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AN OVERVIEW OF THE SUBJECT MATTER

Implementing Diversity, Equity, Inclusion, and Belonging Management in Organizational Change Ini-
tiativesisanindispensablereferencesourcethatprovidesaninterdisciplinaryperspectiveofhowissues
andchallengespertainingtoDiversity,Equity,Inclusion,andBelongingManagement(DEIB)affect
organizationalperformance.Additionally,therehasbeenafundamentalshiftintheimportanceofDEIB
initiativesinorganizations.Further,asleadersnavigatechangemanagement,theymustaskthemselves
criticalquestions:whatwentright,wrong,andwhatcanbeimproved?Leadersmustencouragestakehold-
ers’toopenlysharetheirexperienceswhenDEIBissuesarise.Leadersmayfindchallengesengaging
stakeholders’duetoamyriadofconcernsyetmustinstitutionalize,implement,execute,andreviewDEIB
initiativestoensureorganizationsaresafe,inclusive,andproductive.Likewise,leadersmustrecognize
thatstakeholderengagementisvaluable,notanobstaclewhentryingtoalleviatechallengesinchange
managementinitiatives.Throughwell-organizedchangemanagementdevelopment,DEIBissuesare
dismantled.TheabilityofleaderstoprovideDEIBsolutionsiscriticalforcreatinganorganizational
cultureofequity,equality,belonging,inclusion,andsharedresponsibility.Thistexthighlightsresearch
ontopicssuchasdiversity,equity,inclusion,andbelonging(DEIB),changemanagement,collaborative
leadership,DEIBleadership,organizationaldevelopment,organizationalleadership,strategicmanage-
ment,sharedleadership,andstakeholderdevelopment.

Thepurposeofthisbookistohighlightdiversity,equity,inclusion,andbelonging(DEIB)asakey
processindicator(KPI)fororganizationaldiversitysustainability,whichincludesdiversitystakeholder
recruitment,retention,management,andleadership(Rothaermel,2021).Providedisin-depthreviewof
organizationaldiversitystakeholdermobilizationasafocus,issues,trends,andstrategiesforeffective
practiceindiversitystakeholdermanagement(Cletusetal.,2018).Organizationaldiversitystakeholders
areindividualswhosupportandembodyadiversity,equity,inclusion,andbelonging(DEIB)organi-
zationalculture.

DIVERSITY STAKEHOLDER MOBILIZATION IN THE WORLD TODAY

DiversitystakeholdersareasignificantassettoorganizationalDEIBinitiatives.Thecapacitytomeet
organizationalmission,objectives,andtargetsreliesontheadequacyofleadershipindirectorindirect
support(Cueva,2020).However,fosteringaDEIBcultureisnotwithoutdirectcostanduseofmon-
etaryandnon-budgetaryresources.Giventhedifficultiesrelatedtocultivating,planning,andmanaging
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DEIB;organizationsmustreceivetrainingtosupportemployees(Rabletal.,2020).Asaresult,using
adevelopmentalframework,diversitystakeholdermobilizationplansbolsterDEIBprograminitiatives
bycategorizingorganizationalstakeholders(employees,leaders,andBoardmembers)inthefollowing
phasesofdevelopment(exemplary,proficient,developing,needsintervention).Identifyingthelevelof
stakeholderengagementoccursduringbi-annualperformanceappraisals(Ekpeetal.,2015).Furthermore,
issuesrelatedwithplanningandsupervisingdiversityinitiativesincludeallemployeestakeholders(Cletus
etal.,2018).Moreover,thereareclearadvantagesfororganizationsthatestablishadiversitystakeholder
mobilizationplantoincludeemployeeresourcegroups(ERGs),ally,andmentorshipengagement.

