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About NMA

Noida Management Association (NMA) is an autonomous non-profit professional body
registered under the Society Registration Act, 1860 and is affiliated to All India

Management Association. NMA was founded on 22nd April 1989. It is a Management
Think Tank, devoted to the cause of promoting excellence in management through
application of essentials of modern management principles and practices.

OUR MISSON
Noida Management Association (NMA) is an autonomous
non-profit professional body registered under the Society
Registration Act, 1860 and is affiliated to All India Management
Association. NMA was founded on 22nd April 1989 it is a Management
Think tank, devoted to the cause of promoting excellence in management
through application of essentials of modern management principles and practices.

OBJECTIVES:

a) To promote and develop management science education

b) To promote amongst members exchange of knowledge, experience and ideas on sound
management principles and practices.

) To make available benefits of its activities and facilities to the public at large.

d) To promote education in theory and practice of management and related subjects through meetings,
discussions, lectures, research projects, seminars, conferences, programmes of studies, dissemination and exchange
ofinformation, experience andideas, libraries, publication of booklets, abstracts, journals and periodicals.

e) Tocollaborate and cooperate with other management associations or similar institutionsin India and abroad in the task
of advancing the aims and objects of the Association and also getting itself affiliated to any similar National and
International body, if considered necessary.

f) To take up case studies and projects works in any field of management including those specially required to meet the
need and requirement of small scale industries which have mushrooming presence in Noida.

g) To provide professional service/consultancy to its members or nonmembers. The activities of the Association shall be
mainly confined to NOIDA & GREATER NOIDA area. It can arrange its activities at any other places or place as may be
required.
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| PRESIDENT’S MESSAGE

am very delighted to announce that Noida

Management Association is organising its 1st Women

Development Conference on 14th November 2024.
The Women Development Conference is a pivotal initiative
aimed at empowering women professionals to reach new
heights. By emphasizing collaboration and innovation, the
conference seeks to equip women to navigate the next
normal and achieve their full potential. | am sure it will
provide valuable insights into fostering inclusivity, DR. YOGENDRA SINGH
understanding diverse perspectives and implementing PRESIDENT
effective strategies for team empowerment. This focus on NOIDA MANAGEMENT ASSOCIATION
women's development is not just equality, its about driving
innovation and success in today's dynamic business
environment.

| am sure the participants from Public and Private
Organizations, Institutions shall be highly benefited from
this conference.

Wishing you all a successful and impactful conference.
With best wishes
Dr. Yogendra Singh

President
Noida Management Association

I 4
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MESSAGE
CONFERENCE CHAIR
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J/ orporate Diversity is considered a Game Changer. Organisations

( are actively looking at enhancing their Diversity agenda,
especially with a focus on Gender Diversity. There are special

efforts world over to groom and develop Women Professionals to meet
the need & expectations of the present times. Young Women

Professionals too are aspiring and working towards achieving their
professional dreams.

This Conference is a step towards developing young Women
Professionals to " Fly high, Scaling Heights-- Unleash for the Next
Normal". Its all about developing young women leaders through
learning experiences. Focusing on complexities involved, the Sessions
have been carefully curated to bring out the nuances, to guide
participants through Experiences and Best Practices by Speakers from
diverse fields and geographies.

. MS VEENA SWARUP
The Conference Sessions are: :
--Breaking the Mould-- Meeting Aspirations Conference Chair
--Overcoming Barriers--Scaling Heights & Former Director
--The Equity Agenda--Nurturing for Balance HR Engineers India Ltd

--Women in the changingWorld of Work--Stories from the Heart
--Diversity--AGlobal Perspective

The Conference includes Panel Discussions, Plenary Talks, and a Fire Side
Chat, wherein, through discussions & presentations the perspectives,
thoughts, practices and experiences will highlight the issues and
challenges and show case the Best Practices. An array of Eminent
Speakers from India &Overseas , from Government, Public & Private
Sector, Academia & International Organisations will share their
thoughts & experiences.

A lot of effort has gone into preparing for the Conference. The rich
experienceof the Committee Members and the untiring hard work by
Team NMA has gone a long way in weaving the fabric of the Conference.
I'm sure the Participants will benefit and have rich takeaway as practices
and futuresolutions. I wish the Conference all success.

bM

(Veena Swarup)

TS, 5 U
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MESSAGE
DIRECTOR GENERAL, AIMA

J/ ongratulations to the Noida Management Association

C (NMA) on organising its 1st Women's Development
JConference. This initiative marks an important
advancement in the conversation around corporate diversity and
inclusivity. For years, NMA has taken a leading role in bringing
valuable insights to the management community, and this

conference reinforces its dedication to supporting the growing
contributions of women intoday's business landscape.

Diversity, particularly gender diversity, is widely acknowledged as a
cornerstone of organisational resilience and growth. Modern
organisations increasingly recognise the value of balanced
representation as they navigate complex challenges and seize
emerging opportunities. This conference, with its theme 'Fly High, REKHA SETHI
Scaling Heights- Unleash for the Next Normal;, is a timely step Director General
toward equipping women professionals to meet the evolving
demands of the corporate world.

All India Management Association

My compliments to the NMA team and the organisers for their
dedication to advancing these meaningful conversations. | am
confident that this conference will serve as a catalyst for the next
generation of women leaders and contribute to building a more
inclusive corporate environment.

Warm regards,
RekhaSethi

Director General
AlllndiaManagement Association

A
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VEDIQUE NUTRITION—ANCIENT DIETS BASED ON YOUR GENETICS

Dr Shikha Nehru Sharma
Founder- One Health

In modern times ,most people have realised the importance of a healthy balanced diet.
Gone are the days when people would follow any random diet plan, because the
awareness about the importance of good nutrition and its health benefits are well known. Today there is a lot of
information available, both offline and online about nutrition and even main stream media extensively covers
many aspects of nutrition related to good health. How ever due to this information overload, many people get
confused about food choice sand get over whelmed due to the extensive information available about diets,
nutrition and health.

In my days as a practicing all opath doctor, | found a huge gap in holistic management of chronic diseases due to
the absence of application of “food as medicine”. The famous Greek Father of Modern Medicine- Hippocrates had
many quotes related tofood as medicine.

“Letfood be thy medicine and medicine be thy food. “Hippocrates(460BC-370B()”
Inordertounderthemedicinalqualitiesoffoodonemustfirstunderstand,whatdoesitmean when we use the term
food?

Human Body is Made of Food

If we pause to reflect that what are we made of? what is our body made of? the simple answer is that the human
(physical) body is constructed using food. The logical conclusion is that if each cell and organo four body is made
up of food particles (modified to be the human body ) then it is quite clear that to manage any disease , we must
firstand fore most ingest the right kind of food materials. How do we know what our body needs? and what is the
rightkind of food to eat when the body haslanded in a state of dysfunction?

Theanswerstoall these questionslikein ourancient texts—The Vedas

Whenl started looking for scientificanswers to my curious mind, I could only find the logical and practical answers
intheVedas. The Vedas hold the key to under standing Nutrition and its medicinal properties. Lets delve deeperin
the unique and amazing concepts of Vedas and nutrition.

Unique Aspects of Nutrition in Vedas

1-  According to Vedas the physical body is made from food . Food is the base food material used in making
each cell of our body, however how the raw material issued to construct the body is dependent upon the “seed of
intelligence “residing in side each one of us, which in modern medicine we call' Genetics” .Hence, our genetics is
the super-brain guiding the construction of our body.

2-  Since genetics plays a role in how our body uses food and utilizes food, it becomes important to
understand what kind of body type we have and which foods are useful for our bodies and which foods we should
avoid, becauseitis not suitable for the body.
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3. In Vedas a very interesting and ingenious system is there to figure out our genetic type (Prakriti —core
physical nature) through a set of detailed questions along with the pulse diagnosis. You may call this method a sort
of“reverse engineering”, Figuring out the kind of genetic make up of the individual by assessment of the nature and
workings of the human body which is the ultimate creation of the individual human gene. A typical assessment of
the individual body type (called phenotype in modern medicine) is based on a set of questions which coves every
thing from the body structure, digestion, sleep, mind, psychological nature. A comprehensive assessment also
includes the” pulse diagnosis. The final out come of all this a classification of the person under a specific genetic
type. Once you know your genetic type, then you simply have to follow the rules of eating specifically for your
genetictypetolivealongand healthy life.

4, According to the Vedic Rules of good nutrition, the human being has to abide by certain formulas for a
successful health.
These formulas of good eating are as follows—

a) Eataccording to your unique body type for living a healthy life.

b) Choose the foods which are appropriate for that season, for example on to have food with a cooling nature
ina cold season like curd and coconut water. Similarly do note at eggs and garam masalain summer.

0 Eataccording to the circadian rhythm of the body. The circadian rhythm of the body follows the Sunlight, so
as the Sunrises and sets, so does our body's circadian rhythm behave. Our metabolism is the highest at noon and
very sluggish after sunset, hence missing lunch and having a heavy dinner is a terrible idea and with definite
adverse consequences on the health of theindividual .

d) Ensure your food is balanced according to the 6 prime tastes as given in nature —which are—Sour (like
Amla- Indian Goose berry) Sweet (Like Fruits, Figs, Dates) Salty (like Rock salt, natural saltin vegetables) Astringent
(like Tea, Radish) Spicy (Green Chilies, Red Chilies, Black Pepper, Bittergourd ). According to Vedas, the reason we
need these 6 tastes is rooted in science. Each taste has a functional value and is important as it supports the body's
functions. Let us explore what is the importance and logic behind each taste and what is value they have for the
body -

Sour taste— Reduces irritation and inflammation in internal tissues, helps to hold water in tissues (if dry),
promotes healthy bile movement whichisimportant for the gall bladder and digestion of oils.

Pro Tip—Reduces our taste after surgery for better tissue healing and avoid sour taste at night to avoid water
retention.

Sweet taste— This taste helps to nourish the joints, cells and tissues and helps to relax the nerves and the body
,supports building / growing the body, moisturizes the body and joints, nourishes the tissues of the body. Helps in
gaining weightand body strength.

