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ABSTRACT

Purpose
The aim of this paper is to investigate paths to better understand the reasons attached to a high turnover in the profession of Chief Diversity Officer (CDO) in north America. 

Design/methodology/approach.
The literature review was undertaken from various sources such as books, articles, reports, management magazines, government publications, and peer-reviewed journals, highlighting the causes of the short tenure of CDOs. 

Findings
The study provides robust insights into leader behaviors that impair the CDO in succeeding in their multifaceted and complex role as well as other intrinsic and extrinsic factors.

Practical implications
The paper will ease creating awareness within educational institutions (private and public) and private companies (shareholders and C-Suites) who believe that a CDO does not need any support and can achieve a lot without the organization’s commitment to Diversity, Equity and Inclusion (DEI).    

Originality/value
This dissertation investigates a scope barely researched and is among the few papers exploring deeply the logical thought on why Chief Diversity Officers resign so rapidly from their position, the impact of this inclination and what can be done to reverse the current trend.  
INTRODUCTION

The role of Chief Diversity Officer is not new and has evolved considerably over the last forty years in terms of impact, strategy, practice and terminology (Davis, 2022). Although the function has recently become popular, not all companies feel equally concerned by the role since the higher the organization’s ranking among the world's largest multinationals, the more likely it is to have a Chief Diversity Officer in place (Dexter, 2008). This observation is even more pronounced when the head office of these companies is in a state that has legalized gay marriage, when the company is very focused on innovation and change, when there are many women - and especially black American women - employed within the organization and when the top management has several female representatives (Shi et al., 2018).  In 2019, a study by consultancy Russell Reynolds revealed that between 2016 and 2019, the number of Chief Diversity Officers (CDOs) promoted in companies in North America jumped by 63% (Paikeday et al., 2019). However, the increased need for recruitment to the role is often hampered by a lack of investment from companies to maximize the benefits of the role (Shandwick, 2019) and an understanding that Diversity Equity and Inclusion (DEI) initiatives need to be aligned with strategic business objectives (Hendersen, 2013). Indeed, 'Without systems to hold leaders accountable, CDOs expressed increased concern that their organizations' vocal promises for achieving racial justice were failing to drive meaningful change' (Corley et al., 2022, p.1), leading to excessive turnover in the profession, with an average time in post of less than two years (Paikeday, 2021). However, several studies have shown that companies that commit to implementing diversity policies increase their ability to attract and retain the best talents and simultaneously increase their potential for creativity and innovation (Hunt et al., 2018). The diversification of teams and staff and the adoption of inclusive leadership (Randel et al., 2018) within organizations while guaranteeing the cost-effectiveness of the approach (Edmans et al., 2023), and making leaders understand that true change requires a long-term commitment at all levels of the organization (DiMillo et al., 2021), are among the key challenges to be met by the Chief Diversity Officer. Although the missions of this job seem to differ depending on the framework that defines it (public education, private education, public enterprise, private enterprise), they do have points of convergence. Indeed, the responsibilities and performance of this leader in his or her position are based above all on the project to create a psychologically safe working space for everyone, in which differences are celebrated and the feeling of exclusion felt by certain minorities who repeatedly feel left out of information networks and excluded from the organization’s decision-making process is avoided (Mor Bark, 2015). The Chief Diversity Officer is also expected to demonstrate the ability to influence, to convince leaders to learn to question their convictions and beliefs (Daniels et al., 2017) for the common benefit of everyone's individuality, while giving everyone the opportunity to express their full potential thanks to diversity and inclusion, but through fair treatment (To & Huang, 2022) within organizations. 

This review is trying to show a certain number of facts providing a better understanding as to why there is a high turn-over in the profession of Chief Diversity Officer. Additionally, this literature review will attempt to demonstrate that: 
· The concept of Diversity, Equity and Inclusion is rooted in several social sciences theories which overlap 
· The definition of the title Chief Diversity Officer (CDO) is manifold 
· The role of the CDO is perceived differently by the diverse key players of an organization.
· To be successful, the job of CDO requires several competencies which interlock with one another
· The demographic of CDO is not always representative of its audience.
· The profession of CDO is characterized by multiple challenges
· Powerful third parties influence the role of the CDO
This paper is not a systematic literature review, but my personal review based on diverse resources available (books, articles, reports, management magazines, government publications, peer-reviewed journals, empirical research) surrounding the topic of Chief Diversity Officer within the past fifteen years. This purposive review will address several factors that might explain the high turn-over rate in this profession including burnout, bias and discrimination, lack of clear metrics, tokenism, frequent scrutiny, isolation, limited resources, resistance to change, lack of authority or simply unrealistic expectations. This guidance should put the light on what organizations need to provide to their Chief Diversity Officer to maintain their tenure and advance long-term diversity, equity and inclusion expenditure.      
BACKGROUND
In order to better understand what the work of Chief Diversity Officer is actually about it is crucial to comprehend in which core theories this profession takes its source. My theoretical framework builds on literature relates to the role and the evolution of the profession of Chief Diversity Officer. I highlight seven theories in that section (in no particular order of importance), which have been instrumental in shaping the profession: Diversity, Equity, Inclusion and Belonging; Critical Race Theory; Feminism; Gender Theory; Social Justice; White Privilege; Anti-Racism Theory. An attempt to discuss these topics by linking them to the key concept of the profession (Diversity, Equity and Inclusion) - will be favored to better draw connections between the theories and the job of Chief Diversity Officer, definition of the profession which will be explored in the following chapter of this work.
Diversity, Equity, Inclusion and Belonging 
Rooted in Marxist theories (Carpenter & Mojab, 2023) which claim that the material condition of society is what results to historical development, that social class conflicts lead to social transformation, that capitalism creates economic inequality and that gender is not a physical construct but a social one; DEI include learning about people to refrain from microaggressions (Campbell & Manning, 2014) or things that are sensitive to individuals different from us. It is not about being divisive but rather about learning how not to distress others. Given the new narrative surrounding the experience of oppression together with the increasing awareness of inequalities, it is essential to throw light on the meanings of the key terms that will be used throughout this paper, and which constitute the heart of the problematic that we are trying to explore. Because the term is used much more in the United States and less in other countries of the world, including English-speaking countries and European countries, we will define the concept of Diversity, Equity, Inclusion and Belonging (DEIB) in this section in order to bring more accuracy to what we are debating but throughout this paper we will always refer to the acronyms DEI (and not DEIB) on the principle that the term Belonging is part of the definition. Although the definition of the concept has a meaning that varies depending on the cultural context, the Diversity we focus on here moves away from the anthropological definition of the term to designate the set - visible or invisible - of unique attributes, of traits, characteristics (such as age, physical appearance, socio-economic status, abilities, gender, race, values, beliefs, experiences, preferences, etc.) that distinguishes an individual (Davis, 2021). The work of Marilyn Loden and Judy Rosener (Hayles, 2009) has demonstrated that there are four dimensions of diversity: personality traits (openness, neuroticism, extraversion, conscientiousness, agreeableness), internal/primary dimensions ( age, gender, ethnicity, race, sexual orientation, psychological ability), external dimensions (marital status, parental status, appearance, geographic location, income, work experience, religion, educational background, recreational habits), organizational dimensions (management attitudes, function level, affiliation, work content fields, work location, division/department/unit/group, seniority). The multifaceted aspect of this definition brings out a notion of great complexity. When equality refers to the concept of sameness in treatment for all individual, Equity is associated with the idea of impartial access to opportunities aiming to remove the barriers and biases preventing certain groups of individuals from reaching their full potential, “which means that it includes a moral judgment of a certain distribution of opportunities or goods” (Buchholtz et al., 2020, p.17). In other words, even if some people come from a different starting line, equity may require treating them differently (Minow, 2021) to ensure fairness and justice to address systemic inequalities. Beyond creating an environment in which everyone is welcome, considered and where a sense of belonging exists for individuals from different backgrounds, Inclusiveness is above all “employee perceptions that their unique contribution to the organization is appreciated and their full participation is encouraged” (Mor Barak, 2015, p. 85) and “ is usually operationalized as opposition to exclusion or marginalization” (Arsel et al., 2022, p.920). Finally, the term that we often forget to attach to the other three is that of Belonging which describes the comfort that individuals have in being themselves, in expressing their opinions and thus contributing to the collective identity of a group. Inseparable from Inclusion, “Belonging is the experience of being accepted, included, and valued by others” (Roberts, 2020, p.661). 
Oriented towards distributive and procedural justice in institutions and organizations (Arsel et al., 2022), Diversity, Equity, Inclusion and Belonging (DEIB) is not new. In the 1960s, the movement asked for more social justice, endeavoring for more gender and racial equality. Since the murder of George Floyd in the United States in 2020 (a black man murder by a white police officer who held his knee on his neck for more than nine minutes, preventing him from being able to breath) the notion has slightly shifted making the laws evolve not only around basic humans and civil rights matters, but also in to social and moral imperative (Davis, 2021). Part of the vocabulary of political, business and educational systems, DEIB initiatives and programs are getting popular for organizing actions and important discussions around the issues so as to promote accessibility, innovation and involvement (Angel et al., 2021) in order to achieve and cultivate "a work environment that is varied in personal and inclusive, holistic, and accepting in its culture and operations" (Holder, 2020, p. 8). 
Critical Race Theory
Emerging in the course of the 20th century as a response to traditional views in addressing problematics related to racism and race, Critical Race Theory is a theoretical framework steaming from several fields such as anthropology, critical legal studies or sociology and that tries to understand the intersections between race, social structures and systems of power (Greene, 2021). It is also viewed by many as the ground foundation of Diversity, Equity and Inclusion initiatives because Critical Race Theory “addresses the underlying causes of injustices through examining power structures, underlying race, whiteness, patriarchy” (Osei-Tutu et al., 2021, p.377). 
The roots of this theory can be found in the work of American researchers such as Derrick Bell for whom racism in permanent : “ racism is so deeply rooted in the makeup of American society that it has been able to reassert itself after each successive wave of reform aimed at eliminating it” (Cobb, 2021, p.3) ; Kimberlé Crenshaw who demonstrated in the late eighties that not only racism is part of a systemic problem “Laws produced racial power not simply through narrowing the scope of, say, anti-discrimination remedies, nor through racially-biased decision-making, but instead, through myriad legal rules, many of them having nothing to do with rules against discrimination, that continued to reproduce the structures and practices of racial domination” (Sheth, 2017, p.361) but she also highlighted the term intersectionality (Fenner, 2020) which refers in the way gender, race, sexuality, class and other parts of who we are overlap and become interdependent with one another, creating systems of disadvantage and discrimination. Richard Delgado will further research on Critical Race Theory by drawing attention to gaps in anti-discrimination laws against non-Black populations (Delgado & Stefancic, 2023). These three pioneers show that racism is not only an individual act but that it is indeed permeated in social and institutional structures (Bonilla-Silva, 2021), including its presence in the justice system (Bell, 2017) known to perpetuate and reinforce racial inequalities (Gonzales Rose, 2016). Critical Race Theory is part of the Critical Theory of Law also known as Critical Legal Studies (Moyn, 2023) and argues that politics and the lens of society cannot be separated from law which acknowledge the saying that law more often than not do contribute to perpetuating social injustice. While proponents see in the Critical Race Theory a valuable approach for discerning and addressing incessant racial disparities (Feagin & Elias, 2013), opponents have a discourse going against Critical Race Theory, arguing that this narrative pits blacks against whites by exploiting discrimination against whites, with the ultimate goal of achieving equity. It also intensifies animosity against the white population (Nelson et al., 2018). According to them, this ideology opposed the conservatives for whom objective knowledge, individual merit, universal values, liberalism and rationalism should instead be promoted; leading to the suspension of Critical Race Theory teaching in numerous colleges throughout America (Kaerwer & Pritchett, 2023). Since 2020, the rise of hostile sentiment towards the teaching of Critical Race Theory in K-12 schools (from elementary to high school) has been felt and many American states have restricted its teaching, some such as Idaho, Iowa , Tennessee and Oklahoma or Texas (Kelly, 2023) completely banished its teaching. Those advocating for this ban argue that it promotes racial inequalities, accentuating segregation in schools as well as racist ideas (Filimon & Ivănescu, 2023), thus forcing teachers to censor the content of their lessons in history, English, etc. to avoid complaints from parents or the school administration (Jayakumar & Kohli, 2023). In Australia, in 2021, this movement has taken the same direction since the Senate has banned the teaching of Critical Race Theory in schools and colleges (Coram, 2021). The nature of this ban is considered unconstitutional (Postel, 2022) - because it violates the first amendment of the American constitution which refers to the right to express oneself and the right to receive information - does not however prevent certain states from enforcing it - since the federal government has decided to completely relieve the states of responsibility for managing this issue under the pretext of a desire to maintain political neutrality: “The Supreme Court allowed schools to have more control over speech that bore their imprimatur if it associated the school with a “position other than neutrality on matters of political controversy” (Postel, 2022, p.14). Postel (2022) deeply questions how neutrality can be established on a topic that one deliberately chooses to ban. By endorsing color blindness that is, ignoring the existence of different races and ethnicities (Petts, 2020) or pretending that race does not matter (Eddo-Lodge, 2020) under the pretext of promoting racial harmony, is the discourse supported by those who oppose to the teaching of the interdisciplinary Critical Race Theory when numerous studies have demonstrated that this mode of thinking creates the opposite effect by reinforcing racial privileges in a multitude of areas such as interpersonal, educational, organizational, interpersonal, societal and legal contexts (Apfelbaum et al., 2012). Further research will argue that racial color blindness can foster interpersonal discrimination for people of color and diminish sensitivity to racism among Whites (Plaut et al., 2018), while Critical Race Theory only seeks to morally empower white people so that they can act on how racism impacts lives today. Proponents believe that the only way of making schools feel safe and supportive for non-white students and underrepresented minorities is the teaching and the understanding of historical and systemic dimensions of racism. Not only will it nurture equitable and inclusive educational settings (Quaye & Chang, 2012), but it will also extend the belief that academic excellence can coexist beside culturally responsive teaching and anti-racist work.   
Feminism
Diversity, Equity and Inclusion (DEI) efforts were profoundly shaped by feminism theories which played a major influence on the concept, supporting the equality of all genders, “asking ethical questions about how to live better in an unjust and unequal world, and finding ways to support those who are not supported or are less supported by social systems” (Higgins, 2023, p. 24).  Kimberlé Crenshaw originated the term intersectional feminism, (Carastathis, 2014) illustrating how multiple forms of inequalities often operate in parallel and worsen each other; advancing a more subtlety understanding of diversity and inclusion. 

