19th Equality, Diversity and Inclusion International Conference, Marrakech, Morocco, July 2nd to 4th, 2026.
We invite you to submit your abstracts, developmental or full papers for the following stream:
Silence, voids and boundaries: implications for inclusivity in organisations.
This stream is particularly interested on the myriad of issues that occur at the intersections of voice, marginalised identities, minorities and organisational inclusion. Who gets to speak, what voices are heard and legitimated (and those that are unheard and/or delegitimated) has profound implications for the shape of organisational attitudes to equity, diversity and inclusion. 
Discourse and narrative play a critical and foundational role in the ontological construction of identities, and the subsequent logics around ‘who’ deserves respect and legitimation and ‘who’ doesn’t (Walby et al. 2012, Vial et al. 2016). Discourses are often dominated by powerful “master narratives” (McAdams et al., 2018) pivotal in shaping and sustaining inequality regimes (Acker, 2006). Within this context, marginalised perspectives often struggle to get heard or listened to; hidden stories and experiences of exclusion are often secreted away. 
Interestingly, Snow (2023) provides compelling accounts on the power of storytelling as a humanistic way out of impasses such as the “spiral of silence” (see Noelle-Neumann & Petersen, 2004). Storytelling can act as an analytic lens as well as a practical intervention for giving permission for oppressed voices to emerge. However, clearly, such voices and stories can be heavily constrained by the absence of psychological safety and supportive environments. 
Bakhtin (1981) introduces the terms heteroglossia and monoglossia; the latter  understood as singular ‘monologues’ on any given topic, whilst the former offers diverse, alternative voices and perspectives. Within organisational systems, heteroglossic voices, i.e: those that are plural, diverse often find themselves de-valued and silenced; banished to the margins of organisational life, hidden and unheard. 
Such barriers are not limited in their geographic or sectoral scope and there are diverse, multi-faceted and intersectional areas of identity that lie outside the boundaries of recognition, respectability and power in all areas of the world. However, beneath the surface, everywhere, other voices and experiences were and are always present as a kind of murmuring heteroglossia, even if muted and supressed by dominant corporate discourse (Sullivan & McCarthy, 2004).
Papers may also wish to engage with action-oriented and reflexive approaches, including inquiry-based, participatory, or action research methods, that use storytelling and other voice mechanisms to connect reflection with learning, behavioural change, and cultural transformation. Such approaches can be used effectively (Agger-Gupta & Harris, 2017) for example in leadership development programmes, that challenge what leadership “looks like”.  
We encourage work that engages with broad notions of voice, dialogue, listening, and systemic interconnections that are central to understanding how cultures of silence/voice around EDI and identities either sustain marginalisation or enable more equitable participation in the life of the organisation.
Contributions may explore, but are not limited to, the following themes:
· The dynamics of voice, silence, and un-speakability in organisational contexts.
· Leadership, legitimacy, and moral authority in culturally sensitive contexts.
· Identity and respect through discourse and dialogue.
· Informal norms and institutional logics that create hidden boundaries to inclusion and promote exclusion.
· Mentoring & Coaching for inclusivity. 
· Organisational responses to contested issues and taboo subjects without polarisation and within legal boundaries.
· Trade unions, advocacy and voice for the marginalised.   
· Allyship, covert and overt.
· Narrative structures that shape organisational culture.
· Legal exclusion, territories of discrimination. 
· Psychological safety, discretion, and the limits of openness in teams and institutions. 
· Managing contested issues with cultural sensitivity.
· Psychological safety, discretion, and the limits of openness.
· Organisational responses to taboo, controversy, and social change.
We welcome empirical, conceptual, developmental interdisciplinary abstracts or papers from all contexts, all points of the globe, papers that are sensitive to Global South contexts and papers that avoid assumptions of universality. By approaching the topic from a systems approach (Scharmer, 2018) and the systemic production of stories, master narratives, discourse, silence and voids, this track aims to deepen management and organisational understanding of inclusion as an emergent property of dynamic, relational, and culturally situated systems not merely a matter of policy.
Timelines:
Submissions to the stream may be long abstracts, full or developmental papers. All submissions will be peer-reviewed and organised by stream chairs, with two referees for each paper.
For more information, please contact Aidan McKearney at:
aidan.mckearney@faculty.hult.edu
Dr. Aidan McKearney, PhD, Associate Professor in Human Resource Management and Organizational Behaviour, Hult International Business School, Ashridge and London UK campuses.

References:
Acker, J. (2006). Inequality regimes: Gender, class, and race in organizations. Gender & society, 20(4), 441-464.
Agger-Gupta, N., & Harris, B. (2017). Dialogic change and the practice of inclusive leadership. In Breaking the zero-sum game: Transforming societies through inclusive leadership (pp. 305-322). Emerald Publishing Limited.
Bakhtin M. M. (1981). The Dialogic Imagination: Four Essays. In: Holquist C (ed). Trans. C. Emerson & M. Holquist. Austin and London: University of Texas Press.
Lincoln, Y. S. (1985). Naturalistic inquiry (Vol. 75). Sage.
McAdams, D. P, Shiner, R. L. and Tackett J. L. (eds.) (2018). Handbook of personality development. Guilford: Guilford Publications. 
Noelle-Neumann, E., & Petersen, T. (2004). The spiral of silence and the social nature of man. In Handbook of political communication research (pp. 339-356). Routledge.
Scharmer, O. (2018). The essentials of Theory U: Core principles and applications. Berrett-Koehler Publishers.
Snow, C., Gabay, V., Brownlee, T. D., & Thomas, T. (2023). Fostering an inclusive organization through the power of storytelling. In Inclusive Leadership: Equity and Belonging in Our Communities (pp. 155-165). Emerald Publishing Limited.
Sullivan P. and McCarthy J. (2004), Toward a dialogical perspective on agency. Journal for the Theory of Social Behaviour 34(3): 291-309.
Vial, A. C., Napier, J. L., & Brescoll, V. L. (2016). A bed of thorns: Female leaders and the self-reinforcing cycle of illegitimacy. The Leadership Quarterly, 27(3), 400-414.
Walby, S., Armstrong, J., & Strid, S. (2012). Intersectionality: Multiple inequalities in social theory. Sociology, 46(2), 224-240.

2

