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FOREWORD
It is with great pleasure that Community Business presents the results of our first Diversity & Inclusion in India Best

Practice Benchmark.

Diversity & Inclusion (D&I) has been evolving as a business concept in India. Many businesses now recognise the critical

link between diverse and inclusive workplaces and increased business performance. Legislation too is driving a change
in business practice – whether it be the requirement to have at least one woman on every corporate board, an internal
complaints committee to deal with matters relating to sexual harassment or a published disability policy.

D&I may have become a firmly established business imperative, but how do companies track and measure progress?

What does best practice look like? And how do companies map out the way forward? These are some of the questions
that were being posed by the practitioners of our leading diversity and inclusion network in India, DIAN India - and that
this 2018 D&I in India Best Practice Benchmark seeks to answer.

An initiative of DIAN India, this Benchmark provides a robust framework to help companies assess their performance

across four key areas of diversity and inclusion. Going beyond other approaches currently available in the Indian market,
it covers General D&I Strategy, Gender, Disability and LGBT+ Inclusion to provide a broad perspective. In developing this

tool, our focus has been on balancing the breadth and depth of the content in order to create a framework that is both
credible and manageable.

In total, 34 companies took part in our collective Benchmark Exercise, enabling us to compile this Benchmark Report which
presents the aggregate data, highlights key trends and provides recommendations for improvement. Implemented in
conjunction with our D&I in India Best Practice Awards, it has also given us the opportunity to put the spotlight on and

share examples of best practice. Although the findings are clearly not representative of the general corporate sector in

India, this report deliberately benchmarks best practice and is intended to be used by those who are committed to being
leaders in this space and driving their strategy forward.

We thank all those who have contributed to the design and implementation of this Benchmark, and in particular,

the members of our DIAN India Taskforce who are featured in the Appendix of this report. As experienced local D&I

practitioners they have played a key role in reviewing the Framework, piloting it in their own organisations and providing

critical feedback to ensure that what we have developed is highly relevant and applicable to the Indian market context.
We hope the Benchmark Framework and this report will be a valuable resource - helping companies not only to assess
their performance, but also to engage key stakeholders, facilitate discussion around what best practice looks like and

develop a strategy moving forward. Certainly, we at Community Business look forward to leveraging this Framework and
the insights gained from this first Benchmark Exercise, to continue to lead, inspire and support companies on their D&I
journey in India.

Kate Vernon
Executive Director
Community Business
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INTRODUCTION
OVERVIEW
The D&I in India Best Practice Benchmark (Benchmark) is an initiative of DIAN India, compiled and administered by
Community Business.

BENCHMARK FRAMEWORK
The Benchmark draws on global best practice and insights from India to provide companies with a robust framework to
assess progress in four key areas of D&I, including:

1

2

3

4

GENERAL D&I STRATEGY

GENDER

DISABILITY

LGBT+

To ensure a level of consistency, each area of the Benchmark is generally structured around the following nine categories:

Strategy & Leadership

Structure

Monitoring & Measurement

Policies

Programmes

Market Positioning

Training

Corporate Culture

Community & Advocacy

Comprising a total of 48 questions, each question was presented as multiple choice, providing a list of options designed

to point companies towards best practice. Submission of evidence was not required, however companies were asked to
provide Senior Executive sign off to validate their submission.

BENCHMARK EXERCISE
In addition to facilitating a self-assessment exercise, the goal was to ensure participation by multiple companies so

that the results could be consolidated and a report compiled presenting the landscape of D&I best practice in India.
Companies were required to complete their Benchmark submission online between 14 May to 3 August 2018 and
instructed to answer the questions with reference to their D&I activities in the previous twelve months.
TARGET COMPANIES
Intended as a benchmark of best practice, the target companies for this Benchmark Exercise included those committed

to creating diverse and inclusive workplaces in India and looking to make continued progress. Whilst member companies
of Community Business’ leading D&I network in India, DIAN India, were the target participants, the Benchmark was also
promoted widely to other committed companies in India.

BENEFITS OF PARTICIPATION
»

Gain access to a robust framework which gives you

»

leading companies in India.

valuable insights into best practice.
»

Use the Benchmark Exercise to raise the profile of

your D&I strategy internally and engage your key
stakeholders.
»

Benchmark your performance against other

»

Develop a roadmap moving forward.

»

Contribute to understanding of the landscape
of D&I best practices in India.

Understand where your performance is strong and
where there is room for improvement.

India Benchmark Report 2018
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INTRODUCTION
PARTICIPATING COMPANIES
A total of 34 companies participated in the Benchmark Exercise. The profile of the Participating Companies is
presented below:

INDIAN V INTERNATIONAL COMPANIES

15%

BY NUMBER OF EMPLOYEES IN INDIA

Indian
Companies

6%

International
Companies

85%

The majority of companies that participated in the
Benchmark were international rather than local
Indian companies.

250
499

15%

9%

500
999

1,000
2,499

70%

2,500+

By far the majority of companies that participated in the
Benchmark were large companies.

70% had more than 2,500 employees whilst a further
15% had more than 1,000 employees in India.

BY INDUSTRY

Various

29%
Banking
26%

IT

Financial
Services

Consumer
& Retail

18%

6%

21%

The Participating Companies represented a range of different industries.

BENCHMARK RESULTS
This report presents the aggregate findings from all companies participating in the Benchmark Exercise, highlighting
key trends from the data and making observations on where companies performed well and where there is room
for improvement. In presenting the Benchmark findings, no individual company data has been shared. In addition,

throughout this report we illustrate the data with examples of best practice that surfaced through the Benchmark and
Awards process. It is our intent that the data and insights presented in this report will act both as a benchmark and
source of motivation as companies seek to embed D&I more deeply into their organisations.
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2018 D&I IN INDIA BEST PRACTICE AWARDS
As part of the Benchmark Exercise – and to help uncover examples of best practice, Community Business invited

companies to put themselves forward and submit nominations for the following 2018 D&I in India Best Practice Awards.
EMPLOYEE NETWORK AWARD
To recognise an employee network that has played a
proactive role in promoting diversity and inclusion in
the workplace in India.

ASSESSMENT CRITERIA
Award nominations were
assessed based on the
following criteria:

ADVANCEMENT OF WOMEN - OVERALL APPROACH AWARD
To recognise a company that has demonstrated a
comprehensive and pioneering approach to the
advancement of women in India.

»

Strategic

»

Proactive

»

Impactful

»

Sustainable

ADVANCEMENT OF WOMEN - SPECIFIC INITIATIVE AWARD
To recognise a workplace initiative that has had a significant
impact on supporting and promoting the advancement of
women in India.

DISABILITY CONFIDENCE AWARD
To recognise an organisation that has adopted a proactive
approach to building disability confidence in the workplace
in India.

JUDGING PROCESS
Community Business shortlisted
three to four finalists for

each Award. A Judging Panel,

comprising two senior executives
from Community Business and
an external Judge, interviewed

the shortlisted candidates and
agreed the winners of each

LGBT+ INCLUSION AWARD
To recognise an organisation that has adopted a proactive
approach to creating an inclusive workplace for LGBT+
employees in India.

award during the week of

29 October 2018. The profile of
the external Judges can be
found in the Appendix.

The finalists and winners for each of the Awards were announced at Community Business' D&I in India Best Practice
Awards Ceremony on 26 November 2018 in Bangalore and are featured on the following pages.
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2018 D&I IN INDIA BEST PRACTICE AWARDS

WINNERS &
FINALISTS

WITH THANKS TO
EVENT SPONSOR:
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VENUE SPONSOR:

EMPLOYEE NETWORK AWARD

TO RECOGNISE AN EMPLOYEE NETWORK THAT HAS PLAYED A PROACTIVE ROLE
IN PROMOTING DIVERSITY AND INCLUSION IN THE WORKPLACE IN INDIA

AWARD WINNER:

TRUE ABILITY NETWORK
Dell EMC’s True Ability Network set up in 2012 has been a role model and trailblazer
for the inclusion of person with disabilities in India. With a focus on sensitisation,

talent recruitment and collaboration, True Ability has been instrumental in creating

a more inclusive culture and for tripling Dell EMC’s recruitment of professionals with
disabilities - more than 130+ are currently employed in all areas of the business.

The network also runs a pioneering and unique internship programme, Redefine
Abilities, for people with profound disability and Dell Mission 1000 which aims to
create thousand opportunities for Persons with disabilities.

AWARD FINALISTS:

SPECTRUM NETWORK
Spectrum (Barclays India’s LGBT+ employee network), plays a leading role in

cultivating a culture of inclusion and acceptance across the organisation. Set

up in 2016, it supports LGBT employees and improves internal communications
to raise awareness and educate. Spectrum has also focused on building a

strong Allies programme with the goal of challenging homophobia, promoting
equality and garnering organisation-wide support

WOMEN@THOMSON REUTERS BUSINESS RESOURCE GROUP
Thomson Reuters’ well-established women’s network, Women@Thomson

Reuters plays a critical role in supporting the company’s goal of achieving 40%
women in leadership roles by 2020. It focuses on engaging, energising and

inspiring female talent, as well as encouraging male allies to be a part of the

inclusion conversation. Operating in the field of STEM, it plays a proactive role

in instilling the passion and skills for science, maths and technology amongst
women and girls.
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ADVANCEMENT OF WOMEN AWARD
OVERALL APPROACH

TO RECOGNISE A COMPANY THAT HAS DEMONSTRATED A COMPREHENSIVE
AND PIONEERING APPROACH TO THE ADVANCEMENT OF WOMEN IN INDIA

AWARD WINNER:

TATA CONSULTANCY SERVICES (TCS)
As a leading global consulting and business, technology, and engineering services
solutions provider, TCS is committed to supporting the advancement of women –
both internally and externally. TCS facilitates sustainable interventions that helps

the working environment inclusive and unbiased, enabling them to develop, retain,
and advance more than 149,000 women associates. Particularly notable are the
iExcel, iSpeak, and iWin programs – targeted initiatives for women at different

points in their careers. The sustained efforts have had a impact, with a reported

23x increase in the overall representation of women in TCS India since 2004, and
the lowest attrition rates for women in the IT industry.

AWARD FINALISTS:

NORTHERN TRUST
Diversity and Inclusion is a strategic priority for Northern Trust (registered as
Northern Operating Services in India) with a special focus on improving the

representation of women across levels and creating an enabling environment

for women . Diversity by design is a talent acquisition initiative focused at hiring
more women across levels leveraging the available talent pool using different
initiatives such as campus hiring, women only hiring drives, alumni events,
returnship programs for women on career breaks and diversity panels for

hiring women in senior roles. All of this has resulted in a good representation

of women across levels as well as a positive sentiment among both men and
women that the organization is a great and safe place to work for women.

RBS
With a bold target of having >30% women in its top three leadership layers by
2020, RBS is committed to achieving a gender balanced workforce across

all levels in India. Going beyond standard policies and programs, the bank’s

comprehensive strategy is pushing the boundaries – exploring, for example,

alternative channels to onboard women in difficult areas, auditing bias out of

the system, reviewing the design of roles and researching the gender pay gap.

