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Abstract: Equity, equality, diversity, inclusion, belonging, dignity, justice, accessibility, accountability,
and decolonization are individual concepts used to engage with problematic social situations of
marginalized groups. Phrases that put together these concepts in different ways, such as “equity,
diversity and inclusion”, “equality, diversity, and inclusion”, “diversity, equity and inclusion”, “equity,
diversity, inclusion, and accessibility”, “justice, equity, diversity, and inclusion”, and “equity, diversity,
inclusion, and decolonization” are increasingly used, indicating that any one of these concepts is
not enough to guide policy decisions. These phrases are also used to engage with problems in the
workplace. Universities are one workplace where these phrases are used to improve the research,
education, and general workplace climate of marginalized students, non-academic staff, and academic
staff. EDI policy frameworks such as Athena SWAN and DIMENSIONS: equity, diversity, and
inclusion have been also set up with the same purpose. What EDI data are generated within the
academic literature focusing on EDI in the workplace, including the higher education workplace,
influence the implementation and direction of EDI policies and practices within the workplace and
outside. The aim of this scoping review of academic abstracts employing SCOPUS, the 70 databases
of EBSCO-HOST and Web of Sciences, was to generate data that allow for a detailed understanding of
the academic inquiry into EDI. The objective of this study was to map out the engagement with EDI in
the academic literature by answering seven research questions using quantitative hit count manifest
coding: (1) Which EDI policy frameworks and phrases are mentioned? (2) Which workplaces are
mentioned? (3) Which academic associations, societies, and journals and which universities, colleges,
departments, and academic disciplines are mentioned? (4) Which medical disciplines and health
professionals are mentioned? (5) Which terms, phrases, and measures of the “social” are present?
(6) Which technologies, science, and technology governance terms and ethics fields are present?
(7) Which EDI-linked groups are mentioned and which “ism” terms? Using a qualitative thematic
analysis, we aimed to answer the following research question: (8) What are the EDI-related themes
present in relation to (a) the COVID-19/pandemic, (b) technologies, (c) work/life, (d) intersectionality,
(e) empowerment of whom, (f) “best practices”, (g) evaluation and assessment of EDI programs,
(h) well-being, and (i) health equity. We found many gaps in the academic coverage, suggesting
many opportunities for academic inquiries and a broadening of the EDI research community.

Keywords: equity; diversity; inclusion; equality; workplace; technologies; justice; decolonization;
scoping review; marginalized groups; EDI; DEI

1. Introduction

Many different EDI-related phrases such as “equity, diversity and inclusion”, “equality,
diversity and inclusion”, “diversity, equity and inclusion”, “belonging, dignity, and justice”,
“diversity, equity, inclusion and belonging”, “diversity, dignity, and inclusion”, “equity,
diversity, inclusion, and accessibility”, “justice, equity, diversity, and inclusion”, “inclusion,
diversity, equity and accessibility”, “inclusion, diversity, equity and accountability”, and
“equity, diversity, inclusion, and decolonization” [1–22] and EDI policy frameworks such
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as Athena SWAN [23] and others [24–37] exist. The Tri-agency Institutional Programs
Secretariat (TIPS), which “manages the Canada Research Chairs Program (CRCP), the
Research Support Fund, the Canada Excellence Research Chairs Program, the Canada
First Research Excellence Fund, the Canada 150 Research Chairs Program and the New
Frontiers in Research Fund”, states on their webpage, Creating an Equitable, Diverse and
Inclusive Research Environment: A Best Practices Guide for Recruitment, Hiring and Retention,
the following:

“TIPS defines equity as the removal of systemic barriers and biases to enact the practice
of fair and equitable treatment so that all individuals have equal access to and can benefit
from the programs. To achieve this, institutions must proactively identify and address
systemic barriers in their policies and work environments (e.g., racism, ableism, sexism,
discrimination). They must embrace diversity, defined as differences in race, colour, place
of origin, religion, immigrant and newcomer status, ethnic origin, ability, sex, sexual orien-
tation, gender identity, gender expression, and age. Recognizing and valuing diversity and
equity must be accompanied by concerted efforts to ensure the inclusion of diverse and un-
derrepresented populations, meaning that individuals must be and feel valued, respected
and equally supported” and “The institution must strive to put in place the right conditions
for each individual, including those from underrepresented groups—women, racialized
minorities, Indigenous Peoples, persons with disabilities and members of LGBTQ2+ (les-
bian, gay, bisexual, transgender, queer, Two-Spirit, plus) communities—to reach their full
potential, unimpeded by inequitable practices, including personal and systemic discrimi-
nation and racism, imposed by policies, processes and research environments. It is also
important to recognize that many individuals have multiple social, economic, racial or
sexual identities and often face increased discrimination or systematic barriers based on
their intersecting identities” [31].

Additionally, on the Canadian equity, diversity, and inclusion Dimensions pilot pro-
gram webpage, it is stated:

“is intended to publicly recognize post-secondary institutions seeking to increase
equity, diversity, and inclusion (EDI) in their environments and across the research
ecosystem. The program objective is to foster transformational change within
the research community at Canadian post-secondary institutions by identifying
and eliminating obstacles and inequities. This will support equitable access to
funding opportunities, increase equitable and inclusive participation, and embed
EDI-related considerations in research design and practices”. [38]

Many EDI policy frameworks state that their decisions are evidence-based, and that
data are important [24,25,27–30,37] and that systemic changes are needed [25,27–29,31]. As
such, we suggest it is important to know what evidence and what data are generated in the
academic literature that use the EDI phrases and policy frameworks and therefore can be
used to inform EDI practices. It is, for example, noted that “Although diversity has been a
guiding preoccupation in higher education for several decades, organizational diversity
practice, i.e., what happens when colleges and universities implement diversity plans, is
rarely a subject of inquiry. As a result, there is relatively little empirical understanding of
why diversity has failed to significantly advance racial equity on college campuses” [39]
(p. 1). In relation to not focusing on the term diversity by itself but on EDI phrases and policy
frameworks, to our knowledge, no study has looked at what is covered within the academic
studies mentioning EDI phrases and EDI policy frameworks (and thus not individual EDI
concepts) and what data are generated. Therefore, we used a hit count frequency approach
to answer seven research questions. We asked first the basic question: (1) Which EDI
policy frameworks and phrases are mentioned? The workplace is one area EDI efforts
cover. Therefore, we also asked the following: (2) Which workplaces are mentioned?
Academia is one main area employing EDI phrases and EDI policy frameworks to enable
change in the academic workplace. Therefore, we asked the following: (3) Which academic
associations, societies, and journals and which universities, colleges, departments, and
academic disciplines are mentioned? Medical disciplines and health professions are covered
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extensively in conjunction with individual EDI concepts, and thus, health researchers are
one group that engages with the “social” aspect of health, such as the social determinants
of health and the ratio of engaging with the medical versus the social impacts EDI in
the academic workplace, and according to medical/health profession associations, they
are to be advocates for their clients and their profession and to be educators, researchers,
and change agents [40–46], which would have to include their involvement in EDI policy
discussions. Therefore, we asked the following question: (4) Which medical disciplines and
health professionals are mentioned? Many social factors within and outside the workplace
impact EDI workplace efforts. Marginalized groups are known to experience many social
problems, many of which impact the EDI efforts within the workplace, including the
university. Work/life balance is a phrase that has been used to look at the work–family
nexus but is increasingly used to discuss life administration [47] in relation to other groups
and beyond the family boundary. Disabled people, for example, experience three types
of life admin, which has an impact on EDI efforts at the workplace: medical admin,
benefits admin, and discrimination admin (disability admin) [48]. To gain a sense of
what aspects of the “social” are linked to EDI workplace efforts, we asked the following:
(5) Which terms, phrases, and measures of the “social” are present? University workplace
areas engaging with science, technology engineering, and mathematics (STEM) have been
discussed for some time using individual EDI concepts. At the same time, many science
and technology concepts and ethics fields emerged to engage with the recognized reality
that scientific and technological advancements have social, legal, ethical, and economic
consequences [49–59]. As such, we asked the following; (6) Which technologies, science,
and technology governance terms and ethics fields are present? There are a variety of
marginalized groups who experience problems in their workplace and are covered under
EDI, for example, women, Indigenous peoples, visible/racialized minorities, disabled
people, and LGBTQ2S+ [1], and who experience problem with the social as evident, for
example, in behaviors linked to various negative “isms” such as sexism, racism, disablism.
Therefore, we asked the following: (7) Which EDI-linked groups are mentioned, and
which “ism” terms are used? Finally using a qualitative thematic analysis approach, we
answered the following research question: (8) What are the EDI-related themes present in
relation to (a) the COVID-19/pandemic, (b) technologies, (c) work/life, (d) intersectionality,
(e) empowerment of whom, (f) “best practices”, (g) evaluation and assessment of EDI
programs, (h) well-being, and (i) health equity. We discuss our findings through the lens of
EDI framework policy documents and the concept of empowerment.

1.1. EDI, the Workplace, and the Social

Equity, equality, diversity, inclusion, belonging, dignity, justice, accessibility, account-
ability, and decolonization are individual concepts used to engage with problematic social
situations marginalized groups face, including at their workplace (academic and non-
academic). Phrases that put together these concepts in different ways, such as “equity,
diversity and inclusion”, “equality, diversity and inclusion”, and “diversity, equity and
inclusion” [1–22] and EDI policy frameworks that use these phrases or parts of it [23–37]
are used increasingly because it has been realized that using any individual concept leads
to limitations in fixing the problem.

The academic journal Equal Opportunities International started in 1981 and was renamed
in 2010 to Equality, Diversity and Inclusion. Under the aim of the journal, one reads:

“Equal opportunities and its allied concepts, including inequality, inequity, dis-
advantage, diversity, and inclusion, have been studied extensively across all
disciplines of social sciences and humanities” . . . “The advent of legal and social
reforms in the field, as well as the broadening of the theory of equal opportuni-
ties to include a wider range of inequalities based on sex, race, disability status,
age, sexual orientation, marital status, nationality and social class have all con-
tributed to the general growth of scholarly interest in the field. EDI engages with
this interest, offering a platform for critical and rigorous exploration of equal
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opportunities concerns including gender, ethnicity, class, disability, age, sexual
orientation, religion, as well as other nascent and incipient forms of inequalities
in the context of society, organisations and work”. [60]

Under the aim, the following is furthermore acknowledged:

“It is important to acknowledge that there are some dichotomies between the
reality and rhetoric of equal opportunities, the forms of practitioner and the aca-
demic knowledge in the field, scholarly approaches to equal opportunities across
disciplines of social sciences and humanities, as well as their use of concepts and
methods in order to uncover inequalities, and offer strategies for change towards
equality of opportunity, valuing of diversity or pursuit of social inclusion”. [60]

As such, our study contributes to the knowledge of the state of the EDI-focused
academic inquiry. Many problems are noted for groups covered under EDI [1,61–73]
at their workplaces, and EDI is increasingly used to change the workplace situation of
marginalized groups in general, including at universities, for the better [1]. According
to Universities Canada, “EDI enriches the Universities and that the aim of members of
Universities Canada is to develop an EDI action plan; to report the progress; to provide
equity of access and opportunity by identifying barriers; to make visible and promote
best practices of EDI; and to be guided by evidence” [74], as cited in [1]. Moreover, in the
Canadian EDI framework, the following is stated:

“Dimensions: equity, diversity and inclusion Canada invites you to take part in a
post-secondary transformation to increase equity, diversity and inclusion (EDI)
and help drive deeper cultural change within the research ecosystem” [36] cited
in [1] and “The Dimensions program addresses obstacles faced by, but not limited
to, women, Indigenous Peoples, persons with disabilities, members of visible
minorities/racialized groups, and members of LGBTQ2+ communities”. [36], as
cited in [1]

Many external issues impact how the workplace in general is experienced. Problems
with work–life balance, such as in reconciling workplace set ups and personal lived reality
and personal needs, is covered extensively in the literature. However, problems with the
content of academic inquiry into work–life balance are noted [75], such as that work–life
equals in most studies work–family life, and the focus is mostly on gender [76], and there
is a biased focus on “middle and upper class, younger, White, western and heterosexual
women” [77] (p. 533) and a lack of engagement with intersectionality [77]. Some studies
exist for marginalized groups [75,76,78–84]; however, one study giving the following hit
counts revealed the unevenness of engagement:

“ProQuest searches of 104 databases (filtered for only results classified as “schol-
arly articles” and “books”) using the term “work-life” in combination with the
following phrases or terms, separately: “nationality” (15 results), “ethnicity”
(135 results), “religion” (118 results), “work life balance families family life”
(5509 results; term suggested by ProQuest’s algorithm), “race” (241 results), “age”
(2441 results), “disability” (377 results), “illness” (345 results), “mental illness”
(108 results), “sexual orientation” (59 results), “intersectionality” (30 results) and
“gender identity” (219 results)”. [77] (p. 535)

Some studies cover other aspects of the “life” component beyond the family angle,
such as self-care [76,77], flexibility stigma [85], and leisure [86], which would also apply
to the leisure parts of work (going out with fellow work members and travel [86]). The
term life administration [47] was coined to flag the many issues people have to deal with,
in particular, people not fitting a given norm. It is argued that disabled people experience
three types of life admin: medical admin, benefits admin, and discrimination admin
(disability admin) [48] as well as telework [87]. Burnout is linked to quality of life outside
work [88]. External factors such as family support [89] also impact students’ performance
in courses [90] and what subject they choose [91]. The life balance inventory [92,93] and
other quality-of-life indicators are answered differently if one does not fit the norm in a
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variety of categories. Marginalized groups covered under EDI divert from given norms
and as such face specific lived experiences impacting how they experience a workplace
that does not take into account their lived experience.

1.2. EDI and Governance of Sciences and Technologies

“Social” is often listed as part of the phrase “ethical, legal, social implications” of a
given scientific or technological advancements and is one focus of governance of science
and technology discussions [49–59]. EDI is also mentioned in recent technology strate-
gies [94,95]. Given that the external “social” that people experience impacts workplace
EDI realities and that technologies themselves influence the internal workplace EDI efforts,
the question at hand considers which technologies and which science and technology
governance terms and ethics fields are present in the abstracts covering the document.

A recent study looked at “computational Intelligence (CI) as an assistive technology
for Equity, Diversity, and Inclusion (EDI)” [96] (p. 1) and argued that “the nature of EDI
scenarios and their modeling requires CI approaches and techniques” [96] (p. 1). The
authors argue that any one EDI concept is not enough and note that “risk measures are an
integral part of the high-level measurement framework used in the EDI-aware systems” [96]
(p. 2). They introduced three levels of questions for machine reasoning, namely what is,
what if, and why? [96]. How these questions are answered depends on what data the
machine reasoning has access to within the EDI context.

1.3. EDI and Empowerment

Empowerment is often situated within the context of social change [97–103], as is
disempowerment [104–106]. Empowerment is linked to individuals as social change mak-
ers [107] and groups, organizations, and communities [101] and covers the enhancement of
social change through empowerment [108] and empowerment for social change [109–113].
What knowledge is accepted as evidence is important for being a social change agent [114],
as knowledge empowers [115,116], and for empowerment, it is needed “to improve peo-
ple’s lives by providing a controlling understanding of social, economic, and political
forces” [117] (p. 5047). Empowerment is linked to social justice [118] and the ability to
make strategic life choices [119]. Empowerment is covered in relation to determinants
of health [120–125], community-based rehabilitation [126,127], as an outcome measure
of rehabilitation [128], the flourishing scale [129], the capability approach [130–132], and
wellbeing [133–143]. Various lists of attributes, indicators, and measure of empowerment
exist [119,144–149]: “Empowerment theory allows one to engage with legal, political,
economic, social, and other forms of empowerment, and to understand and deal with
inequality and to promote literacy of topics such as intersectionality, identity, agency, au-
tonomy” [150] (p. 348). Empowerment theory is employed to look at the social, such as
social empowerment [151–153], social justice [154,155], transformative or social action [156],
civic engagement [157], social well-being [157], understanding social [158] and sociopoliti-
cal [128] environment, influencing socioenvironmental context [159], social power [160],
and social class [161]. “Empowerment theory, research, and intervention link individ-
ual well-being with the larger social and political environment” [162] (p. 569) and put
forth that that beliefs about the self can contribute to individual, community, and social
change [163]. Empowerment is particularly needed for marginalized groups and is a way
to address the problems the powerless face, including being powerless [157,163,164], such
as in the context of disabled people [115,165–172]. Indeed, empowerment is mentioned
in the UN Convention on the rights of persons with disabilities in relation to women with
disabilities [173] and the UN Flagship report on Disability and Development [174]. One can
argue that disabled people and other groups covered under EDI experience widespread
disempowerment and lack of empowering experiences such as “opportunities to learn
skills and develop a sense of control”, which would “help individuals limit the debilitating
effects of problems in living” [175] (p. 71). Universities are seen to empower people of all
backgrounds to achieve their potential [176], including marginalized groups [177]. It is
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argued that “radical empowerment theory, which relates discriminatory social relations to
societal discourses” should be employed in education [178] (p. 401). As such, EDI fits as an
area of interventions for empowerment and empowerment theory. EDI documents of many
universities, companies, and non-governmental associations use the term empowerment
(for example, [179–182]). One could describe the EDI policy frameworks as frameworks for
empowering the marginalized in the educational/research/funding settings and beyond.
However, it has to cover every EDI group, as different EDI groups look at, experience, and
desire empowerment in different ways [150,183].

2. Materials and Methods
2.1. Study Design and Research Questions

Scoping studies are used to identify and better understand the state of research on
a given topic [184,185]. In this scoping review study, we focused on EDI and aimed
to answer the following questions using a frequency hit count approach (1) Which EDI
policy frameworks and phrases are mentioned? (2) Which workplaces are mentioned?
(3) Which academic associations, societies, and journals and which universities, colleges,
departments, and academic disciplines are mentioned? (4) Which medical disciplines
and health professionals are mentioned? (5) Which terms, phrases, and measures of the
“social” are present? (6) Which technologies, science, and technology governance terms
and ethics fields are present? (7) Which EDI-linked groups are mentioned as well as which
“ism” terms? Using a thematic analysis approach, we sought to answer the following
research question: (8) What are the EDI-related themes present in relation to (a) the COVID-
19/pandemic, (b) technologies, (c) work/life, (d) intersectionality, (e) empowerment of
whom, (f) “best practices”, (g) evaluation and assessment of EDI programs, (h) well-being,
and (i) health equity.

2.2. Data Sources, Data Collection, and Inclusion and Exclusion Criteria

On 18 April 2022, abstracts in the academic databases EBSCO-HOST (an umbrella
database that includes over 70 other databases itself), Scopus (which incorporates the full
Medline database collection), and Web of Sciences were searched with no time restrictions
(Table 1, strategy 1 and 2). Within Scopus, we also searched specifically for all abstracts
of journals containing “equality, diversity and inclusion” in the title (search strategy 3). As
to inclusion criteria, scholarly peer-reviewed journals were included in the EBSCO-HOST
search and reviews, peer-reviewed articles, conference papers, and editorials in Scopus, and
the Web of Science search was set to all document types. As for exclusion criteria, all data
found through the search strategies not covering the content mentioned under inclusion
criteria were excluded from the content analysis. We repeated the search from April 2022
on 8 November 2022 for strategies 1–2, using only 2022 as the timeframe of publication
(Table 1, search strategy 4).

Table 1. Search Strategy.

Strategy Sources Used Terms Used Downloaded

Strategy 1
Scopus,
EBSCO-HOST,
Web of Science

ABS (“Athena SWAN” OR “See change with STEMM Equity
Achievement” OR “Dimensions: equity, diversity and
inclusion” OR “Science in Australia Gender Equity” OR “NSF
ADVANCE” OR “equity, diversity and inclusion” OR “equality,
diversity and inclusion” OR “diversity, equity and inclusion”
OR “diversity, equality and inclusion”)

2349 duplicate = 1114
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Table 1. Cont.

Strategy Sources Used Terms Used Downloaded

Strategy 2
Scopus,
EBSCO-HOST,
Web of Science

ABS (“belonging, dignity, and justice” OR “diversity, equity,
inclusion and belonging” OR “diversity, dignity, and inclusion”
OR “equity, diversity, inclusion, and accessibility” OR “justice,
equity, diversity, and inclusion” OR “inclusion, diversity, equity
and accessibility” OR “inclusion, diversity, equity and
accountability” OR “equity, diversity, inclusion, and
decolonization”)

73 duplicate = 36

Strategy 3 Scopus

Equality, Diversity, and Inclusion (2010–2022) (title of journal).
The title of its predecessor, Equal Opportunities International
(1981–2010), was not available in Scopus and the journal
Equality Diversity and Inclusion An International Journal
(2010–2013) and Equality, Diversity, and Inclusion at Work: A
Research Companion (2009)

781, no duplicate

Strategy 4
Scopus,
EBSCO-HOST,
Web of Science

Strategies 1 and 2
together (search done
8 November 2022)

Limiting the search to 2022 and
after elimination of the duplicates
of abstracts already found for
2022 in the April 2022 search
using strategies 1 and 2, strategy
4 generated 531 new abstracts

2.3. Data Analysis

To access the abstracts for our analysis, we downloaded the abstracts generated
through strategies 1–4. The abstracts were downloaded as part of the citations from the
search engines into the Endnote™ 20 Software (Clarivate, London, UK), and the Endnote™
20 software was used to delete all duplicate and non-English abstracts. The cleaned-up set
of citations with the abstracts for each of the four strategies was exported from the Endnote
™ 20 software as Word RTF files using two export strategies. In the first export strategy,
we exported the citations with metadata covering various information besides the actual
abstracts, such as reference type, author names, dates, years, volume, issue, page numbers,
title of article, journal name from which the abstract originated, author addresses, and
other categories of metadata.

In the second export strategy (modifying the export function), we only downloaded
the abstracts together with metadata covering the reference type, author names and year,
issue, page numbers, and DOI. We cut as much metadata as possible to decrease false-
positive hits for search terms where the hit did not originate from the abstract but from
other metadata such as author addresses, titles of article, and titles of the journals.

For each strategy, one RTF file was generated containing all the references as described.
Given that strategy 1 generated 1114 abstracts and strategy 2 only 36 abstracts, we merged
the two RTF files of these strategies, therefore resulting in three final RTF files; we then
transformed these into three PDF files. These three PDF files were uploaded into NVIVO
12™ (QSR International, Burlington, MA, USA) qualitative coding software for qualitative
analysis to answer research question 8. The three PDF were also added to the desktop
to be analyzed using Adobe Acrobat™ XI software (Adobe, San Jose, CA, USA) for our
descriptive quantitative manifest coding analysis approach [186–189] generating hit counts
for the search terms to answer research questions 1–7.

The search terms were generated based on our knowledge of the existing literature or
having read the abstracts obtained through strategies 1 and 2.

For search terms that generated less than 100 hits, we went through every hit and as
such did not record the hits but the actual number of abstracts containing the given search
term, eliminating with that all false positives.

For search terms that generated 100 or more hits, the hit counts are a maximum, as a
given search term can show up more than once in a given abstract, and sometimes, there is
non-relevant information that is part of the abstracts, such as copyright notices.
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The manifest coding descriptive quantitative analysis approach was performed by
both authors, and peer debriefing between the two authors was employed, comparing the
hit counts and number of abstracts obtained.

For research question 8, we performed a thematic analysis of how EDI was covered in
relation to (a) the COVID-19/pandemic, (b) technologies, (c) work/life, (d) intersectionality,
(e) empowerment of whom, (f) “best practices”, (g) evaluation and assessment of EDI
programs, (h) well-being, and (i) health equity. As for the thematic analysis, both authors
used the qualitative analysis NVIVO 12™ software to generate the themes [186,190] linked
to research question 8 independently and identified and clustered themes based on meaning
and repetition, and then, the two authors peer debriefed by comparing the themes, and the
few differences were resolved through discussion. Confirmability is evident in the audit
trail made possible by using the Memo and coding functions within NVIVO 12™ software.

3. Results

The result section is separated into three sections. In Section 3.1, we provide a timeline
of how many abstracts were published in which year for strategies 1–3. Strategy 4 was
only covering 2022. Section 3.2 provides a summary of our quantitative hit count data
from Tables A1–A15, which all are in the Appendix A; and Section 3.3 is a summary of our
qualitative thematic data.

Within Section 3.2, we summarize in Section 3.2.1 the frequency results related to EDI
actors, phrases, frameworks, and groups (research questions 1–4 and 7 and Tables A1–A6).
In Section 3.2.2, we summarize our frequency results of the use of terms and phrases linked
to the “social” (Tables A7–A14, research question 5), and in Section 3.2.3, we summarize
the frequency results around technologies and science and governance and ethics terms
(Table A15, research question 6).

In Section 3.3, we cover the results for research question 8 and report on themes
related to COVID-19 (Section 3.3.1), technologies (Section 3.3.2), work/life (Section 3.3.3),
intersectionality (Section 3.3.4), empowerment of whom (Section 3.3.5), “best practices”
(Section 3.3.6), evaluation and assessment of EDI programs (Section 3.3.7), well-being
(Section 3.3.8), and health equity (Section 3.3.9).

In short, our hit count and thematic analysis results show gaps in EDI coverage in
relation to all the topics investigated.

3.1. Timeline of Publications

As for the 1114 abstracts from strategy 1, 198 abstracts were from January–18 April
2022, 512 from 2021, 164 from 2020, 87 from 2019, 28 from 2018, 13 from 2017, 21 from 2016,
15 from 2015, 18 from 2014, 10 from 2013, 5 from 2012, 5 from 2011, 15 from 2010, 3 from
2009, 2 from 2008, 1 from 2007, 1 from 2006, 2 from 2005, 1 from 2004, 1 from 2003, and 13
had no year.

As for the 36 abstracts from strategy 2, 12 abstracts were from January–18 April 2022,
21 from 2021, 2 from 2020, and 1 had no year. Of the 36 abstracts, 25 abstracts were also
found in the 1114 abstracts because the search term “justice, equity, diversity, and inclusion”
for strategy 2 that generated 25 abstracts contains “equity, diversity, and inclusion”, which
was one search term for strategy 1.

As for the 781 abstracts from strategy 3, 136 were from 2022, 58 from 2021, 69 from
2020, 60 from 2019, 53 from 2018, 45 from 2017, 29 from 2016, 48 from 2015, 49 from 2014, 51
from 2013, 45 from 2012, 53 from 2011, 52 from 2010, and 33 from 2009.

As for strategy 4, which covered 18 April–8 November 2022, we found 531 abstracts.

3.2. Quantitative Hit Count Results (Short Summary)

The search terms we used were generated based on our knowledge of the existing
literature (Tables A1, A2 and A8, Tables A9–A15) or by having read the abstracts obtained
through strategies 1 and 2 (Tables A3–A7)
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3.2.1. EDI Actors, Terms, Phrases, Frameworks, and Groups

As for EDI actors, phrases, frameworks, and groups (Tables A1–A6, research questions
1–4 and 7), Table A1 shows that there was a very uneven coverage of the EDI phrases and
EDI policy frameworks in the abstracts obtained through strategies 1 and 2. As for EDI
policy frameworks, only “Athena SWAN” and “NSF ADVANCE” generated some hits,
with “See change with STEMM Equity Achievement”, “Dimensions: equity, diversity and
inclusion”, and “Science in Australia Gender Equity” generating no hits. Of the twelve EDI
phrases, only three generated over 100 hits (not abstracts; two between 10–50 abstract hits,
three less than 10 abstract hits, and four no hits). In general, the numbers for the abstracts
generated through strategy 3 were much lower, with many more giving 0 hits. “Equality,
diversity and inclusion” generated the most hits with 37 abstract hits. As for individual
EDI terms making up the different phrases, only diversity, equality, equity, inclusion, and
justice had many hits. As for strategy 4, the 531 abstracts did show a similar hit profile than
recorded for the abstracts from strategies 1 and 2.

