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Workplace Diversity, Equity, and Inclusion Stays at The Forefront.

“Inclusion is the only asset if we wish to have a peaceful world.”- Dr. Pinkey N Bhardwaj

Abstract: Diversity, Equity, and Inclusion (DEI) are interconnected concepts that are focused on
creating a workplace culture that values and respects all individuals, regardless of their race,
ethnicity, gender, sexual orientation, age, disability, religion, or any other characteristic that
makes them unique.

Diversity refers to the range of differences that exist among people, including differences in
culture, background, experiences, and perspectives. In the workplace, diversity means actively
seeking to include and value individuals from different backgrounds and experiences, and
creating an environment where they feel welcome and supported. Equity refers to fair treatment
and access to opportunities, resources, and rewards, regardless of an individual's differences.
Equity is about ensuring that everyone has an equal chance to succeed and be recognized for
their contributions, regardless of their background or identity. Inclusion refers to the practice of
creating an environment where everyone feels valued, respected, and included. It involves
creating a sense of belonging, fostering open communication, and encouraging diverse
perspectives and contributions.
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Introduction

Diversity, equity, and inclusion (DEI) are crucial components of a healthy and productive
workplace. They promote a culture of respect, fairness, and equality that encourages
collaboration, creativity, and innovation.

Make DEI a core value: Embed diversity, equity, and inclusion into the core values of your
organization. This sends a clear message to employees, stakeholders, and customers that you are
committed to promoting a diverse and inclusive workplace.

Promote diversity in hiring: Ensure that your recruitment and hiring processes are fair and
inclusive. Develop strategies to attract a diverse pool of candidates and implement blind hiring
practices to minimize bias.

Provide diversity training: Offer training programs that focus on diversity, equity, and inclusion.
These programs can help employees to recognize and address unconscious bias, communicate
more effectively across cultural differences, and build a more inclusive workplace.
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Foster a culture of inclusivity: Encourage employees to share their diverse perspectives and
experiences. Create opportunities for open dialogue and feedback to foster a culture of respect,
empathy, and understanding.

Measure and track progress: Set measurable goals and benchmarks to track progress towards
diversity, equity, and inclusion. This will help you to identify areas of improvement and ensure
that you are making meaningful progress towards your goals.

Overall, promoting diversity, equity, and inclusion is an ongoing process that requires
commitment, effort, and a willingness to learn and grow. By staying at the forefront of this
important issue, organizations can create a more inclusive and equitable workplace that benefits
everyone.

Diversity and inclusion are related but distinct concepts. Diversity refers to the representation of
different groups in a workplace or organization, while inclusion refers to creating a work
environment where everyone feels welcome, valued, and able to contribute to the organization's
goals.

Diversity encompasses the visible and invisible differences among people, such as race,
ethnicity, gender, age, disability, sexual orientation, religion, and socio-economic background.
Having a diverse workforce can bring different perspectives, experiences, and ideas that can lead
to increased creativity, innovation, and problem-solving.

However, diversity alone does not guarantee inclusion. Inclusion is about creating a culture
where people feel that they belong and are supported, regardless of their background or identity.
It involves promoting respect, empathy, and open communication, and actively addressing
systemic barriers and biases that may prevent certain groups from fully participating in the
workplace.

Objectives:

1. Promoting diversity: One objective is to increase representation and participation of
individuals from underrepresented groups, such as people of different ethnicities, races,
genders, sexual orientations, religions, abilities, and socioeconomic backgrounds.

2. Fostering inclusion: The objective is to cultivate an inclusive culture where all
individuals feel valued, respected, and have a sense of belonging. This includes creating a
safe and welcoming environment, encouraging open dialogue, and ensuring that
everyone's perspectives and contributions are acknowledged and appreciated.
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3. Advancing equity: The objective is to address and eliminate systemic barriers and biases
that disproportionately affect certain groups. It involves promoting fairness, equal
opportunities, and equitable outcomes, regardless of an individual's background or
identity. This may require implementing policies and practices that actively counteract
historical disadvantages and promote equal access to resources and opportunities.

4. Enhancing organizational performance: DEI initiatives recognize that diversity, inclusion,
and equity are not just moral imperatives but also contribute to organizational success. By
leveraging diverse perspectives and experiences, organizations can foster innovation,
creativity, and better decision-making. The objective is to create a more inclusive and
equitable workplace that enhances employee satisfaction, engagement, and overall
organizational performance.

5. Promoting social responsibility: DEI objectives often extend beyond the organization
itself and aim to positively impact society at large. Organizations strive to be socially
responsible by actively participating in efforts to address systemic inequalities and
contribute to building more equitable communities.

