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Abstract - Diversity and inclusion have always been a prerequisite for a good work culture but only recently gained focus in 

the contemporary Indian workplace. Diversity refers to a variety of dimensions which categorizes people in terms of gender, 

sexual orientation, disability, ethnicity, religion, age, origin, etc. In contrast, Inclusion is a process which cultivates a sense 

of belonging in an organization. This paper will explore sexual orientation as prominent diversity dimension in the Indian 

workplace. It will be a comparative analysis of the diversity and inclusion initiatives within three global firms in India and 

three major Indian-origin organizations. The paper analyses the overall implementation of Diversity and Inclusion (D&I) 

initiatives by comparing the organizations on Diversity Strategy, Talent Acquisition, Talent Management and Retention, 

Office Infrastructure and Communication Systems, and Networking. The paper contributes to our understanding and applied 

initiatives of diversity by throwing light on the current scenario; additionally it provides suggestions to promote an inclusive 

workplace. 

 

Keywords - Diversity, Inclusion, Indian Workplace, LGBTQIA+, Sexual Orientation, Empowerment 

 

I. INTRODUCTION 

 

“The lifeblood of every organization is its employees. 

Diverse teams, all with their own unique skill sets and 

capabilities, can come together to share their 

experience and create something greater than the sum 

of their parts.” 

India is one of the most diverse countries in the 

world. Cox(1993) defines Diversity as the 

representation of people with distinctly different 

group affiliations of cultural significance in one 

social system. Diversity in India is deeply historical, 

and is even visible in Indian workplaces. Inclusion is 

the involvement and empowerment of the inherent 

worth and dignity of all people. An inclusive 

workplace promotes a sense of belonging; it values 

and respects the talents, beliefs, backgrounds, and 

ways of living of its employees. Inclusive 

organizations not only have diverse individuals 

employed but are learning-centred organizations as 

well. They value the perspectives and contributions of 

all people, and incorporate the needs, assets and 

perspectives of communities of colour and gender 

into the design and implementation of inclusive 

programmes (Cox, 1997). 

 

Organizations in India have started the 

implementation of Diversity and Inclusion (D&I) 

initiatives to create an environment in which 

individuals are treated fairly and given equal access 

to opportunities and resources. Embracing D&I 

brings multi-fold benefits:increased performance and 

employee productivity, improved problem solving 

capabilities, superior creativity and innovation, 

amalgamation of cultures at workplace, and reduced 

interpersonal conflict. It can bring a broad range of 

mindsets and backgrounds to the organization, 

leading not only to more effective decision-making 

but also drawing in a wider customer base. 

According to Census in India (2001), diversity in 

Indian population extends to religions, regional 

backgrounds, ethnicity, academia, gender, education, 

social disadvantage (Scheduled Castes, Scheduled 

Tribes and others), and disability. Since 2001, India’s 

socio-economic and political fabric has gone through 

a lot of changes. One of the most important features 

of this change has been inclusion of persons with 

disabilities and members of the LGBT+ community 

in the Indian workforce. 

Sexual orientation (SO) is a part of individual identity 

that includes “a person’s sexual and emotional 

attraction to another person and the behaviour and/or 

social affiliation that may result from this attraction” 

(APA, 2015a, p. 862). Until 2018, acts of 

homosexuality were illegal according to Section 377 

of the Indian Penal Code (IPC). The 2018 Supreme 

Court verdict opened a new chapter in the realm of 

inclusivity. In his article “6 September a day to 

remember for LGBTQ community” (2017), 

ParmeshShahani, India Culture Lab - Godrej, stated 

that corporate India has only very recently started 

acknowledging and accepting LGBT+ members of 

the workforce. Today, various Indian organizations 

are implementing D&I policies keeping their LGBT+ 

employees in mind.  

 

II. CASE STUDIES 

 

This paper will analyse the D&I initiatives within 

three global firms in India –Klynveld PeatMarwick 

Goerdeler(KPMG) – a multinational professional 

services network, and one of the Big Four global 
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accounting organizations, Deutsche Bank – a German 

multinational investment bank and financial services 

company, and Capgemini - a French multinational 

corporation that provides consulting, technology, 

professional, and outsourcing services. 

It will also examine three major Indian-origin 

organizations – Tata Consultancy Services (TCS) - an 

Indian multinational information technology services 

and consulting company, Godrej Group – an Indian 

conglomerate which operates in real estate, consumer 

products, industrial engineering, appliances, furniture, 

security, etc., and Infosys – an Indian multinational 

corporation that provides business consulting, 

information technology, and outsourcing services. 

Jain (2017, p. 30) explains the five factors that make 

up an inclusive workplace: Diversity Strategy (DS), 

Talent Acquisition (TA), Talent Management and 

Retention (TMR), Office Infrastructure and 

Communication Systems (OICS), and Networking 

(N). It is important to create DSs to implement them. 

