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Over the past decade, there has been a recognition that diversity training has not released the perceived business benefit of heterogeneous group working through greater social inclusion (Bezrukova, Jehn and Spell, 2012; Celik et al., 2012; CIPD, 2012; Kumra and Manfedy, 2012). The workplace is still not succeeding in reducing issues of racism and sexism (Dodd and Evans, 2014). More recent issues around sexual orientation and religious differences provides further 21st century challenges for organisations, in their bid to provide an environment of inclusivity in such a fragile global environment. The limitations of diversity training have been the focus of on-going academic research (Ely, 2004) and it has been long argued that diversity training fails to deliver the long-term changes in individual attitudes and behaviour that organisations are seeking (Combs and Luthans, 2007; Kochan et al., 2003). In 1996, Milliken and Martins suggested that diversity training required a focus on challenging individual behavioural norms. However, in 2012, the Chartered Institute of Personnel Development (CIPD) is still recommending radical reforms in the area of diversity training. The issue is not only around radical reforms in diversity training itself, Ahonen, Tienari, Merilalnen and Pullen (2014) suggest that diversity as a discourse is not independent of research exercises, but remains reliant on the prevailing knowledge and choices made by the researchers, which are influenced by political, governmental and institutionally acceptable norms.

This proposed stream aims to examine and evaluate three key areas. The first is to explore and understand how dominant discourses within the literature exert an institutional power on the rhetoric and practice of diversity training, related to the multifaceted social constructs of diversity (Paluck, 2006). The second is to evaluate whether diversity training could be seen as a possible solution to address discrimination and social differences across borders. Third is to identify and assess any different training practices that all allow individuals to critically evaluate, debate and assess the impact of their own beliefs, values and prejudices (Gitsham, Buono and Carteron, 2013; Dijk, Engen and Paauwe, 2012). The way current diversity understandings are embedded into training programmes is a complex web with threads that relate to personal cognitive maps of the knowledge producers (Ahonen et al., 2014)
Possible themes include but are not restricted to: Perceptions of diversity training; training evaluation and measurement methods, effects of training on learning and innovation in organisations, training practices and discrimination, political, social and economic identity, workplace fairness; organisational engagement; organisational moral obligations; diversity mindset and training.

Important dates:
Please submit your manuscript via the conferences website: http://www.edi-conference.org/

Submissions to the conference can be in the form of long abstracts (5 pages minimum: length to be specified by stream and workshop chairs) and full papers by the deadline of April 28th 2017.
 

All submissions will be subjected to peer review organized by stream chairs with two referees for each paper. Deadline for reviews: May 15th 2017 (acceptance/rejection).

 

Best paper nominations and submission of best papers to the relevant associated journal (as agreed by submitter): May 30th 2017.
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