Table A2 reveals very uneven to no engagement with EDI groups and an uneven
presence of isms and phobias related to EDI. Only the terms “gender”, “ethnic”, “race”,
“black”, “of color”, and women generated over 100 hits in the abstracts obtained with
strategies 1 and 2. All terms linked to disabled people generated low to no hits. As for isms,
only racism generated more than 100 hits. In general, the hits generated through strategy 3
were much lower, with many more giving 0 hits. As for strategy 4, the 531 abstracts did
show a similar hit profile than recorded for the abstracts from strategies 1 and 2.

For Table A3, we read all the content linked to the term “workplace” in the abstracts
of strategy 1 and 2. Table A3 shows for strategies 1, 2, and 4 that the term “workplace” was
mostly used without specification. For general workplace categories, “higher education”,
“college”, and “university*” were by far the most present. Very few specific workplace
areas were found. For strategy 3, we did not analyze which workplaces were present, as
the abstracts containing EDI phrases and frameworks from strategy 3 are already covered
under strategies 1 and 2. However, the ones found in the abstracts found with strategy
1 and 2 generated no hits for strategy 3, indicating that the hits were in the abstracts
containing EDI terms that were also covered by strategy 1 and 2 and not in the abstracts
obtained with strategy 3 that did not contain EDI terms.

For Tables A4–A6, we obtained the terms by reading all the abstracts obtained through
strategies 1 and 2, and the frequencies for these terms were identified for the abstracts
linked to strategies 1–4. Thus, the abstracts for strategies 3 and 4 were not read to identify
new terms. Given this, Table A4 shows various associations, societies, and journal names,
but most were only mentioned once. Table A5 shows that there were some hits for the terms
“university”, “higher education”, and “college” (same terms as in Table A3). However, as
for specific disciplines or names of departments, only “engineering” and “STEM” and the
generic terms “research” and “science” generated over 100 hits in the abstracts of strategy
1 and 2, with fewer hits in the abstracts obtained through strategy 3. Strategy 4 follows
the trend of strategies 1 and 2. For all strategies’ hits, the terms “faculty” and “student*”
received more hits than “staff”.

Table A6 shows hits with various medical specialties but few with health professions,
and most hits were below 100, with strategy 3 generating fewer hits than strategy 1 and
2. As for strategy 4, the 531 abstracts did show a similar hit profile than recorded for the
abstracts from strategies 1 and 2.

3.2.2. EDI and the “Social”

As for the issue of the “social”, we report the frequencies of the use of terms and
phrases linked to the “social” in Tables A7–A14, covering research question 5.

For Table A7, we obtained the “social” terms by reading all the abstracts obtained
through strategies 1 and 2, and the frequencies for these identified terms were obtained
for the abstracts linked to strategies 1–4. Therefore, the abstracts for strategies 3 and
4 were not read to identify new “social” terms. Table A7, in which we recorded every
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phrase containing the term “social” in the abstracts generated through strategies 1 and
2 (51 phrases) and then performed a frequency analysis of these terms for the abstracts
obtained with strategy 1–4, indicates that very few of these terms had many hits. Only
the term “social” generated more than 100 hits. For abstracts obtained with strategy 3,
the number for “social” was higher than for strategies 1, 2, and 4, but all other terms had
lower numbers.

In Table A8, we report on social indicators from the existing literature [191–227]. As for
the abstracts from strategies 1 and 2, the term “social” had the most hits. The terms “bias”,
“identit*”, “justice”, and “COVID” generated more than 100 hits. The term “ethic*” was
found in 40 abstracts, “solidarity” in 8 abstracts, and “stigma” in 14, to name a few. Table A8
also shows that well-being as an indicator of the social was only found in 35 abstracts, and
in terms of specific types of well-being, only “psychological well-being” generated any hits,
namely two. The hits were lower in number for the abstracts obtained through strategy 3,
and the strategy 4 abstracts follow the trend of strategies 1 and 2 abstracts.

As for UN international documents covering social groups (“Convention on the rights
of the child”, “Convention on the rights of persons with disabilities”, “Declaration on
the Rights of Indigenous Peoples”, “International Convention on the Elimination of All
Forms of Racial Discrimination”, and “Convention on the Elimination of All Forms of
Discrimination against Women”), only the “Convention on the rights of Persons with
Disabilities” was mentioned once in strategies 1 and 2 abstracts and once in strategy
3 abstracts. None were mentioned in the abstracts obtained with strategy 4.

There are many composite measures that use sets of indicators of the “social”. As
for strategies 1 and 2, Table A9 shows that of the 21 terms covering composite measures
of the “social”, 18 generated no hits. Only the phrase “determinants of health” and
“social determinants of health” both generated both twelve hits, and the phrase “capability
approach” generated one hit. The hits were even lower in number for the abstracts of
strategies 3 and 4.

In Tables A10–A13, we report on the individual indicators of the “Community Based
Rehabilitation matrix”, the “Canadian index of well-being”, the “OECD Better life index”,
and the “Social determinants of health”. All tables show a very uneven coverage of the
individual indicators (108), with generic ones such as “health”, “education”, “communica-
tion*”, and “social” generating more than 100 hits (23 terms, some duplicates between the
tables, had over 100 hits in strategy 1 and 2, which include the terms “gender”, “ethnic*”,
and “race”). Of the 108 indicators, 38 generated 0 hits in the abstracts covering strategies
1 and 2, including the search terms “assistive technology” OR “assistive technologies”
OR “assistive device” OR “assistive devices”, with 27 having less than 10 hits, including
phrases such as “social support”, “social norms”, “life satisfaction”, and “social exclusion”.
Twenty generated 10–100 hits, with terms such as “stress” generating 12 hits. The numbers
were lower for strategies 3 and 4.

As for strategies 1 and 2, Table A14 shows very few hits with social terms identified
from the CRPD [228]. Of the 79 social-issues-related terms, only 4 had more than 100 hits
(awareness, knowledge, mentor, and training). Thirty-six generated no hits. The hits were
fewer for abstracts obtained through strategies 3 and 4.

3.2.3. EDI and Technologies, Science and Technology Governance Concepts, and
Ethics Fields

The technology terms with hits were found by reading the abstracts obtained through
strategies 1 and 2 (we added the assistive technology, which was part of another previous
table), and the ethics and science and technology terms were used based on our knowledge
of the science and technology and ethics literature.

As for strategies 1 and 2, Table A15 shows little mentioning of technologies, with
engineering as the main one mentioned, including the generic term “technolog*”. Of the
11 science and technology governance terms, only “technology governance” and “science
and technology governance” were mentioned once. As for the six ethics fields, none
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generated any hits. AI-ethics and bioethics generated one and two hits in abstracts of
strategy 4.

3.3. Qualitative Thematic Data

In the qualitative data section, we report on the 1150 abstracts obtained through
strategies 1 and 2 and the 531 abstracts obtained through strategy 4. We do not report on
content of abstracts of strategy 3, as the EDI phrases and frameworks in these abstracts are
already covered under strategies 1 and 2, and the other abstracts do not cover EDI policy
frameworks and phrases.

3.3.1. EDI and COVID-19/Pandemic
Positive Impact of COVID/Pandemic on EDI

As for the 1150 abstracts obtained through strategies 1 and 2, 16 abstracts suggested
that the COVID-19 pandemic led to an engagement with EDI/DEI, such as in gerontol-
ogy [229–231], physical education [232], the neurology field [233], learning environment
of health professionals [234], academic digital library of a graduate business school [235],
meetings [236], family medicine [237], digital learning [238], special education profes-
sionals [239], academic leadership using the phrase “justice, equity, diversity, and in-
clusion” [230], telesupervision [240], healthcare staff [241], faculty competence frame-
work [242], and the board of the American Association of Family and Consumer Sciences
(AAFCS) [243]. Seven abstracts explicitly stated that DEI [244–247], EqualityDI [248], or
EDI [249,250] are needed, for example, that approaches purely based on science and technol-
ogy in relation to COVID-19 are not enough and that DEI is needed [244]. Some stated that
EDI was explicitly used to make changes such as in the delivery of education [251,252]. One
abstract highlighted the involvement of a diversity, equity, and inclusion (DEI) Committee
in an organization to identify ways to augment its already comprehensive vaccine education
campaign in order to build confidence among employees from minority communities [253].
One abstract reported for an annual meeting by AmeriFlux that the meeting emphasized
diversity, equity, and inclusion (DEI), which resulted in an unexpected enhancement of
science communication and community connections [254]. In one abstract, it was argued
that virtual internships that became a necessity during COVID-19 can avoid the limita-
tions of in-person internships as well as possible solutions to perceived pitfalls of virtual
internships and that the development and continuation of virtual internships in the future
can be a valuable tool to add to the suite of existing internship opportunities, possibly
further promoting diversity, equity, and inclusion in ecology and STEM [255]. Thinking
about the effects of COVID-19, it was stated in one abstract that science lacks diversity
and that the International Women in Supramolecular Chemistry network believes that
taking an area-specific approach effectively supports equality, diversity, and inclusion [248].
One abstract focusing on the equity, diversity, and inclusion aspect of tenure of women
and decline in numbers of women through the professorial ranks made the point that the
COVID-19 reality showed that different approaches are needed [256]. In one abstract, it
was stated that COVID-19 and the Black Lives Matter (BLM) movement vastly reshaped
the thinking of the author regarding equity, diversity, and inclusion (EDI) [257].

As for the 531 abstracts obtained through strategy 4, we found eight relevant abstracts.
One abstract focused on the case study of U.S. Steels and that their DEI efforts were a

positive for the company, especially given the problems COVID-19 caused. Further, U.S.
Steel is put forward as a positive example of the benefits of implementing DEI [258]. Six
abstracts argued that the focus on EDI increased in response to COVID-19 [259–263]. One
looked at big data analysis and artificial intelligence in dealing with COVID-19 while also
keeping in mind DEI and saw what was done as positive [264]. One abstract mentioned
a report that looked at COVID-19 impacts on Art and Design School Libraries (ADSL)
in North America and on DEI. From the abstract, it is not clear whether that includes
COVID-19’s impact on DEI [265].
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Negative Impacts That COVID Pandemic Had on EDI

As for the 1150 abstracts obtained through strategies 1 and 2, negative effects of the
COVID-19 pandemic were mentioned in 16 abstracts as a reason why it is essential to
advance EDI [15,232,266–272]. At the same time, two stated explicitly that COVID-19 and
its consequences led to or could lead to a decrease in engagement with EDI [273] and
DEI [274]. Four abstracts stated that the COVID-19 pandemic highlighted existing diversity,
equity, and inclusion challenges such in the STEM field [275], the U.S. healthcare delivery
system [276], the role of nurses [277], and gender pay equity, diversity, and inclusion [278].
One stated that “the COVID-19 pandemic has posed major challenges for diversity, equity,
and inclusion (DEI) efforts in research and academia” [279] (p. 3358). One made the case
that the Athena SWAN framework can be used to reveal EDI problems in emergencies such
as COVID-19 [275].

As for the 531 abstracts obtained through strategy 4, we found two relevant abstracts.
One abstract argued that COVID-19 increased the “time and effort tax” on Black faculty
to engage in DEI efforts in academia and biomedicine [263] (p. 1), and one argued that
COVID-19 complicated their DEI and well-being challenges [280].

3.3.2. Technologies and EDI

As for the 1150 abstracts obtained through strategies 1 and 2, technologies were re-
ported as having a positive impact on EDI. Nineteen abstracts argued that there is a need
to improve on EDI, using different EDI phrases such as diversity, equity, inclusion, and
justice (DEIJ) [281]; DEI [275,282–294]; EDI [49,295–297]; and gender equity, diversity, and
inclusion [62]. Technologies were seen to impact identities [298]. EDI was linked to tech-
nology access, and it was stated that technologies can be used for better communications;
for example, media tools could be used to generate communities of practice on equity,
diversity, and inclusion in higher education [281,299]. It was argued that “the development
and continuation of virtual internships in future can be a valuable tool to add to the suite
of existing internship opportunities, possibly further promoting diversity, equity, and in-
clusion in ecology and STEM” [255] (p. e3961) and that “Science, technology, engineering,
and mathematics (STEM) professional societies (ProSs) are uniquely positioned to foster
national-level diversity, equity, and inclusion (DEI) reform” [300] (p. 1) and that “AUDIO+
engages students, researchers, and industry professionals in a critical dialogue on music
production cultures, innovative technologies, and the pressing need for increased equity,
diversity and inclusion in our field” [301]. In one abstract, it was argued that although
technologies are often described as unbiased, “the views, perspectives, and experiences
of designers are embedded in technology”, and the biases of the designers “whether con-
scious or unconscious, have resulted in technologies that have been particularly harmful
for marginalized populations” [302] (p. 1). In the same abstract, it was argued further that
applying DEI in engineering education could decrease the biases [302]. Another abstract
introduced iEMBER, a forum for advancing DEI in STEM [303]. Finally, one abstract argued
that the “current COVID pandemic shows that approaches based on science and technology
alone are inadequate to improving community lives” [236] (p. 1167) and that DEI is another
lens needed for decision making [244].

As for the 531 abstracts obtained through strategy 4, we found 17 relevant abstracts.
All the mentions of the term technology in conjunction with EDI were positive. One
abstract outlined a study that focused on the use of “Computational Intelligence (CI) as
an assistive technology for Equity, Diversity, and Inclusion (EDI)” [96] (p. 1), another was
about embedding EDI into simulation technologies [304], and a third was about a hope
speech dataset to enable EDI [305]. Indeed, various abstracts came from the 2nd Workshop
on Language Technology for Equality, Diversity, and Inclusion (LTEDI) [306–316]. Furthermore,
one abstract was about “piloting a new Living and Learning Community (LLC) focused on
Justice, Equity, Diversity and Inclusion (JEDI) Technology Ethics” [317] (p. 1). One abstract
covering AI technologies and ethics stated that “when considering our modern world and
striving for diversity, equity, and inclusion, it is essential to ensure that technology works
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for all” [318] (p. 1), and one abstract was about the Accreditation Board for Engineering
and Technology demanding that DEI is covered in curricula [319].

3.3.3. Work–Life or Work/Life

As for the 1150 abstracts obtained through strategies 1 and 2, of the five abstracts
mentioning work–life balance in relation to EDI phrases and frameworks, one listed EDI
as part of the seven areas of human resource development [320] and another as being one
indicator in the C-Change survey used [321]. One stated that they will use a “diversity,
equity and inclusion (DEI) model to guide the response to future challenges within a
faculty competency framework” [242] (p. 1) to deal with stress increased by the COVID
reality, whereby one stress factor flagged was work–life well-being [242]. Two abstracts
addressed EDI and work–life balance more substantially. One stated that there is the
perception that Athena SWAN “has limited ability to address” the “persisting lack of
work-life balance in academic medicine”, and the authors stated “this study suggests
that Athena SWAN has a positive impact in advancing gender equality, but there may be
limits to how much it can improve gender equality without wider institutional and societal
changes” [322] (p. 1). Moreover, one engaged in depth with work/life policies prevalent
at NSF ADVANCE institutions, concluding that for most policies, ADVANCE institutions
are seen as progressive [323]. As for the three abstracts that showed some linkage between
EDI policy frameworks and phrases and the phrase “work–life”, reading the full articles
showed that work/life was used with the meaning of work/family [242,322,323].

As for the 531 abstracts obtained through strategy 4, we only found one abstract
simply stating that the pandemic forced workers and employers to rethink “work-life
integration” [324] (p. 1).

3.3.4. EDI Groups and Intersectionality

As for the 1150 abstracts obtained through strategies 1 and 2, only 7 abstracts cov-
ered the theme of intersectionality in relation to EDI groups, saying that “intersectionality
through what I call racism-centered intersectional approaches” [325] (p. 1099), “intersec-
tionality among Latinx students”, “intersectional diversity and a racialized Latinx identity
at Hispanic-serving community colleges (HSCCs)” [326] (p. 1), and “intersectionality de-
fines unique issues at the intersection of race and gender” [327] (p. 1). One discussed
“intersectionality—how gender, race, social class and other identities intersect to produce
disparate experiences and outcomes for individuals differently positioned in social sys-
tems” [328] (p. 140) and another “intersectional approach that considers race, geographical
location, caring responsibilities, disability, neurodiversity, religion, and LGBTQIA+ iden-
tities” [329] (p. 2). One covered black feminists [330], and one stated that there is an
intersectionality between disabled people and other EDI groups [1].

As for the 531 abstracts obtained through strategy 4, we found 4 relevant abstracts.
In one abstract, it was stated that the “paper analyses the extent to which intersectionality
is considered in university strategic approaches to equity, diversity, and inclusion, and
how intersectionality is expressed within diversity and inclusion strategic plans at Aus-
tralian universities”, concluding that the engagement was mostly “limited to aspirational
statements and acknowledgements rather than meaningful enactment” [331] (p. 1). The
second one covered the intersectionality between being Deaf and ethnic identity [332]; the
third one mentioned women of color, women with family responsibilities, and women with
caregiving responsibilities [333]; and the fourth discussed “females, immigrants and people
of color” [334] (p. 1).

3.3.5. Empower* of Whom

As for the 1150 abstracts obtained through strategies 1 and 2 of the 17 relevant abstracts
we found using “empower*”, 1 abstract sought to empower “underrepresented minority
leadership” in order to bring diverse perspectives and lived experiences to science in
academia” [335] (p. 1019). One study evaluating their NSF-funded 4-year Research-Practice
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Partnership (RPP) of district and school administrators, teachers, university researchers,
and external evaluators stated that “the RPP broadened its focus on understanding race
and equity to empower students to understand how technology affects their identities
and to equip them to critically participate in the creation and use of technology” [298]
(p. 592). As for the empowerment of whom, students were a focus in [336,337], marginalized
engineering students in [338], undergraduate ecology research students in [339], learners
in [340], medical residency students in [341], nurses in [342], individuals holding DEI
positions within intercollegiate athletics in [343], the “Common Good Players an applied
performing arts troupe comprising of diverse undergraduate and graduate students of
various majors dedicated to social justice” in [14] (p. 207), “a diverse set of students
and influencing their decision to pursue a career in the museum field” in [344] (p. 391),
DEI champions in [345], and “ESA members to work toward creating a more inclusive
society and scientific discipline” in [346] (p. e01595). One argued that aspects of “self-
empowerment from our intersectional and multiple positionalities across the student-staff
continuum within the neoliberal university have been trust, courage and silence” [347]
(p. 475). Geoscientists were seen as change agents [348], and it was argued that staff has “to
make concrete steps towards increased health equity” [241] (p. E94).

As for the 531 abstracts obtained through strategy 4, we found 5 relevant abstracts
that mentioned the following as targets for being empowered: underrepresented minority
leadership [335], individuals change agents [349], people discussing EDI in libraries [350],
DEI in radiology [351], and students [319].

3.3.6. Best Practices

Within the 1150 abstracts obtained through strategies 1 and 2, we found three relevant
abstracts containing “best practice*”. In one abstract, it was argued that “The American
Association for Anatomy (AAA), with its expressed and practiced culture of engagement,
can serve as a model of best practice for other professional associations working to become
more inclusive of individuals from historically underrepresented groups” [335] (p. 1019).
The second abstract introduced the “directory/library of organisational best practice” [352]
(p. 980). The third argued that clinical learning environments do not incorporate DEI, and
they suggested best practices for fixing the problem [353]. Although not using the phrase
“best practice”, one abstract stated the following:

“Concrete solutions are necessary and provided within this article for incorporat-
ing inclusive practices into your fitness facility to engage current and potential
members with a disability. Inclusion can be achieved through five key steps:
(1) defining an inclusion policy, (2) educating staff, (3) removing all barriers,
(4) including community members with disabilities, and (5) implementing consis-
tent evaluation of practices. Following these five steps will help your organization
achieve inclusion and put your equity, diversity, and inclusion philosophies into
practice. Apply It!: • How to create a concrete plan for disability inclusion at your
fitness facility. • Learn specific examples of inclusive practices. • Understand
common barriers and solutions to become accessible to all participants”. [354]
(p. 16)

As for the 531 abstracts obtained through strategy 4, we found 6 relevant abstracts.
One study was about seven best DEI practice strategies in nursing education [355]. One
asked the following question: “How can participation in an FLC [faculty learning commu-
nity] nudge engineering faculty to adopt and personalize mindful reflection and DEI best
practices?” [356] (p. 1). One argued that there needs to be more training that links equity,
diversity, and inclusion concepts with best practices [357]; one argued that “designing
strategies to implement diversity, equity, and inclusion (DEI) best practices have become a
mainstream topic of conversation in the workplace” [324] (p. 1); one covered a psychology
curriculum questioned the lack of availability of best practices for DEI instruction outside
of diversity/multicultural courses [358]; and one focused on best practices around the setup
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of a “Diversity, Equity, and Inclusion (DEI) committee for the well being” in a correction
agency [359] (p. 9).

3.3.7. Evaluation and Assessment

As for the 1150 abstracts obtained through strategies 1 and 2, we found 21 relevant ab-
stracts that used the term “evaluation” in relation to EDI. Studies proposed the evaluations
of EDI [360], including science curricula [361]; EDI-specific curricula [362]; incorporating
equality, diversity, and inclusion principles into graduate teaching assistants training [363];
strategic EDI plans [364]; evaluation of the Society of Behavioral Medicine (SBM) Leader-
ship Institute integration of diversity, equity, and inclusion into their emerging leadership
roles [365]; and UCSF CFAR Mentoring the Mentors program [366]. Evaluation of EDI
activities were seen as needed [345], such as in pharmacy education [367]. Studies were
seen as being useful for the evaluation of EDI issues [368]. It was noted during the “for-
mative evaluation to assess Mayo Clinic Department of Health Sciences Research (HSR)
faculty and staff perceptions toward a proposed departmental DEI plan” that “specific plan
activities were perceived differently by members of certain diversity or professional sub-
groups” [369] (p. E88). One study proposed a culturally responsive evaluation framework
to improve diversity, equity, and inclusion in environmental education [370]; another an
expert-derived evaluation framework for DEI in relation to recruitment processes [371]; a
third the Thinking Ahead, Resource Provision, Evaluation, Equity (TREE) model [372]; a fourth
a tool that would allow graduate medical education (GME) programs to evaluate the cur-
rent state of DEI within their residencies [373]; the fifth a realist evaluation framework and
a logic model [374]; and the sixth investigating the benefits and constrains of the Athena
SWAN program in one medical school, concluding that “Gender equity programmes have
the potential to address inequity. However, paradoxically, they can also unintentionally re-
produce and reinforce gender inequity through their enactment” and that Athena SWAN’s
positive effects can be undermined by “wider institutional practices, national policies
and societal norms” [375] (p. e012090). The moral evaluation of equality, diversity, and
inclusion was seen as an under-theorized field [376]. One study argued that the “lack of
consideration for DEI variables may limit the ability of app-based interventions to serve
marginalized communities, or even worse, create new disparities. Therefore, we provide
recommendations to improve current app evaluation frameworks’ cultural robustness
and clinical utility, maximizing their effectiveness when working with individuals from
marginalized communities” [377] (p. 1). One study found that “Athena SWAN members
showed greater and faster growth in female representations. Silver awardees had greater
university performance than Bronze awardees” [378] (p. 1). Another using the American
Society of Engineering Education (ASEE) data assessing “the changes in the representation
of full-time tenure-track women faculty in engineering colleges” showed uneven success in
general and with institutions funded by the NSF ADVANCE program [379].

As for the 1150 abstracts obtained through strategies 1 and 2, we obtained 18 relevant
abstracts with the keyword “assessment”. In one abstract, it was highlighted that the
assessment of the Department of Civil and Environmental Engineering at Carnegie Mellon
University concluded that “DEI into the classroom and the department stimulates higher
level thinking on the Bloom’s Taxonomy scale, greater engagement, and can promote a
more inclusive and equitable learning environment” [336] (p. 1). One abstract referred to
researchers conducting a self-study (NSF ADVANCE #0811076) from 2008–2011 to identify
career advancement barriers for current women faculty, which “led to the identification of
barriers in the areas of career navigation, climate, and flexibility in work/life management
balance”, and “the effectiveness of existing university structures at addressing these barriers
was assessed”, leading to a detailed institutional transformation strategy” [380]. One argued
that “the education and training of chemists requires a reassessment of how academic
programs integrate diversity, equity, and inclusion (DEI) as a core principle of educational
quality” [381] (p. 393). Two covered need assessments related to DEI [382,383], while others
covered assessment of DEI outcomes in hospital medicine [364], pediatric residents [341],
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academic radiation oncology department chairs’ insights into DEI [384], radiology [385],
the construction industry [386], and “perceptions of gender equity among SAGE Athena
SWAN self-assessment team members in a regional Australian university” [387] (p. 356); see
also [388]). In one abstract, it was argued that racial climate assessment in higher education
often fails to consider the unique history, structure, and issues related to diversity, equity,
and inclusion of historically Black colleges and universities (HBCUs) [389] (p. n2); one
argued that it is unclear which existing assessment tools capture DEI factors [377]; and a
third focused on developing tools for EDI for Graduate Medical Education Programs [373].
One abstract covered a climate assessment activities in support of the development of a
college-level diversity, equity, and inclusion (EDI) action plan [390], and one stated that one
should make “the diversity, equity, and inclusion mindset indispensable in the classroom
through design, content, communication, and assessment for Library and Information
Science” [391] (p. 63). In one abstract, it was stated that “the value of EDI education for
universities, especially in Canada, has not before been subject to scholarly assessment” [392]
(p. 51) without listing the conclusion in the abstract.

As for the 531 abstracts obtained through strategy 4, we found 10 relevant abstracts
with the keyword “evaluation”. One was about how to measure DEI, arguing that the three
concepts have to be measured and dealt with individually [393]; one stated that effective
measures are needed for DEI [394]; one covered the EDI evaluation of the Clinical Scholars
National Leadership Institute (CSNLI) [395]; one focused on the patient perspectives of
the climate of diversity, equity, and inclusion in the emergency department [396]; one
centered on DEI evaluation of DEI trainings for medical school faculty [397]; one covered
the evaluation of a DEI climate survey in a School of Engineering [398]; and one covered the
EDI literacy of people involved in sport and exercise psychology and argued that minority
groups have to be involved in the EDI design and evaluations of training and research [399].
In one abstract, it was noted that prior diversity activities were evaluated to inform the
set-up of the Office of Health Equity and Inclusion (OHEI) [400], and a second abstract covered
the evaluation of the “graduate certificate for professional development in DEI” [401]
(p. 1). In one abstract, it was stated that “This study aims to inform the development of a
post-occupancy method to evaluate Inclusion, Diversity, Equity and Accessibility (IDEA)
in the built environment. This article reports the results of a multifaceted Delphi study
which culminated with co-designing the IDEA audit, a post-occupancy evaluation method
to collect data on people’s perceptions of inclusion, diversity, equity, and accessibility.
With the IDEA audit, researchers, building owners, design teams, developers, facility
managers, tenants, and organisation leaders can achieve a baseline of understanding of
what people feel in regard to inclusion, diversity, equity and accessibility, clearly identify
pockets of inconsistency and use data to decide how to address challenges and points of
exclusion” [402] (p. 1).

As for the 531 abstracts obtained through strategy 4, we obtained 5 relevant abstracts
with the keyword “assessment”. One argued that one should conduct a staff needs assess-
ment survey to determine perception of inclusion and clinical preparedness in DEI topics
and provide targeted education and identify opportunities for professional growth [403];
one highlighted the completion of a DEI self-assessment known as the equity environmental
scanning tool to guide action plans for professional STEM societies [404]; a third covered a
DEI climate assessment survey for an emergency department covering patient views [396];
the fourth argued that DEI faces many barriers, with one being the lack of effective assess-
ment tools for DEI initiatives [398]; and the fifth focused on “refining a DEI Assessment
Tool for Use in Optimizing Professional STEM Societies for Gender Equity” [405] (p. 1).

