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stakeholders like suppliers,  distributors, 
customers and regulatory authorities. 
2. Head of HR as the “diversity and 
inclusion catalyst” 
From a human resource perspective, 
it is about ensuring not just a policy 
framework is in place but also steering 
various integrated initiatives that 
tackle the diversity’s multi-dimensional 
and multi-faceted nature, and with 
consistency in word and deed. This may 
call for creation of different committees/
councils/ champions for different diversity 
aspects and with all the initiatives having 
points of intersection and integration. 
It means that, for example, just having 
a gender policy is not enough; the 
policy with key definitions on what 
constitutes gender-based discrimination 
and implications of the same should 
be known by all in the organisation. 
Additionally, there should be respective 
contact persons/champions who then 
steer ongoing gender inclusion initiatives 
for sustainability.   

3. Head of corporate communication 
as the “diversity and inclusion vein”: 
The organisational internal and external 
communication must serve to constantly 
educate and remind all workers about 
company’s values and philosophy on 
diversity. The relevant information, 
updates and stories of diversity as a 
resource should be posted regularly 
on the intranet and organisational 
newsletters with different champions 
sharing on different ideas, success 
stories and upcoming initiatives and 
awarding best practices publicly. 

4. Functional heads as the “diversity 
and inclusion drivers”:
Every functional head and line manager 
has the responsibility of ensuring he 
walks the diversity and inclusion talk 
everyday. This should be evident right 
from selection, placement, induction, 
setting performance objectives, 

offering support, training, coaching and 
mentoring as well as performance review 
and promotions. 

5. Instituting diversity metrics and 
celebrating success… every step on 
the way!  
To ensure sustained motivation and 
focus on diversity and inclusion initiatives, 
all the aforementioned people and 
the respective diversity councils and 
committees need to work with specific 
metrics to measure the progress is 
achieved. The best approach is usually 
to set the target on a particular diversity 
aspect, get the baseline, keep measuring 
and monitoring progress and celebrating 
success. Such metrics would then 
become fair basis for annual recognition 
of individuals and teams when it comes 
to rewarding efforts or giving awards. 
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Embracing diversity and inclusion 
increases organisational competitiveness 
in various direct and indirect ways. 

The top eight benefits include: 

1. Cost reduction: They include 
employee turnover costs (exit interviews, 
advertising and recruitment, re-
training.) Indirect costs include low 
job satisfaction, people performing 
below their potential and lost business 
opportunities as a result of lack of 
recognition and promotion.

2. Organisation’s lost brand 
positioning: When an organisation fails 
to embrace diversity, it increasingly earns 
low external branding, endorsement 
and validation. Failure to become an 
“employer of choice” translates to failure 
to attract high caliber of employees. 

3. Marketing:  This could be in terms 
of low revenue growth and market 
share expansion as a result of negative 
publicity, developing products and 

marketing messages that do not appeal 
to the needs of diverse communities.

4. Creativity and problem solving: 
Research indicates that groups 
composed of people from different 
backgrounds bring with them differences 
that result in solutions and innovations 
which help the business generate 
superior ideas vital for success and 
sustainability. Lack of diversity denies 
organisations this superior advantage.

5.  System flexibility: Diversity culture 
paves way for flexibility and openness 
to new and different experiences. 
Some of these can end up becoming 
breakthrough innovations with efficiency 
gains that give organisations a 
competitive advantage. 

6. Support for organisational growth 
strategy: Organisations with a growth 
strategy (requiring innovation, idea 
generation and creativity) are more 
successful when employees are diverse. 

7. Increased productivity: Diversity 
promotes fair performance evaluations, 
promotions and raises leading to 
increased motivation, employee 
engagement and productivity.

8. Higher financial returns: All the items 
listed above lead to better business 
performance and productivity and when 
positive publicity is added to the mix, the 
company enjoys better stock prices and 
public goodwill.

All these advantages are what every 
organisation is striving for everyday, 
through other initiatives that have 
left out diversity and inclusion as an 
avenue.  If the organizational leadership 
could take a candid assessment of 
their organisation’s status on all the 
key diversity issues and start working 
towards embracing diversity and 
inclusion, they will be amazed at the 
mileage they can make.
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Diversity and inclusion: What is in it for the organisation?
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I
n the western world like the US, 
“diversity and inclusion” is a huge 
subject. There are over 17 legislations 
to cater for different diversity aspects 
such as race, ethnicity, gender, 
disability, age,  and religion. To ensure 

enforcement, an independent body,  
the Equal Employment Opportunity 
Commission (EOEC) was established in 
1965, with a mission to promote equality 
of opportunity at the workplace and 
prohibit discrimination. Annual awards 
go to companies that demonstrate 
commitment to diversity and inclusion, 
just like we have Company of the Year 
Awards (COYA), Financial Reporting 
Awards (FiRe) and other annual awards 
locally.

Back home, most companies claim 
to be equal opportunity employers (EOE), 
but it would be interesting to carry out an 
assessment of how much this philosophy 
is lived beyond proclamation. 

When diversity or equal opportunity 

employment is mentioned, the first thing 
that comes to mind is ethnicity, since 
this is the most obvious given that we 
have over 40 tribes in Kenya. It is no 
wonder that people have adopted a 
different approach on names used in 
their résumés and profiles to disguise 
their tribe, lest they miss out on job 
opportunities based on their tribe. But 
diversity and inclusion concept is much 
broader.

The terms “diversity” and “inclusion” 
tend to be used interchangeably yet 
they are different. Myrtle P. Bell in his 
book, “Diversity in organizations” defines 
diversity as “real or perceived differences 
among people in race, ethnicity, sex, 
age, physical and mental ability, sexual 
orientation, religion, work and family, 
weight and appearance and other 
identity–based attributes that affect their 
interactions and relationships”.  

Quinetta M. Roberson in his 
article “Valuing Diversity: A tale of 

two organizations” defines diversity 
as “demographic differences among 
members of a team, organisation etc”; 
which includes “observable (gender, 
race, ethnicity, age) and non-obersavable 
characteristics (cultural, cognitive, and 
technical differences.” )

Inclusion is “the degree and extent 
to which individuals feel part of the 
critical organisational processes, and 
are able to contribute fully and effectively 
to an organisation.” This includes 
access to information and resources, 
participation in key work-groups, and 
ability to influence organisational decision 
making processes (whether directly and 
indirectly).” 

From these two definitions 
therefore, diversity is a necessary, but 
not a sufficient condition. The two 
conditions are not mutually exclusive but 
complementary. 

It does not matter how much we 
ignore these issues, they affect all of us 
in one way or the other. The more we get 
conscious about them, the better we can 
avoid discrimination. 

The role of leaders 
As an extension and synthesis of the 
work Jacqueline A. Gilbert and John M. 
Ivancevich, below is a discussion of five 
main strategies and steps that are crucial 
in driving and sustaining the diversity and 
inclusion agenda in organisations.

1. CEO as the “chief diversity and 
inclusion champion”
The CEO must become the leading 
champion and show commitment and 
support to all major diversity initiatives. 
They must be seen to embed the key 
diversity messages in the company’s 
mission statement, core values and 
philosophy.  They must also walk the 
talk and be the messenger by each and 
every action and word, both formally 
and informally. They should uphold 
a no tolerance principle on any form 
of discrimination that comes to their 
attention, and publicly for that matter. 
It is also about making diversity an 
organisational wide philosophy and moral 
obligation, across the many geographical 
locations that the company may be 
operating in, and when relating to key 

Diversity and inclusion concept in organisations is much broader 
than ethnicity.

Make diversity a  
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