WiththeincreasingpopularityofDEIBinitiatives,therequirementofdiversityinitiativeshasbecome
moreprominentthanever.Segmentingdiversitystakeholdersnecessitatesbestpracticeindiversitystake-
holdermanagement(Rothaermel,2021).Thispromptsorganizationstoemphasizestructured,targeted,and
appropriatediversitystakeholderprogramming.Additionally,organizationscaneffectivelypartnerwith
DEIBconsultancyorganizationstoaccomplishobjectivesandmeetgoalsbybuildingcapacitythrough
diversitystakeholderplanningandtraining.Often,organizationaldepartmentscompeteformonetary
resource.Asaresult,thiscreatesrivalry,yetmanydepartmentsmustcollaboratetoincreaseaculture
ofdiversity.Forinstance,departmentsmaycompetewithoneanothertoincreaseperformancecapacity
(Ekpeetal.,2015).Unfortunately,thequantityoforganizationaldiversitystakeholdersisnotexpanding
atatantamountrate,soinspiringdiversitystakeholdersrequiresstrategy(Madu,2013).

Fosteringacultureofdiversitypermitorganizationstocapitalizeonthevaluesoforganizational
diversity(Ciulla,2020).Forexample,organizationsorcausesthatneeddiversitystakeholdersassist
individualsencounteringhostileworkenvironmentissues(Cletusetal.,2018).Further,thosewhoare
interestedindiversityalignwiththosetheyidentifywithorbyparticipatinginERGs,ally,andmen-
torshipinitiatives.Asresult,thisopensdoorsforaspiritofbelonging,whichalsoincreasesdiversity
stakeholderrecruitment.

Recruiting Diverse Stakeholders

Recruitingorganizationaldiversitystakeholdersrequiresbuildingrelationships.Diversitystakeholder
recruitmentdemandsthatorganizationsusemarket-basedstrategiestoprovideevidence-basedbench-
markstoimprovethecontextofitsdiversityinitiativesandrelationshipswithdiversitystakeholders.
Thegoalofrelationshipdiversitystakeholderpromotionbuildsuponthepremiseofdevelopingdiversity
stakeholdercampaignswithafocusonquality.Diversitystakeholder-basedsatisfactionsurveysprovide
insightintoemployee’sneeds,wants,anddesirestoincreasediversityretention(Rabletal.,2020).This
allowsdiversityprofessionalstounderstandthemostrelevantaspectsforemployeeengagement.Con-
versely,relationshipmanagementisaccomplishedbyanalyzingloyalty,whichinfluencesthescopeof
DEIBplanstobestdeterminediversitystakeholdersatisfaction(Rothaermel,2021).

Diversitystakeholderorganizationsarekeenlyawareoftheimpactoftheeconomicclimatesohave
implementedinnovativewaystoconnectwithdiversitystakeholders.Forinstance,organizationalstrat-
egyinthisregardconnectstoitsmissionandfocusedonprovidingmessagingtotargetallstakeholders
(Cueva,2020).Mostimportantly,organizationsfocusitsdiversitystakeholderrecruitmentstrategyby
implementingmediastrategybecausediversitystakeholders’necessities,desires,andpracticesconsistently
evolve(Madu,2013).Thispracticeallowsorganizationstomaintaincompetitiveadvantage.Regarding
anorganization’sstrategicperspective,competitiveadvantagegainedbyanorganization’sreputation
anddiversitystakeholderexperience.Inbeingstrategic,leadersmustestablishaclearframeworkof
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evaluationforhowDEIBexperiencesimpactcompetitiveadvantagebydevelopingastrategicdiversity
stakeholder strategy (Madu, 2013). As such, diversity stakeholder organizations and organizational
leadershipdirectlyimpactshowtheirorganizationisperceivedbyemployees(Rabletal.,2020).

