


Foreword



It is for the cost of loving this country, of finally feeling like I fit in, like I have found the people to whom 
I belong.

~Arhm Choi Wild (2019)

ItisanhonorandprivilegetoprovidethisforewordtoDr.El-Amin’scollectiononthiscriticalfocusof
diversity,equity,inclusion,andbelonging(DEIB).Recently,shecontributedadefinitionforDEIBtoa
recenttextIeditedthatfocusedonsocialjusticeresearchmethodswhereshenotedorganizationalefforts
“topromoteawarenessofdiverseracial,ethnic,andculturalidentitieswithindiversity,equity,inclusion,
andbelonging(DEIB)initiatives”doso“withintentionalityandadesireforchange”(El-Amin,2022,p.
221).Perhapsmostdistinctwithinthisdefinitionisthecompanionofbelongingincludedwiththenow
oftenseendiversity,equity,andinclusion(DEI).Thiscollectiontacklesthesechallengingconstructs
specific toDEIBasrelatedtoorganizationalperformancetofurtherinformtherecent trendsacross
manyorganizationstoundergoafundamentalshiftinfocusandintentionalitytofosterandempower
DEIBleadershipandaction.Withoutwhich,theseeffortsmayappearartificial,superficial,andlacking
substance.Iftheworkplaceisamicrocosmofthesociety-at-large,executiveorganizationalleadership
mustembracetheadvantagesofadiverse,equitable,andinclusiveworkforce,evenwhenconcurrently
deconstructing their privilege. The beneficial paradox may emerge when they also understand the
employeeneed forbelongingand theserendipitoussurvivaland transformationgained through this
organizationalevolution.

OrganizationsthatembraceDEIBmustlookthroughthehigh-poweredlenstoexaminethehierarchi-
caldominanceinherenttotheorganization.Itrequiresacriticalinterrogationofthesecomplex,multi-
layered,intentionalandunconscious,andtoo-long-heldinfrastructuresthatsingularly,andsometimes
withimminentandpredictableresistance,impedeactionstowardeffectiveworkplaceDEIB.Theauthors
inthiscollectionprovideavarietyofperspectives,strategies,andactivitiesthatmayallowcontempo-
raryorganizationstotakethesestepstowarddiversityandinclusivityanddeconstructthepoliciesand
practicesthathaveupheldthemforfartoolong.Theseeffortsrequireactionbeyondemployeediversity
trainingandconceptualunderstandingasorganizationalperformancecannotbeimpactedbyspecial
projectsandanannualvideotrainingcourse.Instead,wehavecometoknowfromtheresearchthatthe
initiativesmustbeledbyexecutiveleadershipwhoeffectsubstantiveovercursorychangethatcanlead
tomeasurableperformanceimprovement.ThesechangestypicallyinvolveleaderswithadepthofDEIB
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knowledgeandhumanresourceleadersreadytoaddressthedemandingphilosophicalandhierarchical
changesneededorganizationallyandstandpreparedandequippedtoaidorganizationalleadershipto
enactsignificantandnecessarychange.

SolutionstoaccomplishvibrantorganizationalDEIBthatfostersasafe,inclusive,andproductive
workplace,specificallytoseekimprovedorganizationalperformanceasamotivationtodoso,remain
inthedebatebetweenscholarsandpractitioners,academicperspectives,andexecutiveleadership.Yet,
thesedisparateanddebatedperspectivesmaylikelyagreeonstakeholderengagementwithDEIBacross
therichfieldfromwhichtogreenstartmanyDEIBinitiativesandgatherorganizationaldatatoinform
changesandcontinuedactionneededforchange.Forifthesechangesaretobeenactedandsustained,
stakeholdersmusthavetheirvoicerestoredbeabletoshareuncomfortable,eventreacherousorgani-
zationalexperiences.Leadershipmustacknowledgethatthelackofinclusivity,equity,anddiversity
hasimpededstakeholdersensemakingandsenseofbelonging:indeed,noeasyprocesstonavigatefor
anyorganizationbutvitalmorethanever.CongratulationstoDr.El-Aminandthechapterauthorsfor
bringinglighttobetterenvisagetheseessentialorganizationalneeds.

Fortunately,thechaptersinthiscollectionhighlightthiscontinueddebateandongoingorganiza-
tionalchallengestoofferresearch-basedsolutionsandrecommendationstoimproveDEIBwithinthese
workplaceenvironments.Thiscollectionfocusesonthevariousresearchintoboththeindividualand
collectiveexaminationofdiversity,equity,inclusion,andbelonging,aswellasmulti-facetedchange
managementinitiatives,strategicmanagement,collaborativeleadershipneedsandactions,DEIB-specific
executiveleadership,organizationallearninganddevelopment,organizationalandsharedleadership,
andstakeholderengagement,development,anddeployment:

Robin Throne
University of the Cumberlands, USA

Robin Throne’s research agenda considers doctoral researcher positionality/agency and voice/land dispossession from various 
social justice research approaches. She is the author of Autoethnography and Heuristic Inquiry for Doctoral-Level Researchers: 
Emerging Research and Opportunities (IGI Global Research Insight Series, 2019) and editor for three IGI Global collections: 
Practice-Based and Practice-Led Research for Dissertation Development (2021), Indigenous Research of Land, Self, and 
Spirit (Advances in Religious and Cultural Studies Series, 2021), and Social Justice Research Methods for Doctoral Research 
(Advances in Information Quality and Management Series, 2022).
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