
Indian companies are trying to increase 
the representation of  women in 
their organisations but there is scant 
evidence to show that they are equal 
opportunity employers of  Dalits, 
tribals, persons with disabilities 
(PwD), religious minorities and 
LGBTQs.  There is less of  an emphasis 
on diversity in inclusion and more on 

correcting the gender imbalance. 
In the government, historically 
suppressed groups like Dalits and 
tribals have got greater representation 
because of  legally-mandated affirmative 
action policies. But their share in state 
jobs and those of  its instrumentalities 
are not in proportion to their share 
in the work force. In positions of  
authority, their presence is sparse. 
Minorities continue to be deprived 
despite the government taking a step 
towards ameliorative action through the 
Rajinder Sachar Committee in 2005. 
Gender parity and overall diversity 
improves financial and organisational 
performance according to McKinsey 
& Co, a consultancy. Employees who 
feel they belong are more motivated, it 
says, while those with low perception 
of  inclusiveness may give up on career 
opportunities both to their detriment 
and that of  the organisation. While 
greater participation of  women is at the 
core of  diversity policies and actions, 
McKinsey says mature organisations 
strive to create cultures, mindsets and 
processes that make all employees 
feel they belong and can advance by 
being their true selves. Diversity for 
them includes not only gender, but 
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By making their workplaces reflect the diversity of  the markets they address, businesses gain from different perspectives. This fosters 
creativity and innovation. Employees give their best in a culture that allows them to be their true selves. Farsighted companies view diversity 
broadly and go beyond gender to include, age, sexual orientation, educational attainments, work experiences and ways of  thinking. In India, 
diversity, equity and inclusion are work-in-progress, both in government organisations and private firms. But redressing the gender imbalance 
has received the most attention. 

Changing The Indian
Business Landscape

Historically suppressed groups like Dalits 
and tribals have got greater representation 
in government because of legally-
mandated affirmative action policies. But 
their share in state jobs and those of its 
instrumentalities are not in proportion to 
their share in the work force.

Diversity and Inclusion Must Impact Business 
Outcomes; Top Leadership Must be Invested in Them

Through 
workshops we 
sensitise our 
management 
teams, next 
rung leaders, 
hiring managers 
and the HR 
community about 
the importance 
of inclusion and 
diversity.

Diversity doesn’t divide; it binds us. Thirty-five 
percent of  our workforce are women. They 
manage multiple roles and responsibilities 
across R&D, manufacturing, sales and other 
significant functions. We are striving to push 
that number to 50 percent. Breaking the glass 
ceiling, Gayatri Bhoi at our Gujarat plant has 
become the first female hand paint sprayer in 
our company. Employees like her are driving 
much-needed change in the workplace. More 
women are taking up jobs that only men 
traditionally performed.
Studies have shown 
that women 
in senior positions help an organisation 
improve its productivity and 
profitability. Recently, an all-women 
crew rolled out the 50,000th MG 
Hector. Through our ‘Genesis’ train-
and-hire programme, we have engaged 
28 female college graduates from small 
cities. ‘Drive her back’ is an initiative 
to help qualified and experienced 
women employees resume their 
careers. It has completed two seasons 
and impacted 42 women. We have an 
all-women batch of  35 engineering and 
management trainees. 
Diversity and inclusion are one of  
the pillars on which the success of  an 
organisation rests. Free associative 
thinking emanates from people with 
different backgrounds working together 
and empowers organisations with 
perspectives that foster creativity and 
innovation. A diverse and inclusive culture 
brings out the best in people and helps 
them upskill in a safe environment. Diversity, 
community, innovation, and experiences 
are our cornerstones. We believe they 
have broadened our perspective as a 
brand and unlocked efficiencies 
in every aspect of  our 
operations. The rollout 
of  our 50,000th 
Hector by an all-
women crew is a 
milestone that 
reflects their 
contribution 
and hard 
work. It 
demonstrates 

that glass ceilings can be broken in male-
dominated workplaces We believe it will inspire 
more women to take up employment in the 
industry.
MG Motor’s partnership with IIMPACT to 
promote girl child education is the company’s 
way to motivate, educate and empower women 
to break the chains of  the male-dominated 
society and do well for themselves.

Women Are Breaking The Glass Ceiling In Our
Plants; It Should Inspire Others: Rajeev Chaba,
President & Managing Director, MG Motor India

Nearly all organizations are in dialogue 
at the C-suite and board of  directors’ level 
to accentuate their DEI efforts. Diversity 
can enhance organization’s capacity to 
innovate and solve complex business 
problems. There is a business case for 
DEI endeavours!  A diversity study by one 
of  the top notch consulting firms found 
that organizations with more diverse 
management teams have 19 percent higher 
revenue from innovation. It has been 
estimated that closing the gender gap 
alone would add inordinate value to global 
economy by 2025, according to yet another 
DEI study. 
It is important to have key metrics to 
keep a track of  organization’s DEI vision. 
Metrics help us to measure progress and 
identify key focus areas. However, I do 
not believe in chasing a diversity number 
target. DEI is the need of  the hour and 
it should be embedded in the fabric of  
the firm’s culture. The CHROs ought to 
make a business case for the CEOs to see 
a value and drive an inclusive culture. I 
believe the key is developing an inclusive 
mind-set, amongst all employees and the 
leadership team and making them aware 
of  unconscious biases that may influence 
their decisions. Sometimes, the biggest 
barrier is the lack of  awareness itself ! 
Welcoming mind-set is crucial for an 
inclusive organizational culture. A diverse 
and inclusive workplace means happy 
employees and in turn happy customers.