10
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ADVANCEMENT OF WOMEN AWARD
SPECIFIC INITIATIVE

TO RECOGNISE A WORKPLACE INITIATIVE THAT HAS HAD A SIGNIFICANT IMPACT
ON SUPPORTING AND PROMOTING THE ADVANCEMENT OF WOMEN IN INDIA

AWARD WINNER:

STAND TALL
Stand Tall is a highly tailored and successful professional development

programme, developed internally by Akamai Technologies to strengthen

their pool of aspiring women leaders. This immersive programme starts with
diagnosis interviews between leadership and the women to understand

opportunities for personal development and growth followed by a 3-step

approach of training intervention, a development center and 1:1 coaching.
Akamai reports that 65% of graduates from this programme have
experienced career progression.

AWARD FINALISTS:

CAREER WATCH
EY’s Career Watch initiative is a career sponsorship programme designed to
equip high-potential women at senior managerial levels to be future-ready.
In addition to its robust strategy, structure and programme content, what

differentiates this from other sponsorship programmes, is that the sponsor
(known as the Career Watcher) is equally responsible for, and invested in,

the participant’s growth - increasing accountability and success rates of the
progression of women to senior leadership positions.

VAPASI
ThoughtWorks’ successful Vapasi programme is specifically designed to

address the high rate of women technologists who drop out of the technical

workforce in India and to bridge the leaking pipeline. Targeted at experienced
women developers currently on a career break and looking to re-enter the

world of programming, the intense bootcamp provides hands-on technical

programming sessions. In updating their skills and providing career support, it
builds the confidence of these women and encourages them to re-apply for
full-time technical roles.
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DISABILITY CONFIDENCE AWARD

TO RECOGNISE AN ORGANISATION THAT HAS ADOPTED A PROACTIVE
APPROACH TO BUILDING DISABILITY CONFIDENCE IN THE WORKPLACE IN INDIA

AWARD WINNER:
IBM
From the time of its first disability hire in 1914, IBM has always looked at the

employment of persons with disabilities as a skilled talent pool which contributes
to the business, not merely a CSR initiative. IBM excels in ensuring accessibility

in all aspects – from technology and infrastructure to opportunities and career
development. It is particularly focused on the skills development of disabled

talent in growth areas like cognitive, cloud and analytics, building competitive

employment opportunities not just within IBM but also in the wider marketplace.
It has also pioneered a focus on mental health and emotional well-being for

employees with disabilities. IBM also leveraging AI to invent technology that is
more human, empathetic and adaptive to everyone’s age and ability.

AWARD FINALISTS:
EY
EY has had a long-term commitment deeply embedded in the organisation to
the inclusion of people with disabilities. A core group of senior leaders across

locations in India leads the disability inclusion agenda, whilst a Purple Champions
ally group drives awareness and support at all levels. With targeted recruitment
initiatives and a focus on building an accessible infrastructure, EY is invested in
building a better working world for all.

INTUIT
Intuit Ability Program is one such program that employs persons with disabilities
at work. While hiring is just one area of focus, they believe it’s a holistic approach
that matters. The recruitment team, Support Staff, HR Team, Hiring Managers of
the interns are all sensitized in handling persons with disabilities. With over 35+
recent changes to make Intuit’s infrastructure accessible, they have a unique

indoor sporting zone for PwD. Their contribution and support is not only restricted

to employees, rather the Special Needs and Abilities network has transformed the

lives of 350 + Visually impaired children by helping set up 10 tactile libraries through
volunteering efforts of 250 + employees.

J.P. MORGAN
With a clear understanding of the business imperative for promoting disability

inclusion – not least the need to meet the obligations and accelerate the adoption
of the various provisions of the Rights of Persons with Disabilities Bill 2016, J.P. Morgan

has taken proactive steps to build the disability confidence of its organisation. This
includes the establishment of an Office of Disability Inclusion in 2016, focusing on

attitude, accessibility, accommodations and assimilation and a targeted strategy
12
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to grow and increase the impact of its Access Ability Business Resource Group.

LGBT+ INCLUSION AWARD

TO RECOGNISE AN ORGANISATION THAT HAS ADOPTED A PROACTIVE APPROACH
TO CREATING AN INCLUSIVE WORKPLACE FOR LGBT+ EMPLOYEES IN INDIA

AWARD WINNER:

IBM
IBM has long been a pioneer in the LGBT+ inclusion space, including sexual
orientation in its equal opportunity and non-discrimination policy back in

1984, setting up the India chapter of its LGBT+ network, EAGLE as early as 2007
and being amongst the first to introduce LGBT+ inclusive benefits. Today IBM
continues to pioneer the way, with programmes such as Out Executives &

Out Role Models, Out Leadership development, LGBT+ Reverse Mentoring and

LGBT+ Executive Forums for the industry. It is also leading the way in promoting
transgender inclusion – both internally at IBM as well as through community
initiatives such as Project Vayati.

AWARD FINALISTS:
AKAMAI
Understanding the significant challenges that LGBT+ employees in India can
face, Akamai Technologies has made a clear commitment to promoting

greater LGBT+ inclusion. Akamai’s out@akamai employee resource group
largely drives its strategy, but Akamai leaders, HR, talent acquisition and

facilities teams are all working together to bring about a fundamental shift in

mindset and culture – setting the tone from the top, facilitating conversation,
reviewing policies, adapting employer branding and extending training.

RBS
RBS’ LGBT+ inclusion strategy is multi-pronged focusing on workplace policies,

education and sensitization, external support and industry participation as
well as support and outreach for the transgender community. The bank

has taken a bold stance, being visible and vocal in upgrading its policies

(including its Partner Medical Benefits policy) and showing public support for

the LGBT+ community. In doing so, it has played a key role in encouraging and
emboldening other organizations in India to be more proactive in addressing
LGBT+ inclusion.
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2018 D&I IN INDIA BEST PRACTICE BENCHMARK

GENERAL D&I STRATEGY
RESULTS
This section of the Benchmark contained 16 questions and looked at the best

practices companies have in place to drive their General D&I Strategy in India. It

did not go into the specifics of certain areas, such as gender, disability and LGBT+,
as these were covered in the subsequent sections.
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GENERAL D&I STRATEGY
STRATEGY & LEADERSHIP

100%

but only

have a clearly stated commitment to D&I

50%

GLOBAL v. LOCAL FOCUS

have published externally

STATED COMMITMENT
All companies have a clearly stated

WAYS IN WHICH PROMOTED
82%
Shared with senior management

12%
Global

88%

88%
India-specific

Shared with employees internally

commitment to D&I and for the

vast majority (88%) this is an India-

specific commitment, rather than a
global one (12%). Most have shared
this commitment internally – both
with senior management (82%)

and employees (88%). However,

only half (50%) have published their
commitment to D&I externally.

50%
Published externally

100%
27%

have D&I goals and targets

but only

GLOBAL v. LOCAL FOCUS

are publishing externally

GOALS & TARGETS

WAYS IN WHICH PROMOTED
94%
Shared with senior management

9%
Global
91%
India-specific

77%
Shared with employees internally

Similarly, all companies have D&I goals

and targets and nearly all (91%) are

specific to India. These goals are widely

promoted to both senior management
(94%) and employees internally (77%).
However, only just over a quarter

(27%) have promoted these D&I goals
externally.

27%
Published externally

100%

LEADERSHIP ACCOUNTABILITY
make their leaders accountable for D&I

make their most senior leaders in India
accountable for achieving their D&I

WAYS MAKE LEADERS ACCOUNTABLE

strategy and goals. The majority (62%) say
62%

Our CEO in India (or equivalent) has publicly stated his/her

personal commitment to our D&I strategy and goals in India

that their India CEO has made a public

statement of their commitment but only

just over half (56%) include D&I objectives
in senior management appraisals. Other
ways in which companies say they hold

56%

their leaders accountable for their D&I
strategy and goals include:

We include D&I objectives in our senior
management appraisals in India

»

Business unit leaders are part of their
D&I Councils.

62%
Other

All companies have taken steps to

»

D&I champions and role models
are recognised.

»

D&I metrics are included in a business
scorecard and reviewed regularly.
India Benchmark Report 2018
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1 GENERAL
D&I
STRATEGY
GENERAL
D&I
STRATEGY
POLICIES

97%
35%

have an equal opportunity and
anti-discrimination policy

but only

are localised for employees in India
POLICIES IN INDIA
Nearly all (97%) companies have an equal
opportunity and anti-discrimination
policy in India. The majority (62%) of

3%
No policies

GLOBAL V. LOCAL
EQUAL OPPORTUNITY AND
ANTI-DISCRIMINATION POLICIES

STATEMENTS INCLUDED IN POLICY

companies have global policies that apply

62%
Global policies

to India. However, only just over a third

35%
India-specific
policies

designed for employees in India.

(35%) have policies that are specifically

CONTENT OF POLICIES

SPECIFIC REFERENCE

All companies with such policies,

include statements that they promote

100%

equal opportunities in employment

practices and that discrimination is

Clearly states that we promote equal
opportunities in employment practices
for all, regardless of background.

Disability
97%

Age
97%

prohibited and will not be tolerated.

Gender
94%

Slightly fewer companies define clearly
what they mean by discrimination,

100%

bullying and harassment (94%)

Clearly states that discrimination is
prohibited and will not be tolerated.

and give specific examples of
Sexual
Orientation
91%

94%
Clearly defines what is meant by
discrimination, bullying and harassment.

Educational
Background
61%

Gender
Identity
94%

Race
94%

Religion
94%

characteristics, such as: ancestry, ethnic
origin, physical appearance, marital

Other
39%

status, political beliefs, military status, etc.

take steps to promote these policies

PROMOTION OF POLICIES
Nearly all (94%) companies promote these
most popular approaches are via the

intranet (91%) and as part of the employee
induction and onboarding process (88%).
However, only just over half (53%) require
their employees to sign a form to show

they have read, understood and accepted

53%

Employees required to sign a form to say
read, understood and accepted terms of
policies

6%

Do not promote

35%

the terms of the policies. Over a third (35%)

Other

59%

policies to their employees in India. The

Via Employee Handbook

74%

Referenced in D&I training

Part of induction and onboarding process

Posted on intranet

88%

91%

WAYS IN WHICH PROMOTED

India Benchmark Report 2018

range of protected characteristics as

companies identify additional protected

Provides examples of bullying, sexual
harassment and types of behaviour
that are not acceptable.

16

These policies reference a wide

indicated in the charts. In addition 39% of

88%

94%

unacceptable behaviour (88%).

indicate that they promote their policies in
other ways, including through mandatory
training, their business code of conduct

and as part of internal D&I Week activities.

1

GENERAL D&I STRATEGY
TRAINING
PROVISION OF D&I TRAINING

88%

provide D&I training to employees in India

provide general D&I training to their
employees in India.