ProTip—Reduce (but do note eliminate) sweet tasteif oneis over weight
Salty- Helps toimprove appetite, helps to clearmucousin lungs, Holds water in the body if taken in excess.
ProTip-Reducesaltintakeif one hasloose soft flab. Alsoin High blood pressure.
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Astringent- Helps the tissues to tone and tighten especially useful for post- menopausal women. Cools the body
insummers

ProTip-Taking One Amla Dailyin vegetablejuiceisasimple antiageing formula.

Bitter Taste— Important for maintaining healthy pancreas, gall bladder, healthy blood and fat balance. Hence
given more incases of problems of gall bladder, Insulin ( Pancreas), Cleans blood, good for skin problems like
pimples. Over-weightissues.

Pro Tip— Find interesting recipes of Bitter Gourd (Karela), consume green leafy vegetables regularly for healthy
gallbladderand insulin control

Pungent/Spicy Taste— Found in Chilies, Onion, Garlic. It is important as it helps to expel excess gas, helps to
improve blood circulationin the tissues, improves sweating so that the pores expel toxins from the skin.

Pro Tip-Having Kaada (decoctions) using healing herbs and spices (ginger, Black pepper etc.) is a great way to be
healthyin winters.

e) Food is like medicine so always combine foods according to the rules of good food combinations. To the
modern person, who is used to having berries with milk (strawberry shake) or watermelon with curd, it may seem
strange, however the reality is that food is a Bio-chemical and much like a chemistry lab, you cannot mix wrong
chemicals together, otherwise the resulting reactions can harm the lung, intestine, joints, and many more organs.
Eventhough the adverse effects take time.

f) Some wrong food combinations are— Milk or curd with fruits Watermelon with any other food Honey with
Gheeinequal quantity Heating Ghee NonVegetarian Food and Dairy products

g) Consuming food according to the stage of life—Our body needs and digestive capability change with age,
henceitisimportantto eataccording totheage.

For example in childhood one needs more of fats, carbs and proteins. In youth it is more of proteins and carbs, in
middle age sit is more of proteins and rough age and in old age some healthy fats(like ghee) and vegetables with
less of simple carbs and less of heavy proteins (but plant proteins are fine ).

In today's era of rising lifestyle diseases like Diabetes, heart problems, Liver problem sand cancers, Vedic way of
eatingfoods can be the best way to protect ones health andlive a high quality of life .
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" @8 BREAKING THE MOLD AND OVERCOMING BARRIERS -WE ARE DEFINED
' BY THE PATH WE CHOOSE

Anita Y. Tang
Vice President, World Academy of Productivity Science

This is a personal journey of mine- a Chinese woman born in Hong Kong, who lived and
worked in Singapore and now resides in the United States.

The great Roman philosopher, Seneca, asserted that“Luck is When Preparation Meets Opportunity.”| believe that
working hard is one ingredient toward achievement, we also need to have the right resources aligned when an
opportunity arises.

Preparationisalot easier when one likes what one does. | am fortunate that | always like and enjoy what I do. And
as a curious person, | always welcome new ideas and opportunities to learn new things. | have wanted to be a
multi-talented person since lwas young.

Luck, though notalways on my side, my curious personality does help me preparein many different aspects.

1970s-1980s, Hong Kong

| was born in the early 1960s in then-British colonial Hong Kong. I got my first job right after | finished an
Advanced-Level education, it was with a French bank in Hong Kong, first working as a clerk in the settlement
departmentand twoyearslater, asatraineein the dealing room/treasury.

One day afterwork, | went out for dinner with a Malaysian friend, he was a senior person in the industry. My friend
brought another friend of his, a British man who was an expatriate in Hong Kong working in the aerospace
industry. While waiting for my friend to get ready, the British man asked about my job — I said | worked ata bank.
“As asecretary?”he presumed. | asked him why he thought that way. He said, “What else for a woman; not a bank
manager.'That was the end of our conversation. The year was 1983.

By the mid-1980s, I headed the funding desk in another French bank. Two years later, | was one of the pioneersin
Hong Kong engaged in trading the newly introduced financial instruments, and also the only market maker for
Swiss Francinterest rates in Asia. My fourth and last job in Hong Kong was to build a funding desk for an Austrian
bank that entered the Asian-Pacificmarket for the first time.

Luck: Hong Kong's rise as a financial center started around 1970 when banking institutions mushroomed in the
city, thus interbank trading. In the early 1980s, one did not need a college degree to become a trainee in treasury.
At that time, female dealers in Hong Kong did not even make up 10 percent of the industry. Every financial
institution wanted a female dealer in its dealing room to perceive diversity, or “for show.” If one could present a
good trading record, it was easy to get noticed, especially a woman dealer. | liked my line of business, I worked
hard, | continued to update my skills, and, | obviously got noticed.

Inmy eightyearsin four dealing roomsin Hong Kong, preparation met many opportunities.

Breaking the Mold and Overcoming Barriers: It is not true that only men can be good traders, that is only a myth.
Women, who may be the minority in an industry, can shine also. In my last job, we had two female dealers in
treasuryand both excelledin ourroles.
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TheTurn of the 1980s, Singapore
While working for the banks holding their trading deck, I also traded for my own account - as long as the bank and
my personal trading accounts were not in the same brokerage, my bank employers did not see any conflict of
interest. My positions came out ahead on the infamous Black Monday in 1987. It gave me much confidence to start
full-time trading for myself; the goal was to go to Singapore to trade financial futures on the trading floor. However,
my mother was concerned for me as a single woman going overseas to another country where | had no family. |
shelved the plan and continued on my fourth job hitting new milestones. One day, my mother told me that I should
go to Singapore and start my own trading business or else | would find my life unfulfilled. I thought | was happy and
accomplished in my fourth job ... I was glad that my mother, who was also my best friend, knew me better than |
knew myself. | went to Singapore. My mother moved to Singapore and took care of me for three-and-a-half out of
my four years there. During my first yearin floor trading in the Singapore International Monetary Exchange (SIMEX),
| made one-third of what I used to take home from the bank; levelled with the bank compensation in the second
year; did very wellin the third, and the fourth and last year, | did extremely well.

Was SIMEX a hard environment? Of course, from one culture to another, from a controlled working environment to
an everything-goes dog-eat-dog world, from brokers used to entertain me to | was lucky to be offered a chance to
entertain the trading floor order fillers. It was hard. After four years on the trading floor and making many
acquaintances and some friends, many others working in SIMEX still referred to me as “the girl from Hong Kong.”|
did emerge into the country, but not the cultureinthe workplace.

Luck: My past experiences and industriousness in studying the market made it possible for me to do well in trading.
It would be easier if | had order fillers fed me winning trades, but | survived without that benefit. The Exchange
featured me publicly as a successful trader from abroad — as part of its effort to promote more outside traders to
engage in floor trading in Singapore. Being a woman trader gave me an edge in publicity over other male traders
who came from abroad.

Breaking the Mold and Overcoming Barriers: | did not need to rely on order fillers to give me the price edge and could
still survive, so | did not need to entertain them if | chose not to, which I had chosen not to. People viewed it as a
“privilege”tohang out with the order-filling groups, butl'd prefer to hang out with peoplel considered friends — at
oroutside the Exchange.

IntheLate 1980s and Thereafter, the United States

Full-time Student, Part-time Trader

|loved my work but not my workplace. When I started to find excuses not to get up to go to work, I knew the end was
in sight. So, | packed up and went to the United States to get my first and second degree — after eight years with
fourbanksin Hong Kong and four yearsin Singapore trading for my own account. Before | went to Chicago,  only had
two acquaintances there whom| got to know when workingin Singapore. amsstill in touch with one of them.

My older sister in Australia, who retired at age 32, asked why | did not work for a few years more to save up enough
money toretire. I told her that“retirement is not my thing.”

To be a student again was a luxury. With the work experience, | was able to connect real-life incidents with book
knowledge — it all made sense. Those few years were a good break from work for me to leisurely acquire
knowledge. It was a wonderful feeling to know that getting a degree was not about finding a job afterward but for
knowledge and personal growth.




NM=

NOIDA MANAGEMENT ASSOCIATION

You thought | would give up trading? Not a chance. | was a full-time student and a part-time trader. After my first
degree, Ibecame afloortraderagain, and this time, at the Chicago Mercantile Exchange (CME).

Full-time Trader, Part-time Student

Was CME a hard environment? Absolutely. Some Asian people were working on the trading floor but they were
mostly runners than traders; females were working on the floor but they were mostly runners or on clerical jobs. In
my first week on the trading floor, a female order filler told me that“we girls should stick together.” Luckily | did not
take her seriously as she was “unstuck” as soon as a good trade came about and she tried to grab it for herself. As an
independent trader, | learned to rely on my own hard work and view of the market, which most of the time paid off.

| only worked mornings as the market mostly moved then. | had much time at my disposal for the rest of days. |
volunteered for community service or charity work in my first year at CME but did not find sorting food items at the
Greater Chicago Food Depository a good use of what I could offer. For the next two years, | went for an Executive MBA
program — one day a week —at Evanston. [ lovedt.

ANewTerritory

Like many MBA graduates, | got into consulting as soon as | was done with the program. It was not planned but
things just fell into place. I joined a dozen other Hongkongers and started a Shanghai-based management
consultancyin 1999.

Itdid not work out.

However, the development opportunities in China fascinated me — so many new things, so many people keen to
dosomething, and especially when|saw the country on the verge of an economicexplosion.

I started my boutique U.S.-China cross-border business advisory practice in the early 2000s.

There was a time | led an American group to China to attend a forum. We took the train from Shanghai to Nanjing. |
was talking to my American peers. | heard a mother telling her young daughter (5-6 years old) that when she grew
up she should learn to be a translator like this lady (me) here. | told the young girl that learning a foreign language
could be very useful butbeing a translator should not be the sole possibility; the sky s the limit.

Was China consultancy difficult? It was more than difficult as | knew little about the business environment and
business culture there, which turned out to be quite different from what was being practiced in the West. It was a
steep learning curve. The stereotyping certainly did not help either. However, | found a niche — I built a team of
American colleagues in the U.S. and secured working partners in China, my firm offered “Chinese literate, America
experienced”advisory services.