People from diverse backgrounds, ethnicities, 
genders, geographies and personality types 
help avoid groupthink and bring a range of  
experiences and perspectives to the workplace. 
They help generate ideas and practices for 
a global customer-facing company. Inclusive 
leadership talent is critical for us as we look 
to a ‘Fit for Future’ business. We secure it 
through our hiring and development initiatives 
and measure it with talent management 
metrics. We recruit from beyond the elevator 
and escalator industries and scout for talent 
among women, millennials and retired army 
personnel. We focus on employees with 
different journeys of  education, social 
backgrounds, unique skill sets and 
personalities. We have leadership immersion 
workshops for sensitivity 
regarding 
LGBTQIA+. 

Through workshops we sensitise our 
management teams, next rung leaders, hiring 
managers and the HR community about the 
importance of  inclusion and diversity. These 
aspects are emphasised in the CEO’s messages, 
employee town halls, branch-level meetings and 
key performance indicator (KPI) reviews. We 
acknowledge the Most Diverse Branch in our 
annual report and publish D&I newsletters. We 
observe October as Inclusion Month. We have 
‘Be an Ally’ and ‘Unconscious Bias’ training for 
our managers. We inculcate ‘competency-based 
interviewing’ techniques to scrub biases. We 
have specific training interventions for women 
employees and a succession pipeline for them 
for critical jobs. 

D&I Practices Will Make Schindler Fit for 
the Future: Sheetal Shah, Chief People 
Officer, Schindler, India & South Asia

AN ET EDGE INITIATIVE

DE&I Is Not A Programme; 
It’s A Way Of Life: Arijit Pal 
Choudhury, Head Of Human 
Resources & Corporate 
Communications, Nomura 
Services India



also ethnicity, sexual orientation, 
religion and disability. As Deepak 
Lamba, Chief  Executive Officer, 
Worldwide Media & President, ET 
Edge says: “We invest in culture and 
systems that create and reinforce 
diversity and inclusion throughout 
the employee experience, attract 
talent, and exponentially grow 
the organisation’s equity. For us 
diversity and inclusion is not just an 
initiative, but the backbone of  the 
work culture in our company.”
This article will focus mainly on 
the progress India has made in 
empowering women where there 
has been the most action. It will also 
touch briefly on efforts at giving 
a fair chance at the workplace to 
Dalits, tribals, religious minorities, 
LGBTQs and PwDs. 
The McKinsey Global Institute’s 2018 
report on “The Power of  Parity,” said 
India’s 2025 GDP could get a $770 
billion boost by advancing women’s 
equality. But it would require 
“comprehensive change.”
The report notes that the 
contribution of  women to India’s 
GDP was 18 percent – and one of  
the lowest proportions in the world.  
More than 70 percent of  the potential 
GDP opportunity, it said, would 
come from increasing women’s 
participation in the labour force by 
10 percentage points. 
Women’s participation in the labour 
force or the share of  working age 
women seeking work is among 
the lowest in India. According to 
the official labour force survey 
conducted between October 2019 
and December 2020 and published 
in September, only 17.8 percent of  
urban women aged 15 years and 
above wanted to work and were 
seeking employment. For urban 

men, the rate was 64.72 percent. The 
unemployment rate of  urban woman 
was a high 30 percent. 
Successive governments have taken 
many initiatives to bring women 
out of  homes and into workplaces.  
In 2005-06, gender budgeting was 
instituted to bring visibility to 
budget outlays for women. This year, 
an outlay of  Rs 25,000 crore in the 
budget has been provided exclusively 
for women; they have a substantial 
share in the remaining Rs 1.18 
trillion. 
Despite much talk of  empowering 
women, only 11 percent of  31 million 
central government employees in 
2011 were women. By March 2020, the 
employee strength had inched up to 
32 million, but it’s unlikely that the 
share of  women would have changed 

much. Out of  nearly 21 million 
police personnel in the country as 
of  January 2020, only 10.30 percent 
were women, despite four advisories 
in as many years to increase their 
share to 33 percent. Bihar came the 
closest with 25 percent female share. 
Himachal and Tamil Nadu had 19 
percent and 18.5 percent respectively. 

The proportion of  women gazetted 
police officers was lower at 8.72 
percent. 
In the 2019 civil services 
examinations, 197 women qualified. 
Their share of  the successful 
candidates that year was 23 percent. 
The proportion has remained at this 
level for a few years. As the gross 

enrolment ratio (GER) of  women in 
higher education increases, their 
share in civil services is likely to 
rise. In 2019-20, the female GER at 
27.1 percent was higher than that of  
males – 26.9 percent. 
Where do Indian companies stand 
on redressing gender imbalance? 
The Companies Act of  2013 makes it 

mandatory for firms listed on stock 
exchanges to have at least one woman 
board member. Researchers Ruth 
V. Aguilera, Venkat Kuppuswamy 
and Rahul Anand studied board 
representation and published their 
findings in the February issue of  
Harvard Business Review. Of  the 
top 500 companies ranked by market 

capitalisation on the National Stock 
Exchange, 303 or 60.6 percent had 
no women on their boards in 2013 
and needed to appoint at least one 
female director by 1 April, 2015. The 
study found that by 2017, 82.8 percent 
of  previously non-compliant firms 
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INDIA WALKS FARTHEST ON GENDER 
PARITY, BUT STILL FALLS SHORT

ON DIVERSITY, EQUITY AND INCLUSION

Only 11 percent of
31 million central
government 
employees
in 2011 were women. 
It’s unlikely their share 
would have changed 
much since then.