Among feminists, it is important to distinguish two major ideological currents: the radical feminist and the liberal feminist. The first sees oppressions of women by men in all context of the society and therefore want a restructuring of the social order whereas the liberal feminism does focus on creating equality deep down social structures that already exist (Marinucci, 2017). It is this last vision which comes closest to the objectives linked to DEI and it is therefore on the latter that we orient the rest of our definition of feminist theory. Iris Young (2010) explains that the unquestioned rules, norms, assumptions and reactions of a society followed by all – consciously or not- in the everyday life is what defines structural oppression. By analyzing Young's work one understands that what makes structural injustice particularly difficult to discern is that it is usually not intentionally caused and it is linked with the background conditions of the person making it invisible to most of us as it is embedded in everyday interactions (Parekh, 2017). Addressing these issues helps to broader the narrative on dismantling oppressive structures and represents a step forward in the acceptance of gender equality (Jiménez-Moya et al., 2022), in the promotion of equal opportunities (Shrage, 2017) and the rejection of societal stereotypes, although on this topic divergent discourses, opinions and practices do exist within feminist groups themselves (Liss & Erchull, 2012). Feminist movements are also known for being supportive for policy changes and having the power to influence the creation of proactive legislations aiming to address gender-based discrimination (De los Reye, 2016) through the implementation of policies that promote diversity, equity, inclusion and belongings. According to the feminists, cultural attitudes and practices that promote inequality need to be challenged and transformed to create more inclusive communities : “transformative feminist leadership will use the analysis of gender and social discrimination in a particular society, community or setting as its starting point, and will attempt to transform the structures or institutions its engages towards a more gender and socially equitable architecture in both formal and informal terms” (Batliwala, 2011, p. 27). In all fields, aligning with DEI goals, feminists want to be at the forefront when it comes to empowering marginalized groups voices of all those at the intersection of multiple identities, including women of color, LGBTQ+ people: “A central goal of initial feminist projects within geography was to make women’s experiences, knowledges, and voices heard within academic research”(Coddington, 2017, p.3).  

Queer Theory 
“Seen as temporally and chronologically “older” than queer” (Liljeström, 2021, p. 24), both feminist and queer theories are linked by the fact that they try to decentralize and liberate the voice of marginalized individuals victims of racism, sexism, imperialist conditions, heterosexism, patriarchalism (Erol & Cucklanz, 2020). Proposing to be a response to problems affecting gender identity, sexuality and societal norms, Queer theory is a contemporary thought aiming to question and deconstruct traditional norms and prejudices in relation to sexuality and gender. Frameworks that are being dismantled by Queer activists are intersectional and multidisciplinary and question whether existing knowledge is relevant and if common knowledge is constructed (Acadia, 2021). Affirming that the queer narrative finds its inspiration in subjects which have their sources in the rejection of difference and the denial of symbolic and internal limits, skeptics show strong resistance to this ideology (Feldman, 2014). Supporters of the movement explain that the paradox of complicity of the media, the system and politicians in pushing towards gender transition surgeries is an invitation to conform to societal norms and bi-distinctions such as heterosexuality/homosexuality, male/female and insist on the fact: "that there can only be two genders and two natural sexes, because there is nothing else in the world besides man/woman or male/female, is only to admit one's own adamant refusal to acknowledge the world for what it is and to acknowledge those voices which call out with a melancholic note of desperation and longing in the hope that someone, somewhere may hear their cry and provide understanding, help, support, or at the very least recognition of their very existence” (Perone et al., 2015, p. 109). The theorist Judith Butler (2020), to whom an important place is attributed in Queer Theory, demonstrates in her work the performative dimension of gender and sexuality supporting the idea that these two natures are social constructs arising from repeated acts and acknowledging the complexity and fluidity of sexual and gender identities (Johnson & Johnson, 2013). Advancing a more nuanced approach to gender and sexuality, advocating for the recognition and the rights of LGBTQ+ (Lesbian, Gay, Bisexual, Trans, Queer +) people, Queer Theory Queer withstands for a profound questioning of heteronormativity (Pollitt et al., 2021) and DEI initiatives stand alongside Queer theory in its quest for recognition.


Gender Theory
Gender theory considers gender to be a social and cultural construct rather than a biological fact. Kessler and McKenna (2013), will stress that gender theory is based on the fact that it is a social construction which varies according to cultures and not a biological reality. In other words, one is not born man or woman, one becomes one through education, culture and the external influences we experience. This theory therefore aims to dissociate gender (subjective identification as man or woman or non-binary, i.e. neither man nor woman) from sex (defined by biology). We can therefore be male and/or be female and feel like a woman, but we can also be female and/or be a male and feel like a man. One can also be male or female but feel neither male nor female (this is what defines non-binary persons). Gender theory is predominant in the Western world and according to Maslow's hierarchy of needs (Poston, 2009), it is found at the level of necessary but not vital needs, between the fourth level of this pyramid (need to belong) and the fifth level (personal development). Talking about gender theory cannot occur without mentioning the name of John Money - New Zealander sexologist and psychologist -, at the origin of this theory. He supported the idea that gender is a social construct that can be linked to biology but not only. John Money's ideas appeared in various works in the early sixties. In an extract from his book Transsexualism and Sex Reassignment (Green & Money, 1970) which contributed to greater acceptance of sexual reassignment surgery and transsexual people in general. Money expanded the concept of gender to make it a broader and a more inclusive concept than that of masculine and feminine. For him gender included not only male or female, but was also a question of personal recognition, social assignment and legal determination; not only on the basis of the genital system but also on the basis of somatic and behavioral criteria which go beyond the genital difference. For Money, sex was important, but it was not the most important because one could change it. In the sixties, Simone de Beauvoir already exposed this philosophy by declaring that one is not born women but that becomes one (Leboeuf, 2016) and became an inspiration for the philosopher Judith Butler – mentioned in the previous chapter- for whom gender theory is essentially performative to the extent that gender can be assimilated to repetitive acts associated with men or women and which thus become societal constructs (Butler, 2020). However, her hegemony in gender theory, is being criticized by some such as Dennis Schep (2012) who argued about Butler’s exclusionary way of defining gender and others, even see a danger in this theory. Despite of the popularity of gender theory in the West, many consider it has taken too much importance and aims to devirilize the population as much as possible, to deconstruct men because according to them, there are more men who transition to become women than the over way around. For many - including political wills, consumerism, and the media - supporting gender theory would mean moving towards a docile state, a society over which it will be possible to exercise total and absolute power (Rawłuszko, 2021); while those who support the idea simply see this theory as a way of accepting the singularity of each person. Diversity, Equity and Inclusion is a fervent defender of gender theory, recognizing that it cuts across other dimensions of DEI, including sexual orientation, race, socio-economic status, disability, ethnicity...