CONTENT OF D&I TRAINING

CONTENT OF D&I TRAINING
Unconscious bias

100%
97%
73%
70%

Inclusive leadership skills

Business case for D&I
Indian context for D&I

83%
20%

For companies that offer training,
in terms of D&I content all cover

unconscious bias, nearly all cover

inclusive leadership (97%) and most
cover the business case for D&I

(73%) and D&I in the Indian context

(70%). However, less than half (47%) of

companies cover the legal obligations
of employers with regards to D&I.

47% Legal obligations

whilst

By far the majority (88%) of companies

target all employees
target specific employee groups

TARGET EMPLOYEE GROUPS
By far the majority (83%) of companies
provide this D&I training to all

employees, whilst a fifth (20%) target
Middle/Line Managers
100%

Senior Managers
100%

Human Resources
& D&I Staff
67%

certain employee groups, with senior
managers and middle managers
targeted by all. Only half (50%)

provide D&I training for their Executive
Committee or Board in India.
Executive Committee
and/or Board
50%

New Joiners
50%

PERCENTAGE COMPLETED TRAINING IN LAST 12 MONTHS
REACH OF TRAINING

13%

24% or less

25 - 49%

33%
23%

50 - 74%

75 - 100%

Exactly a third (33%) of companies

say that more than 75% of their total

workforce in India has been through

diversity training in the past 12 months,
whilst just over a third (37%) say that
less than 50% has.

30%

India Benchmark Report 2018
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1 GENERAL
D&I
STRATEGY
GENERAL
D&I
STRATEGY
STRUCTURE

100%

have a D&I council
D&I COUNCIL
All companies have a D&I Council in
India. The majority (71%) are made

29%
Global/Asia
D&I resource

up of senior executives from across

a global or regional D&I Council with
representation from India.

77%
9%

the business in India but 29% rely on

D&I COUNCIL IN INDIA

71%
Dedicated D&I
resource in India

have a dedicated D&I resource in India

DEDICATED D&I RESOURCE IN INDIA

6%
9%

77%

65%

Just over three-quarters (77%) have a

No dedicated D&I
resource in India

Global/Asia D&I resource

dedicated D&I resource in India. For

Part of HR/Talent
Development in India

Dedicated D&I
resource in India

their HR/Talent Development Team.

a further 6%, D&I is the responsibility of

have a dedicated D&I budget in India

3%

DEDICATED D&I BUDGET FOR INDIA

12%

No dedicated D&I
budget in India

21%
65%

Global budget

Budget for D&I
comes from
different business
units in India

88%

D&I RESOURCE

Dedicated D&I
budget in India

have employee network(s) in India

D&I BUDGET
Nearly two-thirds (65%) of companies

have a dedicated D&I budget in India.

One-fifth (21%) rely on a global D&I

budget, whilst 15% have no budget or rely
on different business units.

EMPLOYEE NETWORKS
By far the majority (88%) of companies
have an employee network in India,

whilst a further 9% say they are in

the process of setting one up. The
Women’s
Networks
85%

LGBT+
Networks
59%

most common types of networks

Disability
Networks
53%

are women’s networks (85%), LGBT+

networks (59%) and disability networks
(53%). A minority of companies have
a Gen Y/millennial network (44%),

working families/parents network (35%),
Gen Y/Millennial
Network
44%

18

Working Families/
Parents Network
35%
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Multicultural
Network
24%

Veterans
Network
9%

multicultural network (24%) or veterans
network (9%).

1
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CORPORATE CULTURE
PROMOTE A CULTURE OF D&I
All but one company embrace internal

97%

use internal communications
to promote a culture of D&I

communications to promote a D&I

culture in their organisation in India.

Nearly all (94%) use a variety of internal
communication channels such as

WAYS IN WHICH TO PROMOTE D&I CULTURE
Variety of internal communication channels

94%
62%

Internal recognition scheme

59% Annual diversity celebration
47%

intranet, posters, email, townhalls,

social media channels, blogs, lunch
and learns, etc.

Nearly two-thirds (62%) have an internal
recognition scheme to encourage and
acknowledge D&I champions and/or

initiatives in India and over half (59%)

hold an annual diversity celebration in
India. In additional nearly half (47%) of

Other

companies highlighted other ways in

which they are promoting a D&I culture
in India. These include: celebrating

different themes at specific times of
the year, film screenings on specific

topics, team competitions and annual
internal awards for D&I.

MONITORING & MEASUREMENT

88%

gather feedback and collect

COLLECT DATA

data to track progress on D&I

The vast majority (88%) of companies

GATHER AND ANALYSE DATA ON D&I

44%

77%

Gather feedback and collate

77%

Use data to inform D&I

data on a regular basis

strategy moving forward

Analyse data to uncover
unconscious bias

currently gather feedback and collect
data to track progress towards their

D&I goals. Over three-quarters (77%) do
this on a regular basis – both to track
progress towards D&I goals and also
as a management reporting tool to

inform their D&I strategy moving forward.
However, less than half (44%) analyse this
data to uncover any unconscious bias in
their talent management processes.
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GENERAL D&I STRATEGY
MARKET POSITIONING
MARKET COMMITMENT TO D&I

85%

By far the majority (85%) of companies
market commitment to D&I in India

WAYS MARKET COMMITMENT TO D&I
77%
59%
56%

Market for recruitment purposes

Won awards or recognition
Review marketing materials to
ensure inclusive language

Featured in India media

41%

take steps to market their commitment
to D&I in India and the most common
approach is for recruitment purposes

(77%). Just over half (59%) of companies

have won awards or recognition in India

for their commitment to D&I or review their
marketing materials to ensure inclusive

language and imagery (56%). Only 41% of
companies have been featured in the
Indian media for their commitment to

D&I. Nearly a quarter (24%) of companies

indicated other ways in which they market
their commitment to D&I externally,

including proactively participating in

24% Other

external D&I events, industry collaboration
and engaging external suppliers.

COMMUNITY & ADVOCACY

91%

have collaborated with other companies
to share learnings on D&I

WAYS IN WHICH COLLABORATED
79% Hosted own D&I events
76% Participated in external networks
71% Spoken at third party D&I events
35% Mentored other organisations
26% Other

20
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COLLABORATE & SHARE LEARNINGS
The majority (91%) of companies have

collaborated with other companies
to share learnings. The most popular
approaches include hosting their

own events on D&I and inviting other
organisations to participate (79%),
participating in external networks,

or intercompany meetings (such as

DIAN India, Catalyst, Nasscom, etc) to

share best practices on D&I (76%) and

speaking at external events on D&I (71%).

However, only just over a third (35%) have
mentored other organisations have

mentored other organisations starting
out on their D&I journey.

SPOTLIGHT
ON BEST PRACTICE

STRATEGY & LEADERSHIP
TATA Consultancy Services is heavily invested on creating workspaces, platforms tools and

events to enhance collaboration and communication. TCS encourages a flat hierarchy and
an inclusive, open culture by leveraging our internal D&I portal, social collaboration tools,
online communities, networking events and employee resource groups. These platforms

encourage top down and bottom up communication and provide a place for all associates
to comfortably voice their opinions, share their knowledge and ideas, and collaborate. By

seeking out different voices, ideas and perstpectives TCS fosters an inclusive culture where

employees can respectfully talk about tricky topics and where they are expected to actively
help in building a better workplace for everyone.

POLICIES
The EY D&I policies are gender neutral and are easily accessible to employees through the intranet
and an exclusive D&I site. Our employee resources are involved in driving implementation of these

policies effectively. Employees are introduced to policies during the on-boarding process and post

that intermittent webinars, inclusive workshops, gender sensitisation and theatre style interventions
are held to reinforce and refresh them.

CORPORATE CULTURE

IBM goes beyond a one-off Diversity Week and promotes a Women’s month, Pride month,

Disability month, Work-Life month, Business Resource Group month, Pink October and
encourages attendance in local D&I events, prides, film festivals, etc.
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KEY OBSERVATIONS
As companies look to embed D&I in to their business, ensuring the fundamentals are in place to underpin an overall D&I
strategy is essential. In general the performance in this category of the Benchmark was strong with companies stating
that they have clear goals, strong leadership commitment and defined policies that are well communicated internally.

Most companies also have a formalised structure and dedicated resources and targeted communications to promote
a culture of inclusion. However, results indicated that companies could do more to localise their D&I strategy and
demonstrate their commitment to D&I externally.

CATEGORY
»

WHERE COMPANIES

WHERE COMPANIES

PERFORMED WELL

COULD IMPROVE

Nearly all companies have a clear
statement of commitment and
targeted D&I goals for India – all of which

»

their D&I commitments and goals (27%).

are the critical foundation for a robust D&I

Publishing such information externally -

strategy.
»

on websites and in sustainability reports,

Beyond a mere corporate statement of

for example, is important for driving

intent, companies are also doing well in

collective accountability and progress.

terms of promoting and sharing this

STRATEGY &
LEADERSHIP

commitment internally with employees

»

With only just over half (56%) currently
doing so, more companies are

at all levels.
»

Few companies are currently publishing

encouraged to include accountability

It is encouraging to see that companies

for D&I in their senior manager

have strong leadership commitment

performance objectives.

with business managers taking on
responsibility for D&I performance.

»
»

POLICIES

With the data showing that the majority

It is encouraging to see that nearly all

(62%) of equal opportunity and anti-

(97%) companies have strong equal

discrimination policies are global in nature,

opportunity and anti-discrimination

companies are encouraged to consider

policies in place – and that these are

reviewing their policies to ensure they
are sufficiently localised and relevant

comprehensive in terms of content.

for employees in India.

»
»

TRAINING

»

Companies are encouraged to broaden

The importance of training to create

the content of their D&I training to also

the right culture is clearly well

include the legal context and obligations

understood by companies in India,

of employers - less than half (47%)

with the majority (84%) providing D&I

currently provide this. This is particularly

training that is comprehensive in nature

important bearing in mind the changing

and covering fundamental elements

legal landscape with regards to D&I,

such as unconscious bias and inclusive

for example the requirements of the

leadership.

Rights of Persons with Disabilities Bill 2016

It is also encouraging to see that the

and the new obligations this puts on
employers.

employee reach of D&I training is
relatively high – although there is
always more that can be done.

»

Companies should also continue to extend
the reach of D&I training to all employee
groups in India on a regular basis.
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GENERAL D&I STRATEGY
CATEGORY
»

WHERE COMPANIES

WHERE COMPANIES

PERFORMED WELL

COULD IMPROVE

All companies have a basic D&I structure in
place in terms of a D&I Council and there is
clearly an appreciation that this works best
when made up of senior executives from
across the business in India.

»

STRUCTURE

»

»

Whilst the majority of companies

In addition employee networks are widely

have dedicated D&I resource in India,

adopted by companies in India who clearly

both in terms of headcount (77%) and

recognise the critical role they can play in

budget (65%), it would be good to see

driving forward the D&I agenda.

an increase in these numbers and a

It is encouraging to see that, despite the

reduction in those that rely on a global
budget (20%) or have no formal D&I

legal sensitivities in India, LGBT+ employee

budget (17%) in India.

networks are the second most widely
adopted networks (after women’s
networks). These play an important role in
creating a safe and inclusive environment
for sexual minorities in India.