Changing The Indian Business Landscape

Diverse Perspectives Spur Innovation; Inclusion Allows People To Give Their Best

The sum of  individual 
differences, life experiences, 
knowledge, inventiveness, 
self-expression and capabilities 
represents our culture, drive 
and uniqueness. We believe that 
a combination of  culture, race, 
ethnicity, age, gender identity 
and sexual orientation creates a 
melting pot of  ideas and spurs 
innovation. It helps KPMG Global 
Services differentiate itself. Our 
inclusion, diversity and equity  
(IDE) strategy has led us to be 
an employer of  choice, thereby 
supporting business goals. As per 
our global survey, our colleagues 
score high on the D&I front. This 
translates into high quality of  
business delivery. We continue 

to see lower attrition among our 
women colleagues despite them 
being the worst affected during 
the pandemic. By providing fair 
opportunity and equitable access, 
and striving to remove biases 
in recruitment and promotions, 
we try to give adequate 
representation to women and 
socially-disadvantaged groups.

Our diversity journey is enabled 
by our vision to ‘Bring Positive 
Transformation To Every Life We 
Touch.’ It goes beyond just our 
business. We strive to positively 
impact the lives of  our business 
associates, customers, employees, 
the communities we serve, and 
the nations we operate in.  We are 
committed to gender diversity 
and focus on creating the right 
environment for women to grow. 
Of  course, we have a long way to 
go on D&I in manufacturing but 

it will make our organisation a 
microcosm of  society when we 
get there.

Beyond increasing the representation 
of  marginalised communities, 
organisations should adopt an empathy-
led approach to create a truly inclusive 
work environment that gives equitable 
value to all voices. Sharing of  different 
perspectives prevents organisations 
from being blind-sided in the global 
marketplace. Diversity spurs economic 
development. Studies show that a 
decrease in gender inequality has a 
positive effect on GDP per capita. 
Technology is a great leveller. If  
utilized properly, it can accelerate 
the execution of  inclusion, diversity 

and belongingness in a business 
organization. In sync with this, 
organisations must leverage technology 
to equip individuals from marginalised 

socio-economic and gender backdrops 
with skills and competencies for 
excelling in STEM fields – that offer 
some of  the highest-paying and highest-
valued jobs. In my view, diversity 
doesn’t mean increasing representation 
of  underrepresented ‘identity groups’ 
but tapping their identity-related 
knowledge and experiences and 
supporting them in achieving their full 
potential. Allowing for sharing and 
learning from different perspectives 
can support organisations to perform 
their core work better and find hitherto 
unacknowledged opportunities.

We foster a culture of  belonging 
and strive for equity to release the 
full potential of  our diversity. We 
are convinced that a diversified 
workforce besides an open and 
inclusive corporate culture gives 
us the competitive edge to thrive 
in a globalised world. 
We value different perspectives, 
cultures and ways of  thinking. 
This equips us with the 
knowledge, skills, and cultural 
understanding to meet the 
demands of  our markets and 
customers. With employees from 
125 countries, cultural diversity 
is a well-established part of  life 
at Henkel. 
We conduct several engagement 
programmes considering the 
need to focus on embracing the 
power of  differences. Our people 
join from varied industries, 
backgrounds, experience profiles, 
which span a wide generational 
spectrum. 
Whether you are leading a team 
or not each one of  us has the 
power to change things.  Our 
purpose, “Pioneers at heart for 
the good of  generations,” unites 
us all as one family. It’s built 
from our roots and carries a 
long-standing proud legacy of  
innovation, responsibility and 
sustainability, besides a strong 
leadership culture that fosters 
diversity and inclusion. Our 
shared values and leadership 
commitments guide the actions 
of  each employee, every day. 

A Melting Pot of Ideas Spurs Innovation: 
Sameer Chadha, Partner & Chief Executive 
Officer, KPMG Global Services

We Have A Long Way To Go On D&I In 
Manufacturing: Dilip Pattanayak, President & Chief 
Human Resources Officer, Steel & Corporate, JSW

Empathy-led Approach Creates Inclusive Workplaces: Rajendra Mehta, President & 
Chief Human Resources Officer, Welspun Group

We Focus On 
Embracing The Power
Of Differences: 
S. Sunil Kumar, 
Country President, 
Henkel-India

