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been a shift from the term

‘diversity, equity and in-
clusion’ (DEI) to ‘inclusion,
equity and diversity’ (IED).
While this may seem like a
simple change in phrasing, it
reflects a significant shift in
how companies and organi-
sations approach ‘diversity’.

So, why do we need to mo-
ve from DEI to IED? The ans-
wer lies in the way we appro-
ach ‘diversity’.

For many companies, ‘di-
versity’isoften seenassimply
a matter of bringing in more
people from different back-
grounds. They measure their
success with gender ratios,
ethnicity statistics and other
demographic data, which do-
es give them a superficial ap-
pearance of diversity in the
organisation. However, inclu-
sion is not about ratios and
matricesshowingupingreen.
It is about the culture and in-
dividuals’ actual experiences
and perspectives.

What also happens in the

In recent years, there has
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Ticking diversity box is not
enough to boost inclusivity

Value Varied Perspectives, HR Statistics Can Be Superficial

pursuit of boosting
these ratios is that so-
me companies resort
topositivediscrimina-
tion against certain
groups.

Positive discrimi-
nation, or affirmative action,
refers to policies and practi-
ces that provide preferential
treatment to under-represen-
ted groups to redress past dis-
criminationorenhancediver-
sity inaparticularfield. Some
even choose to have quotas for
under-represented  groups.
While the quotas may deliver
anuptickintheratios, ittends
to create dissonance among
employees and even resent-
ment towards those who are
perceived to have received
preferential treatment. This
approach also fails to address
the underlying systemic and
cultural issues preventing
true equity and inclusion.

This is where the shift to
IED becomes crucial. By prio-
ritising inclusion and equity
first, we can create an environ-
ment that values the experien-
cesand perspectives of allemp-

loyees, regardless of
their backgrounds.

We also need to keep
inmind that diversity is
much more than just
the gender. It encom-
passes a range of per-
spectives, interpersonal sty-
les, abilities and experiences.
When we prioritise ‘inclusivi-
ty’ and ‘equity’, we must ensu-
re that our culture is not only
accepting of one form of ‘di-
versity’, but rather includes
and celebrates all. This means
fostering an environment that
is welcoming to individuals
with different backgrounds,
beliefs and identities.

In practice, moving from
DEI to IED requires a shift in
mindset and approach. ‘Di-
versity’is an outcome. ‘Inclu-
sion’ and ‘equity’ is the me-
anstothisend.

Additionally, we must en-
sure that ‘equity’ is embed-
ded in all aspects of the busi-
ness, from recruitment and
hiring to promotions and lea-
dership development. This
indeed requires a commit-
ment to transparency, acco-
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untability, and ongoing eva-
Ination of progress toward
‘equity’ goals(and notjustthe
‘diversity’ ratios).

It’s also imperative that
we place a strong emphasis
on identifying and eradica-
ting prevalent biases within
the organisation.

The shift from DEI to IE
and D holds enormous poten-
tial for driving business suc-
cess. By prioritising ‘equity’
and fostering a genuinely ‘in-
clusive’ workplace, compani-
es can boost employee engage-
ment, retention and producti-
vity. Research confirms that
‘diverse’ and ‘inclusive’ orga-
nisations are also more agile,
innovative and responsive to
shifting market demands.

But the benefits go beyond
the bottom line. By embra-
cing equity and inclusion, we
can cultivate an environment
where diversity flourishes or-
ganically, without the need
for mandatory quotas or pre-
ferential treatment.

(The writer is chief
human resource
officer, HDFC Life)