Luck: The fast-changing business environment and robust economic development in China offered many
opportunities and challenges. Captivated by the influx of new information, | soaked up the knowledge eagerly. |
was honest, not shy about asking for help, and did not mind taking the position of devil's advocate. The training from
my business degrees certainly played a key rolein my acquiring new knowledge as I had learned to think outside the
“financial-only” box, something | was very accustomed to as a trading professional. | was prepared to undertake
considerable effort for minimal remuneration to gain practical experience. All these efforts were recognized. |
worked closely with a nationwide think tankin China which gave me more opportunities tolearn and to contribute.
Breaking the Mold and Overcoming Barriers: Stereotyping was the biggest hurdle to overcome. Many American
firms hired a Chinese person in-house and expected this person to know everything about doing business with /in
China.These could be people of Chinese race who might not even speak Put on ghuaand had not beenin China
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previously. Or, an American expatriate was sent to China on a project, came back and became a China expert. Many
times, projects with such hires failed. Other than the big firms, most other consultants in the China space were
boxed into this undesirable stereotype.

|t took time, hard work, proof of ability, testimonials from past clients and other professional service providers, and
much more in order to stand apart from the stereotype. Once that was established, things started to positively
accumulate. Inthe knowledge market, reputationisa firm's ora person's most important asset, which I quard like a
lion.

What's Now and What's Next?

| did not feel that I had spent my time effectively volunteering for community service while at the CME, | eventually
found a more effective role — sharing my experiences with others so that they do not need to go through all the
lessons personally but through some of the others' experience to shorten their learning curve. I was lucky that men
and women before me shared with me their experiences so that | could better find my routes. I have also learned to
share my experiences with others.

Though I believe in mentoring, | am even more accustomed to coaching and knowledge exchange as people do not
have the same experiences and if we can keep an open mind, we can learn alot from each other.

| participated in several annual Camp CEQ events organized by the Girl Scouts of Chicago and Northwest Indiana. It
matched an executive woman with a Girl Scout for a year and the program kicked off with the Camp. It was a three-
day camp and each executive woman was asked to commit 24 hours to the Camp joining its activities. There were
many activities including knowledge and experience-sharing sessions, sports, and group games. While we
executive women shared our stories and experiences, we also learned from the girls. | had a chance to play football
(soccer as it is known in the U.S.), archery, and kayaking, activities we were not exposed to when we were young,
and also saw how proficient the young ladies were with technology.

POWER, opening doors forwomen, was another program | used to support. POWER promotes and develops women
leaders by providing unique opportunities for senior-level leaders and high-potential talent to interact and
exchange ideas with thought leaders, industry experts, and peers. | have always emphasized one notion: “Don't
only demand senior women leaders to pull, high-potential talents should push from below also, team work with
concerted effortsis always more effective to get results.”

Time has changed, knowledge exchange is mutual, it is two-sided instead of one. Times have changed, and
technological advancement has made it possible to do exchanges cross-border and cross-time zones, all at ease in
one'shomebase.

| shared experiences with others not only in North America, but also in Asia, the U.K. and Europe, and Africa. |
continue to expand that network.

| draw strength from those who came before me and | am eager to embrace a chance to continue such tradition.
Remember: Be prepared and be ready to seize any opportunities that arise.
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FINLAND'S STORY OF GENDER EQUALITY AND THE NEW FAMILY LEAVE SYSTEM
liris Maatta
Second Secretary
Embassy of Finland in New Delhi

Finland has a long history of gender equality. Over a hundred years ago, in 1906, Finland
N 258 became the first country in the world to grant all women and men full political rights,
meaning not only the right to vote but also to stand for elections. In the first elections in 1907, 19 women were
elected to the 200-seated parliament. In hundred years, Finland has transformed from a largely rural and poor
country into a competitive, innovative, high-tech Nordic welfare society. The success of Finland as a countryis toa
great extent linked to improvements in the status of women and gender equality. Back a century ago, given early
political rights and education, strong women of the time used their political influence to demand important
reforms for the wellbeing of all. This included better schools and health-care. Later on, during the war years,
women had to work for a living and run the economy, which helped them to become a natural part of the work
force and economy. Without the contribution of half of the adult population, Finland's path towards development
would have looked very different.
Today, women and men are equally represented in the Finnish labour market. This is due to affordable, good-
quality childcare, measures to reconcile work and family life, and a policy to distribute family leaves more evenly
between parents. Free school meals have also played a role in enabling women to work outside the home. In
addition, discrimination based upon gender, gender identity and expression of gender is prohibited by law. There
are of course also areas that still need improvement, such as closing the gender pay gap. Despite the egalitarian
principles and the fact that parental leaves for fathers were first introduced already at the end of the 1970s,
childcare responsibilities have for a long time fallen mainly on women. For a long time, the maternity leave was
much longer than the paternity leave, and the working culture did not necessarily encourage fathers to take much
parental leave. In 2022, Finland reformed its family leave system to better meet the needs of modern society. The
reform aimed to increase equality in working life and between parents and to take better account of different
types of families.In the current system, both parents get an equal quota of parental leave of 160 days, of which 63
days can be transferred to someone else who takes care of the child. You can turn over parental leave days to the
child's other parent, your partner who is not the child's parent, the partner of the child's other parent or another
person who is the child's legal guardian. The reform also gives parents considerably more flexibility as they are
abletotakeleavein several parts oron a part-time basis.
Early statistics show that the family leave reform has had an impact in sharing childcare responsibilities more
equally between women and men. Men's share of parental allowance days has increased by more than eight
percentage pointsin a few years. In 2020, before the family leave reform, men's share of parental allowance days
was aboutatenth, whilein 2023 it was already 16% and in January-June of 2024 the share was just under 20%. At
the same time, women still count for the vast majority of parental leave days.
Oneofthelessonsin Finland's history is that gender equality does not happen automatically or overnight. Gender
equality can be promoted with specific policies like the family leave system described above. It takes political will
and reforms to change things. In addition, many other things such as attitudes and customs matter, and those
take longer to change. A gender equal society benefits women and men and enables everyone to lead a more
balanced life. It also benefits the economy, which can harness the full potential of society and not just a half of
it. For Finland, gender equality was a truly efficient way to develop into a more prosperous and stable society
and economy.
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FROM ENTRY-LEVEL TO BOARDROOM:
OVERCOMING BARRIERS TO WOMEN'S ADVANCEMENT IN INDIAN

CORPORATES
Mahua Venkatesh

Representation of women in India Inc continues to be weak. Though it shows a marginal
improvement of 26.8 per cent in 2024 compared to 23.9 per cent in 2016, the number is
concerning. Different studies throw up different figures. A study by Avtar reflects a higher representation of
women in corporate India.

In the entry level, women's representation is almost 40 per cent, according to the report by Avtar, a leading
workplace culture consulting company. However, the studies reflect weak representation of women in the senior
rolesand thatis not so encouraging for one of the fastest growing economies of the world.

A report by LinkedIn and the Quantum Hub showed that the women's representation in senior management was
only 18.3 per centdespiteIndia'sfocus on gender equality.

Awareness on this issue with most companies now emphasising on D& programmes has significantly increased
and today we have boardrooms aggressively brainstorming on issues related to women's participation. Most
companies have a clear mandate now to hire women as part of CEO goals and objectives. Reqular trainings,
mentorship, offering flexibility are just among the several things that companies are doing to increase diversity.
Pay parityisanother area that s being taken up seriously.

But the findings of the World Economic Forum(https://www3.weforum.org/docs/WEF_GGGR_2024.pdf) clearly
underlines the need for the corporate world to do a lot more. According to the study, India falls in the group of
economies with the lowest levels of economic parity along with Bangladesh, Sudan, Iran, Pakistan and Morocco.
“These economies all register less than 30 per cent gender parity in estimated earned income,” the WEF said,
adding that thelevel of parity inlabour force participationrate is under 50 per cent for all listed economies.
Whenit comes to the highest executive roles, women's representation drops even further: only 6 per cent of CEOs
inthe world are women, representing justa 1 per centincrease from our previous edition.
(https://www2.deloitte.com/id/en/pages/cxo-programs/articles/women-in-the-boardroom-report.html).
The report however points out that Southeast Asian countries have made steady progress and are better placed
when it comes to women representation in senior roles. Women's participation is significantly higher in the
corporate work structure in the Southeast Asian countries, which have also registered an increase in the
percentage of board seats held by women leaders. In 2021, women representation was at 17.1 per cent but
increased 2.8 percentage pointsinjust two years.In2023, it was 19.9 per cent.

While diversity is an area which needs to be taken up across all boardrooms the world over, India needs to
aggressively getits act togetherthough change has started creepingiin.

India's Dynamics

Women contribute only 18 per cent to India's gross domestic product (GDP) though they constitute 48 per cent of
the population, a study by the National Family Health Survey (NFHS) revealed. This is something to be worried
about. Importantly, the study pointed out that gender equality could potentially resultin boosting India's GDP by
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30 per cent. Unsurprisingly, the women participation in labour force is much higherin the rural India. The Economic
Survey noted that the female Labour Force Participation Rate (LFPR) rose to 37 per centin 2022-2023 from 23.3 per
centin 2017-2018. Besides, the Pradhan Mantri Jan Dhan Yojana (PMJDY) has facilitated the opening of 52.3 crore
bank accounts, of which 55.6 per cent of account holders are women, as of May 2024.

However, women participation in the workforce is lagging in the urban areas. The Covid 19 pandemic hit the
employment rate of women even more.

Why working women quit

Women aresstill considered the primary caregivers to their children. By the time they are ready to “devote” more time
to their work, they are in their mid forties when they have to battle ageism. Pay parity is another key issue for
women. Theseissues need to change.

However, thereis one more factor, which women themselves need to address.

Several human resource practitioners say that the fallin number is due to the Indian culture and tradition. Whether
we like it or now, in the West or even in Southeast Asia, the work and family culture is different and the trend is to
have working women.

“After | had children, | decided to focus more on home and | devoted my entire time and energy in bringing themup. |
have no regrets. The aim is not just money but to enjoy the time,”a mid level executive who was working for a
multinational confessed.

“Why should | work? My husband is now earning more than enough and | want to enjoy life. I have no shame in not
earning,”anotherfriend said.

Surely, these examples are many. And it is time that women help themselves.

The overall increase in income levels, especially in the urban areas, has led to many women taking a conscious
decision to opt out of workforce.