Literature Reviews

"Managing diversity: Toward a globally inclusive workplace" by Thomas, Roosevelt, and Cox
(2001) focused on the organizational management of diversity and the benefits of inclusive
workplaces.

"Diversity in organizations: New perspectives for a changing workplace" by Shore and
Barksdale (2003) explored the impact of diversity on organizations and provided strategies for
managing diversity effectively.

"Diversity, social justice, and inclusive excellence: Transdisciplinary and global perspectives"
edited by Adams, Bell, and Griffin (2007) examined the connections between diversity, social
justice, and inclusive excellence in educational settings.

"The inclusion-diversity paradox: Theoretical considerations and evidence from Chile" by
Valenzuela and Ragins (2008) explored the paradoxical relationship between inclusion and
diversity.

"Inclusion and Diversity in Work Groups: A Review and Model for Future Research" by Joshi
and Roh (2009) provided a comprehensive review of research on inclusion and diversity in work
groups, examining their effects on performance and outcomes.

"Exploring the Black Box: An Analysis of Work Group Diversity, Conflict, and Performance"
by Jehn, Northcraft, and Neale (2010) focused on the relationship between diversity, conflict,
and performance in work groups.

"Diversity at work: The practice of inclusion" by Ferdman and Deane (2014) discussed inclusive
practices for managing diversity in organizations.
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"The role of diversity practices and inclusion in promoting trust and employee engagement" by
Nishii and Ozbilgin (2018) explored the relationship between diversity practices, inclusion, trust,
and employee engagement.

Advancing Diversity and Inclusion in Organizations: A Systematic Review of the Psychological
and Behavioral Research" by Kalev, Dobbin, and Kelly (2018): This review examined the
psychological and behavioral research on diversity and inclusion in organizations. It focused on
interventions and strategies for promoting diversity and inclusion and highlighted the challenges
and potential solutions.

"Diversity and Inclusion in the Workplace: A Review and Synthesis" by Joshi, Dencker, and
Franz (2018): This review explored the concepts of diversity and inclusion in the workplace,
their antecedents, and their impact on organizational outcomes. It provided an overview of key
theories, frameworks, and practices related to diversity and inclusion.

"The Role of Leadership in Supporting Diversity and Inclusion: A Review of Leadership
Theories and Organizational Practices" by Operti and Froehlich (2018): This review focused on
the role of leadership in promoting diversity and inclusion. It examined leadership theories and
identified leadership practices that contribute to creating inclusive organizational cultures.

"Diversity and Inclusion in STEM Disciplines: A Comprehensive Review" by Hurtado,
Alvarado, and Guillermo-Wann (2018): This review explored diversity and inclusion in science,
technology, engineering, and mathematics (STEM) disciplines. It examined the barriers and
challenges faced by underrepresented groups in STEM fields and highlighted strategies to
enhance diversity and inclusion.

Case Studies

Case Study 1 - Google

Google has implemented unconscious bias training for all employees. This training aimed to
raise awareness about unconscious biases and their impact on decision-making processes, such
as hiring and promotion. By educating employees about biases, Google sought to create a more
inclusive work environment.

Additionally, Google established employee resource groups (ERGs) to support underrepresented
communities within the company. These ERGs, such as the Black Googler Network and the
Women@Google group, provided a platform for employees to connect, share experiences, and
advocate for inclusivity. They also organized events and initiatives to celebrate diversity and
educate the broader Google community.
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Furthermore, Google revamped its hiring and recruiting processes to attract and retain diverse
talent. The company set specific diversity goals and tied them to the performance evaluations of
recruiters and hiring managers. Google also expanded its partnerships with organizations that
support underrepresented groups, such as historically Black colleges and universities (HBCUSs),
to enhance recruitment efforts.

Google's DEI efforts have yielded some positive results. In subsequent diversity reports, the
company showed increased representation of women and underrepresented racial and ethnic
groups. Moreover, the company has made commitments to invest in initiatives that address racial
and social inequities beyond its own walls, such as funding organizations focused on racial
justice and economic opportunity.

Case Study 2: Airbnb's Anti-Discrimination Policy

In 2016, Airbnb, an online marketplace for lodging and homestays, faced significant criticism
regarding discrimination experienced by users based on their race, gender, and sexual
orientation. To address these concerns, the company implemented several measures to promote
diversity, equity, and inclusion.

One of Airbnb's notable initiatives was the creation of an anti-discrimination policy. The policy
explicitly stated that hosts could not decline guests based on their race, ethnicity, gender, sexual
orientation, or other protected characteristics. Hosts who violated this policy could face severe
consequences, including permanent bans from the platform.