For an organisation to be successful, 
it needs to foster a culture and 
environment where people are able 
to reach their full potential. And for 
people to be able to perform at their 
best, they need to be able to bring 
their whole, authentic selves to work 

each day. Ensuring DEI in action and 
in everyday behaviours increases an
organisation’s ability to attract the 
best talent.
Diverse talent encourages diversity 
of  thought. Having a workforce that 
represents different perspectives, 
backgrounds and experiences is 
essential to delivering innovations. 
Our Culture of  Inclusion strategy 
drives a multi-year roadmap, which 
contains actions to engage leaders 
as champions for change and sets 

us on the path to identifying and 
eliminating systemic barriers to 
inclusion and operationalising 
inclusion in everything we do.
We appreciate the fact that good talent 
does not necessarily reside only in 
Tier 1 cities. We encourage our hiring 
managers to visit engineering colleges 
in Tier 3 and Tier 4 cities to scout 
for talent using the same selection 
criteria. We are also exploring options 
with respect to holding job fairs in 
underrepresented regions to
further support a diverse talent pool. 
According to a 2019 McKinsey 
analysis, companies in the top quartile 
for executive team diversity (gender, 
ethnic/cultural) were 25-36 percent 
more likely to have above-average 
profitability than companies in the 
fourth quartile. The business case for 
having a D&I agenda is evident.
Over the past several years, we 
have focused on strengthening our 
strategies for retaining and recruiting 

diverse talent and designing a fully 
actualized Culture of  Inclusion to 
the benefit of  all our employees. 
During 2020, we made significant 
progress in strengthening our COI 
strategy and targets, 
training commitments and 

data disclosure.  

Inclusion Starts With Us. Each One Of Us 
Is Responsible For Creating An Inclusive 
Environment: Abhay Singh, Senior 
Director – Human Resources, Applied 
Materials India

At Applied, we 
celebrate different 
backgrounds, 
perspectives and 
experiences, knowing 
they help build 
stronger and more 
resilient teams.

Our policies cater to the diverse needs of  
employees from more than 50 countries 
with the assurance of  equal opportunity. 
Women comprise 31 percent of  our 
workforce and we have a dedicated group 
that works towards empowering female 
Hexawarians. 
Our focal diversity and inclusion 
initiative ‘We Different’ is a statement 
that explicitly expresses our approach. 
The initiative includes manager 
education, inclusive policies, employee 
engagement and mentorship programs. 
Our responsibility is to level the field 
for employees and let their potential and 
performance define their growth. For 
women and disadvantaged groups we 
provide additional training or flexibility 
in policies. Considering the diverse 
demographic that companies may 
potentially serve, structuring a diverse 
and inclusive workforce helps deliver a 
genuine and high-quality experience.

An Inclusive Workforce 
Delivers High-quality 
Experience: 
Ram Singampalli, 
Chief Operating Officer, 
Hexaware Technologies



had appointed a woman to their 
boards, while 13.6 percent of  the 303 
companies had appointed two or 
more women. 
The researchers said 70.4 percent 
of  the woman directors were 
independent; they were not insiders. 
They were also “considerably” more 
educated. But they were less likely to 
be appointed to key - compensation 
and nomination - committees. In this 
way, they say, predominantly male 
boards were able to limit the extent 
of  actual governance reform in their 
internal board processes. 
Arti Chaudhry, a corporate 
consultant on diversity and 
inclusion, and a board member of  
several companies says women are 
preferred in certain industries like 
garment-making or fish processing 
that require deft fingers. She also 
names a few auto component makers 
where more than half  of  the shop 
floor workers are women. But 
employers have difficulty retaining 
women, she says. They tend to drop 
out for various reasons including 
motherhood. That shrinks the pool 
available for promotion to higher 
positions.

Inclusion of Dalits, 
Tribals, Persons with 
Diabilities, LGBTQs and 
Religious Minorities
Here, much of  the heavy lifting 
has been done in government. 
Affirmative action for Dalits and 
tribals is part of  the constitution.  
In 1991, reservations were extended 
to Other Backward Castes. In 2007, 
15 percent of  seats in professional 
colleges were reserved for Dalits 
and 7.5 percent for tribals. This July, 
reservations were extended to OBCs 

in medical and dental colleges. 
In government, affirmative action 
has not produced enough Dalit and 
tribal candidates to fill their quota 
of  Category A and B or scientific and 
technical posts. Even in Category 
C and D, the “recruitment failure 
is pronounced” for tribals, the 
government told the Lok Sabha 
in February.  But these categories 
have not fared too badly in the 
civil services. Of  the 761 successful 
candidates in the 2020 examination, 
229 were OBCs, 122 Dalits and 61 
tribals. 
In 2006, Prime Minister Manmohan 
Singh set up a coordination 
committee of  officials to look into 
reserving jobs for Dalits and tribals 
in the private sector. But companies 

opposed the move and instead offered 
to train youth from these categories 
for jobs.
Chaudhry says caste is a taboo 
subject for private Indian corporates. 
They don’t want employees to think 
that caste is being tracked, or to 
stoke latent caste feelings. They 
are also wary of  overtly addressing 
regional disparities for this reason. 
To make recruitments agnostic 
of  socio-cultural biases, some 
employers mask the names in CVs 
after the initial sifting. 
Persons with disabilities were 
given three percent reservation 
in government posts as per a 1995 
law. In 2016, the rights of  PwDs 