Areport by Mint earlier noted that “the decline in female workforce participation is partly about culture. As Indians
became wealthier, families that could afford to keep women at home did so, while those at the lowest rungs of
society are still seen as potential earners.”

As India aims to touch the S5 trillion economy, she needs her women to come forth and be a part of the growth story.
Last year, India during its one year G20 presidency, showcased its culture of diversity with a thrust on women led
development. The government has laid down its vision of Nari Shakti and a developed India by 2047 marked by
gender equality and elimination of stereotypes. While the government has taken a host of proactive steps, we the
people of India need to ensure that those do not remain mere slogans.

The onus is on every Indian to ensure that on ground women participation in the workforce increases with dignity
and unbiased dynamics.

So a piece of advice to women executives, especially those in the mid-level — hang in and seek mentorship from
seniors.
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EXPLORING THE INTERPLAY OF INDIAN MYTHOLOGY, GOVERNMENT
POLICIES, AND NGO EFFORTS FOR GENDER JUSTICE

Sweta Saurabh
Director, | Business Institute, Greater Noida

Introduction
Inthe rapidly evolving global landscape, the concept of equity has moved to the forefront
of public discourse, emphasizing the need for faiess and justice across different sectors of society. The "equity
agenda" refers to intentional efforts and policies aimed at addressing systemic inequalities by ensuring that
everyone—regardless of their background, race, gender, socioeconomic status, or other identifiers—nhas access
tothe same opportunities and resources.

Equity differs from equality in that it acknowledges individuals' unique circumstances and aims to provide
support tailored to their specific needs, instead of assuming a one-size-fits-all solution. As wealth and
opportunities become increasingly polarized, nurturing a balance through the equity agenda is essential for
fostering social cohesion, economic prosperity, and a sense of belonging for all citizens.

A crucial aspect of this broader equity agenda is the pursuit of women's equity, which involves ensuring that
women have equal rights, opportunities, and access to resources. Gender disparities have long shaped the lives of
women in Indian society, imposing systemic barriers to their progress. Achieving women's equity requires
dismantling these barriers while empowering women to break free from patriarchal norms. Interestingly, Indian
mythology offers numerous examples of powerful female figures whose stories of strength and resilience remain
relevant today. These narratives, combined with contemporary government policies and civil society efforts,
illustrate the ongoingjourney toward genderjustice inIndia.

This article delves into the women's equity agenda by bridging perspectives from Indian mythology, government
policies, and the work of NGOs, complemented by relevant statistics to highlight both the challenges and progress
inachieving gender justicein India.

Insights from Indian Mythology on Women's Equity

Indian mythology is replete with stories of strong women and goddesses that symbolize empowerment, justice,
and resilience—uvalues central to today's women's equity agenda.

One of the most prominent figures is Durga, the warrior goddess, who represents courage and strength. Durga
embodies the power of women to challenge injustices and defend theirrights, and her story has become a symbol
of women's empowerment in India. This symbolism resonates with feminist movements, where women continue
to fight for equal rights and protection against violence. Despite the cultural reverence for Durga, gender-based
violence remains rampant in India. According to the National Family Health Survey (NFHS-5,2019-2021), 46% of
Indian women reported experiencing some form of physical or sexual violence from their partners during their
lifetime, highlighting the gap between culturalideals and lived realities.

Similarly, the story of Sita, from the epic Ramayana, offers insights into resilience in the face of societal judgment
and hardship. Though often portrayed as a symbol of devotion, Sita's strength is evident in her endurance of
abduction, separation from her family, and societal judgment. Her journey mirrors the perseverance required by
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women today as they navigate a patriarchal society. For example, India's female labor force participation rate
remains alarmingly low, around 24% in 2022, one of the lowest globally. This underscores the persistent structural
barriers towomen's economicempowerment.

Draupadi, from the Mahabharata, is another powerful symbol. Humiliated in a royal court, Draupadi demanded
justice, embodying the ongoing fight for dignity and respect that women seek today. Draupadi's battle for justice
reflects the continuing struggle against gender-based violence. According to the National Crime Records Bureau
(NCRB), over 31,000 rape cases were reported in India in 2021 alone. These figures are a grim reminder of the deep-
rooted issues women face regarding personal safety and respectin society.

While Indian mythology highlights the strength and resilience of women, it also reminds us of the gender-based
struggles that persist today. By aligning these mythological stories with modern-day feminist movements and
policyactions, Indian society can draw inspiration to create a more equitable future forwomen.

Contemporary Government Policies forWomen's Equity

To combat gender disparities, the Indian government has implemented several policies designed to promote
women's equity. These initiatives seek to create an environment where women can thrive, free from the systemic
barriers that have historically limited their progress. One of the most significant initiatives is Beti Bachao, Beti
Padhao (Save the Girl Child, Educate the Girl Child), launched in 2015. This program aims to improve the declining
child sex ratio and promote education for girls across India. By addressing gender discrimination and advocating for
equal educational opportunities, this initiative represents a critical step toward closing the gender gap.
Government data indicates progress, such as the improvement in the sex ratio at birth in Haryana from 834in 2011
to 918 in 2021. However, challenges remain, with female literacy rates still trailing behind male literacy rates
(70.3% compared to 84.7%, according to NFHS-5), signaling that more work is needed to ensure equal educational
access.

In addition to educational initiatives, the Mahila-E-Haat (Women's E-Marketplace) was launched by the Ministry
of Women and Child Development to promote women's entrepreneurship by facilitating the sale of products and
services by women. This online platform is a vital step toward supporting women's financial independence and
economic empowerment, particularly for those operating in the informal sector. Despite these efforts, women
represent only 13.76% of Indian entrepreneurs, illustrating the ongoing need to bridge this gap. Digital platforms
like Mahila-E-Haat can play a significant role in helping women achieve financial autonomy, thus contributing to
their overall empowerment.

Moreover, the National Mission for Empowerment of Women (NMEW) takes a multi-dimensional approach
by focusing on women's health, education, employment, and legal rights. The mission has made notable strides in
improving maternal health, as evidenced by the decline in India's maternal mortality ratio (MMR) from 167 per
100,000 live birthsin 2011 to 97in 2020. This reflects a growing commitment to women's health, yet further action
isnecessary to ensure that all women benefit equally from such initiatives, particularly in rural & under served areas.
Additionally, the One Stop Centre Scheme (0SC), also known as Sakhi, provides integrated services to women
affected by violence, offering essential medical, legal, and psychological support. Since itsinception, more than 700
centers have been established, aiding over 300,000 women as of 2021. However, the continued rise in gender-
based violence highlights a pressing need for stronger systems to protect women and provide them with the
supportthey need.
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Together, these initiatives reflect a strong commitment from the Indian government to advance women's equity
and empower them in multiple areas of life. Although progress has been achieved, persistent challenges demand
continuous efforts and creative strategies to ensure that every woman can fully attain herrights and potential.

NGO Contributions to Women's Equity
Non-Governmental Organizations (NGOs) play a crucial role in advancing women's equity, often filling gaps in
government efforts and providing direct services to under served communities. By addressing critical issues such as
education, healthcare, financial empowerment, and gender-based violence, NGOs are instrumental in fostering
environments where women can thrive.

One notable example is SEWA (Self-Employed Women's Association), which focuses on empowering women in the
informal sector—an area that accounts for a significant portion of the Indian economy. By providing microfinance,
healthcare, and vocational training, SEWA addresses the economic challenges these women face, thereby
enhancing their livelihoods. With over 1.9 million members, SEWA plays a vital role in supporting women who
contribute approximately 55% to India's GDP yet remain unde rrepresented in formal financial systems. This
supportnotonly upliftsindividual women but also strengthens the economy asawhole.

Inthe realm of education, Pratham emerges as one of India's leading education-focused NGOs, dedicated to closing
the gender gap in education, particularly for girls from disadvantaged backgrounds. The organization's Annual
Status of Education Report (ASER) 2023 reveals that while girls' school enroliment rates have improved, significant
gaps persist in learning outcomes. For instance, fewer girls enroll in STEM fields compared to boys, limiting their
future opportunities in high-demand sectors. Moreover, the lack of access to smart phones means girls lag in digital
skills, further exacerbating the gender gap in technological proficiency. Although girls outperform boys in reading
their regional language, socio-cultural barriers, such as early marriage and domestic responsibilities, continue to
hinder their educational progress.

Complementing these educational efforts, Jagori emphasizes gender sensitization and advocates for survivors of
gender-based violence. Through campaigns like Safe Delhi, Jagori aims to create safer urban spaces for women.
However, despite these initiatives, a staggering 93% of Indian women report feeling unsafe in public spaces,
highlighting the urgent need for continued work in gender-sensitive urban planning and policy advocacy. This
unsettling reality underscores the interconnectedness of education, safety, and economic empowerment in
advancingwomen'sequity.

Moreover, Goonj addresses the critical issue of menstrual hygiene by providing low-cost sanitary products to
women inrural areas and educating communities on menstrual health. This workis particularly vital, as 23% of girls
drop out of school upon reaching puberty due to a lack of menstrual hygiene products. Goonj's initiatives, such as
"Not Just a Piece of Cloth," have positively impacted millions of women, yet the need for continued action remains
imperative to tackle this widespreadissue.

Collectively, these NGOs illustrate the multifaceted approach necessary to promote women's equity, demonstrating
that progress in one area—be it economic empowerment, education, safety, or health—can lead to
transformative outcomes in others. The ongoing efforts of these organizations are crucial in paving the way for a
more equitable society where women can achieve their full potential.

NurturingWomen's Equity — A HolisticApproach

Achievingwomen's equity in India requires a holisticand collaborative approach thatincludes governmentaction,
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NGO interventions, and societal change. The narratives from Indian mythology provide cultural examples of strong
women, while modern policies and NGO initiatives offer practical tools to dismantle systemic barriers. Government
policies, such as Beti Bachao, Beti Padhao, and NGO initiatives like SEWA's support for women in the informal
economy, work together to address the multi-faceted challenges that women face. Collaboration between
governments and civil society is critical to ensuring that progress toward women's equity is sustained and inclusive.
Cultural attitudes toward gender roles must also shift for these initiatives to succeed. Campaigns promoting the
values of gender equality and elevating mythological female figures can help challenge patriarchal norms and
create a more equitable society. Additionally, stronger enforcement of existing laws is necessary to combat the root
causes of gender-based discrimination and violence. Programs like Sakhi must be made more accessible to ensure
survivors of violence receive the support they need.

