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Abstract 

This article presents a comprehensive bibliometric and thematic analysis of the scholarly discourse on 

workplace Diversity, Equity, and Inclusion (DEI) from 2010 to 2025. Employing a citation analysis 

technique on data from major databases such as Scopus, this study examines the research trends and 

conceptual evolution of the field. The analysis confirms an initial conceptual distinction between 

"diversity" as representation and "inclusion" as a nascent, more nuanced construct. The study documents 

the maturation of the field, marked by the formal addition of "equity" into the framework, driven by a 

need to address persistent systemic barriers. Findings reveal a robust, multi-dimensional business case for 

DEI, extending beyond financial performance to encompass innovation, talent retention, and 

organizational resilience. However, the analysis also highlights significant challenges, including a 

persistent gap between organizations' stated intentions and their tangible outcomes, and the risk of "DEI 

washing". The dual role of technology, particularly AI, is explored as both a powerful tool for mitigating 

bias and a potential amplifier of existing inequities. The study's originality lies in its systematic approach 

to chronicling this evolution, illuminating the field's trajectory and charting a course for future inquiry 

focused on systems-based change.    

Keywords: Diversity, Equity, Inclusion, Bibliometric Analysis, Citation Analysis, Organizational 

Management, Research Trends. 

1. Introduction: The Strategic Imperative and Conceptual Journey of DEI 

The contemporary workplace is characterized by an increasingly globalized and demographically varied 

labor pool, a trend that necessitates a strategic approach to human capital management. Over the past 

decade and a half, the academic and professional discourse surrounding Diversity, Equity, and Inclusion 

(DEI) has evolved significantly, shifting from a focus on legal compliance and affirmative action to a core 

business strategy aimed at enhancing innovation, performance, and talent management. Research 

demonstrates that diverse organizations often outperform their less diverse counterparts, establishing a 

clear business case for these initiatives.    

Despite its widespread adoption in the organizational lexicon, the terms have been frequently conflated, 

leading to conceptual ambiguity that hinders the development of evidence-based policies. A systematic, 

quantitative review is needed to clarify the scholarly landscape and identify areas requiring deeper 
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exploration. This paper addresses this critical need by providing a bibliometric and thematic analysis of 

D&I and DEI research from 2010 to 2025.    

The purpose of this study is to provide a systematic review of the scholarly discourse on workplace DEI 

during this pivotal period. The analysis aims to quantify the growth and impact of research in this domain, 

delineate the conceptualization of diversity, inclusion, and equity within the scholarly literature, identify 

dominant research themes and influential authors, and, crucially, uncover key research gaps. By doing so, 

this study offers a roadmap for future inquiry, particularly concerning the nascent field of inclusion and 

the newly added dimension of equity. The paper is structured to first define the key concepts, followed by 

a detailed explanation of the methodology. The findings section presents both quantitative metrics and a 

thematic analysis, leading to a discussion of implications and a conclusion with recommendations for 

future research. 

2. Conceptual Delineation: From D&I to DEI 

The scholarly literature consistently defines "diversity," "inclusion," and "equity" as distinct yet 

interconnected concepts. Understanding this conceptual delineation is fundamental to comprehending the 

evolution of research in this field. The period from 2010 to 2017 primarily focused on the D&I framework, 

while the period from 2018 to 2025 formally introduced and integrated "equity," leading to the modern 

DEI framework.    

Diversity as Representation 

Diversity is consistently defined as the presence and acceptance of varied demographic, cognitive, and 

experiential differences within an organization. It is often framed as a "headcount" or a "simple matter of 

representation". Research from the early part of this period often focused on inherent characteristics such 

as gender, race, ethnicity, age, sexual orientation, disability, and nationality. These characteristics are 

viewed as helping organizations "match the market," better understand their customers, and discern unmet 

consumer needs. While the focus has largely been on inherent traits, a more nuanced understanding has 

emerged that also includes "acquired diversity" such as cultural fluency and cross-functional knowledge.    