Social Justice 
Debates around social justice are complex and see diverse positions confronting each other. In the literature, we distinguish three conceptions of social justice which consider the question of equality in diametrically opposed ways.
In a first conception, social justice rewards merit and gives everyone what is due to them. Merit and/or performance is what determines the individual's compensation. Inequality is therefore not seen as a problem since the most deserving are rewarded for their efforts. It is the liberal vision of Friedrich Hayek who thinks that the role of the state in the market economy must be limited so that the market can function and the inequalities which will result from the free play of the latter must be considered fair and legitimate (Ikeda, 2013). In the second vision, inequality in all its forms (inequalities in diplomas, wealth, participation in social life activities, etc.) is considered as a problem and it is therefore essentially a question of reducing or improving it; eliminate at the expense of wanting to equalize all things. It is the socialist vision of Karl Marx (Duong, 2014) which opposes the market capitalist order, and which claims that to lead to real equality and a society without social classes where everyone will contribute according to their possibilities and receive according to their needs, a proletarianism revolution is essential to overthrow the capitalist order. In the third approach, social justice aims to promote the autonomy of people and is characterized by the discourse of equal opportunities whose objective is not to guarantee equality of results, but to ensure that everyone has the same chances of achieving something in their life or work trajectory. The Rawlsian approach to social justice (Mandle & Roberts-Cady, 2016) says that social inequalities are only legitimate if they benefit the most disadvantaged members of a society. The John Rawls’s principle of maximin (Van Parijs, 2021) aims to give the maximum to those who are the most vulnerable in a society (Bankston, 2010); vision which is compatible with a significant degree of inequality, provided that the enrichment of the most privileged coincides with an improvement in the situation of the most disadvantaged in absolute terms. The thought of the philosopher and economist Amartya Sen (Kukathas, 2013) closely matches that of Rawls but complements it by affirming that the achievement of social justice requires that equality of opportunity be real and take into account not only the resources available to people but also the capacity of people to make use of these resources and the extent to which the social, political, cultural context, etc., allows the free use of these resources. For Sen, social justice means focusing on the development of people’s “capabilities” to lead a life that is valuable in their eyes (Arjona et al., 2012).
It is important to understand that contemporary conceptions of social justice are characterized by the rise of theories of equal opportunity where we find concepts encompassing Diversity, Equity and Inclusion. It is no longer a question of equalizing results or justifying these inequalities but rather of guaranteeing the conditions of equal opportunities. Consequently, the just society is one which gives everyone the same opportunities at the start, and then each person is free to use these opportunities as they see fit. This principle is further explained in the following lines and constitutes the heart of the job of Chief Diversity Officer.
Applied to various areas including healthcare, employment, education and more, Social Justice aims to dismantle systemic structures and barriers that sustain inequality in attempt for a society where regardless of identity or background, each person has the opportunity to reach their full potential : “Social justice was defined as full participation in society and the balancing of benefits and burdens by all citizens, resulting in equitable living and a just ordering of society“ (Buettner‐Schmidt & Lobo, 2012, p. 948). This theory is made up of key components which are: equality, equity, fairness, human rights, inclusivity and community engagement. The preservation of the fundamental human rights of all, protecting their inherent dignity and rights, regardless of their age, identity, background or economic status is a pillar of social justice: “Common threads bind the struggle for basic human rights among disenfranchised groups, offer experience and approaches to facilitate change, and move society towards social justice” (Loewen & Pollard, 2010, p.5). But in order to achieve true equality, it is important to recognize equity and the fact that different groups or individuals may necessitate different level of support: “Social equity focuses on ensuring that everyone has the same opportunity to succeed” (Stivers et al., 2023, p. 229). Inseparable from equity, the inclusive dimension of social justice fosters a sense of belonging for all by promoting a narrative where various voices and perspectives are valued, acknowledged and integrated.  By inclusion one means responding to the diverse needs of all; promoting participation in wider society by enabling access, equity and quality; and demanding comprehensive reform of the system (Shaeffer, 2019). Reciprocity, charity and impartiality are what constitute fairness (Niemi, 2019), concept that “denotes an evaluative judgment as to whether a conduct is morally praiseworthy” (Goldman & Cropanzano, 2015, p.313). Finally, the community engagement (CE) dimension that defines social justice encourages collaboration within communities in order to collectively identify and resolve problems related to injustices :“Three aspects of social justice that can be advanced by CE are first identified in the philosophy literature—well- being, agency, and self-development” (Pratt, 2019, p.573) while accomplishing projects that are both ethical and productive (Bay & Atherton, 2021). 
White Privilege 
This notion emerged in the United States in the 19th century, thanks to the historian William Edward Burghardt Du Bois (Taylor, 2010) who put forward the idea that White people, even those who are poor, benefit from a form of white privilege (whereas Black people always end up losing) to which they are not entitled. Popularized in 1989 by the work of researcher Peggy McIntosh (Collins, 2018), the concept "white privilege" recognizes the existence of a "phenomenon of white privilege" which goes beyond belonging to a certain social class, to a certain religion, to an ethnic status or to a specific geographical location and which is both denied and protected. According to McIntosh, society teaches White people not to recognize the privileges attached to their race, privileges that can be described as an invisible set of unearned goods that White people can expect to benefit from every day, but from which they are expected to remain unconscious (McIntosh, 2020). Most White people do not (or pretend not to) understand what is being talked about when White Privilege is mentioned, arguing that life is not easy for all white people (many do not have a great job nor a good education…). They are supported by progressist scholars who profoundly questioned the existence of White Privilege asserting that not all groups of White people benefit from White Privilege and therefore, “It is because it is manifestly more difficult for some white people to enjoy racial privileges that some scholars have questioned the utility or accuracy of the concept of white privilege” (Bridges, 2019, p.458). Along the same lines, one of the opponents to this theory is Shannon Sullivan (Sullivan, 2019) who argued that this conception loses all its meaning and consistency knowing that many affluent people of color are actually more privileged than many poor white people. However, when one talks about White Supremacy (often confused with White privilege), the vast majority of white people agree that it is a racist ideology (Meer, 2019) and that the white race is not superior to any others: “The core of White Supremacy is the belief that the White race has been responsible for most of the good things in human history: the great art, great science, and great thinking, and that Whites are inherently superior” (Schwartz, 2017, p.293). On the other hand, the definition of the term has evolved and now designates structures controlled by Whites, - “Consideration of White Supremacy makes visible that structural racism is ‘White controlled’, and without examining the former, we will not dismantle the latter in public health” (Alang et al., 2021, p. 815) - thus perpetuating racial prejudices (Cole, 2018) and inequalities (Spears, 2021). Recently, Rokhaya Diallo will insist on the fact that although studies on postcolonialism were initially developed in the United States and Great Britain, colonialism was above all a European reality, thus in the continent, white privilege and white supremacy theories are known to be phenomenon which are not isolated as racism is deeply imbued in the global system of many countries such as in France for example, where it was proven that being Asian, Arab or African is a barrier to social ascension (Diallo, 2021). White Privilege can be a challenge for Diversity, Equity and Inclusion initiatives because it may lead to unconscious bias, can undermine equal opportunities, does reinforce inequality and stereotypes and promotes cultural insensitivity.  