3.3.8. Well-Being

As for the 1150 abstracts obtained through strategies 1 and 2, we found 5 abstracts
that engaged with well-being within the framework of EDI phrases or policy framework.
One abstract suggested that engaging with the interplay of social support, racism and
discrimination, and well-being and burnout helps to discuss effective solutions to diversity,
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equity, and inclusion [406]. One study aimed to explicitly add to the “well-being, diversity,
equity, and inclusion” dialogue of the post-pandemic era covering self-identity and work
and family conflicts [407] (p. 1). A third stated that professional fulfillment and well-being
of women physicians can be improved by promoting, measuring, and improving diversity,
equity, and inclusion [408]. One explicitly put forward the notion that DEI initiatives should
“include employee and family health and well-being as a central outcome measure” [245]
(p. 609). Finally, the fifth stated that “Worksite health and well-being initiatives will ideally
be integrated with employers’ efforts to address diversity, equity and inclusion” [409]
(p. 893).

As for the 531 abstracts obtained through strategy 4, we found 5 relevant abstracts.
In one abstract, it was argued that equity-, diversity-, and inclusion-based workplace
discrimination impacts workers’ well-being, especially women and visible minorities [410];
one linked improving DEI to improving well-being [411]; one argued that the “time and
effort tax” on Black faculty to engage in DEI efforts in academia and biomedicine impacts
their well-being [263] (p. 1); one discussed that law firms must take into account lawyer
well-being as an institutional piece of their diversity, equity, and inclusion [280]; and one
focused on the setup of a “Diversity, Equity, and Inclusion (DEI) committee for the well
being” in a correction agency [359] (p. 9).

3.3.9. Health Equity

As for the 1150 abstracts obtained through strategies 1 and 2, we found 9 abstracts
with relevant content. One study reported on the set up of an Office of Health Equity
and Inclusion (OHEI) at a pediatric academic medical center and on the health equity,
diversity, and inclusion (EDI) initiatives in creating the OHEI [400]. One concluded that
“diversity, health equity, inclusivity, and cultural humility can be effectively taught by an
innovative mass simulation effort” [412] (p. S102). One argued that diversity, equity, and
inclusion is essential for future nurses to deliver culturally competent care and promote
health equity [413] (p. E90). One reported that regional business leaders strongly supported
health equity, diversity, and inclusion initiatives both as moral obligations and regional
economic development imperatives [414] (p. 1665). In three abstracts, the phrase “health
equity, diversity and inclusion” was used, and it was argued that it should be engaged
more [277,415,416]. In one abstract, the DEI Institute was highlighted as a positive example
of how to deal with health equity [417], and in a second abstract, it was argued that DEI
empowered staff to engage improve actions towards health equity [241].

As for the 531 abstracts obtained through strategy 4, we found 3 relevant abstracts.
In one abstract, it was argued that engagement with health equity as measured by the
presence of “diversity, equity and inclusion (DEI) and health disparities related to social
determinants of health (SDH)” is lacking in “scientific neurological journals”, and that study
compared the presence of DEI and SDH in neurology and neurological versus medical
journals [418] (p. 1). The second was about an “Assessment of Diversity, Inclusion, and
Health Equity Training in Endocrinology Fellowship Programs in the United States”, to
give the title of the article [419] (p. 1), and in the third, it was noted that prior diversity
activities were evaluated to inform the setup of the Office of Health Equity and Inclusion
(OHEI) [400].

4. Discussion
4.1. EDI Actors, Phrases, Frameworks, and Groups

In this section, we first discuss our findings related to the EDI phrases and frameworks,
then our findings around EDI groups, and then our result related to EDI actors.

EDI Frameworks and Phrases
Many EDI-related phrases [1–22] and EDI policy frameworks [23–37] exist. As for the

1150 and 531 abstracts that contained EDI policy frameworks or EDI phrases, we found
an uneven presence of the policy frameworks (only Athena SWAN, UK and NSF advance,
USA) and phrases (Table A1), suggesting a gap in the academic analysis of the utility of
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EDI phrases and policy frameworks. As for the 781 abstracts from the journals that contain
“equality, diversity and inclusion” in the title of the journal, we found even fewer to no
mentions of EDI policy frameworks and phrases (Table A1). Although the journals use
one of the phrases in their title, one would expect the abstracts to mention the phrases or
frameworks if a given phrase or framework is the focus of the study. Our findings for all
sets of abstracts suggest many opportunities for the evaluation of actions performed under
the EDI phrases and EDI policy frameworks.

EDI Groups
The academic journal Equality, Diversity and Inclusion states as its aim that “The advent

of legal and social reforms in the field, as well as the broadening of the theory of equal
opportunities to include a wider range of inequalities based on sex, race, disability status,
age, sexual orientation, marital status, nationality and social class have all contributed to
the general growth of scholarly interest in the field” [60]. However, as for EDI groups,
we found in all sets of abstracts that terms linked to women and terms depicting ethnic
groups were the dominant terms mentioned, whereas terms linked to disabled people,
LGBTQ2S+, and Indigenous peoples were rarely mentioned (Table A2). Reflecting our
findings around EDI groups, we also found hierarchies in the mentioning of isms and
phobias, with racism being mentioned the most, with others such as ableism, disablism,
colonialism, homophobia, and transphobia mentioned much less (Table A2). Interestingly,
the term “sexism” was mentioned much less than the term “racism”.

This hierarchy of mentioning fits with the NSF ADVANCE webpage that mentions
only women and racial and ethnic minorities even in the context of intersectionality [29].
This raises the question as to what data if any exist that have looked at the impact of the NSF
Advance program on other EDI groups such as disabled people who are not mentioned on
that part of the NSF advance webpage and what may be the result so far for the different
intersectionalities mentioned for the non-mentioned EDI groups. On the same webpage,
it is stated, “All NSF ADVANCE proposals are expected to use intersectional approaches
in the design of systemic change strategies in recognition that gender, race and ethnicity
do not exist in isolation from each other and from other categories of social identity” [29].
Who are these other categories of social identity?

Our findings of a hierarchy of mentioning of EDI groups fits with other studies that
have looked at EDI and disabled people [1] and EDI as it relates to sports, kinesiology,
physical activity, and physical education [420]. Our findings indicate that the hierarchy of
EDI groups is a general problem within EDI academic inquiries. Given that it is argued
on the “See change with STEMM Equity Achievement” page of the American Association
for the Advancement of Science (AAAS) webpage that “one of the most challenging
issues facing higher education today is cultivating diverse campus communities that
are truly equitable, accessible, and inclusive” [33] and that the webpage of the Canadian
Dimensions: equity, diversity and inclusion Program states that “the Dimensions program
addresses obstacles faced by, but not limited to, women, Indigenous Peoples, persons with
disabilities, members of visible minorities/racialized groups, and members of LGBTQ2+
communities” [36], as cited in [1], the gap we reported should be filled.

This hierarchy of mentioning of EDI groups is disempowering for the EDI groups
mentioned less. Empowerment is situated within the context of social change [97–103,421],
as is disempowerment [104–106]. Our data suggest that social change seen as needed
within EDI academic inquiry is focused much more on race and gender than other EDI
groups. Empowerment is linked to individuals as social change makers [107] and groups,
organizations, and communities [101] and covers the enhancement of social change through
empowerment [108] and empowerment for social change [109–113]. Our findings suggest
an uneven empowerment of individuals and groups within the EDI academic inquiries.
Indeed, the present social hierarchies evident in relation to EDI groups disempowers EDI
groups in general, as it, for example, contains the danger of conflicts between the EDI
groups, taking away from the goal of fixing the systemic problem.
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EDI Actors
As for actors of EDI, we found few phrases indicating a concrete workplace, and

along with that, actors linked to a specific workplace were mostly invisible (Table A3). We
found various associations, societies, journal names (Table A4), universities, and colleges
(Table A5) mentioned, but most of them were only mentioned once. As for academic depart-
ments, science was mentioned the most, followed by STEM and engineering (Table A5). On
the other hand, social science or arts were rarely if not at all mentioned in conjunction with
departments or faculty names. Indeed, the term “arts” was mentioned more in the context
of non-academic organizations than universities, such as “Faculty of Art(s)” (Table A5).
Many different facets of medical professions and specialties were mentioned (Table A6).

As such, our data of actors show an uneven visibility of disciplines and organizations
associations, societies, and journal names linked to disciplines (Tables A4–A6) as actors
of implementing EDI. Given that most of our 1150 abstracts are from 2021–2022 and that
the findings are also reflected in the 531 abstracts added in our November search, our
findings around EDI actors are puzzling. Although some EDI policy frameworks still focus
on STEM(M) [23,30,33], by now, there are many university-based EDI/DEI programs and
EDI policy programs that have moved beyond STEM(M) [27,422]. The Dimensions Charter
notes that EDI applies to all disciplines [27], and the academic journal Equality, Diversity and
Inclusion states under its aim that “Equal opportunities and its allied concepts, including
inequality, inequity, disadvantage, diversity, and inclusion, have been studied extensively
across all disciplines of social sciences and humanities” [60]. Indeed, many of the authors
of our abstracts come from non-medical and non-STEM faculties and departments (data
not shown); however, these abstracts do not mention these departments and faculties as
actors of EDI actions related to their departments. We suggest our findings as representing
one barrier to achieve cultural change in the envisioned research ecosystem [38].

The Issues of Evidence

Many EDI policy frameworks state that evidence and data are important [24–31,37]
and that systemic changes are needed [25–29,31]. However, our data show gaps of evidence
in many areas. The question is the following: Does the data not exist, or are our results
another example of a disconnect between what is published as academic studies and as
policy reports? What evidence and data are used to inform EDI practices? For example,
does evidence exist that answers the following questions? How are marginalized groups
that are not focused on impacted by the focus on a specific marginalized group? What
is the effect of such an approach on the relationship between marginalized groups? Un-
der disability/impairments, many different characteristics are covered within EDI [1,423],
many of which are not engaged with in the EDI academic inquiry (Table A2). All these “dis-
abilities”/“impairments” have different lived experience and realities that pose different
challenges in which EDI policies must work. Not only that, but if one tallies them up, the
total numbers could reflect more than 40% of the university population [1] depending upon
what general population incidence numbers one uses for the different “characteristics”.
Furthermore, many of the characteristics increase by age, such as diabetes and chronic pain
and other medical conditions, which could inflate the success of having disabled people
in leadership positions. Given that the National Science Foundation 2019 report “Women,
Minorities, and Persons with Disabilities in Science and Engineering” gave one number
for disability that reflects people who, for a given activity, are impacted as “moderate”,
“severe”, or “unable to do” [424], one wonders what the difference in numbers are for, for
example, moderate walking issues such as limping and for the more severe category of
being unable to walk. The EDI issues that these two groups face are totally different.

What knowledge is accepted as evidence or thought to be generated is important
for being a social change agent [114], as knowledge empowers [115,116]. Our data sug-
gest that there is an evidence hierarchy related to EDI groups that is disempowering the
less-mentioned EDI groups. If it is needed for empowerment “to improve people’s lives
by providing a controlling understanding of social, economic, and political forces” [117]
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(p. 5047), the EDI group hierarchy we found suggests problems for the goal of EDI related
to various EDI groups. Empowerment is in particular needed for marginalized groups and
a way to address the problems the powerless face, including being powerless [157,163,164],
such as experienced by disabled people [115,165–172]. Our data suggest that the academic
EDI discourse is disempowering for many marginalized groups covered under EDI. EDI
documents of many universities, companies, and non-governmental organizations use
the term empowerment (for example, [179–182]). Our findings suggest that the academic
inquiry reality is disempowering. It is argued that “radical empowerment theory, which
relates discriminatory social relations to societal discourses”, should be employed in educa-
tion [178] (p. 401). Using empowerment theory might be therefore a useful lens for EDI
inquiries and evaluations. Our data around actors and EDI groups suggest that we lack
the evidence to evaluate the state of systemic change achieved or to ascertain where the
problems still are.

4.2. EDI, the Workplace, and the “Social”

Many EDI policy frameworks state that systemic changes are needed [25–29,31]. The
Canadian EDI framework for post-secondary workplaces states the following:

“Dimensions: equity, diversity and inclusion Canada invites you to take part in a
post-secondary transformation to increase equity, diversity and inclusion (EDI) and help
drive deeper cultural change within the research ecosystem” [36].

Many external factors impact how the workplace is experienced [76,77,85–93,425]. The
term life administration [47] was coined to flag the many external issues people have to
deal with, in particular, people not fitting a given norm. It is argued that disabled people
experience three types of life admin: medical admin, benefits admin, and discrimination
admin (disability admin) [48]. Marginalized groups covered under EDI divert from given
norms and as such face specific lived experiences impacting how they experience a work-
place that only assumes and considers normative lived experience. Our terms linked to
the social (Tables A7–A14) signify external factors that could impact EDI realities within
the workplace and could have been used to discuss the external factors that impact the
marginalized groups covered under EDI actions and policies.

Our findings suggest that actions undertaking under the headers of EDI policy frame-
works and phrases are not analyzed with many external factors of the “social” in mind. It is
noted in the literature that “research evidence suggests that faculty members’ well-being is
a serious concern in academia” [425] (p. 559). However, only 10 abstracts made the linkage
between well-being and EDI [245,263,280,359,406–411] in Section 3.3.8.

Work/life balance is an indicator of the “Better life index”, but only three abstracts
linked it to EDI in a substantial way, whereby all three saw work–life to mean work–
family [242,322,323]. It is noted that the academic inquiries into work/life balance are
too much focused on work/family life and that it has an unevenness of engagement
with marginalized groups [77] and a lack of engagement with intersectionality [77]. Our
study suggests the same problem with the scope being work/family. Given our EDI
group unevenness of mentioning, if more studies were linking EDI to work/life, the result
very likely would reflect the same problem around marginalized groups as stated for the
work/life coverage in general. However, as it stands, work/life is not even a topic to
start with.

Health equity was mentioned in a relevant context in 13 abstracts, whereby the phrase
“health equity, diversity and inclusion” was the dominant one. All the abstracts were
linked to medical/health professions. However, given the WHO definition of health equity,
namely “the absence of unfair and avoidable or remediable differences in health among
population groups defined socially, economically, demographically, or geographically. In
essence, health inequities are health differences that are socially produced, systematic in
their distribution across the population, and unfair. Identifying a health difference as
inequitable is not an objective description, but necessarily implies an appeal to ethical
norms” [426] (p. 12), and others stating that “health equity is about the “freedom to live
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a long and healthy life” and “the material, psychosocial and political empowerment of
individuals and communities”, whereby “these dimensions of empowerment are influenced
by the way society chooses to run its affairs, which shape the conditions in which people
are born, live, work, play and age. Daily living conditions affect peoples’ opportunities,
their chances, the ways they behave and feel, and ultimately their health” [427], as cited
in [57], the definitions suggest that health equity could be a useful concept in the academic
inquiry of EDI beyond the medical/health professional workplace. Given these definitions,
how EDI is implemented at the workplace is impacted by the health equity reality of
people outside of the workplace, but a non-functioning EDI at the workplace also would
contribute to health inequity within and outside of the workplace. We also suggest that
the very 21 composite measures we searched for (Table A9) must be considered more. All
these composite measures provide indicators that allow for a differentiated evaluation of
the external factors that EDI-deserving individuals face, which would allow for a better
understanding of work–life realities beyond the limited use of work–life meaning work–
family issues. Health equity and the 21 composite measures are also useful for EDI policy
development for the workplace in general given that mental health and the well-being
of people at the workplace is an issue flagged by many academic studies, and it fits with
the view that one has to deal with disadvantages based on one’s social position and other
social parameters ([428–431], as cited in [57]).

The hierarchy of coverage of different EDI-deserving groups we found could have been
engaged with using the very term “hierarchy”, which by itself only generated 16 abstracts
within the 1150 and 531 abstracts, and many of the social terms we covered in our search
terms, such as “solidarity”, “stereotype”, “stigma*”, “social norms”, “social status”, “social
integration”, “social inclusion”, “social identity”, “peer support”, “prejudice”, “self worth”,
and “self respect”, could also have been used to that end. Another term of importance to the
EDI discourse, especially for disabled people, is “reasonable accommodation”, a term used
in the American with Disabilities Act but also the Conventions on the rights of persons with
disabilities. Many see this concept to be used in a negative way against disabled people in
the workplace and see problems with workplace accommodation [432,433]; however, the
term did not appear in any of our abstracts. One study indicated that one problem with
even requesting accommodation is that disabled people fear disclosing their disability [433].
Disability disclosure is a recognized problem at the workplace [434]. Disability disclosure
is also an acknowledged problem within higher education for disabled students [435] and
faculty [436]. That many do not disclose if they can avoid it might make sense given, for
example, that “35% of disabled university professors, instructors, teachers, or researchers
experienced unfair treatment or discrimination in the past 12 months, and 47% saw them-
selves subjected to at least one type of harassment in the past 12 months” [437], as cited
in [1]. In general, the statistics shows high levels of harassment and unfair treatment also
for other EDI groups [437]. Another study looking at Canadian federal public service
workers found that 18% experienced harassment and 8% discrimination. The numbers
were 37% and 26% for disabled workers, whereby the numbers are even higher for dis-
abled people that belonged to other EDI groups such as visible minorities and Aboriginal
peoples [438]. The same study noted that their numbers are in line with other studies
from the UK and USA [438]. Given these statistics, it seems to be prudent to cover EDI
much more through “social” terms such as “solidarity”, “stereotype”, “stigma*”, “social
norms”, “social status”, “social integration”, “social inclusion”, “social identity”, “peer
support”, “prejudice”, “self worth”, and “self respect” for the EDI groups and through the
term “intersectionality”. What would solidarity entail from one EDI group to another or
from the so-far-dominant groups?

Empowerment is covered in relation to determinants of health [120–125], community-
based rehabilitation [126,127], as an outcome measure of rehabilitation [128], the flourishing
scale [129], the capability approach [130–132], and wellbeing [133–143]. Various lists of
attributes, indicators, and measures of empowerment exist [119,144–149], many of which
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are part of our list of terms linked to the “social”. As such, our findings indicate a missed
opportunity to engage with factors influencing empowerment.

It is argued that “radical empowerment theory, which relates discriminatory social
relations to societal discourses”, should be employed in education [178] (p. 401). We
suggest that empowerment theory could also be useful to employ in engagement with EDI.

4.3. EDI and Governance of Sciences and Technologies

Our study found that EDI phrases and frameworks are often discussed in conjunction
with STEM, engineering, and medicine. STEM, engineering, and medicine are three areas
that are impacted by and impact advancements in science and technology. The “social” is
often listed as part of the phrase “ethical, legal, social implications” of a given scientific
or technological advancements and is one focus of governance of science and technology
discussions [49–59]. As such, the question is as follows: Which technologies and which
science and technology governance terms and ethics fields are present in the EDI academic
inquiry: Our data suggest that although STEM, engineering, and medicine are the main
identified actors in the abstracts we covered, the impact of technologies on EDI and the
impact of EDI implementations on technologies were rarely present (Table A15), and if
mentioned, it was with a purely techno-optimistic tone (Section 3.3.2). As for technologies,
we found only four hits with the terms “assistive technology” OR “assistive technologies”
OR “assistive device” OR “assistive devices” (Table A10), with none in the 1150 and one in
the 531 abstracts and three in the 781 abstracts. Just using the phrase “assistive technolog*”
generated no hits for the 1150 abstracts, one hit in the 531 abstracts and two in the 781
(Table A15), suggesting a gap in relation to disabled people within the EDI literature. Many
problems have been reported around assistive technologies and disabled people [439], and
many assistive technologies are on the horizon [440]. Due to the COVID-19 pandemic, we
saw a shift in use of certain technologies, many of which, such as video platform, could be
classified as assistive technologies for everyone.

Furthermore, ethics and science and technology governance terms were not linked to
EDI inquires (Table A15), which we see as a gap in the EDI engagement given the social
impact of science and technology on EDI groups. A recent study looked at “computational
Intelligence (CI) as an assistive technology for Equity, Diversity, and Inclusion (EDI)” [96]
(p. 1) and argued “that the nature of EDI scenarios and their modeling requires CI ap-
proaches and techniques” [96] (p. 1). They introduced three levels of questions for machine
reasoning: “What is? What if? Why?” [96]. How these questions are answered depends
on what data the machine reasoning has access to as to EDI. Our data suggest that the CI
system for EDI will not have the unbiased differentiated data needed for the EDI CI to
provide a decent algorithm for EDI outcome.

4.4. Limitations

Our scoping review has various limitations. Our search was limited to three academic
databases and abstracts of English-language academic literature. In addition, we used
the EDI phrases and frameworks of which we were aware, but other phrases might exist
to indicate initiatives to change the “social” of marginalized groups at the workplace,
including at universities. As such, the findings are not to be generalized to the whole
academic literature, non-academic literature, or non-English literature. As for our hit
counts, even the number of abstracts recorded does not mean that the search term was used
in conjunction with EDI content. As such, the hit counts are a maximum and will in most
cases be lower if analyzed for being linked to EDI. For our qualitative methods, we chose
certain keywords for the upper-level themes (for example evaluation and assessment).
However, other terms exist that could also fit the theme of evaluation and assessment.
We also used only certain terms for the qualitative analysis. Given the quantitative hit
counts, one could have also chosen other terms for the qualitative analysis. Despite the
limitations of the study, the findings, however, allow for conclusions to be made within the
parameters of the searches. As for transferability, the description of our method gives all
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the required information to others, so they may decide whether they want to apply our
keyword searches to other data sources such as grey literature, literature in other languages,
and other academic literature or whether they want to perform more in-depth research
such as thematic analysis of certain search terms for which we provided hit counts but no
thematic analysis.

5. Conclusions, Implication, and Future Research

The academic journal Equality, Diversity and Inclusion states under aim of the journal
that “It is important to acknowledge that there are some dichotomies between the reality
and rhetoric of equal opportunities, the forms of practitioner and the academic knowledge
in the field, scholarly approaches to equal opportunities across disciplines of social sciences
and humanities, as well as their use of concepts and methods in order to uncover inequali-
ties, and offer strategies for change towards equality of opportunity, valuing of diversity or
pursuit of social inclusion” [60].

Our data suggest that there are vast gaps in how the academic EDI inquiry deals
with the “social” and science and technology and vast differences as to which academic
disciplines and EDI groups are covered. The term workplace is mostly used in a general
way and not to indicate a specific workplace.

The following is stated for the university within a Canadian context:

“Systemic barriers within academia and the research ecosystem are well docu-
mented in Canada. To address these persistent barriers within Canada’s research
ecosystem, individuals at all levels (e.g., students, trainees, faculty, researchers,
administrators, research funding agencies, policy-makers) must play a sustained
role in identifying and mitigating them. All individuals must recognize that sys-
temic barriers exist, develop a strong understanding of what the barriers and their
consequences are, and understand how individuals at all levels of the research
ecosystem (including researchers) can play a role in addressing them”. [28]

Our data might be useful for all the groups mentioned and for the actions envisioned
in the quote (we see the problems highlighted in the quote as not only Canadian problems
and the action items as not only needed for Canada). Furthermore, using the sentiment
of the quote, our data should also be of use to people of all backgrounds and in non-
academic workplaces.

As for academic implications, our study suggests that the EDI inquiry has to diversify
and fill the many gaps we identified. As for policy implications, our findings suggest
that EDI data are missing to make EDI-focused, evidence-based policy decisions. As
for educational implications, our findings suggest that the EDI data available do not give
educators in many subject areas and fields and workplace settings the data to be able to look
at many topics through an EDI lens and increase the EDI literacy of students and others.

Our results suggest needs and opportunities for many studies.
First, given our approach to generating the data, various studies can be undertaken

that analyze in detail the content of the full articles related to, for example, Athena SWAN
or many of the keywords for which we generated hit counts.

The authors of one abstract in our data covering EDI in India made clear that EDI
frameworks have to be adapted to be locally relevant and be culture-sensitive [441]. This
suggests an opportunity for various qualitative studies and studies that look at non-
English literature.

Studies that compare the EDI situation of different EDI groups within a given work-
place and the impact of a given framing of policies for each of the EDI groups are needed.

Studies that cover the neglected EDI groups, including the intersectionality between
different characteristics that make one to belong to more than one EDI group, are needed.

Studies are needed that generate total % numbers of disabled people of the total
workforce and, with that, re-evaluate the % goals for the presence of disabled people as
a group that is seen as an EDI success (the numbers used in the moment are too low).
Depending on who is covered under disability within a given EDI effort or framework, the
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actual % the “disability” group would represent at the workplace would be different. If one
sums up all the incident numbers in the population of the listed “disabilities” mentioned
in [1,423] as belonging to the EDI group of disabled people, the number could be 40% of
the workplace population in many countries, and the numbers very likely are different for
different places.

Studies are needed that differentiate between the different “disabilities” and what their
EDI realities are in a given workplace setting. Even existing differentiations such as making
a difference between mobility versus visual disability is not enough because, for example,
the mobility reality of limping versus not walking leads to different EDI challenges. With
that, studies are needed that produce data on which disabilities are making up the numbers
if a certain EDI % goal is achieved, such as disabled people in leadership positions.

Studies are needed to analyze how to decrease the harassment, microaggression, and
other problems EDI groups still experience. Linked to that, work is needed regarding how
to increase self-disclosure, which is very low for disabled people. Other research that might
be useful is to engage with the very meaning of the term accommodation and how its use
benefits already ability-privileged people [1].

Studies that engage more with the external factors of the lived experience of EDI-
covered groups and build the external problems into EDI strategies are needed. These
studies need to broaden the focus of work/life away from work/family to work/general
life reality and cover all groups covered under EDI, which is in line with others stating that
the focus of work/life engagement has to broaden [77]. Such studies can bring in groups
that work on the “social”, whether it is the groups involved in health equity or composite
measures of wellbeing or the very concept of well-being and others involved in the “social”
in a given area. Such studies also can broaden and strengthen the EDI research community,
enrich the EDI research and policy scope, and generate EDI policies that are less siloed
from the external world and will help in addressing the systemic problems and contribute
to a cultural change in the education, service, and research ecosystem.

More studies that evaluate EDI efforts within the workplace including on levels of in-
dividual workplaces and within academia on the level of individual faculties/departments
are needed, and existing studies have to be more frequently introduced into the academic
literature. The barriers that EDI groups experience and the potential solutions are not the
same for all academic disciplines or workplaces of different categories. Efforts such as
the Canadian equity, diversity and inclusion Dimensions pilot program [38] will provide
a great deal of data that could enrich academic studies and provide information on best
practices, gaps, problems, and the work that is still needed.

Studies that look at issues such as adaptation burnout as something that can be
seen as a potential outcome of marginalized groups having to constantly adapt to the
non-marginalized groups might be useful.

Studies that investigate in a differentiated way the role of technologies not only as
assistive tools for EDI but also their impact on the external factors would be useful, whereby
these analyses should include an evaluation of a given technologies on different EDI groups.
Even within the EDI group of disabled people, the impact of a given technology (within
and outside the workplace) is different for different groups of disabled people.

Studies that link ethics fields and science and technology governance concepts to EDI
efforts would be useful given that science and technology governance and ethics fields
already engage with the “social”, which in turn impacts EDI efforts and EDI groups in
different ways.

Given that there are efforts to develop algorithms and computational intelligence
for EDI [96], studies are needed that evaluate existing algorithms and computational
intelligence for EDI evaluations.

Various self-assessment tools are reported (Section 3.3.7). However, there is still a need
for more studies that develop self-assessment tools, so people at the workplace can become
much more literate on EDI and realize their own biases and what they do not know. A
meta-analysis of all self-assessment tools available could be useful. One tool not used as
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an EDI self-assessment tool but could be one is the BIAS FREE (Building an Integrative
Analytic System for Recognizing and Eliminating inEquities) framework [442,443]. The
BIAS FREE framework allows people to identify biases in the environment they are in [444]
and includes EDI realities and the differences between EDI groups.