Conclusion: The pursuit of women's equity in India is deeply rooted in mythology, modern policy frameworks, and
aivil society efforts. Drawing inspiration from mythological figures like Durga and Draupadi, who symbolize
strength and resilience, and aligning these ideals with government initiatives and NGO efforts, India is making
strides toward gender justice. However, the journey s far from complete.

Women's equity involves breaking down the entrenched social, economic, and cultural barriers that have
historically held women back. While government policies and NGO programs are integral to this effort, lasting
change will require a societal shift in attitudes toward women. Only then can India fully realize the promise of
genderjustice—where all women, like the goddesses of Indian mythology, canrise to their full potential.
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CORPORATE DIVERSITY AS A GAME CHANGER: A GLOBAL PERSPECTIVE
Prof (Dr) Tripti Bajpai Toor
Professor, SB,, BPIT (GGSIPU), Delhi
Corporate diversity is gaining attention as a powerful tool for companies looking to boost
growth, innovation, and long-term success. Businesses around the world are beginning
to understand that having a diverse and inclusive workforce is not just about doing the
right thing; it's also about improving their performance, staying competitive, and
appealing to a broader range of customers. In this article, we'll explore what corporate diversity means, its
benefits,and some of the challenges organizations face when trying to create aninclusive workplace.
Whatls Corporate Diversity?
Corporate diversity means having a workforce that includes people from a wide variety of
backgrounds—different races, genders, ages, nationalities, religions, and so on. It also means having employees
with different skills, experiences, and ways of thinking. On top of that, inclusion is about creating a work
environmentwhere everyone feelsvalued, respected, and empowered to do their best.
When companies prioritize diversity and inclusion (D&I), they make sure all voices are heard, and people from
different backgrounds can contribute their unique perspectives. This leads to more creativity, better decision-
making, and new ideas. Companies that focus on D&l don't just meet social expectations—they set themselves
up for better business results.
The Business Case for Diversity: Why It Matters
Research shows that diverse companies tend to do better financially. A report from McKinsey & Company found
that organizations with more women in leadership were 25% more likely to be profitable compared to those with
fewer women in these roles. Additionally, companies with more racial and ethnic diversity were 36% more likely
to outperform less diverse peers. Diverse teams bring fresh perspectives, which can lead to better problem-
solvingand innovative solutions.
Another study by the Boston Consulting Group (BCG) revealed that companies with diverse management teams
earned 19% more revenue through new ideas and products than companies with less diversity. For industries like
technology and pharmaceuticals, where innovation is key, having diverse teams can be a huge advantage.
Deloitte's research also supports this, showing that inclusive cultures are much more likely to experience better
business results, such as higher profits, improved employee satisfaction, and stronger innovation. The evidence is
clear: diversityisn'tjusta nice-to-have; it'sa must-have for companies that want to succeed.
Diversity Across the Globe
The way companies approach diversity can vary depending on the region and culture. Let's look at how different
parts of the world are handling diversity efforts:
North America: Leading the Way
In the United States, many companies are pushing hard for diversity. Some of the biggest corporations are setting
goals to increase gender and racial diversity within their ranks. For example, the Women in the Workplace Report
by LeanIn.Org and McKinsey found that the number of women in senior management roles has grown steadily
over the past few years. However, challenges remain, and there's still work to be done to close the gender gap.
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Many U.S. companies are also committed to racial diversity, especially following global movements for racial justice.
A report by the Human Rights Campaign (HRC) showed that more than 800 businesses have achieved top scores for
LGBTQ+ inclusion, demonstrating an ongoing effort to expand diversity beyondjust genderand ethnicity

Europe: Policies Driving Change

In Europe, governments are actively promoting diversity through laws and regulations. For instance, the European
Union's new rules require companies to have atleast 40% of non-executive board members be women by 2026.The
UK's Hampton-Alexander Review also set targets forincreasing female representation in leadership roles, and many
companies have already reached or exceeded these targets.

The European Commission's report on equality shows a strong focus on integrating different groups—like ethnic
minorities, LGBTQ+ people, and those with disabilities—into the workforce. These efforts are aimed at creating a
moreinclusive work environment across Europe.

Asia: Focus on Gender Diversity

In Asia, the focus on gender diversity is increasing. Japan, for example, has traditionally struggled with gender
inequality, but recent efforts through government initiatives have led to more women participating in the
workforce. India has also introduced laws requiring listed companies to have at least one female board member,
showinga commitmenttoincreasing gender representation despite cultural and systemic challenges.

Thelmpact of Corporate Diversity

Diversity has a big impact on companies, affecting everything from innovation and financial performance to
attractingand keeping talent. Here's how:

Innovation and Creativity

Diverse teams are proven to be more innovative. A study in the Harvard Business Review found that companies with
diverse leadership teams were more likely to grow their market share and capture new markets. When people with
different experiences and backgrounds come together, they bring new ideas and perspectives, which can lead to
creative solutionsand products.

For example, Procter & Gamble (P&G) has used its diverse workforce to develop products that cater to different
consumer needs worldwide, giving them an edge in global markets.

Better Financial Performance

Deloitte's research shows that companies with diverse and inclusive cultures are more likely to meet or exceed their
financial goals. Employees who feel they belong and are valued tend to be more engaged and productive, which
benefitsthe company's overall performance.

A study by the International Labour Organization (ILO) found that companies with gender-diverse leadership teams
are 21% more likely to be profitable than their peers. For instance, Microsoft's D&l strategy has helped increase
employee satisfaction and contributed to its financial success.

Attracting and Keeping Talent

Companies that prioritize diversity are more attractive to job seekers. A report by Glass door revealed that a large
majority of job seekers consider diversity animportant factor when choosing where to work. Companies with strong
D&l strategies are more likely to retain employees, as they create an environment where everyone feels valued.
Salesforceisagood example of a company with successful D&l initiatives that promote inclusion and high employee
retention. By building a diverse workforce, they create a culture that appeals to talent from around the world,
jving growth andinnovation.



NIM\=

NOIDA MANAGEMENT ASSOCIATION

The Challenges of Achieving Diversity

Even though diversity has many benefits, companies often face challenges inimplementing it effectively. Common
barriersinclude unconscious biases, resistance to change, and lack of leadership support.

Unconscious biases-automatic attitudes or stereotypes-can influence hiring and promotion decisions, leading to
less diversity in leadership roles. Companies may offer bias training, but without deep changes in policies and
practices, these biases persist. A report by the World Economic Forum (WEF) found that only 30% of companies have
effective strategies for achieving their diversity goals, showing a gap between intent and action. Another report by
Catalyst highlights that under represented groups often don't have access to mentor ship and sponsorship, making
itdifficultforthemtoadvancein their careers.

Leadership's Rolein Driving Diversity

Leaders play a key role in making diversity work. Inclusive leaders set the tone for their organizations by modeling
behaviours that promote diversity and holding their teams accountable for progress. Research suggests that
companies withleaders who are actively involved in diversity efforts tend to see more success.

Pepsi Co, forexample, ties its senior leaders' evaluations to diversity goals, ensuring that diversity becomes a priority
inthe company's culture and strategy.

Looking Ahead: Diversity as a Strategic Priority

Corporate diversity isn't just a trend; it's becoming an essential part of business strategy. Companies that embrace
diversity are more likely to achieve long-term growth and maintain a competitive edge. Moving forward, we can
expect more companies to develop personalized diversity strategies, hold leaders accountable, and use technology
to identify and reduce biases. By making diversity central to their business model, companies set themselves up for
successinanincreasingly diverse and interconnected world.
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FEMININE LEADERSHIP

Anupama Jha

Corporate Trainer & a Life Coach

The world has made significant progress. More and more women are assuming leadership

positions in the Corporate world. However, they continue to navigate challenges as they
‘, e are persistently scrutinized and disadvantaged on issues such as their suitability and
capabilities. In order to have an edge over their male counterparts, it is imperative that
women lead with their Divine Feminine. Simply put, it means not trying to fitinto the boys' club in order to lead.
Instead leading through their spiritual energy which is compassionate, vulnerable, heart-led, intuitive and
Creative.
Practicing feminine leadership can liberate women managers from subordinate and controlled positionings in
gender hierarchies. It can make them ethical leaders which only comes if you are able to tap yourinner power and
getguided from within. Such aleadership is ethical because it comes from practicing spirituality which s the most
unrecognized and unacknowledged tool in the arsenal of a corporate leader.
Good leaders are hard to find. There is a misconception that leadership is about structure, competition, being
secretive, guarded, action-driven, data-based, goal-oriented, and outcome-focused. Such leaders struggle with
theirteams that don't trust them. The team lack motivation and inspiration. Itis expected normally for the leaders
to embody masculine energy. Such leaders are totally result focused at any cost. Because in the corporate world it
is believed, if you cannot measure something you cannot manage it. Often times such leaders are feared and not
necessarily respected While it certainly is important that leaders should be smart, strategic and decisive and
should be able to analyze, plan, and execute their vision. But these are not enough in the real world to be a truly
effectiveandinspiring leader.
Some of the most successful and admired leaders in history have led with their heart. However, in the harsh and
competitive corporate world, men have been told that those leading with their heart equals being weak. And a
leader must be smart and strategic and not allow their soft side to emerge. The result is toxic workplaces full of
people who work together but are completely disconnected from each other, competing against one another to
see who reaches the top first, even if it means stepping on other people's toes to climb faster. It also leads to
employees being in a constant state of anxiety and stress because they suppress how they truly feel about things
and lack the courage to show up authentically Women with their inherent femininity can easily and naturally
lead with theirheartand be more effective asleaders.
What does Feminine leadership or leading with the heart mean? For starters, it means to be more authentic,
empathetic, ethical, and caring deeply about the people you lead, the causes you serve, and theimpact you create.
[talso means to beguided by your values, intuition and to show compassion, kindness and gratitude. |t also means
building lasting relationships, creating a collaborative environment and being nurturing and patient with people.

