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As part of a broader initiative titled Advancing DEI in SMEs, implemented by the Ceylon
Chamber in collaboration with Strengthening Social Cohesion and Peace in Sri Lanka
(SCOPE) programme, co-funded by the European Union and the German Federal Foreign
Office, implemented by GIZ Sri Lanka, in collaboration with the Ministry of Justice and
National Integration, we are pleased to introduce this training module as a crucial step
towards realizing our objective. 

Several stakeholders are supporting the implementation of this initiative related to social
cohesion, including the German Federal Foreign Office and the European Union, who have
provided significant co-funding. The Deutsche Gesellschaft für Internationale
Zusammenarbeit (GIZ) has also partnered with the Government of Sri Lanka on this initiative.
We acknowledge and appreciate their contributions to this mission.

The vision of the SCOPE program aligns closely with our mission to promote economic growth
through DEI and responsible business practices. By enhancing understanding of DEI
principles, this module aims to foster transformation, dialogue, and practical action,
empowering individuals and organizations to drive meaningful change.

Diversity is a prevalent aspect of business environments and the communities they serve.
Embracing equality and fostering diversity is not only a moral imperative but also a key driver
of innovation, productivity, and sustainable peace. Our goal is to equip individuals in these
spaces with the knowledge, skills, and tools necessary to create inclusive environments where
everyone is valued and treated fairly.

We gratefully acknowledge the exceptional contributions of all those who made the
development of this DEI module possible, including our advisors and team members from GIZ
and the Ceylon Chamber of Commerce. Our sincere thanks go to our consultants, Dr.
Suranjith Gunasekara, Dr. Nirmal De Silva, Dr. Sulochana Segera, and Dr. Nishadi Somarathne
for their subject expertise and guidance. We also extend our appreciation to the GIZ team,
especially Ms. Hasanthi Jayasinghe and Ms. Aranya Rajasingam, for their steadfast
collaboration, and to the Ceylon Chamber of Commerce team, Ms. Manori Dissanayake, Mr.
Aravandiapillai Ravichandran, and Ms. Nirosha Thilakarathna for their dedication and
coordination. Special thanks are due to Ms. Pulsie Epa for the Sinhala translation, Mr. Sri
Shanker for the Tamil translation, and Mr. Kasun Kumarage for the design of this manual.

Let us continue working together to build a society that celebrates diversity, promotes shared
humanity, and fosters mutual respect and understanding.
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BACKGROUND OF THE
TRAINING MODULE

In today's globalized world, embracing diversity, promoting equity, and
fostering inclusion is essential for organizations to thrive. Diversity, Equity, and
Inclusion (DEI) values and practices recognize and respect the uniqueness of
individuals, promote equal opportunities, and create an empowering
environment where everyone feels valued and heard. 

Small and Medium Enterprises (SMEs) are vital to many economies,
employing millions and driving growth. However, SMEs often struggle with
creating a diverse, equitable, and inclusive workplace due to limited resources
and a fast-paced environment. Prioritizing DEI initiatives is crucial for
innovation, talent retention, and business growth. From a Sri Lankan
perspective SME’s contribute to approximately 52% of the GDP whilst
providing employment to around 45% of the workforce. 

Many organizations face challenges in fostering an inclusive culture where
employees feel comfortable, safe and differences are celebrated. Research
shows that prioritizing DEI leads to higher employee engagement, retention,
productivity, positive reputation, innovation and overall commercial success
irrespective of the industry or operating environment. 

This Training Module on Diversity, Equity, and Inclusion aims to equip
participants with the knowledge and skills required to create a workplace
that recognizes and values diversity. Participants will learn about the
importance of DEI, examine their biases and privileges, and develop practical
skills to promote equity and inclusion. By the end of the module, participants
will be prepared to embark on a journey to contribute to an inclusive, diverse,
and equitable workplace culture.

Training Module on Diversity, Equity and Inclusion
Initiatives for Small and Medium Scale Enterprises
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This module provides necessary material, exemplifies best practices and
provides a step-by-step description of how to conduct a training for SMEs on
DEI in general, focusing on business as employment, especially in SMEs by
prioritizing inclusive access for women and marginalized groups whilst
placing a broader emphasis on what DEI is all about.

This training program will be used for the further development of knowledge
and capacities of SMEs in Sri Lanka enabling their social, economic and
cultural integration. The training includes the 8 main components. 

The Training Module on DEI is specifically designed for SMEs, providing
practical guidance and tools to help you create a more inclusive workplace
culture. Through this module, users will learn how to:

Identify and overcome barriers to DEI in your organization
Develop strategies to attract and retain diverse talent
Foster a culture of inclusivity and respect
Address unconscious bias and microaggressions
Measure the impact of DEI efforts
Learn from local and international best practices and adopt some of
them to the workplace

By the end of this module, you will be equipped with the knowledge and skills
necessary to create a workplace culture that values diversity, promotes
equity, and fosters inclusion, driving business success and growth for your
SME.

OVERVIEW OF THE TRAINING
MODULE

Training Module on Diversity, Equity and Inclusion
Initiatives for Small and Medium Scale Enterprises
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This module is designed for the
proposed training to be:
Interactive: Numerous research has exemplified that interactive training is a
very effective method for adult learning. Interactive and participatory
training sessions have been proven to yield better results as individuals learn
more effectively when they actively engage. People learn through listening,
observing, experiencing, and communicating. This module is designed to
incorporate all these methods to enhance training outcomes.

Motivational: Motivation is crucial for learning. The goal of these trainings is
to help participants develop knowledge and skills, and to showcase the
benefits of diversity, equity, and inclusion in society, particularly in the
economic sector. This will motivate and empower SMEs to embrace their own
diversity and that of others.

Inclusive: Effective training sessions are enhanced by actively engaging
participants. This can be accomplished by incorporating examples,
discussions, and case studies, encouraging all participants to share their
experiences in an inclusive manner. Participants will be provided
opportunities to apply theoretical knowledge in practical scenarios. These
tools also enable trainers to assess participants' understanding and
knowledge gained during the training. Ensuring the active participation of all
attendees is crucial for trainers, and utilizing these methods can facilitate
both engagement and evaluation of training outcomes.

THE APPROACH

Training Module on Diversity, Equity and Inclusion
Initiatives for Small and Medium Scale Enterprises

Adaptable and Flexible

This module can and should be adapted to the local needs of in Sri Lanka.
There are differences in the legal framework, policies, and practices,
especially concerning individual SMEs. As such, it should be tailored to the
specific needs of individual SMEs with modules being flexible.
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STRUCTURE OF THE TRAINING 

1
Introduction 
to Diversity, Equity 
and Inclusion (DEI)
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1.1.The What: What is DEI? 

Diversity refers to the differences that exists between different people.
Diversity - Being composed of a demographic mix orf an collection of people,
taking into account elements of difference across national origins,
languages, ethnicities, races, skin colors, cultures, generations, religions,
spiritualties, socio-economic backgrounds, gender identities and sexual
orientations, as well as different skills, abilities, customs, values, behavioral
styles and beliefs that give each person their unique identity. Diversity just
refers to the different elements and different identifying factors that every
individual has with themselves. 

Each dimension resides within layers that collectively define the
intersectionality of employees within the workplace (see Figure 1). A diverse
workplace understands that each individual is unique whilst recognizing and
celebrating individual differences.

Big Intersection where
Diversity considers a much
broader aspect as opposed
to conventional thinking
  1. Race/Ethnicity 
 2. Culture 
 3. Gender 
 4. Sexual Orientation 
 5. Social/Economic
Classification 
 6. Age 
 7. Religion
 8. Health
 9. Attitudes
 10. Talent

 Figure 01: Diversity and Inclusion Model

Training Module on Diversity, Equity and Inclusion
Initiatives for Small and Medium Scale Enterprises
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It should be noted that there are typically 5 layers in a diversity model as
illustrated below: 

1. Communication
There are many different communication styles—typically influenced by
our personality and background in which the ability and willingness to flex
and adapt may determine our effectiveness and propensity for speaking
up. 

2. Personality
Includes an individual’s likes and dislikes, values, beliefs, and preferences.
Personality is influenced by, and influences, other layers throughout one’s
lifetime. 

3. Internal Dimensions
Include aspects of diversity over which we have no control. This is the
layer where there are real divisions between and amongst various
employees. It forms the basis for many diversity and inclusion efforts. This
dimension includes the first observations we see in other people— when
they enter a room, meeting, or external activity, for example,—on which
we make many assumptions and base judgments. 

 4. External Dimensions
Include aspects of our lives in which we have some control over that may
change over time, and typically form the basis for career decisions, work
styles and preferences. This layer is important because it often
determines, in part, with whom we develop relationships, and socialize
with within and outside of the workplace. 

5. Organizational Dimensions
Pertain to aspects of culture found in a work setting. Issues of preferential
treatment and access to opportunities for development /promotions/
growth are impacted by aspects within this layer. (Adapted from
Workforce America, 1991).

Five Layers of the Diversity Model 
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Equity refers to the systematic, fair, and just treatment of individuals, where
resources are distributed according to each person's need to create a level
playing field. Further, Equity means everyone gets the support they need
because systemic barriers are removed, as depicted in the picture below.
You realize that equity is a little different from equality in that it is not looking
to treat everyone despite their differences in the same way but is looking to
meet people with differences at the point at which they are at. “Equity…is
about each of us getting what we need to thrive or succeed—access to
opportunity, networks, resources, and supports—based on where we are and
where we want to go. 

Inclusion is the act of creating an environment in which any individual or
group can feel welcomed, respected, and fully participate. An inclusive and
welcoming climate embraces differences and offers respect in words and
actions for all people. Inclusion forms the basis for psychological safety and
also contributes to a better overall safety culture that is imperative for all
organizations. It is vital for the sustainability of businesses and economies.
One can argue that inclusion is really diversity in practice. Together these
three concepts produce an environment where every individual is valuable,
because of their differences and not in spite of them. Inclusion is a related
but separate concept from diversity. An inclusive workplace is one in which 

Figure 3: Understand Diversity, equity and Inclusion

Equity

Inclusion

08

Training Module on Diversity, Equity and Inclusion
Initiatives for Small and Medium Scale Enterprises

Ceylon Chamber of Commerce



all individuals are treated fairly and respectfully and have equal and
equitable access to opportunities and resources.  An inclusive culture is
about creating a sense of belonging, where every employee feels valued, and
respected and that they have a place or belonging within the business.

Consider the concepts of diversity, equity, and inclusion using the analogy of
a dance floor and a dance program. Imagine diversity as receiving an
invitation to the dance program. Your friend is hosting an evening of dancing
and has invited you and various friends to participate. However, when you
arrive at the dance floor, you find that you are not actually invited to dance.
You are present but not included, not welcome to dance or engage with
others. You may be physically present in the room but not truly part of the
event. In contrast, inclusion is being invited to dance. You attend the event,
and someone invites you to join the dance. But what if you find that there is
no space for you on the dance floor or that you are unable to access it due to
overcrowding? Even though you are invited to dance, without space to
participate, you may not feel truly included or welcome. Therefore, equity
comes into play when the host ensures that there is enough space for you to
fully engage in the dance, allowing you to express yourself and participate
comfortably. In summary, diversity is the invitation to the dance, inclusion is
the invitation to dance, and equity is having the space on the dance floor to
truly dance.