Studies are needed that audit course outlines for possibilities to add EDI content.
Finally, given that the lack of EDI is often a consequence of a privileged group setting

up irrelevant ability expectations [1], the ability expectation lens might be useful for looking
at EDI in a non-siloed way.
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Appendix A

Table A1. Frequency of EDI Phrases and Policy Frameworks.

EDI Terms, Phrases, and Policy Frameworks
(Selected Based on Existing Literature)

Frequency in the 1150
Downloaded Abstracts
Obtained with Strategies 1
and 2 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts)

Frequency in the 531
Downloaded Abstracts
Obtained with Strategy 4 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

EDI policy frameworks

“Athena SWAN” 45 6 0

“NSF ADVANCE” 58 3 7

“See change with STEMM Equity
Achievement” 0 0 0

“Dimensions: equity, diversity and inclusion” 0 0 0

“Science in Australia Gender Equity” 0 0 0

EDI phrases

“Diversity, equity and inclusion” 768 (hits) 405 (hits) 1

“Equity, diversity and inclusion” 297 (hits) 123 (hits) 3

“Equality, diversity and inclusion” 127 (hits) 74 (hits) 37

“Justice, equity, diversity, and inclusion” 50 14 0

“Diversity, equality and inclusion” 16 4 1

“Inclusion, diversity, equity and accessibility” 5 3 0

“Diversity, equity, inclusion and belonging” 4 11 0

“Equity, diversity, inclusion, and accessibility” 1 0 0

“Equity, diversity, inclusion, and
decolonization” 0 0 0

“Belonging, dignity, and justice” 0 0 0

“Diversity, dignity, and inclusion” 0 0 0

“Inclusion, diversity, equity and
accountability” 0 0 0
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Table A1. Cont.

EDI Terms, Phrases, and Policy Frameworks
(Selected Based on Existing Literature)

Frequency in the 1150
Downloaded Abstracts
Obtained with Strategies 1
and 2 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts)

Frequency in the 531
Downloaded Abstracts
Obtained with Strategy 4 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Individual EDI terms

Accessibility 18 13 5

Accountability 17 8 2

Belonging 16 22 6

“Decoloniz*” 7 0 1

Dignity 4 0 3

Diversity 2350 (hits) 1527 (hits) 2213 (hits)

Equality 387 (hits) 194 (hits) 1267 (hits)

Equity 1733 (hits) 1156 (hits) 106 (hits)

Inclusion 1846 (hits) 1209 (hits) 1252 (hits)

Justice 250 (hits) 184 (hits) 31

Table A1 shows that there was a very uneven coverage of the EDI phrases and EDI policy frameworks in the
abstracts obtained through strategies 1–4.

Table A2. List and frequency of EDI-related groups, isms, and phobias (many terms linked to disabled
people taken from [423] (p. 38)).

List of EDI Groups

Frequency in the 1150
Downloaded Abstracts
Obtained with Strategies 1 and 2
(If It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Frequency in the 531
Downloaded Abstracts
Obtained with Strategy 4 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

EDI-groups-related terms

ADHD 1 0 0

“African-American” 13 11 5

Addiction 3 0 1

“Anxiety disorder” 0 0 0

Asian 23 14 7

“Attention deficit” 0 0 0

Autism 0 2 2

“Autism spectrum disorder” 0 2 0

Black 252 (hits) 155 (hits) 209 (hits)

“Chronic disease” 1 0 0

“Chronic pain” 1 0 0

“Comprehension disability” 0 0 0

Deaf 4 1 3

Depression 5 2 110 (hits)

Diabetes 1 0 0

“Disabilit*” 39 14 41

Disabled 9 5 4

“Disabled people” 3 2 1

Disease 20 8 4

Dyslexia 0 0 2

“Ethnic*” 227 (hits) 161 (hits) 266 (hits)

Gay or lesbian or “homosexual*” 18 8 30

Gender 625 (hits) 236 (hits) 1428 (hits)

“Hearing impairment” 0 0 0
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Table A2. Cont.

List of EDI Groups

Frequency in the 1150
Downloaded Abstracts
Obtained with Strategies 1 and 2
(If It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Frequency in the 531
Downloaded Abstracts
Obtained with Strategy 4 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Hispanic* 21 7 2

“HIV/AIDS” 1 0 2

Impaired 1 0 0

Impairment 1 0 2

“Indigenous People*” OR “Aboriginal*” OR “First
Nation*” OR Metis or Inuit or “Native American*” 5 9 5

“Latin*” 2 0

“Learning disability” OR “learning impairment” 0 0 0

“LGB*” 27 12 18

“Medical condition” 0 0 0

“Mental health” 22 12 10

“Mental illness” 1 1 4

“Neurodiv*” 7 2 1

“Of color” 112 (hits) 25 13

“People with disabilities” 5 4 11

“Physical disability” 1 0 1

Race 174 (hits) 47 155 (hits)

Racialized 10 8 6

“Racialized minorit*” 3 0 0

Schizophrenia 0 0 0

“Speech impairment” 0 0 0

Transgender 12 6 13

“Visible minorit*” 0 2 0

“Visual impairment” 0 0 0

Wheelchair 1 0 0

Women 679 (hits) 151 (hits) 1178 (hits)

EDI-related isms and phobias (list of isms and phobias found by reading all the abstracts from strategy 1 and 2)

“*ism*” 428 (hits, not all relevant) 291 (hits, not all relevant) 629 (hits, not all relevant)

Ableism 2 4 0

Activism 11 2 14

Ageism or agism 2 0 3

“Anti-racism” 21 9 3

Colonialism 3 3 2

Disablism 0 0 0

Elitism 1 1 0

Feminism 3 3 13

Globalism 1 0 0

Homophobia 4 4 12

Imperialism 2 0 2

Interculturalism 1 0 1

Multiculturalism 1 1 0

Nationalism 1 0 1

Neoliberalism 2 0 3

Pluralism 2 2 2
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Table A2. Cont.

List of EDI Groups

Frequency in the 1150
Downloaded Abstracts
Obtained with Strategies 1 and 2
(If It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Frequency in the 531
Downloaded Abstracts
Obtained with Strategy 4 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Profeminism 1 0 1

Professionalism 9 1 5

Racism* 209 (hits) 140 (hits) 175 (hits)

Sexism 8 8 4

Supremacism 1 0 1

Tokenism 2 0 5

Transphobia 3 3 9

Universalism 2 0 2

Table A2 reveals a range from very uneven to no engagement with EDI groups and uneven presentation of isms
and phobias related to EDI. Our list did not contain irrelevant words containing ism, for example “mechanism” or
“dismantling”, to name two.

Table A3. List of workplaces in abstracts obtained through strategies 1-4(list of terms found by
reading all the abstracts from strategies 1 and 2).

Workplaces as Evident in the Phrase

Frequency in the 1150 Downloaded
Abstracts Obtained with Strategies 1
and 2 (If It Says Hits, This Means Hit
Counts and Not Actual Abstracts)

Frequency in the 531 Downloaded
Abstracts Obtained with Strategy 4
(If It Says Hits, This Means Hit
Counts and Not Actual Abstracts)

Frequency in the 781 Downloaded
Abstracts Obtained with Strategy 3
(If It Says Hits, This Means Hit
Counts and Not Actual Abstracts)

“Workplace*” general term 80 22 155 (abstracts)

“Aviation workplace” 1 0 0

“Engineering workplace” 2 0 0

“Faculty workplace 1 0 0

“Healthcare workplace 0 1 0

“Higher education workplace 1 0 0

“Library workplace” 0 2 0

“Medical physics workplace” 1 0 0

“Midwifery workplace” 1 0 0

“Prison workplace” 0 1 0

“Radiology workplace” 1 3 0

“Remote workplace” 0 1 0

“Surgical workplace” 0 1 0

“Veterinary workplace” 0 1 0

Some general workplace categories without being mentioned together with workplace in a phrase.

Non-governmental or NGO or “civil
society 4 2 3

Government 17 10 36

Corporate 18 7 28

Business 29 24 47

Company 7 4 26

“Universit”* 499 (hits) 232 (hits) 192 (hits)

“Higher education” 269 (hits) 50 35

College 241 (hits) 27 9

Table A3 shows that workplace is mostly used without specification, and if used with an affiliation, academic is
the main term used. For general workplace categories, higher education was by far the most present. For strategy
3, we did not analyze which workplaces were present in the abstracts as the abstracts containing EDI phrases and
frameworks are already covered under strategies 1, 2, and 4.
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Table A4. Frequency of actors (associations, societies, and journal names) (list of terms found by
reading all the abstracts from strategies 1 and 2).

Name of Associations, Societies, and
Journal Names

Frequency in the 1150
Downloaded Abstracts
Obtained with Strategies 1
and 2 (If It Says Hits, This
Means Hit Counts and
Not Actual Abstracts)

Frequency in 531 Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained through Strategy 4
Were Not Analyzed for New
Actors. We Only Looked for
Actors Already Identified
through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in
Abstracts Found with
Strategies 1 and 2

Academic Pediatric Association 1 0 0

American Accounting Association 1 0 0

American Association for Anatomy 2 1 0

American Association for Geriatric
Psychiatry Board 1 0 0

American Association for the Surgery of
Trauma (AAST) 1 0 0

American Association for the Surgery of
Trauma Diversity, Equity, and Inclusion
Committee

1 0 0

American Association of Colleges of
Nursing 1 0 0

American Association of Directors of
Psychiatric Residency Training 1 0 0

American Association of Family and
Consumer Sciences (AAFCS) 1 0 0

American Association of Medical
Colleges (AAMC) 1 0 0

American Association of Physicists in
Medicine. 1 0 0

American Astronomical Society (AAS) 1 0 0

American Chemical Society 3 0 0

American College of Cardiology/American
Heart Association (ACC/AHA) 1 0 0

American Counseling Association 1 0 0

American Dental Education Association 1 0 0

American Kinesiology Association 1 1 0

American Library Association 2 0 0

American Medical Directors Association 1 0 0

American Montessori Society (AMS) 1 0 0

American Nephrology Nurses
Association (ANNA) 1 0 0

American Ornithological Society 1 0 0

American Pediatric Surgical Association 1 0 0

American Physical Therapy
Association (APTA) 1 0 0

American Physiological Society (APS) 1 0 0

American Psychiatric Association 1 0 0

American Psychological Association (APA) 5 1 1

American Society for Cell Biology 1 0 0

American Society for Clinical Investigation 1 0 0
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Table A4. Cont.

Name of Associations, Societies, and
Journal Names

Frequency in the 1150
Downloaded Abstracts
Obtained with Strategies 1
and 2 (If It Says Hits, This
Means Hit Counts and
Not Actual Abstracts)

Frequency in 531 Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained through Strategy 4
Were Not Analyzed for New
Actors. We Only Looked for
Actors Already Identified
through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in
Abstracts Found with
Strategies 1 and 2

American Society for Engineering Education 42 but all about as publisher 27 but 26 are a copyright notice
based on a proceeding. 0

American Society for Radiation
Oncology (ASTRO) 1 0 0

American Society of Business and
Behavioral Sciences 1 0 0

American Society of Civil Engineers 1 1 0

American Society of Health-System
Pharmacists (ASHP) 1 2 0

American Society of Plant Biologists (ASPB) 1 0 0

American Society of Radiation
Oncology (ASTRO) 1 0 0

American Society of Safety
Professionals (ASSP) 2 2 0

American Speech-Language-Hearing
Association 1 0 0

American Surgical Association 1 0 0

American Urological Association 1 1 0

American Veterinary Medical
Association (AVMA) 2 0 0

Antennas and Propagation Society (AP-S) 1 0 0

Association for Computing Machinery 2 1 0

Association for Educators in Journalism 1 0 0

Association for Infant Mental
Health (AIMH) 1 0 0

Association for Library Collections and
Technical Services 1 0 0

Association for multidisciplinary education
and research in substance use and addiction 1 0 0

Association of Schools Advancing Health
Professions (ASAHP) 1 0 0

Association for the Study of Medical
Education 1 0 0

Association for University Regional
Campuses of Ohio 1 0 0

Association of Academic Health
Sciences Libraries 1 0 0

Association of American Medical Colleges 3 2 0

Association of American Veterinary
Medical Colleges 2 0 0

Association of College and Research
Libraries Health Sciences 1 0 0

Association of College and
Research Libraries 2 0 0
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Table A4. Cont.

Name of Associations, Societies, and
Journal Names

Frequency in the 1150
Downloaded Abstracts
Obtained with Strategies 1
and 2 (If It Says Hits, This
Means Hit Counts and
Not Actual Abstracts)

Frequency in 531 Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained through Strategy 4
Were Not Analyzed for New
Actors. We Only Looked for
Actors Already Identified
through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in
Abstracts Found with
Strategies 1 and 2

Association of Collegiate Schools of
Planning (ACSP) 1 0 0

Association of Program Directors in Surgery 1 1 0

Association of Research Libraries (ARL) 1 0 0

Association of Schools Advancing Health
Professions (ASAHP) 3 0 0

Association of Schools of Public Health in
the European Region (ASPHER) 1 0 0

Association of Southeastern Biologists 1 0 0

Association of Universities for Research in
Astronomy (AURA) 1 0 0

Association of Women Surgeons 1 0 0

Audio Engineering Society 1 0 0

Australian Association of Social Workers. 1 0 0

Biochemical Society 1 0 0

British Association for American Studies 1 0 0

British Association of Oral and Maxillofacial
Surgeons (BAOMS) 1 0 0

British Society for Geomorphology 1 0 0

Canadian agricultural economics
society (CAES) 1 0 0

Canadian Art Therapy Association Journal 1 0 0

Canadian Association of Psychosocial
Oncology 2 0 0

Canadian Association of
Radiologists Journal 1 2 0

Canadian Association of Thoracic
Surgeons (CATS) 1 0 0

Canadian Association on
Gerontology (CAG) 1 0 0

Canadian Cardiovascular Society (CCS) 1 0 0

Canadian Medical Association 2 0 0

Canadian Psychological Association 1 0 0

Canadian Society of Immunology 1 0 0

Ecological Society of America 1 0 0

Electrochemical Society 1 0 0

European Commission’s Science with and
for Society 1 0 0

European Journal for Sport and Society 1 0 0

European Society for Engineering
Education (SEFI) 1 0 0

European Society of Cardiology (ESC) 1 0 0
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Table A4. Cont.

Name of Associations, Societies, and
Journal Names

Frequency in the 1150
Downloaded Abstracts
Obtained with Strategies 1
and 2 (If It Says Hits, This
Means Hit Counts and
Not Actual Abstracts)

Frequency in 531 Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained through Strategy 4
Were Not Analyzed for New
Actors. We Only Looked for
Actors Already Identified
through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in
Abstracts Found with
Strategies 1 and 2

Geological Society of London 1 0 0

Georgia Library Association (GLA) 1 0 0

Human Factors and Ergonomics
Society (HFES) 1 0 0

IEEE Computer Society 1 0 0

Implicit Association Tests (IATs) 1 0 0

International Association for Dental
Research (IADR) 2 0 0

International Association for Research on
Service—Learning and Community
Engagement

1 0 0

International Lactation Consultant
Association (ILCA) 1 0 0

International Nursing Association for
Clinical Simulation and Learning 1 0 0

Journal of the American Association of
Nurse Practitioners 1 0 0

Journal of the American Heart Association 1 0 0

Journal of the American Medical Association 2 1 0

Journal of the American Medical
Directors Association 1 0 0

Journal of the American
Planning Association 2 0 0

Journal of the American Veterinary
Medical Association 4 4 0

Journal of the Association for Information
Science and Technology 1 0 0

Journal of the Canadian Health Libraries
Association (JCHLA) 1 1 0

Journal of the Medical Library Association 1 0 0

Latin American Science, Technology
and Society 1 0 0

Learning analytics dashboards (LADs) 1 0 0

Marine Technology Society 2 0 0

Medical Library Association 3 0 0

Midwest Nursing Research Society 1 0 0

Montreal, QC, Canada, Association for
Computing Machinery 1 0 0

Multicultural Veterinary Medical
Association (VMA) 1 0 0

National Association of Diversity Officers in
Higher Education 1 3 (all as copyright notice) 0

National Association of EMS
Physicians (NAEMSP) 1 1 0
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Table A4. Cont.

Name of Associations, Societies, and
Journal Names

Frequency in the 1150
Downloaded Abstracts
Obtained with Strategies 1
and 2 (If It Says Hits, This
Means Hit Counts and
Not Actual Abstracts)

Frequency in 531 Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained through Strategy 4
Were Not Analyzed for New
Actors. We Only Looked for
Actors Already Identified
through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in
Abstracts Found with
Strategies 1 and 2

National Association of
Geoscience Teachers. 1 0 0

National Association of School Psychologists 3 0 0

National Association of Teachers of
Singing (NATS) 1 0 0

National Athletic Trainers’
Association (NATA) 1 0 0

National Collegiate Athletic
Association (NCAA) 1 0 0

National Communication Association
Heritage Project 1 0 0

National Society Leadership and Podium
Speakers in Cardiothoracic Surgery 1 0 0

National Society of Genetic
Counselors (NSGC) 2 0 0

New York State Society of Certified Public
Accountants 1 0 0

North Atlantic Regional Association for
Counselor Education and
Supervision (NARACES)

1 0 0

Oncology Nursing Society 3 1 0

Physician Assistant Education Association 2 0 0

Reference and User Services
Association (RUSA) 3 0 0

Risk Management Association 1 0 0

Royal Astronomical Society (RAS) 1 0 0

Society for Academic Emergency Medicine 1 0 0

Society for Conservation
Biology-Marine Section 2 0 0

Society for Epidemiologic Research 1 0 0

Society for Health and Physical Educators
(SHAPE) America 1 0 0

Society for Research on Nicotine and
Tobacco 2 0 0

Society for Vascular Surgery 2 1 0

Society of American Archivists 1 0 0

Society of Behavioral Medicine (SBM) 1 0 0

Society of Clinical Child and
Adolescent Psychology 1 0 0

Society of General Internal Medicine 1 0 0

Society of Hospital Medicine 2 0 0

Society of Systematic Biologists 1 0 0

Society of Trauma Nurses (STN) 1 0 0
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Table A4. Cont.

Name of Associations, Societies, and
Journal Names

Frequency in the 1150
Downloaded Abstracts
Obtained with Strategies 1
and 2 (If It Says Hits, This
Means Hit Counts and
Not Actual Abstracts)

Frequency in 531 Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained through Strategy 4
Were Not Analyzed for New
Actors. We Only Looked for
Actors Already Identified
through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in
Abstracts Found with
Strategies 1 and 2

Soil Science Society of America Journal 1 0 0

The American Association for
Anatomy (AAA) 1 1 0

The American Association for the
Advancement of Science (AAAS) 2 0 0

The American Association of Physicists in
Medicine (AAPM) 1 0 0

The American Bar Association 1 0 0

The American Choral Directors Association 1 0 0

The American Kinesiology Association 1 0 0

The American Occupational Therapy
Association (AOTA) 1 0 0

The American Ornithological Society. 1 0 0

the American Psychological Association 1 0 0

the American Society for Matrix
Biology (ASMB) 1 0 0

the American Society for Nutrition 1 0 0

The American Society for
Reproductive Medicine 1 0 0

The American Surgical Association 1 0 0

The American Urogynecologic Society 1 0 0

The Association for Specialists in Group
Work (ASGW) 1 0 0

The Association of American
Medical Colleges 3 2 0

The Association of Family Medicine
Residency Directors (AFMRD) 1 0 0

the Association of Infant Mental Health
in Tennessee 1 0 0

The Association of Pediatric Surgery
Training Program Directors (APSTPD) 1 0 0

The Australian and New Zealand
Association for Leisure Studies 1 0 0

The British Association of Oral and
Maxillofacial Surgeons 1 0 0

The Canadian Association of Emergency
Physicians (CAEP) 1 0 0

The Canadian Association on
Gerontology (CAG) 1 0 0

The Design Society 1 0 0

The National Association of Clinical Nurse
Specialists (NACNS) 1 0 0

The National Association of Diversity
Officers in Higher Education (NADOHE) 1 0 0
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Table A4. Cont.

Name of Associations, Societies, and
Journal Names

Frequency in the 1150
Downloaded Abstracts
Obtained with Strategies 1
and 2 (If It Says Hits, This
Means Hit Counts and
Not Actual Abstracts)

Frequency in 531 Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained through Strategy 4
Were Not Analyzed for New
Actors. We Only Looked for
Actors Already Identified
through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in
Abstracts Found with
Strategies 1 and 2

The Obesity Society 1 0 0

The Society for Post-Acute and Long-Term
Care Medicine. 1 0 0

The Society for Surgery of the
Alimentary Tract 1 0 0

The Society for the Teaching of Psychology 1 0 0

The Society of Thoracic Surgeons 1 0 0

UFFC Society administration and activities 1 0 0

UFFC Society 1 0 0

UIKTEN-Association for Information
Communication Technology Education and
Science

1 0 0

Ultrasonics, Ferroelectrics, and Frequency
Control Society (UFFC Society) 1 0 0

University Aviation Association 1 0 0

University Film and Video
Association (UFVA) 1 0 0

World Federation 0 0 0

World Association 0 0 0

United Nation 0 0 0

Table A4 shows various associations, societies, and journal names, but most are only mentioned once.

Table A5. Frequency of Actors (universities, colleges, disciplines or departments, and faculty or
students mentioned) (list of terms found by reading all the abstracts from strategies 1 and 2).

Names of Universities and Colleges

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in Downloaded Abstracts
Obtained with Strategy 4 (If It Says
Hits, This Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained Through Strategy 4 Were
Not Analyzed for New Actors. We
Only Looked for Actors Already
Identified through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in Abstracts
Found with Strategies 1 and 2

“Universit*” 499 (hits) 232 (hits) 192 (hits)

“Higher education” 269 (hits) 50 35

College 241 (hits) 27 9

Names of universities or colleges

American College of Cardiology/American Heart
Association (ACC/AHA) 1 0 0

American College of Gastroenterology (ACG) 1 0 0

American College of Healthcare Executives 1 0 0

American College of
Neuropsychopharmacology (ACNP) 1 0 0

American College of Radiology 1 0 0

American College of Veterinary Emergency and
Critical Care 1 0 0

Association of College and Research Libraries 1 0 0
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Table A5. Cont.

Names of Universities and Colleges

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in Downloaded Abstracts
Obtained with Strategy 4 (If It Says
Hits, This Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained Through Strategy 4 Were
Not Analyzed for New Actors. We
Only Looked for Actors Already
Identified through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in Abstracts
Found with Strategies 1 and 2

Ball State University 1 0 0

Boston College Law School 2 0 0

Canadian College of Health Leaders 1 0 0

Carl R. Ice College of Engineering at Kansas
State University 1 0 0

Clemson University 1 0 0

College of Engineering and Computing 1 0 0

College of Engineering and Science at Louisiana
Tech University 2 0 0

College of Liberal Studies 1 0 0

College of Midwives of Ontario 1 0

College of Nursing 1 0 0

College of Science and Engineering 1 0 0

College teaching and student learning 1 0 0

Deakin University (Australia) 1 0 0

Department of Chemistry and Chemical Biology
(CCB) at McMaster University 1 0 0

Department of Civil and Environmental
Engineering at Carnegie Mellon University 1 0 0

Eindhoven University of Technology 1 0 0

Faculty at the College of the Holy Cross 1 0 0

Faculty of Natural Sciences at Imperial
College London 1 0 0

Gallaudet University 1 0 0

Gannon University 1 0 0

Georgia Tech’s College of Engineering 1 0 0

Grand Valley State University 2 0 0

Hong Kong university 1 1 0

Imperial College 2 2 0

Imperial College London; Faculty of Natural
Sciences 1 0 0

Imperial College; Chemistry Department 2 0 0

Iowa State University 1 1 0

Johns Hopkins University 1 0 0

Land Grant University 1 2 1

Land Grant University; STEM Faculty 1 0 0

Las Vegas University 1 1 0

Louisiana Tech University; Advancing
faculty program 1 0 0

Louisiana Tech University; Faculty Program in the
College of Engineering and Science 1 0 0

Macquarie University 1 0 0

Music Departments of King’s College London 1 0 0

Nanyang Technological University in Singapore 1 0 0

National Community College Hispanic Council 1 0 0

New Mexico State University 1 1 0

New Mexico State University; Women
engineering faculty 1 0 0

New York City College of Technology 1 1 0
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Table A5. Cont.

Names of Universities and Colleges

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in Downloaded Abstracts
Obtained with Strategy 4 (If It Says
Hits, This Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained Through Strategy 4 Were
Not Analyzed for New Actors. We
Only Looked for Actors Already
Identified through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in Abstracts
Found with Strategies 1 and 2

North Carolina Community College 1 0 0

North Dakota State University (NDSU 1 0 0

Oakland University 1 0 0

Oxford University 3 0 0

Physics at Rhodes College 1 0 0

Portland State University (USA) 1 0 0

Psychology at Hiram College 0 0

Purdue University 1 0 9

Regional Australian University 1 0 0

RMIT University 1 0 0

Royal College of General Practitioners 1 0 0

Royal College of Nursing (Great Britain) 1 0 0

Rutgers University 2 0 0

Rutgers University for Faculty Advancement and
Institutional Re-imagination 2 0 0

Rutgers, The State University of New Jersey;
Women Faculty, American Chemical Society 1 0 0

San Antonio College 1 0 0

School of Medicine, Dentistry and Biomedical
Sciences at Queen’s University 1 0 0

Seattle University 1 1 0

Southwestern Ontario University 1 0 0

Syracuse University 1 0 1

The Canadian College of Health Leaders 2 0 0

The College of Arts and Sciences 1 0 0

The College of Engineering 2 1 0

The George R. Brown School of Engineering at
Rice University 1 0 0

The Medical College of Wisconsin 1 0 0

The Royal Australasian College of Surgeons
(RACS) 1 0 0

The Royal College of Surgeons of England and
British Association of Oral and
Maxillofacial Surgeons

1 0 0

The State University of New Jersey 1 0 0

The University of Alberta; Chemistry Department 1 0 0

The University of California San Francisco
Neurology Department 1 0 0

The University of Delaware 1 0 0

The University of Minnesota; Women in Medicine
and Science (CWIMS) 1 0 0

The University of Nevada, 1 0 0

The University of Puerto Rico; Science faculty 1 0 0

The University of Rhode Island; Men STEM
faculty 1 0 0

The University of San Diego; Advancement of
Female faculty 1 0 0

The University of Wisconsin Women in Science
and Engineering Leadership Institute (WISELI) 1 0 0

Trinity College Dublin 1 0 0
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Table A5. Cont.

Names of Universities and Colleges

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in Downloaded Abstracts
Obtained with Strategy 4 (If It Says
Hits, This Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained Through Strategy 4 Were
Not Analyzed for New Actors. We
Only Looked for Actors Already
Identified through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in Abstracts
Found with Strategies 1 and 2

The University of Delaware; Women
STEM faculty 1 0 0

Tuskegee University 1 0 0

Tuskegee University faculty of vet med 1 0 0

U.S. Army War College 1 0 0

University Aviation Association 1 0 0

University College, London, England 2 0 0

University Film and Video Association (UFVA) 1 0 0

University Fort Wayne 1 0 0

University of Akron 1 0 1

University of Alabama (USA) 1 0 1

University of Baltimore School of Law
in Maryland 1 0 0

University of Calgary 1 0 0

University of California 4 0

University of California Academic Senate 1 0 0

University of California Berkeley 1 2 0

University of California Berkeley Food Institute 1 0 0

University of California, San Francisco 1 0 0

University of Cambridge 1 0 0

University of Cape Town 1 0 1

University of Chicago 1 1 0

University of Colorado at Boulder, Colorado 2 0 0

University of Exeter (UK) 1 0 0

University of Florida 1 0 0

University of Florida’s Health Science
Center Libraries 1 0 0

University of Illinois 2 0 0

University of Kent 2 1 0

University of Michigan 1 3 0

University of New Brunswick 1 0 0

University of North Carolina Charlotte 1 0 0

University of North Florida 1 1 0

University of Pittsburgh 1 1 0

University of Puerto Rico 1 0 0

University of Rhode Island 1 0 0

University of Rhode Island; AAUP faculty 1 0 0

University of San Diego (USD) 1 0 0

University of Sharjah, United Arab Emirates 1 0 1

University of South Carolina 1 0 0

University of South Carolina Upstate; Faculty of
Theatrical Intimacy Education (TIE) 1 0 0

University of Southern California 1 1 0

University of Texas 2 0 0
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Table A5. Cont.