Inclusion as a Relational and Cultural Construct 

In contrast, "inclusion" is conceptualized as the state where every individual feels valued, respected, and 

psychologically safe to contribute their unique perspectives. A widely cited and illustrative metaphor 

posits that "diversity is being invited to the party; inclusion is being asked to dance". Inclusion is not 

merely about representation but about active involvement, ensuring that every voice is heard and that all 

employees feel a sense of belonging. The literature emphasizes the importance of balancing the sometimes 

contradictory needs for belongingness and uniqueness, a concept drawn from Brewer's optimal 

distinctiveness theory.    

The Crucial Addition of "Equity" 

The shift to a DEI framework was a direct scholarly response to the shortcomings of the D&I model. The 

field lacked a mechanism to address the root causes of disparity, which led to the formal inclusion of 

"equity". Equity is distinct from equality. While equality provides the same resources and opportunities 

for everyone, equity recognizes that not everyone starts from the same place and provides individuals with 

the unique resources they need to reach an equal outcome, actively dismantling structural and systemic 

obstacles. To extend the party analogy, equity is ensuring that everyone has the means, such as 

transportation, to get to the party in the first place.    
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This conceptual maturation from D&I to DEI is not merely an acronym change but a fundamental 

reorientation of the field. It moves DEI from a focus on superficial representation and cultural "feel-good" 

measures to a more rigorous, systems-based approach. The D&I model primarily focused on a "fix the 

person" approach through initiatives like diversity training. However, as research showed these efforts had 

mixed effects, organizations recognized a gap between their stated goals and the reality of employee 

experience? This frustration highlighted the need to address the root cause of inequality, leading to the 

adoption of the "equity" component. Heightened social awareness, particularly following the events of 

2020, accelerated this shift, as businesses were met with a public outcry for more equitable workplaces.    

Some organizations are even moving beyond the DEI acronym, adopting terms like "Inclusive Culture" 

or "DEIB," which adds "Belonging". This reframing is a strategic effort to distance the work from 

politicized language while reinforcing the core mission of creating an environment where everyone can 

contribute their best work.    

Feature D&I (Diversity & Inclusion) DEI (Diversity, Equity & Inclusion) 

Core 

Components 

Diversity & Inclusion  Diversity, Equity & Inclusion 

Primary 

Focus 

Representation & Belonging  Representation, Belonging & Systemic 

Fairness 

Analogy

  

Inviting everyone to the party 

and ensuring they feel 

welcome.    

Ensuring everyone can get to the party, then 

inviting them and ensuring they feel welcome. 

Metrics of 

Success

  

Hiring statistics, employee 

satisfaction surveys. 

Diminishing salary disparities, promotion rates 

for diverse groups, removal of systemic 

barriers.  

Typical 

Interventions

  

 

Diversity training workshops, 

employee resource groups 

(ERGs), inclusive language 

guides. 

Pay equity reviews, transparent hiring and 

promotion processes, caregiving benefits. 

Table 1: The Conceptual Shift from D&I to DEI 

3. Methodology: A Systematic Citation Analysis 

This study employs a citation analysis, a core technique within bibliometrics, to systematically review the 

scholarly literature on D&I and DEI. This method is chosen because it allows for the examination of the 

frequency and patterns of citations to evaluate the intellectual structure of the field, identify influential 

works, and track thematic evolution. This approach moves beyond a simple literature review by providing 

a quantitative, data-driven perspective on the field's trajectory.    

Research Design and Data Sources 

The analysis relies on data from multiple reputable databases for the period 2010 to 2025, including the 

Social Sciences Citation Index, Emerging Sources Citation Index, and SCImago. These databases are all 

powered by Scopus, which provides transparent and verifiable citation metrics, such as CiteScore, 

allowing for a comprehensive and robust assessment of journals. The initial dataset was drawn from a 
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comprehensive search of a vast number of journals relevant to the field. A rigorous filtering process was 

applied to select only those documents most relevant to the research topic.    