Qualitymanagementofdiversitystakeholdersisanapproachtoachievingandsustaininghighquality
output;thus,emphasizinginputs(managementpractices)ratherthanoutputs(qualityperformance)(Ekpe
etal.,2015).Further,competitiveadvantagefactorsthatleadtogreaterdiversitystakeholdersatisfaction
areanorganization’sfocusonthefollowingmetrics:strategicdiversitystakeholdermarketplandevel-
opment(planning,development,andassessment);performanceexcellence(performancemanagement,
programsuccessionplanning,professionaldevelopment,diversitystakeholderengagement);organiza-
tiondesign,workforcestrategy,andtheabilitytoadapttointernal/externalchanges(Ekpeetal.,2015).

Managing Diverse Stakeholders

Managingdiversitystakeholdersrequiresthatorganizationstakeaninventoryoforganizationalneeds.
Organizationalleadershipmustworkwithallstaffwhenconceivingtacticsforenlistingdiversitystake-
holderstofitorganizationalneeds.Assessingorganizationaldiversitystakeholdercapabilitiesrequires
inspiringemployeesinthisvein(Rabletal.,2020).Organizationalleadershipmustprovideinsightinto
howdiversitystakeholdersimpactbusinessneedsandorganizationalcapacity.Likewise,organizations
mustevaluateandtrackthesuccessoftheirdiversitystakeholderinitiativestoensurethattheirexpecta-
tionsandneedsmetviaaDEIBdashboard.Whenorganizationsinspirediversitystakeholderstobecome
passionateabouttheirmissionitaddstotheappealoftheorganizationandexpandsagenuineinterest
forDEIB(Cueva,2020).

DEIB Stakeholder Initiatives

Adistinctionregarding“formal”diversityinitiatives(Boardorlong-term)and“casual”diversityini-
tiatives(short-termorproject-based)andtheconnectionbetweentheseaspectsofdiversitystrategic
planningprovidesalignmentinprogramming.Formalandcasualdiversityinitiativesareinterrelated.
Forinstance,theresourcesofindividualdiversitystakeholders(financial,time,andprofessionalcapac-
ity)arekeydeterminatesinthelevelofsupportsustained.Theabilityoforganizationstoconnectwith
diversitystakeholdersisanimportantaspectofemployeeengagementandimprovestheprobabilityof
bothkindsofinitiativessuccesswithinorganizations(Rabletal.,2020).Notwithstanding,humancapital
improvestheprobabilityofformaldiversityinitiativesinsteadofcasual.Equally,organizationstypically
needdiversitystakeholderstobuildcapacityandwelcomediverseemployeesasaprolificmeansof
inspiration.Finally,theinvolvementoforganizationalleadershipindiversitystakeholderrecruitmentis
crucialindiversitystakeholderrecruitmentstrategiesandplans.

The Role of Human Resource Management

Diversitystakeholdermanagementasinfluencedbytraditionalhumanresourcepractices,emphasizes
theimpactofdiversitystakeholdersbyfocusingontheirintersectionality(Rothaermel,2021).Howor-
ganizationalleadershipandstaffinteractwithdiverseemployeesisimportant.Humanresourceprovides
oversightasorganizationsareliabletosocietalmores,laws,andresponsibleforthepsychologicalhealth
andsafetyofemployees,suppliers,andcustomers.Asaresult,individualsmustadheretotheorganiza-
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tionalculture;therefore,humanresourcepracticesandstandardsmustextendtodiversitystakeholder
managementtosupplementestablishedHRMnormstoachieveanidealorganizationalculture.Likewise,
DEIBstandardscreatewell-developeddiversitystakeholderinitiatives.Forexample,uniformityofpro-
cedures,establisheddutytowarddiverseemployees,clarityofroles,belonging,andacknowledgmentof
equalemploymentopportunity(EEOC)compliance.