To support the implementation of the policy, Airbnb introduced several features and tools. These
included enhancing the platform's review and reporting system, allowing users to report incidents
of discrimination. Airbnb also implemented implicit bias training for hosts and launched a
"Community Commitment" campaign, urging all users to uphold the principles of inclusivity.

Furthermore, Airbnb sought to increase diversity among its employees by setting specific hiring
goals and partnering with organizations focused on underrepresented communities. The company
also established a diverse and belonging team responsible for driving internal DEI initiatives and
holding leaders accountable for progress.

As aresult of these efforts, Airbnb reported positive outcomes. The company shared data
showing a decline in reported incidents of discrimination on its platform. Additionally, Airbnb

VOLUME 8 ISSUE 6 2023 PAGE NO: 85



NOVYI| MIR Research Journal ISSN NO: 0130-7673

engaged in partnerships and collaborations with external organizations to address discrimination
issues in the broader society, such as supporting community-based initiatives and sponsoring
research on discrimination and bias.

These case studies highlight the proactive steps taken by Google and Airbnb to address diversity,
equity, and inclusion. While both companies still have work to do, their initiatives demonstrate a
commitment to creating more inclusive environments and fostering equitable opportunities for
all.

Gender Diversity: The case of Mahindra Group's "Mahindra Rise" initiative. The company
implemented various measures to promote gender diversity and inclusion, including flexible
working hours, maternity leave policies, mentoring programs, and leadership development
initiatives for women.

Caste-Based Discrimination: The "Stop the Discrimination" campaign led by the Dalit
Foundation, which works to eradicate caste-based discrimination in India. The campaign raises
awareness about the systemic discrimination faced by Dalits (Scheduled Castes) and advocates
for their rights and inclusion.

LGBTQ+ Rights: The case of Navtej Singh Johar vs. Union of India, a landmark Supreme Court
case in 2018 that decriminalized consensual same-sex relations in India. This ruling marked a
significant step towards LGBTQ+ rights and recognition in the country.

Disability Inclusion: The case of Lemon Tree Hotels, which has been recognized for its efforts in
disability inclusion. The company has implemented accessible infrastructure, inclusive hiring
practices, and sensitization programs to create an inclusive environment for persons with
disabilities.

Tribal Rights: The case of the Dongria Kondh tribe's fight against mining in the Niyamgiri Hills
in Odisha. The Supreme Court of India ruled in favor of the tribe, recognizing their rights to
land, resources, and self-governance, setting a precedent for the protection of tribal rights in
India.
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Types of Diversity

Demographic Diversity: This includes characteristics such as age, gender, race, ethnicity,
nationality, religion, and sexual orientation.

Cognitive Diversity: This refers to differences in thinking styles, problem-solving approaches,
and perspectives. It can be influenced by factors such as education, experience, and cultural
background.

Functional Diversity: This refers to differences in skills, knowledge, and expertise that are
needed to perform specific roles or functions within an organization.

Personality Diversity: This includes differences in personality traits, such as introversion vs.
extroversion, risk-taking vs. risk-aversion, and creativity vs. structure.

Organizational Diversity: This refers to differences in organizational culture, values, and goals. It
can include differences in communication styles, decision-making processes, and leadership
approaches.

Educational Diversity: This refers to differences in educational backgrounds, such as the type of
degree earned, the level of education achieved, and the area of specialization.

Challenges:

Resistance to change: Some employees or leaders may resist changes in the workplace culture or
practices that are needed to promote DEI. This can make it difficult to gain buy-in and support
for DEI initiatives.

Unconscious bias: Despite our best intentions, we all have unconscious biases that can influence
our actions and decisions. Addressing these biases can be challenging, and it often requires
ongoing education and awareness-raising efforts.
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Lack of diversity in leadership: Organizations that lack diversity in their leadership may struggle
to make meaningful progress towards DEI. It is important to have diverse perspectives at all
levels of the organization to ensure that DEI is a priority and that everyone's voices are heard.

Difficulty measuring progress: Measuring progress towards DEI goals can be challenging, as it
often involves collecting and analyzing sensitive data about employees. It is important to strike a
balance between measuring progress and respecting employees' privacy.

Limited resources: Organizations may struggle to allocate sufficient resources, such as time,
money, and personnel, to support DEI initiatives. This can make it difficult to implement
meaningful changes and sustain progress over time.

DEI can benefit employee engagement with below initiatives:

Sense of belonging: DEI efforts create a sense of belonging among employees, regardless of
their race, gender, ethnicity, or sexual orientation. When employees feel included and valued,
they are more likely to feel a sense of connection to the company and their colleagues, which can
boost their engagement.