Names of Universities and Colleges

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in Downloaded Abstracts
Obtained with Strategy 4 (If It Says
Hits, This Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained Through Strategy 4 Were
Not Analyzed for New Actors. We
Only Looked for Actors Already
Identified through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in Abstracts
Found with Strategies 1 and 2

University of Toledo 2 0 1

University of Toronto 1 0 1

University of Utah 1 2 0

University of Virginia 1 2 0

University of Washington 1 2 0

University of West Georgia 1 1 0

University of Wisconsin 1 0 0

University-Purdue 1 0 0

West Virginia University 1 0 0

Western Reserve University 1 0 1

Wiess School of Natural Sciences at Rice
University in Houston 1 0 0

Winston-Salem State University 0 0 0

Departments or disciplines

“All members” 6 2 1

Anthropology 1 0 1

Architecture 0 1 0

Arts, academic 5 3 0

Arts, community (not academic as comparison) 14 3 5

Biogeosciences 1 0 0

Biological Engineering 1 0 0

Business School 5 2 9

Cell Biology 3 0 0

Chemistry 20 5 1

Computer Science 16 6 0

Counselor Education 1 0 0

Disability Studies 0 0 1

Economics 5 3 3

Engineering 492 (hits) 212 (hits) 16

Engineering Librarians 1 0 0

Environmental Engineer 2 0 0

Humanities 4 2 1

Kinesiology 2 4 0

Philosophy 0 0 0

Political Science* 0 0 1

Physics 12 2 1

Psychology 26 16 11

Psychiatry 2 0 0

Research 1079 (hits) 645 (hits) 1258 (hits)

School of Law 1 0 0

Science 463 (hits) 258 (hits) 34

Social Science* 10 5 5

Sociology 3 2 7

STEM 257 (hits) 22 19

University Libraries 6 1 0
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Table A5. Cont.

Names of Universities and Colleges

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in Downloaded Abstracts
Obtained with Strategy 4 (If It Says
Hits, This Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained Through Strategy 4 Were
Not Analyzed for New Actors. We
Only Looked for Actors Already
Identified through Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in Abstracts
Found with Strategies 1 and 2

Faculty or students mentioned

Faculty 653 (hits) 255 (hits) 163 (hits)

“Student*” 990 (hits) 595 (hits) 161 (hits)

Undergraduate 109 (hits) 25 5

Staff 83 38 16

Table A5 shows that very few disciplines as evident in departments were present, with Engineering and STEM
being the main ones and social-science-related ones rarely mentioned.

Table A6. Frequency of Actors (medical-disciplines- and health-profession-related terms) (list of
terms found by reading all the abstracts from strategies 1 and 2).

Names of Universities and Colleges

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
And not Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits,
This Means Hit Counts and
Not Actual Abstracts). The
Abstracts Obtained through
Strategy 4 Were Not
Analyzed for New Actors.
We Only Looked for Actors
Already Identified through
Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in
Abstracts Found with
Strategies 1 and 2

Medicine

“Allied health profession*” 0 0 1

American Society of Health-System
Pharmacists 4 2 0

Anatomy 3 2 0

Cardiology 4 0 0

Clinician or “Clinical Care” 16 7 0

COVID 142 (hits) 48 18

Dental 8 5 0

“Emergency medicine” 6 8 0

“Family medicine” 4 1 0

“Genetic Counselors” 2 0 0

“Health Care” or “healthcare” 143 (hits) 106 (hits) 17

Healthcare professional or health care
professional or healthcare professionals or
health care professionals or health profession

6 5 4

“Hospital Medicine” 3 0 3

“Medical education” 33 19 1

“Medical Library Association” 4 0 0

“Medical profession*” 3 0 5

Midwifery 2 0 1

“Molecular Imaging” 1 0 1

“Neuro*” 18 9 3
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Table A6. Cont.

Names of Universities and Colleges

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
And not Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits,
This Means Hit Counts and
Not Actual Abstracts). The
Abstracts Obtained through
Strategy 4 Were Not
Analyzed for New Actors.
We Only Looked for Actors
Already Identified through
Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in
Abstracts Found with
Strategies 1 and 2

Nursing or nurses 191 (hits) 186 (hits) 6

“Obstetrics and Gynecology” 5 2 0

“Occupational Therapy” 3 0 2

Oncology 17 11 0

“Oncology Nursing Society” 4 1 0

Otolaryngology 4 3 0

Pathology 6 0 1

Pediatrics 6 1 0

Pharmacy 6 4 0

“Physical therap*” or “physiotherapy*” 4 0 0

Physician 33 21 2

“Physician Assistant” 3 0 0

Psychiatry or Psychology 36 19 29

Radiology 9 7 0

Rehabilitation 3 3 7

Residency 28 19 0

“Social Work*” 8 2 0

“Speech language pathology*” or “speech
therap*” or “audiolog*” 2 1 0

Surgical OR Surgery 40 29 1

Therapy or therapists 16 3 2

Urology 2 5 0

Vet Med—AVMA 1 0 0

Veterinary 11 5 0

Table A6 shows some hits with various medical specialties and few ones for most health professions.

Table A7. Phrases containing the term “social”, with phrases found by reading all the abstracts from
strategies 1 and 2.

Phrases Mentioning Social

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says Hits,
This Means Hit Counts and Not
Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained through Strategy 4
Were Not Analyzed for New
Social Terms but Only for the
Presence of Social Terms Found
with Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in Abstracts
Found with Strategies 1 and 2

Social 538 (hits) 285 (hits) 830 (hits)

“Social justice” 38 20 15

“Social media” 15 14 39
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Table A7. Cont.

Phrases Mentioning Social

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says Hits,
This Means Hit Counts and Not
Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained through Strategy 4
Were Not Analyzed for New
Social Terms but Only for the
Presence of Social Terms Found
with Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in
Abstracts Found with
Strategies 1 and 2

“Social determinant*” 11 5 1

“Social science*” 8 5 4

“Social work*” 7 3 2

“Social identit*” 7 2 17

“Social injustice*” 7 2 0

“Social implication*’ 6 2 129 (high because journal asks
for phrase in abstract often)

“Social value*” 4 0 3

“Social responsibili*” 4 1 3

“Social networking” 3 0 0

“Social issue*” 3 3 5

“Social unrest” 3 1 0

“Social support*” 3 1 9

“Social procurement*” 2 1 1

“Social change*” 2 0 11

“Social categori*” 2 0 6

“Social welfare” 2 0 2

“Social cohesion” 2 0 2

“Social class” 2 1 4

“Social inclusion” 2 0 3

“Social learning” 2 0 0

“Social environment” 2 0 1

“Social contract” 2 0 0

“Social structure” 2 2 2

“Social–emotional learning” 2 0 0

“Social need” 2 1 0

“Social marketing” 1 0 0

”Social enterprise*” 1 0 1

“Social skill*” 1 0 1

“Social group” 1 0 2

“Social movement” 1 1 6

“Social consciousness” 1 0 0

“Social disparities” 1 0 0

“Social norm” 1 0 4

“Social power” 1 0 0

“Social participation” 1 2 0

“Social isolation” 1 2 1

“Social service” 1 2 0

“Social relevance” 1 1 0
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Table A7. Cont.

Phrases Mentioning Social

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says Hits,
This Means Hit Counts and Not
Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts). The Abstracts
Obtained through Strategy 4
Were Not Analyzed for New
Social Terms but Only for the
Presence of Social Terms Found
with Strategies 1 and 2

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts) of Terms in
Abstracts Found with
Strategies 1 and 2

“Social diversity” 1 0 1

“Social technologies” 1 0 0

“Social disclosure” 1 0 0

“Social dynamics” 1 0 1

“Social climate” 1 0 0

“Social agenda” 1 0 1

“Social construction” 1 0 4

“Social behavior” 1 0 0

“Social transformation” 1 0 2

“Social health” 0 0 0

Table A7 shows very few phrases containing “social” are present, and even less are present more than one time.

Table A8. Hit counts for other social indicators in the abstracts, with terms obtained from the existing
literature [191–227].

Terms

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says Hits,
This Means Hit Counts and Not
Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits,
This Means Hit Counts and
Not Actual Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Well-being

“Well being” OR “well-being” or
“wellbeing” 35 27 22

“Psychological wellbeing” or
“Psychological well-being” or
“Psychological well being”

2 2 3

“social wellbeing” or “social well-being”
or “social well being” 0 0 0

“Economic wellbeing” or “Economic
well-being” or “Economic well being” 0 0 1

“Emotional wellbeing” or “Emotional
well-being” or “Emotional well being” 0 1 1

“environmental wellbeing” or
“environmental well-being” or
“environmental well being”

0 0 0

“Societal wellbeing” or “Societal
well-being” or “Societal well being” 0 0 0

“Subjective wellbeing” or “Subjective
well-being” or “Subjective well being” 0 0 0

“Work/life wellbeing” or “Work/life
well-being” or “Work/life well being” 0 0 0
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Table A8. Cont.

Terms

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says Hits,
This Means Hit Counts and Not
Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits,
This Means Hit Counts and
Not Actual Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Individual terms from the existing literature [191–227]

Autonomy 1 0 5

Bias* 224 (hits) 118 (hits) 53

COVID 122 (hits) 48 18

“Data protection” 1 0 0

Dignity 5 0 3

Ethic* 22 9 21

“Good life” 0 0 0

“Health Equity” 26 19 0

“Hierarch*” 8 8 31

“Identit*” 200 (hits) 42 380 (hits)

Independence 4 2 3

Interdependence 0 0 0

Interdependent 2 0 3

“Intersectional*” 47 17 188 (hits)

Justice 250 (hits) 184 (hits) 31

Privacy 4 4 5

“Quantum ethics” 0 0 0

“Reasonable accommodation” 0 0 0

Respected 5 3 0

Respecting 5 1 4

“Self-determination” 0 0 3

Social 538 (hits) 285 (hits) 830 (hits)

“Social good” 1 1 0

“Social impact*” 4 1 0

“Social implication*” 6 2 126

“Social responsibility” 7 0 3

Societal 27 18 37

“Societal impact*” 0 0 0

“Societal implication*” 0 0 1

Solidarity 8 1 10

“Stereotype*” 14 4 28

“Stigma*” 11 3 12

“Technological deskilling” or deskilling 0 0 0

"Work–life” OR “work/life” 15 1 25

International documents list taken from [228]

“Convention on the Elimination of All
Forms of Discrimination against Women” 0 0 0

“Convention on the rights of Persons
with Disabilities” 1 0 1
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Table A8. Cont.

Terms

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says Hits,
This Means Hit Counts and Not
Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits,
This Means Hit Counts and
Not Actual Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

“Convention on the rights of the child” 0 0 0

“Declaration on the Rights of
Indigenous Peoples” 0 0 0

“International Convention on the
Elimination of All Forms of Racial
Discrimination”

0 0 0

“Transforming our world: the 2030 agenda
for sustainable development” 0 0 0

“UN flagship report on disability
and development” 0 0 0

“UN Framework Convention on
Climate Change” 0 0 0

“Universal Declaration of Human Rights” 0 0 0

Table A8 shows that although the term “social” generated some hits, phrases containing the term “social”
generated much fewer to no hits. Wellbeing was mentioned rarely, and UN international documents covering
social groups and the topic of climate chang were not mentioned.

Table A9. Hit counts for the terms of various composite measures of the “social” [445–469] in abstracts
mentioning the documents.

Terms

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says Hits,
This Means Hit Counts and Not
Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits, This
Means Hit Counts and Not
Actual Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If It
Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

AQOL 0 0 0

“Better life index” 0 0 0

“Brief Inventory of Thriving” 0 0 0

“Calvert-Henderson Quality of Life” 0 0 0

“Canadian Index of well being” 0 0 0

“Community based rehabilitation” 0 0 0

“Community based rehabilitation matrix” 0 0 0

“Community rehabilitation” 0 0 0

“Comprehensive Inventory of Thriving” 0 0 0

“Determinants of health” 12 7 1

“Flourishing Scale” 0 0 0

“Index of well-being” 0 0 0

“Perceived Life Satisfaction” 0 0 0

Satisfaction with life scale 0 0 0

“Scale of Positive and Negative Experience” 0 0 0

“Social determinants of health” 12 4 1

“The Disability and Wellbeing Monitoring
Framework and Indicators” 0 0 0

“The Quality of Being Scale” 0 0 0

“Well-being index” 0 0 0

“Meaning in Life” 0 0 0

“Capability approach” 1 0 0

Table A9 shows that terms used for the various composite measures of the “social” were not mentioned except for
“determinants of health”, “social determinants of health” and “capability approach”.
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Table A10. Presence of Community Based Rehabilitation Matrix indicators in the abstracts.

Primary
Indicator Secondary Indicator

Frequency in
Downloaded
Abstracts Obtained
with Strategies 1 and 2
(If It Says Hits, This
Means Hit Counts and
Not Actual Abstracts)

Frequency in
Downloaded
Abstracts Obtained
with Strategy 4 (If It
Says Hits, This Means
Hit Counts and Not
Actual Abstracts)

Frequency in the 781
Downloaded
Abstracts Obtained
with Strategy 3 (If It
Says Hits, This Means
Hit Counts Fand Not
Actual Abstracts)

Health 603 (hits) 515 (hits) 147 (hits)

“healthcare” OR “health care” 143 (hits) 106 (hits) 17

“assistive technology” OR
“assistive technologies” OR
“assistive device” OR
“assistive devices”

0 1 3

“Health promotion” 2 1 0

“Health prevention” 0 0 0

Rehabilitation 2 3 0

Education 1042(hits) 608 (hits) 228 (hits)

“Childhood education” 0 0 0

“Primary education” 0 0 0

“Secondary education” 3 1 1

“Non-formal” 0 0 0

“Life-long learning” 0 0 0

Livelihood 0 0 0

“Skills development” 1 0 1

“Self-Employment” 0 0 3

“Financial services” 0 0 4

“Wage employment” 0 0 0

“Social protection” 0 0 1

Social 538 (hits) 285 (hits) 830 (hits)

“social relationship” 0 0 1

Family 20 7 49

“Personal Assistance” 0 0 0

Culture 196 (hits) 47 168 (hits)

Arts 20 5 7

Recreation OR leisure OR sport 23 20 8

“Empower*” 26 6 23

“Communication*” 137 (hits) 41 27

“Social mobilization” 0 0 0

“Political participation” 0 0 0

“Self-help groups” 0 0 1

“Disabled people’s
organization” 0 0 0

Table A10 shows a very uneven coverage of the individual indicators.
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Table A11. Presence of Canadian Index of Wellbeing indicators in abstracts.

Terms Secondary Indicator

Frequency in
Downloaded
Abstracts Obtained
with Strategies 1 and 2
(If It Says Hits, This
Means Hit Counts and
Not Actual Abstracts)

Frequency in
Downloaded
Abstracts Obtained
with Strategy 4 (If It
Says Hits, This Means
Hit Counts and Not
Actual Abstracts)

Frequency in the 781
Downloaded
Abstracts Obtained
with Strategy 3 (If It
Says Hits, This Means
Hit Counts and Not
Actual Abstracts)

“Social Relationship*” 0 0 0

“Social engagement” 0 0 1

“Social Support” 3 1 9

“Community safety” 0 0 0

“Social norm*” 1 0 0

“Democratic
engagement” 0 0 0

Participation 58 36 47

“Communication*” 137 (hits) 41 27

Leadership 377 (hits) 174 (hits) 175 (hits)

Education 1042 (hits) 608 (hits) 228 (hits)

“Competenc*” 11 28 21

Knowledge 117 (hits) 46 149 (hits)

“Skill*” 129 (hits) 32 133 (hits)

Environment 140 (hits) 47 50

Air 1 0 1

Energy 5 1 1

Freshwater 0 0 0

“Nonrenewable
material” 0 0 0

“Biotic resources” 0 0 0

“Healthy population” 0 0 0

“personal wellbeing” 0 0 0

“Physical health” 1 1 0

“Life expectancy” 1 1 2

“Mental health” 22 15 10

“functional health” 0 0 0

Lifestyle 1 2 0

“Public health” 11 8 4

Healthcare or “health
care” 143 (hits) 106 (hits) 17

Culture 196 (hits) 47 168 (hits)

Leisure 3 1 3

“Living standard” 0 0 0

Income 14 10 12

“Economic security” 1 0 0

Time ND ND ND

Table A11 shows a very uneven coverage of the individual indicators.
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Table A12. Presence of Better Life Index indicators in abstracts.

Indicator

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits,
This Means Hit Counts and
Not Actual Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

“Civic engagement” 2 1 1

Community 369 (hits) 217 (hits) 61

Education 1042 (hits) 608 (hits) 228 (hits)

Environment 140 (hits) 47 50

Health 603 (hits) 515 (hits) 147 (hits)

Income 14 10 12

Job 12 13 96

Housing 4 1 5

“Life satisfaction” 2 0 1

“Physical environment” 0 0 0

Safety 11 12 8

“Work–life balance” or
“work/life balance” 7 0 10

“Work–life” or “work/life” 15 3 22

Table A12 shows a very uneven coverage of the individual indicators.

Table A13. Presence of social determinants of health (SDH) indicators in abstracts.

Indicator

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits,
This Means Hit Counts and
Not Actual Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

“Aboriginal” OR “first
nations” OR “Metis” OR
“Indigenous peoples” OR
“Inuit” OR “native
American*”

5 9 5

Advocacy 39 15 7

Coping 20 0 8

“Disabled women” OR
“Women with disabilities” 0 0 4

“Discrimination*” 103 (hits) 34 422 (hits)

“Early Childhood
Development” 0 0 0

Education 1042 (hits) 608 (hits) 228 (hits)

Employment 37 3 408 (hits)

“Ethnic*” 227 (hits) 161 (hits) 266 (hits)

“Food Insecurity” or
“food security” 1 0 0

Gender 625 (hits) 236 (hits) 1428 (hits)
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Table A13. Cont.

Indicator

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits,
This Means Hit Counts and
Not Actual Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Genetic 12 3 2

Globalization 1 1 5

“Health Services” 1 6 3

Housing 4 1 5

Immigration 6 1 8

Income 14 10 12

“Job Security” 1 0 4

Literacy 12 10 0

“Physical environment” 0 0 0

“Race” or “racialized” 184 (hits) 55 161 (hits)

“Social engagement” 0 0 1

“Social Exclusion” 6 0 2

“Social integration” 0 0 3

“Social Safety Network” 0 0 0

“Social status” 0 0 2

Stress 12 7 12

Transportation 2 1 2

Unemployment 3 0 12

“Vocational training” 0 1 0

Walkability 0 0 0

Table A13 shows a very uneven coverage of the individual indicators.

Table A14. Hit counts of abstracts mentioning social terms identified from the CRPD [228].

Terms

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits,
This Means Hit Counts and
Not Actual Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

Abandonment 0 0 0

Ability 37 23 23

Abuse 4 1 5

“Academic development” 0 0 1

“Access to information” 2 1 1

“Accessible information” 0 1 0

Adoption 20 9 10

“Affirmative action” 3 3 14

“Alternative communication” 0 0 0
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Table A14. Cont.

Terms

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits,
This Means Hit Counts and
Not Actual Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

“Armed conflict” 0 0 0

Art 6 3 1

“Augmentative
communication” 0 0 0

Awareness 102 (hits) 40 44

“Awareness raising” 0 0 1

“Best practice” 24 21 12

Braille 0 0 0

“Capacity building” 1 1 0

“Child rearing” 0 0 1

Clothing 0 0 2

Concealment 0 0 2

Creativity 5 3 1

“Cultural identity” 1 1 6

“Cultural life” 0 0 0

“Economic assistance” 0 0 0

Entrepreneurship 9 3 13

Exploitation 3 1 7

Food 19 1 2

“Freedom of expression” 1 1 0

“Fundamental freedom” 0 0 0

Guardianship 0 0 0

Habilitation 3 0 0

Harassment 17 4 26

Harmful 4 4 4

“Health insurance” 1 0 0

“Human rights” 10 1 13

“Humanitarian emergencies” 0 0 0

“Intellectual property” 1 0 0

“International collaboration” 0 0 0

Isolation 9 3 2

Knowledge 117 (hits) 46 149 (hits)

“Lack of knowledge” 1 0 0

“Life insurance” 0 0 2

“Linguistic identity” 0 0 0

“Living condition” 0 0 0

Marriage 2 0 3
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Table A14. Cont.

Terms

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in Downloaded
Abstracts Obtained with
Strategy 4 (If It Says Hits,
This Means Hit Counts and
Not Actual Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3 (If
It Says Hits, This Means Hit
Counts and Not Actual
Abstracts)

“Media portrayal” 0 0 0

“Mentor*” 237 (hits) 30 16

“Mobilit*” 11 3 8

“Natural disaster” 0 0 0

Neglect 9 1 2

“Peer support” 2 1 0

“Personal mobility” 0 0 0

Personhood 0 0 0

“Political life” 0 0 0

“Political parties” 0 0 0

“Political rights” 0 0 0

Portrayal 3 0 0

Poverty 7 1 5

Prejudice 10 4 12

Public life 1 0 2

“Reasonable accommodation” 0 0 0

Receptiveness (to rights) 0 0 0

“Research and development” 5 2 1

“Respite care” 0 0 0

Segregation 6 1 10

“Self-respect” 0 0 0

“Self-worth” 0 1 0

“Sign language” 0 0 0

“Social development” 5 0 1

“Social environment” 2 0 1

“Standard of living” 0 0 1

Talent 27 8 13

“Technical assistance” 0 0 0

Training 284 (hits) 195 (hits) 48

“Universal design” 2 1 2

Violence 10 6 12

Voting 0 0 0

Water 8 0 1

Welfare 5 3 11

Table A14 shows very few hits with social terms identified from the CRPD.
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Table A15. Hit counts of abstracts mentioning technologies, science, and technology governance
concepts and ethics fields.

Terms

Frequency in Downloaded
Abstracts Obtained with
Strategies 1 and 2 (If It Says
Hits, This Means Hit Counts
and Not Actual Abstracts)

Frequency in
Downloaded Abstracts
Obtained with Strategy 4
(If It Says Hits, This
Means Hit Counts and
Not Actual Abstracts)

Frequency in the 781
Downloaded Abstracts
Obtained with Strategy 3
(If It Says Hits, This
Means Hit Counts and
Not Actual Abstracts)

Some technologies

Engineering 492 (hits) 212 (hits) 16

“Artificial intelligence” or “machine
learning” 6 20 14

“Neuroscience*” 3 2 0

“Communication technolog*” 1 0 1

“Information technolog*” 1 3 5

Quantum 1 0 0

“robotics” or “robot” OR “robots” 1 1 0

“Assistive technolog*” 0 1 2

“Technolog*” 182 (hits) 115 (hits) 35

“Virtual reality” 0 2 0

Science and technology governance concepts

“Technology governance” 1 0 0

“Science and technology governance” 1 0 0

“Anticipatory governance” 0 0 0

“Democratizing science and
technology” 0 0 0

“Parliamentary technology
assessment” 0 0 0

“Participatory technology
assessment” 0 0 0

“Responsible innovation” 0 0 0

“Responsible research and
innovation” 0 0 0

“Technology assessment” 0 0 0

“Transformative vision assessment” 0 0 0

“Upstream engagement” 0 0 0

Ethics fields

“AI-ethics” 0 1 0

“Bioethics” 0 2 0

Computer science ethics” 0 0 0

“Information technology ethics” 0 0 0

“Nanoethics” 0 0 0

“Neuroethics” 0 0 0

“Robo-ethics” 0 0 0

Table A15 shows few mentions of technologies, ethics fields, and science and technology governance terms.
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191. Coin, A.; Mulder, M.; Dubljević, V. Ethical aspects of BCI technology: What is the state of the art? Philosophies 2020, 5, 31.

[CrossRef]
192. Burwell, S.; Sample, M.; Racine, E. Ethical aspects of brain computer interfaces: A scoping review. BMC Med. Ethics 2017, 18, 60.

[CrossRef] [PubMed]
193. Hosseini, N.; Kumar, P. Gaps in Neuroethics in Relation to Brain Computer Interfaces: Systematic Literature Review. In

International Conference on Human-Computer Interaction; Springer: Berlin/Heidelberg, Germany, 2020; pp. 448–474. [CrossRef]
194. Aas, S.; Wasserman, D. Brain–computer interfaces and disability: Extending embodiment, reducing stigma? J. Med. Ethics 2015,

42, 37–42. [CrossRef]
195. Diep, L.; Wolbring, G. Who Needs to Fit in? Who Gets to Stand out? Communication Technologies Including Brain-Machine

Interfaces Revealed from the Perspectives of Special Education School Teachers Through an Ableism Lens. Educ. Sci. 2013, 3,
30–49. [CrossRef]

196. Sample, M.; Sattler, S.; Blain-Moraes, S.; Rodríguez-Arias, D.; Racine, E. Do publics share experts’ concerns about brain–computer
interfaces? A trinational survey on the ethics of neural technology. Sci. Technol. Hum. Values 2020, 45, 1242–1270. [CrossRef]

197. Vesnic-Alujevic, L.; Nascimento, S.; Polvora, A. Societal and ethical impacts of artificial intelligence: Critical notes on European
policy frameworks. Telecommun. Pol. 2020, 44, 101961. [CrossRef]

198. European Group on Ethics in Science and New Technologies. Statement on Artificial Intelligence, Robotics and ‘Autonomous’
Systems. Available online: https://ec.europa.eu/research/ege/pdf/ege_ai_statement_2018.pdf (accessed on 10 January 2023).

http://doi.org/10.1177/1744629505059267
http://doi.org/10.1080/713661966
https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-with-disabilities.html
https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-with-disabilities.html
https://www.un.org/development/desa/disabilities/publication-disability-sdgs.html#:~:text=%E2%80%9CThe%20UN%20Flagship%20Report%20on,can%20create%20a%20more%20inclusive
https://www.un.org/development/desa/disabilities/publication-disability-sdgs.html#:~:text=%E2%80%9CThe%20UN%20Flagship%20Report%20on,can%20create%20a%20more%20inclusive
https://www.un.org/development/desa/disabilities/publication-disability-sdgs.html#:~:text=%E2%80%9CThe%20UN%20Flagship%20Report%20on,can%20create%20a%20more%20inclusive
http://doi.org/10.1016/0092-6566(90)90007-S
https://www.univcan.ca/priorities/equity-diversity-inclusion/
https://www.univcan.ca/priorities/equity-diversity-inclusion/
http://doi.org/10.1177/0042085915574524
http://doi.org/10.1080/02615479911220401
https://www.unilever.com/planet-and-society/equity-diversity-and-inclusion/gender-equality-and-womens-empowerment/
https://www.unilever.com/planet-and-society/equity-diversity-and-inclusion/gender-equality-and-womens-empowerment/
https://carleton.ca/future-edge/cu-programs/strategies-for-edi-full-program/
https://toronto.cmha.ca/about-us/our-statement-on-equity-diversity-and-inclusion/
https://toronto.cmha.ca/about-us/our-statement-on-equity-diversity-and-inclusion/
https://www.utsc.utoronto.ca/thehub/commitment-equity-diversity-and-inclusion
https://www.utsc.utoronto.ca/thehub/commitment-equity-diversity-and-inclusion
http://doi.org/10.1023/A:1022188805083
http://doi.org/10.1111/j.1471-1842.2009.00848.x
http://doi.org/10.1016/j.ijnurstu.2009.02.010
http://www.ncbi.nlm.nih.gov/pubmed/19328488
http://doi.org/10.1177/1049732305276687
http://doi.org/10.1177/2047173417743760
http://doi.org/10.1080/07399339209516006
http://doi.org/10.1016/S1366-5545(99)00016-2
http://doi.org/10.3390/philosophies5040031
http://doi.org/10.1186/s12910-017-0220-y
http://www.ncbi.nlm.nih.gov/pubmed/29121942
http://doi.org/10.1007/978-3-030-49065-2_32
http://doi.org/10.1136/medethics-2015-102807
http://doi.org/10.3390/educsci3010030
http://doi.org/10.1177/0162243919879220
http://doi.org/10.1016/j.telpol.2020.101961
https://ec.europa.eu/research/ege/pdf/ege_ai_statement_2018.pdf


Trends High. Educ. 2023, 2 227

199. The IEEE Global Initiative on Ethics of Autonomous and Intelligent Systems. Ethically Aligned Design: A Vision for Prioritizing
Human Well-being with Autonomous and Intelligent Systems (A/IS). Available online: http://standards.ieee.org/develop/
indconn/ec/ead_v2.pdf (accessed on 10 January 2023).