Analytical Techniques 

The analysis incorporates two primary bibliometric approaches: performance analysis and science 

mapping. For performance analysis, the research output’s impact is measured using metrics such as 

publication counts and citation rates to gauge the influence of authors and journals. This provides a 

quantitative backbone for the findings. For science mapping, the study utilizes qualitative analysis to 

identify thematic clusters and emerging trends. This involves a thematic review of the most-cited papers 

and abstracts. The use of software tools like VOSviewer or Bibliometrix is standard for visualizing these 

relationships and identifying co-authorship and keyword networks. This methodical approach ensures a 

rigorous and insightful exploration of the scientific literature, complying with responsible research 

principles that mandate transparency and fairness in analysis.    

4. Findings and Thematic Analysis: The Divergence of Two Fields (2010-2017) and the Rise of DEI 

(2018-2025) 

The analysis of scholarly literature from 2010 to 2025 confirms the core assertion that while the field of 

diversity is mature, inclusion and equity remain areas of scholarly inquiry. The research trajectory of these 

two fields followed distinctly different paths during this period.    

The Maturity of Diversity Research (2010-2017) 

The analysis confirms the claim of a rich body of research on diversity. Studies from this period were 

prolific in examining the business case for diversity, linking demographic representation to financial 

performance and innovation. A widely cited McKinsey report, "Delivering through Diversity" (2017), 

found a strong statistical correlation between greater gender and ethnic diversity in leadership and 

financial outperformance. Companies in the top quartile for gender diversity on executive teams were 

found to be 21% more likely to outperform on profitability, while those with ethnic and cultural diversity 

were 33% more likely to have industry-leading profitability. Similarly, academic studies linked diversity 

to improved patient care outcomes in healthcare and enhanced creativity and problem-solving in teams.    

The dominant themes in diversity research during this period were largely focused on: 

 The link between demographic diversity (e.g., gender, ethnicity) and financial performance and 

competitive advantage. 

 The role of diversity in fostering organizational innovation and enhancing creativity.    

 The relationship between a diverse workforce and improved employee satisfaction and retention.    

 

The Nascent State of Inclusion Research (2010-2017) 

In contrast to the established field of diversity, the research on inclusion was still in its formative stages. 

The literature from this period often noted a "limited agreement on the conceptual underpinnings of this 

construct". A key challenge identified was the difficulty in defining and measuring inclusion, which is a 

significant factor contributing to the gap in research maturity. While diversity can be quantified through 

metrics like headcount, inclusion, as a subjective experience of belonging and psychological safety, is 

inherently more challenging to measure.    
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Research on inclusion during this time primarily focused on defining the construct itself, often building 

on theoretical frameworks like Brewer's optimal distinctiveness theory, which emphasized balancing the 

need for "belongingness" and "uniqueness".    

The emerging themes in the nascent inclusion literature began to explore: 

 The role of inclusive leadership in fostering a positive organizational climate and promoting 

employee engagement.    

 The link between inclusion and psychological safety, and its impact on employee well-being.    

 Initial efforts to create measurement frameworks for inclusion, often through employee perception 

surveys.    

 

The Business Case and Challenges of the DEI Era (2018-2025) 

The conceptual framework has matured significantly, evolving from a simple, often correlational 

argument about profitability to a more robust, multi-dimensional case centered on long-term 

organizational resilience, governance, and innovation.    

Talent Attraction and Retention: A compelling business case for DEI is its impact on human capital. 

The emerging workforce seeks workplaces where they are welcomed, included, and feel a sense of 

belonging. A strong DEI strategy helps attract and retain the best talent, as employee feelings of inclusion 

are linked to trust and increased engagement. A 10% increase in perceptions of inclusion can improve 

absenteeism by nearly one day per employee per year.    

Innovation and Performance: Companies with inclusive business cultures and policies are nearly 60% 

more likely to report an increase in creativity, innovation, and openness. Diverse management teams earn 

an average of 38% more of their revenues from innovative products and services. Diversity also enhances 

decision-making by reducing groupthink and leveraging a greater variety of perspectives.    

Reputation and Risk Management: Beyond direct financial metrics, DEI serves as a critical component 

of corporate governance and risk management. Organizations with inclusive business cultures are nearly 

58% more likely to improve their reputations. Gender-diverse boards, in particular, have been shown to 

have fewer instances of fraud and better risk management practices, helping to prevent risky 

overinvestment decisions and reducing the overconfidence of male CEOs.    

