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Abstract
In recent years, Diversity and Inclusion have been in practice as a 
business imperative in organizations. It adds value in creating a 
growth strategy of organizations. Diversity and inclusive companies 
drive a culture of innovative projects. Still, many organizations 
often failing to adopt diverse talent along with inclusivity issues 
in the workplace. For organizations who are implementing the 
diversity and inclusion programs and policies, practices, the change 
can be difficult and beneficial. Thus, having diversity along with 
inclusivity in an organization helps in its competitive growth as 
well development of employees’ workplace environment as well as 
organizational growth.
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1. Introduction
Diversity and Inclusion are business imper-
ative which benefits organization to driven 
success and growth. It helps to improve 
organization performance along with finan-
cial growth and create an open cultural 
environment for employees who imply on 
empowerment of these employees in orga-
nization helps them to have a competitive 
advantage and work effectively. Diversity 
and Inclusion is always being considered as 
a bottom-up organizational culture which 
creates a value for every organization. So 
that it is main for organization to prioritize 

the definition of diversity and inclusion 
which is a having motto of business strat-
egy. It includes attracting and retaining of 
talents in an organization which strength-
ens a healthy environment as well a right 
person for right decision-making and pos-
sess the capabilities of handling resources 
and work effectively it is all about people 
analytics, which mainly concentrates on 
growth strategy for the organization.

Recent studies on organizations show 
the limited practice of inclusion that’s it 
many organizations have a diversity culture 
but missing out on adding an inclusivity 
practices and approaches for it.
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2. Literature review 
Jayne and Dipboye (2004) This paper’s 
research findings show the diverse work-
force improves the business performance in 
an organization and helps in development. 
This article reviews shows the empirical 
research and relationship between work-
place and performance of an organization.

Nair and Vohra (2015) Diversity and 
inclusion at the workplace – this paper 
reviews about the diversity and inclusion 
practice in workplace and interlinking the 
leadership with diversity and inclusion 
practices, having the diverse culture in 
organization helps in improving the firm’s 
performance. It also adds tangible and 
intangible values.

Crouch (2015) A study of perception 
of diversity and inclusion initiatives in 
producing improved productive work cul-
tures This paper gives the research reviews 
relation the diversity with inclusion prac-
tices which enhances the work culture and 
allows employees to improve their one-self 
as well benefiting organization.

Rohwerder (2017) Impact of diversity 
and inclusion within organizations – This 
article gives the findings of diversity along 
with inclusive culture benefits the orga-
nization to grow and develop.it allows 
organization to work effectively. It helps 
in improving the performance of result 
outcomes.

3. Objectives
1. To understand the concept of diversity 

and inclusion.
2. To analyze the strategies of diversity and 

inclusion in an organization.
3. To assess the implication of diversity 

and inclusion in an organization. 

4.  Methodology, scope 
and importance 

It is a conceptual research study in which 
research data are secondary data sources.

This review of article mainly focuses on 
understanding diversity and inclusion, and 
interpretations related to them.

•	 Definition of diversity and inclusion.
•	 Diversity along inclusion practices.
•	 Challenges in diversity + Inclusion 

practices.
•	 Leadership roles in creating a value of 

diversity and inclusion in organization. 

5.   Definition of diversity 
and inclusion

Diversity includes different populations 
in an organization within a community 
includes race, age, gender, language, cul-
ture, nationality, status, ability, religion, 
ethnicity, locality, knowledge, skills, etc. It 
represents set of wide variety of popula-
tion. Inclusion is a value creation process 
that includes the empowering employees 
by allowing them to feel full as a team giv-
ing whole consideration in all aspects, they 
contributions are being valued. It is good 
public relation component which benefits 
company from its bottom-line growth.

6.  How diversity and 
inclusion are related

Diversity and inclusion are inter-related, 
for example, when employees/staff and 
managers make decisions based on fairness 
it should be unbiased. If staff/employees 
do not speak English, is there any language 
barrier to communicate, it is needed to 
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find a way of communicating with those 
employees so that they are up-to-date with 
decisions, policy changes, be adaptable. It 
has been in practice when employees who 
feel valued are likely to work effectively and 
creates competitive advantage in organiza-
tion. Inclusive and diversity environments 
are places where individuals of all differ-
ent aspects are made to feel fairly treated, 
which is unbiased valued for who they are 
and accept as they are and are also made 
part of core decision making by consider-
ing their views. When inclusion practice is 
being implemented the employees take ini-
tiative in better working result because they 
feel they are invested in the company and 
their work is being recognized their views 
are considered thus they show more inter-
est towards adding value for work and cre-
ate that organizational culture.

7. Why do we need?
Diversity and inclusion is a key aspect of 
entrepreneurism. It creates ownerships, 
equality and removes gender discrimi-
nation in an organization. Since diverse 
force is there in workforce which drives 
economic growth. And it can also capture 
a greater share of the consumer market. 
Recruiting from a diverse pool of candi-
dates means a more qualified workforces 
present. A diverse and inclusion helps busi-
nesses avoid employee turnover costs. It 
also fosters more creativity and adaptability 
in organization. As changing nation is com-
petitive in nature and to exist in economic 
market is very much important and helps 
in making up of organization full poten-
tial. A research findings from McKinsey in 
2018, includes the study of diversity and 
inclusion practices, greater diversity prac-
tices in the workforce results in a greater 

profitability and organizational devel-
opment by value creation and financial 
growth. As McKinsey found an inter-rela-
tionship between diverse leadership and 
better financial performance which helps 
organization to grow and expand.