200. Malti, T.; Peplak, J.; Zhang, L. The Development of Respect in Children and Adolescents. Monogr. Soc. Res. Child Dev. 2020, 85,
7–99. [CrossRef] [PubMed]

201. Steckermeier, L.C.; Delhey, J. Better for Everyone? Egalitarian Culture and Social Wellbeing in Europe. Soc. Indic. Res. 2019, 143,
1075–1108. [CrossRef]

202. Kahneman, D.; Krueger, A.B. Developments in the measurement of subjective well-being. J. Econ. Perspect. 2006, 20, 3–24.
[CrossRef]

203. Kahneman, D.; Krueger, A.B.; Schkade, D.; Schwarz, N.; Stone, A. Toward National Well-Being Accounts. Am. Econ. Rev. 2004, 94,
429–434. [CrossRef]

204. Diener, E. Subjective well-being: The science of happiness and a proposal for a national index. Am. Psychol. 2000, 55, 34–43.
[CrossRef]

205. Warr, P.; Cook, J.; Wall, T. Scales for the measurement of some work attitudes and aspects of psychological well-being. J. Occup.
Psychol. 1979, 52, 129–148. [CrossRef]

206. Rook, K.S. The negative side of social interaction: Impact on psychological well-being. J. Personal. Soc. Psychol. 1984, 46, 1097–1108.
[CrossRef]

207. Ryff, C.D.; Keyes, C.L.M. The Structure of Psychological Well-Being Revisited. J. Personal. Soc. Psychol. 1995, 69, 719–727.
[CrossRef] [PubMed]

208. Ryff, C.D. Psychological Well-Being in Adult Life. Curr. Dir. Psychol. Sci. 1995, 4, 99–104. [CrossRef]
209. Abbey, A.; Caplan, R.D. Effects of Different Sources of Social support and Social Conflict on Emotional Well-Being. Basic Appl. Soc.

Psych. 1985, 6, 111–129. [CrossRef]
210. Ostir, G.V.; Markides, K.S.; Black, S.A.; Goodwin, J.S. Emotional well-being predicts subsequent functional independence and

survival. J. Am. Geriatr. Soc. 2000, 48, 473–478. [CrossRef]
211. Menardo, E.; Scarpanti, D.; Pasini, M.; Brondino, M. Usability of virtual environment for emotional well-being. In Methodologies and

Intelligent Systems for Technology Enhanced Learning, 9th International Conference; Springer: Cham, Switherland, 2019; Volume 1007,
pp. 45–52.

212. Brunstein, J.C.; Schultheiss, O.C.; Grässmann, R. Personal Goals and Emotional Well-Being: The Moderating Role of Motive
Dispositions. J. Personal. Soc. Psychol. 1998, 75, 494–508. [CrossRef]

213. Yellen, S.B.; Cella, D.F. Someone to live for: Social well-being, parenthood status, and decision-making in oncology. J. Clin. Oncol.
1995, 13, 1255–1264. [CrossRef]

214. Keyes, C.L.M. Social well-being. Soc. Psychol. Q. 1998, 61, 121–137. [CrossRef]
215. Wadsworth, M.E.J.; Montgomery, S.M.; Bartley, M.J. The persisting effect of unemployment on health and social well-being in

men early in working life. Soc. Sci. Med. 1999, 48, 1491–1499. [CrossRef]
216. Pedersen, D. Political violence, ethnic conflict, and contemporary wars: Broad implications for health and social well-being. Soc.

Sci. Med. 2002, 55, 175–190. [CrossRef]
217. Smith, T.W. A life events approach to developing an index of societal well-being. Soc. Sci. Res. 1992, 21, 353–379. [CrossRef]
218. Brown, L.M. Compassion and societal well-being. Pac. Phil. Quart 1996, 77, 216–224. [CrossRef]
219. Stiglitz, J.E. Employment, social justice and societal well-being. Int. Lab. Rev. 2002, 141, 9–29. [CrossRef]
220. Kim, A.E. Religious influences on personal and societal well-being. Soc. Indic. Res. 2003, 62–63, 149–170. [CrossRef]
221. Signore, M.; Fazio, D. A European framework for measuring progress: Fostering the understanding of individual and societal

well-being and sustainability. Sustain. Account. Manag. Policy J. 2014, 5, 313–324. [CrossRef]
222. Fratczak, P.; Goh, Y.M.; Kinnell, P.; Soltoggio, A.; Justham, L. Understanding human behaviour in industrial human-robot

interaction by means of virtual reality. In Proceedings of the Halfway to the Future Symposium 2019, Nottingham, UK, 19–20
November 2019.

223. West, D.M. The Future of Work: Robots, AI, and Automation; Brookings Institution Press: Washington, DC, USA, 2018; pp. 1–205.
224. Borjas, G.J.; Freeman, R.B. From immigrants to robots: The changing locus of substitutes for workers. RSF 2019, 5, 22–42.

[CrossRef]
225. Khosla, R.; Chu, M.T. Embodying care in matilda: An affective communication robot for emotional wellbeing of older people in

Australian residential care facilities. ACM Trans. Manag. Inf. Syst. 2013, 4, 18. [CrossRef]
226. Abeles, T.P. Send in the robots. Horizon 2016, 24, 141–144. [CrossRef]
227. Reddy, R. Robotics and intelligent systems in support of society. IEEE Intell. Syst. 2006, 21, 24–31. [CrossRef]
228. Gill, S.; Wolbring, G. Auditing the ‘social’ using conventions, declarations, and goal setting documents: A scoping review. Societies

2022, 12, 147. [CrossRef]
229. Meisner, B.A. Hindsight 20/20: Looking Back for a Vision Forward in Gerontology. Can. J. Aging Rev. Can. Vieil. 2022, 41, 1–3.

[CrossRef] [PubMed]
230. Russell, J.A.; Gonzales, L.D.; Barkhoff, H. Demonstrating equitable and inclusive crisis leadership in higher education. Kinesiol.

Rev. 2021, 10, 383–389. [CrossRef]

http://standards.ieee.org/develop/indconn/ec/ead_v2.pdf
http://standards.ieee.org/develop/indconn/ec/ead_v2.pdf
http://doi.org/10.1111/mono.12417
http://www.ncbi.nlm.nih.gov/pubmed/32779237
http://doi.org/10.1007/s11205-018-2007-z
http://doi.org/10.1257/089533006776526030
http://doi.org/10.1257/0002828041301713
http://doi.org/10.1037/0003-066X.55.1.34
http://doi.org/10.1111/j.2044-8325.1979.tb00448.x
http://doi.org/10.1037/0022-3514.46.5.1097
http://doi.org/10.1037/0022-3514.69.4.719
http://www.ncbi.nlm.nih.gov/pubmed/7473027
http://doi.org/10.1111/1467-8721.ep10772395
http://doi.org/10.1207/s15324834basp0602_2
http://doi.org/10.1111/j.1532-5415.2000.tb04991.x
http://doi.org/10.1037/0022-3514.75.2.494
http://doi.org/10.1200/JCO.1995.13.5.1255
http://doi.org/10.2307/2787065
http://doi.org/10.1016/S0277-9536(99)00052-0
http://doi.org/10.1016/S0277-9536(01)00261-1
http://doi.org/10.1016/0049-089X(92)90002-X
http://doi.org/10.1111/j.1468-0114.1996.tb00167.x
http://doi.org/10.1111/j.1564-913X.2002.tb00229.x
http://doi.org/10.1023/A:1022641100109
http://doi.org/10.1108/SAMPJ-11-2013-0046
http://doi.org/10.7758/rsf.2019.5.5.02
http://doi.org/10.1145/2544104
http://doi.org/10.1108/OTH-07-2015-0031
http://doi.org/10.1109/MIS.2006.57
http://doi.org/10.3390/soc12060147
http://doi.org/10.1017/S071498082100074X
http://www.ncbi.nlm.nih.gov/pubmed/34991766
http://doi.org/10.1123/kr.2021-0051


Trends High. Educ. 2023, 2 228

231. Badiee, R.K.; Hernandez, S.; Valdez, J.J.; NnamaniSilva, O.N.; Campbell, A.R.; Alseidi, A.A. Advocating for a New Residency
Application Process: A Student Perspective. J. Surg. Educ. 2022, 79, 20–24. [CrossRef]

232. D’Agostino, E.M.; Urtel, M.; Webster, C.A.; McMullen, J.; Culp, B. Virtual physical education during COVID-19: Exploring future
directions for equitable online learning tools. Front. Sport. Act. Living 2021, 3, 716566. [CrossRef]

233. Ebong, I.M.; Spector, A.R. Ensuring That an Equity, Diversity, Inclusion, and Anti-Racism Pledge Promotes Meaningful Change: Words
and Actions; AAN Enterprises: Apex, NC, USA, 2021; Volume 97, pp. 707–708.

234. Muldoon, K.M. IMPROVing communication about diversity, equity, and inclusion in health professions education. Anat. Rec.
2022, 305, 1000–1018. [CrossRef]

235. La Macchia, K. An academic digital library advancing an equitable and inclusive educational environment. Digit. Libr. Perspect.
2020, 37, 18–27. [CrossRef]

236. Bishop, K.L.; Abbruzzese, L.D.; Adeniran, R.K.; Dunleavy, K.; Maxwell, B.; Oluwole-Sangoseni, O.; Simon, P.; Smith, S.S.;
Thurston, L.A. Becoming an anti-racist interprofessional healthcare organization: Our journey. J. Interprofessional Educ. Pract.
2022, 27, 100509. [CrossRef]

237. Peek, C.; Allen, M.; Pacala, J.; Nickerson, W.; Westby, A. Coming Together in Action for Equity, Diversity, and Inclusion. Fam.
Med. 2021, 53, 786–795. [CrossRef] [PubMed]

238. Rowlett, P.; Corner, A.S. Topics of interest to the MSOR community: Evidence from the first 20 years of MSOR Connections.
MSOR Connect. 2021, 19, 55–74. [CrossRef]

239. Kaczorowski, T.; Howorth, S. Ensuring Equitable and Accessible Technology: A View from the CEC Division of Innovations in
Special Education Technology (ISET). TEACHING Except. Child. 2021, 53, 402–403. [CrossRef]

240. Schmittel, E.M.; Lettenberger-Klein, C.; Oliver, T.; Butterfras, R.F.; Adamson, D.W. Intentionality in Academic Telesupervision: A
Phenomenological Study of Faculty Telesupervisors’ Experiences. Contemp. Fam. Ther. 2021, 45, 61–74. [CrossRef]

241. Singh-Kandah, S.; Bentlyewski, E.; Brogan, F.; Minhaz, M.; Genfi, Y.; Crawford, G. Establishing a diversity, equity and inclusion
initiative in a cancer clinical trial office at an academic center. Oncol. Nurs. Forum. 2022, 49, E94.

242. Spencer, S.; Burrows, C.; Lacher, S.E.; Macheledt, K.C.; Berge, J.M.; Ghebre, R.G. Framework for advancing equity in academic
medicine and science: Perspectives from early career female faculty during the COVID-19 pandemic. Prev. Med. Rep. 2021,
24, 101576. [CrossRef]

243. Van Dyke, R. The Four Priorities That Will Guide Our Work. J. Fam. Consum. Sci. 2021, 113, 5. [CrossRef]
244. Fabusuyi, T.; Johnson, M.P. Enhancing the quality and social impacts of urban planning through community-engaged operations

research. Environ. Plan. B Urban Anal. City Sci. 2022, 49, 1167–1183. [CrossRef]
245. Sherman, B.W.; Kelly, R.K.; Payne-Foster, P. Integrating workforce health into employer diversity, equity and inclusion efforts.

Am. J. Health Promot. 2021, 35, 609–612. [CrossRef]
246. Packin, N.G.; Nippani, S. Ranking Season: Combating Commercial Banks’ Systemic Discrimination of Consumers. Am. Bus. Law

J. 2022, 59, 123–174. [CrossRef]
247. Svendsen, E.S.; Campbell, L.K.; Plitt, S.; Johnson, M.L. Open for All: How Are Federal and Municipal Land Management Agencies

Adapting to the COVID-19 Pandemic Alongside Increased Societal Recognition of Racial Injustice. Front. Sustain. Cities 2021,
3, 725620. [CrossRef]

248. Leigh, J.S.; Hiscock, J.R.; Koops, S.; McConnell, A.J.; Haynes, C.J.; Caltagirone, C.; Kieffer, M.; Draper, E.R.; Slater, A.G.; Hutchins,
K.M. Managing research throughout COVID-19: Lived experiences of supramolecular chemists. Chem 2022, 8, 299–311. [CrossRef]

249. Pyle, W.G.; Roesch, F.C. Recalibrating healthcare to create a more equitable post-pandemic work environment. Healthc. Manage.
Forum. 2021, 35, 39–42. [CrossRef] [PubMed]

250. Snell, L.; Valiquette, C.R.; Avery, E.; Moltaji, S.; Forrest, C.R. Improving Equity, Diversity, and Inclusion in Plastic, Reconstructive,
and Aesthetic Surgery in Canada: A Call to Action. Plast. Surg. 2022, 30, 94–101. [CrossRef] [PubMed]

251. Sarju, J.P. Rapid adaptation of a traditional introductory lecture course on catalysis into content for remote delivery online in
response to global pandemic. J. Chem. Educ. 2020, 97, 2590–2597. [CrossRef]

252. Eakin, B.L.; Ianni, P.A.; Byks-Jazayeri, C.; Ellingrod, V.L.; Woolford, S.J. Reimagining a summer research program during COVID:
Strategies for enhancing research workforce diversity. J. Clin. Transl. Sci. 2022, 6, e37. [CrossRef]

253. Feifer, R.A.; Bethea, L.; White, E.M. Racial disparities in COVID-19 vaccine acceptance: Building trust to protect nursing home
staff and residents. J. Am. Med. Dir. Assoc. 2021, 22, 1853–1855.e1851. [CrossRef]

254. Fisher, J.B.; Keenan, T.F.; Buechner, C.; Shirkey, G.; Perez-Quezada, J.F.; Knox, S.H.; Frank, J.M.; Runkle, B.R.; Bohrer, G. Once
upon a time, in AmeriFlux. J. Geophys. Res. Biogeosci. 2021, 126, e2020JG006148. [CrossRef]

255. Hruska, A.M.; Cawood, A.; Pagenkopp Lohan, K.M.; Ogburn, M.B.; Komatsu, K.J. Going remote: Recommendations for
normalizing virtual internships. Ecosphere 2022, 13, e3961. [CrossRef]

256. McDermott, M. Learning from the Experiences of Mothers of School-Aged Children on Tenure Track during the COVID-19 Global
Pandemic. J. Mother. Initiat. Res. Commun. Involv. 2020, 11, 247–264.

257. Solomon, C. An Often Overlooked Element of Diversity: Disability. Limnol. Oceanogr. Bull. 2021, 30, 20–21. [CrossRef]
258. Melnkovic, B.; Wilding, M. Moving up the talent curve: Historic US brand quickly shifts people culture. Strateg. HR Rev. 2022, 21,

170–174. [CrossRef]
259. Ramachandran, A.; Mouat, I.C.; Öberg, G. Incorporating equity, diversity, and inclusion in science: Lessons learned from an

undergraduate seminar. SciEd 2022, 107, 180–202. [CrossRef]

http://doi.org/10.1016/j.jsurg.2021.07.018
http://doi.org/10.3389/fspor.2021.716566
http://doi.org/10.1002/ar.24864
http://doi.org/10.1108/DLP-07-2020-0062
http://doi.org/10.1016/j.xjep.2022.100509
http://doi.org/10.22454/FamMed.2021.569762
http://www.ncbi.nlm.nih.gov/pubmed/34287818
http://doi.org/10.21100/msor.v19i2.1256
http://doi.org/10.1177/00400599211025506
http://doi.org/10.1007/s10591-021-09601-w
http://doi.org/10.1016/j.pmedr.2021.101576
http://doi.org/10.14307/JFCS113.3.5
http://doi.org/10.1177/23998083211054851
http://doi.org/10.1177/0890117120983288
http://doi.org/10.1111/ablj.12200
http://doi.org/10.3389/frsc.2021.725620
http://doi.org/10.1016/j.chempr.2022.01.001
http://doi.org/10.1177/08404704211054142
http://www.ncbi.nlm.nih.gov/pubmed/34702085
http://doi.org/10.1177/22925503221083287
http://www.ncbi.nlm.nih.gov/pubmed/35572078
http://doi.org/10.1021/acs.jchemed.0c00786
http://doi.org/10.1017/cts.2022.371
http://doi.org/10.1016/j.jamda.2021.07.006
http://doi.org/10.1029/2020JG006148
http://doi.org/10.1002/ecs2.3961
http://doi.org/10.1002/lob.10425
http://doi.org/10.1108/SHR-07-2022-0033
http://doi.org/10.1002/sce.21768


Trends High. Educ. 2023, 2 229

260. Rhodes, R.; Ejem, D.; Barrett, N.; Preston, A.m.; Smith, C.; Bullock, K.; Bethea, K.; Hasan, M.; Johnson, K. Association and
Causation Without Adequate Representation: An Evaluation of the Reporting of Race and Ethnicity of Study Participants in
Hospice and Palliative Medicine Research (GP751). J. Pain Symptom Manag. 2022, 63, 1140. [CrossRef]

261. Siri, A.; Leone, C.; Bencivenga, R. Equality, Diversity, and Inclusion Strategies Adopted in a European University Alliance to
Facilitate the Higher Education-to-Work Transition. Societies 2022, 12, 140. [CrossRef]

262. Halterman, S.L.; Benn, J. Colorado’s STATE OF HEALTH: A COVID-Era Approach Toward High-Impact, Equitable Workforce
Health and Well-Being. Benefits Q. 2022, 38, 18–25.

263. Layne, T.M.; Clark, U.S.; Mohamed, N.E.; Miller, S.J.; Sly, J.R.; Kata, H.E.; Astha, V.; Lawrence, S.A.; Hutson, Y.; Campbell, K.N.;
et al. Undue Burden: Black Faculty, COVID-19, and the Racial Justice Movement. J. Clin. Transl. Sci. 2022, 7, e14. [CrossRef]

264. Galetsi, P.; Katsaliaki, K.; Kumar, S. The medical and societal impact of big data analytics and artificial intelligence applications in
combating pandemics: A review focused on COVID-19. Soc. Sci. Med. 2022, 301, 114973. [CrossRef]

265. Sweeney, A.; Nishimura, M.M. The community building opportunities of collective report writing in a pandemic. Art Libr. J. 2022,
47, 40–46. [CrossRef]

266. Kreitmair, K.V. Medical ethics, moral courage, and the embrace of fallibility. Acad. Med. 2021, 96, 1630–1633. [CrossRef]
267. Lewiss, R.E.; Jagsi, R. Gender bias: Another rising curve to flatten? Acad. Med. 2021, 96, 792–794. [CrossRef] [PubMed]
268. Matthews, A.K.; Abboud, S.; Smith, A.U.; Smith, C.; Jeremiah, R.; Hart, A.; Weaver, T. Strategies to address structural and

institutional barriers to success among students of color in nursing programs. J. Prof. Nurs. 2022, 40, 96–104. [CrossRef] [PubMed]
269. Montgomery, B.L. Make equity essential to expedite change in academia. Nat. Microbiol. 2021, 6, 7–8. [CrossRef] [PubMed]
270. Nguyen, N.K.; Burnham, C.-A.D.; Casadevall, A.; Estes, M.K.; Ferrell, R.V.; Fleiszig, S.M. Microbial science research in the

post-COVID environment. Mbio 2021, 12, e01116-01121. [CrossRef] [PubMed]
271. White, E.M.; Maduka, R.C.; Ballouz, D.; Chen, H.; Wexner, S.D.; Behrns, K.E.; Lillemoe, K.D.; LeMaire, S.A.; Smink, D.S.; Sandhu,

G. Surgical research journals-Under review: An assessment of diversity among editorial boards and outcomes of peer review. Am.
J. Surg. 2021, 222, 1104–1111. [CrossRef] [PubMed]

272. Gilliam, C.A.; Olszewski, A.E.; McDade, J.E.; Homer, P.; Grow, H.M.; McPhillips, H.A.; Rooholamini, S.N. Grounded in Justice:
An Equity Framework for Chief Residents. Acad. Med. 2021, 96, 1638–1642. [CrossRef]

273. Gregory, N. Antiracism is necessary to achieve health equity. Am. J. Health Syst. Pharm. 2022, 79, 215–217. [CrossRef]
274. Jones, Y.; Durand, V.; Morton, K.; Ottolini, M.; Shaughnessy, E.; Spector, N.D.; O’Toole, J. Collateral damage: How COVID-19 is

adversely impacting women physicians. J. Hosp. Med. 2020, 15, 507–509. [CrossRef] [PubMed]
275. Daldrup-Link, H.E.; Esposito, G.; Bhujwalla, Z.M. Challenges and Initiatives in Diversity, Equity and Inclusion in Cancer

Molecular Imaging. Front. Oncol. 2021, 11, 638692. [CrossRef] [PubMed]
276. Gannotta, R.J. Changes in the Healthcare Environment Prompt Leaders to Think Digitally. Front. Health Serv. Manage. 2022, 38,

24–30. [CrossRef] [PubMed]
277. Kerfoot, K.M. Leadership and the Great Reset: Rethinking Possibilities for the Future of Nursing. Nurs. Econ. 2022, 40, 38–41.
278. Georgiev, G.S. The Human Capital Management Movement in US Corporate Law. Available online: https://ssrn.com/abstract=

3817747 (accessed on 10 January 2023).
279. Sandi, C.; Carey, M.R. COVID-19, stress, and inequities in (neuro) science. Neuron 2021, 109, 3358–3360. [CrossRef]
280. Lee, K. Solving for Law Firm Inclusion: The Necessity of Lawyer Well-Being. Vand. J. Ent. Tech. L. 2022, 24, 323–362. [CrossRef]
281. Mercado, J.; Lawrence, J.Z.; Moore, M.; Neogi, A.; Vig, H. A Call for Unity in DEIJ Efforts Using a Proposed Framework for Education,

Recruitment, Retainment, Research, and Active Outreach (ERA) for Genetic Counselors in the United States; Wiley Online Library:
Hoboken, NJ, USA, 2022; Volume 31, pp. 590–597.

282. Barnes, T.; Payton, J.; Washington, N.; Stukes, F.; Peterfreund, A.; Dunton, S. Featured research on equity and sustained
participation in engineering, computing, and technology. Comput. Sci. Eng. 2020, 22, 4–6. [CrossRef]

283. Direito, I.; Chance, S.; Craps, S.; Economides, S.; Isaac, S.; Jolly, A. Diversity, Equity, and Inclusion in Engineering Education:
An Exploration of European Higher Education Institutions’ Strategic Frameworks, Resources, and Initiatives. Available online:
https://discovery.ucl.ac.uk/id/eprint/10146133/ (accessed on 10 January 2023).

284. Hanson, V.L. Communicating ACM priorities. CACM 2021, 64, 5. [CrossRef]
285. Herrmann, T.; Stephenson, J. Equity and Inclusion in Medical Imaging and Radiation Therapy Education. Radiol. Technol. 2020,

91, 594–596.
286. Ibe, N.A.; Howsmon, R.; Penney, L.; Granor, N.; DeLyser, L.A.; Wang, K. Reflections of a diversity, equity, and inclusion working

group based on data from a national CS education program. In Proceedings of the 49th ACM Technical Symposium on Computer
Science Education, Baltimore, MD, USA, 21–24 February 2018; pp. 711–716.

287. Johnson, K.M. Implementing inclusive practices in an active learning STEM classroom. Adv. Physiol. Educ. 2019, 43, 207–210.
[CrossRef]

288. Jones, L.C.; Sarju, J.P.; Dessent, C.E.; Matharu, A.S.; Smith, D.K. What Makes a Professional Chemist? Embedding Equality,
Diversity, and Inclusion into Chemistry Skills Training for Undergraduates. J. Chem. Educ. 2021, 99, 480–486. [CrossRef]

289. Noble, C.E.; Amey, M.J.; Colón, L.A.; Conroy, J.; Qualls, A.D.C.; Deonauth, K.; Franke, J.; Gardner, A.; Goldberg, B.; Harding, T.
Building a Networked Improvement Community: Lessons in Organizing to Promote Diversity, Equity, and Inclusion in Science,
Technology, Engineering, and Mathematics. Front. Psychol. 2021, 12, 5357. [CrossRef]

http://doi.org/10.1016/j.jpainsymman.2022.04.142
http://doi.org/10.3390/soc12050140
http://doi.org/10.1017/cts.2022.460
http://doi.org/10.1016/j.socscimed.2022.114973
http://doi.org/10.1017/alj.2022.3
http://doi.org/10.1097/ACM.0000000000004420
http://doi.org/10.1097/ACM.0000000000003987
http://www.ncbi.nlm.nih.gov/pubmed/33570844
http://doi.org/10.1016/j.profnurs.2022.03.005
http://www.ncbi.nlm.nih.gov/pubmed/35568466
http://doi.org/10.1038/s41564-020-00845-0
http://www.ncbi.nlm.nih.gov/pubmed/33349679
http://doi.org/10.1128/mBio.01116-21
http://www.ncbi.nlm.nih.gov/pubmed/34044593
http://doi.org/10.1016/j.amjsurg.2021.09.027
http://www.ncbi.nlm.nih.gov/pubmed/34625204
http://doi.org/10.1097/ACM.0000000000004190
http://doi.org/10.1093/ajhp/zxab478
http://doi.org/10.12788/jhm.3470
http://www.ncbi.nlm.nih.gov/pubmed/32804615
http://doi.org/10.3389/fonc.2021.638692
http://www.ncbi.nlm.nih.gov/pubmed/33898312
http://doi.org/10.1097/HAP.0000000000000131
http://www.ncbi.nlm.nih.gov/pubmed/35191858
https://ssrn.com/abstract=3817747
https://ssrn.com/abstract=3817747
http://doi.org/10.1016/j.neuron.2021.08.031
http://doi.org/10.2139/ssrn.4106888
http://doi.org/10.1109/MCSE.2020.3010595
https://discovery.ucl.ac.uk/id/eprint/10146133/
http://doi.org/10.1145/3492320
http://doi.org/10.1152/advan.00045.2019
http://doi.org/10.1021/acs.jchemed.1c00500
http://doi.org/10.3389/fpsyg.2021.732347


Trends High. Educ. 2023, 2 230

290. Ying, K.M.; Martin, A.C.; Rodríguez, F.J.; Boyer, K.E. CS1 Students’ Perspectives on the Computer Science Gender Gap: Achieving
Equity Requires Awareness. In Proceedings of the 2021 Conference on Research in Equitable and Sustained Participation in
Engineering, Computing, and Technology (RESPECT), Philadelphia, PA, USA, 23–27 May 2023; pp. 1–9.