»

Promoting a diverse and inclusive culture through internal communications is a
particular area of strength. Nearly all (97%) companies have strategies to engage their
employees on D&I and drive the right behaviour. A number of proactive approaches

CORPORATE
CULTURE

were also shared, including celebrating different themes at specific times of the year, film
screenings on specific topics, team competitions and annual internal awards for D&I.

»
»

collection, companies are encouraged

By far the majority (88%) of companies

to think further about how they can

say they are taking steps to collate

analyse the data to uncover issues

feedback and track progress towards

MONITORING &
MEASUREMENT

Looking beyond a focus on data

(such as unconscious bias in the

D&I goals.

system) and inform their strategy
moving forward.

»

Companies are doing well in terms of
marketing their commitment to D&I for

MARKET
POSITIONING

»

As the drivers for embracing D&I shift

recruitment purposes and – as we have

from the workplace to the marketplace,

seen through our own Awards nomination

companies may want to consider what

process – are beginning to take steps to

more they can do to promote their

promote their achievements externally

brand as D&I to partners and customers.

by participating in Awards.

»

COMMUNITY &
ADVOCACY

With so much to be learnt and shared between companies, it is good to see that
nearly all (91%) have collaborated with other companies on D&I. Forums such as
Community Business’ DIAN India network provide good opportunities for this.
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2018 D&I IN INDIA BEST PRACTICE BENCHMARK

GENDER RESULTS
This section of the Benchmark contained 13 questions and looked at the best
practices companies have in place to promote Gender Diversity and the
advancement of women in their organisation in India.

Companies that believed they were demonstrating best practice in this

area were encouraged to nominate their company for Community Business’
Advancement of Women Award.

24

India Benchmark Report 2018

2

GENDER
STRATEGY & LEADERSHIP

79%

have gender diversity goals specifically for India
STATED COMMITMENT

3%

GENDER DIVERSITY GOALS AND TARGETS

12%
6%

No gender
diversity goals

In the process of
defining gender
diversity goals for India

Global gender
diversity goals

Gender diversity goals
specifically for India

79%

The majority (79%) of companies have

specific gender diversity goals and/or

targets for India. A further 6% are in the
process of defining. However, 12% only

have global gender diversity goals that
are not India-specific.

POLICIES

100%

have an internal complaints committee to

deal with matters relating to sexual harassment

STRUCTURE OF INTERNAL COMPLAINTS COMMITTEE
97% Chaired by a woman
91% At least half of members are women
94%

Independent member with

expertise in sexual harassment

STATED COMMITMENT
All companies are complying with the

law and have an internal complaints

committee to deal with matters relating
to sexual harassment in India. For nearly
all companies, this committee is chaired
by a woman (97%), at least half of the

members are women (91%) and has an

independent member who has expertise
in sexual harassment matters (94%).

STATED COMMITMENT
All companies take proactive steps

100%

take steps to ensure safety

of female employees

to ensure the safety of their female
employees in India. Nearly all companies

provide safe transportation options to and
from the workplace and on company-

related business (94%), ensure the safety
STEPS TAKEN TO ENSURE FEMALE EMPLOYEE SAFETY
94%

Provide safe transportation to
and from the workplace

91% Ensure safety during night shifts
97%
41%

Other

Ensure managers are aware of
POSH policies and guidelines

and security of female employees working
in nights shifts (91%) and ensure their

managers and employees are aware

of all policies regarding safety of female
employees in the workplace as per the

POSH (Prevention of Sexual Harassment)

guidelines (97%). Other measures to ensure

safety of female employees mentioned by
companies include: an emergency hotline
support for women to report harassment,
provision of self-defense training, an

escort/guard in case a female employee
is travelling alone and 24 hour CCTV
camera surveillance.
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POLICIES

91%

take steps to ensure gender diversity
in talent management processes

STEPS TAKEN TO PROMOTE GENDER DIVERSITY IN TALENT MANAGEMENT
82%

undergo unconscious bias training

At least one female candidate for every

50%
47%

All those involved in talent management

open position - internal or external
At least one women on every
recruitment interview panel

29% At least one women on every promotion panel

GENDER DIVERSITY IN
TALENT MANAGEMENT
Nearly all (91%) companies take

steps to ensure gender diversity
in talent management processes,
including recruitment, development
and promotion. The most common
approach is to ensure that all those

involved in recruitment, development

and promotion undergo unconscious
bias training (82%). However only half
or less ensure that there is at least

one female candidate for every open
position - internal or external (50%), at

38% Other

least one women on every recruitment
or interview panel (47%) or promotion
panel (29%).

88%
35%

take steps to ensure equal pay

but only

conduct an equal pay audit in India

EQUAL PAY
The vast majority (88%) of companies

say they are taking steps to ensure equal
pay between men and women in India.
However, less than half (41%) have a

EQUAL PAY

policy in India that states equal work for
41%
35%

Policy that states equal work for equal pay

Regularly conduct an equal pay audit
47% Other

equal pay and only just over a third (35%)
regularly conduct an equal pay audit

in India. Nearly half (47%) of companies
provided further detail under ‘Other’

of their approach to benchmarking

compensation. Some indicated that they
have a global policy which they will be
rolling out in India, others that they are

currently in the process of engaging a

vendor for a pay equity exercise, whilst a
few said that they although they do not

have a defined policy they believe in equal
work for equal pay.
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GENDER
POLICIES

83%
18%

are taking steps to address the gender

pay gap between men and women

but only

have published a gender
pay gap report in India

83% of companies say they are taking

some steps to address the gender pay
gap in India. However, only just over a

third (38%) are collecting data so they can

review issues relating to gender pay gap in
India, just over a quarter (27%) say they are

GENDER PAY GAP
Collect data to review issues relating

38%
27%
18%

GENDER PAY GAP

to gender pay gap

Are aware of issues relating to gender
pay gap and taking steps to address

Published a report looking at
gender pay gap

in India and are proactively taking steps
to address and only 18% have published

a gender pay gap report for India. Under

‘Other’, some companies stated ‘We don’t

have a gender pay gap. We have an equal
gender policy’. However one company

demonstrated greater understanding of

the challenge, stating ‘the gender pay gap

Other

35%

aware of issues relating to gender pay gap

exists because we have lesser number
of females in the senior management

roles. We are proactively working towards
improving the numbers.’

TRAINING
GENDER DIVERSITY

85%

provide D&I training to promote gender
inclusion

86%

76%

Anti-sexual harassment training

Gender awareness and

gender sensitisation training

How to manage female employees
pre, during and post maternity

72% How to promote gender inclusion on teams
Skills to ensure effective working

52% relationships between men and women
(gender intelligence)

41% Other

provide diversity training to employees in
India to promote gender inclusion.

CONTENT OF GENDER DIVERSITY TRAINING
100%

By far the majority (85%) of companies

For all companies this training covers

anti-sexual harassment training. The other
most popular content includes gender
awareness and gender sensitisation

training (86%), how to manage female

employees pre, during and post maternity
(76%) and how to promote gender

inclusion on teams (72%). Only just over

half (52%) cover skills to ensure effective

working relationships between men and
women (gender intelligence). Under

the ‘Other’ category, companies were
keen to share details of their broader

D&I training, including unconscious bias,
inclusive leadership and sessions with

external experts. A couple of companies

also referenced workshops for expecting

and new parents to help them cope with
the challenges of parenthood and strike
a balance between their personal and
professional life.
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85%

have a women’s employee
network in India

MATURITY OF WOMEN’S EMPLOYEE NETWORKS IN INDIA
WOMEN’S NETWORKS
The vast majority (85%) of companies

10%

have a women’s employee network in

<1 year

14%

India. Over three-quarters (76%) of these
are well-established and have been

1 -3 years

running for more than 3 years.

76%

>3 years

PROGRAMMES

100%

provide benefits to working parents
beyond statutory requirements

TYPES OF BENEFITS FOR WORKING PARENTS
97%

Paternity leave

97%

Adoption leave

91%
77%
74%
74%

BENEFITS FOR WORKING PARENTS

Flexible working arrangement (telecommuting,
part time roles, job sharing etc )

Childcare support (day centre
or childcare subsidies, etc)
Return to work programme after a career break
Maternity leave beyond
statutory requirements

62% Surrogacy leave

All companies provide policies

and benefits beyond the statutory

requirements to support working parents.
The most common additional policies
and benefits provided are paternity

leave (97%), adoption leave (97%) and
flexible working arrangements (91%).

About three-quarters of companies

offer childcare support (77%), return to

work programmes after a career break
(74%) and maternity leave beyond the
statutory requirement (74%). Only 12%
of companies offer shared parental

leave. Companies shared a number

of additional benefits they provide to
59%

Maternity/paternity coaching

12% Shared parental leave.
47%
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GENDER
PROGRAMMES

100%

provide professional development
opportunities for women

PROFESSIONAL DEVELOPMENT PROGRAMMES FOR WOMEN
94%

Targeted leadership
development programmes

82%
77%
50%

Mentoring

Coaching

PROFESSIONAL DEVELOPMENT
All companies provide professional

development programmes in India to
support the advancement of women.
The most popular programmes

are mentoring (94%) and targeted

leadership development programmes

(82%). Over three-quarters (77%) provide
coaching, but only half (50%) provide
sponsorship

Sponsorship

35% Other

CORPORATE CULTURE

94%

proactively engage men
in gender diversity

ENGAGING MEN
Nearly all (94%) companies take steps in

India to proactively engage men to drive

a more gender inclusive culture. The

majority (82%) encourage and support
their male employees in India to get

actively involved in promoting a gender

ENGAGING MEN
82%
77%
74%
35% Other

Encourage and support male
employees to get actively involved

Men as visible role models and champions
Women’s network open to
men and women

inclusive culture in their organisation
(eg as mentors and sponsors).

Approximately three-quarters have

men in their organisation in India who

are visible role models and champions
of gender inclusion (77%) or say their

women’s employee network is open to

men and women and they encourage
men to get actively involved (74%).

Under ‘Other’ companies mentioned
that they have specific campaigns

designed to engage men, including

Catalyst’s MARC (Men Advocating Real

Change) Programme, the UN’s HeForShe
Programme as well as their own male
ally programmes.
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MONITORING & MEASUREMENT

62%
12%

of companies have at least 30

women in their total workforce

but only

do so at senior levels
REPRESENTATION OF WOMEN

HAVE AT LEAST 30 WOMEN
IN TOTAL WORKFORCE

FEMALE REPRESENTATION OF AT LEAST

30%

ensuring at least 30% representation of

women in their total workforce (62%) and
at junior levels (77%). However, only 38%

12%
AT SENIOR LEVEL
62%

Companies are doing well in terms of

of companies have at least 30% women
at middle levels in India and just 12% of

companies have at least 30% women at

38%
AT MIDDLE LEVEL

senior levels in India. By far the majority
(85%) are complying with the law and

have at least 1 woman on their Executive

77%
AT JUNIOR LEVEL

Committee/Board in India.