8.   Dangers of Ignoring 
Inclusion in 
organization

Usually, organizations mission is to be 
included treating employees as asset for 
organization. When employees who don’t 
feel considered easily tend to become 
demotivated from working and eventu-
ally reach depressed and withdrawn, they 
start having feel ignored or rejected. This 
may affect the quality of their work, which 
costs the company to reach out loss con-
sequences. Their moral values get limited 
and allow road for lack of communication 
which directly have an adversely effect on 
the team and the organization which lowers 
its productivity. They may also leave their 
jobs because of these reasons, the company 
will incur the cost of loss, again to hire and 
train replacements, and it tends for lower-
ing the productivity. Thus, it is very much 
important for an organization to manage 
the best by the practice of diversity along 
with inclusion.

9. Strategies
Major companies have made efforts to 
be more diverse and inclusion to varying 
degrees of effectiveness. List of strategies 
are as follows:

•	 Measure the right things in order to 
know that it’s working: once companies 
understand that change is happening 
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and it is resulting into positivity and 
adopt this principle.

•	 It is not enough to have only diversity: 
other than diversity, it is very important 
to have inclusion as well. To get effective 
and efficient result from the organiza-
tion, that kind of environment should 
be there.

•	 Avoid mandatory training, but get the 
right people in the room: you can’t force 
everyone in the company to be an ally. 
To do transformations gradually build 
foundation of change.

10. Principles
Cultivating principles are as follows:

•	 Define a focus: while diversity can cover 
lot of areas like gender equity, including 
leadership level and the balance of life-
long employees and more open recogni-
tion (lesbian, gay and lgbt community).

•	 Embed an inclusive mindset: while 
defining goals for workforce diversity, 
there should be real driver to adapt and 
look for changes.

•	 Remember fundamentals: while work-
ing together, employees should also 
understand the priorities and concerns 
for positive moves.

•	 Align with business strategy: there 
should be flextime and flex place of 
movement to attain companies’ objec-
tives. To further enhance work-life bal-
ance will ensure working efficiency.

11.   Role of leadership 
quality in Diversity 
and Inclusion 
practices

Leadership plays a major role in creating 
and supporting inclusion and diversity 

culture in the workplace inside organiza-
tion. The inclusive leadership and inclu-
sive practices are inter-related leadership 
includes main quality of empowerment of 
oneself along with others. The main charac-
teristics of the inclusive empowered leader 
are identified as one who takes initiative in 
diversity culture involving and creating val-
ues for other employees in contributions, 
collaborative leadership style, the leader 
has the ability to manage conflict, negotia-
tions, decision making, possesses cultural 
competency, competitive advantage and 
creates a sense of collective identity inside 
the organization, it also motivates the other 
employees to work for betterment of one-
self also for organizations. This leadership 
quality allows employee to have insight of 
innovation and team spirit by inclusion 
culture.

Leaders who are involved in inclusive 
cultures need to value the diversity of tal-
ents, knowledge, skills experiences, and 
identities that employees possess; they are 
needed to be treated on a same balanced 
ground with their uniqueness and belong-
ingness which adds up value for inclusive 
culture. Thus, it is required to treat employ-
ees unique and recognized for their differ-
ences as a diversity culture, organizations 
that follow this diversity along with inclu-
sive culture stand the best chance of bene-
fiting from workforce diversity with greater 
business productivity.

12.   Advantages of having 
D+I in organization:

•	 This culture perspective helps to inspire 
and also to drive innovation and gener-
ate new ideas in working environment.

•	 It allows to have bottom line market 
knowledge and have insights creates 



17 / 17

Swati Patil and Sujaine Mishra

M.S. Ramaiah Institute of Management Vol 10(02), DOI: 10.52184/msrmr.v10i02.20, July 2019

competitive advantage and allows to 
have a business strategy for profitable 
aspect.

•	 It creates a room to have great cultural 
insights as well sensitivity and market 
structure analysis which includes higher 
quality and better targeted market to 
work on.

•	 This D+I culture in organization allows 
adaptability range of products and 
serviced.

•	 It creates an environment of culture 
which works more effectively for greater 
productivity and performs better for 
best result outcomes.

•	 It also provides great opportunity for 
personal as well as professional growth 
of employees.

•	 Thus, implementing D+I culture in 
organizations is considered to be a 
business strategy in this contemporary 
India.

13. Conclusion
Organizations should follow the practice 
of Diversity and Inclusion which gives 
an inter-related relationship that helps in 
development and growth of company as 
a business strategy. So it is important that 
not only diversity to be concerned along 
with that inclusivity is to be considered for 
greater productivity and financial growth 

of organization. It manifests in individ-
ual as well team in creating a competitive 
advantage, collective behavior and achieve 
best result outcomes.
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