It means living in the moment rather than the past or the future. Being guided from within gives a person inner
strength. It makes external trouble appear smaller and easier to tackle. Also, when a person goes within, he/she
getsananswer to why the problem happenedin the first place.

Aspiritual leader whois guided by the conscience, takes action and is not totally focused on the result. Such a
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leader don't stifle anyone's creativity and innovation. They don't intimidate, rather encourage their team to have
experimental mindset. They create an environment of psychological safety, taking feedback from the employees.
They are authenticand show genuine concernandinterestin people they work with

Leading withyourheartis not something that you are bornwith nor canyoulearn froma book.

Itis something that you develop through practice and experience. Itis a skill that you can cultivate and improve over
time. This is reinforced when you are associated with the right environment that would nurture this quality over a
period of time.

This can be achieved by practicing self - awareness. A simple question to be asked is 'Who am I'? 'What do | truly
wantout of my life'? Ifthere were no barriers like money or power, what would I want to do? Consider the answers to
these questions to be your sense of inner wisdom and trust the messages you receive. Self-awareness is the key
component of emotional intelligence.

In order to practice self - awareness, one has to practice stillness of mind and body. When we practice stillness we
shift from pursuing the external markers of success and instead focus on the intrinsic goodness that ancient wisdom
and modern science say are the true basis of a good life. Meditation helpsin stilling the body and the mind.

Such leaders live consciously. This means they live life of their choosing, not chance. They understand that the body
and senses denote the physical aspects of human existence, distinct from the supreme Self; they realise that
physical experiences are separate from the true intellect. Such leaders have greater mental clarity, emotional
growth and spiritual insight. They are action oriented, yet detached from the result. Their inner power gets
enhanced.

It's time women show up in leadership tuned into their inner strength and wisdom. It means leading with their
heart. It's time to create more balance between the structured container of the Masculine and the intuitive force of
the spiritual feminine. It's time for the Feminine to rise. This can create workplaces where people are kind,
transparent, compassionate, and able to thrive and achieve andstill cheer each other on.

Becoming a leader who leads with the heart is not a one-time thing. It is a continuous journey of learning and
growing. Reflecting on their life and profession is a regular routine for such leaders. They have to consider their
impact on the organization and the people they lead. It is a way of being and a way of doing. It is a way of delving
within and drawing strength from the unlimited authentic power that we are born with. It is a gift that women
leaders can give to themselves and to others.
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THE EQUITY AGENDA — NURTURING FOR BALANCE
Suparna Tandon
CEO, NPS Trust

k The issue of gender equity has been fiercely debated internationally, nationally and
s ¥ locally in various fora, across time. For a country to achieve equitable growth, it is

== necessary that all sections of its population, both male and female, have equal access to
resources. The vision for ViksitBharat@2047 envisages the Indian economy as a driver of global economic growth
and a magnetfor global talent, trade and capital, translating into an average annual growth of about 7.5% over
the next 20-25 years. This can only be achieved when both men and women have equal access to the basic
necessities of education, health as well as access tolivelihoods and income.

In this context, it may be pertinent to take a look at some of the important gender statistics, such as the Gender
Development Index (GDI), the Gender Inequality Index (GlI) and the Female Labour Force Participation Rate
(FLFPRY), to understand the status of gender equality in India. The World Economic Forum also publishes the
Gender Gap Report on the state of gender parity. Further, the United Nations Sustainable Development Goals
(SDGs) focus on gender equity and empowerment of women and girls, among others.

The Gender Development Index (GDI), introduced by the UNDP in its Human Development Report in 1995,
measures gender inequality across three key areas of human development, i.e., education (mean years of
schooling for adults aged 25 plus), economic resources (estimated annual income) and health (longevity and
health indicators). The UNDP Human Development Report (2023-24) has ranked India 134th among 193
countries in its GDI rankings. It is noteworthy that some of its Asian neighbours are placed much higher, such as
China (75th), Sri Lanka (78th), Vietnam (107th), Indonesia (112th), Bhutan (125th) and Bangladesh (129th). Two
of the key indicators where India scored 'low' are mean years of women's schooling (5.5 years as compared to 7.6
for men) and per capita income ($2958 as compared to $10,696 for men, on PPP basis). Women have fared even
worse in the UNDP Gender Inequality Index, where India's rank dropped from 102 to 134 between 2021-22 and
2023-24, mainly due to a high Maternal Mortality Rate (MMR) of 103 per 1,00,000 live births (SDG 3.1), very high
ABR oradolescent birth rate (SDG 3.7) of 16.3 as against WHO target of 2.5 (ABR is the number of births to women
aged 15—19 per 1,000 women in that age group). Further, women participation in the political space, measured
by the number of seats in Parliament (SDG 5.5) is only 14.6, population with secondary education (SDG 4.4) is
41.0% for women (as compared to 58.7% for men), and finally, labour force participation rate is only 28.3% as
comparedto76.1% formen.

TheWorld Economic Forum's Global Gender Gap Index (2024) has ranked India 129th (out of 146 countries), with a
score of 0.661. What s telling is that there has been decline in both score as well as rank over 2023, by -0.002 and 2
ranks respectively. Not only that, India ranks third lowest in Southern Asia. WEF's Global GGl annually benchmarks
the current state and evolution of gender parity across four key dimensions: 'Economic Participation and
Opportunity', 'Educational Attainment;, 'Health and Survival', and 'Political Empowerment'. A study of the sub
indicesindicates that India has recorded the lowest levels of economic parity, similar to Bangladesh, Sudan, Iran,
Pakistan, and Morocco, with less than 30% gender parity in estimated earned income. India showed the best
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The overall increase in women's participation in the labour force is driven by more rural women joining the
workforce. The PLFS 2022-23 data shows that the LFPR increased by 5% for urban women and 14% for rural women.
This could partly be linked to a more accurate measurement of women's work, according to several analyses.
Women in India, and many developing countries, are widely engaged in unpaid economic work—different from
care work or domestic work, like working on farms or family enterprises for instance—for which they are neither
paid nor recognised as workers. The data being collected now is more cognisant of the historical mismeasurement of
women's work and might be the reason for the increase in FLFPR. Women unpaid workers rose from 31.7% of total
women workers to 37% from 2017-18 t0 2022-23.

gender parity in secondary education enrolment, ranked 65th globally in political empowerment of women and
10thin parity of years with female/male heads of state over the past 50 years. However, women's representation in
ministerial positions (6.9%), and in Parliament (17.2%) remains very low.

Over the last decade, the Government of India has introduced a number of initiatives aimed at reducing the gender
gap across social, economic and political spheres, namely, the Beti Bachao Beti PadhaoAndolan, establishment of
Mahila Shakti Kendras, Mahila Police Volunteers, Rashtriya Mahila Kosh, Sukanya Samriddhi Yojana and Kasturba

Gandhi Balika Vidyalayas. 33% of the seats in Panchayati Raj Institutions are reserved for women. Similarly, the
Constitution has also reserved one third of all seats in Lok Sabha and the State Legislative Assemblies forwomen. In
order to promote female entrepreneurship, the Government has initiated Programmes like 'Stand-Up India' and
'Mahila-e-Haat' (an online marketing platform to support women entrepreneurs/SHGs/NGOs) and the
'Entrepreneurship and Skill Development Programme’ (ESSDP).

Female participation in the labour force and access to decent and appropriately paid work is essential for inclusive
and sustainable development. With rural India driving the trend, the Economic Survey (2023-24) observes that the
female Labour Force Participation Rate (LFPR) rose to 37% in 2022-2023 from 23.3% in 2017-2018, although it is
well below the global average of 47%. As of May, 2024, the Pradhan Mantri Jan Dhan Yojana (PMJDY) has facilitated
the opening of 52.3 crore bank accounts, of which 55.6% of account holders are women. The Deendayal Antyodaya
Yojana - NRLM, the Self-Help Groups (SHGs) programme covering more than 89 million women under 8.3 million
SHGs, has been empirically associated with women empowerment, enhancement of self-esteem, personality
development, reduced social evils, and mediumimpacts in terms of better education, higher participationinvillage
institutions and better access to Government schemes. Secondly, the encouraging wave of women
entrepreneurship fueled by 'Start-up' and 'Stand-up' India have ensured that around 68% of the loans have been
sanctioned to women entrepreneurs under Pradhan Mantri Mudra Yojana (PMMY), and 77.7% of the beneficiaries
under Stand-Up India are women, as of May 2024. Thirdly, under the aegis of Digital India, as of July 2023, more
than 53% per cent of the Prime Minister's Rural Digital Literacy Campaign (PMGDISHA) beneficiaries are women. In
order to increase the participation of women in leadership roles, the Companies Act, 2013 mandates that all listed
companies and all unlisted companies with paid up share capital of 3100 crore or a turnover of T300 crore must have
atleast one women director on their Boards.

The gender gapin India'slabour force, attributed largely to conservative social norms and due to both 'demand'’ side
(work opportunities) and 'supply' side (availability of women for work) factors, remains the most persistent
paradox of recent decades. This is despite increased economic growth, a decrease in fertility rates and increased
enrolment of women in higher education over decades. The exclusion of women from paid work has resulted i
perpetual genderinequality in the economy.Traditionally, womenin India havelargely been employedin labou
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intensive, low paid and informal work without social security, such as insurance and pension. The State of Working
India Report, 2023 has pointed out that older women with lower levels of education are exiting the workforce, while
atthe same time, younger women with higher levels of education are entering it, the number of women in salaried
employment is increasing, while women in informal wage work are decreasing and the share of women working in
agricultureis decreasing, while the proportion of women entering the services sectorisincreasing. As the number of
women in salaried employment increases, it has a positive impact on the gender gap in earnings, which decreases
with more women leaving casual wage work. These shifts in the female workforce imply a longer term impact on
women's economic participation in the country. In the latest round of PLFS (2022-23), another significant trend was
observed, that the proportion of self employed women rose to its highest at 70.1%, up from 60% in 2021-22. The
category of self employed has two sub categories in PLFS-own account worker and employer, and unpaid helper in

household enterprises. More than half of the women worked as“unpaid helpers”in family enterprises.
The share of self employed female workers has always been higher in rural areas as compared to urban areas.