A DS can range from recruitment efforts to 

mentorship programs for diverse candidates. TA is 

the intentionally targeted or equal opportunity 

recruitment of a diverse candidate base. 

Organizations can participate in career days 

specifically catering to LGBT+ talent. After acquiring 

the right talent, TMR initiatives enable diverse 

employees to develop relevant skills and achieve 

organizational goals. From aD&I perspective, 

organizations can create systems to fill the gaps in 

their growth curve.  

 

OI that make diverse employee groups comfortable in 

their working space and CS that amplify their voices 

are also crucial in an inclusive workplace. The last 

factor is the existence of N platforms allowing 

employees to connect over events: seminars, 

workshops, conferences and summits. This paper 

examines the D&I initiatives of TCS, Godrej, Infosys, 

KPMG, Deutsche Bank and Capgemini analysed on 

the basis of five factors to determine if they are 

inclusive organisations. 

 

Each of the companies has made explicit claims in 

their Code of Conduct (CoC) about being Equal 

Opportunity Employers (EOE) which translates into 

their TA efforts. While TCS’ CoC does not explicitly 

mention SO, in their newsroom article “Pride over 

Prejudice”, Anupkumar (2018) mentions that TCS 

shared details of their job vacancy with a Mumbai-

based NGO so it could be passed on to their network. 

They also have definite Prevention of Sexual 

Harassment (POSH) policies in place. All the six 

companies have mentoring programs, leadership 

development structures and Employee Resource 

Groups (ERGs). They differ, however, in their DS. 

 

TCS’ “Championing Diversity in the Business 4.0 

Era: A Four-point Framework” (2019) lays out the 

TCS DS: Inclination and Aspiration, Inspiration for 

Performance, Influencers in Success, and Internal 

Value Systems. For their LGBT+ employees, certain 

initiatives like executive coaching, in-house learning 

management systems, and reskilling and up-skilling 

training are extended by default via their DS. The 

D&I team at TCS not only amended policies but also 

frequently conduct sensitization programs. They also 

have in-house counsellors, gender-neutral bathrooms 

and dress codes open for expressing a person’s 

gender of choice. TCS has a large LGBT+ Allies 

network called Qolors who organized a pan-India 

meeting in 2018 focused on storytelling to promote 

awareness and a safe space for their employees to 

come out. In 2018, Tata also created an LGBT+ ERG 

called MOSAIC Wings who enrolled more than 

seventy people as LGBT+ allies. 

 

As per their Annual Report (2019, p. 74), Godrej 

mentions SO in their Diversity and Zero 

Discrimination Section. In her article “LGBT 

Inclusion at Godrej Industries”, Awasthy (2015) has 

given an overview of all the LGBT+ D&I Initiatives 

at Godrej. Their LGBT+ D&I agenda focuses on 

policies and benefits, and complaint redress. India 

Culture Lab, a Godrej initiative, collaborated with the 

D&I Team to organize a panel discussion and film 

screening on LGBT+ Inclusion. Godrej also partnered 

with the UN Human Rights Office to launch the 

global corporate standards for tackling discrimination 

against LGBT+ people. The event had pre- and post-

discussion about the inclusion of LGBT+ people and 

best practices for an inclusive culture. 

 

In 2009, Infosys was awarded the ASTD Excellence 

in Practice award for its Diversity Hiring practices. 

Infosys’ career page mentions that their EOE policy 

is strategically applied to recruitment and to other 

aspects of work life like promotion, transfer, training 

and compensation. However, they have not 

mentioned the details of their initiatives. Their ERG 

Infosys Pride holds internal awareness programs and 

contributes towards making a safe work environment. 

On their Careers page, Infosys seems to have more 

D&I initiatives for Disability inclusion and Gender 

Pay Gap.  

Deutsche Bank (DB) is an active propagator of 

LGBT+ diversity, frequently seen at Pride 

celebrations around the world (DB Newsroom, 2019). 

Their Human Resources Report (2018) has specified 

three D&I focus areas: building diverse teams, 

creating inclusive environments, and strengthen 

relationships with stakeholders. Deutsche Bank is a 

founding member of Charters of Diversity in many 

countries, and takesmultiple internal measures such 

as internal monitoring and talent development 

programs. DB’s advocacy measures have led to the 

issuance of dependent visas for same-sex couples in 

Hong Kong. DB also openly provides infrastructural 

support like work stations, elevators, restrooms and 

parking with their diverse employees in mind. 
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KPMG’s Global and Inclusion and Diversity Report 

(2018) defined what D&I mean at KPMG and went 

on to outline the strategic framework for an inclusive 

culture. The report introduces four themes for SO 

initiatives: 

1. Authentic inclusive leaders: leadership 

development for employees along with 

unconscious bias training for leaders. 

2. Growing by knowing: a self-assessment tool 

aimed to assess the level of maturity the 

organization has concerning D&I initiatives. 

3. Diverse people at the forefront: collaboration 

with external clients towards supporting LGBT+ 

inclusion globally. 