Theprincipleofdiversity stakeholdermanagementpractices separateseffective from ineffective
initiatives(Rothaermel,2021).Alternatively,structuralstrategichumanresourcemanagementtheories
suggestthatorganizationsmakeDEIBprogramdecisionsbasedonhoworganizationalcircumstances
dictate the applicability or efficacy of diversity stakeholder procedures. Best practices in diversity
stakeholdermanagementarecontingentontheadoptionofdiversitystakeholderrecruitment,retention
ofdiversitystakeholders,andthenetbenefitthatdiversitystakeholdersbringtoorganizationalopera-
tions(Rothaermel,2021).Intheend,intentionalmanagementpracticesofferaclearconceptionofhow
diversitystakeholdersimpactthecontextofinternalandexternalenvironments.

Recruiting Diversity

Organizationsmusthirediversestaff.Successfulorganizationsrecruitahomogenousdiversitystake-
holderbasetoencourageinnovation,corporatesocialresponsibility(CSR),andincreaseperformance
(Ekpeetal.,2015;Aithal,2016).Toimprovereachandadequacy,developingdiversestakeholderpools
isincreasinglysignificant.Further,organizationsmustcreatecommunicationstrategythatprovidesclear
messagingandusageofdiversityrecruitmenttechniquestoaddressorganizationaldiversityobjectives
(Killingsworth,2012).

Fromanadministrativepointofview,afunctionoforganizationsistomanageemployees(Jonsenet
al.,2021).Leadersmustunderstandwhatpersuadesindividualstoengageasdiversitystakeholdersand
howtoincreaseemployeesatisfactionandbelonginess(Rabletal.,2020).Appropriately,distinguish-
ingdiversitystakeholderinspirationrequiresconductingevaluationstodeterminediversitystakeholder
engagementandsatisfaction.Whenmotivationofdiversitystakeholdersisdistinguished,organizations
aremorelikelytoaccommodateemployees.Inaddition,whenorganizationsunderstandwhatdrives
diversitystakeholders,theyaremorelikelytoplaceemployeesinrolesthataremeaningfulandprovide
directiontoimprovediversityalignment,satisfaction,andbelonging.

Diverse Stakeholders: Return on Investment (ROI)

Thereareexpensestodiversitystakeholdermanagement,yetthereareadvantagesoforganizationsto
recruit,developformal/informally,andboarddiversitystakeholders (Rothaermel,2021).TheSocial
ReturnonInvestment(SROI)distinguishesevidenceofsocialreturnsregardlessofmonetaryexpendi-
tures.The“SROIofdiversitystakeholders”providesapowerfultoolfororganizationalorganizationsby
improvingproductivityandmanageability.TheSROIapproachisbaseduponorganizationsadheringto
anorganizeddiversitystakeholderprogramthatincludesastrategicplantoincludediversityrecruitment,
retention,management,engagement,satisfaction,leadershipprocedures;communicationchannels,and
diversitystakeholdercrisisplans(Killingsworth,2012).
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Conclusion

GiventhecircumstancessurroundingDEIB;organizationsshouldpromotethesignificanceofdiversity,
whichalsoincreasesdiversitystakeholderengagement.Inthisway,allstakeholdersunderstandtheir
roleintheorganizationandthevalueofadiverseorganizationalculture.Therefore,organizationsneed
toexplicitlyclarifyrequirementsofdiversitystakeholders.Whendiversitystakeholdersfeeltheyare
genuinelyappreciatedandhaveresponsibilityforinitiativesintheorganization,engagementimproves.
Subsequently,DEIBstrategyprovidesmeaningfulexperiencestosupporttheorganizationalmissionand
publicrelations.Indeed,anorganization’ssuccesshingesuponitsrecruitmentandretentionofdiverse
stakeholders(Cueva,2020).Diversestakeholderparticipationebbsandflowsbasedonintrinsicand
extrinsiccircumstances.Further,organizationssupportdiversityforreasonsotherthanaltruistic.