The I&D strategic roadmap of  IPM India, 
which is a country affiliate of  Philip Morris 
International, envisions the ‘co-creation 
of  an inclusive culture’. It comprises four 
pillars: Allyship, Empower, Mental Health 
and Inclusion Communities. ‘Allyship’ helps 
employees contribute to the cause of  I&D 

through 
sponsorship 
dialogues 
with leaders 
and a 
CARE team 
comprising 
volunteers 
who are 
passionate 
about I&D. 
To enable 
managers, 
we have 

conducted an ‘empathetic leadership’ 
workshop in partnership with 
behavioural scientists. ‘Empower’ refers 
to demographical inspirational networks 
for unlocking potential via inclusion. We 
recently reached 33 percent representation 
of  women in the workforce and are closing 
in on the target of  40 percent by 2022. 
‘Mental Health’ focuses on normalising the 
much-needed conversation around emotional 
well-being and provides employees with 
resources such as professional counselling 
services. Under the fourth pillar ‘Inclusion 
Communities’, digitally-enabled community 
platforms are being designed. It is an 
attempt to drive inclusion in the new normal 
where opportunities for physical human 
interaction have dwindled. It is heartening 
to have been recognized by the Swiss 
EQUAL-SALARY Foundation and UN Global 
Compact Network- India, for these efforts.

By treating differences of  opinion as an asset, 
we produce better and stronger ideas. Growth 
and inventiveness are natural outcomes. 
This is not just a viewpoint. According to 
Boston Consulting Group’s 2018 survey of  
employees in 1,700 companies across eight 
countries, companies that reported above-
average diversity on their management teams 
also reported innovation revenue that was 

19 percentage points higher than that of  
companies with below-average leadership 
diversity—45 percent of  total revenue versus 
26 percent. 
The pandemic has increased gender 
inequities. This should concern us in 
India, where women are a minority in 
the workforce.  But technology has made 
work-from-anywhere possible. With flexible 
working options, women professionals will be 
able to balance family responsibilities along 
with those of  their careers. At Intel, D&I is 
foundational to who we are. I am invested 
in creating a collaborative workplace. The 
Intel RISE strategy—one of  our many D&I 
programmes—promotes a more Responsible, 
Inclusive and Sustainable future, Enabled 
by technology and our collective actions. We 
have initiatives for women participation and 
growth, LGBQT+ sensitivity, mental health 
awareness, and consideration for persons with 
disabilities.
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We Have Reached 33 percent
Representation For Women:
Alexander Reisch, Managing
Director, IPM India Wholesale
Trading

Work-from-Anywhere Helps 
Women Combine Family 
and Career Responsibilities: 
Prakash Mallya, Vice 
President & Managing 
Director, Sales, Marketing & 
Communications Group, Intel 

Gender equality is a key part of  an 
inclusive culture. Equal representation 
of  women can have positive effects across 
the organisation. To drive the change 
we have male allies supporting and 
advocating gender diversity. A 2017 study 
by Krentz et al shows that when men 
proactively engaged in gender-inclusion 
initiatives, 96 percent of  women in those 
organisations perceived real progress 
in gender equality, compared with only 
30 percent of  women in organisations 
without strong male engagement.  We are 
committed to expanding opportunities 
for female leadership. We believe that 
a diverse workforce – paired with a 
respectful and inclusive corporate 
culture – is fundamental to our ability to 

innovate and contributes significantly 
to our business success. We have created 
Rainbow Network in India for people who 
want to stand up for LGBTQ+ equality 
but may not be sure how or even where 
they fit in, or what they can do to support 
the cause. I am not for quotas, and believe 
‘may the best colleague win!’ Gender and 
other qualifications shouldn’t come in 
the way of  decisions. To remove biases in 
recruitment, removing names, gender and 
photos from resumes before sending them 
to the hiring manager for short-listing, 
helps. Encouraging panel interviews 
is another way of  sanitising biases. 
Communicating success stories and 
walking the talk by leadership can give a 
fillip to this agenda. 

In our company, our aim is to 
build an open and inclusive 
culture where everyone feels 
heard and valued. When people 
feel a sense of  belonging, they 
step out of  their comfort zone 
and become the best version of  
themselves. It starts with creating 
a safe environment for everyone to 
speak up and share their thoughts 
without inhibition. 
Building a diverse team is a 
consistent process. Early/ growth 
stage companies have a lot to 
worry about but it’s important to 
have that awareness and intent 
early on. The idea should be to 
start small, with one thing and 
build a plan. We are redefining the 
hiring process so that it eliminates 
any racial, gender or other biases. 
Also right from the beginning, our 
focus has been to have at least 50% 
women in leadership and at all 
levels. We are well on our way to 
achieve that.

It is important to recognise that 
diversity and inclusion are no longer 
feminist notions. They are essential 
for business success and can be 
attained if  imbibed from inception, 
and not as an afterthought. Change 
begins at the top; at BYJU’S we have 
had a good representation of  women 
since the beginning and this balance 
has trickled down. We have 33 percent 
women representation on the board, 
and 40 percent overall, across levels.  
Our gender-neutral approach to 
childcare leaves and flexible working 
arrangements are empowering. We 
have 12,000 women teachers on our 
staff. I have built a career around 
science and technology; this isn’t 

the case with most women. It is 
important to have female role models 
to encourage women to take up 
employment and entrepreneurship. 
With their emotional intelligence and 
nurturing instincts, women leaders 
are the flag bearers of  empathetic 
leadership. 

