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1. Introduction

Diversity, equity, and inclusion (DEI) initiatives
have taken the forefront as a core value in
organizations. Therefore, organizations have focused
on elevating DEI in their strategic plans and
considering various initiatives to support DEI goals.
In recent years, modern technologies have helped to
overcome some invisible barriers that prevent people
from reaching a space where they can be seen for
their talents, skills, and abilities rather than focusing
on their distinctive characteristics, such as gender,
religion, disability, age, and skin color. The literature
on workplace diversity and organizational inclusion
acknowledges that diversity is often a prerequisite but
not synonymous with inclusion. In inclusive
organizations, people of all identities are empowered
to contribute to the larger collectives as valued
members. Specifically, inclusive technology cultures
facilitate and encourage employee engagement,
collaboration, and community participation, fostering
a greater sense of belonging and loyalty while
allowing them to maintain a unique identity.

Digital technologies refer to devices such as
personal computers, tablets, electronic tools, systems,
virtual reality and the Internet. In addition, digital
technologies generate, store or process data. These
include social media, online games, multimedia,
wearable technologies, and mobile phones, among
others. Previous research has provided insights into
DETI's impacts on employees and organizations. Yet,
for organizations to fully benefit from technology-
driven initiatives that support DEI, it is critical for IS
researchers to extend their knowledge and
understanding of the development of digital DEI
initiatives and their implications and organizational
outcomes.

This mini-track draws on the premise of an
organization as a socio-technical system. It focuses
on the IT workforce, technology tools, and the digital
driving forces that promote diversity, equity and
inclusion in organizations. As such, research in this
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mini-track lies at the intersection of multiple
disciplines, namely Science, Technology,
Organizational Science, Behavioral Science, and
Design Science.

2. Scope

This mini-track welcomes theoretical and empirical
studies addressing organizational, managerial,
technical, and behavioral perspectives on digital DEI
business solutions and impacts. Potential issues and
topics include, but are not limited to:

e Digital DEI organizational solutions.

e Digital social inclusion and organizational
culture.

e Technology tools for promoting DEI in the

organization.

Digital inclusion and the workforce.

Diversity and the IT workforce.

Equity in the IT workforce.

Inclusion in the IT workforce.

Diversity and digital recruitment, hiring, and

retention strategies.

Digital DEI and the workforce.

e Digital DEI and the organization.

e  Ethical implications in the use of technology
for organizational DEI.

e Risk management in digital DEI initiatives.

e  Methodologies for studying digital DEI in
organizations.

e Digital organizational strategies and
practices associated with DEI.

e New frameworks to describe and explain the
phenomenon of digital DEI and the
organization.

e Roles and responsibilities of IS departments
in developing and supporting digital DEI
initiatives.

e  The use of technology for organizational
DEI goals and objectives.
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® The dark side of digital DEI initiatives.
3. Summary of Articles

This mini-track presents three papers in HICCS-57
titled “Unraveling the Dilemma of Stigma
Disclosure: The Implications of Social Media and
Stigma Discovery on Hiring”, “Virtual Work and the
Inclusion of Linguistic Minorities: A Double-Edged
Sword “and “IT Ambidexterity, Board Diversity, and
Firm Performance: A Configurational Approach.”
We introduce them briefly below.

In the first paper, the authors discuss how
individuals with invisible stigma often feel pressure
to disclose their invisible stigma or try to keep it
hidden from their employer. The study investigates
how invisible stigma may be used during the hiring
process when reviewing potential candidates.
Therefore, the authors investigate how stigma
disclosure and stigma discovery differentially affect
hiring assessments of applicants.

In the second paper, the authors discuss how
information technology has been shown to support
organizations’ diversity, equity, and inclusion (DEI)
initiatives. Specifically, the authors of this study
investigate how linguistic minorities navigate
language barriers in both physical and virtual
workspaces, with a particular focus on the
consequences of the COVID-induced transition to
full virtual work.

In the third paper, the authors investigate the role
of information technology (IT) ambidexterity and its
interplay with board diversity and firm size in
influencing firm performance. The findings in this
study suggest that the implications for IT
ambidexterity are not uniform but vary depending on
the diversity in board gender and tenure, as well as
the size of the firm.

Overall, the presentations of the three papers will
cover various topics encompassing diversity, equity
and inclusion issues.
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