85% HAVE AT LEAST
1 WOMAN ON THEIR BOARD

COMMUNITY & ADVOCACY

97%

PROMOTING SOCIAL INCLUSION
take steps to promote the social
inclusion of women in India

Nearly all (97%) companies have taken
steps to promote the social inclusion

of women and girls in India. More than

PROMOTE SOCIAL INCLUSION OF WOMEN

47% Other

OF WOMEN

three-quarters have provided financial

77%

Provide financial support, in-kind services
or other kinds of support

support, in-kind service, products

77%

Take direct steps (eg employee
volunteering)

profit organisations that play a role in

or other kinds of support to not-for-

promoting the social inclusion of women
in India (77%) or taken direct steps to

promote the social inclusion of women
in India (eg employee volunteering to
support women’s groups. coaching,
mentoring programmes, etc) (77%).

Nearly half (47%) of companies provided
further detail of their programmes
to promote the social inclusion of

women and girls in India under the

‘Other’ category – demonstrating that

companies recognise the integral role

that this place in their gender inclusion
strategies.

30

India Benchmark Report 2018

2

SPOTLIGHT
ON BEST PRACTICE

POLICIES
Akamai Technologies no longer asks for current salaries of candidates while extending offers. It

follows the approach of placing the candidates at the right level of their compensation bands

which applies to all candidates irrespective of gender. This ensures there is pay parity between
men and women and across all sections of its employee population.

Northern Trust Northern Trust (Registered as Northern Operating Services Pvt. Ltd in India) has

a well-established policy and structure in place focusing on the safety of female employees as
well as a comprehensive portfolio of benefits for all employees, including support groups for
working parents.

PROGRAMMES
Bank of America reimburses 100% enrollment fees and one-time non-refundable deposit

for child care centres close to work for children aged six months to six years. The bank also

provides extra support to employees who have family caregiving responsibilities and offers
five days of paid time off for emergency family care per year.

ThoughtWorks partners with external Day-Care centers to offer subsidised services to its

employees. On a need basis the company allows children to travel with their mothers on short
business trips/meetings. Employees can bring their children to work every day during their
break and at other times/post school and day-care timings.

COMMUNITY & ADVOCACY
Project Shakti is HUL’s initiative to financially empower rural women and create livelihood

opportunities for them. Started two decades ago, Project Shakti provides livelihood-enhancing
opportunities to women micro-entrepreneurs, called Shakti Ammas or Shakti entrepreneurs

(SEs), across India. The Shakti Ammas are given training for familiarization with HUL’s products
and basic tenets of distribution management. HUL has a dedicated team of rural sales

promoters who coach and help Shakti Ammas in managing their business. This includes help

in business basics and troubleshooting as well as coaching in softer skills such as negotiation
and communication which enable them to run their business effectively. Project Shakti
currently has 1 Lac women micro-entrepreneurs across 18 states.

Credit Suisse advocates for the financial inclusion of women by partnering with Women’s

World Banking for their flagship leadership programme called “Leadership and Diversity for

Innovation Programme”. This programme is designed to address the gender gap in financial
inclusion by driving increased commitment by financial institutions to serve the women’s
market and by enabling the development of female talent in financial services.
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KEY OBSERVATIONS
With a focus on gender diversity being where many companies start, it was not surprising to see that the Gender

Benchmark was another area of strong performance. Although not the only motivator, regulatory requirements as

outlined in the Prevention of Sexual Harassment (POSH) Guidelines and the push to have at least one woman on every

Board, are clearly helping to drive the adoption of best practice and it is encouraging to see that nearly all companies

are complying. Companies demonstrated a high-level of proactivity - particularly in terms of the support they provide
to working parents, professional development opportunities for women as well as promoting the social inclusion of

women and girls in broader society. However, it seems that areas such as the gender pay gap are not well understood
and remain yet to be prioritised. Unfortunately, for many, the concerted efforts to promote gender diversity are not yet
reflected in the increased representation of women at middle and senior levels.

CATEGORY

»

STRATEGY &
LEADERSHIP

WHERE COMPANIES

WHERE COMPANIES

PERFORMED WELL

COULD IMPROVE

It was very encouraging to see that the

»

The Benchmark did not examine this,

majority (79%) of companies have goals

but companies are encouraged to

for gender diversity and that these are

publicly state their gender diversity

specific to India – rather than just being

goals for India – both internally and

global goals.

externally.

»

Not enough companies in India are
currently paying attention to the issues of
equal pay and the gender pay gap and it
seems that the distinction between the two
issues is not well understood.

»

Whilst the concept of equal pay is more
familiar, less than half (41%) have a policy

»

in India that states equal work for equal

Nearly all companies are complying with

pay and only just over a third (35%) regularly

the law by:
•

Having an internal complaints
committee to deal with issues

conduct an equal pay audit.
»

have a gender pay gap, it seems that the

relating to sexual harassment
•

POLICIES

»

However, with many stating that they do not
measurement of this is not well understood.

Structuring this committee in line

For any company with less representation

with requirements

of women than men – particularly in senior
positions, will experience a gender pay

All companies take the safety of their

gap. Measured as the difference between

female employees in India seriously –

men’s and women’s average earnings

with many not just complying but going

across an organisation, the gender pay

beyond what is required in the POSH

gap is essentially an indicator of the level of

guidelines.

gender diversity in an organisation.
»

In light of global trends for increased
transparency and reporting, more
companies are encouraged to state their
commitment, collect relevant data so they
can review the issues and take proactive
steps to address both equal pay and the
gender pay gap.
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GENDER
CATEGORY

WHERE COMPANIES

WHERE COMPANIES

PERFORMED WELL

COULD IMPROVE

»

Provision and coverage of gender diversity training is strong.

»

The vast majority (85%) of companies have a well-established women’s employee

TRAINING

network in India which supports their diversity efforts.

STRUCTURE

»

All companies are doing well in terms

»

an emerging trend and consider the

of providing policies and benefits to

provision of gender neutral benefits

support working parents, beyond the

relating to childcare, including the

statutory requirements.

PROGRAMMES

»

provision of shared parental leave.

All companies also provide professional

According to the data in this Benchmark,

development programmes in India to

currently only 12% of best practice

support the advancement of women.

»

companies in India provide this.

Companies in India understand the importance of engaging the male majority in
gender diversity efforts with a variety of programmes in this area.

CORPORATE
CULTURE

»

In terms of representation of women,

»

of companies have a least 30% women at

30% women in their total workforce (62%)
and junior levels (77%).
»

By far the majority (85%) comply with the

middle (38%) and senior (12%) levels.
»

law and have at least one woman on
their Executive Committee/Board
in India.

»

COMMUNITY &
ADVOCACY

Representation of women at middle and
senior levels remains a challenge. A minority

the majority of companies have at least

MONITORING &
MEASUREMENT

Companies are encouraged to follow

Companies need to continue to focus
efforts on building the pipeline of female
talent from within, creating an enabling
environment that enables women to rise
up through the organisation.

Recognising the wider challenge of elevating the role of women in Indian society, it is
encouraging to see that nearly all (97%) companies have taken steps to promote the
social inclusion of women and girls in India.
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2018 D&I IN INDIA BEST PRACTICE BENCHMARK

DISABILITY RESULTS
This section of the Benchmark contained 12 questions and looked at the best
practices companies have in place to promote disability confidence and

ensure the inclusion of people with disabilities in their organisation in India. It

included several questions relating to requirements of the Rights of Persons with
Disabilities Bill 2016.
Companies that believed they were demonstrating best practice in this area
were encouraged to nominate their company for Community Business’
Building Disability Confidence Award.
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DISABILITY
GENERAL
D&I

STRATEGY

STRATEGY & LEADERSHIP
Only

have a clearly defined disability

47%

strategy specifically for India

DISABILITY STRATEGY FOR INDIA

DISABILITY STRATEGY
Less than half (47%) of companies

12%
9%
47%
32%

No, we do not have a clearly
defined disability strategy in India

currently have a clearly defined disability

We have a clearly defined
global disability strategy

an additional 32% say they are in the

We are in the process of defining
our disability strategy in India

not have a disability strategy at all, whilst

Yes, we have a clearly defined
disability strategy specifically for India

strategy specifically for India, although

process of defining. 12% of companies do
9% only have a global disability strategy.

POLICIES
Only

59%

have a published disability policy
PUBLISHED DISABILITY POLICY

PUBLISHED DISABILITY POLICY

Just over half (59%) of companies are
currently complying with the Rights
of Persons with Disabilities Bill 2016

12%

No published policy
59%

29%

In process of preparing
Published policy

Provision of barrier-free accessibility,

Lists of posts identified as
suitable for people with disabilities.

Details of training, promotion, allotment
of accommodation and provision of

35%

Other

further 29% say they are in the process
of doing this, but 12% say they have not

prepared or published a disability policy.

In terms of content, 80% of companies
80% assistive devices and other facilities

25%

publishing this on their website. A

POLICY COVERAGE

WHAT POLICY COVERS

50%

by having a disability policy and

that have a published disability policy
detail the provision of barrier-free

accessibility, assistive devices and

other facilities in place for people with
disabilities, whilst half (50%) provide

details of training, promotion, allotment
of accommodation and provision

of assistive devices and barrier free

accessibility for people with disabilities.

Only a quarter (25%) of these companies
comply with the full requirements by
listing posts identified as suitable for
people with disabilities.
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DISABILITY
POLICIES

85%

ACCESSIBILITY

have taken steps to ensure that their organisation

The vast majority (85%) of companies

is open and accessible to people with disabilities

but only

12%

have taken steps to ensure that their

are considering the needs

organisation is open and accessible

of their disabled customers

to people with disabilities. The majority

(79%) have ensured that their premises

STEPS TAKEN TO ENSURE ACCESSIBILITY

are accessible and make adjustments
79%

for individuals whenever necessary. At

Ensured premises
are accessible

least half of companies have conducted
an accessibility audit of their premises

Conducted an accessibility
audit of premises

62%
50%

Provide accessible transportation

50%

Ensured mainstream recruitment
processes are accessible

41%

Made Information & Communication
Technology (ICT) accessible

41%

Ensure training programmes, methods,
and materials are accessible

41%

Ask candidates whether they have special
requirements during recruitment process

(62%), provide accessible transportation
for employees with disabilities (50%)
or ensured that their mainstream

recruitment processes are accessible.

However less than half (41%) have made
their ICT and training programmes

accessible. Only 12% ensure that their
marketing and customer contact

methods are inclusive and accessible

to people with disabilities. Under ‘Other’
companies mentioned steps such as

designating barrier-free parking slots,

Ensure marketing and customer contact

12% methods are accessible

providing assistive technology, and

emergency and safety procedures for

27% Other

employees with disabilities.