4. Stronger Together: ERGs like Global 

Pride@KPMG, the LGBT+ network with more 

than 1800 active members. 

 

KPMG has a Pride Advisory Board and Leadership 

Council in addition to being a corporate sponsor of 

multiple LGBT+ organizations like PFLAG, Athlete 

Ally, and Out Leadership. KPMG UK was named one 

of the top places to work by Stonewall UK. 

 

The last company CapGemini has four areas in their 

DS. For the LGBT+ employees, they focus on 

Adoption, Adaption, Absorption, and Evangelism. 

Like Godrej, CapGemini offices have all gender 

washrooms and cover employee partners in their 

medical insurance. Like TCS, they support gender 

affirmation surgery for trans-people by covering it in 

their medical insurance. Their sensitisation efforts 

include using gender-neutral terms like partner 

instead of husband or wife. Their sensitisation 

program reaches all tiers internally and externally, 

like security staff, suppliers, and cafeteria vendors. 

 

III. ANALYSIS& CONCLUSION 

 

 
DS TA TMR OICS N 

TCS ✓ ✓ ✓ ✓ ✓ 

Godrej ✓ ✓ ✓ ✓ ✓ 

Infosys ✓ ✓ ✓ ✓ ✓ 

DB ✓ ✓ ✓ ✓ ✓ 

KPMG ✓ ✓ ✓ ✓ ✓ 

Cap- 

Gemini 
✓ ✓ ✓ ✓ ✓ 

Table 1: Presence of DI initiatives in companies for the Sexual 

Orientation Diversity Dimension 

 

According to Table 1, all the six companies have at 

least one D&I measure on each criterion towards 

becoming an LGBT+ inclusive culture. They each 

have DSs in place even if they are all different. TCS 

has a four-point framework based on which they run 

initiatives, while the Godrej DS agenda focuses on 

improving policies and benefits for their LGBT+ 

employees and creating a communication system to 

address their complaints. The Infosys DS is based on 

their EOE belief which means that all their employees 

are considered equal candidates for every aspect of 

their work life. In comparison, Deutsche Bank 

focuses on recruiting and retaining teams that are 

diverse by creating inclusive environments for them 

internally and strengthening relationships with clients 

externally. KPMG has six focal points in their DS 

where CapGemini has four. 

 

All of them are EOEs according to their CoC, which 

means that they do not discriminate against their 

candidates’ SOs. TCS and Infosys take extra steps to 

enable diverse candidates to apply for open 

positions.  They each have POSH policies in place to 

ensure their offices are safe places to work. They all 

also have some or the other form of sensitisation and 

awareness workshops, leadership training or 

mentorship programs, and panel discussions. Most of 

them have individual versions of formal 

communication systems in place to address formal 

complaints or requests from their diverse employees. 

For example, TCS has an in-house counselor. The 

common thread that links the final Networking 

initiative of all the companies together is the 

existence of LGBT+ ERGs.  

 

Companies SO based ERGs 

TCS Qolors and MOSAIC Wings 

Godrej India Culture Lab 

Infosys Infosys Pride 

Deutsche Bank dbPride 

KPMG Global Pride at KPMG 

CapGemini OUTfront 

Table 2: Companies and their ERGs for female and LGBT+ 

employees 

 

Table 2 lists the LGBT+ networks for each of the 

companies. While they are all thriving, they each 

choose to take up different formats of events. For 

example, where Deutsche Bank took part in Pride 

parades around the world, others have panel 

discussions or conferences to their name. The only 

part of the five criteria that has limited initiatives is 

OI. Only Godrej and CapGemini have gender neutral 

bathrooms, and there are no other infrastructure-

based initiatives explored in any of the literature. 
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In conclusion, all the companies are without doubt 

inclusive organisations. However, there should be 

extra effort in reaching out to LGBT+ candidates for 

recruitment. Being an EOE is sometimes not enough 

if the number of LGBT+ candidates applying for 

open positions is statistically lower. There could also 

be a conversation around having OI made more 

suitable to include transgender employees or 

employees that otherwise might not fit into the gender 

binary.  

 

IV. LIMITATIONS 

 

This research paper has relied on secondary data and 

literature, particularly company reports and websites. 

Therefore, this research could be skewed as it is 

mainly based on literature written by the companies. 

There could be bias to the extent of the organisation’s 

initiatives. The research only considers six companies 

- three Indian-origin companies and three MNCs. 

These are limited in representing the Indian work 

scenario. 

This area of research is still in its nascent stages. 

Researchers inclined towards this area of study have a 

lot to understand about the LGBT+ community and 

their inclusion at workplaces in India. Some 

recommendations include exploring the D&I 

initiatives in start-ups and MSMEs, comparing 

companies of the same size and assessing the 

initiatives and impact of ERGs in large companies. If 

possible, researchers can partner with Indian and 

global arms of the same MNCs to investigate 

comparative manifestations of similar DS. 
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