ORGANIZATION OF THE BOOK

Thebookisorganizedinto15chapters.Abriefdescriptionofeachofthechaptersfollows:
Chapter1identifiestheexistingchallengesofIncreasingknowledgeandunderstandingdiversityand

inclusionisacontinuousprocess.Appropriately,theorganizationalChiefDiversityOfficer(CDO)pro-
videsleadershipbyimplementingstrategicbusinessandplanningprocessessolutions.TheCDO’srole
presentsauniqueopportunityfororganizationstosupporttheCDOwithanonboardingandmentoring
framework.Additionally,theroleofthechiefdiversityofficeristomitigateworkplacestress.Further,
theimpactofindustrialandorganizationalpsychologyonculturalassimilationpracticesintheworkforce
improvestheunderstandingofbehavioralfactorsofgroupdynamics.Asaresult,groupdynamicsimpact
diversityandinclusioninitiatives.ProvidedarerecommendationstosupportCDOsintheirexecutionof
diversity,equity,inclusion,andbelonginginitiatives.

Chapter2establishestheneedforChiefDiversityOfficers(CDOs),whichfaceamultitudeofchal-
lengesbothinacademicandcorporatesettings.Asaresult,thesepositionshavehighburnoutandturn-
over.Thischapterexaminesthehistory,demography,andenvironmentalsettingsoftheCDO,howthe
fieldhasevolved,andthecurrentstatusofthepractice.Thechapterexploresandrecommendssuccess
strategiesfornewlyappointeddiversityofficers,thoseenteringthefield,andconsiderationsforhiring
authorities.Therearedistinctdifferencesbetweeninclusionefforts,antiracism,andhowDEIBinitiatives
aresetupincorporationsandacademia.Thisarticleattemptstoidentifyproblemsinthefield,examine
thestatusofDEIB,andofferimplicationsforfuturepractice.

Chapter3takesphilosophicalorientationofsocialidentities,whichcreatedistanceandobstaclesin
communicationamongmembersofdifferentculturalgroupsinorganizations.Pastresearchsuggested
thataninclusiveculturalidentitycanhelpreducethenegativityamonggroups.Aninterviewstudywith
participants(N=20)frombothChinaandtheUnitedStateswasincludedtodemonstratetheeffectsofthe
inclusiveculturalidentityonreducingcommunicationdisconnectinintergenerationalcommunication.
ThestudyexploredrolesofgenerationalidentitiesincommunicationbetweentheMillennialsandBaby
Boomersinorganizationsusingsocialidentitytheory.TheresultsrevealedthatChineseparticipants
hadastrongernationalculturalidentitythantheirAmericancounterparts.Thestrongernationalcultural
identityweakenedsubculturaldifferencesbasedongenerationalidentitiesandreducedtheintergroup
negativity.Basedonthefindingsofthestudy,thechaptergavesomepracticalsuggestionsforleaders
toenhanceintergroupcommunicationindiverseorganizations.
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Chapter4reviewstheroleofdiversity,equity,inclusionandbelongingwork,whichisanimportant
elementoforganizationalchangeinthelastseveralyears.However,thereismuchtocritiqueasorgani-
zationsstruggletoseecollectivegrowthawayfromperformativeaction,andtowardsauthenticinternal
changethatisfullyembodiedfromthetopdown.Thischapterdescribestheimportanceandprocessof
growthineducationalleadersseekingtoinvestintheworkofdiversity,equity,InclusionandBelong-
ing.Thepurposeofthischapteristoprovideguidancetoeducationalleadersandconsultantswhosee
authenticwaystopromoteDEIBworkandadultlearningthatfostersrealresultsinDEIB.Thechapter
describespracticesandwaysofbeing,orapostureofauthenticitythateducationalleadersshouldadopt
iftheywanttoseetrueorganizationalchangewithintheirprofessionalcommunity.