TRAINING
Only

56%

provide disability awareness

DISABILITY TRAINING

training to employees in India

Only just over half (56%) of companies

provide disability training to employees
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in India. For all companies that do offer
disability training, nearly all (95%) cover

disability awareness including different

including workplace adjustments and

accessibility. Other most popular content
includes: disability etiquette and how
to interact and communicate with

people with disabilities (90%), emergency
and safety procedures for people with

disabilities (63%) and how to recruit and
interview people with disabilities (63%).
26%

Less than half (47%) cover how to interact
and serve disabled customers.
Other

How to interact and serve disabled customers

people with disabilities on the team,

47%

Issues relating to mental health in the workplace

types of disabilities and how to manage

58%

Legal obligations and the Rights of Persons with Disabilities Act, 2016

58%

How to recruit and interview people with disabilities

63%

Emergency and safety procedures for people with disabilities

63%

Disability etiquette

90%

Managing people with disabilities,
workplace adjustments and accessibility

95%

Disability awareness including different types of disabilities

95%

CONTENT OF DISABILITY AWARENESS TRAINING

3
DISABILITY
GENERAL
D&I

STRATEGY

STRUCTURE
Only

38%

have appointed a liaison officer in India to look

after the recruitment of people with disabilities

DISABILITY LIAISON OFFICER
Only 38% of companies are currently
complying with the new Rights of

DISABILITY LIAISON OFFICER IN INDIA

Persons with Disabilities Bill 2016 by

appointing a liaison officer in India
to look after the recruitment of
Do not have
38%
50%

people with disabilities including the

provisions and amenities for disabled

In process of appointing

employees. Whilst 12% are in the

Have appointed

companies do not have.

process of appointing, half (50%) of

12%

Only

53%

have a dedicated disability
employee network in India

MATURITY OF DISABILITY EMPLOYEE NETWORKS IN INDIA

DISABILITY NETWORK
Only just over half (53%) of companies

have a dedicated disability employee
network in India. Of those that have a
24%

<1 year (24%)

38%

1 - 3 years (38%)
38%

>3 years (38%)

disability employee network, 24% have
only just been set up, 38% have been

running between 1-3 years and 38% have
been running for more than 3 years.
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DISABILITY
GENERAL
D&I

STRATEGY

PROGRAMMES

94%

EMPOWERING DISABLED EMPLOYEES
By far the majority (94%) of companies

take steps to empower disabled employees

employees. The most common

approaches are providing reasonable
adjustments (e.g. to workplace,

EMPOWERING DISABLED EMPLOYEES

workstation, and work conditions) to
85%

77%
68%
62%
41%
21%

take steps to empower their disabled

Provide reasonable adjustments

Offer flexibility to working schedule

Ensure equal talent
development opportunities

Provide support to employees
who acquire a disability

Look at job redesign

maximise their ability to perform the
job and be successful in their role

(85%) and taking into account the

individual needs of employees with a

disability or long-term health condition
and offering flexibility in their working
schedule as required (77%). Less than

half (41%) look at job redesign to allow
employees with a disability or long-

term health condition to tailor their role

Other

to best suit their abilities, skills, support
needs and capabilities.

CORPORATE CULTURE

88%

PROMOTE DISABILITY INCLUSION
promote their commitment
to disability inclusion internally

By far the majority (88%) of companies take
steps to promote their commitment to

disability inclusion to their employees in
India. About half use a variety of internal

WAYS TO PROMOTE DISABILITY INCLUSION
53%
53%
50%
38% Other

Use a variety of internal
communication channels
Hold disability related events
Showcase disability role
models and share stories

communication channels, including emails,
townhalls, posters, etc (53%), hold events
relating to disability (eg webinars, guest

speakers, etc) (53%) and showcase disability
role models (50%).. A small number of

companies mentioned other approaches to
demonstrating their commitment, including
promoting International Day of Persons with
Disabilities or a Disability Awareness Month,
reviewing policies and benefits for people

with disabilities, working with their disability
employee network and partnering and
collaborating with other organisations.
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DISABILITY
MONITORING & MEASUREMENT
Only

53%

DISABILITY DATA
collect data relating to

employees with disabilities

Only just over half (53%) of companies
are already complying with the new
Rights of Persons with Disabilities Bill
2016 by collecting data relating to their

COLLECT DISABILITY DATA

employees with disabilities in India with

an additional 27% in the process of doing
this. Companies are not yet collecting
21%

Do not collect data

53%
27%

all the data required by law, but this can
be a challenging area and companies

In process of collecting data

may not be sure what data they want

Collect data

highlighted, it is up to the discretion of

or are able to collect. As one company
the employee whether they want to

disclose their disability status. However,
the majority (74%) of companies have

a data privacy policy and take steps to

ensure the confidentiality and privacy of
the data they collect.

TYPE OF DATA COLLECTED

92%

Number of disabled persons
employed and the date of
commencement of their
employment

85% Type of disability
Nature of work

70% being performed
63% Demographic data
56%

Type of facilities
being provided

10% Other

PROTECTION OF DISABILITY DATA
74%

47%

38%

Have data privacy policy and take
steps to ensure the confidentiality and
privacy of the data collected

Reassure the employee of the confidentiality
of any data they choose to share with us
and explain how the data will be used

Obtain written consent from
our disabled employees

3% Other
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DISABILITY
GENERAL
D&I

STRATEGY

MARKET POSITIONING

50%

proactively market their organisation, products,

and/or services to the disabled community in India

29%
21%
18%
15%

Only half (50%) of companies

proactively market their organisation,

WAYS MARKET TO DISABLED COMMUNITY
35%

MARKET POSITIONING

Proactively market to disabled
talent for recruitment purpose

Leverage insights of disabled employees to
understand needs of disabled customers

Ensure that internal and external websites
are accessible (WCAGG AA compliant)

Include positive imagery of disabled people
in marketing literature and campaigns

products, and/or services to the

disabled community in India. For

those that do, the most common

approaches are proactively marketing
the organisation to disabled talent
for recruitment purposes in India

(35%) and leveraging the insights
of disabled employees and their

network to understand the needs of

disabled customers in India (29%). Few

Have received external
recognition for disability work

companies have developed products

9%

Have developed products and/or services
for disabled customers

9%

Other

and/or services for disabled customers
in India (9%).

COMMUNITY & ADVOCACY

79%

Have taken steps to promote the social

inclusion of people with disabilities in India.

PROMOTING SOCIAL INCLUSION
The majority (79%) of companies have

taken steps to promote the social inclusion
of people with disabilities in India. Nearly

COMMUNITY & ADVOCACY
65%

59%

Provided financial support, in-kind
services or other kinds of support

Taken direct steps
(eg employee volunteering)

two-thirds of (65%) companies have

provided financial, in-kind support and/
or pro bono services to not-for-profit

organisations that play a role in promoting
the social inclusion of people with

disabilities in India. Over half (59%) have
21%

Other

taken direct steps to promote the social

inclusion of people with disabilities in India
(e.g. employee volunteering to support
disability groups).
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SPOTLIGHT
ON BEST PRACTICE

POLICIES
RBS has a workplace adjustment policy where assistive devices/technology enablers

can be procured to support colleagues with disabilities e.g desk phones that connect to

colleagues hearing aids via bluetooth, enabling them to take calls rather than relying on
chat software.

Wells Fargo’s Disability Policy states the company’s commitment to Equal Employment Opportunity

and gives guidelines and directions to team members about workplace accommodations, the physical
environment, transport, and technology. It also provides details of Wells Fargo’s Dispute and Grievance
Process as well as details of a PWD Liaison Officer.

TRAINING
Thomson Reuters provides training to sensitize managers on working with people with various forms

of disability and offers sign language training to support teams for members with speech and hearing

impairment. In 2018, the company partnered with NASSCOM to develop and launch a disability etiquette
guide for all employees. Thomson Reuters’ learning resources are accessible to people with disabilities

to a great extent, many videos especially addressed by corporate leaders are modified by sub-titles for
the hearing impaired.

As part of its targeted efforts to build disability confidence and recruit more people with

disabilities, Barclays takes its recruitment staff through disability sensitisation training so
that they are equipped to address the special needs of diverse candidates.

PROGRAMMES
To assist employees and immediate family members (including spouse, domestic partner

and children) who are affected by permanent physical disabilities, Bank of America offers a
medical appliances reimbursement benefit to subsidise the cost of equipment (including,
wheelchairs, hearing aids, walking devices and prosthetics).

HUL has made significant progress in enabling Mental Health at the workplace via its

Employee Assistance Program, a 24x7, multi-lingual counseling service that provides a

balanced mental health positive eco-system to help employees work through mental
health issues. The EAP service is accessible by all employees, workmen and field-force

included. It provides a range of solutions for work-life issues and is supported by a network
of on-site counselors at major locations.
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DISABILITY

KEY OBSERVATIONS
The performance in the Disability Benchmark was generally quite weak. Whilst there are some examples of best

practices – particularly in terms of increasing accessibility and making workplace adjustments, companies generally are
not approaching this aspect of their D&I agenda with sufficient strategic focus. In addition, with the introduction of the
Rights of Persons with Disabilities Bill 2016, which brings with it new obligations on employers, there are some obvious

gaps. Indeed several companies indicated that they are only just in the process of building the disability inclusion
framework for India and/or aligning their approach to the new law.

WHERE COMPANIES
PERFORMED WELL

CATEGORY

WHERE COMPANIES
COULD IMPROVE
»

In contrast to gender where the majority
(79%) have a clear strategy and goals,

»

less than half (47%) of companies

Nearly half of companies have a global

currently have a clearly defined

disability strategy and are in the process

disability strategy specifically for India.

of defining their strategy for India.

STRATEGY &
LEADERSHIP

This is critical to setting overall direction
and developing a plan of action.
»

Only just over half (59%) of companies are
currently complying with the new Rights of
Persons with Disabilities Bill 2016 by having
a disability policy and publishing this
on their website.

»
»

companies that do have a published

For the most part the companies that

policy still have some gaps in their

do have a published disability policy for

provisions – particularly with regards to

India are covering the key provisions

lists of posts identified as being suitable

relating to accessibility.
»

In addition the majority (79%) have taken
steps to ensure that their premises are

for people with disabilities.
»

»

Publishing a comprehensive disability
policy in line the requirements of the

accessible to people with disabilities.

POLICIES

The findings show that even those

Rights of Persons with Disabilities Bill 2016

There are some examples of companies

should be a priority for all companies.

adopting best practice approaches to

For guidance on this and the obligations

improving accessibility, such as use of

of employers, please see Community

assistive technology.

Business’ Disability Country Brief for India.
»

When it comes to accessibility, only a
few (12%) have looked beyond physical
accessibility to ensure that their
marketing and customer contact
methods are inclusive and accessible
to people with disabilities.
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DISABILITY

WHERE COMPANIES
PERFORMED WELL

CATEGORY

WHERE COMPANIES
COULD IMPROVE
»

Only just over half (56%) of companies
provide disability training to employees
in India. This compares to 84% of

»

companies that provide general

For those that do provide disability

D&I training.

training, nearly all (95%) cover disability
awareness including different types

»

of disabilities and how to manage

for making the content of the disability

people with disabilities on the team,

TRAINING

Looking at the responses, there is scope
training more comprehensive, such

including workplace adjustments and

as Legal obligations and the Rights of

accessibility.