Male Allies To Drive Change: 
Anandram Narasimhan, Managing Director, Merck Specialities

Building An Open 
And Inclusive Culture 
Is The Starting Point 
Of Change: 
Pallavi Shrivastava,
Co-founder &
Director, Progcap

Take D&I Beyond Mission Statements: Divya 
Gokulnath, Co-founder, BYJU’S
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IN DIVERSITY & INCLUSION EFFORTS, PRIVATE 
FIRMS AVOID OVERT MENTION OF CASTE, REGION 
AND RELIGIOUS MINORITY REPRESENTATION

We invest in culture and systems that create and 
reinforce diversity and inclusion throughout the 
employee experience, attract talent, and exponentially 
grow the organisation’s equity. For us, Diversity & 
Inclusion is not an initiative, but the backbone of the 
work culture in our company.
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The pandemic has 
increased gender 
inequities. This should 
concern us in India, 
where women are 
a minority in the 
workforce. 

Changing The Indian Business Landscape

Better Gender Ratio 
Our Immediate 
Priority: Anuj Poddar, 
Executive Director, 
Bajaj Electricals 

A healthy workplace is one where 
everyone is valued, differences 
are celebrated and opportunities 
are equitable. This means 
embracing every individual’s 
differences. Several organisations 
have policies in place; the on-
ground implementation will be 
seen only once it’s integrated 
with their strategic goals. 
Our transformation journey 
has created a strong sense of  
commitment towards nurturing 
talent from diverse backgrounds.  
Our immediate priority is to 
break stereotypes and achieve a 
balanced gender ratio through 
strategic interventions. One 
of  the key initiatives we have 
undertaken is to establish a 
D&I council for governance and 
create employee-run cross-
functional teams for programme 
rollouts. We have also initiated 
programmes for sensitisation, 
career mentoring, and new-
age learning opportunities. 
Additionally, we have revised our 
women-centric policies.

We provide equal 
opportunities to all 
employees and do not 
discriminate on the 
basis of  gender or 
sexual orientation. Our 
anti-harassment policies 
extend equal benefits to 
same-sex partners and 
their families. Besides 
unlimited sick leave, 
flexible working hours, 
maternity benefits and 
day-care facilities, we 
allow new mothers to bring caregivers 
and children up to one year of  age 
for necessary work-related travel. 
We provide women who have taken 
a career break a chance to return to 
the workplace. We groom and mentor 

women managers 
for senior leadership 
positions through our 
immersive learning 
approach, which 
focuses on learning 
strategy, emotional 
and social awareness 
and, more importantly, 
influencing. With 
50 percent gender 
diversity at the board 
and senior leadership, 
and an overall employee 

representation of  above 30 percent, 
we have a strong start. A diverse 
and inclusive team can ‘wow’ our 
consumers – imperative for a customer-
centric organisation like ours. 

Half Of Our Board And Senior Leaders Are Women: 
Manish Shah, Managing Director &
Chief Executive Officer, Godrej Housing Finance

Diversity Needs To Be Complemented With Inclusion, 
Belonging And Equality: Amit Chopra, Managing 
Director – India & South Asia, Thermo Fisher Scientific

D&I is not something we do; it is what we are. 
A diverse and inclusive culture is necessary to 
develop innovative products, services and business 
practices for competitive advantage. It enables 
our colleagues to openly share their perspectives 
and create an environment where differences are 
valued. Authenticity is a state-of-being; everyone 
can do their best when they feel they belong. Given 
the technological disruptions in the scientific 
field we operate in, we are guided by our vision 
statement to create ‘an incredibly talented global 
team that brings diverse perspectives, collaborative 
energy and a passion to excel every day.’ Diversity 
needs to be complemented with inclusion, belonging 
and equality to leverage its benefits. Hence, creating 
a culture and institutionalising policies and 
processes that embed a truly diverse and inclusive 
mindset is essential. 

Deepak Lamba, Chief 
Executive Officer, Worldwide 
Media & President, ET Edge



were codified in a legislation which 
gave effect to a UN convention that 
India had signed. It requires all 
establishments to have an equal 
opportunity policy. In addition, 
establishments with 20 or more 
employees and all government 
organisations have to list the posts 
suitable for PwDs and the manner of  
selection. They also have to provide 
assistive devices and barrier-free 
access.  But most establishments 
have failed to comply. Not enough 
candidates, is cited as a reason. 
LGBTQs lived in fear of  the law 
till the Delhi High Court held in 
2009 that the criminalisation of  
‘unnatural sex’ violated the rights to 
life, equality and non-discrimination 
on grounds of  sexual orientation 
or gender. There was a setback 
thereafter in the Supreme Court, 

but its nine-judge bench held in 
August 2017 that right to privacy 
is a fundamental right and sexual 
orientation is an essential attribute 
of  privacy. In 2019, Parliament 
passed a law to protect the rights 
of  transgenders. But the law does 
not allow them to choose the gender 
they identify with. They have to pass 
themselves off  as the third gender. 
Axis Bank is among the very 
few Indian companies that have 
announced a charter of  policies 
and practices for employees and 
customers from the LGBTQIA+ 
community. Its ‘Come As You Are’ 
code allows employees to list their 
partners for mediclaim benefits 
irrespective of  gender, sex or marital 
status. They can dress in accordance 
with their gender or gender 
expression. Customers from the 
community can list their title as Mx. 
in their savings and term deposit 