291. Blake, R.; Liou-Mark, J.; Norouzi, H.; Rivera, J.; Bah, A. Striving for Diversity, Equity, and Inclusion in Remote Sensing Education.
In Proceedings of the 2021 IEEE International Geoscience and Remote Sensing Symposium IGARSS, Brussels, Belgium, 11–16 July
2021; pp. 5704–5707.

292. Olzmann, J.A. Diversity through equity and inclusion: The responsibility belongs to all of us. Mol. Biol. Cell 2020, 31, 2757–2760.
[CrossRef]

293. Pearson, M.I.; Castle, S.D.; Matz, R.L.; Koester, B.P.; Byrd, W.C. Integrating critical approaches into quantitative STEM equity
work. CBE—Life Sci. Educ. 2022, 21, es1. [CrossRef]

294. Shyamsundar, H.; Asaria, A.; Bajra, I. BAME scientists: The hidden pioneers? Biochemist 2020, 42, 54–57. [CrossRef]
295. Emerson, C.J.; Lefsrud, L.M.; Robinson, J.; Hollett, S. WinSETT—Creating a Centre for Equity, Diversity, and Inclusion; NRC Research

Press: Ottawa, Canada, 2021; Volume 99, pp. 637–645.
296. Ford, J.; Jreidini, N.; Crandall, K.E.; Sanderson, S.; Xu, C.C. Promoting equity and inclusion with student-driven initiatives. Trends

Ecol. Evol. 2021, 36, 1063–1066. [CrossRef]
297. Smith, J.M.; Peterfreund, A. “Getting Better at Getting Better”: A Connectivist Approach to Building a Community of CSEd

Graduate Students. In Proceedings of the 2021 Conference on Research in Equitable and Sustained Participation in Engineering,
Computing, and Technology (RESPECT), Philadelphia, PA, USA, 23–27 May 2023; pp. 1–2.

298. Adrion, W.R.; Bevan, K.; Foster, P.; Matuszczak, D.; Miller, R.; Rita, L.; Sullivan, F.R.; Veeragoudar, S.; Wohlers, S.; Zeitz, M.
How a Research-Practice Partnership Refined its Strategy for Integrating CS/CT into K-5 Curricula: An Experience Report. In
Proceedings of the 53rd ACM Technical Symposium on Computer Science Education, Providence, RI, USA, 3–5 March 2022;
Volume 1, pp. 592–598.

299. Ciuffetelli Parker, D.; Conversano, P. Narratives of Systemic Barriers and Accessibility: Poverty, Equity, Diversity, Inclusion, and
the Call for a Post-Pandemic New Normal. Front. Educ. 2021, 6, 704663. [CrossRef]

300. Leibnitz, G.M.; Gillian-Daniel, D.L.; Greenler, R.M.c.C.; Campbell-Montalvo, R.; Metcalf, H.; Segarra, V.A.; Peters, J.W.; Patton, S.;
Lucy-Putwen, A.; Sims, E.L. The inclusive professional framework for societies: Changing mental models to promote diverse,
equitable, and inclusive STEM systems change. Front. Sociol. 2022, 6, 784399. [CrossRef]

301. McNally, K.; Pras, A. Audio+: A Research Forum to Transform our Traditions. Available online: https://www.aes.org/e-lib/
browse.cfm?elib=21219 (accessed on 10 January 2023).

302. Rogers, C.C.; Valdez, R.S. Designing for Diversity, Equity, and Inclusion in Systems Engineering Education. Available on-
line: https://strategy.asee.org/designing-for-diversity-equity-and-inclusion-in-systems-engineering-education (accessed on 10
January 2023).

303. Tennial, R.E.; Solomon, E.D.; Hammonds-Odie, L.; McDowell, G.S.; Moore, M.; Roca, A.I.; Marcette, J. Formation of the inclusive
environments and metrics in biology education and research (iEMBER) network: Building a culture of diversity, equity, and
inclusion. Am. Soc. Cell Biol. 2019, 18, mr1. [CrossRef]

304. Nakajima, A.; Teame, D.; Kostiuk, S. Equity, Diversity, and Inclusion in Simulation. Clin. Simul. Nurs. 2022, 71, 4–8. [CrossRef]
305. Chakravarthi, B.R. Multilingual hope speech detection in English and Dravidian languages. Int. J. Data Sci. Anal. 2022, 14,

389–406. [CrossRef]
306. Anusha, M.D.; Balouchzahi, F.; Shashirekha, H.L.; Sidorov, G.; Assoc Computat, L. MUCIC@LT-EDI-ACL2022: Hope Speech

Detection using Data Re-Sampling and 1D Conv-LSTM. In Proceedings of the 2nd Workshop on Language Technology for
Equality, Diversity and Inclusion (LTEDI), Dublin, Ireland, 27 May 2022; pp. 161–166.

307. Chakravarthi, B.R.; Muralidaran, V.; Priyadharshini, R.; Navaneethakrishnan, S.C.; McCrae, J.P.; Garcia-Cumbreras, M.A.;
Jimenez-Zafra, S.M.; Valencia-Garcia, R.; Kumaresan, P.K.; Ponnusamy, R.; et al. Overview of the Shared Task on Hope Speech
Detection for Equality, Diversity, and Inclusion. In Proceedings of the 2nd Workshop on Language Technology for Equality,
Diversity and Inclusion (LTEDI), Dublin, Ireland, 27 May 2022; pp. 378–388.

308. Chinagundi, B.; Surana, H.; Assoc Computat, L. giniUs@LT-EDI-ACL2022: Aasha: Transformers based Hope-EDI. In Proceedings
of the 2nd Workshop on Language Technology for Equality, Diversity and Inclusion (LTEDI), Dublin, Ireland, 27 May 2022;
pp. 291–295.

309. Gupta, V.; Kumar, R.; Pamula, R.; Assoc Computat, L. IIT Dhanbad @LT-EDI-ACL2022-Hope Speech Detection for Equality,
Diversity, and Inclusion. In Proceedings of the 2nd Workshop on Language Technology for Equality, Diversity and Inclusion
(LTEDI), Dublin, Ireland, 27 May 2022; pp. 229–233.

310. Jha, V.; Mishra, A.K.; Saumya, S.; Assoc Computat, L. CURAJ_IIITDWD@LT-EDI-ACL2022: Hope Speech Detection in English
YouTube Comments using Deep Learning Techniques. In Proceedings of the 2nd Workshop on Language Technology for Equality,
Diversity and Inclusion (LTEDI), Dublin, Ireland, 27 May 2022; pp. 190–195.

311. Khanna, D.; Singh, M.; Motlicek, P.; Assoc Computat, L. IDIAP_TIET@LT-EDI-ACL2022: Hope Speech Detection in Social Media
using Contextualized BERT with Attention Mechanism. In Proceedings of the 2nd Workshop on Language Technology for
Equality, Diversity and Inclusion (LTEDI), Dublin, Ireland, 27 May 2022; pp. 321–325.

http://doi.org/10.1091/mbc.E20-09-0575
http://doi.org/10.1187/cbe.21-06-0158
http://doi.org/10.1042/BIO20200031
http://doi.org/10.1016/j.tree.2021.08.013
http://doi.org/10.3389/feduc.2021.704663
http://doi.org/10.3389/fsoc.2021.784399
https://www.aes.org/e-lib/browse.cfm?elib=21219
https://www.aes.org/e-lib/browse.cfm?elib=21219
https://strategy.asee.org/designing-for-diversity-equity-and-inclusion-in-systems-engineering-education
http://doi.org/10.1187/cbe.18-03-0042
http://doi.org/10.1016/j.ecns.2022.08.004
http://doi.org/10.1007/s41060-022-00341-0


Trends High. Educ. 2023, 2 231

312. Muti, A.; Manerba, M.M.; Korre, K.; Barron-Cedeno, A.; Assoc Computat, L. LeaningTower@LT-EDI-ACL2022: When Hope
and Hate Collide. In Proceedings of the 2nd Workshop on Language Technology for Equality, Diversity and Inclusion (LTEDI),
Dublin, Ireland, 27 May 2022; pp. 306–311.

313. Roy, P.K.; Bhawal, S.; Kumar, A.; Chakravarthi, B.R.; Assoc Computat, L. IIITSurat@LT-EDI-ACL2022: Hope Speech Detection
using Machine Learning. In Proceedings of the 2nd Workshop on Language Technology for Equality, Diversity and Inclusion
(LTEDI), Dublin, Ireland, 27 May 2022; pp. 120–126.

314. Singh, M.; Motlicek, P.; Assoc Computat, L. IDIAP Submission@LT-EDI-ACL2022: Homophobia/Transphobia Detection in social
media comments. In Proceedings of the 2nd Workshop on Language Technology for Equality, Diversity and Inclusion (LTEDI),
Dublin, Ireland, 27 May 2022; pp. 356–361.

315. Upadhyay, I.S.; Srivatsa, K.V.A.; Mamidi, R.; Assoc Computat, L. Sammaan@LT-EDI-ACL2022: Ensembled Transformers Against
Homophobia and Transphobia. In Proceedings of the 2nd Workshop on Language Technology for Equality, Diversity and
Inclusion (LTEDI), Dublin, Ireland, 27 May 2022; pp. 270–275.

316. Zhu, Y.Y.; Assoc Computat, L. LPS@LT-EDI-ACL2022:An Ensemble Approach about Hope Speech Detection. In Proceedings
of the 2nd Workshop on Language Technology for Equality, Diversity and Inclusion (LTEDI), Dublin, Ireland, 27 May 2022;
pp. 183–189.

317. Gordon, M.; Leutenegger, S. Piloting a JEDI (Justice, Ethics, Diversity and Inclusion) Technology Ethics Living and Learning
Community. In Proceedings of the 2022 ASEE Annual Conference and Exposition, Minneapolis, MN, USA, 29 June 2022.

318. Hooper, K.; Fletcher, T.L. An Analysis of Engineering and Computing Students’ Attitudes to AI and Ethics. In Proceedings of the
2022 ASEE Annual Conference and Exposition, Minneapolis, MN, USA, 29 June 2022.

319. Potts, L.; Jin, H. Diversity, Equity, and Inclusion (DEI): A Conceptual Framework for Instruction and Learning the Geospatial Tech-
nology Competency Model (GTCM). Available online: https://peer.asee.org/diversity-equity-and-inclusion-dei-a-conceptual-
framework-for-instruction-and-learning-the-geospatial-technology-competency-model-gtcm.pdf (accessed on 10 January 2023).

320. Emerald Publisher. Study shows significant influence of HRD to shape and inspire CSR and sustainability initiatives. Hum.
Resour. Manag. Int. Dig. 2021, 29, 37–39. [CrossRef]

321. Ovseiko, P.V.; Pololi, L.H.; Edmunds, L.D.; Civian, J.T.; Daly, M.; Buchan, A.M. Creating a more supportive and inclusive
university culture: A mixed-methods interdisciplinary comparative analysis of medical and social sciences at the University of
Oxford. ISRv 2019, 44, 166–191. [CrossRef]

322. Ovseiko, P.V.; Chapple, A.; Edmunds, L.D.; Ziebland, S. Advancing gender equality through the Athena SWAN Charter for
Women in Science: An exploratory study of women’s and men’s perceptions. Health Res. Policy Syst. 2017, 15, 12. [CrossRef]
[PubMed]

323. Tower, L.E.; Dilks, L.M. Work/life satisfaction policy in ADVANCE universities: Assessing levels of flexibility. J. Divers. High.
Educ. 2015, 8, 157–174. [CrossRef]

324. El-Adawy, S.; Vogel, V.; Larkin, T.L. Women in the Physics and STEM Pipelines: Recruiting, Retaining, and Returning in the
Aftermath of a Global Pandemic. Available online: https://peer.asee.org/women-in-the-physics-and-stem-pipelines-recruiting-
retaining-and-returning-in-the-aftermath-of-a-global-pandemic (accessed on 10 January 2023).

325. Beeman, A. If only we are brave enough to be it”: Demanding more from diversity, equity, and inclusion efforts to support
women faculty of color. Crit. Sociol. 2021, 47, 1099–1109. [CrossRef]

326. Casellas Connors, I. Constructing a monolith: State policy, institutional DEI plans, and the flattening of Latinx identity at
hispanic-serving institutions. AERA Open 2021, 7, 23328584211063872. [CrossRef]

327. Grant, C.S.; Smith, B.E.; Ivy, J.S.; DeCuir-Gunby, J.T.; Carrigan, C.; Tanguay, S.K. ADVANCE-ENG Success at the intersection of
formal and informal networks for women of color (WOC) engineering faculty. In Proceedings of the CoNECD 2018—Collaborative
Network for Engineering and Computing Diversity Conference, Crystal City, VA, USA, 29 April 2018.

328. Laursen, S.L.; De Welde, K. The changer and the changed: Evolving theories and practices of change in ADVANCE calls for
institutional transformation. Equal. Divers. Incl. Int. J. 2019, 38, 140–159. [CrossRef]

329. Matthews, P.C.; Wedekind, L.; Noé, A.; Mokaya, J.; Tamandjou, C.; Kapulu, M.; Ruecker, A.; Kestelyn, E.; Zimba, M.; Khatamzas,
E.; et al. Equity for excellence in academic institutions: A manifesto for change. Wellcome Open Res. 2021, 6, 142. [CrossRef]

330. Nayak, S. Black feminist intersectionality is vital to group analysis: Can group analysis allow outsider ideas in? Group Anal. 2021,
54, 337–353. [CrossRef]

331. Harpur, P.; Szucs, B.; Willox, D. Strategic and policy responses to intersectionality in higher education. J. High. Educ. Policy Manag.
2022, 1–17. [CrossRef]

332. MacDougall, J.C. Dialogue With the Deaf: The Future Role of Psychology. Can. Psychol. 2022, 63, 637–650. [CrossRef]
333. Cervato, C.; Bilen-Green, C.; Minerick, A.; Koretsky, C.; Wahl, D.W.; Burnett, A.; Wingate, L.A.; Green, R.A.; Raman, D.R.;

Okudan Kremer, G.E.; et al. Creating a Collaborative Cross-Institutional Culture to Support STEM Women of Color and Women
with Family Responsibilities at Four Midwestern Research Institutions. Available online: https://par.nsf.gov/biblio/10338441
(accessed on 10 January 2023).

334. Tetteh, L.N.O.; Zaier, A.; Maina, F. Navigating uncharted paths to the American professoriate: Experiences of immigrant black
female faculty. J. Multicult. Educ. 2022. ahead of print. [CrossRef]

335. Carroll, M.A.; Boynes, S.; Jerome-Majewska, L.A.; Topp, K.S. The imperative for scientific societies to change the face of academia:
Recommendations for immediate action. Anat. Rec. 2022, 305, 1019–1031. [CrossRef] [PubMed]

https://peer.asee.org/diversity-equity-and-inclusion-dei-a-conceptual-framework-for-instruction-and-learning-the-geospatial-technology-competency-model-gtcm.pdf
https://peer.asee.org/diversity-equity-and-inclusion-dei-a-conceptual-framework-for-instruction-and-learning-the-geospatial-technology-competency-model-gtcm.pdf
http://doi.org/10.1108/HRMID-11-2020-0248
http://doi.org/10.1080/03080188.2019.1603880
http://doi.org/10.1186/s12961-017-0177-9
http://www.ncbi.nlm.nih.gov/pubmed/28222735
http://doi.org/10.1037/a0039372
https://peer.asee.org/women-in-the-physics-and-stem-pipelines-recruiting-retaining-and-returning-in-the-aftermath-of-a-global-pandemic
https://peer.asee.org/women-in-the-physics-and-stem-pipelines-recruiting-retaining-and-returning-in-the-aftermath-of-a-global-pandemic
http://doi.org/10.1177/08969205211003316
http://doi.org/10.1177/23328584211063872
http://doi.org/10.1108/EDI-09-2017-0192
http://doi.org/10.12688/wellcomeopenres.16861.1
http://doi.org/10.1177/0533316421997767
http://doi.org/10.1080/1360080X.2022.2144790
http://doi.org/10.1037/cap0000341
https://par.nsf.gov/biblio/10338441
http://doi.org/10.1108/JME-04-2022-0046
http://doi.org/10.1002/ar.24735
http://www.ncbi.nlm.nih.gov/pubmed/34418322


Trends High. Educ. 2023, 2 232

336. Armanios, D.E.; Christian, S.J.; Rooney, A.F.; McElwee, M.L.; Moore, J.D.; Nock, D.; Samaras, C.; Wang, G.J. Diversity, Equity, and
Inclusion in Civil and Environmental Engineering Education: Social Justice in a Changing Climate. In Proceedings of the 2021
ASEE Virtual Annual Conference Content Access, Online, 26 July 2021–19 July 2022.

337. Larkin, M. SAVMA stays focused on diversity, equity, and inclusion: Funding priorities reallocated, among other highlights from
meeting. J. Am. Vet. Med. Assoc. 2021, 239, 814–815.

338. Bowen, C.L.; Valle, J.M.; Mondisa, J.L.; Johnson, A.W.; Sakamoto, J.; Powell, K.G. ‘The Undergraduate Engineering Collaborative
Growth Series’: A Diversity, Equity, and Inclusion Program Supporting the Empowerment of Marginalized Students. In
Proceedings of the Frontiers in Education Conference, FIE, Lincoln, NE, USA, 13–16 October 2021.

339. McGill, B.M.; Foster, M.J.; Pruitt, A.N.; Thomas, S.G.; Arsenault, E.R.; Hanschu, J.; Wahwahsuck, K.; Cortez, E.; Zarek, K.; Loecke,
T.D.; et al. You are welcome here: A practical guide to diversity, equity, and inclusion for undergraduates embarking on an
ecological research experience. Ecol. Evol. 2021, 11, 3636–3645. [CrossRef]

340. Mustafaa, F.N.; Martinez, M.N. A visionary working model for pursuing social justice praxis through educational psychology
courses. Teach. Psychol. 2022, 00986283211065732. [CrossRef]

341. Gilliam, C.A.; Rooholamini, S.; McPhillips, H.; Mullett, T.; Homer, P.; McDade, J.; Olszewski, A.; Willgerodt, M.; Grow, H.M.
Qualitative Assessment of a Novel Equity, Diversity and Inclusion (EDI) Curriculum for Pediatric Residents. Acad. Pediatr. 2020,
20, e41–e42. [CrossRef]

342. Stonehouse, D.P. Understanding nurses’ responsibilities in promoting equality and diversity. Nurs. Stand. 2021, 36, 27–33.
[CrossRef] [PubMed]

343. Wright-Mair, R.; Kluch, Y.; Swim, N.; Turick, R. Driving Systemic Change: Examining Perceptions of High-Impact Practices for
Advancing Diversity, Equity, and Inclusion in Intercollegiate Athletics. Available online: https://csri-jiia.org/driving-systemic-
change-examining-perceptions-of-high-impact-practices-for-advancing-diversity-equity-and-inclusion-in-intercollegiate-
athletics/ (accessed on 10 January 2023).

344. Heidelberg, B.M. Evaluating equity: Assessing diversity efforts through a social justice lens. Cult. Trends 2019, 28, 391–403.
[CrossRef]

345. Nora, L.M. Using accreditation to transform diversity, equity, and inclusion efforts into diversity, equity, and inclusion systems.
Acad. Med. 2021, 97, 25–29. [CrossRef]

346. Hettinger, A.; Kumar, A.; Eaves, T.; Anderson, S.; Merkle, B.G.; Bayer, S. Extending the vision: Highlighting the human dimensions
of the Ecological Society of America. Bull. Ecol. Soc. Am. 2019, 100, e015952019. [CrossRef]

347. Raza Memon, A.; Jivraj, S. Trust, courage and silence: Carving out decolonial spaces in higher education through student–staff
partnerships. Law Teach. 2020, 54, 475–488. [CrossRef]

348. Posselt, J.R.; Chen, J.; Dixon, P.G.; Jackson, J.F.L.; Kirsch, R.; Nuñez, A.M.; Teppen, B.J. Advancing inclusion in the geosciences:
An overview of the NSF-GOLD program. J. Geosci. Educ. 2019, 67, 313–319. [CrossRef]

349. Cox, W.T.L. Developing scientifically validated bias and diversity trainings that work: Empowering agents of change to reduce
bias, create inclusion, and promote equity. Manag. Decis. 2022. ahead of print. [CrossRef]

350. LCHS DEI Statement and Action Plan. Libr. Cult. Hist. Soc. 2022, 6, v-xii. [CrossRef]
351. Gupta, S.; Choe, A.I.; Hardy, P.A.; Ganeshan, D.; Hobbs, S.K.; Probyn, L.; Awan, O.A.; Straus, C.M. Proposed Multilevel measures

to Support Diversity, Equity and Inclusion (DEI) Efforts in Radiology. Acad. Radiol. 2022. ahead of print. [CrossRef]
352. Farrell, L.; Dobele, A.; Duckham, M. Removing sticky floors in academia: A directory of best practise. In Proceedings of the

EDULEARN19, Palma de Mallorca, Spain, 1–3 July 2019; p. 9080.
353. Razack, S.; Philibert, I. Inclusion in the clinical learning environment: Building the conditions for diverse human flourishing. Med.

Teach. 2019, 41, 380–384. [CrossRef]
354. Stinson, J.; McCarty, K.; MacDonald, M. Steps for community fitness organizations seeking to engage in inclusive practices.

ACSM’s Health Fit. J. 2020, 24, 16–21. [CrossRef]
355. Byrd, D.A. Best Practices for Diversifying Nursing Education: Observations from a Consultant’s Experience. J. Nurs. Educ. 2022,

61, 542–544. [CrossRef]
356. Collopy, A.; Johnson, H.L.; Goodman, K.; Altman, T.; Darbeheshti, M.; Wood, K.L.; Mays, D. Exploring Nudging Approaches for

Growing a Culture of Diversity and Inclusion with Engineering Faculty. In Proceedings of the 2022 ASEE Annual Conference and
Exposition, Minneapolis, MN, USA, 29 June 2023.

357. Cranfill, J.R.; Freel, S.A.; Deeter, C.E.; Snyder, D.C.; Naggie, S.; Barrett, N.J.; Roberts, J.N. Development and evaluation of a novel
training program to build study staff skills in equitable and inclusive engagement, recruitment, and retention of clinical research
participants. J. Clin. Transl. Sci. 2022, 6, e123. [CrossRef]

358. Etengoff, C. Reframing Psychological Research Methods Courses as Tools for Social Justice Education. Teach. Psychol. 2022.
[CrossRef]

359. Rochford, B. Corrections Agencies Have a Responsibility to Actively Identify and Address Diversity, Equity, and Inclusion (DEI)
Matters. J. Commun. Justice 2022, 31, 9–22.

360. Paufler, N.A.; Ezzani, M.D.; Murakami, E.T.; Viamontes Quintero, J.; Pazey, B.L. Educational leadership doctoral program
evaluation: Student voice as the litmus test. J. Res. Leadersh. Educ. 2022, 17, 215–242. [CrossRef]

361. Raycroft, M.A.R.; Flynn, A.B. What works? What’s missing? An evaluation model for science curricula that analyses learning
outcomes through five lenses. Chem. Educ. Res. Pract. 2020, 21, 1110–1131. [CrossRef]

http://doi.org/10.1002/ece3.7321
http://doi.org/10.1177/00986283211065732
http://doi.org/10.1016/j.acap.2020.06.109
http://doi.org/10.7748/ns.2021.e11531
http://www.ncbi.nlm.nih.gov/pubmed/33821596
https://csri-jiia.org/driving-systemic-change-examining-perceptions-of-high-impact-practices-for-advancing-diversity-equity-and-inclusion-in-intercollegiate-athletics/
https://csri-jiia.org/driving-systemic-change-examining-perceptions-of-high-impact-practices-for-advancing-diversity-equity-and-inclusion-in-intercollegiate-athletics/
https://csri-jiia.org/driving-systemic-change-examining-perceptions-of-high-impact-practices-for-advancing-diversity-equity-and-inclusion-in-intercollegiate-athletics/
http://doi.org/10.1080/09548963.2019.1680002
http://doi.org/10.1097/ACM.0000000000004377
http://doi.org/10.1002/bes2.1595
http://doi.org/10.1080/03069400.2020.1827777
http://doi.org/10.1080/10899995.2019.1647007
http://doi.org/10.1108/MD-06-2021-0839
http://doi.org/10.5325/libraries.6.1.v
http://doi.org/10.1016/j.acra.2022.08.020
http://doi.org/10.1080/0142159X.2019.1566600
http://doi.org/10.1249/FIT.0000000000000555
http://doi.org/10.3928/01484834-20220412-02
http://doi.org/10.1017/cts.2022.456
http://doi.org/10.1177/00986283221097404
http://doi.org/10.1177/1942775120976705
http://doi.org/10.1039/C9RP00157C


Trends High. Educ. 2023, 2 233

362. Mullett, T.A.; Rooholamini, S.N.; Gilliam, C.; McPhillips, H.; Grow, H.M. Description of a novel curriculum on equity, diversity
and inclusion for pediatric residents. J. Natl. Med. Assoc. 2022, 113, 616–625. [CrossRef] [PubMed]

363. Sarju, J.P.; Jones, L.C. Improving the Equity of Undergraduate Practical Laboratory Chemistry: Incorporating Inclusive Teaching
and Accessibility Awareness into Chemistry Graduate Teaching Assistant Training. J. Chem. Educ. 2021, 99, 487–493. [CrossRef]

364. del Pino-Jones, A.; Cervantes, L.; Flores, S.; Jones, C.D.; Keach, J.; Ngov, L.K.; Schwartz, D.A.; Wierman, M.; Anstett, T.; Bowden,
K. Advancing diversity, equity, and inclusion in hospital medicine. J. Hosp. Med. 2021, 16, 198–203. [CrossRef] [PubMed]

365. Fitzgibbon, M.L.; Rutten, L.J.; Yaroch, A.; Peterson, C. Lessons learned from the initial 4 years of the SBM Mid-Career Leadership
Institute. Transl. Behav. Med. 2020, 10, 915–917. [CrossRef] [PubMed]

366. Johnson, M.O.; Fuchs, J.D.; Sterling, L.; Sauceda, J.A.; Saag, M.S.; Fernandez, A.; Evans, C.H.; Gandhi, M. A mentor training
workshop focused on fostering diversity engenders lasting impact on mentoring techniques: Results of a long-term evaluation. J.
Clin. Transl. Sci. 2021, 5, e116. [CrossRef]

367. Swidrovich, J. A Canadian perspective of pharmacy education for students belonging to diverse groups. Curr. Pharm. Teach.
Learn. 2021, 13, 895–902. [CrossRef]

368. Gao, F.; Liu, H.C.Y. Guests in someone else’s house? Sense of belonging among ethnic minority students in a Hong Kong
university. Br. Educ. Res. J. 2021, 47, 1004–1020. [CrossRef]

369. Enders, F.T.; Golembiewski, E.H.; Pacheco-Spann, L.M.; Allyse, M.; Mielke, M.M.; Balls-Berry, J.E. Building a framework for
inclusion in health services research: Development of and pre-implementation faculty and staff attitudes toward the Diversity,
Equity, and Inclusion (DEI) plan at Mayo Clinic. J. Clin. Transl. Sci. 2021, 5, E882021. [CrossRef]

370. Anderson, K.C.; Stern, M.J.; Powell, R.B.; Dayer, A.A.; Archibald, T.G. A culturally responsive evaluation framework and its
application in environmental education. Eval. Program Plann. 2022, 92, 102073. [CrossRef]

371. Bombaci, S.P.; Pejchar, L. Advancing Equity in Faculty Hiring with Diversity Statements. Bioscience 2022, 72, 365–371. [CrossRef]
372. Clark, D.; Mickey, E.L.; Misra, J. Growing the roots of equity: The TREE model of institutional response to COVID-19. J. Divers.

High. Educ. 2022, 15, 681–694. [CrossRef]
373. Ravenna, P.A.; Wheat, S.; El Rayess, F.; McCrea, L.; Martonffy, A.I.; Marshall, C.; Tepperberg, S.; Friedman, R.S.; Barr, W.B.