Anti-racism Theory
First, it is important to clarify the confusion that may exist between the terms “not racist” and “anti-racist”. Not being racist means being colorblind and believing that everyone should be equal but actively doing nothing to stop racism whereas anti-racism is about understanding that racism is about a system of inequality, that we are part of that system and questioning oneself on how to fight it (Harper & Kling, 2022). As far as being racist it can be described as “supporting a racist policy through their actions or inaction or expressing a racist idea” (Kendi, 2021, p.16). Anti-racism was initially considered in its purely moral dimension (racism is evil) and in the idea that race has no biological relevance (Banton, 2005). Therefore, for those in denial, if race does not exist, racism, which is a doctrine of the natural inequality of human races, has no reason to exist (Lentin, 2011). But in the recent years, anti-racism – also known as neo anti-racism as opposed to the traditional meaning of anti-racism- has taken on an accentuated political leaning, finding its foundations in Critical Race Theory according to which, race is a social and not a biological construct, which has effects in terms of discrimination on (racialized) people, generally non-White. Because race has discriminatory effects on individuals to whom a non-White race is attributed (the “racialized”) one cannot ignore racial identities. Many scholars stay away from that perspective, pointing that belonging to a group should not prevail over belonging to the human race and inviting to remain objective and rational by choosing to “rely on traditional definitions of racism and take due care to identify it in ourselves” (Huddle, 2022, p.339). Anti-racists also insist on the fact that there can be racism without racists (so racism is not just a social relationship resulting solely from hostile individual attitudes), that is to say racism produced by the functioning of institutions -it has been lastingly integrated into private and public structures, just as in daily life (Aquino, 2020) - without, necessarily, the members of these being explicitly racist in their behavior or in their ideology. Structural racism means that racism creates and reproduces unequal relationships, discrimination and cultural racism (Modood & Sealy, 2022). In today's anti-racism, it is assumed that whatever the various manifestations and expressions of racism – conscious, unconscious, intentional or unintentional – it remains racism. As stressed earlier in this chapter, it is true that race does not exist in its biological dimension. Nevertheless, it exists and operates from a societal point of view. To bring change, proclaiming that diversity of origins in classes is enough to build an anti-racist society is a limited narrative. As long as we will refuse to realize that racism is anchored in structures, we will favor the status quo and we will remain in an impasse. Kendi (2021) argues that discrimination that creates equity can be seen as anti-racist but also as a battle against capitalism (Kundnani, 2023). One of the challenges faced by people in charge of Diversity, Equity and Inclusion (DEI) in public institutions and private organizations is to implement anti-racist policies and practices to create environments that promote equity and actively work against racial injustice.   
CHIEF DIVERSITY OFFICER: ROLES AND DEFINITIONS
Roles and Definitions 
First, it is important to stress the clear difference between the Chief Diversity Officer (CDO) working in the Education sector (public or private) and his/her counterpart operating in the corporate environment. Although both positions aim to promote Diversity, Equity and Inclusion, their roles differ and therefore, the definition of their profession as well. 
A University Chief Diversity Officer himself describes his job as “one that’s providing collaborative leadership in the area of diversity and inclusion and helps move an organization forward . . . helps them think strategically” (Douglas & Little, 2017, p.381). According to Hancock (2018) Director of a College Institution, a Chief Diversity Officer is “able to focus on becoming an integral part of the college fabric, or sowing the seeds, through strategy and resource allocation, for sustainable, equitable, and inclusive learning environments that benefit both targeted populations and the college community as a whole” (Hancock, 2018, p.57). In their book, The Chief Diversity Officer, Williams & Wade-Golden (2023) develop a more grounded definition of this profession in the American higher education system and which this paper will be based on: 
“The CDO is a boundary-spanning senior administrative role that prioritizes diversity-themed organizational change as a shared priority at the highest levels of leadership and governance. Reporting to the president, provost, or both, the CDO is an institution’s highest ranking diversity administrator. The CDO is an integrative role that coordinates, leads, enhances, and in some instances supervises formal diversity capabilities of the institution in an effort to create an environment that is inclusive and excellent for all. Within this context, diversity is not merely a demographic goal, but a strategic priority that is fundamental to creating a dynamic educational and work environment that fulfills the teaching, learning, research, and service mission of postsecondary institutions” (Williams & Wade-Golden, 2023, p.31). 
At a corporate scale, a general definition introduces the profession as being “an exceptionally multi-faceted role, with responsibilities ranging from organizational development to strategy setting to legal concerns depending on the organization” (Paikeday et al., 2019, p.5). Individuals appointed to this position also “work in collaboration with the CEO and are specifically tasked with the responsibility of managing and implementing their organizations’ diversity policies and practices” (Ng et al., 2021, p.2585) contributing to the execution of diversity strategies aiming to better position the organization in attracting a broader pool of applicants, advancing benevolence and/or catering to positive return on investment (Bishop-Monroe et al., 2021). Making sure that hiring processes are inclusive and equitable, establishing measurable goals and metrics to track and assess DEI progress, providing development opportunities and DEI trainings to all employees, engaging with external stakeholders to promote social responsibility represent a brief outline of the importance of this role in fostering a DEI culture within the corporate world. 
Although the focus areas (students versus employees), the regulatory environment (states and federal laws governing discrimination and diversity versus regulations related to diversity, equity and inclusion at the workplace) and the organizational culture and structure (often decentralized structures that can be a challenging for DEI implementation versus more centralized structures that may be resistant to change and/or ruled by organizational politics) are diametrically opposed, both Chief Diversity Officers have to effectively handle a heavy workload. They are expected to show strategic leadership (Williams & Wade-Golden, 2023), implement DEI policy and procedures (Stanley, 2014), oversee DEI training and education (Secuban, 2020), actively contribute to the recruitment and retention of underrepresented groups (Flores & Combs, 2013), assess the effectiveness of the DEI initiatives (Pinkett, 2024), show external engagement towards DEI and advocate (Rojas, 2018) for the cause.
Multiple titles
A surprising discovery that was made is that the title of Chief Diversity Officer is not unique in referring to the same profession. Indeed, for this profession, there are a multitude of different names (NADOHE, 2023) being used. By browsing three North American major sites for job searches (LinkedIn, Indeed and Simply Hired), we listed over thirty different titles for this same position. Among this non-exhaustive list, I found (Appendix):
Chief Diversity, Equity, Inclusion and Accessibility Officer | Equity, Diversity, +Inclusion Director | Director Diversity, Equity and Inclusion | Program Manager – Diversity, Equity and Inclusion | Manager of Diversity, Equity, Inclusion and Belonging (DEIB) | Head of Diversity, Equity and Inclusion | Diversity Equity and Inclusion Administrator | Manager – Diversity, Equity and Inclusion | Diversity, Equity and Inclusion Professional | Diversity, Equity and Inclusion (DEI) & Strategic Planning Manager | Executive, Global, Diversity, Equity and Inclusion | Director Race, Equity, Inclusion | Belonging, Equity, Diversity and Inclusion Specialist | DEI and Culture Specialist | Project Manager, Mayor’s Office of  Equity, Diversity and Inclusion | Gender and Social Inclusion (GESI) Senior Associate | Strategic, Diversity, Equity and Inclusion Program lead | Director, Diversity, Equity, Inclusion & Social Responsibility | DEI Program Manager | Gender and Diversity Specialist | Diversity Strategy Leader | Senior Diversity, Equity, Inclusion and Belonging Coach | Chief Equity and Inclusion Officer | Director of Diversity, Equity & Inclusion and Organizational culture | Director of Justice, Equity, Diversity and Inclusion (JEDI) | Director of Diversity and Talent Development | Director of Diversity, Equity, Inclusion & Deputy Title IX Coordinator | Diversity & Inclusion Advancement Director | Director Engagement & DEI | Diversity, Equity and Inclusion (DEI) Operations Manager | Diversity, Equity and Inclusion Consultant (DEI Consultant) | Human Resources Manager of Diversity, Equity and Inclusion | Director of Internal Justice, Equity, Diversity, Accessibility and Inclusion (JEDAI)
The first observation that can be made is the multitude of names attached to the same function which suggests that there does not seem to be any standardization or protection of the title of Chief Diversity Officer: “While CDO is the most used title in municipal government, forty-four other titles were used in large cities such as ethics and diversity officer and civil and human rights director” (Cooper & Gerlach, 2019, p 115). The latest survey from the National Association of Chief Diversity Officers in Higher Education confirms my observation: "Only about one-third of the more than 100 equivalent job titles included “Chief Diversity Officer”” (NADOHE, 2023, p.12). This is making the terminology related to the job title a set of flexible words depending on the expectations/needs of the organization which also implies that not all DEI specialists have the same background : “Whereas some diversity officers may have specialized expertise in one or more functional areas (e.g., curricular diversity, campus climate research, hate-bias incident response, research and scholarship, activism, legal and regulatory compliance), no single diversity officer will have expertise in all areas that require attention related to EDI” (Worthington et al., 2020). The second remark that can be made is the multifaceted aspect of the CDO role which explains the plurality of titles attached to it, but which also demonstrates that the right person for the job must not only have knowledge in the DEI field and strong soft-skills but is also expected to be a good strategist (Trahan, 2021), an inspiring leader (Thompson, 2018) or a visionary project manager (Tomlin, 2016) for instance. However, because many of these job offers present varied missions that are not always 100% related to responsibilities encompassing DEI as “about half have additional roles unrelated to D&I which may hamper their ability to maximize results” (Paikeday et al., 2019, p.5) the job title inflation (Wunderlich, 2022) of several of them may, once hired, leave some CDOs with unfulfilled expectations.    
CHEF DIVERSITY OFFICER: DIVERGENT PERCEPTIONS
Following a McKinsey study (2018) that revealed that organizations with culturally and/or gender diverse executive teams were more inclined to outperform the competition from 21% to 35%, a recent study of KPMG (2022), found that in the year 2021, the hiring of Chief Diversity Officers grew by 84% compared with the year before and was equal to a 111% growth. As it has been proven that when diversity is managed effectively, it can help organizations to identify opportunities, capitalize on them to improve their services and products, and can take advantage of being perceived as a socially conscious businesses (Ranjan, 2021), it worth questioning why so many gatekeepers firmly resist to that progressive change.
Gatekeepers
In the Western world, many continue to believe in meritocracy (Mijs et al., 2022), which can be defined as “a somewhat ineffable combination of cognitive abilities, extracurricular talents, and socially valuable personal qualities, like leadership and civic mindedness” (Menand, 2019, p.2) and believe that it should be the main criterion for social upward. They stand for the idea that merit-based hiring and promotion practices should solely be ruled by a person’s abilities and qualifications, but this reasoning runs counter to the principles of Diversity, Equity and Inclusion, since if we recognize that some individuals need more support to succeed, then this goal is incompatible with meritocratic ideology and deliberately excludes the chances of success (academically, professionally, socially…) of an important part of the population (Stanczak et al., 2024). Instead of reducing inequalities and social injustice, the principle of meritocracy multiplies (Moreira & Pérez, 2022), accumulates (van Dijk et al., 2020), reinforces the status quo (Son Hing et al., 2011) while rejecting the existence of racial inequalities (Knowles & Lowery, 2012). The same people will also argue that division and polarization which emerge within society and organizations are caused by DEI initiatives. According to them, more favoritism for underrepresented groups opens on to a rise in bias against majorities (Norton & Sommers, 2011), makes organizations embracing DEI politics less procedurally fair towards White employees (Kaiser et al., 2022) creating a reverse discrimination situation (Scott, 2018), delegitimizing unintentionally discrimination claims (Everhart, 2022). Diversity, Equity, and Inclusion opponents do not only believe that having differences as focal point worsens tensions and hinders cohesion (Hellerstedt et al., 2023), but they also question the efficacity of such measures claiming for instance that there are lacks of evidence showing that DEI trainings do improve employee’s satisfaction and organizational performance (Dobbin & Kalev, 2018). Despite numerous studies which demonstrate the opposite effect (Herring, 2009) of DEI commitments, gatekeepers argue on the cost and little return on investment (Filbeck et al., 2017) of non-essential initiatives for achieving business targets because “D&I work is rooted in justice, not profit” (Zheng, 2019, p.1). Those who do not commit to fairness and equity also support the idea that DEI ideology pushes the political correctness too far (Leontovich, 2021), forcing us all to use inclusive language (Hopke, 2022) thus compromising the fundamental value of freedom of expression (Strossen, 2016).
Executive managers and stakeholders
From the point of view of C-Suite executives and stakeholders, opinion on Diversity, Equity and Inclusion is rather divided. Among them, there are gatekeepers who “may not consider a lack of DEI to be holding the organization back — or, if they do, they think it’s not their problem to solve” (Beach & Segars, 2022, p. 25). Some believe in DEI moderately and may support it without demonstrating it (Weeks et al., 2023), without moving past the words (Ballard et al., 2020) and simply treat it “as a compliance issue” (Bersin & Enderes, 2021, p. 8).  Only a few are really invested in the cause and understand that leaders are accountable in launching transformative solutions and implementing systemic change that “must promote, create, and maintain prosocial, inclusive, and healthy work environments” (Esquierdo-Leal & Houmanfar, 2021, p. 499). Organizational narrative in support of the importance of DEI measures is often not followed up by actions in line with this rhetoric (Ballard et al., 2020), nor by a clear vision (Bersin & Enderes, 2021) for achieving measurable objectives (Gross-Gołacka et al., 2022). It is precisely this ambiguity that hinders the sustainable implementation of a legit DEI policy within most organizations (Worley, 2022), reinforced by the fact that what the role entails does not seem defined, which makes it difficult to establish clear scopes and expectations (Goldstein, 2022).
Interestingly enough, “the CDO position may have been created with the best of intentions, but many organizations don’t seem to know what it is” (Goldstein et al., 2022, p.2). Moderately committed leaders and stakeholders have a cautious attitude towards DEI, mainly because they do not comprehend what it is about. Consequently, they may also consider it to be a risk management (Martinez, 2022), particularly regarding the legal and reputational risks associated with bias and discrimination. This uncertainty encourages them to endorse a culture of Diversity, Equity, and Inclusion to avoid lawsuits and a bad reputation. Despite their reservations on the subject, those executives demonstrate several interests in DEI. As it has just been mentioned, the first is that it helps restore a company's reputation and polish its branding (Wells et al., 2021). In fact, it has been shown that publicly acknowledging one's commitment to DEI strengthens customer loyalty, improves public opinion of the company, and positively sets it apart from the competition (Morais et al., 2014). Within medium and large organizations, this external recognition for diversity (Manoharan et al., 2021) is boosted by an internal choice of “tying compensation or bonuses to accomplishing actions that further progress on organizational DEI goals” (Hill et al., 2021, p. 8), which represents an additional motivation to get involved in DEI. The third reason relates to talent acquisition and retention (Zhang & Stewart, 2017). The global shortage of skills has created a war for talent (Ulrich, 2015) that is palpable whatever the size or the sector of the company is operating in. The situation became even more acute after the covid period, marked by the Great Resignation (Tessema et al., 2022) resulting in massive leaves, the increase of employees wishing to remain on remote work (Saad & Wigert, 2021), many not considering applying for companies not offering a four-days working week or flexible working hours (Weideman & Hofmeyr, 2020), and others adopting the Quiet Quitting philosophy (Scheyett, 2023), i.e. doing only the strict minimum at work. More and more executive leaders see the implementation of DEI initiatives as an opportunity to address this staff crisis. They have slowly come to understand that diverse and inclusive workplaces are attracting (Flory et al., 2021) and retaining (Daza et al., 2020) a wider range of candidates and do enhance employees’ engagement (Jerónimo et al., 2022) and satisfaction (Chang et al., 2023). 
Very few leaders truly show engagement in DEI efforts. Bersin & Enderes (2021) demonstrated that “Fewer than 12% of companies recognize senior leaders for inclusion or diversity goals. In fact, 76% of companies have no diversity or inclusion goals at all” (Bersin & Enderes, 2021, p.8). Those who stand for their commitment do not see the initiative simply as an ideology of social justice, but also recognize the strategic imperative behind it (Jain & Lobo, 2012), supporting what research has shown, i.e. that innovation is driven by diverse perspective (Jones et al., 2020), that diversity and inclusion has a positive effect on decision-making and benefits the overall performance of the organization (Katz & Miller, 2015). These leaders acknowledge that implementing DEI initiatives cannot be a quick fix and does take time. They understand that beyond being a moral imperative, DEI is a strategic necessity which, to be successful, must be seen as a long-term objective to guarantee resilience and the DEI sustainability of any organization: “Developing long-term goals and strategies to improve workforce diversity will require an investment of thought, planning, time, and resources by our professions, our academic departments, and our practices” (Lightfoote et al., 2016, p.1424).  
Chief Diversity Officers
Whether in the public or private sector, Chief Diversity Officers (CDOs) see their job as a varied and complex one (Allen et al., 2020), characterized by numerous missions. “To be a change agent for EDI, advocacy is at the core of a CDO’s role” (Green, 2018, p. 190). Change agent, through sustained endorsement of underrepresented groups to ensure that their opinions are heard, and their specific needs addressed: “CDO professionals serve as change agents, advocating for and guiding efforts of postsecondary institutions to engage proactive, inclusive approaches that support diverse individuals” (Gravley-Stack et al., 2016, p. 95). This position enabling them to address institutionalized racism creates a high level of job satisfaction and accomplishment (“More importantly, many other respondents explained that the work they did as diversity professionals generated feelings of pride, satisfaction, and fulfillment” (Wingfield et al., 2018, p. 205)), despite the difficulty of the task which often initially consists of convincing and making their work colleagues and superiors understand the usefulness of their mission and what it aims for as “the problem of fostering diversity is that it is not well understood; organizations might be content to address the concerns of minorities and women but leave out other disenfranchised groups, such as LGBTQ+ individuals or people with disabilities” (Atkinson et al., 2022, p.403). Helping to raise awareness about DEI issues externally but also internally to support employees in shaping a more diverse and inclusive work environment make CDOs also see themselves both as educators and facilitators who ensure that diversity and inclusion are addressed not only on the basis of ethnicity and race, but also of all other forms of diversity, and teach how to overcome barriers related to DEI (Soto-Green et al., 2018). CDOs consider themselves as Inclusive Leaders, who are aware that they have a role to play and are educating themselves about how best to move forward, who shift priorities and take meaningful action in support of others, who are proactively and consistently confronting discrimination to prevent it on a systemic level (Brown, 2019). The Chief Diversity Officer Denise O’Neil Green (2018) also mentions the role of communicator and coordinator that she attributes to herself and which seems essential in her function because it reveals the transversal dimension of her profession and the importance of working hand in hand with all departments of the organization to facilitate the impregnation of a new culture stemming from DEI, meaning that “the CDO must not only be able to interact effectively with others on the executive team but also play a wide variety of roles in providing value that these other leaders will be eager to embrace and to put into practice” (Dexter, 2009, p.5). The reputation of the Chief Diversity Officer as an ideological figure persists. As a matter of fact, the role is still perceived by many as a professional for the most part focused on mitigating workplace discrimination and legal compliance (Jacobs, 2021), far removed from the realities of the ground as a study conducted in 2019 shown that 73% of them say that business strategy is not a driver of DEI strategy (Paikeday et al., 2019). But the profession is advancing, making this point of view less and less relevant as these leaders increasingly see themselves as strategic partners. A growing number of partners who are now capable of advising on DEI related matters but who also understand that successful DEI initiatives must be aligned with the organization’s overall objectives and goals (White et al., 2022) by determining “needs, gaps, best practices, lessons learned, and strategy” (Roach, 2018, p.1). Because these leaders should hold the institution/organization accountable for achieving significant outcomes, they need to understand change-management skills, analytics and statistics, be able to measure DEI initiatives (Bishop-Monroe et al., 2021) by prioritizing the use of data and metrics to explain and quantify progress is key.  Although they are aware of the importance that their influencing skills (Henry, 2019) play in achieving the objectives of their role, especially when they have themselves experienced marginalization (Nixon, 2017), Chief Diversity Officers do not define themselves as experts, as “when it comes to something as multilayered as diversity, none of us is an expert. We can always be doing something more.” (Brown, 2019, p.18).   
Employees
The body of literature tells us very little about employees’ opinions on the CDO role. On the other hand, we find more research revolving around the belief that employees have on the DEI measures and efforts implemented in their company or on the degree of DEI organizational embedding culture existing in their structure and how these initiatives are understood or accepted by workers.
Supportive attitude about Diversity, Equity and Inclusion usually comes from underrepresented groups who tend to appreciate the endeavors of the CDO to address discrimination, issues of bias and to promote a more inclusive workplace as it helps them feeling better at work. For example, ethnic minorities report a boost in satisfaction when representation exceeds 15% (Hunt et al., 2015) and homosexual employees in a friendly diverse environment feel more positive and secure about their organizations and jobs than those who are not working in a similar positive culture (Hunt et al. 2015). A newly empirical American study tells us a lot about DEI employees’ perception in the workplace and as it is the most recent and complete study currently available, it is worth extracting the key information corroborating the views of workers on the matter. On the question if focusing on DEI at work is a good thing, 56% responded that it is a good thing, 26% said it is neither good or bad and 16% found it being a bad thing (Minkin, 2023). About 54% of workers consider that their company shows the right upstream of attentiveness to increasing DEI and women are more likely than men to appreciate DEI at work (Minkin, 2023). The same survey shows that in views of DEI in the workplace, there are broad partisan differences with 30% of republican’s workers supporting DEI efforts up to 30% and 78% of democrat’s workers saying that focusing on DEI is a good thing (Minkin, 2023). Half of the workers shared that working somewhere that is feasible for people with physical disabilities is extremely or very important to them (Minkin, 2023). Finally, many affirm that where they work, being a man or being White is an advantage (Minkin, 2023). Despite most supporters, opinions on DEI in the workplace are rather divided. 
Although many employees may appreciate their employer’s commitment to DEI, they may expect to see more tangible actions and results. The distant and doubtful attitude of certain employees towards the CDO can be explained if the initiatives undertaken are superficial or tokenistic and question the integrity of the organization's commitment to DEI. “Because some organizations have mistaken intentional DEI work for marginalization, differentiation, and tokenism” (Carter, 2021, p.1) when diversity recruitment is a token effort, psychological outcomes of minority workers are shown to be poorer (Hunt et al., 2015), leading some employees to resign when socialization within the organization is not inclusive, does not recognize unique identities and does not promote authenticity with transparency (Nwoga, 2023). Companies' statements that appear sincere inspire confidence in job applicants and employees already present in the organization, although skepticism remains due to the prejudices that would always exist in the reality of the job market, regardless of efforts provided in terms of DEI (Kurtzberg & Ameri, 2024). 
Other employees – including leaders and managers – are acting indifferently to DEI in the workplace as they do not consider those efforts essential to their primary job responsibilities. When Diversity, Equity and Inclusion is ignored by managers (perceptible by an absence of enthusiasm, averseness of granting resources, a refusal to set an example), approached as a simple box to check or/and implemented according to managers’ individual bias and own interpretation of what justice is about (Baker et al., 2021), it impairs the DEI commitments of the organization. In the same way, people who feel discriminated against at the workplace but choose not to speak up, make it also challenging for CDOs to tackle DEI at the workplace. Indeed, 70% of victims of discrimination and harassment at the workplace fail to report it (Elphick et al., 2020). Those employees may not see the direct impact their testimony could have on shaping for themselves a safer place at work but also on advancing DEI initiatives within the whole organization. 
Some employees may have condemning opinions on DEI efforts, especially if they consider them inadequately addressing inequity, discrimination and bias or when they are worried about their own jobs (layoffs, disruption from AI…). White employees are just 25% to value ethnic, racial and age diversity in the workplace and only 24% highly value collaborating with employees of different ages (Minkin, 2023). White people, whose population is in decline in many western countries, feel in general threaten about the future (Outten et al., 2012) and view DEI initiatives present within the organization system as creating conflicts with their non-white colleagues, making them feel less valued than their Black co-workers (Kaiser et al., 2022), while deepening racial inequalities (Gaztambide et al., 2022). For instance, Dobbin & Kalev (2016) showed that white men get quickly stressed out by diversity language, “43% of American workers believe discussions about race are inappropriate at work” (DiMillo et al., 2021, p.5) and white male employees do perceive diversity trainings as not particularly relevant to them, hence their lack of engagement (Vianden, 2018). Henderson (2020) exposes this resistance using the term Reversity, that can be described as a refractory response, a backlash seeking to undermine and marginalize DEI efforts and progress by people who feel threatened by the perceived loss of power or privilege (Henderson, 2020). However, these tensions could be lifted if White employees will support more their Black colleagues and help them thrive within the organization as it has been demonstrated that when White coworkers show openness and solidarity towards racial minorities, it increases the feelings of inclusion and retention of these groups (Kendall et al., 2021). To reach that goal, McClanahan et al., propose to alter the way DEI is introduced to the majority group and transform the traditional DEI messaging into a “ally invitation messaging” (McClanahan et al., 2022, p.30) to improve their reception to DEI messaging and consequently, help White employees foster more equitable and diverse workplaces, while they feel that they belong and contribute positively to these efforts (McClanahan et al., 2022).  For gaining trust of the employees of their organization, CDOs must rely on a collaborative attitude, an excellent communication, elicit the commitment of everyone to assemble support and address concerns adequately.