accounts. They can open joint 
accounts with same sex partners and 
also make them nominees to receive 
funds held in bank accounts upon 
the death of  the account holder. Axis 
Bank joins Hindustan Unilever, ITC, 
Amazon India, Oracle India, Lalit 
Hotels and Godrej Industries, to 

name a few.
Muslims as a religious minority face 
discrimination both in the workplace 
and in society. Some employers have 
felt emboldened enough to declare 
they won’t be hired. Even in the 
gig economy, Muslim drivers and 
delivery boys have faced boycotts, but 

reassuringly, they have had the back 
of  the organisations they work for. 
Progressive Indian companies 
understand that diversity, equity 
and inclusion are goals worth 
striving for. They have rub-off  
on organisational creativity, 
innovation and productivity but are 

also virtues that are liberating for 
individuals. The performance of  our 
sportspersons, especially women, 
at the Tokyo Olympics shows that 
hidden talent can find expression 
with access to opportunity and a 
nurturing environment. 
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PROGRESSIVE FIRMS REACH OUT TO 
LGBTQs; HOLD OUT ON TOUCHY SUBJECTS

ON DIVERSITY, EQUITY AND INCLUSION

The right to privacy is a fundamental right and sexual 
orientation is an essential attribute of privacy. In 
2019, Parliament passed a law to protect the rights 
of transgenders. But the law does not allow them to 
choose the gender they identify with. They have to 
pass themselves off as the third gender. 

Changing The Indian Business Landscape

Creativity is about connecting the dots 
and creative people find more dots to 
connect as they look at the world from 
multiple perspectives. We operate in 
more than 30 countries. More than a fifth 
of  our people live and work overseas. 
Almost 40 percent of  them are women. 
Technology helps in inclusion by 
providing access for all to information, 
and making their voices felt in decisions. 
We hold regular listening, connect and 
diversity awareness sessions. Over the 
past few years, there have been significant 

demographic changes at the workplace. 
Women and ethnic minorities have 
more representation. But the numbers 
dwindle at senior levels. It helps to have 
decisions about recruitment, selection, 
and career progression based on a robust 
competency framework. There is a trend 
towards ‘anytime, anywhere’ remote 
jobs. Organisations that manage remote 
jobs and virtual teams are required to 
be more data driven, diverse, global, and 
contemporary. Those that respond quickly 
to these changes will thrive.

We are committed to creating a 
work culture where our people 
feel they belong and can bring 
their authentic selves to work. 
For our business to thrive, we 
recruit, retain, and develop talent 
with a range of  backgrounds, 
skills, and capabilities. We 
view diversity as broadly as 
possible, going beyond gender to 
include age, sexuality, education, 
experience, and ways of  thinking. 
We believe that diversity of  
thought and experience fuels 
growth and innovation within the 
organisation, bringing us closer 
to our consumer base, thereby 
resulting in better business 
performance.
All new parents, irrespective of  
gender and/or sexual orientation 
can avail of  26-week paid family 
leave. We offer insurance benefits 
for same-sex and live-in partners, 
along with surrogacy and 
fertility treatment benefits for 
all. Fifty percent of  our executive 
leadership team and 31 percent 
of  the top India leadership team 
are women – it’s a standard for the 

alco-bev industry to aspire to. 
We are focussed on progressive 
portrayal externally and a 
break away from stereotypical 
representation. We believe it is 
essential to portray real people 
through our narratives. Culture 
is shaped by the stories we tell; 
our brands have women at the 
heart of  their communications. 
For instance, Sayani Gupta and 
Rakul Preet are the faces of  
Signature along with Ayushmann 
Khurrana. For McDowell’s No 1, 
all communication – online and 
instore – features women and men 
to more accurately represent our 
diverse consumer base.

We are committed to fostering 
an inclusive workplace 
where everyone has a voice., 
regardless of  how they look, 
where they come from or 
who they love. Our culture 
of  Inclusion, policies and 
Infrastructure have helped us 
attract a growing number of  
colleagues who are persons 
with disabilities (PwD), 
members of  the LGBT+ 
community or their allies. 
Raising the bar on talent and 
diversity is one of  the seven 
behaviors that defines our 
culture. We feel proud that we 
have achieved gender parity at 
junior management levels. 
Our goal is to have 50 percent 
women in management roles 
by 2025 and we are rapidly 
getting close to that objective. 
We have taken many steps to 
create an environment where 
women can thrive, through 
unconscious bias training, 
best-in-class maternity, flexible 

work, and insurance policies. 
We also have  day care facilities 
and lactation rooms in our 
offices. We are committed to 
developing our female talent 
and provide opportunities 
for women managers to be 
mentored by senior women 
leaders. To help widen the 
talent pool and make an impact 
on the communities we serve, 
we also have an apprenticeship 
programme for women from 
underserved communities.

Last year, we introduced 
our ‘Change Starts Here’ 
commitment with actionable 
goals to be achieved by 2025. It 
promotes D&I goals through 
who the company employs, 
supports, buys from and works 
with.  We are committed to 
doubling the representation 
of  women at Hyatt globally 
by 2025.  Close to 44 percent 
of  our workforce comprise 
women.  We have a resource 
group which helps women 
identify professional and 
personal growth opportunities 
in the organisation. RiseHY 
is our global initiative to 
employ 10,000 youth from 
underprivileged communities 
by 2025. There is much 
progress to be made. Which 
is why, we publish diversity 
data and link executive 
compensation to progress 
on D&I.