Analogy of Dance Floor and Dance Program
Concept
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A diverse workforce brings
a variety of perspectives,

experiences, and ideas,
fostering creativity and
innovation. Employees

from different
backgrounds can offer

unique solutions to
problems, leading to more

innovative products and
services.

Diverse teams are more
likely to consider a wider

range of options and
viewpoints, leading to

more thorough and
effective 

decision-making
processes.

A diverse workforce is
better equipped to
adapt to changing

market conditions and
customer needs, as
they can draw on a

broader range of
experiences and

insights.

Diverse 
Perspectives 

Better 
Decision-Making Adaptability
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DEI are crucial elements for business success, often overlooked by SMEs for
various reasons. Many SMEs mistakenly assume that DEI is only relevant to large
corporations with ample resources and complex business models. Similarly, they
underestimate the strategic importance of DEI and the customer preference on
DEI driven businesses. However, embracing DEI principles can bring significant
advantages to SMEs, including enhanced staff engagement, innovation,
customer relationships, and overall business performance to name a few. Let’s
explore this in more detail below: 

Training Module on Diversity, Equity and Inclusion
Initiatives for Small and Medium Scale Enterprises
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Innovation

1.2. The Business case of DEI for SMEs
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Employee Engagement

Broader Customer
Base

Improved Customer
Relations

Global Reach

Market Expansion

 Inclusive workplaces where
employees feel valued and
respected tend to have higher
levels of job satisfaction. This
can lead to higher employee
loyalty and reduced
recruitment costs.

Employees are more likely
to stay with a company
that values their unique
contributions and
provides equitable
opportunities for growth
and advancement.

Inclusive environments
promote teamwork and
collaboration, as employees
feel more comfortable
sharing their ideas and
working together towards
common goals.

Equity and inclusion
contribute to a positive work
environment, which can
improve overall employee
well-being and reduce stress
and burnout.

A diverse workforce can
better understand and
connect with a wider
range of customers,
including those from
different cultural, ethnic,
and socioeconomic
backgrounds. This can
help SMEs tap into new
markets and customer
segments.

Companies that
prioritize DEI are often
seen as more socially
responsible, which can
enhance their
reputation and
strengthen customer
loyalty.

For SMEs looking to
expand internationally,
having a diverse team
can provide valuable
insights into local
markets, customs, and
consumer behavior,
facilitating smoother
entry and growth in
new regions.

Increased Job
Satisfaction

Higher Retention 
Rate

Enhanced
Collaboration

Employee 
Well-being
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Competitive Advantage

Legal and Ethical Compliance

Enhanced
Brand

Reputation

Attracting
Top Talent Financial

Performance

A strong DEI strategy can
enhance a company’s

brand reputation, making
it more appealing to

customers, investors, and
partners who value social

responsibility.

Companies that are known
for their commitment to

DEI are more attractive to
top talent, giving them a

competitive edge in
recruiting skilled and

motivated employees.

Research has shown that
companies with diverse

leadership teams tend to
have better financial

performance, as they are
better able to innovate
and respond to market

changes.

Reduced Risk of
Discrimination
Claims
By fostering an inclusive
workplace and ensuring
equitable treatment of all
employees, SMEs can reduce
the risk of discrimination
claims and associated legal
costs.

Demonstrating a
commitment to DEI aligns
with ethical business
practices and can enhance
a company’s standing in
the eyes of stakeholders,
including employees,
customers, and investors.

Ethical
Leadership



Practice      
SMEs worldwide have effectively implemented DEI practices. These
instances showcase how SMEs have leveraged DEI to enhance innovation,
employee engagement, and market expansion.

Outcome    
Etsy has achieved a 50% female workforce and significantly increased
diversity in leadership positions. This diverse representation has enabled
the company to gain a deeper understanding of its predominantly female
customer base, leading to the development of innovative product
features and increased customer engagement.

Key Takeaway   
By aligning DEI goals with business objectives, Etsy strengthened its
market position and fostered a culture of inclusion.
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1.3.Business Case for DEI: Case
Studies to Learn 
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Global Context
Etsy (United States)



Practice     
BrewDog, a craft beer company, has launched the "Equity for
Punks" initiative, offering shares to employees and customers
from underrepresented groups. They have committed to
achieving carbon neutrality and promoting diversity in their
supply chain.

Outcome    
BrewDog's commitment to diversity, equity, and inclusion (DEI)
and sustainability has enhanced its global brand reputation. This
inclusive ownership approach has fostered a sense of belonging
among both staff and customers, leading to increased loyalty
and market growth. BrewDog’s commitment to DEI and
sustainability also enhanced its brand reputation globally.

Key Takeaway   
Inclusive business models can drive customer loyalty and market
growth.
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BrewDog (United Kingdom)

Practice     
Gusto, a payroll and HR software company for SMEs, has
established employee resource groups (ERGs) to support
underrepresented groups, including women, LGBTQ+ employees,
and people of color. Additionally, they offer unconscious bias
training and implement inclusive employment practices.

Outcome    
These strategies have increased employee happiness and
retention, as well as attracting top talent. Gusto's diverse staff
has helped them develop more inclusive solutions, including tools
that assist LGBTQ+ employees in understanding benefits and
payroll.

Key Takeaway   
ERGs and inclusive product design can enhance employee
engagement and commercial relevance.

Gusto (United States)
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Practice        
Zomato, a food delivery business, has instituted a 26-week gender-
neutral parental leave policy, as well as efforts to achieve gender
pay fairness. They also developed measures to support women in
leadership positions. 

Outcome     
Zomato, a food delivery business, has implemented a 26-week
gender-neutral parental leave policy and initiatives to ensure
gender pay equity. They have also introduced measures to support
women in leadership roles.

Key Takeaway    
Progressive practices, such as gender-neutral leave policies, can
enhance employee engagement and attract a more diverse talent
pool.

Zomato (India)

Practice    
Lush, a cosmetics brand, has implemented DEI practices, including
gender-neutral recruiting, inclusive marketing campaigns, and
advocacy for LGBTQ+ rights. Additionally, they prioritize fair wages
and safe working conditions for employees globally.

Outcome     
Lush's inclusive methods boosted its brand recognition and
customer loyalty, especially among younger, more socially
conscious customers. Their diversified staff also helped to drive new
product development.

Key Takeaway   
Inclusive marketing and fair labor practices can enhance brand
loyalty and market reach.

Lush (United Kingdom)



Practice    
Warby Parker, an eyewear company, promotes accessibility by
creating products for a diverse consumer base, catering to
individuals with different face shapes, sizes, and visual needs.

Outcome    
Their inclusive strategy has expanded their client base, making
eyewear more affordable and accessible worldwide.

Key Takeaway    
Creating Inclusive Products / Developing products for diverse
communities expands market opportunities.
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Warby Parker (USA)

·Practice   
Mindful Chef, a UK-based healthy meal box company,
prioritizes diversity, equity, and inclusion by hiring individuals
from various ethnic and socioeconomic backgrounds.

Outcome   
The Company’s diverse workforce enabled them to better
understand and serve a broader range of customers,
ultimately enhancing their brand appeal and driving
business expansion.

Key Takeaway    
Innovation through Diverse Hiring

Mindful Chef (United Kingdom)



Practice   
Totem Branding, a Spanish branding consultancy, actively
hires multilingual and multicultural teams to develop
campaigns that resonate with global audiences.

Outcome    
Their inclusive strategy has helped clients develop culturally
relevant branding, improving market penetration
worldwide.

Key Takeaway   Cross-Cultural Innovation 

Practice     
Ben & Jerry's, a globally recognized brand, started as a
small and medium-sized enterprise (SME) and has
maintained its commitment to DEI by sourcing
ingredients from minority-owned businesses and social
enterprises.

Outcome   
Their approach has fostered equitable business growth
while strengthening their reputation as a socially
responsible company.

Key Takeaway    
Social responsibility enhances brand reputation and
customer loyalty

Totem Branding (Spain)

Ben & Jerry’s (USA)
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Practice      
FML, a well-known fashion retail SME, has implemented gender equity
policies to ensure fair compensation and opportunities for women in
leadership roles. Additionally, they have introduced flexible working
arrangements to support working mothers.

Outcome    
These strategies resulted in higher employee retention and satisfaction,
especially among women. FML's open work culture enhanced its
reputation as a forward-thinking employer, attracting top talent.

Key Takeaway    
Gender equity and flexible work policies can improve employee
engagement and retention.

Practice     
Odel, a retail SME, utilized DEI practices such as hiring people with
disabilities and offering specialized training and assistance. They also
promoted gender diversity throughout their personnel.

Outcome   
These initiatives helped Odel develop a more inclusive workforce and
enhance customer service by gaining a better understanding of the
needs of different client segments. Their dedication to diversity, equity,
and inclusion also enhanced their company's image.

Key Takeaway   
Inclusive hiring practices can improve customer relations and brand
reputation.
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Local Context of DEI

Fashion Market Lanka (FML)

Odel (Retail SME)



19

Training Module on Diversity, Equity and Inclusion
Initiatives for Small and Medium Scale Enterprises

Ceylon Chamber of Commerce

Practice   
Who we are," an online retail SME, has implemented DEI
practices by sourcing unique and local handicrafts
from individuals with disabilities, women, and diverse
ethnic backgrounds. Additionally, the company
provides specialized training and support while
promoting gender diversity.

Outcome   
These initiatives have helped "Who We Are" create a
more inclusive workforce and corporate environment,
as well as enhance customer service by gaining a better
understanding of the needs of diverse customer
segments. Their commitment to diversity, equity, and
inclusion has also boosted their business reputation
and created market opportunities for a range of
stakeholders.

Key Takeaway   
Inclusive hiring practices can improve customer
relations, social responsibility and brand reputation.

Other Examples include Thema Collection who introduced Sri Lanka’s first hotel with a
fully female management team as well as a majority of female staff in operations. Refer
to the below article for more information 

https://www.ft.lk/travel-tourism/Sri-Lanka-s-first-women-led-
resort-Amba-Yaalu-Kandalama-opens/27-771882

“Who we are” by Otara
Gunawardena





2
Strategic Benefits for
SME’s Who Implement
DEI in the Workplace
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2.1. Enhancing Innovation

2.2. Attracting and Retaining Talent 

Diverse teams bring unique perspectives and ideas by combining different
backgrounds, experiences, and ways of thinking. This diversity fosters
creativity, innovation, and better problem-solving. Below is a practical
activity that demonstrates how diverse teams can generate unique
perspectives and ideas. Companies that are diverse, equitable, and inclusive
are shown to be better equipped to respond to challenges and are more
successful 

Inclusive workplaces are increasingly recognized for their ability to attract
high-quality candidates and reduce turnover rates. Research indicates that
environments fostering diversity and inclusion not only enhance employee
satisfaction but also improve overall organizational performance. This
response will explore the key aspects of how inclusivity impacts recruitment
and retention. Inclusive workplaces are increasingly recognized as key drivers
for attracting and retaining top talent. Companies that prioritize DEI not only
appeal to a broader pool of candidates but also experience lower turnover
rates and higher employee satisfaction. Below is a showcase of data and
insights that highlight how inclusive workplaces attract high-quality
candidates and reduce turnover

Training Module on Diversity, Equity and Inclusion
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McKinsey (2020): Companies with diverse executive teams are 33%
more likely to outperform their peers on profitability, making them
more attractive to top talent seeking growth opportunities.

