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Online supplementary material
Full details of method
Search strategy
[bookmark: _Hlk187705123]A protocol consisting of search terms and inclusion/exclusion criteria for this review was developed a priori by the authors in consultation with an academic reference librarian. A comprehensive search was undertaken of five databases (PsycINFO, Business Source Complete, Web of Science, Cochrane Library, and Campbell Collaboration Library) in January 2019 and updated in November 2021, for all articles published after 1 January 2009 (initially to allow for a 10-year window of research prior to the update). Terms for identifying the context included employ*, workplace, job, business, organi#ation. Terms for identifying practices included intervention*, program*, practice*, polic*, flexible work*, education, training, mentor*, quota*. Terms for identifying outcomes included diversity, inclus*, equality, cohesion, prejudice, discrimination. Terms for identifying the type of study included systematic review, meta analysis, literature review, scoping review, systematic search, integrative review, umbrella review. Inclusion criteria consisted of population and setting (employees in any organization and in any industry in developed countries that are practically comparable to Australia or similar contexts), study designs included in reviews (interventional or observational), and intervention type (activities designed with the goal of D&I).
We specifically selected employees as our population to distinguish the research from organizational D&I initiatives carried out on customers, patients (in healthcare settings), and students (in educational settings), which are addressed through different interventions. We excluded non-review articles, conceptual or theoretical articles, articles focused on settings outside the workplace (e.g., community-based intervention to improve job readiness outside the workplace), articles about interventions that did not specifically target D&I, and articles that examined D&I as interventions themselves rather than as outcomes (e.g., the impact of board diversity on organizational productivity). While these are important considerations, they are outside the scope of the current research which aims to guide actions that organizational leaders and HR managers can take. We only included peer-reviewed and English-language articles, and excluded books, book chapters, conference proceedings, dissertations, and the grey literature.
Title and abstract screening and full-text review were carried out independently by the first two authors (KZ, WH) based on the inclusion/exclusion criteria in January 2019, with discrepancies resolved through discussion, and later by one author (KZ) in November 2021.
Quality appraisal and data extraction
Quality appraisal was conducted in duplicate by two authors (KZ, WH) using AMSTAR (A MeaSurement Tool to Assess systematic Reviews; Shea et al., 2007), a critical appraisal instrument with 11 questions for evaluating systematic reviews and meta-analyses. AMSTAR assesses the methodological rigor and quality of systematic reviews, with questions such as “Was an ‘a priori’ design provided?”. Not all included articles were systematic reviews and eligible for AMSTAR, so articles were also divided into a two-tiered system based on the hierarchy of evidence (Murad et al., 2016): (1) systematic reviews and meta-analyses, and (2) narrative reviews and scoping reviews.
Data extraction and coding
A number of fields were extracted (e.g., diversity dimension, context, inclusion/exclusion criteria, authors’ conclusions) and articles were coded according to the specific intervention for improving D&I. Where multiple interventions were mentioned, these were coded according to the narrowest distinct intervention reported and care was taken to separate the activities so that they were mutually exclusive. Interventions were then grouped into 12 broader categories for ease of interpretation (see Figure 1).
 In addition, outcomes associated with each intervention were also recorded. For example, extending the working lives of older employees, increasing the share of women on boards, and career advancement of staff from minority backgrounds were coded to the outcome Diversity in recruitment, retention, or progression. Each intervention–outcome pairing was also coded according to whether the activity was reported by the review authors to have (1) evidence of being effective (or the authors recommended the intervention based on the evidence), (2) evidence of being weakly effective, (3) evidence of mixed positive and negative effects, (4) evidence of no effect, (5) an unknown effect, a lack of evidence, or the authors did not specify the direction of the effect. To ensure mutually exclusive codes, any intervention–outcome pairing that was associated with negative effects in terms of D&I efforts backfiring (regardless of any positive effects) was reported as mixed. Coding was completed by one author (KZ) with data extraction tables and coded results organized and shared with the co-authors for review.
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Table S1
Summary of included articles in the meta-review
	Reference
	Review type
	N studies
	Dimension
	Interventions 
	Summary of conclusions
	Examples of analyzed or 
proposed moderators
	AMSTAR quality

	Alhejji (2016)
	Systematic 
	61
	Non-specific
	Diversity training and education
	Evidence base was methodologically limited and fragmented. Most studies on diversity training reported learning outcomes with limited evidence on social justice outcomes.
	Organizational justice, diversity beliefs, organizational culture and climate, diversity/training expertise, organizational strategy, internationalization, alignment of human resource management practices
	4/9

