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Stream outline:
The stream manages to investigate the new challenges and the news (virtual and physical) territories to promote women’s inclusion at work, focusing on two complementary issues: the women on corporate boards topics (WOCB) and the feminine and/or pro-women networks.
For several years now, the issue of women on corporate boards (WOCB) has been a focal point of political debate and academic research (Terjesen, et al., 2009). Previously considered as an ethical imperative for equal opportunities and a social issue (on the basis that is wrong to exclude individuals on the sole grounds of gender, skin color, sexual orientation, etc. regardless of their ability, WOCB is increasingly perceived as a vector of value creation for organizations. Robinson and Dechant (1997) argue that workforce diversity creates a competitive edge for an organization inducing a “business case”.
A growing body of research shows that a broad set of business benefits is associated with WOCB. These include improved financial performance and shareholder value (e.g., Campbell and Mínguez-Vera, 2008), increased customer and employee satisfaction (e.g. Daily, et al., 1999), rising investor confidence, and greater market knowledge and reputation (e.g., Bear, et al., 2010).
However, many hot topics remain in many countries nowadays (not exhaustive list) (cf. Hillman, 2015):
· How to promote the number of WOCB;
· The dynamics create by female directors inside these corporate bodies are important to be examined (Nielsen and Huse, 2010);
· Is there really a business case for board diversity? (Post and Byron, 2015);
· WOCB and CSR (Post and Byron, 2015);
· Role and place of women on Executive Committee;
· Etc.
We encourage submissions coming from different points of view, such as theoretical perspectives, countries/cultures, processes, dynamics and consequences of the representation of WOCB. These are to be understood from the individual, organizational or societal level, or with a multi-level approach and/or cross-cultural view (Terjesen, et al., 2009). We are interested in understanding the mechanisms of WOCB from a multidisciplinary point of view, combining theoretical and methodological perspectives (qualitative or quantitative approaches).
Nevertheless, the feminization of Corporate Boards is neither the best indicator/descriptor nor the best signal of the effectiveness of a firm’s CSR commitment /gender diversity policy (influence of institutional dynamics, legal constraints and phenomena of normative and mimetic isomorphism; firm’s strategy design and decision making escaping, in facts, boards’ perimeter of action…).
Thus, we encourage the submission of papers addressing the deployment at work of feminine networks, pro diversity networks and pro-women employees resource groups as well as high-level talent pools and future leaders training ponds (future members of Executive Boards / Corporate Managers…) , laboratories of agility and inclusion (post-modern management), incubators of innovation and key-levers of gender equality at work.
Consequently, the papers could investigate the strategic challenges pushing firms to create, support, “consacrate” (or, a minima, does not block or brake) intra-organisational women’s networks (legitimation tool), and specularly, the key-reasons urging (and encouraging) women to create, postulare, join, support and/or lead feminine or pro-gender diversity clubs (personal development opportunity; advocacy tool; collective action instrument…).
The submission could explore, complementarly, the arbitrages (risks/opportunities) inherent to the creation (maintain or disruption), support (or boycott) and developpement (or curbing) of women networks (for the entreprises) and the ethical dilemmas inherent to the membership/affiliation/implication of women (n these affinity/advocacy femine networks (this investigation could be particualrly stimulating for feminine managers and decision-makers).
In addition, we encourage papers describing women networks’ morphology, decrypting their socio-organisational mechanims and their operational tools as well as empirical envidences on the evolution of networks’ morphology, perimeter, functionning, identity and identification dynamics (diachronical perspective).
The impacts of women networks (feminine affinity networks, pro-women employee resource groups, pro- gender diversity advocacy networks…) on team creativity and organisational learning stimulation, as well as on managerial, technical and technological innovation and, finally, global performance (organisationa, social and/or economic as well) shoud be empirically explored.
The feminine or pro-women netwoks could be looked as spaces of gender diversity and women’s professional developpement, networking, mentoring, coaching and empowerment, spaces of mutual caring at work, levers of information sharing and knowledge developpement as well as laboratories of creativity, prospective thought and business.
Finally, the feminine or pro-women netwoks shoud be investigated as supporting, substituing, palliative instruments to achieve gender equality at work (femininisation of executive commitees, managerial commitees, future leaders pools and finally Corporate Boards…).
The Stream addresses the critical issues of gender diversity and inclusion in organizations, promoting and adopting an opened, interdisciplinary, international and trans-methodological approach. It hosts innovative papers without any methodological restriction (qualitative, quantitative approach, theoretical approach, mixed-methods are accepted) that could enrich the state of knowledge and enlighten managerial practices.  
In addition, the Stream would include papers focusing on ::
· Complementarities, rivalries or parallelisms in advocacy missions among pro-diversity networks (gender-based, LGBT, aging, cultural, philosophical/political or ethnical oriented networks…)
· Differences and proximities among advocacy networks and affinity networks (advocacy as an affinity, affinity as a cause to advocate or affinity as opened way to advocate more universal / holistic causes)
· the singularities, redundancies and synergies among sponsoring, mentoring, leadership, peer networks, virtual and physical pro-gender diversity networks, and business-oriented and sharing-knowledge-grounded communities of practices…
· the employees’ groups, women’s networks and pro-diversity communities as laboratories of inclusion, organizational agility and innovation.
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