Despite these benefits, the implementation of DEI programs has faced significant barriers, leading to a 

persistent gap between stated goals and tangible outcomes. This has led to "DEI washing," where 

companies prioritize public messaging over genuine, systemic change. Many companies implement 

popular, one-size-fits-all interventions without first conducting a proper diagnosis of their specific DEI 

gaps. This can lead to employee frustration, diminished trust, and resistance. In response to this backlash 

and economic pressure, some major companies have scaled back or abandoned their DEI targets.    

The Role of Technology in DEI: Opportunities and Risks 

The rapid advancement of technology, particularly Artificial Intelligence (AI), presents a dual-sided role 

in the evolution of DEI.    

Opportunities: AI offers unprecedented opportunities to mitigate human bias in recruitment and 

performance evaluation. AI-powered tools can automate repetitive tasks, such as resume screening, to 

https://www.ijsat.org/


 

International Journal on Science and Technology (IJSAT) 

E-ISSN: 2229-7677   ●   Website: www.ijsat.org   ●   Email: editor@ijsat.org 

 

IJSAT25038299 Volume 16, Issue 3, July-September 2025 6 

 

reduce human bias and ensure consistent evaluation standards. One notable example is Unilever, which 

used AI in its sourcing, leading to a 16% increase in talent diversity. AI also holds promise for making 

performance evaluations more objective by monitoring real-time performance indicators and KPIs.    

Risks: The primary challenge lies in the problem of algorithmic bias. AI algorithms are only as good as 

the data they are trained on, and they can learn and perpetuate biases embedded in that data. For example, 

an Amazon AI recruiting tool trained on historical data ended up favoring male candidates. This highlights 

the risk of rediscovering and scaling historical prejudices if algorithms are fed poor or non-representative 

data.    

For AI to truly enhance DEI, the focus must shift from simply using the technology to proactively and 

rigorously auditing the data, algorithms, and human-in-the-loop processes to ensure they are, in fact, 

correcting for, rather than amplifying, existing inequalities.    

Opportunities Risks 

Recruitment and Hiring: Automates resume 

screening and initial interviews, reducing 

human bias and improving efficiency.    

Algorithmic Bias: Perpetuates existing 

prejudices if trained on historical, non-

representative data. 

Performance Evaluation: Provides a data-

driven, objective assessment of employee 

performance based on real-time KPIs.    

Bias from Data: Can lead to misdiagnoses or 

false assumptions by failing to incorporate 

nuanced data.    

Talent Management: Identifies diverse talent 

pools and helps develop personalized learning 

programs based on objective data.    

Human Interference: Managers may override 

algorithmic decisions based on personal 

preferences, negating the tool's benefits.    

Enhanced Decision Quality: Helps decision-

makers with high-stakes personnel choices by 

augmenting their critical thinking with data-

driven insights.    

Over-reliance: Intensive use can lead to a 

reduction in the cognitive effort of decision-

makers, who may simply verify the tool's 

suggestions without critical thinking.    

Table 2: AI's Dual Role in DEI: Opportunities and Risks 

5. Discussion and Implications: Bridging the Conceptual and Practical Gaps 

The central finding of this analysis is the conceptual and quantitative disparity between research on 

diversity, inclusion, and equity. While organizations were moving toward integrated DEI strategies, the 

academic literature was still bifurcated, which hinders the development of evidence-based policies and the 

effective translation of research into practice.    

A significant factor contributing to this gap is the inherent difficulty in measuring inclusion. While 

diversity can be quantified through simple metrics such as headcount and demographic representation, 

inclusion, as a subjective experience of belonging and psychological safety, is inherently more challenging 

to measure. This challenge has naturally led to a slower pace of empirical research and a proliferation of 

conceptual studies focused on defining the construct itself.    