LinkedIn (2021): Job postings that mention diversity receive 70% more
applications than those that don’t.

Effective diversity management practices, including leadership
commitment and inclusive policies, are crucial for attracting diverse
talent. Organizations that actively promote inclusivity are perceived
as more desirable by potential candidates.

Glassdoor (2020): 76% of job seekers and employees report that a
diverse workforce is an important factor when evaluating
companies and job offers

Deloitte (2018): 69% of millennial are more likely to stay with an
employer for five years if they perceive the workplace as inclusive
(Adeosun & Ohiani, 2020).

Inclusive workplaces are more appealing to job seekers, particularly
younger generations and underrepresented groups who value diversity
and social responsibility.

1. Attracting High-Quality Candidates
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Key Data

Why It Matters
Inclusive workplaces signal to candidates that
the company values fairness, respect, and equal
opportunities.

High-quality candidates, especially from
underrepresented groups, are more likely to
apply to companies that demonstrate a
commitment to DEI.



Gartner (2020): Inclusive teams improve team performance by up
to 30% in high-diversity environments, reducing the likelihood of
employees leaving.

PwC (2018): 83% of millennials are more engaged and loyal to
employers who have an inclusive culture 

Boston Consulting Group (2019): Companies with above-average
diversity scores report 19% higher innovation revenues and lower
employee turnover.

Great Place to Work (2021): Inclusive workplaces experience 5.4
times higher employee retention rates compared to non-inclusive
workplaces.

Inclusive workplaces foster a sense of belonging, which leads to
higher employee retention and lower turnover rates.

Why It Matters
Employees who feel valued and included
are more likely to stay with the company,
reducing recruitment and training costs.

A sense of belonging and equity in the
workplace leads to higher job satisfaction
and engagement.

2. Reducing Turnover
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Harvard Business Review (2019): Employees in inclusive teams are
3.5 times more likely to contribute their full innovative potential.

Deloitte (2017): 83% of employees in inclusive workplaces report
being more motivated to do their best work.

Gallup (2020): Employees who feel included are 42% less likely to
leave their jobs within a year.

Inclusive workplaces create environments where employees feel
respected, heard, and empowered, leading to higher levels of satisfaction
and engagement.

3. Employee Satisfaction and 
     Engagement
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Key Data

Why It Matters
Satisfied and engaged employees are
more productive, innovative, and
committed to the company’s success.

Inclusive cultures reduce workplace
stress and burnout, leading to better
mental health and well-being.



Bersin by Deloitte (2017): Inclusive companies generate 2.3 times
higher cash flow per employee over three years.

Center for Talent Innovation (2017): Companies with inclusive
cultures have a 22% lower turnover rate, saving millions in
recruitment and training costs.

McKinsey (2020): Companies in the top quartile for gender diversity
on executive teams are 25% more likely to have above-average
profitability.

Companies that invest in DEI initiatives see tangible financial benefits,
including reduced turnover costs and higher profitability.

Why It Matters
Lower turnover rates directly reduce costs
associated with hiring and training new
employees.

Inclusive workplaces drive higher
profitability, making them more
sustainable and competitive.

4. Financial Impact of DEI on 
     Retention
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Key Data
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1.3.Expanding Market Reach
DEI are not just internal practices—they also play a critical role in expanding
market reach and building brand loyalty. By embracing DEI, businesses can
better understand and connect with diverse customer bases, create
inclusive products and services, and strengthen their brand reputation.

A diverse workforce brings firsthand insights into the needs,
preferences, and challenges of different customer segments. This
understanding allows businesses to tailor their offerings to meet the
demands of a broader audience.

Employees from diverse backgrounds can provide unique
perspectives on cultural nuances, language preferences,
and purchasing behaviors.

Inclusive teams are better equipped to identify gaps in the
market and develop products or services that cater to
underserved communities.

Fenty Beauty by Rihanna: Fenty Beauty disrupted the
cosmetics industry by launching 40 shades of foundation,
catering to a wide range of skin tones often ignored by other
brands. This inclusive approach helped Fenty Beauty
generate $100 million in sales within its first 40 days and
thereby building a loyal customer base.

1. Understanding Diverse Customer
   Needs

How It Works

Example
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Customers are more likely to support brands that reflect their values
and demonstrate a commitment to inclusivity and social responsibility.

Inclusive marketing campaigns and messaging resonate
with diverse audiences, fostering a sense of connection and
trust.

Brands that prioritize DEI are perceived as more authentic
and socially responsible, which strengthens customer
loyalty.

Nike: Nike’s support for Colin Kaepernick and its inclusive
marketing campaigns, such as featuring models of different
sizes, abilities, and backgrounds, have strengthened its brand
loyalty among diverse customer groups. Despite the initial
backlash, Nike’s sales increased by 31% following the
campaign.

2. Building Trust and Brand Loyalty

How It Works

Example
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DEI enables businesses to expand into new geographic and
demographic markets by understanding and addressing the unique
needs of these audiences.

A diverse workforce can provide insights into local customs,
traditions, and consumer behavior, facilitating smoother
market entry.

Inclusive products and services can appeal to niche
markets that have been historically overlooked.

Unilever’s Sunsilk Brand: Sunsilk developed haircare products
specifically designed for different hair types and textures,
including products for women of color. This inclusive approach
helped Sunsilk gain a strong foothold in diverse markets across
Asia, Africa, and Latin America.

3. Tapping into New Markets

How It Works

Example
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Inclusive workplaces foster empathy and cultural competence, which
translate into better customer service and experiences.

Employees who understand diverse customer needs can
provide more personalized and respectful service.

Inclusive training programs help employees communicate
effectively with customers from different backgrounds.

Marriott International Hotel Chain: Marriott’s “Serve 360”
initiative focuses on diversity and inclusion in both its workforce
and customer service. By training employees to be culturally
sensitive, Marriott has improved customer satisfaction and
loyalty across its global properties.

4. Enhancing Customer Experience

How It Works

Example
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Diverse teams are more likely to develop innovative products and
services that appeal to a wider range of customers.

Employees from different backgrounds bring fresh ideas
and perspectives, leading to creative solutions that address
diverse customer needs.

Inclusive teams are better at anticipating market trends
and adapting to changing consumer preferences.

Microsoft’s Adaptive Accessories: Microsoft developed adaptive
accessories, such as ergonomic keyboards and mice, to make
technology more accessible for people with disabilities. This
innovation not only opened a new customer base but also
reinforced Microsoft’s reputation as an inclusive brand.

5. Driving Innovation through Diverse
     Perspectives

How It Works

Example
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Companies that prioritize DEI are seen as leaders in social
responsibility, which enhances their brand reputation and attracts
socially conscious consumers.

Consumers, especially the younger generation, often prefer
to support brands that align with their values, including
diversity and inclusion.

Positive media coverage and word-of-mouth
recommendations further amplify the brand’s reputation.

Ben & Jerry’s: Ben & Jerry’s has long been recognized as
champion of social justice and inclusivity. Their commitment to
DEI, reflected in their campaigns and business practices, has
earned them a loyal customer base and a strong brand
reputation.

6. Strengthening Brand Reputation

How It Works

Example



Data Supporting DEI’s Impact on
Market Reach
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DEI is a powerful strategy for expanding market reach and building
brand loyalty. For SMEs, investing in DEI is not just a moral imperative
but a strategic advantage that unlocks new growth opportunities and

fosters long-term customer loyalty.

McKinsey (2020):
Companies with
diverse executive
teams are 33% more
likely to outperform
their peers on
profitability, partly
due to their ability to
tap into new markets.

Accenture (2019): 
29% of consumers
are more likely to
switch brands
completely if they
don’t demonstrate
inclusivity.

Edelman (2020): 
64% of consumers are
belief-driven buyers,
meaning they
choose, switch, or
boycott brands
based on their stance
on social issues,
including DEI.





3
Common DEI
Challenges in SMEs
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DEI no doubt offers significant benefits. However, it should be noted that
SMEs often face unique challenges in implementing and sustaining DEI
initiatives. These challenges can stem from limited resources, lack of
expertise, or cultural barriers.

Challenge
SMEs often operate with tight budgets and limited staff, making it
difficult to allocate resources for DEI programs, training, or hiring
dedicated DEI professionals.

Solution
Start small by integrating DEI into existing HR practices, such as
inclusive hiring and performance reviews.

Leverage free or low-cost DEI resources, such as online training
modules, webinars, and toolkits from organizations like the Society for
Human Resource Management (SHRM) or local business networks.

Partner with community organizations or universities to access DEI
expertise and support.

Training Module on Diversity, Equity and Inclusion
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1. Limited Resources
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Challenge
Many SMEs may not fully understand the importance of DEI or how to
implement it effectively. This can lead to a lack of commitment or
misaligned efforts.

Challenge
Employees or leaders may resist DEI initiatives due to fear of change,
discomfort with unfamiliar concepts, or misconceptions about DEI.

Solution
Educate leadership and employees on the business case for DEI, using
data and examples from successful companies.

Provide training on unconscious bias, cultural competence, and
inclusive leadership.

Start with clear, measurable DEI goals that align with the company’s
mission and values.

Solution
Foster open communication and address concerns through town
halls, workshops, or one-on-one discussions.

Highlight the benefits of DEI for employees, such as a more inclusive
workplace and better career opportunities.

Involve employees in DEI initiatives to create a sense of ownership and
buy-in.

2. Lack of Awareness or Understanding

3. Resistance to Change
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Challenge
SMEs may struggle to attract diverse candidates due to limited brand
recognition, lack of outreach, or unconscious bias in hiring practices.

Challenge
Without data on workforce diversity, pay equity, or employee satisfaction,
it’s difficult to identify gaps or measure progress.

Solution
Broaden recruitment efforts by partnering with diverse professional
organizations, universities, and community groups.

Use inclusive language in job postings and ensure diverse hiring
panels to reduce bias.

Highlight the company’s commitment to DEI in employer branding
and recruitment materials.

Solution
Start collecting basic demographic data (e.g., gender, ethnicity, age)
through voluntary employee surveys.

Use this data to set benchmarks and track progress over time.

Regularly review pay scales and promotion rates to ensure equity.

4. Difficulty in Attracting Diverse Talent

5. Lack of Data and Metrics
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Challenge
Creating an inclusive culture can be difficult, especially in SMEs with
long-standing traditions or homogenous teams.

Challenge
SMEs may view DEI as a secondary priority compared to immediate
business needs like revenue growth or operational efficiency.