Persons with Disabilities Bill 2016, how to
interact and serve disabled customers
and issues relating to mental health in
the workplace.
»

With only 38% currently complying,
companies are encouraged to take

»

heed of the new Rights of Persons

Just over half (53%) of companies have a

with Disabilities Bill 2016 and appoint a

dedicated disability employee network

liaison officer in India to look after the

in India.

STRUCTURE

recruitment of people with disabilities
including the provisions and amenities
for disabled employees.

»

More companies are encouraged to take
steps to ensure that their ICT is accessible
to people with disabilities and that their

»

training programmes, methods, and

By far the majority (90%) of companies

materials are accessible to people with

recognise the importance of taking

different kinds of disabilities.

steps to empower their disabled
employees and are doing this through

PROGRAMMES

»

workplace adjustments.

More focus also needs to be given
to looking at job redesign to allow
employees with disabilities to tailor their
role to best suit their abilities, with less than
half (41%) currently doing so.

»

By far the majority (88%) of companies
take some steps to promote their

CORPORATE
CULTURE

commitment to disability inclusion to
their employees in India.

»

There is scope for more companies to
reinforce this commitment, for example,
by encouraging more people to share
their stories and showcasing role
models.
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DISABILITY
WHERE COMPANIES
PERFORMED WELL

CATEGORY

WHERE COMPANIES
COULD IMPROVE
»

»

Companies that are complying with the
law and collecting data are generally

MONITORING &
MEASUREMENT

doing this is an appropriate way.

With only just over half (53%) currently
complying, companies are encouraged
to take heed of the new Rights of
Persons with Disabilities Bill 2016 and
collect data relating to their employees
with disabilities in India.

»

Only half of companies are taking into account the interests and needs of their
disabled customers and very few companies have developed products and/or
services for disabled customers in India (9%) – this is clearly an area of opportunity

MARKET
POSITIONING

for companies.

»

COMMUNITY &
ADVOCACY
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It is good to observe that the majority (79%) of companies have taken
steps to promote the social inclusion of people with disabilities in India.

2018 D&I IN INDIA BEST PRACTICE BENCHMARK

LGBT+ RESULTS
This section of the Benchmark contained nine questions and looked at the

best practices companies have in place to promote LGBT+ inclusion in their
organisation in India. At the time of the design and implementation of this

Benchmark, S377 of the Indian Penal Code which was widely interpreted as

criminalising homosexual acts, was still in force. The questions included a specific
focus on ensuring the safety of LGBT+ employees and questions relating to

Monitoring & Measurement and Market Positioning were deliberately not included.
Companies that believed they were demonstrating best practice in this area
were encouraged to nominate their company for Community Business’
LGBT+ Inclusion Award.
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LGBT+
STRATEGY & LEADERSHIP

50%
38%

have a global commitment to LGBT+ inclusion

but only

have stated a commitment in India

STATED COMMITMENT
Nearly all (88%) of companies say

STATED COMMITMENT TO LGBT+ INCLUSION

they have a stated commitment to
LGBT+ inclusion. However, for 50%

this commitment is at the global level.
12%

No stated commitment
38%

Global commitment
50%

Only 38% have a clearly stated local

commitment, with a focus on creating
a safe and inclusive environment for
LGBT+ employees in India.

India-specific commitment

POLICIES

79%

take steps to ensure

safety of LGBT+ employees

STEPS TO ENSURE SAFETY OF LGBT+ EMPLOYEES
65%
62%
56%
38%
6%

Communicate that the safety
of LGBT+ employees is paramount
Protect anonymity during
recruitment

Provide confidentiality and
anonymity during participation
in any network activities

Provide confidential hotline
to LGBT+ employees

SAFETY OF LGBT+ EMPLOYEES
Most (79%) companies take steps

to ensure the safety of their LGBT+
employees in India. Nearly two-thirds

(65%) communicate that the safety of
their LGBT+ employees is paramount,
whilst 62% provide anonymity during

the recruitment process. However, only
38% offer a confidential hotline that is
available to their LGBT+ employees.

Other

Only

36%

have workplace gender

transition guidelines

WORKPLACE GENDER TRANSITION GUIDELINES

WORKPLACE GENDER
TRANSITION GUIDELINES
Only just over a third (36%) of

No guidelines

15%

Global/Asia guidelines

12%
53%

21%
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companies have workplace gender

transition guidelines. Just over a fifth

(21%) have global guidelines that apply

to employees in India, but only 15% have

In process of compiling for India

guidelines specifically for employees

India-specific guidelines

are in the process of compiling.

in India. However a further 12% say they

LGBT+

4

TRAINING
Only

53%

provide LGBT+ specific diversity training

Only just over half (53%) of companies
provide LGBT+ training to employees

CONTENT OF LGBT+ TRAINING
94%

Definitions and terminology around LGBT+
(including, sexual orientation, gender identity,
intersex, transitioning, coming out, etc.)

94% Debunking myths and misconceptions around LGBT+
94%

16%

LGBT+ TRAINING

How to show support or be an LGBT+ ally

in India. For the companies that do,

nearly all (94%) cover definitions and

terminology around LGBT+, debunking
myths and misconceptions around
LGBT+, and how to show support or

be an LGBT+ ally. Slightly fewer (83%)

83%

Legal context surrounding LGBT+ inclusion in India

companies cover the legal context

83%

Workplace scenarios of LGBT+ exclusion

and/or workplace scenarios of LGBT+

surrounding LGBT+ inclusion in India
inclusion.

Other

STRUCTURE

56%

have a dedicated LGBT+

employee network in India

LGBT+ NETWORK
More than half (56%) of companies

MATURITY OF LGBT+ EMPLOYEE NETWORKS IN INDIA

have a dedicated LGBT+ employee

network in India. Of those that have
LGBT+ employee networks, 32% have

only just been set up, 42% have been
32%

26%

<1 year (32%)
1 -3 years (42%)
>3 years (26%)

42%

running between 1-3 years and 26%
have been running for more than 3

years. Over a quarter (27%) do not have
any kind of network to support LGBT+
employees.
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LGBT+
PROGRAMMES
Only

41%

offer benefits/support to

LGBT+ employees in India

OFFER BENEFITS/SUPPORT FOR LGBT+ EMPLOYEES
BENEFITS
Only 41% of companies currently offer
35%

41%

Do not offer

specific benefits/support to their

Currently evaluating

they are evaluating how they can do

LGBT+ employees. A further 24% say
so. Of those companies that do, the

Already offer

24%

most common benefits and/or support
include: confidential counselling and
support on LGBT+ related issues (e.g.
for those going through transition,

considering surgery, etc) (71%), medical/

TYPES OF LGBT+ EMPLOYEE BENEFITS/SUPPORT
71%

Gender neutral workplace
facilities (e.g. restrooms)

64%

36%

Confidential counselling on
LGBT+ related issues (71%)

Medical/health insurance for
same-sex partners

64%

43%

health insurance for same-sex

partners (64%) and gender-neutral

workplace facilities (64%). A minority of
companies offer relocation assistance
and support (43%) or a reverse

mentoring programme targeted at
LGBT+ employees (36%).

Relocation assistance and
support

A mentoring programme
targeted at LGBT+ employees

CORPORATE CULTURE
FOSTER LGBT+ INCLUSIVE CULTURE

76%

take steps to foster an

LGBT+ inclusive culture

Other

LGBT+ inclusive culture. At least half

invite all employees, including non53%

18%

companies take steps to foster an

have targeted communications (53%),

WAYS FOSTER AN LGBT+ INCLUSIVE CULTURE

44%

Just over three-quarters (76%) of

Have targeted internal
communications

LGBT+ to participate in their LGBT+

employee network (50%) or encourage

50%

Invite all employees to join
LGBT+ employee network

their employees to identify themselves

50%

Encourage employees in
India to identify as LGBT+ allies

tangible ways in which to demonstrate

Encourage openly LGBT+
professionals to be role models
and share their stories

as LGBT+ allies and provide them with

this (50%). However, less than half (44%)
encourage openly LGBT+ professionals
to be role models and share their

stories. Other ways that companies
mentioned they promote an LGBT+
inclusive culture include holding

internal events with speakers from the
LGBT+ community.
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LGBT+
COMMUNITY & ADVOCACY

50%

have supported LGBT+

community efforts

COMMUNITY EFFORTS
Half (50%) of companies have

SUPPORTED LGBT+ COMMUNITY EFFORTS
50%

Employees have volunteered at or have
participated in external LGBT+ community
events in India

Provided financial, in-kind support and/
or pro bono services to LGBT+ focused
organisations or activities

18%

SUPPORTED LGBT+

supported local community efforts to
promote LGBT+ inclusion in India. All of

these companies have supported their
employees to participate in external
LGBT+ community events such as

Pride parades and Queer Film festivals.
However, only 18% of companies

supported LGBT+ community efforts by
providing financial, in-kind or pro bono
support.

Only

44%

have used sphere of influence

to advocate for LGBT+ inclusion

ADVOCACY
Only 44% of companies have used

their sphere of influence to engage

key stakeholders on LGBT+ inclusion in

ADVOCACY
38%
21%
18%

Conducted activities to encourage the
adoption of best practice with clients,
partners and/or suppliers

Leverage sphere of influence to
advocate for social change

Other

India. Only just over a third (38%) have
held events or run activities to raise

awareness, highlight the business case
and encourage the adoption of best
practice with their clients, partners
and/or suppliers. A minority (21%)

have leveraged their organisation’s

influence to support efforts that may

lead to change in India’s laws or social
development.
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SPOTLIGHT
ON BEST PRACTICE

TRAINING

Thomson Reuters offered SOGIE workshops in their series of employee awareness and

education in the area of Inclusion for LGBT+ covering about the whole spectrum of SOGIE

(Sexual Orientation, Gender Identity and Expression) in the Indian Context and hosted in their
Bangalore offices.

Akamai Technologies has adopted an innovative approach to raising awareness and

understanding of LGBT+ inclusion. They hosted a series of conversations with different

teams in small groups during June PRIDE month. Each team was given the independence
to choose the date, time and venue that was convenient for them for the discussion.

Conversations were centered around overall diversity, PRIDE and ACCEPTANCE and what
they meant to each employee versus only for LGBT+. The result is a shift in the mindset -

from ‘why to be inclusive’ to ‘tell me how.’ Akamai has also created a D&I training module for
their new hire orientation program.

PROGRAMMES
The Lalit has introduced an “insured health for all” policy which provides coverage for LGBT people
and their families under its Group Mediclaim policy. This policy covers children adopted or born

through surrogacy for heterosexual, same sex couples and single parents. The policy also covers
Sex Realignment Surgeries for Transgender employees.

IBM is proud of the market leading LGBT+ friendly policies it offers to its employees in India. For example
its Health Benefits and Medical Insurance in India cover: health insurance benefits for same-gender

partners of LGBT+ IBMers; health insurance coverage for Gender Affirmation Treatment as per WPATH
guidelines; and HIV screening, treatment and care for all IBMers.

