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Gender diversity: Serious business or
everyone's favourite Calendar Girl
Organizations that want to see more women work for them, must realise one thing - that
there are only a finite number out there, and the only way to increase women participation
in workplace is to increase their participation in the workforce.
- by Prabhash Nirbhay

G

ender diversity has been an imperative for many
organizations long before it became fashionable.
They have been clued in to the need for diversity
and have done all that is in their power to make sure that
it becomes a reality sooner rather than later. Such
organizations have had superlative benefits, such as:
• Dedicated cab services for expectant mothers
• Maternity benefits significantly better than what the
statutes provide for
• Outstanding day care support including cash
equivalent payments for child care needs
In some cases they have gone to the extent of matching
paternity benefits to maternity benefits. This ensures that
the benefit accrues to other women not working for them.
No one action can go the distance in ensuring that the
overall talent pool increases.
Let's admit it; many organizations that did not lose
sleep till yesterday about the relative lack of women in the
workforce have discovered the need for diversity that too
gender diversity. Suddenly, decades after universal
suffrage became a reality and still women in workplace
did not, we see a flurry of activity as if Rip Van Winkle
woke and realised the extent of his slumber.

be understood and managed.
Focusing on diversity means that the organization
invests efforts to expand the number of individuals from
the chosen group(s) and to ensure that those individuals
are appropriately represented in all functions and at all
levels. On its own, although important, this focus is often
insufficient in expanding competitive advantage.
To ensure that enabling differences in demographics
enhances an organization's performance and productivity,
the business needs to focus on inclusion. It needs to ensure
that it not only attracts a diverse group of employees but
that it provides them challenging tasks, real authority
within their span of control, and the support to grow and
develop. This is what stimulates people to stretch their
skills and increase their capacity to contribute to the
business-and it's what enables companies to get the best
return on their investment in human capital.
What needs to be appreciated is that diversity enhances
not just ratios, but cognitive diversity of the organization
as well.

There is a gluttonous hunger for affirmative action.
Everyone absolutely must have an awe-inspiring
maternity policy, a series of jaw dropping benefits
designed to keep women at home longer, in the hope that
they will come back to work, eventually. Not many stop
to think that unless you eo-opt men into the team, recognise
that fathers have a role in child rearing and, short of breast
feeding, are responsible for an equal share in practically
the entire process of parenthood and also appreciate the
changing dynamics where "men earn and women feed" is
no longer valid, diversity is not going to work because it
will fail outside the boundaries of your organisation and
within the confines of homes.
Organizations that want to see more women work for
them, must realise one thing - that there are only a finite
number out there, and the only way to increase women
participation in workplace is to increase their participation
in the workforce. This will happen when all women have
an equal opportunity to step out and a conducive
environment to work in. This calls for not only women
friendly but also everyone friendly policy environment.
Although the terms diversity and inclusion are often
used interchangeably, there is a distinction that needs to
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At the core, diversity is not just a part of the
organizations' strategy and goals; it is integrated into the
product development, innovation, and marketing and
consumer engagement. Cognitive differences in every
team are encouraged. Any diversity program looking to
move to the core must be a company-wide process,
incorporating inclusive teaming skills and training against
unconscious bias, in order for diversity to contribute to
growth and innovation.
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There are four key stakeholders of the diversity stakes.
It is important that all stakeholders understand their roles
fully to make it an effective action item.
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Finally, it is a welcome move on part of organizations
to focus on gender diversity and encourage women to
enter and continue in workforce. Any action in this regard
is better than no action. However, it is important to
collaborate on the issue and work as a collective to increase
the quantity and quality of the overall talent pool, not just
available talent pool. To be able to do this, organizations,
working together, perhaps as industry bodies must ensure
grass root level cultural and societal changes that
encourages women to get educated, encourages them to
enter the talent mainstream and encourages families as a
whole to eliminate the reasons which make women quit.

1. Great leaders view diversity as a business
imperative. However, diversity is likely to breed
tension, conflict, misunderstanding and frustration
unless the organization develops a culture that
facilitates diversity.
2. Efforts to monitor diversity are important, because
diversity
not only reflects equity within
organizations, it also affectshow individuals perceive
and experience
the work and learning
environment. It is therefore important to connect
assessment strategies, merging qualitative,
quantitative and institutional data at a point of
convergence.
3. Qualitative data reflects data collected through such
mechanisms as, Focused Group Discussions,
Leadership Workshops, and Stakeholder Opinion
Surveys, etc. It also reflects efforts in data gathering
through a numeric framework, either through
sources of secondary data or through surveys.
4. Institutional data, although quantitative in nature,
is data within the cultural folds. Such data could
revolve around demographical data analysis,
performance data review, potential data review,
affirmative data, etc.
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