Solution
Frame DEI as a business strategy that drives innovation, employee
engagement, and market expansion.

Integrate DEI into core business processes, such as product
development, marketing, and customer service.

Start with low-cost, high-impact initiatives, such as inclusive
language in communications or flexible work policies.

Solution
Foster inclusivity by encouraging open dialogue, celebrating diverse
holidays, and recognizing cultural differences.

Establish Employee Resource Groups (ERGs) or affinity groups to
support underrepresented employees.

Train managers lead inclusively and address microaggressions or
discriminatory behavior.

6. Inclusive Culture Challenges

7. Balancing DEI with Business Priorities
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Challenge
Without strong commitment from leadership, DEI initiatives may lack
direction, resources, or accountability.

Challenge
SMEs may struggle to ensure pay equity due to informal compensation
structures or lack of transparency.

Solution
Conduct regular pay audits to identify and address disparities.

Establish clear, transparent criteria for compensation and
promotions.

Communicate openly with employees about the company’s
commitment to pay equity.

Solution
Secure buy-in from leadership by demonstrating the ROI of DEI
through case studies and data.

Appoint a DEI champion or committee to lead efforts and hold the
organization accountable.

Include DEI goals in leadership performance evaluations and business
strategies.

8. Lack of Leadership Commitment

9. Addressing Pay Equity
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Challenge
As SMEs grow, scaling DEI initiatives can become challenging, especially
if they were initially implemented informally.

Challenge
SMEs operating in multiple regions or countries may face cultural or legal
differences that complicate DEI efforts.

Solution
Tailor DEI initiatives to align with local cultural norms and legal
requirements.

Provide cross-cultural training to employees and leaders.

Leverage local expertise to ensure DEI efforts are respectful and
effective.

Solution
Develop a formal DEI strategy with clear goals, timelines, and
accountability measures.

Invest in DEI training and tools that can scale with the organization.

Regularly review and update DEI policies to ensure they remain
relevant and effective.

10. Scaling DEI Efforts

11. Navigating Cultural and Regional
Differences





4
DEI Best Practices
for SME’s
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Implementing DEI in SMEs requires a strategic and practical approach. While
SMEs may have limited resources compared to larger organizations, they can
still create meaningful and impactful DEI initiatives by focusing on best
practices tailored to their scale and needs.

Ensure leadership is
visibly committed to
DEI and holds itself
accountable for
progress.

Attract and hire
diverse talent by
removing bias from
recruitment
processes.

Actions
Include DEI goals in the company’s mission,
vision, and strategic plans.

Appoint a DEI champion or committee to lead
initiatives.

Regularly communicate DEI progress to
employees and stakeholders.

Actions
Use inclusive language in job postings 

Implement blind recruitment practices, such
as removing names and photos from resumes

.
Ensure diverse hiring panels to reduce
unconscious bias.
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1. Leadership Commitment and Accountability

2. Inclusive Hiring Practices
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Ensure fair and
equitable
compensation for
all employees.

Provide ongoing
DEI training to
build awareness
and skills.

Create a workplace
where all employees
feel valued and
respected.

Actions
Conduct regular pay audits to identify and
address disparities.

Establish clear, transparent criteria for
compensation and promotions.

Communicate openly with employees about
pay equity efforts.

Actions
Offer training on unconscious bias, cultural
competence, and inclusive leadership.

Use free or low-cost resources, such as online
courses or webinars.

Encourage employees to participate in DEI
workshops and events.

Actions
Celebrate diverse holidays, traditions, and
cultural events.

·Encourage open dialogue and feedback
through town halls or surveys.

·Address microaggressions and discriminatory
behavior promptly.
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3. Pay Equity and Transparency

4. Employee Training and Education

5. Foster an Inclusive Culture
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Accommodate
diverse employee
needs through
flexible work
arrangements.

Reflect diversity in
marketing
campaigns and
customer
interactions.

Collaborate with
external
organizations to
access DEI expertise
and resources.

Actions
Offer remote work options, flexible hours, or
job-sharing opportunities.

Provide parental leave, childcare support, or
mental health resources.

Ensure policies are inclusive of employees with
disabilities or caregiving responsibilities.

Actions
Use diverse imagery and messaging in
marketing materials.

Ensure customer service teams are trained in
cultural competence.

Develop products or services that meet the
needs of diverse customer segments.

Actions
Partner with local universities, nonprofits, or
industry groups for DEI training and support.

Participate in DEI-focused events,
conferences, or certifications.

Join diversity networks or consortiums to
share best practices.
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6. Flexible Work Policies

7. Inclusive Marketing and Customer
Engagement

8. Partner with External Organizations
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Create a 
zero-tolerance policy
for discrimination
and bias.

Recognize and
celebrate the
unique
contributions of
diverse employees.

Actions
Train employees to recognize and address
microaggressions.

Establish clear reporting mechanisms for
discrimination or harassment.

Take swift and appropriate action to address
incidents.

Actions
Highlight employee stories and achievements
in newsletters or social media.

Host events or activities that celebrate
cultural diversity (e.g., food festivals, heritage
months).

Create awards or recognition programs for
DEI champions.
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9. Address Microaggressions and Bias

10. Celebrate Diversity
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Make DEI a core part
of the business
strategy, not just an
HR initiative.

Involve employees
in shaping DEI
initiatives.

Actions
Align DEI goals with business objectives, such
as market expansion or innovation.

Involve all departments in DEI efforts, from
product development to customer service.

Regularly review and update DEI strategies to
ensure relevance and impact.

Actions
Conduct regular surveys or focus groups to
gather feedback on DEI efforts.

Create anonymous channels for employees to
share concerns or suggestions.

Act on feedback to demonstrate commitment
to continuous improvement.

DEI is not a one-size-fits-all approach, especially for SMEs with limited
resources. By focusing on these best practices, SMEs can create inclusive
workplaces that attract and retain diverse talent, foster innovation, and

drive business growth. The key is to start small, stay committed, and
continuously improve DEI efforts over time.
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11. Integrate DEI into Business Strategy

12. Encourage Employee Feedback



5
Practical Tools
and Techniques
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DEI are essential for building a thriving and sustainable business, even for
SMEs. While large corporations often have the resources to implement
extensive DEI strategies, SMEs have the advantage of creating a more
personalized approach to fostering inclusivity. Embracing DEI principles can
enhance employee morale, attract diverse talent, drive innovation, and
cultivate a positive company culture. To make DEI impactful, SMEs need
practical tools and techniques to integrate these principles into their daily
operations effectively.

Practical tools and techniques for DEI in SMEs should address the
multifaceted nature of diversity and focus on recruitment, workplace culture,
leadership, and growth opportunities. These tools need to be accessible,
scalable, and easy to implement while delivering meaningful results for SMEs.

All SMEs are unique in terms of size, capacity, function and make-up, and
each organization will use these guides in a different way.Recruitment is a
critical area where SMEs can embed DEI principles to build a more diverse
and inclusive workforce. DEI practical tool kits can be used for three main
crucial activities within workplace. These three crucial steps are Recruitment,
Retain and Reach. 
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RECRUIT 

Designed to help SME
leaders understand
and address barriers
and opportunities to
attracting diverse
talent. 
Provides suggestions
and resources to
ensure recruitment
processes are
inclusive and
accessible, to improve
diversity in applicants
and shortlisted
candidates.

RETAIN 

Discusses different
approaches to
making the workplace
more inclusive and
accessible, to ensure
SMEs can retain a
diverse workforce. 
Most effective when
SMEs have
implemented
appropriate steps of
the RECRUIT guide.

REACH 

Helps SMEs ensure that
their promotional
activities are inclusive. 
Guides SME leaders to
adopt benchmark
promotional and
professional
development
opportunities to all
employees. 
Most effective when
SMEs have
implemented
appropriate steps of
the RECRUIT and
RETAIN guides.

Figure 4: Recruit, Retain and Reach
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Below is a step-by-step guide for SME’s in their pursuit to designing Practical
Tools and Techniques that are DEI focused. 

DEI Self-Assessment: How SMEs can evaluate their current DEI status.

Self-Assessment

A Diversity, Equity, and Inclusion (DEI) self-assessment is essential for small
and medium-sized enterprises (SMEs) to evaluate their current DEI status
and identify areas for improvement. This process involves examining
workplace policies, practices, culture, and employee experiences to ensure a
diverse, equitable, and inclusive environment. Engaging employees to gain
insights into their experiences is crucial. By conducting a structured self-
assessment, SMEs can recognize strengths, uncover biases, and implement
meaningful changes that foster inclusivity. The assessment should cover
aspects such as leadership commitment, hiring practices, workplace culture,
and accessibility. Regularly assessing DEI initiatives ensures continuous
progress and aligns the business with ethical and inclusive standards,
ultimately leading to the creation of a more inclusive and equitable
organization.

Track your Process
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Inclusive Workplace Culture Assessment – Gather employee
feedback on inclusivity, belonging, and equitable treatment.

Policy & Practices Audit – Review HR policies, pay equity, anti-
discrimination measures, and accessibility provisions.

Leadership Commitment Review – Assess the organization's
leadership support for DEI initiatives, policies, and actions.1

2

3

4

Workforce Demographics Analysis – Evaluate diversity in hiring,
promotions, and retention rates across different demographic
groups.
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Community & Supplier Engagement – Evaluate the diversity of
suppliers and partnerships to ensure inclusive business practices.

Bias Identification – Examine recruitment, performance evaluation,
and decision-making processes for unconscious bias.5

6

7

8

Training & Development Evaluation – Assess DEI-related training
programs and opportunities for continuous education.

Unconscious Bias Training: Interactive exercises to recognize and address
biases.

Unconscious Bias Training in Diversity, Equity, and Inclusion (DEI) is a
structured program tailored for small and medium-sized enterprises (SMEs)
to help employees and leaders recognize and address hidden biases that
impact decision-making and workplace interactions. Unconscious biases are
automatic, deeply ingrained prejudices that can influence hiring,
promotions, teamwork, and daily operations without individuals realizing it.
These biases can lead to unintentional discrimination, reduce diversity, and
create barriers to an inclusive work environment.

For SMEs, unconscious bias training is crucial as it promotes a fairer, more
inclusive workplace, resulting in improved employee engagement,
innovation, and business performance. The training typically includes
interactive exercises, case studies, and self-reflection activities to raise
awareness of biases and teach strategies to mitigate them. Common
training methods involve Implicit Association Tests (IATs) to identify personal
biases, role-playing scenarios to foster empathy, and bias-disruption
techniques to promote fair decision-making.

By incorporating unconscious bias training, SMEs can enhance workplace
diversity, foster better teamwork, and provide equitable opportunities for all
employees. This training should be an ongoing process rather than a one-
time event to ensure continuous learning and accountability. When SMEs
actively address unconscious bias, they cultivate a more inclusive culture,
reduce discrimination, and ultimately strengthen their business performance
and reputation.