STRUGGLES FACED BY CDOs
Although long considered by some as a tokenism position, pointless and in which results cannot meaningfully be assessed (Cooper & Gerlach, 2029), in September 2021, a LinkedIn study reported that the Executive profession which had seen the greatest number of job openings over the previous two years was that of Chief Diversity and Inclusion Officer with recruitment having increased by 111% (Anders, 2021). However, a new LinkedIn report published in 2023 reveals that although this C-Suite role (the “C” stands for “chief”, referring to an organization’s top management position) was between 2020 and 2021 the fastest-growing one, a year later, it was the only top position to experience a reverse in hiring trend (Ceron & Rupp, 2023). Already mentioned a few times in this paper, not treating DEI as any other business by using data analytics to understand and scale it (Paikeday et al., 2019), is certainly a reason explaining the short tenure of the CDOs, but I found that there are many other challenges explaining this phenomenon.
First, it seems that DEI is too often considered as a single isolated department instead of being seen as a holistic approach impacting the whole resources and infrastructure of a company : “Siemens, for example, uses design thinking in all different areas of HR – recruiting, L&D, leadership development, talent management, compensation, total rewards – to determine how to embed DEI into existing programs” (Bersin & Enderes, 2021, p.13). To establish a diverse and inclusive workplace, DEI initiatives must be embedded into the organization's values and be envisioned as a cultural transformation (Campbell & Bourbonnais, 2023). The top management should be part of this transformation by being placed on the same footing as all other employees when it comes to undergoing DEI training, because “only one quarter of the responding institutions reported providing training in diversity management for members of their board” (Turner & Merriman, 2022, p.336), while being held accountable for inputs, activities, and outcomes (Ellingrud & Baller, 2023). In absence of embedded beliefs or lack of knowledge about DEI, the way is paved for unconscious bias, thus reinforcing stereotypes we all tend to be influenced by (Zike, 2017). Depending on who the Chief Diversity Officer reports to, the nature of the results to be achieved and their measurement will vary and be oriented towards the dominant function of their hierarchical superior. Reporting to the Chief of Human Resources Officer would mean that the focus of the function could well be recruiting, the Chief Marketing Officer may want the CDO to emphasize more on public relations or the CDO could be placed under general counsel if the company focus is compliance (Richard & Thompson, 2021). But for meaningful changes to be seen, the CDO should report directly to the CEO (Mallick, 2020) as that relationship and support will have an impact on the effectiveness of this cross-functional strategic role (Williams & Prasad, 2022). CDOs are often expected to drive change with little to no budget. The lack of “formal authority to reward or penalize individuals and units based on degree of diversity progress” (Nixon, 2017, p. 302) in addition to not having adequate support provided in terms of staffing, infrastructure, innovation, and money (Alex-Assensoh, 2018), constitute a further factor hindering the potential of CDOs for achieving effective results in their role (Williams & Prasad, 2022). Speaking of the financial aspect, beyond being a versatile function juggling with a myriad of responsibilities (Williams & Wade-Golden, 2023), many CDOs hold this position on a part-time basis only, and more than half of those employed in this position have other work responsibilities that are unrelated to DEI (Acquah, 2022). Under these conditions, without a budget and with no decision-making power, the CDO function can quickly be reduced to a symbolic and isolated role (Nixon, 2017), where CDOs paradoxically are finding themselves in a situation where they are undergoing and facing the same inequalities they are fighting for.  The other challenge for CDOs is that they are not always properly hired to fulfill the functions expected of them, which ultimately does alter the organization DEI performance (Metha et al., 2021). The people who recruit the CDO of a company often overlook important skills sets and essential abilities which left missing the basic aptitudes necessary to fulfill the role. A CDO can come from a wide range of backgrounds: 45% come from human resources, 30% have a career in diversity and inclusion, 17% are businesspeople, 13% are communications experts and 11% have studied law (Paikeday et al., 2019). Nevertheless, to avoid the scourge of high turnover in the profession (Goldstein et al., 2022), it is crucial for the recruitment team to hire candidates who can simultaneously be a strategic executor, a good storyteller, an excellent influencer, an authentic communicator, and a pragmatic disruptor (Paikeday et al., 2019) and have seven core competencies that are leadership, result orientation, business acumen, change management, commitment to diversity, ability to influence, result orientation and building and maintaining credibility (Dexter, 2012). Finally, while 36.3% of CDOs in the United States are still hired internally (NADOHE, 2023), Metha et al., (2021) have demonstrated that when creating a new CDO position, it was necessary to recruiting externally to aspire for better results.
DIVERSITY EFFORTS THAT WORK 
The challenges faced by CDOs lead to initiatives launched by companies that end up not producing the expected results, turning them into ineffective or even counterproductive efforts.
The most common side-effect of bad DEI initiatives is certainly tokenism, which "is defined as the practice of satisfying the moral requirement of including members of structurally disadvantaged groups in better placed groups in society" (Grant, 2017, p.2). Marginalized are included primarily to give an impression of diversity without authentic representation or empowerment. People who belong to minority groups and who are being considered for certain positions tend to decline them because they feel they are being hired for what they represent and not for their expertise, knowledge or experience (Creary et al., 2019). The same applies for performative activism which can be understood by self-serving or shallow support for social justice causes (Thimsen, 2022), that internally and externally erodes DEI efforts by showing no genuine allegiance or actions surreptitiously. Diversity training alone - which belongs to the three most popular DEI interventions within organizations - has also been proven to have no positive impact that could lead to meaningful change (Dobbin & Kalev, 2016). Instead of being a standalone answer, it should be integrated into a comprehensive DEI strategy. In their extensive research on the topic, Dobbin & Kalev (2016) found that the most effective DEI efforts rolled out by organizations that get results where those focused on voluntary training, self-managed teams (does not directly enhance diversity but contribute to boosting contact between groups), cross-training (meliorate manager’s exposure to individuals from different groups),  college recruitment targeting women, college recruitment targeting minorities (expanding the number of African-American women and men), mentoring, diversity task forces (encourages social accountability), diversity managers. It is by overlooking the unique challenges faced by those at the intersections of multiple marginalized identities that large, medium and small organizations do not find themselves fulfilling their DEI plans. They fail to address the intersecting identities and experiences of their (potential) employees and struggle to comprehend that "race is never experienced in isolation from other social axes and intersectionality is invaluable for highlighting the complexities of peoples’ experiences and subjectivities" (Rodriguez & Freeman, 2016, p.79). As diverse perspectives and experiences are crucial for driving significant change within an organization, reducing the shortcoming of diversity in leadership positions can greatly uplift DEI progresses (Davis, 2018). Paying attention to the power dynamic within an organization can lessen inequities and support efforts to promote genuine inclusion. Recognizing inequal access to resources or decision-making can represent a big success in addressing power dynamics (Holck, 2016). Along the same lines, eradicating resistance to criticism, dismissive or defensive behaviors, and constructive feedback related to DEI (Carboni & Chen, 2022) can help create a positive environment for underrepresented groups. Although blind recruitment - which focuses at developing opinions only based on candidates’ work experience and skills by removing in the application process any pieces of information (such as name, age, educational background…) that could foster bias (Meena, 2016) -  has been proven to be a good initiative, it is solely considered as efficient if “complemented with other Human Resource Management practices such as performance appraisal, compensation, training and development “ (Meena, 2016, p.27). Known for reducing unconscious bias (Vivek, 2022), blind recruitment can only be effective in addressing systemic barriers to DEI imperatives if it is to be found at other stages of the hiring process (interviews, assessments…) and not only at the application stage. DEI initiatives that work are those that take a comprehensive view and involve deep, systemic commitments and changes at all levels of the organization, while being willing to learn and adapt as they go and as progress is made.