COMMUNITY & ADVOCACY
ThoughtWorks encourages its employees to participate in external advocacy and social

media campaigns, as well as mentoring/supporting members of the LGBTQ+ community.
For instance, it runs an internship programme called Interning with Pride, at its office in

Hyderabad to enable recently graduated techies from the LGBTQI+ community to enhance
their technical skills through live industry experience.
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KEY OBSERVATIONS
Bearing in mind the wider legal and cultural context surrounding LGBT+ inclusion issues in India, it is perhaps to be

expected that performance in this area of the Benchmark was not as strong as others. With Section 377 of the Indian
Penal Code only ruled as unconstitutional in its application to the LGBT+ community on 6 September 2018, many

companies have understandably shown a level of hesitancy towards promoting LGBT+ inclusion in their organisations.

Nevertheless, responses to this Benchmark have indicated some encouraging examples of best practice, particularly in
the areas of creating a safe and supportive environment for LGBT+ employees. The latest ruling on S377 provides new
hope and motivation for companies to prioritise LGBT+ inclusion in their organisations moving forward, developing a
strategy and approach tailored to the Indian market.

WHERE COMPANIES
PERFORMED WELL

CATEGORY

WHERE COMPANIES
COULD IMPROVE
»

Only just over a third (38%) of companies
have articulated this commitment

»

STRATEGY &
LEADERSHIP

Nearly all (88%) of companies have a

specifically for India. Given the unique

stated corporate commitment to LGBT+

cultural and social context in India, it is

inclusion.

important that companies define, state
and demonstrate this commitment at
the local level.

»

Despite the abolition of Section 377, it
will likely take some time before social

»

attitudes towards LGBT+ individuals

In light of the previously uncertain

will change radically. It is therefore

and volatile environment for LGBT+

recommended that companies continue

individuals in India, a recommended

to prioritise the safety of their LGBT+

best practice from Community Business

employees, with more companies

has been to prioritise the safety of

offering a confidential hotline and/or

LGBT+ employees. It was encouraging
to see, therefore, that 79% of companies
indicated that they took some steps

POLICIES

advice and support.
»

Only a handful (15%) of companies
currently have locally developed

to do this, including sending out a

workplace gender transition guidelines.

clear message that the safety of their

Given the increasing focus on this

LGBT+ employees is paramount, and

subject, including proactive measures to

protecting anonymity.

promote the greater social inclusion of the
transgender community, it is important
that more companies put these in place.

»
»

TRAINING

Given the cultural context in India, more

Although only just over half (53%) of

companies are encouraged to prioritise

companies offer LGBT+ specific diversity

the provision of LGBT+ training to their

training, it is encouraging to see that for

employees. This is a critical first step to

those that do, the content is extremely

overcoming the decades of prejudice and

comprehensive.

silence and creating a more informed,
open and tolerant society.
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WHERE COMPANIES
PERFORMED WELL

CATEGORY

WHERE COMPANIES
COULD IMPROVE
»

Over a quarter (27%) of companies do
not offer any kind of network support to

»

their LGBT+ employees, whether internal

Despite the legal sensitivities, over half

or external. Addressing this is important

(56%) of companies have an LGBT+

because employee networks are a

employee network in India.

STRUCTURE

powerful way to create a more inclusive
and supportive culture where LGBT+
employees feel valued and supported.

»

Less than half (41%) of companies
currently offer specific benefits and

»

support to LGBT+ employees. This

Some (41%) leading companies have
already introduced some benefits

is an area which requires priority

specifically for LGBT+ employees,

PROGRAMMES

attention. Learning from the example

including confidential counselling

of best practice companies, among

and support.

other things, companies should look at
introducing medical and insurance
benefits for same-sex partners.

»

Recognising that creating a supportive
culture is critical to allowing LGBT+
individuals to feel comfortable at work,

»

CORPORATE
CULTURE

It is encouraging that more than three-

more companies are encouraged to

quarters (76%) of companies are taking

consider conducting an organisation-

steps to foster an LGBT+ inclusive

wide ally campaign. This involves

culture.

encouraging general employees to
identify themselves as LGBT+ allies and
providing them with tangible ways in
which to demonstrate this.

»

It is clear that there is much more that
companies can do to use their sphere
of influence and advocate for change
regarding LGBT+ inclusion.

»

COMMUNITY &
ADVOCACY

Half of companies have shown strong

»

It would be good to see more

support of local community events

companies supporting local LGBT+

through their employees volunteering

community efforts by providing financial,

or participating in external LGBT+ events

in-kind or pro bono support to LGBT+

such as Pride parades and Queer film

related NGOs.

festivals.

»

There is also the opportunity to hold
events or run activities to raise awareness,
highlight the business case and
encourage the adoption of best practice
with clients, partners and/or suppliers.
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CONCLUDING REMARKS
As D&I takes hold within the Indian corporate sector, this comprehensive D&I in India Best Practice Benchmark provides
a valuable tool to help companies take stock, assess progress and chart the way forward. Looking beyond generalist
approaches and a focus on gender diversity, it digs deeper to look at other important aspects of D&I.

The results of this first Benchmark Exercise, completed by 34 companies, have shown a level of mixed performance.

Whilst companies are generally performing well in terms of their overall D&I strategy and approach to gender, it highlights
that much more can be done in the areas of disability and LGBT+ inclusion. With recent and significant changes to the

legal landscape in India, including the introduction of the Rights of Persons with Disabilities Bill 2016 and the refinement of
S377 of the Indian Penal Code, there is the opportunity for renewed and targeted focus on these important areas.
AS COMPANIES SEEK TO DRIVE PROGRESS MOVING FORWARD THEY ARE
ENCOURAGED TO ENGAGE WITH KEY STAKEHOLDERS INTERNALLY AND:

1

Review the consolidated findings presented in the full report

2

Compare their own performance against the Benchmark

3

Reflect on the recommendations outlined in each section

4

Discuss what more they can do to drive the adoption of best

5

Connect with and learn from external stakeholders with

6

Develop a roadmap for their company moving forward,

practice

relevant expertise

identifying clear metrics

7

Continue to track progress over time

8

Share insights and best practices with others

There are many resources that exist to support those companies that are committed to taking this work forward in their
organisation – including research, training and local experts. We encourage all companies to take advantage of these
and to help shape the future of their organisations.

As part of our commitment to driving responsible and inclusive business practices, Community Business remains poised
to continue to support companies, leveraging not just this Benchmark Framework but also our wider research and

training resources. We look forward to continuing to enhance and evolve this Benchmark, stretching companies further
in the direction of best practice and striving for the creation of inclusive organisations that are able to tap into the rich
diversity of the workplace and marketplace in which they operate.
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MEMBERS OF THE DIAN INDIA TASKFORCE

Anne Francis
Diversity & Inclusion
Lead & Organization
Effectiveness HR Partner
INTEL

Chitra Shyam Suner
VP & Head
D&I APAC Barclays

Mellener Anne Coelho
VP & India Head
D&I Northern Trust

Ruma Rao
Deputy GM
D&I Tata Group

Shahvir Irani
GM - HR Strategy,
Analytics and Inclusion
& Diversity
Accenture India

EXTERNAL JUDGES
Community Business thanks the following external experts for taking part in the Judging Panel for the Awards:

ADVANCEMENT OF WOMEN AWARDS – OVERALL APPROACH
Ashok Pamidi has over 30 years’ experience in customer facing engagements, particularly sales

and marketing for IT products and services. He wears multiple hats at the NASSCOM Foundation,
both as CEO and as lead on Diversity & Inclusion initiatives. He is a purpose driven leader who

works towards accomplishing organisation goals by aligning, scaling and sustaining initiatives
Ashok Pamidi
CEO
NASSCOM Foundation

and programmes. Ashok is a member of the IT High Power Committee of the Government of

Kerala, is on the board of the ICT Skills Academy Karnataka and the NAIN (New Age Incubation

Network) board of the Government of Karnataka. He is also on the advisory board of numerous
consulting firms in the areas of leadership and D&I.

ADVANCEMENT OF WOMEN AWARDS - SPECIFIC INITIATVE
Geetha Kannan has over 29 years of experience in the Information Technology industry.
Her career spans software development, organisation transformation, HR, diversity and

sales. She has held senior leadership positions, responsible for driving growth and change in
organisations including Infosys and ANZ Bank - Bangalore. She is passionate about diversity
Geetha Kannan
Managing Director
Anita Borg Institute India
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and female entrepreneurship. Geetha has worked for 13 years with industry associations and
partners such as FICCI, CII, NASSCOM, DST, Government of India and SHRM to drive women’s
inclusion. She previously worked with leading organisations NIIT, Wipro Systems Ltd and
Raymonds.
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DISABILITY CONFIDENCE AWARD
Prarthana Kaul is a cause marketeer, motivational trainer, consultant and co-founder of
GiftAbled. Established in 2013, GiftAbled is a social enterprise which strives to create an

ecosystem of like-minded individuals to collectively build an inclusive society. She conducts
workshops across India in the areas of disability sensitisation, sign language, braille,
Prarthana Kaul
Founder
GiftAbled

volunteer management and employee volunteering and engagement. To recognise her

effort for the empowerment of People with Disability, she was awarded: Social Entrepreneur

of the Year by Namma Bengaluru Foundation, 2015; The Community Service Award by Rotary
Bangalore Centennial, 2017; and was recognised by Hand in Hand with the Best Social
Entrepreneur Award, 2018.

LGBT INCLUSION AWARD
Shubha Chacko is the Director of non-profit organisation Aneka, based in Bangalore. Aneka

focuses on issues of sexuality, gender and women. The organisation works closely with workingclass sexual minorities, sex workers and people living with HIV. Shubha has worked at the grassroots level, as well as in academic and international settings, besides assisting in the authoring
Shubha Chacko
Executive Director
Solidarity Foundation

of several publications. Shubha is also a member of various coalitions and networks, including
‘Women against Sexual Violence and State Repression’ and the ‘South Asian Human Rights
Commission for Marginalised Sexualities’.

EMPLOYEE NETWORK AWARD
For over 17 years, Srini has transformed organisations by fostering an inclusive, diverse work

environment, enabling employees to bring their authentic selves & do the best work of their

lives. For Srini, Inclusion, diversity and belonging efforts goes beyond the workplace. As a senior
advisor for NASSCOM D&I Regional Council, TEDxBangalore, Connecting Dreams Foundation

(India) and the Women’s Education Project (India), he shares his knowledge on social welfare,
Srini Ramaswamy
Inclusion and
Belonging Evangelist

equality & inclusion, human rights, women’s education and empowerment, sustainability and

village development projects. Srini has been instrumental in mobilising the trans community in
India through “Project Vayati”, an initiative that helps promote employment, skill development

and confidence building. For his efforts and impact, Srini was featured in the TOP 100 Leaders of
RAHM 2018 - The Global LGBT+ Leadership Contest, London. He was also a recipient of the 2017

Out & Equal Champion Award, USA and the 2017 D&I Leadership Award (South East Asia) by BD
Foundation, India.

India Benchmark Report 2018

57

PARTICIPATING COMPANIES IN THE BENCHMARK

An additional six companies chose to participate in the Benchmark anonymously.
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