Figure 5: Track the task
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8

Unconscious biases are automatic judgments that impact decision-making
without awareness. These biases can affect hiring, promotions, teamwork,
and daily interactions, resulting in unintentional discrimination and a lack of
diversity. To address these biases, SMEs should incorporate interactive
training exercises that engage employees and promote self-reflection.

Implicit Association Test (IAT): This helps employees uncover their deep-
seated biases by measuring the speed of their automatic associations
between different social groups and positive/negative traits. It raises
awareness of biases and their impact on workplace decisions.

Perspective-taking exercises: This involves employees putting themselves in
the shoes of individuals from diverse backgrounds. Role-playing scenarios,
such as experiencing discrimination or exclusion, can help employees
understand the challenges faced by marginalized groups and enhance
empathy.

Reverse mentoring: This activity  involves employees from marginalized
groups mentoring senior leaders and decision-makers. This  approach also
allows leaders to hear firsthand from minority employees about their
experiences, helping leaders understand bias and privilege on a deeper level.

Blind Resume Reviews: This tool can  be used as an exercise to demonstrate
how unconscious bias impacts hiring. In this practice, resumes are deprived
of names, gender pointers, and different private particulars, permitting
hiring managers to concentrate on abilities  and expertise instead of
demographic elements. This process can bring attention to biases that were
evident when looking at hiring decisions that were made. Comparing hiring
decisions before and after implementing this process can highlight biases in
recruitment.

Microaggression Training: In this training, prescriptive exercises can include
employees working through real-life case studies or scripted role-play
scenarios to identify and respond to subtle discriminatory comments or
behaviors. 

Exercise and Tools for conducting
Unconscious Bias Training
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8

This helps create awareness of the impact of language and actions on
workplace inclusivity.

Storytelling and Sharing Sessions:This  can be a powerful way to talk about
bias. Employees can share personal stories of bias, discrimination, or
exclusion that can help humanize the issue, and foster a culture of  openness
and learning. 

For SMEs to effectively implement unconscious bias training, it should be an
ongoing process rather than a one-time event. Follow-up discussions,
continuous feedback, and periodic assessments can help sustain awareness
and reinforce inclusive behaviors. Leaders should also set an example by
actively participating in training and committing to bias-free policies. By
integrating interactive exercises into regular training sessions, SMEs can
create a more inclusive workplace culture, improve employee morale, and
enhance business performance through diversity and equitable decision-
making.

Inclusive Communication: Tips on language, feedback, and team
collaboration.

For SMEs, inclusive communication is crucial in creating a workplace culture
where every employee is valued, heard, and respected. It involves using
language, behavior, and communication styles that are inclusive, equitable,
and promote a sense of belonging. In SMEs with small, close-knit teams,
inclusive communication is essential for fostering a positive work
environment, enhancing collaboration, and increasing productivity. By
practicing inclusive communication, SMEs can establish a workplace where
all employees, regardless of their background, gender, abilities, or cultural
identity, can participate seamlessly in discussions, decision-making, and
work-related activities. 
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In this scenario has created an environment where employees feel safe to
express their opinions without fear of judgment.

Active listening and open dialogue. This involves creating a safe environment
where employees can freely express their thoughts and concerns without
fear of judgment or discrimination. Leaders and managers should practice
empathetic listening, acknowledge diverse perspectives, and ensure that all
voices are heard in meetings and discussions. Clear communication
guidelines emphasizing respect, fairness, and sensitivity to cultural
differences should be established. For instance, using gender-neutral
language and avoiding jargon can enhance inclusivity. 

Train workers to practice
empathetic listening by
acknowledging different

perspectives and giving equal
space to all voices.

Ensure that quieter team
members also have opportunities

to contribute, such as through
written feedback or smaller

group discussions. 

Utilize Multiple Communication Channel: Using multiple communication
channels to cater to diverse needs is essential in business platforms. To
achieve this goal, the following actions need to be taken:

Ensure communication is accessible by using captions in videos,
screen-reader-friendly documents, and sign language
interpretation and readable fonts and colour when necessary.

Recognize that employees have different communication
preferences; provide options such as meetings, emails, chat
platforms, and anonymous feedback forms.

Use visual aids, info graphics, and translations if needed to
improve accessibility for employees who speak different languages.
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Ensure Inclusive Leadership and Decision Making: Inclusivity in
communication is essential in leadership and decision-making. Leaders
should demonstrate inclusive behaviors by actively seeking input from a
diverse range of team members and ensuring that various perspectives are
taken into account in company policies and discussions. Involving employees
from different backgrounds in decision-making processes can help prevent
groupthink and foster innovation.

Representation matters—ensure diverse voices are included in
meetings, policies, and leadership discussions.

Leaders should model inclusive behaviors by actively seeking input
from diverse team members.

Decision-making should involve a variety of perspectives to avoid
groupthink and encourage innovation.

Educate employees about the
impact of their words and
body language, including

microaggressions and
nonverbal communication.

Encourage team members to
learn about different cultures,
identities, and experiences to
foster a more inclusive work

environment.

Training employees on cultural competency and inclusive communication:
Workshops on unconscious bias, respectful communication, and conflict
resolution can help employees understand the impact of their words and
actions. Encouraging learning about different cultures and identities fosters
inclusivity. Nonverbal communication should also be considered, as gestures
and body language can vary across cultures. In order to succeed in this
activity workshops on cultural competency, unconscious bias, and respectful
workplace communication can be conducted. In this training workshop, 
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Continuous assessment and improvement of communication strategies are
essential in SMEs. Seeking feedback from employees can help identify areas
for improvement and ensure that communication remains inclusive,
effective, and adaptable to a diverse workforce. Prioritizing inclusive
communication can strengthen team cohesion, boost morale, and create a
workplace where everyone feels respected and valued. To conduct
continuous assessment in SMEs, the following actions can be taken:

Continuously Assess and Improve
Communication Strategies

Address communication gaps and implement new strategies to
ensure inclusivity remains a core business value.

Conduct regular surveys and open forums to gather employee
feedback on communication practices.

Create a culture of continuous improvement by adapting
communication styles based on employee needs and feedback.





6
Legal And Ethical
Considerations
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Understanding global labor laws and anti-discrimination policies is crucial
for SMEs to legally protect their businesses, create an equitable work
environment, and foster a strong culture of DEI. While regulations differ by
country, key principles such as prohibiting discrimination, ensuring equal
pay, promoting accessibility, and fostering workplace inclusion are universal.
By proactively adhering to legal requirements and embracing ethical DEI
practices, SMEs can attract diverse talent, enhance employee retention, and
mitigate legal risks, leading to sustainable business growth.

Global standards related to DEI provide a universal framework for ensuring
fair treatment, equal opportunities, and respect for human rights, regardless
of geographic location or jurisdiction. Adhering to these standards fosters
inclusivity and social responsibility in the industry, promoting consistency
and accountability in mining practices worldwide. Table 1 below outlines
some of these DEI-related standards.

DEI are essential components of ethical, strategic, and legal business
practices. SMEs must adhere to national and international labor laws, anti-
discrimination policies, and workplace regulations to promote fair treatment,
equal opportunities, and a safe working environment for all employees. 
Non-compliance with these laws can result in legal repercussions, harm to
reputation, and financial penalties. Here is a global summary of crucial labor
laws and anti-discrimination policies that SMEs should consider when
integrating DEI initiatives.

Global Overview of Relevant Labor
Laws and Anti-discrimination Policies

Global Standards, Principles and Policies
on DEI

6.1. Overview of relevant labor laws
and anti-discrimination policies.
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Global Level Standard Description

Universal Declaration of
Human Rights (UDHR)

Adopted in 1948, gender equality was made part of
international human rights law by the Universal Declaration
of Human rights.

The UDHR upholds fundamental labor rights, including the
right to equal pay, fair treatment, and freedom from
workplace discrimination.

International Labor Laws
and DEI Regulations

The ILO sets global labor standards that address workplace
discrimination, equal pay, and labor rights. Key ILO
conventions related to DEI include

Convention No. 111 – Prohibits workplace discrimination
based on race, gender, religion, political opinion, or
social origin.

Convention No. 100 – Promotes equal remuneration for
men and women performing work of equal value.

Convention No. 159 – Focuses on vocational
rehabilitation and employment of persons with
disabilities.

United Nations (UN)
Sustainable
Development Goals
(SDGs)

The UN SDGs emphasize 

(Goal 5): gender equality

(Goal 10): reduced inequalities

(Goal 8): and decent work 

These encourage SMEs to adopt fair labor practices,
eliminate workplace discrimination, and promote economic
inclusion.

Convention on
Elimination of all forms
of Discrimination
Against Women

Adopted by the General Assembly in 1979. In 20 articles, the
Convention explicitly defines discrimination against women
and sets up an agenda for national action to end such
discrimination

Table 01: Global Standards, Principles and Policies on DEI
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Global Level
Standard

Description

UN Global Compact,
Women
Empowerment
Principles (WEPS)

A set of Principles offering guidance to business on how to
promote gender equality and women’s empowerment in the
workplace, marketplace, and community. Established by UN
Global Compact and UN Women, the WEPs are informed by
international labour and human rights standards and
grounded in the recognition that businesses have a stake in,
and a responsibility for, gender equality and women’s
empowerment.

GRI Global Reporting
Initiatives

An independent, international initiative that helps businesses
and other organizations take responsibility for their impact, by
providing them with the global common language to
communicate those impacts.

European Union (EU)

The EU enforces strict labor laws under the European
Convention on Human Rights and EU Directives:

Employment Equality Directive (2000/78/EC) – Prohibits
discrimination based on age, disability, sexual orientation,
and religion.

Equal Treatment Directive (2006/54/EC) – Strengthens
gender equality and equal pay rights.

General Data Protection Regulation (GDPR) – Protects
employee data collected for DEI initiatives and diversity
reporting.

Table 02: Regional and National Anti-Discrimination Laws

Country Description Anti-Discrimination Laws

United
States

The U.S. has strong
anti-discrimination
labor laws
enforced by the
Equal Employment
Opportunity
Commission
(EEOC)

Title VII of the Civil Rights Act (1964) – Prohibits
discrimination based on race, color, religion, sex,
or national origin.

Americans with Disabilities Act (ADA) (1990)  
Requires reasonable accommodations for
employees with disabilities.
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Country Description Anti-Discrimination Laws

United
States

The U.S. has strong
anti-discrimination
labor laws enforced
by the Equal
Employment
Opportunity
Commission (EEOC)

Equal Pay Act (1963) – Mandates equal pay for
equal work regardless of gender.

Age Discrimination in Employment Act (ADEA)
(1967) Protects workers aged 40 and older from
discrimination.

Pregnancy Discrimination Act (PDA) (1978) –
Prevents discrimination based on pregnancy,
childbirth, or related medical conditions.

United
Kingdom
(UK)

UK’ covers, cover
characteristics such
as race, sex,
disability, age, sexual
orientation, and
gender identity
through the act. SMEs
must ensure fair
treatment in hiring,
promotions, and
workplace policies.

The Equality Act (2010) is the UK’s primary anti-
discrimination law 

covers protected characteristics such as race,
sex, disability, age, sexual orientation, and
gender identity.