The research from this period also suggests that the business case for diversity, while statistically 

significant, is moderated by the level of inclusion and equity. The positive correlation between diversity 

and business outcomes is conditional on the presence of an inclusive and equitable environment. 
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Therefore, inclusion and equity function as moderating variables; they amplify the positive effects of 

diversity and mitigate the potential negative ones, making them an essential ingredient for converting 

diverse representation into tangible business performance.    

6. Future Research Directions  

This study has systematically reviewed the scholarly landscape of workplace DEI research from 2010 to 

2025, confirming the core assertion that while the field of diversity is mature, inclusion and equity remain 

nascent areas. The conceptual distinction between representation (diversity), a sense of belonging 

(inclusion), and systemic fairness (equity) is central to this finding. The time lag between the practical 

challenges faced by organizations and the academic community's response highlights the need for a more 

concerted effort to advance the understanding of the field.    

Based on the identified gaps, the analysis reveals several critical areas that future research should address 

to advance the field: 

 Conceptual Clarity: Future research should focus on developing a more robust and consensus-

driven definition of inclusion and equity, moving beyond metaphors to a universally applicable 

theoretical framework.    

 Standardized Metrics: Researchers should focus on creating and validating standardized, 

context-aware metrics and methodologies for measuring inclusion and equity. Research should 

explore nuanced qualitative and quantitative approaches, including employee perceptions, to 

capture the subjective nature of these constructs.    

 Mechanisms of Inclusive Leadership: Investigate the specific behaviors and practices of 

inclusive leaders and their long-term impact on organizational culture and employee outcomes. 

This research can provide practical, evidence-based guidance for leadership development.    

 Intersectional Analysis: Go beyond single-dimension diversity (e.g., gender, race) to study the 

intersection of multiple identities and how they shape an individual's experience of inclusion and 

belonging. The literature suggests this is a critical area for future inquiry that can provide a more 

holistic and people-centered approach to DEI.    

 Role of Technology: Explore the dual role of new technologies, particularly AI, in both 

perpetuating and mitigating DEI biases. Research is needed on how to design "gender-sensitive 

data collection practices" and AI tools that can uncover hidden discrimination.    

7. Conclusion: 

In conclusion, this study offers a systematic overview of DEI research trends from 2010–2025, the clear 

delineation between diversity, inclusion, and equity as research domains, and a roadmap for future 

scholarly inquiry. By addressing the identified gaps, particularly in the conceptualization and 

measurement of inclusion and equity, future research can bridge the disconnect between theory and 

practice, providing organizations with the tools and knowledge needed to create genuinely inclusive and 

high-performing workplaces. 

 

 

 

 

 

https://www.ijsat.org/


 

International Journal on Science and Technology (IJSAT) 

E-ISSN: 2229-7677   ●   Website: www.ijsat.org   ●   Email: editor@ijsat.org 

 

IJSAT25038299 Volume 16, Issue 3, July-September 2025 8 

 

References 

1. Ashikali, T., & Groeneveld, S. (2015). Diversity management for all? An empirical analysis of 

diversity management outcomes across groups. Personnel Review.     

2. Brewer, M. B. (1991). Optimal distinctiveness: On being the same and different. The Journal of 

Personality and Social Psychology. 

3. Hewlett, S. A., Marshall, M., Sherbin, L., & Gonsalves, T. (2013). Innovation, diversity & market 

growth. Center for Talent Innovation. 

4. McKinsey & Company. (2017). Delivering through diversity. McKinsey & Company. 

5. Nishii, L. H. (2013). The benefits of a group-level climate for inclusion: An examination of the effects 

on employee engagement, job satisfaction, and turnover. Academy of Management Journal. 

6. Shore, L. M., Randel, A. E., Chung, B. G., Dean, M. A., Ehrhart, K. H., Jung, D. I., & Singh, G. 

(2011). Inclusion and diversity in work groups: A review and model for future research. Journal of 

Management, 37(4), 1262-1289. 

7. Stahl, G. K., Maznevski, M. L., Voigt, A., & Jonsen, K. (2010). Unraveling the effects of cultural 

diversity in teams: A meta-analysis of research on multicultural work groups. Journal of International 

Business Studies, 41, 690–709. 

https://www.ijsat.org/

