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This month we are exploring a topic which has fast become a global phenomenon. Let’s 
take a moment to consider…

'All fingers are not the same' is a Persian expression that highlights the uniqueness of our 
hands. In a similar manner no two individuals are alike. We’re ALL diverse. Our thoughts and 
preferences differ. We have different personalities.

We’re all diverse, in principle. As humans, we’re all, to an extent, judgmental and we have our 
biases – indeed. However, it is the difference in perspectives we have that will provide a 
really rounded view of any situation, problem or solution. There is, as the saying goes more 
than one way to skin a cat!

Organisations are now clamoring to embrace the culture of diversity and inclusion (D&I). 
There are many facets of diversity, including race, colour, national origin, religion, gender, 
sexual orientation, disability status, pregnancy, marital status, or age. Have I missed any?
 D&I does not simply mean recruiting diverse individuals, but rather, basing all policies, and 
efforts on meritocracy and equity – really drilling it into the very core of the organisational 
culture. 

The reason for this large-scale drive is backed by sound business sense: Companies with 
higher-than-average diversity had 19% higher innovation revenues (Harvard Business 
Review). Simply stated, increased D&I is a competitive advantage, and the benefits are far 
reaching.

However, are we embracing diversity for the sake of increased ROI or just for the sake of 
being compliant, or are we doing it because that's genuinely a part of our culture? 

Is it not diversity that makes us human? 

Is it not everyone’s responsibility to be consciously inclusive? 

Happy reading!!

EDITORIAL
Anton Thayalan
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Can we please agree on some
fundamentals?
I. Can we please agree that people are 
people first - and everything else 
second?

II. Can we please agree that EVERY 
person has the same rights and
responsibilities within the organisation?

III. Can we please agree that MERIT will 
trump everything else?

IV. Can we please agree that IF anyone 
(and I mean ANYONE) violates these 
principles, they will simply be removed 
from the organisation?

Sounds pretty simple right? Agreed? 
Well then, have a simple policy around 
this, remember the 4th point and
execute it - the very first time you see the 
detraction - and I promise you, the rest 
will be easy.

Let’s face it. We are all (at least
marginally) judgemental. We are all 
certainly biased. We are all guilty of the 
very intolerance we hope to perpetuate 
within the wider society and in our 
organisations. Most ‘liberals’ are not so 
liberal with others' views and seem to 
find indignation in a ‘different’ viewpoint, 
which is the fundamental foundation of 
diversity in the first place, isn’t it?

So…where do we start?

Firstly, can we start with the end in 
mind?
What honestly are we trying to create-an 
Utopia - or a practical solution? IF we
are going to start at impractical
expectations, chances are that any 
diversity and inclusivity initiative within 
an organisational setting is doomed to 
be stillborn - or worse still - simply
complied with and passively resisted 
until it becomes just a policy statement 
rather than a true part of the culture…

DIVERSITY IS MESSY: INCLUSION IS A JOURNEY
By Vidusha Nathavitharana



Can we please get off the moral 
high horse?
There is nothing more off putting than 
hypocritical moralists. Don’t take on 
Diversity and Inclusion as something 
that you want to wage a holy war on; it is 
actually something that is fundamental - 
something sacrosanct and something 
absolutely essential, yes, but HOW you 
go about it will make all the difference in 
the world.

Sincerity trumps Eloquence…

Pragmatism trumps Stubborn Idealism…

Listening to dissent and the ‘other side’ 
trumps trying to win arguments…

Making small progressive steps trumps 
dogmatically asserting your way or the 
highway…

IF you are serious about actually getting 
somewhere rather than just feeling good 
about yourself as a keyboard warrior…

A journey of a thousand steps…
True Diversity and Inclusion takes time 
to be inbuilt into highly divisive cultures. 
It’s a messy ride, and even if it IS brought 
in down to ‘pressure to conform’, it 
doesn’t really achieve the objective we 
all (at least most) want, which is, an 
organisation that treats all ‘people’ the 
same way. Even though wider society 
may have pronounced prejudices, each 
organisation CAN take a affirmative 
decision to root out discrimination and 
usher in true inclusivity. However, we 
need to accept that it WILL take time - 
even if the Leadership wholeheartedly 
supports it.