Chapter5 reviews intellectualhumilityasanunderusedconcept in leadershipandmanagement.
However,theCOVID-19pandemichaselevatedtheroleofhumilityinleadershipandhumanresource
managementpracticesintermsofbuildinganengaging,diverse,andinclusiveworkplace.Onereason
forthelowengagementlevelamongU.S.employeesbasedonarecentGallupannualsurveyistheper-
ceivedlackofintellectualhumilityamongleadersandmanagersalike,whichsubsequentlyinhibitsthe
initiationandutilizationofsharedleadershipinteams.Inaddition,disengagedemployeeswerefound
tobelesslikelytodisplayhonestyandhumilityintheirinteractionswithothers,suggestingaworkplace
cultureofdestructivedisagreementanddistrust.Thischapterprovidesanevidence-baseddiscussion
abouttheneedforleaderstoadoptandfosterintellectualhumilitytoeffectivelymanagetheirworkgroups
toimprovetalentretention,employeeengagement,andbuildinganorganizationalcultureofdiversity,
equity,inclusion,andbelongingness.

Chapter6presentsananalysisofissuesandconcernsoforganizationresilienceanditsimplications
onorganizational structural constructbasedona framework for elements for reliability, safety, and
deploymentoforganizationalresources.Itisassumedthattheoreticalandempiricalstudiesinorganiza-
tionalresiliencehavelimitedcontributionsontheconceptsofhigh-reliabilityorganizationappliedtoa
diversityofentitiesandwithavarietyofcharacteristics.Themethodemployedistheanalyticalreflec-
tiveofthetheoreticalandempiricalliteraturereview.Thisstudyconcludesthattheemergingconcept
oforganizationalresilienceconfirmsthatthecreationanddevelopmentofanorganizationalresilience
frameworkforstructuralconstructcanbesupportedbyelementsbasedonflexibilityoforganizational
culture,organizationalsafetyandreliability,thepromotionelements,andthedeploymentoforganiza-
tionalresources.

Chapter7addressesDEIBstrategyconsistingoftheories,concepts,andmethodsthatmanagerscan
usetoensuretheirorganizationsareprofitableandexperiencelong-termgrowth.DEIBstrategyhelps
generalmanagers(asopposedtofunctionalmanagerswhoseresponsibilitiesfocusononefunctionsuch
asfinance,production,marketing,humanresources,andinformationtechnology)makebetterdecisions
thatwillimprovetheirorganization’scompetitivepositionandcreatevalueforitskeystakeholders.This
chapterprovidesmanagersandleadersaperspectiveonorganizations,bothwithinandoutsideofthe
for-profitbusinessworld.Strategicthinkingappliestoorganizationsregardlessoftheiractivities.This
researchintroducesDEIBleaderstothemaintheories,concepts,andmodelsofstrategicanalysisand
theirroleinstrategicdiversitymanagementpractice.

Chapter8aimstoanalyzesocio-interculturalentrepreneurshipasacapabilitybuildinganddevelop-
mentframework.Theanalysisdepartsfromtheassumptionthatentrepreneurshipisaculturalembedded
concept,althoughtheinterculturalcategoryusedinentrepreneurialstudieshasnotbeenfoundedona
conceptual,theoretical,andempiricalbasis.Basedonthisexistingresearchgap,theliteratureaddresses
themainissuesofsocio-interculturalentrepreneurshipfocusingoncapabilitybuildinganddevelopment
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inasituationalcontextandisalsoenvironment-oriented.Themethodologyusedareexploratoryand
analyticaltools.Socio-interculturalentrepreneurshipcompetenceishighlyrelatedtobesituationalcontext
andenvironment-dependentonawarenessandunderstandingofculturaldifferences.