Improved morale: DEI initiatives can improve morale by demonstrating that the company is
committed to treating all employees fairly and with respect. This can increase employees' trust in
the company and their willingness to go above and beyond in their work.

Increased innovation: A diverse and inclusive workplace can lead to increased innovation and
creativity. When employees from different backgrounds and perspectives come together to solve
problems, they are more likely to generate new ideas and approaches that can benefit the
company.

Reduced turnover: When employees feel valued and included, they are more likely to stay with
the company for the long term. This can reduce turnover, which can be costly and disruptive to
the company's operations.
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Findings & Inferences

Intersectionality: There is a growing recognition of the intersectionality of identities and how
different dimensions of diversity (e.g., race, gender, sexuality, ability) intersect and influence
experiences of discrimination and privilege.

Systemic inequities: Studies have highlighted the systemic nature of inequities and how
historical and ongoing structural biases contribute to unequal outcomes. This understanding
emphasizes the need to address institutional and systemic barriers.

Diversity alone is not enough: While diversity is essential, research suggests that simply having
representation does not automatically lead to inclusion and equity. Inclusive cultures, equitable
policies, and mitigating biases are crucial for achieving meaningful change.

Psychological safety and belonging: Current research emphasizes the importance of fostering
psychological safety and a sense of belonging for individuals from underrepresented groups.
Inclusive environments where people feel valued, respected, and empowered are vital for
maximizing contributions and well-being.

Business case for DEI: Organizations increasingly recognize the business case for DEI.
Companies with diverse and inclusive cultures are more likely to attract top talent, enhance
employee engagement, improve customer satisfaction, and drive innovation.

Intersection of DEI with other areas: There is a growing understanding of the interconnections
between DEI and other areas such as environmental justice, accessibility, and social
sustainability. Recognizing these intersections allows for more holistic approaches to social
progress.

Conclusion: The future of DEI looks promising as more and more organizations recognize the
importance of creating an inclusive workplace culture.

Technology-driven solutions: Technology can play an important role in promoting DEI by
helping organizations collect and analyze data, identify biases, and create more inclusive
products and services. We can expect to see more technology-driven solutions in the future that
support DEI goals.

Greater focus on intersectionality: Intersectionality is the recognition that individuals have
multiple identities that interact and impact their experiences. In the future, we can expect to see a
greater focus on intersectionality in DEI efforts, as organizations strive to create more nuanced
and inclusive approaches to promoting diversity and equity.

Increased transparency and accountability: Organizations will be held increasingly accountable
for their DEI efforts, both by their employees and by external stakeholders. We can expect to see
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more transparency around DEI data and progress, as well as more accountability for addressing
issues related to bias and discrimination.

Emphasis on allyship and advocacy: Allyship refers to the practice of individuals with privilege
using their position to advocate for those who are marginalized. In the future, we can expect to
see a greater emphasis on allyship and advocacy as a key component of DEI efforts, as
individuals and organizations work together to create a more inclusive society.

Continued education and awareness: There is a need for ongoing education and awareness-
raising around the importance of DEI and the ways in which systemic biases and barriers can
impact individuals and groups.

Addressing systemic issues: Companies need to identify and address systemic issues that create
barriers to equity and inclusion, such as unconscious bias in hiring and promotion, pay
inequities, and lack of access to development opportunities.

Intersectionality: An intersectional approach that recognizes the ways in which multiple forms of
identity intersect and interact is essential for creating truly inclusive workplaces.

Accountability: Companies need to hold themselves accountable for progress on DEI goals, such
as tracking and reporting on diversity metrics and setting targets for improvement.

Inclusive leadership: Leaders need to model inclusive behaviors and create a culture of
psychological safety where everyone feels comfortable sharing their perspectives and
experiences.

Employee engagement: Engaging employees in DEI initiatives and listening to their perspectives
can help create a more inclusive workplace and ensure that initiatives are aligned with employee
needs.

Collaboration and partnerships: Collaboration and partnerships between companies, community
organizations, and government agencies can help drive progress on DEI initiatives and create
more equitable opportunities for all.
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In conclusion, let’s embrace diversity. Inclusion is about creating a culture where people feel that
they belong and are supported, regardless of their background or identity. It involves promoting
respect, empathy, and open communication, and actively addressing systemic barriers and biases
that may prevent certain groups from fully participating in the workplace.

“In diversity, there is tranquility, unity, strength and bond”- Dr. Pinkey N Bhardwaj
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