Agriculture and allied activities account for three fourths of the work that rural women are involved in. The increase
in self employed workers can also be interpreted as a sign of more women taking up entrepreneurship across the
country. Under the Pradhan Mantri MUDRA Yojana, which extends micro credit for entrepreneurship, nearly 70% of
beneficiaries are female and 84% of loans sanctioned under Start Up India have also gone to female beneficiaries.
Both these programmes have been enabled through the drive for digital financial inclusion in recent years, which
have been gender inclusive in design. Some caveats, however, must be looked at. The State of India Working Report
connects the rise in self employed rural women to the rise in economic distress after the pandemic, which has
impacted women more than men. The data bears this out. The increase in the self employed category of workers,
which was prevalent during the pandemic amongst both men and for women, is back to pre pandemic levels for
men but remains increased for women. It might be that both trends coexist, economic distress forced more women
to enter paid work, and easy access to credit through government schemes has enabled more women to start micro

enterprises. Inany case, thereis afundamental shift underway inwomen's participationin the Indian economy.
Not unexpectedly, despite the overall increase in women's workforce participation, the burden of care work and

domestic work on women has not decreased. Women in India spend an average of 7.2 hours on unpaid domestic
work compared to 2.8 hours spent by men, which has a direct bearing on their ability to participate in paid work. This
isbecause women continue to have a 'triple’ gender role (reproductive work which is unpaid, productive work which

isunder paid & community work which is also unpaid) whereas men only perform 'productive' & ‘community' roles.
With more women entering paid work in the country, the quality of employment will matter, with 'decent’ work,

defined by fair income, social protection and safe working conditions, as the underlying goal. At the same time,
women's entry into the workforce must be supported with greater investments in care infrastructure and services,
along with the reduction and redistribution of care work at home. The Government has taken various steps
toimprove female's participation inthe labour force, to ensure their economic security and quality of their
employment. Some of the important measures include, codification of various Labour Laws for harmonising the
needs of job seekers, improvement in Maternity Leave Rules, child care leave and skill upgradation through Women
Industrial Training institutes, National Vocational Training Institutes and Regional Vocational Training Institutes.
Similarly, corporate employers must consider important incentives to encourage higher female participation, such
as flexible working hours (remote work options, flexible hours, and compressed workweeks), paid healthcare
benefits, child care assistance (creche facility in workplace), among others. But most importantly, employers must
extend equal pay for equal work and design leadership training and other development programmes specially

targeted for career progression.
Government, business leaders and society must collaborate to contribute to macro level solutions for gender

equality and to ensure equal pathways to growth, prosperity, innovation, and sustainability for both men and
women. Through collaborative efforts and targeted interventions between governments and business,
etween institutions and communities, itis possible to make 50/50 a reality.
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FLY HIGH, SCALING HEIGHTS:

UNLEASH FOR THE NEXT NORMAL
Central Warehousing Corporation, Corporate Office, New Delhi ”

(Sangeeta Ramrakhyani) (Ranjan Mutreja)
Director (Personnel) Storage & Inspection Officer

As we navigate the complexities of a rapidly changing world, the mantra "Fly High, Scaling Heights" resonates
deeply. This phrase encapsulates the ambition to rise above challenges, embrace innovation and unlock potential
in the "next normal" — a term that signifies the evolving landscape of our lives, both personally and
professionally.
As the world transitions into the "next normal," businesses and individuals alike are navigating a landscape
marked by rapid change and unprecedented opportunities. The concept of "fly high" and "scaling heights" has
never been more relevantas one seek to adaptand thrive inthis evolving environment.
Here'show one can unleash ones potential and soarin the new era.

The Context of the Next Normal
The "next normal" emerged as society grappled with the aftermath of global events that reshaped our routines
and perspectives. The pandemic, technological advancements and environmental challenges have prompted a
re-evaluation of how we work, live and interact. In this new paradigm, adaptability and resilience are paramount.
Understanding the "Next Normal"
The "next normal" refers to the evolving landscape shaped by technological advancements, global challenges
and shifting societal norms. It encompasses changes in work environments, consumer behaviour and the global
economy. Understanding this new paradigm is essential foranyone looking to succeed in the coming years.
A.  KeyDriversof Change
Several factors are driving this transformation. Now, let us understand the landscape of change as illustrated
below:-
Embrace Innovation
Innovation is the cornerstone of success in the next normal. Companies must prioritize agility and creativity,
exploring new technologies and methodologies to stay ahead of the curve. Encourage a culture of
experimentation within ones organization, where newideas are welcomed and tested.
Prioritize Digital Transformation
The digital revolution has accelerated, making it essential for businesses to invest in digital transformation. This
means leveraging data analytics, Al and cloud technologies to streamline operations, enhance customer
experiences and drive growth. Embracing digital solutions will position one to respond swiftly to market changes
and customerneeds.
Foster Resilience

Resilienceis key to navigating uncertainty. Building a resilient organization involves not only preparing for
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disruptions but also cultivating a mind-set that views challenges as opportunities for growth. Encourage teams to
develop flexibility and adaptability, enabling them to pivot strategies when necessary.

Cultivate Leadership

Strongleadership s vital in guiding teams through change. Leaders should focus on clear communication, empathy
and vision. By inspiring and empowering employees, leaders can create a motivated workforce ready to tackle new
challengesand pursue ambitious goals.

A. Strategies for Scaling Heights

To thrive in the next normal, individuals and organizations must adopt strategies that emphasize agility, resilience
andinnovation.

1.Embrace Agility

Agility is crucial in a rapidly changing environment. Organizations must be willing to pivot quickly in response to
new information and shifting market demands.

Agile Methodologies

Implementing agile frameworks in project management enables teams to collaborate effectively and adapt to
changes swiftly. Thisapproach fostersinnovationand accelerates delivery.

ContinuousLearning

Encourage a culture of continuous learning where employees are empowered to acquire new skills and knowledge.
This adaptability positions organizations to embrace change rather thanresist it.

2.FosterInnovation

Innovation is the lifeblood of growth. To scale new heights, businesses must cultivate an environment that
encourages creative thinking and experimentation.

DesignThinking

Adopt design thinking methodologies to address complex problems. This human-centered approach promotes
empathy, ideationand prototyping, leading toinnovative solutions.

Cross-Functional Collaboration

Breaking down silos and encouraging collaboration across departments can spark new ideas and drive innovation.
Diverse teams bring varied perspectives that enhance problem-solving capabilities.

3.Enhance Employee Well-Being

A motivated and healthy workforce is essential for organizational success. Prioritizing employee well-being fosters
loyalty and enhances productivity.

Mental Health Support

Implement programs that support mental health and well-being. Providing access to counselling services and
promoting mindfulness can create a supportive work environment.

4.The Role of Technology

Leveraging Technology for Growth

Technology plays a pivotal role in scaling heights in the next normal. Organizations must leverage digital tools and
platforms to enhance efficiency and drive innovation.

Data Analytics

Utilize data analytics to inform decision-making. Analysing consumer behaviour and market trends can provide
valuableinsights that drive strategicinitiatives.

30
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TheRise of Artificial Intelligence

Artificial Intelligence (Al) is transforming industries by automating processes and enhancing decision
-making. Organizations that harness Al can gain a competitive edge.

C Navigating Challenges

While the next normal presents numerous opportunities, it also poses challenges that require strategic navigation.
As we strive to "fly high" and "scale heights" in the context of the next normal, it is essential to acknowledge the
numerous challenges; organizations and individuals face. Below, we delve into some of the significant challenges
presentin this pursuit:

Managing Uncertainty

The unpredictable nature of the current environment necessitates robust risk management strategies.

1. Rapid Technological Change

Description:

The pace of technological advancement presents a dual-edged sword. While it provides opportunities for growth and
improvement, it also creates pressure to adapt quickly.

Challenges:

Skill Gap: Many employees may lack the necessary skills to effectively utilize new technologies, leading to a
workforce that feelsill-equipped.

Strategies to Overcome:

- Offer continuous training and reskilling opportunities.

- Communicate the benefits of technological change clearly and consistently.

- (reate a gradual rollout plan for new technologies to allow for adaptation.

2. Cultural Resistance

Description:

Organizational culture profoundly impacts how teams respond to change. Resistance to new ways of working,
particularly post-pandemic, can stifle innovation and growth.

Challenges:

- Fear of Failure: Employees may hesitate to engage in innovative practices due to an ingrained fear of failure or
negative repercussions.

- Siloed Departments: Cross-departmental collaboration may be lacking, creating barriers that inhibit the flow of
ideas and information essential forinnovation.

Strategies to Overcome:

- Foster a culture of psychological safety where employees feel secure to express ideas and take risks.

- Break down silos through team-building activities and interdepartmental projects.

- Recognize and reward both individual and group efforts in innovation.

3. Economic Uncertainty

Description:

The current economic landscape is fraught with uncertainty caused by global events, supply chain disruptions and
fluctuating market conditions.
Challenges:

- Budget Constraints: Economic challenges may lead organizations to tighten budgets, making it to
difficultinvestininnovation, technology and talent development.

D




NM=

NOIDA MANAGEMENT ASSOCIATION

4, Workforce Well-Being and Mental Health

Description:
The impact of the pandemic on mental health has emphasized the importance of employee well-being as
organizations navigate the“Next Normal’”.

Challenges:

- Burnout: Many employees face burnout due to prolonged remote work and blurred boundaries between
professional and personal life.

- Engagement Drop: Disconnection from colleagues and the work environment can lead to decreased engagement
and productivity.

- Mental Health Stigma: Even as awareness grows, mental health stigma may still prevent employees from seeking
the necessary support.

Strategies to Overcome:

-Implement wellness programs that focus on mental health resources and support systems.

- Encourage reqular check-ins and foster open communication between managers and employees regarding
workload and mental health.

- Promote awork-life balance through flexible work policies and supportive management practices.

Conclusion: Embracing the Future with Confidence

As we navigate the uncharted waters of the “Next Normal’, the principles of "flying high" and "scaling heights"
become ever more relevant. In a landscape reshaped by rapid technological advancements, evolving consumer
expectations, and the ongoing implications of global challenges, the potential for growth and innovationis vast, yet
fraught with obstacles. Organizations and individuals alike must adopt a proactive mind-set, embracing change as
an opportunity for transformation rather than a hindrance. By fostering a culture of resilience, agility and creativity,
we can not only tackle the challenges presented by this new environment but also thrive within it.