DEMOGRAPHICS OF CDOs
There is very little empirical data on the demographics of CDOs. When they exist, they are often focused on the demographics of the role and less on that of the people employed in this function, dimension that I wish to explore in this chapter. Recently, a handful of data have been published on the subject in 2019 and 2023 and based on these two American studies, I will unfold the demographic characteristics of people in this profession, which is not sufficiently highlighted, and which may be part of the reasons for which there is a significant turnover in the profession. It is important to specify that one study (that of 2019) collected its results within the corporate world while the other (that of 2023) gathered data from the educational field. Only elements present in both studies and comparable are mentioned, therefore excluding data belonging to only one of the two studies. The elements that constitute my analysis revolve around gender identity, generation/age, educational background, race and ethnicity, previous experience as a CDO, internal/external hire, who they report to and correlation to time as a CDO.
Race and Ethnicity: A 2019 study showed that CDOs were 60% white, 24% were Hispanic, 10% Black/African American, and 6% Asian (Shandwick, 2019). In 2023, out of 261 CDOs who replied to the survey, it was found that 51.72% were Black/African American, 11.49% were Hispanic/Latina, 8.81% were White/Caucasian, 7.28% were Asian/Asian-American, 1.53% were Native American, 0.77% were Native Hawaiian/Pacific Islander and 2.68% were from another racial/ethnic identity (NADOHE, 2023). 
Gender Identity: According to Shandwick (2019), in 2019, there were 56% male CDO and 43% female. The NADOHE (2023) reports more detailed results with 63.35% identifying as women, 34.03% as men, 4.19% as non-binary, 1.57% as gender queer/gender non-conforming and 3.14% as identity non-listed. 
Age and Generation: In 2019, 57% of CDOs were Millennials (age 23-38), 30% Gen X (age 39-54), 10% Boomers (age 55-73) and 3% Gen Z (age 20-22), conforming to the research of Shandwick (2019).  Four years later, this demographic has shifted and shows a predominance of the Gen X generation in this function (which was not the case a few years earlier), with 39.1% aged 45-54, 26% aged 35-44, 21.4% aged 55-64, 8.3% aged 65-74, 4.2% aged 25-34 and 1% aged 18-24 (NADOHE, 2023). 
Educational background: According to data collected in 2019, 47% of CDOs had a bachelor’s degree/equivalent, 35% had a Postgrad degree and 18% had less than a bachelor’s degree/equivalent (Shandwick, 2019). The survey of the National Association of Diversity Officers in Higher Education shows that the education level of CDOs has gone up with 45.79% holding a Ph.D. degree, 28.42% have a master’s degree, 19.45% own a Professional Doctorate, 3.68% have a Doctorate in Law and 2.63% have a Medical Doctorate (NADOHE, 2023). That same study tells us also that “individuals that identified as multiracial had the highest percentage of Ph.D. degrees (50%); White/Caucasian respondents had the highest percentage of Master’s degrees (42.6%) and J.D. degrees (14.3%); and Asian and Asian American respondents had the highest percentage of professional doctorates (33.3%” (NADAHE, 2023, p.9), adding that 42.5% of them have a degree or a certification in Diversity, Equity and Inclusion (NADOHE, 2023).
CDOs’ previous experience and tenure: In the survey of Shandwick (2019), the job responsibilities and professional background of executive DEI positions are examined and showed that 7.8 was on average the number of years in current position and the amount of time in prior job that was dedicated to DEI was for many up to 77% of their time, DEI was only 20% of their time for others and for the rest, they only considered dedicated 3% of their time on DEI efforts in their previous position (Shandwick, 2019). The NADOHE (2023) investigation reveals that 87.9% of CDOs hold their current position for five years or less and only 1.6% are at their current institution for more than 15 years. 
Internal/External Hire: In 2019, about 74% of CDOs hired were from within the company whereas 26% were hired from outside the company (Shandwick, 2019). A few years later, the opposite effect is observed with 36.3% being internal hired and 63.7% being external hired (NADOHE, 2023).  
Who do they report to? Shandwick (2019) found that CDOs report to an average of 2.1 persons in their organization with 69% reporting to a C-Suite executive, including 39% reporting directly to the CEO. The results of the study of the NADOHE (2023) shows that 65.13% of CDOs report to their university president, 8.05% to the provost, 2.68% to the system head and 11.49% to other individuals of the institution. 
In the recent years, an evolution of the demographics of CDOs has been observed with a perceptible increase in the number of professionals appointed to this position and the share of their position's responsibilities exclusively dedicated to DEI is also increasing compared to before 2020. The percentage of minority groups – of which a growing number do experience significant intersecting identities (NADOHE, 2023) - in this position has noticeably enlarged, acknowledging the argument that “the minority status (gender, race) of an organization’s CDO will influence the integration of minorities in the workplace” (Ng et al., 2021, p.2586). Although not all CDO roles are executive positions, most people in this function report directly to the CEO of their organization or to another C-suite executive, giving an increasing consideration to Diversity Equity and Inclusion as a pivotal priority for organizations. In 2019, Paikeday et al., highlighted the fact that although most CDOs measure engagement survey results, rather few of them use surveys findings to drive their DEI strategy, which may indicate a lack of resourcing or analytics expertise (Paikeday et al., 2019). In 2023, the far-reaching majority in this position is having a Ph.D. or a professional Doctorate which demonstrates the great importance that companies and institutions now place on data collection, measurable improvements and track records of DEI efforts. On a similar note, organizations will now favor hiring senior executives with the expertise and the experience in navigating DEI through a global lens. 
PROFILE OF THE WANTED CDO 
In previous chapters, we have seen the extent to which the role of CDO is a complex cross-functional human resources function, that is multi-disciplinary, requires the person occupying this position to have extensive experience in DEI and be able to collect and interpret data while demonstrating senior-level leadership. Able to orchestrate culture change throughout the organization, the perfect CDO is committed to diversity, has a sense of business judgement, can build and maintain credibility, is results oriented and can influence (Dexter, 2009). The ideal candidate would also be employed on a full-time basis and ideally, the entirety of his or her duties would be devoted to achieving DEI goals. This role should report directly to the CEO of the organization/institution and the resulting objectives from DEI should be aligned with the company's overall objectives, thanks to strong internal support for diversity. Finally, because compared to DEI high performers, low performers do lack of metrics and training (Affirmity, 2022), recruited externally, the CDO one is looking for would preferably be someone with a Ph.D. or a Professional Doctorate, should be from an under-represented group and may likely have intersectional identities. 
This summary of the employability profile expected of a CDO highlights the fact that this specialist should primarily possess soft skills rather than hard skills, but the results of the analysis carried out previously demonstrate that over the years, a tendency has been leading to hard skills, when it comes to choosing the right CDO. The paucity in the literature about CDOs’ hard and soft skills puts the finger on essential aspects of the job, that should be well-balanced, but which seem not to be sufficiently emphasized. Hard skills relate to technical ability whereas soft skills are associated with interpersonal communication (Lamri & Lubart, 2023). The hard skills of the function of CDO refer to strategic planning, human resources knowledge, talent management expertise, data analysis, knowledge of the law and regulations surrounding DEI, implementing training programs, project management, technology proficiency, handling mediation and conflict resolutions, managing staff, holding a certification in DEI… The soft skills of a CDO however, focus on communication and interpersonal skills, emotional intelligence, adaptability, empathy, ability to influence and persuade, cultural competency, on building relationships, on the ability to negotiate, the capacity to launch a vision for the organization, to navigate complex situations and to be able to handle difficult conversations (Williams & Wade-Golden, 2023). Although in their description, most of American job offers require more soft skills than hard skills to perform a job (Lyi & Liu, 2021), a study shows that hard skills should be more called-for while hiring employees, claiming that soft skills do not contribute to organizations performance and can even be detrimental to them (Lyi & Liu, 2021). Whilst the education system tends to value hard skills more, which develop unequally compared to soft skills, Balcar (2016) shares a divergent point of view as he was able to demonstrate that soft skills are as beneficial and productive as hard skills (Balcar, 2016) and recruiters are looking for candidates that can offer soft skills besides hard skills (Meeks, 2017) since “it is important to have both hard and soft skills in order to be successful in the workplace” (Lamri & Lubart, 2023, p.4). Seijts & Milani (2022) support this reflection by stressing that there are character traits that make DEI efforts more plausible and reachable than others. There have listed 11 of these character traits (accountability, courage, collaboration, drive, humanity, humility, integrity, judgement, justice, temperance, transcendence) and according to their study, those personality characteristics have a considerable positive impact on the establishment of a DEI culture within the company and, consequently, these attributes must dominate in the organization. Therefore, they constitute the soft skills that a CDO should own if he or she wants to succeed in his or her DEI transformational mission (Seijts & Milani, 2022). Because the combination of hard and soft skills also drives individual innovativeness (Handarman & Cantner, 2018), future CDOs must possess a blend of both abilities to effectively be able to drive meaningful change within their organization. 
DISCUSSION
The murder of George Floyd in 2020 followed by the Black Lives Matters protest saw an increase in the CDOs hirings, not always making qualifications for the job an essential criterion but giving particular importance to the applicant's ethnic origin. A few years later, the first voluntary departures of CDOs employed under various titles and at various positions started to occur. The lack of skills and experience, the poor understanding of the ins and outs of the job and the political stakes attached to it makes the profession challenging. Moreover, several political stakes interfere in a major way in which the CDO may or not, be able to fulfil their mission correctly. Being subject to legislation and regulations, these inevitably influence the practice. For some governments (political and social movements) advocating for Diversity, Equity and Inclusion is a good thing and initiatives steaming form DEI should be a priority and therefore are willing to provide fundings to companies/institutions, whereas other governments that do not support the ideology do not give any assistance, thus limiting the possible actions for CDOs. The politicization of the topic and related geopolitical factors, which cannot be ignored, divide people on DEI issues, making the field of action in this area very complex, whether for CDOs operating in the education sector or in the corporate environment. The concept of meritocracy, for instance, is an accurate illustration of this division between the defenders of the DEI and those who reject it. The former say they are not attacking meritocracy per se but claim that it does not deliver what it promises (Markovits, 2019). Proponents are fighting for recognition of systemic bias, for equal opportunities of success, for the importance of putting equity before equality so as not to perpetuate the privileges enjoyed by certain groups to the detriment of the disadvantages suffered by other groups (van Dijk et al., 2020) and which act as a brake on their social advancement. The latter argue that fair should be seen through the lens of equality, taking precedence over equity. For the opponents, DEI initiatives create a general lowering of standards (Morgan et al., 2012) by promoting people based on their identity instead of focusing on their potential, skills, talent and merit, taking responsibility for their own success and as they continue to believe that meritocracy is the engine driving social mobility. Although there are an increasing number of methods for reducing unconscious bias in the recruitment process (Chamberlain, 2016), it is impossible to eliminate them completely. It is therefore possible to argue that a recruiter's opinion about DEI and how the problem should be approached may certainly influence their choice of the ideal candidate for the role of CDO, a choice that could be based on purely subjective criteria. Recruiters veritably need to be more vigilant in the process of recruiting their CDO, to ensure that they are hiring someone who meet the profession requirements (Allen et al., 2020) in terms of hard skills, but also soft skills and intercultural competencies (Arnold & Kowalski-Braun, 2012) that are essential for the job. In this process, they can draw on the standards of professional practice for Diversity officers in higher education, developed and approved by NADOHE, the National Association of Diversity Officers in Higher Education (Worthington et al., 2020). The US Federal government has recently established the Chief Diversity Officers Executive Council Charter (UOPM, 2022) but for now, there is no similar organization aimed at CDOs operating in the corporate field. Noenetheless, Diversity Officer Development Programs are emerging and aim to help companies internally prepare for the recruitment of their future CDOs (Bohonos, 2023), to cope with the change in the law directly impacting this profession in the United States. Indeed, in June 2023, the US supreme court decision to overturn affirmative action (Pereira et al., 2024) which permanently ends admission practices in higher education based on race, many institutions foresee an overflow of legal actions that may have an impact on them. Although private organizations are not concerned by this decision, a decline in graduates from minority backgrounds will inevitably mean a shrinkage in the job market pipeline of future business leaders and highly qualified workers from underrepresented groups (Rice et al., 2023). This decision alone may imply in the coming years, a change in the recruitment of CDO profiles because it is plausible that institutions will favor the recruitment of someone with a background in law and capable of navigating the political and legal landscape of DEI and puzzle out how to take protective approaches to keep them away from litigation. As one tends to put more trust in people who look like us (Holmberg & Rothstein, 2017; Uslaner, 2018), companies should be cautious while deciding to appoint a CDO who does not belong to any underrepresented groups since they may not be perceived as representative of the people they are advocating for and can be an inherent obstacle to achieving results. Ideally, the voice of Diversity, Equity and Inclusion should itself be representative of the cause it champions. Research conducted by the American Council of Education between 2025 and 2017 reveals that of all master's graduates, 50.9% were White, 25.5% were Black, 17.0% were international graduates, and 6.7% were students of unknown ethnic and racial backgrounds (ACE, 2020). The same studies show similar results among Doctorates with 56.0% of White, 25.9% of Black, 12.1% of international students, and 6.1% students of unknown ethnic and racial backgrounds (ACE, 2020). Even though in the United States there are twice as many white graduates as their black counterparts, minorities are highly educated and represented in the profession of CDO and do outnumber white people (NADOHE, 2023). So, it can be assumed that these CDOs who were able to afford long studies - although belonging to a minority group - come from a more privileged class. Since segregation in the United States is as economic and social as it is racial (Massey & Tannen, 2016), it is worth asking whether the social class or classes which separate them from the people they represent or for whom they advocate may not be an obstacle to achieving their DEI objectives. With 49.8% of CDOs earning an average of between $100,000- $199,999 and 34.2% who indicated earning more than that (NADOHE, 2023), Hastings (2018) has shown that there is some clear evidence «that the growth in income inequality (the within-state effect) is associated with a decrease in trust” (Hastings, 2018, p.89).  Does the social class to which these CDOs from minority groups belong mean that they are able to benefit from some of the privileges of the majority group? Does this category of persons in this specific position, belonging to an underrepresented group, having this level of responsibility and exercising a comfortably well-paid profession is nevertheless the right profile for the job? Does their position and social status still have them in phase with the realities that minority groups experience to really understand and address their challenges? This dimension adds even more complexity to the attribution of this position and its tenure because many factors must be taken into consideration, factors which do not depend solely on the qualifications, experience and skills of the candidate.