Diversity, Equity, and Inclusion Milestones: Creation of a Tool to Evaluate Graduate Medical Education Programs. J. Grad. Med.
Educ. 2022, 14, 166–170. [CrossRef]

374. Ofili, E.O.; Sarpong, D.; Yanagihara, R.; Tchounwou, P.B.; Fernández-Repollet, E.; Malouhi, M.; Idris, M.Y.; Lawson, K.; Spring,
N.H.; Rivers, B.M. The Research Centers in Minority Institutions (RCMI) Consortium: A Blueprint for Inclusive Excellence. Int. J.
Environ. Res. Public Health 2021, 18, 6848. [CrossRef]

375. Caffrey, L.; Wyatt, D.; Fudge, N.; Mattingley, H.; Williamson, C.; McKevitt, C. Gender equity programmes in academic medicine:
A realist evaluation approach to Athena SWAN processes. BMJ Open 2016, 6, e0120902016. [CrossRef]

376. Köllen, T.; Kakkuri-Knuuttila, M.-L.; Bendl, R. An indisputable “holy trinity”? On the moral value of equality, diversity, and
inclusion. Equal. Divers. Incl. Int. J. 2018, 37, 438–449. [CrossRef]

377. Ramos, G.; Ponting, C.; Labao, J.P.; Sobowale, K. Considerations of diversity, equity, and inclusion in mental health apps: A
scoping review of evaluation frameworks. Behav. Res. Ther. 2021, 147, 103990. [CrossRef]

378. Xiao, Y.; Pinkney, E.; Au, T.K.F.; Yip, P.S.F. Athena Swan and gender diversity: A UK-based retrospective cohort study. BMJ Open
2020, 10, e0329152020. [CrossRef]

379. Zajicek, A.M.; Rencis, J.; Morimoto, S.A.; Hunt, V.H. Transforming The Academic Workplace: An Evaluation Of The Advance
Program In Colleges Of Engineering (2001 2008). Available online: https://peer.asee.org/transforming-the-academic-workplace-
an-evaluation-of-the-advance-program-in-colleges-of-engineering-2001-2008.pdf (accessed on 10 January 2023).

380. Bailey, M.B.; Marchetti, C.; Mason, S.P.; Valentine, M.S.; Dell, E. Institutional Transformation Guided by a multi-Frame Organi-
zational Analysis Approach. Available online: https://peer.asee.org/institutional-Transformation-guided-by-a-multi-frame-
organizational-analysis-approach.pdf (accessed on 10 January 2023).

381. Brooks, M.M.; Fullilove, F.A.; Mahoney, A.B.; Arriaga, E.A. Guidelines for Advancing Diversity, Equity, Inclusion, and Respect in
Programs Offering Bachelor’s Degrees in Chemistry. J. Chem. Educ. 2021, 99, 393–401. [CrossRef]

382. Buchanan, D.T.; O’Connor, M.R. Integrating diversity, equity, and inclusion into a simulation program. Clin. Simul. Nurs. 2020,
49, 58–65. [CrossRef]

383. Morgan-Daniel, J.; Adkins, L.E.; Tennant, M.R.; Norton, H.F.; Hough, C.; Edwards, M.E.; Daley, M.; Rethlefsen, M.L. Piloting a
diversity, equity, and inclusion needs assessment to explore patron perceptions at a university health science library. Hypothesis
2021, 33. [CrossRef] [PubMed]

384. Jones, R.D.; Chapman, C.H.; Holliday, E.B.; Lalani, N.; Wilson, E.; Bonner, J.A.; Movsas, B.; Kalnicki, S.; Formenti, S.C.; Thomas,
C.R., Jr.; et al. Qualitative Assessment of Academic Radiation Oncology Department Chairs’ Insights on Diversity, Equity, and
Inclusion: Progress, Challenges, and Future Aspirations. Int. J. Radiat. Oncol. Biol. Phys. 2018, 101, 30–45. [CrossRef]

385. Mattes, M.D.; Deville Jr, C.; Vega, R.B.M.; Fung, C.Y.; Suneja, G.; Shumway, J.W.; Chowdhary, M.; Shah, C.; Bates, J.E.; Mohindra,
P. Demographics of ASTRO student members and potential implications for future US radiation oncology workforce diversity.
Adv. Radiat. Oncol. 2022, 7, 100834. [CrossRef] [PubMed]

386. Karakhan, A.A.; Gambatese, J.A.; Simmons, D.R.; Al-Bayati, A.J. Identifying pertinent indicators for assessing and fostering
diversity, equity, and inclusion of the construction workforce. J. Manag. Eng 2021, 37, 04020114. [CrossRef]

http://doi.org/10.1016/j.jnma.2021.05.014
http://www.ncbi.nlm.nih.gov/pubmed/34172296
http://doi.org/10.1021/acs.jchemed.1c00501
http://doi.org/10.12788/jhm.3574
http://www.ncbi.nlm.nih.gov/pubmed/33617435
http://doi.org/10.1093/tbm/ibaa081
http://www.ncbi.nlm.nih.gov/pubmed/33030536
http://doi.org/10.1017/cts.2021.24
http://doi.org/10.1016/j.cptl.2021.03.025
http://doi.org/10.1002/berj.3704
http://doi.org/10.1017/cts.2020.575
http://doi.org/10.1016/j.evalprogplan.2022.102073
http://doi.org/10.1093/biosci/biab136
http://doi.org/10.1037/dhe0000392
http://doi.org/10.4300/JGME-D-21-00723.1
http://doi.org/10.3390/ijerph18136848
http://doi.org/10.1136/bmjopen-2016-012090
http://doi.org/10.1108/EDI-04-2018-0072
http://doi.org/10.1016/j.brat.2021.103990
http://doi.org/10.1136/bmjopen-2019-032915
https://peer.asee.org/transforming-the-academic-workplace-an-evaluation-of-the-advance-program-in-colleges-of-engineering-2001-2008.pdf
https://peer.asee.org/transforming-the-academic-workplace-an-evaluation-of-the-advance-program-in-colleges-of-engineering-2001-2008.pdf
https://peer.asee.org/institutional-Transformation-guided-by-a-multi-frame-organizational-analysis-approach.pdf
https://peer.asee.org/institutional-Transformation-guided-by-a-multi-frame-organizational-analysis-approach.pdf
http://doi.org/10.1021/acs.jchemed.1c00493
http://doi.org/10.1016/j.ecns.2020.05.007
http://doi.org/10.18060/25262
http://www.ncbi.nlm.nih.gov/pubmed/33755967
http://doi.org/10.1016/j.ijrobp.2018.01.012
http://doi.org/10.1016/j.adro.2021.100834
http://www.ncbi.nlm.nih.gov/pubmed/34977427
http://doi.org/10.1061/(ASCE)ME.1943-5479.0000885


Trends High. Educ. 2023, 2 234

387. Nash, M.; Grant, R.; Lee, L.-M.; Martinez-Marrades, A.; Winzenberg, T. An exploration of perceptions of gender equity among
SAGE Athena SWAN self-assessment team members in a regional Australian university. High. Educ. Res. Dev. 2021, 40, 356–369.
[CrossRef]

388. Nash, M.; Grant, R.; Moore, R.; Winzenberg, T. Male allyship in institutional STEMM gender equity initiatives. PLoS ONE 2021,
16, e02483732021. [CrossRef]

389. Jones, S.M.; Phillips, G.A. Re-Imagining Campus Climate Assessment at HBCUs. Res. Pract. Assess. 2020, 15, n2.
390. Radsliff Rebmann, D.; Kristen, M.; Zartoshty, P.; Green, K.; Kelly-Weber, E.; Raatior, D.; Vonderach, L. Equity, Diversity, and

Inclusion Climate Assessment Activities: Development and Strategic Use in Diversity Action Plans. Sch. Inf. Stud. Res. J. 2020, 10,
2. [CrossRef]

391. Thompson, K.M.; Copeland, C.A. Making the diversity, equity, and inclusion mindset indispensable in the LIS classroom through
design, content, communication, and assessment. In Humanizing LIS Education and Practice; Routledge: London, UK, 2020; pp.
63–76.

392. Campbell, A. Equity education initiatives within Canadian universities: Promise and limits. Perspect. Policy Pract. High. Educ.
2021, 25, 51–61. [CrossRef]

393. Chaudhry, S. Measuring diversity, equity and inclusion: A holistic approach. Dev. Learn. Organ. 2022, 37, 4–6. [CrossRef]
394. Choe, A.I.; Krause, K.; Costigan, H.; Loeffler, M.; Gupta, S.; Hobbs, S.K.; Probyn, L.; Straus, C.M.; Van Scoy, L.J. Current Perception

of Diversity in Academic Radiology: A Mixed Methods Study of Radiology Program Directors. Acad. Radiol. 2022. ahead of print.
[CrossRef]

395. Corbie, G.; Brandert, K.; Noble, C.C.; Henry, E.; Dave, G.; Berthiume, R.; Green, M.; Fernandez, C.S.P. Advancing Health Equity
Through Equity-Centered Leadership Development with Interprofessional Healthcare Teams. J. Gen. Intern. Med. 2022, 37,
4120–4129. [CrossRef]

396. Davuluri, K.; Goyal, N.; Acevedo, H.G.; Folt, J.; Jayaprakash, N.; Slezak, M.; Caldwell, M.T. Patient perspectives of the climate of
diversity, equity, and inclusion in the emergency department. J. Am. Coll. Emerg. Physicians Open 2022, 3, e12798. [CrossRef]

397. Holdren, S.; Iwai, Y.; Lenze, N.R.; Weil, A.B.; Randolph, A.M. A Novel Narrative Medicine Approach to DEI Training for Medical
School Faculty. Teach. Learn. Med. 2022, 1–10. [CrossRef]

398. Kalkunte, N.; McGowen, L.; Qasim, M.; Borrego, M. Conducting a Diversity, Equity, and Inclusion Climate Survey of Engineering
within a Large Texas University. In Proceedings of the 2022 ASEE Annual Conference and Exposition, Minneapolis, MN, USA, 29
June 2022.

399. Morris, R.; Pattinson, E.M.; Lafferty, M.; Brown, D.; Emeka, L.; Williams, J.; Byrne, L.; Shanmuganathan-Felton, V.; Kiemle-Gabbay,
L.R. Understanding inequality: The experiences and perceptions of equality, diversity, and inclusion of those working or studying
within sport and exercise psychology. Sport Exerc. Psychol. Rev. 2022, 17, 4–15. [CrossRef]

400. Ward, V.L.; Tennermann, N.W.; Chuersanga, G.; Melvin, P.; Milstein, M.E.; Finkelstein, J.A.; Garvin, M.M.; Wood, L.J.; Rauscher,
N.A.; Laussen, P.C.; et al. Creating a health equity and inclusion office in an academic pediatric medical center: Priorities
addressed and lessons learned. Pediatr. Radiol. 2022, 52, 1776–1785. [CrossRef]

401. Willis, D.S.; Schram, L.N. Graduate student diversity, equity and inclusion professional development. Stud. Grad. Postdr. Educ.
2022. ahead of print. [CrossRef]

402. Zallio, M.; Clarkson, P.J. The Inclusion, Diversity, Equity and Accessibility audit. A post-occupancy evaluation method to help
design the buildings of tomorrow. Build. Environ. 2022, 217, 109058. [CrossRef]

403. Beiter, S.; Vincent, R. Diversity, Equity and Inclusion Champion for Perioperative Services: A New Role American Society of
PeriAnesthesia Nurses 41st National Conference, 7–10 April 2022, Philadelphia, Pennsylvania. J. Perianesth. Nurs. 2022, 37, e9–e10.
[CrossRef]

404. Campbell-Montalvo, R.; Putwen, A.L.; Hill, L.; Metcalf, H.E.; Sims, E.L.; Peters, J.W.; Zimmerman, A.N.; Gillian-Daniel, D.L.;
Leibnitz, G.M.; Segarra, V.A. Scientific Societies Integrating Gender and Ethnoracial Diversity Efforts: A First Meeting Report
from Amplifying the Alliance to Catalyze Change for Equity in STEM Success (ACCESS+). J. Microbiol. Biol. Educ. 2022, 23,
e00340-21. [CrossRef]

405. Leibnitz, G.M.; Peters, J.W.; Campbell-Montalvo, R.; Metcalf, H.; Lucy Putwen, A.; Gillian-Daniel, D.L.; Sims, E.L.; Segarra,
V.A. Refining a DEI Assessment Tool for Use in Optimizing Professional STEM Societies for Gender Equity. Front. Sociol. 2022,
7, 755372. [CrossRef]

406. Berhanu, G. Inclusive education in Sweden: Responses, challenges, and prospects. Int. J. Spec. Educ. 2011, 26, 125–145.
407. Lu, L.; Kao, S.-F.; Chang, T.-T.; Cooper, C.L. Gender Diversity and Work–Life Conflict in Changing Times. Int. J. Environ. Res.

Public Health 2020, 17, 9009. [CrossRef] [PubMed]
408. Ramas, M.-E.; Webber, S.; Braden, A.L.; Goelz, E.; Linzer, M.; Farley, H. Innovative wellness models to support advancement and

retention among women physicians. Pediatrics 2021, 148, e2021051440H. [CrossRef] [PubMed]
409. Terry, P.E. “A Bowl of Vegetables With Someone You Love”: Faith, Health and Workplace Well-Being. Am. J. Health Promot. 2021,

35, 893–896. [CrossRef]
410. Boulet, M.; Lachapelle, M.; Keiff, S. Demographic diversity, perceived workplace discrimination and workers’ well-being: Context

matters. Evid. Based HRM 2022. ahead of print. [CrossRef]

http://doi.org/10.1080/07294360.2020.1737657
http://doi.org/10.1371/journal.pone.0248373
http://doi.org/10.31979/2575-2499.100202
http://doi.org/10.1080/13603108.2019.1631226
http://doi.org/10.1108/DLO-04-2022-0068
http://doi.org/10.1016/j.acra.2022.08.022
http://doi.org/10.1007/s11606-022-07529-x
http://doi.org/10.1002/emp2.12798
http://doi.org/10.1080/10401334.2022.2067165
http://doi.org/10.53841/bpssepr.2022.17.1.4
http://doi.org/10.1007/s00247-022-05283-0
http://doi.org/10.1108/SGPE-02-2022-0013
http://doi.org/10.1016/j.buildenv.2022.109058
http://doi.org/10.1016/j.jopan.2022.05.025
http://doi.org/10.1128/jmbe.00340-21
http://doi.org/10.3389/fsoc.2022.755372
http://doi.org/10.3390/ijerph17239009
http://www.ncbi.nlm.nih.gov/pubmed/33287279
http://doi.org/10.1542/peds.2021-051440H
http://www.ncbi.nlm.nih.gov/pubmed/34873620
http://doi.org/10.1177/08901171211030141
http://doi.org/10.1108/EBHRM-08-2021-0179


Trends High. Educ. 2023, 2 235

411. Ditunno, J.F.; Cohen, B.S.; Melvin, J.L.; Delisa, J.A.; Walsh, N.E.; Turk, M.A.; Matthews, D.J.; Massagli, T.L.; Kowalske, K.J.; Chiodo,
A.E.; et al. A Conversation between Past and Present Chairs of the American Board of Physical Medicine and Rehabilitation: Four
Decades of History and the Future of Board Certification. Am. J. Phys. Med. Rehabil. 2022, 101, S5–S9. [CrossRef]

412. Ward-Gaines, J.; Buchanan, J.A.; Angerhofer, C.; McCormick, T.; Broadfoot, K.J.; Basha, E.; Blake, J.; Jones, B.; Sungar, W.G.
Teaching emergency medicine residents health equity through simulation immersion. AEM Educ. Train. 2021, 5, S102–S107.
[CrossRef]

413. Wright, R.; Baptiste, D.L.; Booth, A.; Addison, H.; Abshire, M.; Alvarez, D.; Barrett, M.; Hansen, B.; Jenkins, E.;
Scarborough, S.; et al. Compelling Voices of Diversity, Equity, and Inclusion in Prelicensure Nursing Students: Applica-
tion of the Cultural Humility Framework. Nurse Educ. 2021, 46, E90–E94. [CrossRef]

414. Clancy, G.P. Commentary: Linking health equity with economic development: Insights from my year as chairman of the board of
the chamber of commerce. Acad. Med. 2012, 87, 1665–1667. [CrossRef]

415. Dermody, S.S.; Heffner, J.L.; Hinds, J.T.; McQuoid, J.; Quisenberry, A.J.; Tan, A.S.L.; Vogel, E.A.; On Behalf of the Society for
Research on, N.; Tobacco Health Disparities, N. We are in this together: Promoting health equity, diversity, and inclusion in
tobacco research for sexual and gender minority populations. Nicotine Tob. Res. 2020, 22, 2276–2279. [CrossRef] [PubMed]

416. Ellison, J.; Gunther, C.; Campbell, M.B.; English, R.; Lazarus, C. Critical Consciousness as a Framework for Health Equity-Focused
Peer Learning. MedEdPORTAL J. Teach. Learn. Resour. 2021, 17, 11145. [CrossRef]

417. O’Connor, M.R.; Barrington, W.E.; Buchanan, D.T.; Bustillos, D.; Eagen-Torkko, M.; Kalkbrenner, A.; Laing, S.S.; Reding, K.W.; De
Castro, A.B. Short-term outcomes of a diversity, equity, and inclusion institute for nursing faculty. J. Nurs. Educ. 2019, 58, 633–640.
[CrossRef]

418. Esenwa, C.; Patel, N.K.; Etienne, M.; Drugge, E.D.; Wallace, E.; Ovbiagele, B. Trends in diversity, equity and inclusion publications
in neurological journals: 2015-2020. J. Natl. Med. Assoc. 2022, 114, 564–568. [CrossRef]

419. Malek, R.; Shibli-Rahhal, A.; Correa, R.; Szmuilowicz, E.D.; Morgan, F.; Luthra, P.; Sirisena, I.; Gianoukakis, A.; Smooke Praw, S.;
Lieb, D.C.; et al. An Assessment of Diversity, Inclusion, and Health Equity Training in Endocrinology Fellowship Programs in the
United States. Endocr. Pract. 2022, 28, 1159–1165. [CrossRef]

420. Arora, K.; Wolbring, G. Kinesiology, Physical Activity, Physical Education, and Sports through an Equity/Equality, Diversity, and
Inclusion (EDI) Lens: A Scoping Review. Sports 2022, 10, 55. [CrossRef]

421. Bryan, E.; Garner, E. Understanding the pathways to women’s empowerment in Northern Ghana and the relationship with
small-scale irrigation. Agric. Hum. Values 2022, 39, 905–920. [CrossRef]

422. University of Calgary. Dimensions: Equity, Diversity and Inclusion Canada. Available online: https://research.ucalgary.ca/
research/office-vice-president-research/dimensions-equity-diversity-and-inclusion-canada (accessed on 10 January 2023).

423. University of Calgary. University of Calgary Canada Research Chair Equity Diversity and Inclusion Action Plan. Available
online: https://live-ucalgary.ucalgary.ca/sites/default/files/teams/243/ucalgary-crc-edi-action-plan-updated-20190927.pdf
(accessed on 10 January 2023).

424. National Science Foundation (NSF). Women, Minorities, and Persons with Disabilities in Science and Engineering: Field of
degree: Minorities. Available online: https://ncses.nsf.gov/pubs/nsf21321/report/field-of-degree-minorities (accessed on 10
January 2023).

425. Sabagh, Z.; Hall, N.C.; Saroyan, A.; Trépanier, S.G. Occupational Factors and Faculty Well-Being: Investigating the Mediating
Role of Need Frustration. J. High. Educ. 2022, 93, 559–584. [CrossRef]

426. World Health Organization. A Conceptual Framework for Action on the Social Determinants of Health. Available online:
https://www.who.int/sdhconference/resources/ConceptualframeworkforactiononSDH_eng.pdf (accessed on 10 January 2023).

427. Backholer, K.; Baum, F.; Finlay, S. Australia in 2030 What is Our Path to Health for All? Available online: https://www.mja.com.
au/system/files/2021-05/MJA%20supplement_214_8_3%20May.pdf (accessed on 10 January 2023).

428. National Academies of Sciences Engineering Medicine. Communities in Action: Pathways to Health Equity. Available online:
https://www.nap.edu/catalog/24624/communities-in-action-pathways-to-health-equity (accessed on 10 January 2023).

429. Braveman, P.; Gruskin, S. Defining equity in health. J. Epidemiol. Commun. Health 2003, 57, 254–258. [CrossRef]
430. Zimmerman, F.J. A robust health equity metric. Public Health 2019, 175, 68–78. [CrossRef]
431. Braveman, P.; Arkin, E.; Orleans, T.; Proctor, D.; Alonzo, P. What is Health Equity? And What Difference Does a Definition Make?

Available online: https://nccdh.ca/images/uploads/comments/RWJ_Foundation_-_What_Is_Health_Equity.pdf (accessed on
10 January 2023).

432. Harlan, S.L.; Robert, P.M. The social construction of disability in organizations: Why employers resist reasonable accommodation.
Work Occup. 1998, 25, 397–435. [CrossRef]

433. Dong, S.; Hespe, P.; Monagas, K. Requesting Workplace Accommodation Among Individuals With Mobility Disabilities: A
Qualitative Investigation on Barriers and Facilitators. J. Appl. Rehabil. Couns. 2022, 53, 193–209. [CrossRef]

434. Wilton, R.D. Disability Disclosure in the Workplace. Available online: http://www.justlabour.yorku.ca/volume8/pdfs/02%2
0Wilton.pdf (accessed on 10 January 2023).

435. Pearson, H.; Boskovich, L. Problematizing Disability Disclosure in Higher Education: Shifting towards a Liberating Humanizing
Intersectional Framework. Available online: https://dsq-sds.org/article/view/6001 (accessed on 10 January 2023).

http://doi.org/10.1097/PHM.0000000000002034
http://doi.org/10.1002/aet2.10680
http://doi.org/10.1097/NNE.0000000000001094
http://doi.org/10.1097/ACM.0b013e318272113f
http://doi.org/10.1093/ntr/ntaa070
http://www.ncbi.nlm.nih.gov/pubmed/32335682
http://doi.org/10.15766/mep_2374-8265.11145
http://doi.org/10.3928/01484834-20191021-04
http://doi.org/10.1016/j.jnma.2022.09.008
http://doi.org/10.1016/j.eprac.2022.08.010
http://doi.org/10.3390/sports10040055
http://doi.org/10.1007/s10460-021-10291-1
https://research.ucalgary.ca/research/office-vice-president-research/dimensions-equity-diversity-and-inclusion-canada
https://research.ucalgary.ca/research/office-vice-president-research/dimensions-equity-diversity-and-inclusion-canada
https://live-ucalgary.ucalgary.ca/sites/default/files/teams/243/ucalgary-crc-edi-action-plan-updated-20190927.pdf
https://ncses.nsf.gov/pubs/nsf21321/report/field-of-degree-minorities
http://doi.org/10.1080/00221546.2021.2004810
https://www.who.int/sdhconference/resources/ConceptualframeworkforactiononSDH_eng.pdf
https://www.mja.com.au/system/files/2021-05/MJA%20supplement_214_8_3%20May.pdf
https://www.mja.com.au/system/files/2021-05/MJA%20supplement_214_8_3%20May.pdf
https://www.nap.edu/catalog/24624/communities-in-action-pathways-to-health-equity
http://doi.org/10.1136/jech.57.4.254
http://doi.org/10.1016/j.puhe.2019.06.008
https://nccdh.ca/images/uploads/comments/RWJ_Foundation_-_What_Is_Health_Equity.pdf
http://doi.org/10.1177/0730888498025004002
http://doi.org/10.1891/JARC-D-21-00005
http://www.justlabour.yorku.ca/volume8/pdfs/02%20Wilton.pdf
http://www.justlabour.yorku.ca/volume8/pdfs/02%20Wilton.pdf
https://dsq-sds.org/article/view/6001


Trends High. Educ. 2023, 2 236

436. Price, M.; Salzer, M.S.; O’Shea, A.; Kerschbaum, S.L. Disclosure of Mental Disability by College and University Faculty: The
Negotiation of Accommodations, Supports, and Barriers. Available online: https://dsq-sds.org/article/view/5487 (accessed on
10 January 2023).

437. Statistics Canada. Table 37-10-0169-01 Unfair Treatment, Discrimination or Harassment among Postsecondary Faculty and Re-
searchers. Available online: https://www150.statcan.gc.ca/t1/tbl1/en/tv.action?pid=3710016901 (accessed on 10 January 2023).

438. Jones, A.M.; Finkelstein, R.; Koehoorn, M. Disability and workplace harassment and discrimination among Canadian federal
public service employees. Can. J. Public Health 2018, 109, 79–88. [CrossRef]

439. Nierling, L.; João-Maia, M.; Bratan, T.; Kukk, P.; Cas, J.; Capari, L.; Krieger-Lamina, J.; Mordini, E.; Wolbring, G. Assis-
tive Technologies For People With Disabilities—Part III: Perspectives, Needs and Opportunities. Available online: http:
//www.europarl.europa.eu/RegData/etudes/IDAN/2018/603218/EPRS_IDA(2018)603218(ANN3)_EN.pdf (accessed on 10
January 2023).

440. World Intellectual Property Organization (WIPO). WIPO Technology Trends Report 2021: Assistive Technologies, write up on it
WIPO Report Finds Significant Growth in Assistive Technologies as they Find Greater Application in Consumer Goods. Available
online: https://www.wipo.int/publications/en/details.jsp?id=4541 (accessed on 10 January 2023).

441. Haq, R.; Klarsfeld, A.; Kornau, A.; Ngunjiri, F.W. Diversity in India: Addressing caste, disability and gender. Equal. Divers. Incl.
Int. J. 2020, 39, 585–596. [CrossRef]

442. Burke, M.A.; Eichler, M. Building an Integrative Analytical System For Recognising and Eliminating in Equities. (BIAS FREE
framework). Available online: https://ethz.ch/content/specialinterest/gess/cis/center-for-securities-studies/en/services/
digital-library/publications/publication.html/128225 (accessed on 10 January 2023).

443. Eichler, M.; Burke, M.A. The BIAS FREE Framework. Can. J. Public Health 2006, 97, 63–68. [CrossRef]
444. Wolbring, G.; Djebrouni, M. Motivated Reasoning and Disabled People. Interdiscip. Perspect. Equal. Divers. 2018, 4, 1–31. Available

online: https://journals.hw.ac.uk/IPED/article/view/61 (accessed on 10 January 2023).
445. World Health Organization. Constitution of the World Health Organization. Available online: https://www.who.int/governance/

eb/who_constitution_en.pdf (accessed on 10 January 2023).
446. Marmot, M.; Friel, S.; Bell, R.; Houweling, T.A.; Taylor, S.; Commission on Social Determinants of Health. Closing the gap in a

generation: Health equity through action on the social determinants of health. Lancet 2008, 372, 1661–1669. [CrossRef]
447. Raphael, D. Social Determinants of Health: Canadian Perspectives; Canadian Scholars’ Press: Toronto, ON, Canada, 2009.
448. Commission on Determinants of Health. Closing the Gap in a Generation: Health Equity through Action on the Social

Determinants of Health. Available online: https://www.who.int/social_determinants/thecommission/finalreport/en/ (accessed
on 10 January 2023).

449. Canadian Index of Wellbeing Organization. What Is Wellbeing? Available online: https://uwaterloo.ca/canadian-index-
wellbeing/what-wellbeing (accessed on 10 January 2023).

450. Michalos, A.C.; Sharpe, A.; Muhajarine, N. An Approach to the Canadian Index of Wellbeing; Atkinson Charitable Foundation:
Toronto, ON, Canada, 2010.

451. Tanton, R.; Miranti, R.; Vidyattama, Y.; Sajeda, T. Index of Wellbeing of Older Australians (IWOA). Available online: https:
//www.iwoa.org.au/ (accessed on 10 January 2023).
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