A lot of honest conversations will need 
to happen…

A lot of focused training will need to take 
place…

A lot of frameworks will need to be 
brought in place…

A lot of heads may have to roll…

But it’s worth it…

Not because diversity brings better
performance…

Not because inclusivity increases 
creativity and innovation…

Not because both combined increase 
productivity…

But because, it is quite simply, the ONLY 
humane thing to do…
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What is diversity? What levels of 
diversity exist and should an 
organisation relate to?
To me, diversity is trying to understand 
and accept all colleagues for who they 
are and respecting the individuality they 
bring to the organisation. Diversity 
exists at all levels of the organisation 
and it brings with it different perspectives 
and opinions, whilst people learn to 
value and respect differences. In
return, it creates deep connectivity and
engagement among people. Moreover, a 
iverse talent pool creates a conducive 
environment for creativity, innovation, 
ability and adaptability to localize
different customer segments, which 
benefits the organisation as a whole.

Who is hired apart from ‘legality’ - 
is it not up to the organisation to 
hire whom they prefer as long as 
they do so legally - is that not 
enough?
Any organisation should have the freedom 
to build its talent pool without any 
restrictions within the local governance 
and regulatory framework. In addition, 
an organisation is responsible for
facilitating a respectful and comfortable 
environment for a diverse talent pool to 
work and for them to feel included.

The complexity diversity creates
– how do you manage the
complexities it creates?
There are undoubtedly complexities 
present in diversity in the case of gender, 
religious beliefs, and even thinking
and affiliations. Indeed, this makes
navigating somewhat difficult as you 
have many aspects to consider when 
deciding on policy and such. However, 
the benefits of diversity certainly
outweigh the complexities. Tolerance 
and acceptance will need to be
embedded in the company culture.

Director Human Resources
Thushari heads the Human Resources 
functions of the Company. She is a senior 
HR professional who counts over 15 years 
of experience in all areas of human 
resource management and leadership 
practice.

She is a Member of the Chartered Institute 
of Personnel Management, UK and holds a 
Master of Business Administration from the 
University of Wales Trinity Saint David, UK. 
She also holds a graduateship in chemistry 
from the Institute of Chemistry Ceylon.

She is a certified Training and Development 
Specialist in many areas of people
management and is a core member of the 
certified internal training faculty of the 
Company. She represents the Company in 
many HR forums including Insurance 
Association of Sri Lanka.

PERSPECTIVES
INTERVIEW
With Thushari
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I believe complexity could be simplified 
in many ways if we learn to value and 
respect diversity whilst enjoying a high 
yield generated by the power of diversity. 

Where do you draw the line?
(Individual perspectives can differ 
owing to thought or belief systems 
– thus leading to conflict – in this 
context…)
Again, as previously described, diversity 
brings these complex situations, and 
conflicts may be sorted out if the right 
values and culture is in place. In
addition, any organisation should have 
policies/code of conduct / governance 
framework addressed if a matter arises.

Is there real evidence to show
that diversity augments the
organisation?
A diverse workforce brings cross-cultural 
experience and global competition to 
the workplace, which creates better
customer focus and the best talent with 
innovation and creativity.

On a micro level, a simple example like 
multiple generations work together in a 
talent pool without discriminating age. It 
creates a healthy mix of new gen, 
tech-savvy innovative young talent, 
while seniors with experience add their 
expertise as functional specialists. 

On a macro level, AIA being a truly
multinational insurance giant, believes 
and welcomes diversity. AIA has existed 
for 100+ years with 18 markets across 
Asia.

How do you ensure that an
organisation is truly diverse and 
inclusive?
A fundamental in any organisation really, 
should be an all-inclusive effort with 
zero-tolerance for discrimination or 
harassment in any form, across all 
aspects of diversity, including race, 
colour, national origin, religion, gender, 
sexual orientation, disability status, 
pregnancy, marital status, or age, which 
makes the organization stronger with 
these differences. In simple terms, to 
understand and accept all employees as 
who they are and respect the individuality 
they bring in.

How do you ensure an organisation 
takes that journey?
In all employee interactions, be it
recruitment, development, compensation 
and even at exit, to implement instances 
where employees experience our belief 
which is inclusion and diversity. 

A few examples are:

• The only criteria for recognition and 
reward to be ‘meritocracy’ – no gender, 
no race, no seniority and no other reason. 

• With focused initiatives to promote 
diversity through recruitment and internal 
promotion strategies, any organisation 
can experience an increase in the 
percentage of the women workforce in all 
levels of the Company.