Recruitment And Career Progression Require A Competency Framework:
Sapnesh Lalla, Chief Executive Officer & Executive Director, NIIT

Progressive Portrayal Of Brands Is
Helping Us Move Away From Stereotyping:
Hina Nagarajan, Managing Director & Chief
Executive Officer, Diageo India

Our Goal Is To Have 50 Percent
Women In Management Roles By 2025:
Priyaranjan Jha, Head of Global
Operations, PepsiCo Global
Business Services

Actionable Goals For Employing Women
And Underprivileged Youth Needed:
Sunjae Sharma, Vice President & India Country
Head, Hyatt Hotels

We are committed 
to doubling the 
representation of 
women at Hyatt globally 
by 2025.  Close to 44 
percent of our workforce 
comprise women. 

At AkzoNobel, we believe that to 
achieve our corporate ambitions, 
our workforce needs to be as 
diverse & inclusive as our 
customer base.
We are strengthening our 
organisational diversity with a 
focus on gender balance, from 
leadership and mid-management 
to new hires. Improved diversity 
referral benefits, recognitions, 
women helmed sales depot in 
Trivandrum are some ways 
we’re driving D&I. The result? 

Our diversity ratio is up nearly 
16 percent in 12 months.
It’s important to not only bring 
in women into the organisation, 
but make them part of  our 
journey in the long run. 
That’s why, our D&I efforts are 
externally benchmarked. Our 
recently launched Inclusive 
Language Guide and Returnee 
Mother programme are examples 
of  how we’re promoting equal 
opportunity. Powering D&I 
culture further is our India 

Women Inspired Network 
(WIN) that empowers, inspires, 
and connects women and goes 
beyond, to include ‘Men as 
Allies’.
We’re adding colour to the local 
communities too. AkzoNobel 
Paint Academies are furthering 
D&I in decorative painting. Our 
ambition is that 30 percent of  the 
trainees (nearly 300) passing out 
of  AkzoNobel Paint Academies 
be women and LGBTI+.

Inclusivity doesn’t just mean 
representation; it means 
creating a sense of  belonging. 
Hence we believe that creating 
an organisation of  diverse 
perspectives where people feel 
they can be their authentic selves 
will enable even more innovation 
and better decision making to 
accelerate growth.
We are committed to our core 
value of  caring, led by compassion, 
integrity, and high ethics in all 

situations—to listen with respect 
and value differences. Our policies, 
processes and clear measurements 
guide our people and culture, 
including our communities and 
suppliers, to ensure we engage a 
diverse mix of  voices to generate 
better discussions, strategies and 
outcomes for all. 
We ensure this through 
unconscious bias and allyship 
training, infrastructure support 
for differently abled people, mental 

health and wellbeing services 
for employees, associates, and 
family members, all year long. 
We also offer equal leave for all 
paths to parenthood (natural 
birth, adoption, surrogacy) for all 
parents. 
We want our people, partners, and 
communities to know us not just 
for the diversity of  our brands but 
for the diversity of  our people and 
our commitment to being a best-
in-class employer around the world.

Powered By A Holistic Approach, Our Diversity Ratio Is Up 16% In One 
Year : Rajiv Rajgopal, Managing Director, Akzonobel India

We Want People To Know Us For Diversity In Our Commitment To Society And Not Just To 
The Brand:  Ram Raghavan, Managing Director, Colgate-Palmolive (India) 

I Will Bring More Women Into Our Workforce and 
Into Technology: Puneet Chandok, President & 
Head, India & SAARC, Amazon Web Services

I have always believed Diversity is the solution 
not the problem. We need to bring women into 
Technology not to solve for a metric, but to 
win, and we cannot win if  50 % of  the potential 
workforce in India is not part of  Tech. And 
we have to make the society a better place for 
women, I have a daughter, and I want to leave 
the world a better place for her. As a leader you 
are merely an overhead unless you’re bringing 
out the best in your employees, and you cannot 
bring out the best till the time we have both 
men and women in the workforce. This is part 
of  our mission at AWS and Amazon, and I will 
not slowdown till I can help solve this in my 
own small way.

Diversity and inclusion are 
embedded in KONE culture and 
values. We believe that when 
people are valued, innovation can 
flourish and work communities 
will thrive. A diverse and inclusive 
work environment establishes 
a sense of  belonging among 
employees. When employees feel 
more connected, they tend to work 
harder and smarter, producing 
higher quality outcomes.
With the power of  inclusion and 
the vibrancy of  diversity, leaders 
can form organisations that 
challenge themselves often, lead 
discussions that are important, 
make decisions that are difficult 
and create outcomes that are 
celebrated. Care and collaboration 
play a very important part in a 
team environment. It’s extremely 
important to build and nurture 
an inclusive culture that values 
diversity. KONE is committed to 
an equal opportunity approach 
that places people in positions 
that best suit their abilities. We 
have pledged to increase our 
commitment and actions around 
diversity, inclusion and equity, 
including a step change in the 
share of  women at director level 
to 35 percent by 2030.

We Intend To Have
35 Percent Women
Directors by 2030:
Amit Gossain,
Managing Director,
KONE Elevator India
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