Moreover, collaboration and inclusively will be paramount. As we unify our strengths and embrace diverse
perspectives, we enhance our capacity to innovate and adapt. Whether in business or personal endeavours, working
togetherfosters a sense of community that can elevate usall.

"Fly high, scaling heights" is not justa motto; itisa call to action in the face of unprecedented change. By embracing
adaptability, fostering collaboration and prioritizing well-being, we can unlock our full potential and thrive in the
nextnormal.

As we move into the next normal, the ability to fly high and scale heights will depend on our readiness to embrace
change, innovate and collaborate. By focusing on digital transformation, resilience, leadership and sustain ability;
individuals and organizations can unleash their full potential and thrive in this new era.

Ultimately, the journey to fly high and scale new heights in the Next Normal is not merely about achieving external
goals; itis also about personal growth, resilience and fulfilment. By embracing this journey with determination and
optimism, we can transform challenges into opportunities, paving the way for a brighter, more innovative
tomorrow.

Aswe step into this new era, let us commit to uplifting one another—individually and collectively—so that we can
truly soar to new heights and unlock the boundless potential that lies ahead. The sky is not the limit; it is merely
the beginning of ourjourney.
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DIVERSITY & INCLUSION: EMPOWERING POTENTIAL FOR THE NEXT
NORMAL

By Dr Anuja Sehgal
Chairperson: Women Empowerment Committee
Noida Management Association

Introduction

The article delves into the significance of diversity and inclusion in the business world, its advantages, and
practical strategies formaximizingits potentialin arapidly changing world.

Understanding Diversity and Inclusionin the Next Normal

Diversity encompasses the characteristics that make individuals unique, including race, gender, age, sexual
orientation, disability, and cultural background.

Inclusion promotes appreciation, value, and integration of diverse voices into an organization's culture, while
diversity emphasizes workforce structure and a climate thatvalues and respects diverse perspectives.

“The Next Normal”is a term predictably established by McKinsey repeatedly in their reference articles from 2009
and 2020 onwards. It refers to the post-COVID-19 era, marked by a significant restructuring of the economicand
social order. ltincorporates cutting-edge or non-existent technologies that could become common practice soon.

McKinsey Report 2020 signifies the secure belief that businesses should reimagine working models and focus on
digital strategic solutions to adapt to remote work and digital transformation. The well-ordered planning of
Diversity and Inclusion (D&I) can help companies understand diverse customer needs, foster innovation, and
build resilient teams for better decision-making and financial performance.

However, certain barriers to inclusion must be understood. These include implicit bias, micro aggressions, and
structural inequities. Implicit bias is essential for scrutinizing unconscious biases and how they affect decision-
making, contributing to conducive universal inequality. Microaggression refers to knowing the subtle,
unintentional, prejudiced comments and behaviors that alienate individuals from sidelined groups. Structural
inequalitiesinvolve properinstitutional practices and policies that continue exclusion (Kim, 2024).

Organizations should foster a welcoming environment for diversity and inclusion through policies, mentorship,
and employee resource groups, concentrating on equity vs. equality to address particular barriers.

Benefits of Diversity and Inclusion

- Enhancing Innovation and Creativity: Diverse teams bring varied standpoints, leading to more creative
problem-solving and innovation. When individuals with distinct backgrounds and experiences collaborate,
they challenge each other's assumptions and spark new ideas (Hennekam & Follmer, 2024).

This cognitive diversity is crucial to brainstorming sessions, product development, and strategic planning, where
innovative solutions are crucial for success (Hartman & Hartman, 2024).

- Improving Employee Engagement and Retention: Inclusion fosters an intellectual sense of togetherness
and belonging among individuals, leading to higher engagement, appreciation & contribution at work. Research
indicates that such inclusive organizations experience lower turnover rates and higher productivity, ultimately
leading to a better bottom line (Zapata & Cui, 2023).

®
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- Expanding Market Influence: Diversity within an organization mirrors customer diversity, enabling better
understanding and connection with a wider range of customers, leading to increased customer satisfaction and
loyalty. Hence, the prearrangement of D&I will be useful for enhancing the brand reputation, market growth, and
expansioninto new demographics.

Strategies for Unleashing D&I Potential

1.Leadership Commitment: Leadership plays afundamental role in establishing a culture of D&I. The visibility of
D&l initiatives should be reinforced through visionary action, transparency, trust, employee empowerment,
leadership values, leadership by example, and cultural change (Allen, 2018).

2. Creating an Inclusive Culture: An inclusive culture requires appropriate awareness training programs and
communication on unconscious biases and diversity. The organizations can plan resources and conscious
community exertions to celebrate and recognize sector-specific D&l initiatives (Novak & Vipiana, 2024) in
alignmentwith global perspectives across cultures to create an all-inclusive organizational culture.

3. Implementing Fair Recruitment Practices: Organizations must refine their talent pipelines to reach under
represented groups. They should utilize blind recruitment techniques to minimize conscious bias and ensure diverse
hiring panels. Blind recruitment involves discounting all classifying information from the hiring funnel, linking the
job application, final interview, and ultimate hiring decision. The process includes hiding relevant personal
information such as name, gender, age, ethnicity, and more, preventing unconscious and conscious biases from
affecting hiring decisions. For example, renowned software companies have started employing blind hiring
techniquesin candidate evaluation based on their proper performance challenges (Vivek, 2022).

The Toronto Symphony Orchestra is credited with the practice of blind hiring in the 1970s. It is supposed to be
composed of only white male musicians. The symphony started applying partitions to hide auditioners' identities to
create diversity. As a result, blind auditions became the norm, causing a significant change in how the entire
business recruited talent. Hence, according toa 1997 National Bureau of Economic Research study, the proportion of
womenmusiciansin theleading U.S. orchestras rose from less than 5 percentin 1970 to 25 percentin the 1990s.
Hence, research shows that by devotedly seeing diverse applicants, organizations can enhance their overall
diversity trends in skill acquisition, application, and retention. Past research evidence has projected that the C00 of
GapJumpers, Petar Vujosevic, has reflected on anonymizing candidate informational resumes along the lines of
blind auditions conducted by orchestras and has thus prospered in building diversity within their organization.

4. Establishing Employee Resource Groups (ERGs): Employee Resource Groups (ERGs) provide a platform for
employees with shared backgrounds or interests to connect, support one another, and advocate for inclusion within
the organization by sharing similar experiences. These groups help identify value feedback from regular employee
perceptions, experiences, involvements, and standpoints on company policies. These can assist in supportive
updatesin company policies and diversity-rich policies and practices to promote inclusion across organizations.
Organizations should support ERGs with resources, training, and opportunities for collaboration on D&l initiatives
(Welbourne etal., 2015). Some examples of ERGs are women's networks within organizations that address gender
representationand challenges.

5. Measuring Progress and Impact: Organizations should establish metrics to evaluate the effectiveness of
Diversity and Inclusion (D&I) initiatives. They should scrutinize data to identify gaps and trends in D&l efforts for
Ksightful decisions on continuousimprovement.
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Significant D&l metrics:

1. Diversity in Recruitment:

° Track the demographic breakdown of applicants, interviewees, and recruits and measure effective
approaches applied to reach under represented groups.

2, Retention Rates:

° The comprehensive analysis of annual turnover rates across various demographic groups to recognize

any crucial disparities and probable exit reasons.

3. Promotion Rates:

. Monitor the rate at which diverse backgrounds are promoted and evaluated for representation in
leadership positions.
Employee Job Satisfaction:

° Regular employee surveys may be directed to assess differences in inclusion and general job satisfaction
in demographic groups.
Engagement Surveys in D& Agendas:
Track involvement percentage in D&l training, workshops, Employee Resource Groups (ERGs), and
relevance of effectiveness of initiatives
Performance Indicators:

. Evaluate the significant individual performance contribution in D&I initiatives across different
demographicgroups and consider the efficiency, innovation outcomes, and financial performance.

Hence, it is critical to measure the progress of D&l initiatives. Understanding organizations must be willing to
familiarize themselves and thus evolve their D& strategies based on understandings gained from realistic data
analysis.

6. Providing continuous learning opportunities
To inspire, encourage, and advance a culture of D&, organizations must capitalize on constant learning and
expansion prospects (Steele & Derven, 2015). These involve steering deliberations about D&I through workshops,
seminars, and mentor ship programs. Some noteworthy strategies that can help implement continuous learning
opportunitiesin D&l are:
1. Training Workshops and Sessions:
° Conduct steady interactive role plays and group discussions on unconscious bias, cultural capability,
competence, and inclusive leadership.
Seminarsand Conferences:
Host seminars and conferences including specialized experts and diverse spokespersons to share
experiences, fresh perceptions, and best practicesin D&l.
Mentorship Initiatives and Programs:
Establish mentorship initiatives, including reverse mentoring, that pair less experienced employees from
diverse backgrounds with senior leaders to guide them on D&lissues.
4, Employee Resource Groups (ERGs):
° Support cross-ERG collaboration for skill-building workshops, networking, and interactive sharing of
unlike perspectives.
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1. Literary Discussion Groups:

. (reate literary discussion groups focused on intensive D& literature and reviews, allowing employees to
gain depth knowledge.

Boost open interchange of personal experiences connected to readings.

Operationalize Open Learning Platforms:
Present self-paced, blended learning on D&l; provide certification and incentives for completion.

w e N o

Consistent Feedback Machinery:

. Operationalize investigative surveys and employee feedback channels on D&l initiatives and gather
suggestions torealize the efficacy of knowledge opportunities.

Continuous learning aims to increase self-bias awareness and diversity and inclusion by equipping employees with
practical skills for diverse environments, fostering openness and collaboration, and fostering better learning
associations and communities within working relationships.

Condlusion

Diversity and inclusion (D&I) are crucial for organizations to thrive in the next normal. Organizations must
strategize continuous learning on D&l activities to foster a culture of inclusivity in diverse talents for future
development, prosperity, and innovation.
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DECODING UNION BUDGET 2024 ON 30TH JULY 2024
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