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Diversity and Inclusion: A New Solution
“When solving problems, dig at the roots instead of just hacking at the leaves.”
Anthony J. D’Angelo

Diversity and inclusion efforts in recent decades have largely failed. Something has been missing
and remains elusive. While we are rapidly ramping up Diversity & Inclusion initiatives to resolve
unsatisfactory trends, doing more of the same will not give us the results we seek.
As it stands today, only 1% (5) of CEOs of Fortune 500 companies are Black and 6.6% (33) are
women. Blacks make up about 13% of the population and women about 50.2%. The truth is that
many women and minorities stall early in their careers and are never considered for key leadership
positions or development opportunities.
Deploying the same types of diversity training, goal setting, mentoring, and other initiatives that
have not been working sufficiently will not suddenly work because more dollars are invested. It is
time for a different solution, one that CDR Assessments and CDR-U Coach provide.
The biggest problem is that diversely abundant talent goes largely unidentified and underutilized.
Organizations base selection, development, promotion, and succession planning decisions on
limited, and often subjective, data and biased perceptions and judgments. Below is an excerpt
from my upcoming book, Transforming LEADEROCRITY Ò that explains what’s going wrong.
“Our research and analysis reveal the primary reasons leadership (and talent) selection and
promotion practices fail. Perhaps the most disturbing of the reasons is our reliance on old
outdated practices, assumptions, and organizational cultures.

We rely on the same practices our ancestors did centuries ago. Leadership performance

issues are not new; in fact, they are thousands of years in the making. This is because the
way we “do” leadership has remained the same even as change in other areas has been
exponential. Selection decisions, promotions, succession, development, and rewards have
essentially followed the same patterns since the beginning of recorded times.
The decision makers of both yesteryear and today choose those for leadership roles whom
the decision maker…
•
•
•
•
•
•
•
•
•
•
•

Generally likes or has an affinity for
Feels is equipped with the right “stuff”
Sees as similar to the decision maker
Views as able to talk the talk
Believes to have the right experiential and academic boxes checked
Judges to have a paper trail of sufficient financial performance successes
Trusts, based on desirable references
Views as having the needed level of confidence and boldness
Respects regarding technical knowledge or strengths
Judges to pass the social club or comfort zone criteria
Sees as looking as though they will play the leadership part well
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Of course, nobody publishes such a list. Today’s HR professionals and executives have
sophisticated semantics. We talk of talent development investments, perks, and glitz
(executive competencies, descriptors, performance measures, incentives, etc.). Even so,
the process of getting ahead and becoming one of the chosen few has not changed
significantly throughout the history of humankind. Those who are charming, witty, tough,
articulate, courageous, reasonably intelligent, clever, well groomed, competitive, energetic,
politically astute or aligned, and aggressive tend get the prized top jobs. They always have.
Decision makers choose executive candidates based on compatibility with a profile that fits
within their own mindset and framework of success. These critical decisions are primarily
derived from formed relationships, gut feel, external observations, reactions to social agility
and spin, impact of networking, competitive posturing, select performance data, personal
appeal, and the like.
… Unfortunately, much of this information is neither objective nor complete. Most of our
systems provide snapshots of information, rather than a full or accurate assessment.i
Simply sprucing up these traditional approaches by adding more emphasis on diversity and
inclusion initiatives will not achieve the outcomes we seek. In their Harvard Business Review article,
“Why Diversity Programs Fail,” Frank Dobbin and Alexandra Kelav state:
“It shouldn’t be surprising that most diversity programs aren’t increasing diversity. Despite
a few new bells and whistles, courtesy of big data, companies are basically doubling down
on the same approaches they’ve used since the 1960s – which often make things worse,
not better… One major reason is that three-quarters use negative messages in their
training…”ii

Today’s Diversity Problem

The above illustration shows how many obstacles stymie talent development for minorities and
women. With current approaches, they will still be hitting brick walls no matter the diversity and
inclusion initiatives. If we don’t identify their true talent, we allow these roadblocks to continue.
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Finding & Developing Diversely Rich and True Talent
It’s time to get beyond human biased filters and historically flawed processes. The best solution is
to identify and develop true talent congruent with each person’s strengths, talents, gifts, gaps, risks,
and motivational needs. Of course, the earlier in one’s career that talent is clearly identified, the
better! Using scientifically valid assessments to accurately measure talent can minimize biases that
taint decision-making processes. Until we add solid assessments like the CDR 3-D Suite (which
measures one’s Character, Risks and motivational Drivers & Rewards needs), the same failed
subjective approaches will continue. Continuing today’s initiatives – which fail to identify and
develop true inherent talent – could result in tokenism, resentment, push back, problematic
performance and turnover.
Assessment results can match people with the jobs, competencies, and work environments in
which they are best suited to perform – enabling them to be successful and highly satisfied.
Without scientifically valid assessments, it is difficult – if not impossible – to accurately evaluate
talent and potential. Jim Collins wrote in Good to Great,
“The old adage ‘people are your most important asset’ is wrong. People are not the most
important asset. The right people are. Whether someone is the ‘right person’ has more to
do with character traits and innate capabilities rather than with specific knowledge,
background or skills.”iii
Developing all employees congruent with their own inherent capabilities and needs is the key to
cultivating diverse talent. Teaching diversity and inclusion programs won’t get you there.
Instructing leadership or communications workshops won’t get you there.
•

First, begin by zeroing in on a person’s true character and developing them based on their
inherent strengths.

•

Next, equip them to explore and understand their intrinsic motivations and passions. Place
them in roles that best fulfill those drivers.

•

Last, help employees understand and learn ways to prevent their inherent risk factors from
undermining their performance or worse yet, from stalling or derailing their success.

We have an exciting new solution that gets past traditional generic approaches to clearly pinpoint
individual talent and needs. CDR-U Coach is an online avatar coaching platform that provides
personalized coaching feedback based on the results of the in-depth CDR 3-D Suite (Character,
Risks, and Drivers and Rewards Assessments). Driven by complex algorithms and leveraging rich
data, CDR-U Coach provides an A/I type experience for users with no two individuals receiving
the same feedback – it is that personalized. Users can also benefit from two optional action
planning development modules that sustain the learning. It is a scalable, completely virtual
platform, available 24/7 to users. This tool is the first of its kind, and sure to revolutionize the way
organizations develop talent.
CDR-U Coach benefits more than the individual employee. The platform simultaneously serves as
an enterprise-wide talent development solution, as the data from CDR-U Coach can simultaneously
be used for succession planning and promotion decisions, team development, talent capability
analysis, custom training designs, rewards and incentives designs, and more.
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CDR-U Coach Fueled by the CDR 3-D Suite

With objective assessments and CDR-U Coach, the roadmap to success becomes clear – breaking
down walls that have held back richly talented diverse candidates. Once we accurately identify
each person’s potential, passion, and risk factors, development can be carved out to fit each
individual so they can shine.
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