• With the increase of Gen Y and
millennials in the current workforce, an 
organisation should focus on
implementing different programmes to 
cater to the needs of the new generation.
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• Similarly, though the retirement age is 
55 in many organisations, if senior 
employees are willing to share their 
expertise, they should be provided with 
opportunities for further work
arrangements for them to enjoy and to 
continue their active lifestyle.

• An organisation should have Anti - 
Harassment Policy, domestic violence 
policy and also a third-party grievance 
mechanism.

• All people initiatives in an organisation 
should be planned with consideration 
for the diverse ethnic groups and 
religious groups, encouraging a
multicultural environment.

Luminary Perspect ives -  March 2021



GABRIELLE HR DIRECTOR
MEMBER OF SHRM
ORGANIZATIONAL & TALENT DEVELOPMENT
COLUMNIST AT HR EXCHANGE NETWORK

www.developyourself.com.br

instagram.com/developyourself.br

linkedin.com/in/gabriellebotelho/?locale=en_US

Gabrielle is HR Director responsible for 
South America at CGG, where she is 
leading several HR initiatives to develop 
a people-centric, high-performance 
organization that emphasizes lifelong 
learning and innovation.

Prior to CGG Gabrielle worked at Equinor 
(formerly Statoil) for 7 years in different 
HR managerial positions. In her last role, 
she was in charge of Organization & 
Leadership Development working on 
build the capabilities for the future,
digital transformation and DE&I. Before 
Equinor, she was a Senior HR Manager 
at L’Oréal Brazil.  

Gabrielle studied Psychology at Rio de 
Janeiro Federal University and holds a 
MBA in Business from FGV-Rio. She is 
currently pursuing a Strategic Human 
Resources Master’s degree from 
London School. Her line of studying 
is the model of people centric
organization and DE&I discipline. 
She has articles published in 
Brazil, Portugal, UK, USA and Sri 
Lanka.

Gabrielle is a member of 
SHRM and columnist at HR 
Exchange Network site, 
where she writes about
emotional intelligence.

Visit here to see more
Articles by Gabrielle:

https://www.linkedin.com/in/gabriellebotelho/?locale=en_US
https://www.instagram.com/developyourself.br/
https://www.hrexchangenetwork.com/contributor/gabrielle-botelho


gender, for example. What we should 
aim at, as a society, is to evolve to an 
age where there are no systemic
barriers and all human beings are
treated in a fair and equal manner. 

Although in principle, we are all diverse, 
we still do not have access to the
same opportunities in life. To really
understand the concept of diversity,
we should explore the notion of
intersectionality, when people’s identity 
is made up of several underrepresented 
identities. This intersection between 
different characteristics creates even 
more barriers for individuals to succeed 
at the workplace.

Equity – what does it bring to the 
discussion? 
Equity takes D&I one step further. It
promotes the idea of fair treatment and 
equal access to opportunities while 
working to eliminate the institutional 
barriers that could limit the potential of 
“minorities”.

In the recent past, the term Diversity and 
Inclusion (D&I), has been commonly 
used to outline the efforts an institution 
or society makes to create a more
welcoming environment for people of 
less-privileged identities. Recently, the 
discipline has been called DE&I (Diversity, 
Equity and Inclusion) or DI&B, including 
the concept of belonging to the
discipline.

Despite the name of the area or
discipline itself, what leaders and
writers are trying to do is to foster the 
discussion around the topic and
promote the principles of equity and 
equality. It is a global movement,
that has brought to light many
prejudices and cognitive biases against
underrepresented identities. It also has 
questioned the so-called systemic
barriers.

A systemic barrier is what could prevent 
people to fully and equally participate in 
our society. These could be laws,
policies and practices that discriminate 
the individual due to their ethnicity or

DIVERSITY, EQUITY AND INCLUSION – WHAT DOES THIS
HAVE TO DO WITH YOU? By Gabrielle Botelho
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The incorporation of “equity” in the
discipline is quite simple: we cannot 
create an inclusive work environment if 
we do not practice equity first. It brings 
the concept of “fairness” to the table, 
making sure individuals get what they 
need to succeed at the workplace. 
This concept tries to eliminate the
systemic barriers to full participation in 
organizations, which exist due to our 
differences and history. These are a few 
examples of affirmative actions, to
empower and support underrepresented 
identities:

 - Mentorship for diverse talents,
supporting them to succeed in the
company

 - Targeting recruitment for hiring more 
women in leadership positions and 
people from different ethnicities

 - Racial quota in universities to diminish 
long histories of discrimination faced by 
“minorities” 

 - English course for new hires who do 
not have “English” as their first language 
but have the technical competencies 
required for the job

Inclusion – How to be an inclusive 
person?
Inclusion happens when employees
perceive fair treatment and equal
opportunities – when they feel included 
in the decision process, which could 
generate a feeling of belonging. It also 
happens when people feel open to 
showing themselves as they truly are.