LIMITATIONS OF THE STUDY
This report has several limitations. Firstly, it is focused on the issue of DEI and CDOs in the US market only. It does not cover a western vision and even less a global sight of the situation. In fact, depending on the culture of a country, its religion, its political leanings… the role, challenges, status and importance of the CDO position are likely to change. The job of Chief Diversity Officer as we know it today is a modern discipline which is evolving (still searching for itself and seeking to establish its credibility). As a result, as there is not much existing data on the CDO profession, this study is based on limited data sources (not enough empirical demographics of CDOs in the corporate world). In addition, it includes and draws conclusions on CDOs working in two diametrically opposed sectors. For greater accuracy, other studies should be carried out making a clear distinction and focusing only on the role and tenure of CDOs in public institutions or those working in the corporate sector. The research could be pushed even further by analyzing job offers in the USA aimed at recruiting CDOs to find out if there is a dichotomy between the profile required for the positions and the content of the jobs offered by American companies. We already know that despite the CDO job being a recent position, a lot of experience is expected for the job but paradoxically, most of these job opportunities do not require a degree in DEI, but at least a bachelor’s degree level in any field of study. What is less known, however (both in the public and private sectors), is whether the expectations of companies (their selection criteria) which recruit CDOs are really in line with their internal objectives, with the budget they are willing to allocate towards achieving these objectives and with the existing standards in the CDO profession (hard skills and soft skills of the CDO), points of reference inevitably playing a role in the tenure of the CDO's position.

CONCLUSION
In this dissertation, I attempted to demonstrate that the profession of Chief Diversity Officer is a difficult and tedious job whose actions and results do not depend on one person alone but must be considered as an encompassing approach that involves the commitment of all departments of an institution/organization. The success and tenure of this role depends very much on the type of support (budget, human resources, time, infrastructures…) it gets from the hierarchy and how deep their acknowledge that DEI implementation is only possible thanks to a long-term vision and through a tailored plan, based on the specific needs of the organization/institution. Diversity, Equity and Inclusion remains a modern discipline, an inexact and non-static science (in perpetual movement and which must always be ready to adapt to new circumstances) with no universal modus operandi or pre-established rules for combatting racism that can exist and develop without racists. This perspective makes the honorable position of CDO very malleable but also vulnerable because it remains, for many, difficult to perceive, thus contributing to making it complicated to understand, hence, challenging in achieving the expected objectives of the role discussed in this analysis. The position of CDO being a structural anchor to cultural issues (Parker, 2019), to impose itself and thrive, inclusive leadership must help make the objectives linked to the CDO profession and aligned to the organization/institution’s goals become more achievable so that the initiatives related to DEI are less hindered and can finally emerge.
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APPENDIX 1

Various titles of the Chief Diversity Officer 

Chief Diversity, Equity, Inclusion, and Accessibility Officer- job post
Princeton Plasma Physics Laboratory
14 reviews
Princeton, NJ 08540•Hybrid remote
Full-time
You must create an Indeed account before continuing to the company website to apply
Apply now

Retrieved on 7/02/2024: https://www.indeed.com/jobs?q=chief+diversity+officer&start=10&vjk=337a7fb1c94b0fd5


Equity, Diversity, + Inclusion Director- job post
Isaacson Miller Inc
9 reviews
Remote
$142,560 - $178,190 a year
You must create an Indeed account before continuing to the company website to apply
Apply now

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=chief+diversity+officer&start=20&vjk=305f5631200c8daf 


Director, Diversity, Equity & Inclusion- job post
Lucasfilm
(part of The Walt Disney Company)
61 reviews
San Francisco, CA
$206,900 - $264,500 a year
You must create an Indeed account before continuing to the company website to apply

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=chief+diversity+officer&start=20&vjk=e3dc9c0f4c340f5c

Program Manager - Diversity, Equity, and Inclusion (DEI) - Remote- job post
ICF
671 reviews
Reston, VA•Remote
$90,940 - $154,598 a year -  Full-time

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&l=&vjk=1cfb537f4ada50c6 


Manager of Diversity, Equity, Inclusion and Belonging (DEIB)- job post
Business Services Opportunities
Washington, DC•Hybrid remote
$135,000 - $155,000 a year

Retrieved on 7/02/2024 : 
https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=10&vjk=df13b8dbf0be499b


Head of Diversity, Equity, and Inclusion- job post
Intuit
2,117 reviews
2700 Coast Ave, Mountain View, CA 94043
 
Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=20&vjk=8b2458d65a9e5587


Diversity, Equity and Inclusion Administrator- job post
Denver Housing Authority
51 reviews
Denver, CO
$85,684.02 - $107,105.04 a year

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=20&vjk=93d180b028c7c3f7
Manager - Diversity Equity & Inclusion- job post
Nestlé USA
(part of Nestlé)
2,466 reviews
Solon, OH•Hybrid remote
Full-time
Responded to 75% or more applications in the past 30 days, typically within 1 day.
You must create an Indeed account before continuing to the company website to apply

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=30&vjk=b3dca1fc05fd8753


Diversity, Equity, and Inclusion Professional- job post
University of Colorado
786 reviews
Aurora, CO•Hybrid remote
$51,525 - $75,372 a year -  Full-time

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=30&vjk=ec4f75c4b678d034


Diversity, Equity, and Inclusion (DEI) & Strategic Planning Manager- job post
Washington State Department of Agriculture
47 reviews
Olympia, WA 98501•Hybrid remote
$100,000 - $122,844 a year -  Full-time

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=50&vjk=fd6c121c7b997e90


Executive, Global Diversity, Equity, and Inclusion- job post
Creative Artists Agency (CAA)
83 reviews
Los Angeles, CA
Full-time
You must create an Indeed account before continuing to the company website to apply

Retrieved on : 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=50&vjk=cda9d7bcfae38430

Director, Race Equity Inclusion- job post
National Immigration Law Center
Washington, DC•Remote
$128,800 - $161,000 a year -  Full-time

Retrieved on: 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=50&vjk=745afb9bd23a033e


Director, Culture and Inclusion, North America- job post
Mondelēz International
5,654 reviews
East Hanover, NJ
Full-time

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=50&vjk=7265c11fb45c4751


Belonging, Equity, Diversity and Inclusion (BEDI) Specialist- job post
Gamma Phi Beta
15 reviews
United States

Retrieved on 7/0272024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=60&vjk=b46ad497566d15e3


DEI and Culture Specialist- job post
University of Maryland
1,090 reviews
College Park, MD 20742
$72,800 - $86,000 a year -  Full-time
Responded to 75% or more applications in the past 30 days, typically within 1 day.
You must create an Indeed account before continuing to the company website to apply

Retrieved on 7/0272024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=60&vjk=d5ab7b6fdfebf1d6


Project Manager, Mayor's Office of Equity, Diversity and Inclusion- job post
City of Atlanta, GA
615 reviews
Atlanta, GA
$60,000 - $80,000 a year -  Full-time
You must create an Indeed account before continuing to the company website to apply

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=70&vjk=4881b946422ba785


Gender and Social Inclusion (GESI) Senior Associate- job post
The Cadmus Group, Inc.
33 reviews
1777 North Kent Street, Rosslyn, VA 22209
$114,000 a year -  Full-time

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=70&vjk=269decc3fbc2c531


Strategic Diversity, Equity & Inclusion Program Lead- job post
Valley National Bank
575 reviews
10 Madison Ave, Morristown, NJ 07960

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=70&vjk=62ed79aae4fc5f33 


Director, Diversity, Equity, Inclusion & Social Responsibility- job post
The Pokémon Company International
24 reviews
Bellevue, WA•Hybrid remote

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=70&vjk=a0e199bc57f2b90c


DEI Program Manager- job post
Columbia University
1,768 reviews
New York, NY
$80,000 - $90,000 a year -  Full-time

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=80&vjk=5969824914253ee4 


Gender and Diversity Specialist - Headquarters- job post
Inter-American Development Bank
159 reviews
1300 New York Ave NW, Washington, DC 20577, Washington, DC 20577
Contract

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=80&vjk=9598f5b5287ac56e


Diversity Strategy Leader- job post
PRICE WATERHOUSE COOPERS
9,254 reviews
Pittsburgh, PA 15219•Remote

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=80&vjk=7a61496b2c31602c


Senior Diversity, Equity, Inclusion, and Belonging Coach- job post
Quartz
33 reviews
Madison, WI 53713•Hybrid remote
Full-time

Retrieved on 7/02/2024 : https://www.indeed.com/jobs?q=Diversity+equity+and+inclusion&start=90&vjk=c0945ddaf5b0fbf3


[image: Wahl & Associates LLC]

Chief Equity and Inclusion Officer, Washington County, Oregon

Wahl & Associates LLC  Hillsboro, Oregon, United States

Retrieved on 7/02/2024 : https://www.linkedin.com/jobs/chief-diversity-officer-jobs?currentJobId=611962439&position=19&pageNum=0 


[image: Planned Parenthood of Northern New England]

Director of Diversity, Equity & Inclusion and Organizational Culture

Planned Parenthood of Northern New England  Manchester, New Hampshire, United States

Retrieved on 7/02/2024 : https://www.linkedin.com/jobs/director-of-diversity-and-inclusion-jobs?currentJobId=3819778928&position=11&pageNum=0


[image: Utile]

Director of Justice, Equity, Diversity, and Inclusion (JEDI)

Utile  Boston, Massachusetts, United States

Retrieved on 7/02/2024 : https://www.linkedin.com/jobs/director-of-diversity-and-inclusion-jobs?currentJobId=3810811157&position=24&pageNum=0


[image: Mitchell Silberberg & Knupp LLP]

Director for Diversity and Talent Development

Mitchell Silberberg & Knupp LLP  Los Angeles, California, United States

Retrieved on 7/02/2024 : https://www.linkedin.com/jobs/director-of-diversity-and-inclusion-jobs?currentJobId=3725584176&position=8&pageNum=1


[image: Nichols College]

Director of Diversity, Equity, Inclusion & Deputy Title IX Coordinator

Nichols College  Dudley, Massachusetts, United States

Retrieved on 7/02/2024 : https://www.linkedin.com/jobs/director-of-diversity-and-inclusion-jobs?currentJobId=3817287770&position=22&pageNum=1


[image: Avient Corporation]

Diversity & Inclusion Advancement Director

Avient Corporation  Avon Lake, Ohio, United States
il y a 1 semaine  54 candidats

Retrieved on 7/0272024 : https://www.linkedin.com/jobs/director-of-diversity-and-inclusion-jobs?currentJobId=3749375275&position=17&pageNum=2


