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Inclusion has become a central topic for organizations whether
in terms of CSR, employer brand, or even management (Kele et
al., 2022). Inclusion is a matter of mutual concern, both for aca-
demic and business domains (CIPD, 2019; Ferdman & Deane,
2014; Mor Barak, 2005; Borello Report, 2019). This concept has gra-
dually come to stick to the issue of diversity, inviting then to think
about the overall theme of diversity and inclusion, or even to re-
place the term diversity by the term inclusion. Beyond the evo-
lution of the discourse, inclusion refers to a new approach to
minorities and singularities within organizations, aiming no lon-
ger to make people understand the need to work with the hete-
rogeneity of the profiles that may exist and that are often
marginalized, but to integrate everyone, whatever their singula-
rities, by eliminating any barrier that might impede this partici-
pation (Robertson, 2006). Fostering diversity is not enough to
create an inclusive climate (Ashikali & Groeneveld, 2015). An in-
clusive environment indeed implies that everyone has the same
opportunity to participate, regardless of difference (Shore et al.,
2018). The concept of inclusion is more encompassing, more po-
sitive (Le et al., 2020). Where diversity may be the subject of re-
gulatory actions, inclusion is the subject of voluntary practices
(Shore et al., 2018). Focusing on diversity aims to promote positive
and proactive practices, those that take advantage of diverse pro-
files. Inclusion is a way of working with diversity (Ferdman &
Dean, 2014). However, the concept of inclusion is not univocal,
beyond the definitions (Adamson et al., 2021) it refers to different
interpretations. Therefore, there is a need for a more solid theo-
retical basis. In order for everyone to perceive themselves as a
member of a group in which their "needs for belonging and sin-
gularity are met" (Shore et al., 2011; 2018), it seems important to
better understand individual experiences and behaviors as well
as the collective dynamics that facilitate or hinder inclusion, but
also to have a critical look at the concept and its reality within or-
ganizations. Reconciling singularity with a sense of belonging to
a group remains a challenge both for individuals from margina-
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lized groups and for organizations. The experience of
inclusion or exclusion according to the type of singu-
larity (gender, sexual orientation, ethnicity, etc.) or ac-
cording to organizational contexts can vary and
make practices inclusive for some, inequitable for
others, and even excluding for others. The unders-
tanding of what inclusion means may also differ
from one organization to another and lead to hete-
rogeneous organizational practices and behaviors. In
this special issue, we will value all types of theoretical
or empirical contributions, quantitative, qualitative
or both. Several levels of analysis, micro-, meso- and
macro-organizational (Adamson et al, 2021) can be
proposed, the goal being to have a global but also
fine understanding of the inclusive organization.

First of all, contributions around the conditions
that foster a sense of inclusion are expected. In-
deed, individually, the question of identities and how
the individual feels the boundary of being in or out
of the group (Dovidio et al., 2016, 2017), the expe-
rience of feeling accepted and being able to feel fully
included arises. This sense of belonging may differ
from individual to individual. The focus here is to pre-
sent research around the individual psychological
state (Davies et al., 2019). Mirroring this, the place of
the group (Mor Barak and Chering, 1998; Shore et al.,
2018), the role of the manager (Bernstein et al., 2019;
Shore and Chung, 2021) in creating an inclusive cli-
mate are all elements to be studied (Chung et al.,
2020). Beyond Rh and managerial practices, the or-
ganizational, sectoral or cultural context in which the
individual is integrated is also an element to consi-
der. With globalization and multinational compa-
nies, inclusion has indeed found its place in many
emerging economies (Nkomo et al., 2015). Some ex-
plorations of inclusion in non-Western contexts can
be proposed to account for similarities and/or diver-
gences, or even a necessary adaptation at least on
the cultural level (Kulkarni et al., 2016; Tang et al.,
2015).

A second type of contribution is expected in a com-
parison of the concept of inclusion and organizatio-
nal behaviors as well as the social performance of
organizations. This leads us to raise several questions:
Is inclusion always positive? To what extent does it
influence organizational justice? job satisfaction?
commitment? employer brand (Ahmed, 2012)? etc.

Furthermore, Ferdman (2017) emphasizes the impor-
tance of appreciating the complexity of inclusion as
a process and the need to consider different pro-
cesses. Analyzing how consideration of inclusion
changes organizational practices can inform thin-
king about the inclusive organization.

The contributions can also, to some extent, be ar-
ticulated around the power dynamics at play
around the inclusive organization. Indeed, by com-
municating certain singularities (Meisenbach and
Hutshin, 2020), a political process is also set in mo-
tion, which leads to the shifting of lines, to the pro-
motion of inclusion or exclusion, calling into question
the processes at work, decision-making, etc. This is
not without effect on the way in which the organiza-
tion is organized.  This is not without effect on the in-
dividuals in the organization and the work groups.
Moreover, individual expectations and organizational
practices can be combined with institutional and
pressure group dynamics. We are thinking here of
the debates that irrigate society on the effects of do-
mination and the structuring of society and organi-
zations around the dominant group. 
Through this special issue, we hope to promote re-
search that evokes the discourse and practices of in-
clusion, but also to show how inclusive politics takes
shape within organizational contexts and to what ex-
tent the integration of different singularities is feasi-
ble. We hope that this special issue will help answer
many of the questions listed below:

How has the shift from diversity management to1
inclusion changed organizational perceptions,
behaviors and practices?

How is the "all-inclusive" discourse relevant and2
what reality(s) does it represent?

What form(s) do the discourses and practices of3
inclusion take in different organizational, sectoral
and cultural contexts?

How does the concept of inclusion question the4
notion of power within organizations?

How does inclusion manifest itself in different5
contexts for different singularities?

What are the paradoxes of inclusion? What are6
the contours of the exclusion/inclusion equation?
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