This last point brings the idea of
psychological safety, when employees 
feel no fear that their attitudes, beliefs or 
options may have a negative impact on 
their image or on their careers. In this 
sense, being a more inclusive person 
will require you to:

 - Exercise less judgment and be more 
open to different perspectives and 
cultures.

 - Listen to understand, not to reply.

 - Practice social awareness even if you 
have not faced any discrimination in 
your life – This does not mean that it 
does not exist.

 - Be empathetic – Try “to walk in
someone else’s shoes” and see the 
world from their perspective rather than 
your own.

 - Be curious to learn from others and 
keep improving along the way.

D&I is everyone’s responsibility – 
so it has everything to do with you
A while ago I wrote an article called,
D&I is Everyone’s Responsibility,
where I invited the reader to practice
empathy and show sensitivity to better
understand the topic. The reason for this 
is: in order to understand and accept the 
plurality of perspectives and experiences 
of an individual, we need to expand our 
worldview. 

Diversity, Equity and Inclusion is about 
seeing the world from another’s
perspective rather than our own –
showing empathy. Likewise, it also 
requires sensitivity on our part to
understand that our reality is not
necessarily the reality of the other. 

We all share responsibilities when it 
comes to our society. Our actions
can, positively or negatively, impact
our neighbourhood, companies,
environment and relationships. In this 
sense, what can you do to ensure that 
people around you feel comfortable to 
express their opinion and show
themselves as they truly are? 
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Challenge your way of thinking and your 
way of acting; it is a good starting point. 
As Mahatma Gandhi said:

“We but mirror the world. All the
tendencies present in the outer world are 
to be found in the world of our body. If we 
could change ourselves, the tendencies 
in the world would also change. As a man 
changes his own nature, so does the
attitude of the world change towards 
him. This is the divine mystery supreme. 
A wonderful thing it is and the source of 
our happiness. We need not wait to see 
what others do.”



1. Inclusion: Diversity, The New Workplace and The Will to 
Change by Jennifer Brown 

Harnessing the power of diversity and inclusion is essential 
for an organization to be viable and sustainable. Diversity 
and inclusion expert Jennifer Brown shares proven
strategies to empower members to use their talents as well 
as to drive positive change in their organization and change 
the future of work. 

2. Demystifying Diversity: A Handbook to Negative Equality, 
Diversity and Inclusion by Jiten Patel and Gamiel Yafai. 

Engaging, witty and well-told, Demystifying Diversity is a 
handbook for navigating in the spectrum of diversity in 
todays’ society. 

By Shaakya
AKA THE WISE OWL

Click here to buy on Amzon.com

Click here to buy on Amzon.com

3. Inclusify: The Power of Uniqueness and Belonging to 
Build Innovative Teams by Stefanie K. Johnson.

Humans have two basic needs: the need to fit in and the 
need to stand out as well. How do we strike the balance of 
ensuring that people feel they can express their individuality 
while also feeling that they belong? Stefanie Johnson’s 
answer to this is to ‘inclusify’. 
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BOOK REVIEWS 

https://www.amazon.com/Inclusion-Diversity-Workplace-Will-Change/dp/1946384100
https://www.amazon.com/Inclusion-Diversity-Workplace-Will-Change/dp/1946384100
https://www.amazon.com/Demystifying-Diversity-Handbook-Navigate-Inclusion/dp/1908531703
https://www.amazon.com/Demystifying-Diversity-Handbook-Navigate-Inclusion/dp/1908531703
https://www.amazon.com/Inclusify-Power-Uniqueness-Belonging-Innovative/dp/0062947273
https://www.amazon.com/Inclusify-Power-Uniqueness-Belonging-Innovative/dp/0062947273
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1. How can organizations become inclusive in their
messaging and what sort of positive impact does this have 
on the business and society? In this episode Mitch
interviews Mark Runacus on how to create diverse and 
inclusive representations. To listen to the full podcast click 
the link below. 