	Alonso (2017)
	Meta-analysis 
	15
	Gender
	De-biasing of selection procedures
	The use of structured behavioral interviews can help reduce discrimination against women in the labor market.
	Cultural differences, different laws, job complexity, gender stereotypes associated with jobs
	4/11

	Bezrukova (2016)
	Meta-analysis
	260
	Non-specific
	Diversity training and education
	Largest effects of diversity training were on reactions and cognitive learning, with smaller effects for behavioral and attitudinal/affective outcomes. There were also a number of moderators of diversity training on outcomes.
	Diversity training context (setting – organizational vs. educational; approach – standalone vs. integrated; attendance – mandatory vs. voluntary), training design (training length; training type – awareness, behavior, awareness and behavioral; instruction – many vs. one)
	9/11

	Boehm (2021)
	Narrative
	—
	Age
	De-biasing of selection procedures; Flexible work arrangements; Health promotion activities; Informal workplace supports; Job training and coaching; Policies involving recruitment, leave, and compensation; Workplace accommodations
	Framework of dimensions of age-related policies and practices developed. Three tiers of outcomes associated with these policies and practices: societal, firm, and employee.
	Employees’ age, life stage, generational membership
	

	Carlson (2020)
	Systematic
	14
	Disability
	Job training and coaching; Workplace accommodations
	Training improved workplace performance and social integration among workers with intellectual disability, but evidence for promoting career advancement or maintenance was unknown.
	
	5/9

	Cavanagh (2017)
	Scoping
	282
	Disability
	—
	Lack of research and rigor on human resource management research, which is generalized and is not grounded in theory. Managers are unaware of disability management practices, recruitment/retention practices, and other intervention strategies for inclusion.
	
	

	Chaudhuri (2021)
	Narrative
	—
	Non-specific
	Role models and mentors
	Reverse mentoring can help address workplace issues on diversity and inclusion through improving cultural understanding and educating about inequality. However, the research is dominated by conceptual, qualitative, and exploratory approaches.
	(Coded but not reported)
	

	Cloostermans (2015)
	Systematic
	4
	Age
	Job training and coaching; Health promotion activities
	Insufficient evidence for interventions to improve sustainable employment in older workers due to lack of randomized controlled trials
	
	7/9

	Dearing (2016)
	Systematic
	32
	Gender
	Policies involving recruitment, leave, and compensation
	Duration of leave should be moderate to support women’s employment in labor market, but the literature is not consistent regarding the optimal duration of leave. An ideal model for gender-equalizing leave schemes should reserve a share of leave for fathers.
	Women’s level of education and income, presence of leave for fathers
	4/10

	Dickson (2015)
	Narrative
	—
	Age
	Audits, reviews, and assessments; Flexible work arrangements; Job training and coaching; Policies involving recruitment, leave, and compensation; Role models and mentors; Workplace accommodations, Other
	Flexible scheduling, ergonomic design, assistive technology, mentoring, training, and appreciation of diversity can support continued employment. Training and development can overcome prejudices against older workers. Workforce assessments on workers approaching retirement are recommended for policy development.
	
	

	Edge (2017)
	Systematic
	15
	Age (with a focus on gender)
	Audits, reviews, and assessments; Flexible work arrangements; Health promotion activities
	Health was a major barrier to extended working lives, as well as other gender-based inequalities. Flexible work arrangements and retirement options to balance work and caring responsibilities may help extend women’s working lives.
	
	5/9

	Furtado (2021)
	Systematic
	76
	Gender
	Policies involving recruitment, leave, and compensation
	Performance, employee dissatisfaction, and attitudes involving discrimination, tokenism, and stigmatization were common outcomes of affirmative action, which affected people differently.
	Gender of employees
	1/9

	Gabaldon (2016)
	Systematic
	~207
	Gender
	Flexible work arrangements; Policies involving recruitment, leave, and compensation; Role models and mentors; Visibility
	Little scientific evidence as to what instruments can help remove barriers for women joining boards. Role models, mentoring, training programs, policies for equitable labor distribution, visibility, and work–family policies are interventions to address supply side barriers. Hard measures such as quotas, targets, or ear-marking can help address demand side barriers such as gender discrimination.
	