Chapter9analysescriticalissuesidentifiedwithreconcilingparityinsupplierdiversityinitiatives.
Supplierdiversityprograms(SDP)areaninstrumentutilizedtofacilitatetheprocess.Thisendeavor
analyzesthebesttechniquestodevelopdiversity,equity,inclusion,andbelonging(DEIB)strategyto
developmanufacturingsuppliers.Moreover,qualitycontrolframeworksfordevelopingsupplierdiver-
sityprogramsinmanufacturingnecessitatesstrategicplanning,whichisnecessarytosupportsupplier
diversityinitiatives.Forinstance,questionsthatsupplierdiversitymanagersmustask,doesthecompany
haveanexistingminoritysupplierprogram?Ifso,whatareitspros,cons,andevaluativemeasures?If
not,whyhasn’ttherebeenasupplierdiversityprogramorwhyisitnowdefunct?Moreover,supplier
diversitymanagersmustdevelop,safeguard,andsustainsupplierdiversityprogramsbygainingsupport
fromleadership,createpolicy(institutionalize),andtietheSDPtoorganizationalperformancemetrics.

Chapter10reviewsissuesofunderstandinghowadultslearncouldhelpnonprofitleadersmoreeffec-
tivelyattractandengagestakeholdersandsupportersofdiversebackgrounds.Withoutclients,volunteers,
anddonors,nonprofitorganizationsceasetoexist.Authenticconnectionwithpotentialstakeholdersis
critical.Inthenonprofitfield,alloutreachefforts—clientevents,volunteeropportunities,grantapplica-
tions,andboardmeetings—areanopportunitytoeducatetheaudienceaboutamission,criticalneeds,
andwaystoengageinsocialimpactactivities.Thischapterseekstoprovidenonprofitleaderswithan
introductiontoapplyingtransformativelearningprinciplestotheirworktodeeplyconnectwithanden-
gagesupportersofvariousbackgrounds.Thefirstsectionoffersanoverviewoftransformativelearning
foradults,followedbydirectapplicationofselecttenetstostakeholderengagement.Eachsubsection
includesascenariowithasuggestedapplicationofthetransformativelearningframework.

Chapter11presentsInclusion,Diversity,Belonging,Equity,andAccessibility(IDBEA)asfounda-
tionalprinciplesinlearning,requiredtocreateameaningfulexperienceforstudents,faculty,andstaff.
Thepurposeofthischapteristodefinethecoreelementsofinclusion,diversity,belonging,equity,and
accessibility,andtodescribehoweachcomponentimpactsthestudentexperienceinhighereducation.
Academicsareonlyonemeasureofstudentachievement.Here,theauthorspresentareviewofcurrent
literaturefocusedontheintersectionalityofhistoricallymarginalizedandunderrepresentedgroups,and
therolethatfacultyandstaffplayincreatingacultureofempowermentforstudentsuccess.Results
showthatthemoreengagedfacultyandstaffareincultivatinganauthenticcampuslifeculture,themore
empoweredhighereducationlearnerswillbetonotonlycompletetheirprogramsofstudybutdosoin
awaythatempowersthemtoworktowardfuturecareeraccomplishments.

Chapter12presentsamodeltoimprovetheonlineteachingeffectivenessofK-12Science,Technology,
Engineering,Arts,andMathematics(STEAM)educatorswhoteachunderrepresentedminority(URM)
students.Further,K-12institutionsmustconsidertheimperativebycreatingaSTEAMProfessional
AdvocacyNetwork(SPAN)throughwhichtheonlineteachingeffectivenessofK-12STEAMteachers
isimproved.Ultimately,SPANseekstobroadentheparticipationofURMstudentsinSTEAMfrom
high-need,raciallydiverselearningenvironmentsnationwide.Thereisaninitiatedthree-phaseprocess
throughSPANthatbeginswithapre-launchphasetoconveneanadvisoryboard.Thethreephasesof
SPANareprogramimplementation,convene,andrefinement.Educationalleadersareaccountablefor
thewell-beingofteachersandstudentachievement,andthismodeladaptstocontinuousimprovement
effortsforK-12organizations.
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Chapter13indicateshowdiversity,inclusion,equity,andbelonging(DIEB)arenotconsistentlyand
systematicallyassessedatHistoricallyBlackCollegesandUniversities(HBCUs).Moreover,whenHB-
CUsdoengageinDIEBwork,itoftenreflectstheeffortsofPredominatelyWhiteInstitutions(PWIs).
ThischapterfocusesonhowDIEBmanifestsatHBCUsanditspracticewithinitsuniquehistoricaland
educationalcontext.Moreover,thischapterexplainshowDIEBisemployedatHBCUs.Inaddition,
wemakethecasehowHBCUscanengageinDIEBworkbyaddressingissuesinvolvingLGBTQIA,
developingpoliciesthatfostergenderequity,andcultivatingspacesfornon-blackstudentstobecome
successfulandembracedatHBCUs.Inconclusion,theauthorsarguethatHBCUsoughttoemploya
fifthrailinthisworkcalledliberationthatcenterstheworkofDIEBandaddressesinternalizedracism
tobringaboutatrulyliberatedspace.