Canada

Canadian labor laws
are enforced by the
Canadian Human
Rights Act and
Employment Equity
Act, which

Prohibit discrimination based on race,
  gender, disability, and age.
 

Require affirmative action measures to
promote equity for Indigenous peoples, women,
persons with disabilities, and minorities.

Australia

Fair Work Act (2009) – Protects employees from
workplace discrimination and unfair dismissal.

Racial Discrimination Act (1975) – Prevents
discrimination based on race, ethnicity, or
nationality.

Sex Discrimination Act (1984) – Protects against
gender-based discrimination and sexual
harassment.



Country Description Anti-Discrimination Laws

Asia-
Pacific
(APAC)

Many APAC
countries have
rapidly evolving
DEI laws, with
growing focus on
gender equality,
LGBTQ+ rights, and
disability inclusion

Japan’s Equal Employment Opportunity Law –
Requires gender equality in hiring and
promotions.

China’s Labor Law (1994) – Prohibits workplace
discrimination based on ethnicity, religion, and
gender.

India’s Equal Remuneration Act (1976) – Ensures
equal pay for men and women in the workplace.

South Korea’s Anti-Discrimination Act – Protects
workers against disability, gender, and racial
discrimination.
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Overview of Relevant Labor Laws and
Anti-discrimination Policies in Sri Lanka

Sri Lanka has implemented a robust set of labor laws and anti-
discrimination policies to foster fair treatment, equal opportunities, and
inclusivity in the workplace. These regulations are designed to safeguard
employees from discrimination and promote fair labor practices nationwide.

Standards Description

Constitutional
Provisions

The Constitution of Sri Lanka guarantees fundamental rights
to all citizens, including equality before the law and equal
protection of the law. It prohibits discrimination on grounds
such as race, religion, language, caste, sex, political opinion,
place of birth, or any such grounds.

Industrial Disputes
Act

This act provides mechanisms for the prevention and
settlement of industrial disputes. It outlines procedures for
conciliation and arbitration, aiming to maintain harmonious
employer-employee relationships

Employment of
Women, Young
Persons, and
Children Act

This legislation regulates the employment conditions of
women and young individuals, setting guidelines to prevent
exploitation and ensure their safety in the workplace

Maternity Benefits
Ordinance

This ordinance mandates maternity leave and benefits for
female employees, ensuring job security and financial support
during maternity periods

Shop and Office
Employees Act

This act governs the employment conditions of individuals
working in shops and offices, including provisions related to
working hours, holidays, and remuneration

Wages Boards
Ordinance

This ordinance establishes Wages Boards for various trades to
determine minimum wage rates and regulate other
employment conditions, ensuring fair compensation for
workers.

Table 03: Key Labor Laws and Anti-Discrimination Policies in Sri Lanka



Standards Description

Factories
Ordinance

This legislation focuses on the health, safety, and welfare of
workers in factories, setting standards to prevent workplace
hazards and ensure a safe working environment

International
Commitments

Sri Lanka is a signatory to the International Labour
Organization's (ILO) Discrimination (Employment and
Occupation) Convention, 1958 (C111). This convention obligates
member states to pursue national policies aimed at
eliminating discrimination in employment and occupation
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The Department of Labour in Sri Lanka is responsible for enforcing labor laws
and ensuring compliance with anti-discrimination policies. They provide
resources and guidance to both employers and employees regarding their
rights and obligations under the law.
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Table 04: Ethical responsibility of businesses toward employees and
communities.

DEI are not merely compliance requirements for SMEs; they are ethical
imperatives that define the values and long-term success of businesses.
Ethical responsibility in DEI extends beyond legal obligations,
necessitating SMEs to proactively establish equitable workplaces, foster
inclusivity, and engage with their communities. By prioritizing DEI as an
ethical duty, businesses can improve employee well-being, drive
innovation, strengthen communities, and contribute to sustainable
economic growth.

6.2. Ethical responsibility of
businesses toward employees
and communities

Community
Ethical way of

Address
Descripition

Ethical
Responsibilit
ies Toward
Employees

Fair and
Inclusive
Workplace
Culture

SMEs have a responsibility to create a respectful
and inclusive workplace that values employees
from diverse backgrounds. This involves
addressing unconscious bias, promoting open
communication, and providing equal
opportunities for career advancement. A fair
workplace environment contributes to increased
employee engagement, retention, and job
satisfaction.

Equal
Opportunity
and Non-
Discrimination

Ethical DEI practices necessitate that SMEs ensure
hiring, promotions, and salary decisions are merit-
based rather than biased. Employers should
adopt blind recruitment methods, diverse hiring
panels, and structured interviews to reduce
discrimination and foster equitable hiring
practices.
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Community
Ethical way
of Address

Descripition

Ethical
Responsibiliti
es Toward
Employees

Equity in Pay
and Benefits

Gender, race, or other characteristics-based pay
gaps are an ethical concern. Small and medium-
sized enterprises (SMEs) should conduct regular
pay audits to identify disparities and ensure fair
compensation based on employees' skills,
experience, and performance. Providing equal
access to healthcare, parental leave, and mental
health support also shows an ethical commitment
to employee well-being.

Workplace
Safety and
Well-Being

Ethical businesses prioritize both physical and
psychological safety in the workplace. Small and
medium-sized enterprises (SMEs) should
implement robust anti-harassment policies,
establish confidential reporting mechanisms for
employees to raise concerns without the fear of
reprisal, and raise awareness about mental health
issues. It is crucial for employees to feel secure,
listened to, and supported in their work
environment.

Employee
Development
and Growth

SMEs have an ethical obligation to invest in
employee training, upskilling, and leadership
development. This includes providing access to
mentorship programs, career advancement
opportunities, and continuous learning resources
for all employees, particularly those from
underrepresented backgrounds

Ethical
Responsibiliti
es Toward
Communities

Promoting
Economic
Inclusion

SMEs play a crucial role in reducing social and
economic inequalities by hiring from diverse
communities, supporting minority-owned
businesses, and providing fair wages and working
conditions. Ethical SMEs partner with local
organizations and educational institutions to offer
job opportunities, internships, and training
programs that empower underserved groups
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Community
Ethical way
of Address

Descripition

Ethical
Responsibiliti
es Toward
Communities

Supplier and
Vendor
Diversity

Ethical SMEs commit to working with diverse
suppliers and vendors, including businesses
owned by women, minorities, persons with
disabilities, and other underrepresented groups.
This promotes economic equity and fosters
inclusive business ecosystems

Corporate
Social
Responsibility
(CSR)
Initiatives

SMEs can give back to communities through
social impact initiatives such as:

Scholarship programs for underprivileged
students
Sponsorship of community projects
Environmental sustainability initiatives
Donations and volunteer work for social
causes

These initiatives strengthen relationships with
local communities and enhance a company’s
social impact and reputation.

Advocacy for
Social Justice

Businesses have an ethical duty to stand against
discrimination, racism, and inequality in society.
Small and medium-sized enterprises (SMEs) can
support social justice movements, promote
inclusive policies, and advocate for human rights
within their industry and local communities.

Sustainability
and
Environmental
Responsibility

Ethical DEI practices should also encompass
sustainable business operations. Small and
medium-sized enterprises (SMEs) should aim to
reduce their environmental footprint, minimize
waste, and endorse eco-friendly initiatives that
benefit employees and local communities.

Ethical responsibility in DEI for SME’s involves creating a fair and inclusive
workplace that has a positive impact on society. By focusing on equity,
diversity, and inclusion in areas such as employment, compensation, safety,
and development, SMEs can strengthen their businesses and contribute to
more just and sustainable communities. Companies that view DEI as an
ethical obligation not only attract loyal employees and customers but also
drive long-term success and promote positive social change.





7
Measuring DEI
Progress



DEI are crucial for establishing a fair, inclusive, and high-performing
workplace in small and SMEs. While larger organizations are often
associated with DEI efforts, SMEs also play a significant role in promoting
workplace diversity, equal opportunities, and an inclusive culture. However,
without proper monitoring, DEI initiatives run the risk of being ineffective or
superficial rather than driving real change. Tracking DEI progress allows
SMEs to assess their advancement, pinpoint areas for improvement, and
cultivate a more inclusive work environment where all employees feel valued
and have equal opportunities for success. Monitoring DEI progress allows
SMEs to identify disparities in hiring, promotions, pay equity, and workplace
culture, ensuring fair and inclusive treatment of all employees. Without
evaluation, unconscious biases and structural inequalities may persist,
leading to decreased employee morale, retention rates, and overall
organizational performance.

Tracking DEI success in SMEs is crucial for accountability. Establishing clear
standards and analyzing data enables firms to hold leadership,
management, and the respective HR teams accountable for driving genuine
improvement. Transparency in DEI efforts fosters confidence and credibility
among employees, customers, and stakeholders. Employees are more likely
to stay engaged and committed when they see tangible efforts to enhance
workplace diversity and inclusion.

Measuring DEI is crucial for enhancing employee engagement and retention.
A workplace that promotes diversity and inclusivity creates a sense of
belonging, psychological safety, and motivation among its employees. When
employees feel valued and included, they are more likely to remain with the
company, reducing turnover and recruitment expenses. Surveys, feedback
tools, and pay equity audits can help SMEs gauge employee satisfaction and
make necessary changes to foster a more inclusive environment.

Measuring DEI success not only benefits internal operations but also
enhances corporate innovation and competitiveness. Diverse teams offer
fresh perspectives, innovative ideas, and enhanced problem-solving skills,
which are essential for business growth. SMEs that consistently measure and
enhance their DEI initiatives are better positioned to attract top talent, build
stronger customer relationships, and increase brand visibility. Additionally,
customers and business partners are increasingly favoring organizations
that exhibit a dedication to social responsibility and inclusivity.
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Measuring DEI progress is essential for SMEs to meet their legal and ethical
obligations. While some SMEs may not be legally required to provide DEI
metrics, complying with anti-discrimination laws, equal pay policies, and fair
labor practices can protect them from potential legal issues. Proactively
tracking DEI data helps organizations uphold ethical business practices and
create an inclusive workplace for all employees.

Measuring the development of DEI over time is crucial for ensuring long-term
corporate growth and social impact. Companies that embrace DEI as a core
value and continuously refine their strategies are better equipped to adapt
to changing labor demographics, market trends, and customer
expectations. By integrating DEI into their business model, SMEs position
themselves as forward-thinking, inclusive, and prepared for the future.
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Table 05: Key Methods to Measure DEI Progress

7.1. Key Metrics: Tracking
workforce diversity, pay equity,
and employee satisfaction

Activity Description Key Metrics

Workforce
Demographics
and
Representation

SMEs should analyze
their workforce
composition by
collecting data on
gender, race,
ethnicity, disability
status, age, and other
relevant diversity
factors

Percentage of employees from diverse
backgrounds at different levels (entry-
level, leadership, management).

Representation in promotions and
leadership roles.

Turnover rates by demographic groups

Pay Equity
Analysis

Fair compensation is
a critical component
of DEI. SMEs should
conduct regular
salary audits to
identify and eliminate
pay disparities based
on gender, race, or
other factors.