	3/10

	Gensby (2014)
	Systematic 
	13 (25 articles)
	Disability
	Other
	Lack of concrete evidence regarding effectiveness of workplace disability management programs for return to work.
	(Insufficient studies for subgroup and moderator analysis)
	10/10

	Hegewisch (2011)
	Narrative
	—
	Gender
	Flexible work arrangements; Policies involving recruitment, leave, and compensation
	Trade-offs and unintended consequences associated with work-family policies which may reinforce traditional and unequal division of work. 
	Interactions between policy packages, context (e.g., country, economic context, cultural context, political and institutional context)
	

	House (2021)
	Systematic
	32
	Gender
	Role models and mentors
	Positive individual outcomes of mentoring in academic medicine included job-related wellbeing, satisfaction, increased confidence and self-efficacy, and development of skills. No definitive evidence to support mentoring as a solution for reducing gender inequalities in academic medicine. Literature dominated by limited research designs.
	
	6/9

	Isaac (2009)
	Systematic
	27
	Gender
	De-biasing of selection procedures; Diversity training and education; Policies involving recruitment, leave, and compensation
	Commitment to value of credentials, women’s presence at above 25% of candidate pool, providing proof of competence and past performance help address hiring bias against women. Evidence that diversity training and employment equity policies do not promote gender equity in hiring.
	
	7/10

	Jansen (2021)
	Systematic
	52 studies (50 articles)
	Disability
	Informal workplace supports; Workplace accommodations; Other
	Work accommodations, social support, organizational culture, and company characteristics associated with continued employment and return to work.
	
	6/9

	Kalinoski (2013)
	Meta-analysis
	65
	Non-specific
	Diversity training and education
	Diversity training showed medium to large effects of cognitive- and skill- based outcomes, and smaller effects on affect-based outcomes. Research has shown inconsistent results and is subject to moderators such as the format of training.
	Design and delivery of diversity training, including amount of social interaction, task interdependence, active vs. passive training, delivery method (computer vs. person), training duration, distributed vs. massed practice, trainee motivation
	8/11

	Kapoor (2011)
	Narrative
	—
	Age
	Diversity training and education; Role models and mentors; Other
	Productive work environments for different generations can be promoted through mentor programs, generational diversity training, enhanced communication methods, and a focus on policies around recruitment, retention, and rewards.
	
	

	Khalifa (2020)
	Scoping
	25
	Disability
	Job training and coaching; Workplace accommodations
	Workplace accommodations, including those related to providing employment support and relationships, can help improve work experiences and job performance among people with autism spectrum disorder.
	
	

	Mahon (2014)
	Narrative
	—
	Age
	Diversity training and education; Flexible work arrangements; Job training and coaching; Policies involving recruitment, leave, and compensation; Workplace accommodations; Other
	Developing skills for managers to work with ageing population, focusing on recruitment (and exit), training, focusing on promotion and development, flexible work, workplace accommodations (ergonomics, job design), and changing attitudes towards ageing workers described as actions to help develop an ageing workforce.
	
	

	Manoharan (2017)
	Systematic
	122
	Non-specific
	Other
	Greater need for theoretically-driven, empirical research on what diversity management policies or practices are most effective.
	Leadership styles (e.g., transformational leadership), diversity climate
	2/10

	McDowell (2015)
	Scoping
	9
	Disability
	Diversity training and education; Job training and coaching; Workplace accommodations
	Flexible hours, modified training and supervision, and modified job duties were common accommodations. Limited evidence suggests workplace accommodations can improve job tenure for employees with mental illness. Lack of disclosure about mental illness and limited knowledge about disability legislation and accommodations are major barriers.
	
	

	Metinyurt (2021)
	Systematic
	6
	Non-specific (focus on gender)
	Diversity training and education
	Evidence of positive impacts on awareness of biases and some impact on behavioral intentions, but unclear whether this translates into behavior change. 
	
	3/9

	Nevala (2015)
	Systematic
	11
	Disability
	Flexible work arrangements; Informal workplace supports; Job training and coaching; Workplace accommodations
	Workplace accommodations such as vocational counselling, education, help of others, changes in work schedules have been found to improve employment among employees with physical disability. Barriers to the use of workplace accommodations are knowledge and information about accommodations.
	
	7/10

	Phillips (2016)
	Systematic
	3
	Disability
	Diversity training and education
	Low number of final articles and quality of articles prevented conclusions from being drawn on effectiveness of disability diversity training interventions on employment outcomes for people with disability.
	Company size, industry (e.g., primary vs. secondary labor market), disability type
	7/10

	Prince (2017)
	Scoping
	—
	Disability
	Workplace accommodations; Other
	Employers can help encourage disclosure—a barrier to workplace accommodations—through being clear in communication, providing safe opportunities for disclosure and discussing accommodations, and consulting HR or disability management experts.
	