2. Inclusion activist Janet Stovall shares a threefold action 
plan on how to create a workplace that people feel safe in 
and can be their true authentic self. 

Listen to the podcast here

Listen to the podcast here

3. Join Bethaney Wilkinson in the Diversity gap as she 
explores how we can close the diversity gaps in our
everyday lives and work! 

Listen to the podcast here

PODCASTS & TEDTALKS

https://podcasts.google.com/feed/aHR0cHM6Ly9mZWVkcy5idXp6c3Byb3V0LmNvbS8xNTE4NDEucnNz/episode/QnV6enNwcm91dC01MjU5OTcw?hl=en-LK&ved=2ahUKEwi4l-OblZbtAhW64zgGHU0_BcgQjrkEegQICBAI&ep=6
https://podcasts.google.com/feed/aHR0cHM6Ly9mZWVkcy5idXp6c3Byb3V0LmNvbS8xNTE4NDEucnNz/episode/QnV6enNwcm91dC01MjU5OTcw?hl=en-LK&ved=2ahUKEwi4l-OblZbtAhW64zgGHU0_BcgQjrkEegQICBAI&ep=6
https://www.ted.com/talks/janet_stovall_how_to_get_serious_about_diversity_and_inclusion_in_the_workplace?language=en
https://www.ted.com/talks/janet_stovall_how_to_get_serious_about_diversity_and_inclusion_in_the_workplace?language=en
https://podcasts.google.com/search/the%20diversity%20gap
https://podcasts.google.com/search/the%20diversity%20gap
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1. Why is diversity important? Why should you care about 
diversity and inclusion? Rachel Miller offers six reasons as 
to why diversity and inclusion matter particularly in a
workplace.

Read the blog here

2. How do you create a culture of diversity and inclusion? 
Sahron Florentine shares eight best practices to change 
your company culture to one that accepts diversity and
creates inclusion. Here are the eight best practices.

• Establish a sense of belonging for everyone. 
• Empathetic leadership is key. 
• A top-down approach isn’t enough. 
• Quotas don’t automate inclusion. 
• Inclusion is ongoing – not one-off training. 
• Maximize joy and connection; minimize fear. 
• Forget fit and focus on helping individuals thrive. 
• Consider your brand.

Read the blog here

3. What’s the secret to the success of organizations such as 
Alibaba, Loreal, Accenture and Lenovo? But more
importantly, how is it that they have a diverse and inclusive 
culture? Find out more by simply clicking the link below. 

Read the blog here

https://wavelength.asana.com/workstyle-why-diversity-and-inclusion-matter/
https://wavelength.asana.com/workstyle-why-diversity-and-inclusion-matter/
https://www.cio.com/article/3262704/diversity-and-inclusion-8-best-practices-for-changing-your-culture.html
https://www.cio.com/article/3262704/diversity-and-inclusion-8-best-practices-for-changing-your-culture.html
https://emplify.com/blog/diversity-inclusion-culture-examples/
https://emplify.com/blog/diversity-inclusion-culture-examples/
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4. What really is diversity? Is diversity all about gender and 
race? Is it about ethics and morality? Here are four common 
myths associated with diversity and inclusion in workplaces. 
Dana Brownlee debunks these four myths and offers a broad 
understanding of what Diversity and Inclusion really is. 

Read the blog here

5. Now here’s a different outlook on diversity. Paolo
Gaudiano believes that you shouldn’t focus on diversity. He 
believes that diversity is certainly a key factor for company 
performance; but “diversity should be an outcome of your 
efforts to maximize the company’s performance, not a
condition that you try to impose”. Here’s the full article. 

Read the blog here

https://www.forbes.com/sites/paologaudiano/2018/04/02/stop-focusing-on-diversity/?sh=4ca9814a6764
https://www.forbes.com/sites/paologaudiano/2018/04/02/stop-focusing-on-diversity/?sh=4ca9814a6764
https://www.forbes.com/sites/danabrownlee/2019/09/22/4-common-diversity-and-inclusion-myths-in-the-workplace/?sh=6f7aff142052
https://www.forbes.com/sites/danabrownlee/2019/09/22/4-common-diversity-and-inclusion-myths-in-the-workplace/?sh=6f7aff142052
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