Median salary comparisons across
demographics

Pay equity gaps between male and
female employees or other groups.

Benefits and career progression parity

Employee
Engagement
and Inclusion
Surveys

Gathering feedback
from employees
provides insights into
how included, valued,
and supported they
feel in the workplace.

Gathering feedback from employees
provides insights into how included,
valued, and supported they feel in the
workplace.

Sense of belonging across different
groups

Perceptions of bias, discrimination, or
microaggressions

Willingness to recommend the company
as an inclusive employer
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Activity Description Key Metrics

Recruitme
nt and
Hiring
Metrics

Tracking diversity in
recruitment helps SMEs
ensure that hiring
practices are fair,
unbiased, and inclusive.

Percentage of diverse candidates in
applicant pools

Hiring rates by demographic groups

Retention of diverse hires over time

Promotion
and
Career
Advancem
ent Data

Equity in promotions is key
to ensuring all employees
have access to growth
opportunities.

Promotion rates among
underrepresented groups

Leadership development program
participation

Career progression timelines across
demographics

Workplace
Inclusion
and
Psychologi
cal Safety

Measuring whether
employees feel safe and
included is vital for
tracking DEI success. SMEs
can use focus groups,
anonymous feedback, and
exit interviews.

Percentage of employees who feel they
can voice their opinions without fear

Reports of discrimination or harassment

Level of trust in company policies and
leadership commitment to DEI

Supplier
and
Vendor
Diversity

SMEs can assess their
commitment to economic
inclusion by tracking
purchases from minority-
or women-owned
businesses.

Percentage of contracts awarded to
diverse suppliers

Spending on suppliers from
underrepresented groups

Training
and
Developme
-nt
Participati
-on

DEI education and
training foster inclusive
workplaces. SMEs should
measure engagement in
training programs

Number of employees completing DEI
training

Impact of training on workplace
behavior and policies

Employee feedback on training
effectiveness



76

Training Module on Diversity, Equity and Inclusion
Initiatives for Small and Medium Scale Enterprises

Ceylon Chamber of Commerce

7.2. Feedback Mechanisms: Using
employee surveys and focus
groups
DEI are crucial concepts for fostering an inclusive and productive workplace,
especially in SMEs. However, implementing and sustaining successful DEI
practices in SMEs often presents unique challenges due to limited resources,
organizational scale, and, in some cases, a lack of formal processes. Despite
these obstacles, SMEs can make a significant impact by incorporating
effective feedback systems into their DEI strategies.

Feedback systems are essential tools for evaluating, developing, and
maintaining DEI activities. These systems enable organizations to gather
feedback from employees and stakeholders, identify gaps or areas for
improvement, and track progress over time. In SMEs, feedback procedures
can vary from informal one-on-one interactions and team meetings to
structured surveys, focus groups, and performance reviews. By fostering
open communication, these methods create a sense of belonging, ensure
diverse perspectives are heard, and enhance fairness in decision-making.

An effective feedback loop within an SME should incorporate a diverse range
of opinions, especially those from underrepresented groups. It should be
actionable, leading to tangible adjustments and enhancements in
organizational culture, recruitment processes, professional development,
and other areas. By implementing responsive and inclusive feedback
mechanisms, SMEs can cultivate a dynamic, growth-oriented environment
where diversity, equity, and inclusion are continually evolving. Using the
following techniques we can continue to create feedback mechanism in
SMEs 



Surveys and questionnaires are effective and scalable tools for collecting
feedback from employees on DEI issues. They can be conducted regularly,
such as quarterly or biannually, to assess employees' experiences,
perceptions, and satisfaction with DEI within the organization. These surveys
can address various topics, including workplace culture, inclusivity in
decision-making, fairness in promotions, and encounters with prejudice or
bias.
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Surveys and Questionnaires

Enables broad participation while ensuring anonymity.

Provides quantitative data that can be tracked over time.

Can identify areas that need attention on a larger scale.

Requires careful question design to avoid bias.

If not anonymous, employees might not feel safe sharing
candid feedback.

Advantages

Challenges



Focus groups and one-on-one interviews offer a more in-depth, qualitative
perspective from employees. These discussions allow participants to share
personal experiences and stories, providing a deeper insight into the
challenges they face at work. By convening small groups of individuals with
diverse backgrounds, SMEs can facilitate candid conversations about DEI
issues, leading to a more nuanced understanding compared to surveys.
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Focus Groups and One-on-One Interviews

Provides valuable qualitative insights that can inform DEI
strategies.

Creates a personal and safe environment for employees to
discuss sensitive issues.

Uncovers underlying issues that may not be captured
through surveys.

Time-consuming and resource-intensive, especially for small
businesses with limited capacity.

Group dynamics can sometimes skew discussions if not
properly managed (e.g., dominant voices may overshadow
others).

Advantages

Challenges



Employee Resource Groups (ERGs), also known as affinity groups, are
employee-led groups that come together based on shared characteristics or
experiences, such as gender, race, disability, or LGBTQ+ identity. These
groups serve as valuable feedback channels, providing a structured platform
for employees to voice their concerns, engage in discussions about diversity,
equity, and inclusion initiatives, and offer suggestions for enhancement.
ERGs play a crucial role in pinpointing areas where the organization can
enhance its inclusivity and equity.
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Employee Resource Groups (ERGs) or Affinity
Groups

Empowers employees to take an active role in shaping DEI
policies.

Offers targeted feedback from specific demographic
groups.

Can foster a sense of community and belonging.

Risk of segmentation if not managed properly, potentially
creating silos.

Requires time and effort to maintain engagement and
leadership.

Advantages

Challenges



In this section, we will explore how to sustain Diversity, Equity, and Inclusion
(DEI) initiatives in SMEs and the key factors required for long-term
sustainability. Sustaining DEI initiatives is a continuous process that may
span weeks, months, or even years. To begin with, it is essential to integrate
DEI initiatives with the organization's vision, mission, and strategies. This
integration ensures that DEI is prioritized in planning, resource allocation,
and implementation, rather than being an afterthought.

SMEs should establish measurable goals and incorporate transparent
reporting into their annual or quarterly reports, depending on organizational
needs. Including a dedicated section on diversity, equity, and inclusion in the
annual report can help communicate the organization's commitment to
these values.

Collaboration with various stakeholders is crucial for the success of DEI
initiatives. SMEs should engage with employees, customers, suppliers, and
other partners to foster a diverse and inclusive environment. Tracking
incremental progress is key to measuring the success of DEI initiatives. Even
small achievements in DEI should be acknowledged and documented, along
with any setbacks or failures.

Sustaining DEI in SMEs goes beyond simply launching initiatives or
implementing policies. It requires a long-term commitment to inclusive
practices that are ingrained in the organization's culture, values, and daily
operations. By following these steps, SMEs can create a sustainable
framework for DEI within their organizations.
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7.3. Sustaining DEI in SMEs



DEI should be firmly integrated with the organization's basic beliefs and
mission. This means that DEI isn't just a separate project; it's an integral
component of how the company functions and makes choices. Leaders
should publicly commit to DEI and model inclusive behaviours, emphasizing
that DEI is a top priority that will guide all elements of the organization. Key
actions need to be taken as follows. 

Clearly identify and express DEI as a component of the organization's
mission and values.

Ensure that leaders at all levels champion and set a good example for
DEI.

Integrate DEI into strategic planning and long-term organizational
objectives.

To foster a culture of diversity, equity, and inclusion, it is essential to provide
ongoing training and education for all employees. This training should cover
topics such as unconscious bias, cultural competence, and inclusive
leadership. By investing in DEI training, organizations can increase
awareness, promote understanding, and create a more inclusive work
environment. Key actions need to be taken as follows. 

Offer regular DEI training sessions for all employees.

Include DEI topics in onboarding programs for new hires.

Provide resources and tools for employees to continue their DEI
education.

Encourage open discussions and dialogue about DEI within the
organization.
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Integrating DEI into the Organizational
Values & DNA

Implementing DEI Training and Education



Measuring progress towards DEI goals is crucial for driving meaningful
change. Establishing DEI metrics allows organizations to track their efforts,
identify areas for improvement, and hold leaders accountable for creating
an inclusive workplace. By setting clear goals and regularly monitoring
progress, organizations can ensure that DEI remains a priority. Key actions
need to be taken as follows. 

Define key performance indicators (KPIs) related to DEI goals.

Track and report on DEI metrics regularly.

Hold leaders accountable for meeting DEI targets.

Use data to identify gaps and opportunities for improvement.

To sustain DEI activities, it is crucial to establish clear, quantifiable goals and
monitor success over time. This allows the organization to assess the
effectiveness of its initiatives, pinpoint areas for improvement, and uphold
accountability. It also demonstrates to staff the organization's dedication to
making tangible progress. Key actions need to be taken as follows. 

Gathering key insight from information gathering phase

Setting your goals

Setting your Priorities

Identifying strengths and Weaknesses 

Decide the time period to practice DEI within you organization
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Establishing DEI Metrics and Accountability

Setting Measurable DEI Goals



8
Interactive
Components



DEI can provide considerable business benefits, such as lower labour costs,
improved resource acquisition, increased marketing effectiveness, and
greater organizational flexibility. However, obtaining these benefits via DEI is
not guaranteed. Effective implementation needs long-term planning,
significant involvement, and ongoing review. Inadequate planning and
execution can result in significant expenses and prevent businesses from
realizing the full benefits of DEI. Sri Lankan businesses should look at ways to
capitalize on the appealing commercial benefits of DEI. DEI should be
considered as a long-term investment that requires careful preparation and
consideration of contextual elements, rather than a one-time win. 

The international best practices for DEI include strong leadership
commitment, data-driven measurement and effect evaluation, employee
involvement, cultural competency training, and interaction with suppliers
and the community. Sri Lankan enterprises should continue to adopt
international best practices as a guide for efficiently implementing DEI, while
also acknowledging the need of tailoring these methods to local
circumstances.
Sri Lankan businesses should ensure their approach to DEI acknowledges
that: DEI goes beyond mere instances of discrimination, harassment, and
abuse; DEI issues are complex, subjective, and challenging to measure; and
all businesses are on a continual improvement journey. This nuanced
approach is a necessary starting point for businesses to embrace DEI in their
organizations.
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8.1. The Strategic Case for DEI
Sri Lanka

Why we need to apply DEI for SMEs in Sri
Lanka

Incorporation of International best practice
for Sri Lankan SMEs



Sri Lankan firms adopt different approaches to DEI. While some businesses
have a deep understanding of the nuances involved, others are reluctant to
go beyond a limited focus on addressing negative employee interactions. It is
important for Sri Lankan businesses to embrace a more comprehensive
approach to DEI that goes beyond just addressing discrimination,
harassment, and abuse. DEI issues are intricate, subjective, and challenging
to quantify, and businesses need to continuously enhance their efforts in this
area.