	

	Procknow (2016)
	Narrative
	~32
	Disability
	Diversity training and education; Job training and coaching, Policies involving recruitment, leave, and compensation; Role models and mentors
	Disability (particularly mental and cognitive) is often left out of workplace diversity considerations. Training and development, career planning, and organizational re-entry through training programs can help improve skills, confidence and self-efficacy, and work satisfaction. Diversity training alone is unlikely to lead to sweeping organizational change.
	
	

	Ruhindwa (2016)
	Narrative
	—
	Disability
	Audits, reviews, and assessments; Other
	Employers need to adopt proactive and planned approach with clearly defined policies for including the participation of people with disability. Employers are also recommended to carry out in-depth investigations to understand barriers to employing people with disability.
	
	

	Schloemer-Jarvis (2022)
	Systematic
	74
	Disability
	De-biasing of selection procedures; Diversity training and education, Job training and coaching; Policies involving recruitment, leave, and compensation
	High-performance work practices framework for inclusion of people with disability: (1) selection and staffing, (2) training and development, (3) appraisal, promotion, and management, and (4) compensation and benefits. Most research has focused on selection and staffing, including evidence for standardization and de-biasing practices.
	National context (e.g., country-specific legal obligations, cultural practices and norms), format and content of disability inclusiveness training
	4/9

	Soderbacka (2020)
	Scoping
	8
	Age
	Health promotion activities; Workplace accommodations
	Health checks and counselling, interventions based on screenings, and improvements in work environment were three main intervention categories. Workplaces that focus on older employees’ health can encourage longer working careers.
	
	

	Sundar (2017)
	Scoping
	47
	Disability
	Workplace accommodations
	Workplace accommodations consisted of assistive technology and equipment, changes in work environment, modified job duties, workplace policies, and human assistance. Most were for physical disabilities, and there was less consideration of informal supports provided by staff and supervisors.
	
	

	Webster (2018)
	Meta-analysis
	27
	Sexuality
	Informal workplace supports; Other
	Formal policies and practices were weak predictor of outcomes including work attitudes, psychological strain, disclosure, and discrimination. Supportive working relationships were stronger predictor of work attitudes and wellbeing. 
	
	6/11

	Wilson (2020)
	Scoping
	54
	Age
	Health promotion activities; Policies involving recruitment, leave, and compensation; Workplace accommodations; Other
	Evidence base for interventions for early retirement prevention was limited, with six solutions identified (none proven effective): occupational health programs, workplace enhancements, work adjustments, addressing ageism, changing social norms, and pension changes.
	
	

	Wong (2021)
	Systematic
	52
	Disability
	Workplace accommodations
	Most common accommodations were modified job duties, changes in workplace policies, supportive staff, flexible work, and assistive technology. Most common outcomes were job acquisition, retention, and performance. Evidence was weak due to lack of experimental designs.
	
	8/9

	Yang (2011)
	Narrative
	53
	Non-specific
	De-biasing of selection procedures; Diversity training and education; Policies involving recruitment, leave, and compensation; Visibility; Other
	Diversity management practices can benefit from institutional and resource-based theories. Research model presents the antecedents and outcomes of diversity management practices.
	
	



Source: Authors’ own work

Table S2
Outcome categories and their links to diversity and inclusion interventions identified in this meta-review
	Outcome category
	Example with reference
	Intervention category

	
	
	A
	B
	C
	D
	E
	F
	G
	H
	I
	J
	K
	L

	Diversity in recruitment, retention, or progression
	
	
	
	
	
	
	
	
	
	
	
	
	

	Diversity in recruitment, retention, or progression
	Organizations widening search focus to recruit older employees (Boehm et al., 2021)
	3
	9
	2
	6
	2
	2
	7
	7
	3
	1
	10
	4

	Individual capabilities
	
	
	
	
	
	
	
	
	
	
	
	
	

	Learning outcomes, awareness, knowledge
	Improved skills to work with different cultural groups (Alhejji et al., 2015)
	
	
	5
	
	
	
	
	
	
	
	
	

	Behavior, behavioral skills, or behavioral intentions
	Biased behavior (Metinyurt et al., 2021)
	
	
	4
	
	
	
