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Rationale:
As organizations increasingly feel the demand to implement sustainable EDI programs and initiatives, they are seeking evidence-based frameworks which demonstrate how allyship can be implemented through talent management systems, leadership development programs, and organizational structures. This session will attempt to bring forward empirically supported practices and processes that address how an organization can assess and implement EDI programs that are meaningful for their workforce and their local citizens including how to redistribute power, allocate resources more equitably, and how to interrogate and interrupt oppressive organizational structures. 
This cross-discipline session is designed to critically analyze current organizational practices related to equity, diversity, and inclusion (EDI) initiatives especially in the areas of human resource management, leadership studies, organizational behavior, organizational ethics, and strategy to better create more effective, authentic strategic EDI programming. In addition, this session seeks to move beyond individual responsibility and accountability towards organizational architecture and processes that enhance an organizations’ commitment to EDI and/or anti-oppression initiatives.
Research Focus or Themes: This stream invites academics, researchers, and practitioners specializing in Equity, Diversity, Inclusion (EDI), and/or Anti-Oppression within organizations or workplaces to present on topics that address the following broad themes:
1. Defining and/or discussing the terms ally, advocate, abolitionist, or any other term that further clarifies a member of the dominant culture and their work within organizations to dismantle oppressive systems and authentically support employees. This can include addressing how being an ally, advocate, or abolitionist might be different within organizations versus within communities and the impact this may have on workplace policies. This topic can also include theoretical insights into how this identity develops and/or how this identity matters within organizations to create meaningful support for employees and implement strategic initiatives within organizations.
2. Inclusive Leadership: This topic explores the behaviors that leaders exhibit within organizations that create the psychological experience of being connected (Roberson & Perry, 2022). What practices or policies work and do not work when developing leaders within organizations to create, lead, and manage inclusive teams? 
3. Critical Whiteness Studies: This could interrogate a broad range of organizational practices from unpacking organizational norms based on dominate culture, how seemingly neutral policies potentially could reproduce inequity (e.g., meritocracy, cultural fit, leadership qualities), or revisiting leadership at the top of organizations from a EDI lens. This could also be a discussion of a bridge between Critical Race Theory or Critical Whiteness Studies and evidence of strategic allyship in practice. Or another angle could be to share how to critically study whiteness as a means of understanding how people get “dehumanized by it” (Matias & Boucher, 2023, p. 73) and the best way to explain this experience while centering the impact on communities of color.
4. Performative and Authentic Allyship: Performative allyship, in academic literature, is the focus on those individuals who have an outward appearance of supporting historically marginalized groups, but in practices are not engaging in the more difficult, transformative work of being an ally (Rice et al, 2025). The focus of a manuscript in this topic could be not only on the symbolic impact of allyship but in organizations’ reward structure for allyship and how this could perpetuate inequity. This could be a look at the balance between internal policies and external changes or demands and how to better sync up the pace of this cultural shift within organizations to align to mission, vision, and values of a company.
Expected Outcome: The expected outcome in this session is for presenters and participants to gain deeper insight into the complexity of how dominant culture influences and can be a catalyst to creating more inclusive workplaces, teams, and organizations.
Connect: If you have any questions or want to discuss this session further, please connect with me: Rebecca.Evan@metrostate.edu, LINE ID bexev, or LinkedIn https://www.linkedin.com/in/bexevan/ .
References:
Matias, C. E., & Boucher, C. (2023). From critical whiteness studies to a critical study of whiteness: restoring criticality in critical whiteness studies. Whiteness and Education, 8(1), 64–81. https://doi.org/10.1080/23793406.2021.1993751 
Rice, D. B., Stewart, O. J., Melaku, T., & Young, N. C. J. (2025). Enough is enough: Identifying and overcoming acts of anti-Black performative allyship in the peer-review process. Organization, 32(2), 191–219. https://doi.org/10.1177/13505084241282236 
Roberson, Q., & Perry, J. L. (2022). Inclusive Leadership in Thought and Action: A Thematic Analysis. Group & Organization Management, 47(4), 755–778. https://doi.org/10.1177/10596011211013161