Chapter14presentsanoverviewofthevariouschallengestoovercomingracialdisparitiesofminority
groupsinArkansas.Thischapterfocusesontheeffortsthathavegoneintoeducation,lackoffunding,
discrimination,racialdisparitiesandthejusticesystemthroughguidelinesandreformbothatthestate
andfederallevel.RecommendationsforpolicyreformthatwillbenefittheminoritygroupsofArkansas.
Arkansas’minoritygroupsarechosenforthischapterbecauseArkansans,often,outofallthestatesin
thesouth,havetraditionallyfailedtobenefitfromaccesstoprivilegedgroups,politicalelitesandthe
programsthatwouldliftthemfromdespairsothattheymayhaveaccesstothoseprogramsandinstitu-
tionsthatwouldenablethemtoleadmoreproductivelives.

Chapter15concludesby investigatinghowCOVID-19exposedawide rangeofchallengeshid-
denunnoticedinthepromiseofdigitaleducation.Digitaleducationwasoncepromisedasthegrand
equalizerofaccessandinclusionineducation.However,themassivedeploymentofdigitaltoolsinthe
educationalrealmduringCOVID-19providedsignificantcounterevidencetothispromise.Ifeducation
isafundamentalrightandifdigitaltechnologiesaretheonlywaytogainaccesstoeducation,itisim-
portantthatthesetechnologiesbemadeavailabletoeveryoneforeffectiveuse.However,asCOVID-19
woulddemonstratetous,thishasnotbeenthecase.Therehavebeenstarkandwidespreadinequitiesin
theavailabilityandqualityofdigitaltechnologiesforeducation,andtheneedforpurposefuleffortsto
bridgethegapwasfeltprominently.InthebackdropofCOVID-19,thischapteridentifiessomeofthe
keyequityissuesandproposesolutionstoaddressthem.

Thebookisanindispensablereferencesourcethatprovidesaninterdisciplinaryperspectiveofhow
issuesandchallengespertainingtoDiversity,Equity,Inclusion,andBelongingManagement(DEIB)
affectorganizationalperformance.Asleadersnavigatechangemanagement,theymustaskthemselves
criticalquestions:whatwentright,wrong,andwhatcanbeimproved?Throughwell-organizedchange
managementdevelopment,DEIBissuesarereduced.TheabilityofleaderstoprovideDEIBsolutions
iscritical forcreatinganorganizationalcultureofequity,equality,belonging, inclusion,andshared
responsibility.

Thistexthighlightsresearchontopicssuchasdiversity,equity,inclusion,andbelonging(DEIB),
changemanagement,collaborativeleadership,DEIBleadership,organizationaldevelopment,organiza-
tionalleadership,strategicmanagement,sharedleadership,andstakeholderdevelopment.Thisbookis
idealforChiefDiversityOfficers(CDOs),DEBIprofessionals,organizationalleaders,humanresource
professionals,scholars,businessprofessionals,andstudents.

Abeni El-Amin
Fort Hays State University, USA
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