[image: Orlando Utilities Commission (OUC - The Reliable One)]

Director, Engagement & DEI

Orlando Utilities Commission (OUC - The Reliable One)  Orlando, Florida, United States

Retrieved on 7/02/2024 : https://www.linkedin.com/jobs/director-of-diversity-and-inclusion-jobs?currentJobId=3782599798&position=19&pageNum=2


[image: Une image contenant texte, Police, conception

Description générée automatiquement]
Diversity, Equity & Inclusion (DEI) Operations Manager
Debevoise & Plimpton LLP - 3.9 New York, NY

Retrieved on 7/02/2024 : https://www.simplyhired.com/search?q=diversity+equity+and+inclusion&l=&job=DIQanUclH-MadY4Fem1EV1YnWZqYlgy4MyeYfbExgKYxu0Ebqm7Ggg


Diversity, Equity, and Inclusion Consultant (DEI Consultant)
Blue Star Partners LLCColumbus, OH

Retrieved on 7/02/2024 : https://www.simplyhired.com/search?q=diversity+equity+and+inclusion&l=&job=PPuwGn6ejziB11i73wSM--Fh-hcZ-WJi6DCEATzpKqsvUKt62UwHeg 


[image: Une image contenant texte, Emblème, symbole, logo

Description générée automatiquement]
Human Resources Manager of Diversity, Equity, and Inclusion
Senate - 3.9 Boston, MA

Retrieved on 7/02/2024 : https://www.simplyhired.com/search?q=diversity+equity+and+inclusion&l=&cursor=ABQAAgAoAAAAAAAAAAAAAAACH02mhwEBAQ8AlqDoLxYH6wXW2jYWx4apHPCawqMvwByBdOYoXPB3ywJKnd4e%2FVf2ZLxahIu3aQ5R5RdJjPmB4D8fZE5blSGvW74XgZ8wj0Ysybc3yNzN&job=L2xXEKpRQbXtVfQxdzxLkvTXQJB_zxokkKVDknOReM6DKAfthTl_TA


[image: Une image contenant texte, Police, clipart, dessin humoristique

Description générée automatiquement]
Director of Internal Justice, Equity, Diversity, Accessibility and Inclusion (JEDAI)
Center for Biological Diversity - 4.7 Tucson, AZ
Quick Apply

Retrieved on 7/07/2024 : https://www.simplyhired.com/search?q=diversity+equity+and+inclusion&l=&cursor=ABQAAwA8AAAAAAAAAAAAAAACH03pKQECAQ8wBgagJMP%2Fk8QdYar9jpUSekvjGBcpNGKN02VyEjtVOCeS535tNpNnYZ0qBcNTTZxi6vuA2SWn1qmAAHlj8dQL0En0mKlqs0RfkB7WJetqES33HGzN5Da3tqptzolY887ZZkqaDdUwP%2FVksB6n&job=go2Q6DPr-Z8-eng5Nuv4h-kDBoiaf-jV5y886sj5MdYzdCDpoTXFXA



Appendix 2: Proposal Form

Institute of Education and Humanities/
Yr Athrofa Addysg a’r Dyniaethau

MA Dissertation Approval Form/ 
Ffurflen Gymeradwyo Traethawd Hir MA

	Student Name/ Enw Myfyriwr
	
Danielle Elleouet

	Degree Scheme/ Cynllun Gradd
	
MA Equity & Diversity in Society

	Start date/ Dyddiad cychwyn
	October 2023





I have completed Part 1 of my degree.



	Title of Dissertation:
Teitl eich Traethawd Hir

	The challenging role of the Chief Diversity Officer and the high turnover of this position: A literature review.

	Research Question
Cwestiwn Ymchwil

	What are the factors that affect the recruitment and retention of Chief Diversity Officers in an organisation?

	Aims and Objectives:
Nodau ac Amcanion

	Aim: Providing a better understanding as to why there is high turnover in this profession.

Objectives:


	Abstract (approximately 500 words):
Crynodeb (tua 500 gair):

	Literature Review

What is the issue?
For public and private organizations, simply hiring a Chief Diversity Officer (CDO) to ensure success with DEI is no guarantee. Actually, there is a high turnover in this profession mainly explained by a lack of support from the top management (in terms of structure and support), a lack of budget, no clear vision around DEI and very high expectations at all layers of the organization.

Who or what is involved?
Actors playing a key role in this problematic issue are:
· The CEO of the private company/public institution who does not make of DEI a priority or who do not know exactly in which direction they want to go with DEI in order to meet the organization goals. And when an interest in DEI is shown, the position is often promoted internally to someone who is from an underrepresented group and who has a passion for the topic… without necessarily being the right fit for the job.
· The HR Director who by lack of vision from the CEO and therefore, will not get much involved in anything related to DEI and will only vaguely communicate about it with their subordinates, especially the ones in charge of recruitments
· The talent acquisition manager/the recruitment team who is more often than not left on their own with little guidance and knowledge about DEI and even less on how to hire the right CDO (what qualities, skills, competencies to look for finding the right candidate)

Who are the gatekeepers? N.B. As this is a Literature Review the issue of Gatekeepers is not as relevant.
By not considering DEI as key to support business success, top management (which usually includes the shareholders) is slowing down tremendously potential of DEI leaders and lock their opportunity to initiate positive transformations. In other cases, although trust, budget and support may have been given to DEI specialists, diversity goals were not hit, realizing that numbers and representations are not necessary a guarantee for sustainable progress.
Paradoxically, some DEI leaders could also be perceived (without being aware of it) as gatekeepers mainly because they tend to remain very theoretical and not practical enough, failing to build strategies that fit into the company’s business plan.

What are the challenges/barriers?
Challenges reflect in a lack of resources (activities, strategic approach, leadership) and in terms of awareness (trainings and awareness-raising measures), lack of government support in some cases. Moreover, this job with many requirements and for which the demand is still very recent (therefore few people trained on the market to do this work) constitutes an additional obstacle around this function.


What are the solutions/opportunities?
Hiring the right person for the job and providing them with what they need to successfully achieve DEI goals by designing a holistic DEI strategy creating linkages
within the different department of an organization/institution and between organizations/institutions and systems.

	Short Introductory Bibliography:
Llyfryddiaeth rhagarweiniol byr

	Allen, B., Rodriguez, A. J., & Esters, L. T. (2020). Using critical race theory to redefine the standards of professional practice for chief diversity officers. Journal of Critical Scholarship on Higher Education and Student Affairs, 5(3), 2
Arnold, J., & Kowalski-Braun, M. (2012). The journey to an inaugural chief diversity officer: Preparation, implementation and beyond. Innovative Higher Education, 37, 27-36
Derven, M. (2014). Diversity and inclusion by design: best practices from six global companies. Industrial and Commercial Training, 46(2), 84-91
Èzbilgin, M. (Ed.). (2009). Equality, diversity and inclusion at work: A research companion. Edward Elgar Publishing
Mallick, M. (2020). Do you know why your company needs a chief diversity officer. Harvard Business Review, 1-5.
Noon, M., & Ogbonna, E. (2021). Controlling management to deliver diversity and inclusion: Prospects and limits. Human Resource Management Journal, 31(3), 619-638
Sposato, M., Feeke, S., Anderson-Walsh, P., & Spencer, L. (2015). Diversity, inclusion and the workplace-equality index: The ingredients for organizational success. Human Resource Management International Digest, 23(5), 16-17.
Williams, D., & Wade-Golden, K. (2007). The chief diversity officer. Cupa HR Journal, 58(1), 38
Williams, D. A., & Wade-Golden, K. C. (2023). The chief diversity officer: Strategy structure, and change management. Taylor & Francis
Wilson, J. L. (2013). Emerging trend: The chief diversity officer phenomenon within higher education. Journal of Negro Education, 82(4), 433-445. Woodard, Q. (2014). Understanding the implications of organizational culture and organizational structure for the role of the

	Proposed Supervisor:
Goruchwyliwr awgrymedig

	Ken Dicks


· Ethics Form will be required

· Please indicate whether sufficient resources are available for the project 

· YES/NO
· Nodwch a oes digon o adnoddau ar gael ar gyfer y prosiect
· OES / NAC OES


The above topic, proposal, and supervisor have been agreed:  
Cytunwyd ar y pwnc, y cynnig a'r goruchwyliwr uchod:

Signed : …Danielle ELLEOUET……………			Student/ 
Llofnod 				  				Myfyriwr


Date:…… October 4th, 2023
Dyddiad


Signed :	Ken Dicks						.Programme Director/ 
Llofnod 							Cyfarwyddwr y rhaglen


Date		20/10/2023



Please return this form to your Programme Director.
Dychwelwch y ffurflen hon at eich Cyfarwyddwr Rhaglen.


Appendix 3 : Ethical Approval Form

APPLICATION FOR ETHICAL APPROVAL


	RESEARCH STUDENTS
This form is to be completed by the student within SIX months for full-time students and TWELVE months for part time students, after the commencement of the research degree or following progression to Part Two of your course. 

Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).

This document is also available in Welsh.


	RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.


	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.




In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Danielle Elleouet

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☐	Taught Postgraduate Student
	☒	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	
IEH / Humanities and Social Sciences

	4
	Campus:
	
Carmarthen

	5
	E-mail address:
	
2213712@student.uwtsd.ac.uk

	6
	Contact Telephone Number:
	


	
	For students:

	7
	Student Number:
	2213712

	8
	Programme of Study:
	MA Equity & Diversity in Society

	9
	Director of Studies/Supervisor:
	Ken Dicks





SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒	NO
	☐
	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐	

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in) Supervisor

	☒	



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☐

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	
N/A

	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☐

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☐

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☐

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☐




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☐

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	The challenging role of the Chief Diversity Officer and the high turnover of this position: A literature review.

	2
	Proposed start date:
	October 2023
	Proposed end date:
	31/03/2024

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity

Providing a better understanding of the role and missions of the CDO

(this box should expand as you type)

	4
	Research Question
What are the factors that affect the recruitment and retention of Chief Diversity Officers (CDO) in an organization?


(this box should expand as you type)

	5
	Aims of Research Activity

Providing a better understanding as to why there is high turnover in this profession.

(this box should expand as you type)

	6
	Objectives of Research Activity
Suggested
· To identify the key issues in the process of appointing a CDO
· To identify the key barriers to retention of a CDO
· To identify solutions to the issues above

(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	
The research will take the form of a Literature Review which explores the theoretical, policy and legislative issues in volved in the appointment and retention of a CDO in an Organisation.

(this box should expand as you type)

	

	Location of research activity
Identify all locations where research activity will take place.

	8
	
Place of residence and University.
(this box should expand as you type)

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	
Not Applicable

(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☒
	☐

	13
	A resilient Wales
	☐
	☐

	14
	A healthier Wales
	☐
	☐

	15
	A more equal Wales
	☒
	☐

	16
	A Wales of cohesive communities
	☐
	☐

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☐

	18
	A globally responsible Wales
	☐
	☐

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☐
	☒

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☐

	2
	Adults (over the age of 18 and competent to give consent)?
	☐
	☐

	3
	Vulnerable adults?
	☐
	☐

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☐

	5
	Prisoners?
	☐
	☐

	6
	Young offenders?
	☐
	☐

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☐

	8
	People engaged in illegal activities?
	☐
	☐

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☐

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	


(this box should expand as you type)

	11
	Who will the participants be?

	


(this box should expand as you type)

	12
	How will you identify the participants?
	


(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☐
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☐
	☐
	☐

	15
	Will you obtain written consent for participation?
	☐
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☐

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☐
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☐
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☐
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☐
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☐
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☐
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☐
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☐
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:

Not applicable
(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	


(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:



(this box should expand as you type)
	How you will mitigate the risk to the investigator:



(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:



(this box should expand as you type)
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:



(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☐
	☒

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
Not applicable

(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	
Not applicable


(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
Not applicable


(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☒

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☐
	☒

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	☒

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☐

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	
Data will be transferred between student and Supervisor using password protected University emails as per the Student Agreement and other guidance.

(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	
Student Researcher
Supervisor
Second Marker
External Examiner

(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	
Student Researcher
Supervisor


(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	
Not applicable

(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	
Not applicable

(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒




SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	Danielle ELLEOUET
	Date: 
26/03/2024




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Ken Dicks
	Date: 25/03/2024

	3
	Signature:
	
[image: A signature on a white background

Description automatically generated]
	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☐
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS ONLY
Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).


	RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.


	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.
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