	
	
	
	
	
	

	Skills and social integration
	Task accuracy (Carlson et al., 2020)
	
	
	
	
	
	
	1
	
	
	
	1
	

	Attitudes
	
	
	
	
	
	
	
	
	
	
	
	
	

	Attitudes (general)
	Attitudes towards diversity (Bezrukova et al., 2016)
	
	
	3
	
	
	
	
	
	
	
	
	

	Attitudes (specific to discrimination, tokenism, stigmatization)
	Prejudice and attitudes towards gender affirmative action (Furtado et al., 2020)
	
	
	
	
	
	
	
	1
	
	
	
	

	Work attitudes among LGBT employees
	Job satisfaction and engagement with work (Webster et al., 2018)
	
	
	
	
	
	1
	
	
	
	
	
	1

	Employee satisfaction
	
	
	
	
	
	
	
	
	
	
	
	
	

	Employee satisfaction
	Job satisfaction (Procknow & Rocco, 2016)
	
	
	
	
	
	
	
	1
	
	
	
	

	Social justice outcomes
	
	
	
	
	
	
	
	
	
	
	
	
	

	Social justice outcomes
	Awareness of cultural issues (Alhejji et al., 2015)
	
	
	1
	
	
	
	
	
	
	
	
	

	Perceived discrimination
	
	
	
	
	
	
	
	
	
	
	
	
	

	Perceived discrimination among LGBT employees
	Social situations where employees felt discriminated against (e.g., made one feel it was necessary to 'act straight') (Webster et al., 2018)
	
	
	
	
	
	1
	
	
	
	
	
	1

	Work performance or productivity
	
	
	
	
	
	
	
	
	
	
	
	
	

	Work productivity or performance
	Productivity (Kapoor & Solomon, 2011)
	
	
	2
	
	
	
	
	1
	1
	
	1
	1

	Dimension-specific and other outcomes
	
	
	
	
	
	
	
	
	
	
	
	
	

	Disclosure among LGBT employees
	Disclosure of sexual orientation (Webster et al., 2018)
	
	
	
	
	
	1
	
	
	
	
	
	1

	Disclosure of disability and receiving workplace accommodations
	Making an invisible disability visible in the context of employment (Prince, 2016)
	
	
	1
	
	
	
	
	
	
	
	
	2

	Older employees' health and employability
	Work-related vitality and work engagement (Soderbacka et al., 2020)
	
	
	
	
	2
	
	
	
	
	
	1
	

	Bio-psychosocial outcomes
	Physical function (Wong et al., 2021)
	
	
	
	
	
	
	
	
	
	
	1
	

	Organisational attractiveness to women and minorities
	Perceptions of organizational attractiveness (Yang & Konrad, 2011)
	
	
	
	
	
	
	
	1
	
	1
	
	

	Gender division of labour
	Women's labor force participation (Hegewisch & Gornick, 2011)
	
	
	
	1
	
	
	
	2
	
	
	
	

	Return to work for employees with disability
	Return to work following illness or disability (Jansen et al., 2021)
	
	
	
	
	
	1
	
	
	
	
	
	1

	Reduction of psychological strain among LGBT employees
	Lowered anxiety (Webster et al., 2018)
	
	
	
	
	
	1
	
	
	
	
	
	1

	Career satisfaction, improved skills, confidence
	Self-determination (Procknow & Rocco, 2016)
	
	
	
	
	
	
	1
	
	1
	
	
	

	Reactions to training
	Feelings towards training (Bezrukova et al., 2016)
	
	
	1
	
	
	
	
	
	
	
	
	

	Not specified
	
	
	
	
	
	
	
	
	
	1
	
	
	

	Total number of intervention–outcome pairings per category
	3
	9
	19
	7
	4
	7
	9
	13
	6
	2
	14
	12



Notes:
1. Cell counts indicate intervention–outcome links; multiple links are possible where there were different outcomes for a single intervention.
2. Any pairings identified as having a lack of evidence or evidence of no effect were removed for this diagram.
3. Intervention categories are coded as follows: A=Audits, reviews, and assessments. B = De-biasing of selection procedures. C = Diversity training and education. D = Flexible work arrangements. E = Health promotion activities. F = Informal workplace supports. G = Job training and coaching. H = Policies involving recruitment, leave, and compensation. I = Role models and mentors. J = Visibility. K = Workplace accommodations. L = Other practices, policies, and interventions.
Source: Authors’ own work

