y. and Lin, D. (2015),“At the crossroads of inclusion and distance: 
 organiza�onal crisis communica�on during celebrity endorsement crises in China”, Public 
 Rela�ons Review, Vol 41 No. 1, pp. 50-63. 

 Lirio, P., Lee, M. D., Williams, M. L., Haugen, L. K. and Kossek, E. E. (2008),“The inclusion challenge 
 with reduced-load professionals: the role of the manager” , Human Resource Management, Vol 
 47 No. 3, pp. 443-461. 

 Miller, F.A. (1998),“Strategic culture change: the door to achieving high performance and inclusion”, 
 Public Personnel Management, Vol. 27 No. 2, pp. 151-160, doi: 10.1177/009102609802700203. 

 Mor Barak, M. E. (2015),“Inclusion is the key to diversity management, but what is inclusion?”, Human 
 Service Organiza�ons: Management, Leadership and Governance, Vol 39 No. 2, pp. 83-88. 

 Morrison, E.W. (1993),“Newcomer informa�on seeking: exploring types, modes, sources, and 
 outcomes”, Academy of Management Journal, Vol. 36 No. 3, pp. 557-589. 

 Source cita�on:  Nguyen, L. A., Evan, R., Chaudhuri, S., Hagen, M., & Williams, D. (2023). Inclusion in the 
 workplace: An Integra�ve Literature Review. European Journal of Training and Development. 

 3 



 Handout A References 

 Nembhard, I. M. and Edmondson, A. C. (2006),“Making it safe: the effects of leader inclusiveness and 
 professional status on psychological safety and improvement efforts in health care teams”, 
 Journal of Organiza�onal Behavior, Vol 27 No. 7, pp. 941-966. 

 Nishii, L.H. (2013),“The benefits of climate for inclusion for gender-diverse groups”, Academy of 
 Management Journal, Vol. 56 No. 6, pp. 1754-1774, doi: 10.5465/amj.2009.0823. 

 Office of Personnel Management (2011),“Government-wide diversity and inclusion strategic plan”, 
 available at: www.opm.gov/policy-data-oversight/diversity-and 
 inclusion/reports/governmentwidedistrategicplan.pdf 

 Or�leb, R., Glauninger, E. and Weiss, S. (2021),“Organiza�onal inclusion and iden�ty regula�on: how 
 inclusive organiza�ons form ‘good’, ‘glorious’ and ‘grateful’ refugees”, Organiza�on, Vol. 28 No. 
 2, pp. 266-288, doi: 10.1177/1350508420973319. 

 Pelled, L. H., Eisenhardt, K. M. and Xin, K. R.(1999),“Exploring the black box: an analysis of work group 
 diversity, conflict and performance”, Administra�ve Science Quarterly, Vol 44 No. 1, pp. 1-28. 

 Pless, N. and Maak, T. (2004),“Building an inclusive diversity culture: principles, processes and 
 prac�ce”, Journal of Business Ethics, Vol 54, pp. 129-147. 

 Randel, A.E., Galvin, B.M., Shore, L.M., Ehrhart, K.H., Chung, B.G., Dean, M.A. and Kedharnath, U. 
 (2018),“Inclusive leadership: realizing posi�ve outcomes through belongingness and being 
 valued for uniqueness”, Human Resource Management Review, Vol. 28 No. 2, pp.190-203, doi: 
 10.1016/j.hrmr.2017.07.002. 

 Rennstam, J. and Sullivan, K.R. (2018),“Peripheral inclusion through informal silencing and voice– a 
 study of LGB officers in the Swedish police”, Gender, Work, and Organiza�on, Vol. 25 No. 2, pp. 
 177-194, doi: 10.1111/gwao.12194. 

 Roberson, Q.M. (2006),“Disentangling the meanings of diversity and inclusion in organiza�ons”, Group 
 and Organiza�on Management, Vol. 31 No. 2, pp. 212-236. 

 Shore, L.M., Randel, A.E., Chung, B.G., Dean, M.A., Holcombe Ehrhart, K. and Singh, G. (2011), 
 “Inclusion and diversity in work groups: a review and model for future research”, Journal of 
 Management, Vol. 37 No. 4, pp. 1262-1289, doi: 10.1177/0149206310385943. 

 Torres, C. V. and Pérez-Nebra, A. R. (2014),“Diversidade e inclusão nas organizações”, Psicologia, 
 organizações e trabalho no Brasil, Vol 2, pp. 526-546. 

 Source cita�on:  Nguyen, L. A., Evan, R., Chaudhuri, S., Hagen, M., & Williams, D. (2023). Inclusion in the 
 workplace: An Integra�ve Literature Review. European Journal of Training and Development. 

 4 