Many Sri Lankan enterprises have advanced methods to DEI in areas such as
gender, age, and disability, which they effectively incorporate into their
commercial activities. In contrast, most firms are unwilling to acknowledge
and deal with other sensitive aspects of DEI, such as ethnicity and religion,
and few have programs that particularly handle these issues. 
 Sri Lankan enterprises should leverage their comprehensive understanding
and experience with DEI in areas such as gender, age, and disability as a
springboard to widen their approach to include other sensitive factors like
ethnicity and religion.

The private sector is a powerful force in moulding any society. The private
sector is competitive, it is also a community with an unquestionable impact
on society, establishing social standards, instilling a feeling of national unity
and pride, controlling its environmental impact, and responding to
emergencies.

The private sector not only has the chance and capability to play a good
role, but it also bears responsibility to society. Businesses, being a vital
element of society, have duties beyond maximizing their own profits.  
Businesses together with political, social, and educational organizations, are
one of four 'pillars' that support social cohesiveness. Not engaging private
sector actors in collaborative attempts to promote social cohesion may have
the opposite impact, with economic inequities contributing to increased
social unhappiness and unrest.
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Business attitudes towards DEI in Sri Lanka

The Power of Private sector in the Society
and Promoting DEI



Many businesses have embraced the assumption of social duty, which is
sometimes referred to as corporate social responsibility (CSR) or
environmental, social, and corporate governance (ESG) norms. Businesses
are increasingly adopting these notions not simply to represent their
professed objectives of contributing to societal goals, but also as a profit-
generating strategy.

Small businesses and local shopkeepers contribute to community
cohesiveness and well-being by providing areas for varied communities to
meet, resulting in improved mutual understanding. In its 2013 World
Development Report, the World Bank stated that the private sector's
provision of inclusive employment opportunities can also contribute to social
cohesion by empowering marginalized groups, promoting meritocracy, and
facilitating trust-building among people from various backgrounds.

This relationship works both ways; businesses can have a good impact on
social cohesion, but social cohesiveness also has many benefits for the
private sector. According to an OECD analysis from 2011, social cohesion
establishes the basis for long-term economic growth and company success.
Other studies back up this finding, demonstrating that a harmonious and
inclusive society promotes economic growth, attracts foreign investment,
and provides a stable environment for businesses to thrive. In this way, the
relationship between enterprises and social cohesiveness is a self-sustaining
virtuous loop. In this framework, promoting social cohesiveness can be
viewed as a moral and strategic duty for the business community. One
approach for businesses to accomplish this is to implement DEI procedures.

Language constraints are a significant concern for businesses as they hinder
the positive impact of DEI activities, such as cultural exchanges among
diverse teams, and impede effective communication and integration into the
broader Sri Lankan market. It is crucial for businesses to assess the presence
of language barriers at all levels of their operations. Employers should
support employees in enhancing their language skills where obstacles are
identified. By improving employee communication skills, businesses can
enhance organizational efficiency and promote inter-ethnic and inter-
religious trust.
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Barriers of implementation of DEI practices
in Sri Lanka

Language as a barrier for Implementation DEI practices



Sri Lankan enterprises face adverse economic conditions, including growing
operational and finance expenses and declining buyer demand, which may
discourage investment in DEI. Sri Lankan companies should examine the
Long-term advantages of investing in DEI, such as these Programs increase
employee happiness and Productivity increases while corporations become
more resilient in the face of future disasters. Businesses should integrate DEI
into their DNA to ensure long-term success, rather than treating it as a one-
time expenditure.

Few Sri Lankan businesses collect and analyze data on the ethnic and
religious makeup of their workforce. Sri Lankan businesses should collect and
analyze data on diversity, including ethnicity and religion, in their workforce
to effectively implement and evaluate DEI programs. This data collection
should be done with sensitivity, transparency, and employee consent, while
adhering to privacy regulations. The analysis should cover diversity across
the entire workforce, within teams, and at different levels to inform DEI
initiatives.
Other less typical DEI business strategies that can help with social cohesion
in Sri Lanka include providing ongoing DEI training to all employees,
encouraging multilingualism, and supporting employee mobility across sites.
Sri Lankan enterprises are urged to investigate, devise, and apply uncommon
and unique DEI techniques. Businesses can gain a competitive advantage by
demonstrating adaptation to changing workplace dynamics and dedication
to a more inclusive workforce.
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Economic challenges as a barrier for Implementation
DEI practices

Common DEI Practices in Sri Lanka

Most businesses in Sri Lanka have strict policies against discrimination,
harassment, or abuse based on ethnicity or religion. These policies are
designed to prevent and address such issues effectively. However, some
policies may lack specific references to ethnicity or religion.

Zero tolerance for discrimination, harassment, and abuse



Most businesses organize religious and cultural events throughout the year,
celebrating the diversity of their staff. For instance, if a business has
employees from various religious backgrounds such as Buddhist, Hindu,
Muslim, and Christian, they held celebrations for all these religions. However,
some businesses may not celebrate certain religious events if they do not
have employees from those specific backgrounds, but they are open to doing
so if their workforce diversity changes. These events are inclusive, with staff
from all religions participating, fostering cultural exchange, trust-building,
and team bonding. Additionally, many businesses host a New Year's event
on January 1st, bringing together all staff members, sometimes even from
different locations. Religious leaders often attend these events to provide
blessings for the New Year, with some companies boasting the presence of
leaders from all major religions.

Many businesses have cultural and linguistic interaction is mostly driven by
people working closely together. The staff's different backgrounds
organically lead to talks, shared traditions, and language exchange
throughout work hours, meals, and breaks. For example, colleagues from
various ethnic and religious groups frequently shared lunch together. Each
employee would provide a lunch packet, which would be distributed to the
group. This practice allows them to learn about their coworkers' cultures by
exposing them to other cuisines. This provided an opportunity to actively
respect each other's cultural heritage.

Some businesses provide accommodation for their employees, leading to
more frequent interactions among employees living in employer-provided
housing. These informal interactions create a diverse mix of cultures and
languages in the workplace, fostering mutual respect, trust, and
understanding. Some employees even consider their work friends as family.

The level of diversity within businesses is highly dependent on the
demographic composition of the local population. In regions where diverse
ethnic and religious communities coexist, businesses tend to mirror this
diversity by bringing together employees from various backgrounds,
resulting in a workforce characterized by a rich mix of cultures and
languages. 
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Religious and cultural events

Cultural and language exchange through diverse teams



Many companies proactively accommodate religious practices in the
workplace by offering dedicated facilities, such as prayer rooms, to meet the
diverse religious needs of their employees. These prayer rooms are inclusive
spaces where employees can practice their respective religions in an
environment of respect and understanding.

Furthermore, companies allow employees to observe religious holidays
without compromising their work commitments. This includes providing
flexibility for employees to attend religious observances, such as Friday
prayers for Muslim employees. Some businesses prioritize leave applications
for religious holidays, recognizing the importance of these events for their
employees.
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Facilities and flexibility for religious observance

Offering accommodation for employees who live far from the business
location enables businesses to recruit staff from a broader geographic area,
increasing the likelihood of employing individuals from diverse communities.



Practical Activity: Think about your business or working environment and
explain how you/ your organization have incorporated these three concepts
in your business or working environment. 

Objective of the Activity: Make participant aware on practical scenario of
the Diversity, Equity and Inclusion 

Outcome of the Activity: Participant will be able to understand the meaning
of these three concepts and practical appliance of them 

Practical Activity: Think about your business or working environment and
explain how you/ your organization have use inclusive workplace to
attracting and retaining talent of people  

Objective of the Activity: Make participant aware on how inclusion workplace
can enhance talent attractiveness and retaining talented workers

Outcome of the Activity: Participant will be able to understand that inclusion
workplace can enhance talent attractiveness and retaining talented
workers. 

Activity 01: Incorporating Diversity
Equity and Inclusive into SMES

Activity 02: DEI and Attracting and
Retaining Talent of People  
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8.2. Role-Playing Scenarios:
Practice responding to workplace
challenges



This activity is designed to showcase how diverse teams can approach a
problem from multiple angles and come up with innovative solutions.

Objective: To demonstrate how diversity in teams leads to unique perspectives
and creative solutions.

Outcome: Participant will understand how diversity can be overcome in
practical scenario and how diversity will can be used in positive manner. 

Steps:

Divide participants into small teams 
Ensure each team is diverse in terms of gender, age, cultural
background, professional expertise, and personality types.

Present the challenge to all teams (e.g., "How can we reduce
plastic waste in our community?").
Explain that the goal is to generate as many creative and
practical solutions as possible.

Ask each team to brainstorm ideas and write them down on
sticky notes or flip charts.
Encourage team members to share their unique perspectives
and experiences. 

Have each team present their ideas to the larger group.
Highlight how different perspectives led to unique solutions.
Discuss how the diversity of the team contributed to the
variety of ideas generated.

Ask participants to vote on the most innovative or practical
solution.
Discuss why this solution stands out and how it reflects the
team's diverse perspectives.

Facilitate a discussion on how diversity influenced the
brainstorming process. Questions to ask:

How did team members' different backgrounds contribute to the ideas?
Were there any ideas that you wouldn’t have thought of on your own?
How can diverse perspectives improve problem-solving in real-world 

            scenarios?

1. Form 
Diverse 
Teams 

2.Introduce
the
Problem
Statement 

3.Brain-
storming
Session 

4. Idea
Sharing and
Discussion 

5. Vote on
the Best
Idea 
 

6. Reflection
and Debrief 

 

Activity 03:  "The Innovation Challenge"
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Practical Activity: Think about your business or working environment and
explain how you/ your organization/ work place have DEI opens new
customer bases and builds brand loyalty.

Objective of the Activity: Make participant aware on how DEI opens for new
customer bases and builds brand loyalty.

Outcome of the Activity: Participant will be able to understand that DEI
opens for new customer bases and builds brand loyalty.

Practical Activity: Explain about common DEI Challenges faced by you with
regard to your business or working environment.

Objective of the Activity: Make participant aware on what kind of DEI
Challenges exist in their business 

Outcome of the Activity: Participant will be able to identify DEI Challenges
exist in their business 

Activity 04: Opening DEI in SMEs new
customer base

Activity 05: DEI Challenges in SMEs
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Practical Activity: Explain about DEI Best Practices have been conducted in
your business or working environment

Objective of the Activity: Make participant aware on DEI Best Practices exist
in their business 

Outcome of the Activity: Participant will be able to understand the DEI Best
Practices that exist in their business or working environment and what types
of best practices need to be followed for organizational enhancement 

Activity 06: DEI Best Practices in SMEs

Activity 07: Goal Setting of DEI in SMEs 

Key insight from
information

gathering Phase
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What are 
your goals?

What are your
priorities?

What are your
strengths
and weaknesses 

When it comes
 to practicing DEI 

within your organization
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Activity 08: Best way to achieve DEI priorities in SMEs

What activities are the best way to
achieve these priorities and goals?

What you need to make these
activities happen

Whose support do you need to make
these activities happen?

What are the risk and assumptions being
made and how you plan to address?

What does success look like and how
are you measure it?

8.3. Open Discussion:
Encourage participants to
share experiences and ideas.
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