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Abstract: The paper aims to understand the suitability of Technical Competencies and DEI for sustainable
workplaces for Human Capital at Non-Ferrous Value-Added Products in Western Odisha. In the business
landscape of modern times, organizations are increasingly recognizing the importance of Diversity, Equity,
and Inclusion (DEI) in creating sustainable workplaces. As globalization and demographic shifts continue to
shape the workforce, it is crucial for companies to embrace and leverage the diverse talents, perspectives,
and experiences of their employees. At the same time, technical competency - an area of knowledge or skill
that is useful in a particular industry's job responsibilities — is well-studied as a critical factor in the success
of an organization in the industry. Different industries require diverse skills for employees, making employers
emphasize different competencies depending on the products or services they offer. Having a technically
competent workforce is a key area for the short- and long-term success of an organization. Given the
importance of these two factors viz Diversity, Equity, & Inclusion (DEI) and Technical Competency in
sustainable and successful workplaces, it is important to explore their interaction and combined dynamics.
Are they contradictory or complementary in nature? Can they be made complementary in nature through
organization development, organization behaviour and organizational practices? We aim to understand the
key strategies, best practices, and possible outcomes of integrating both technical competencies and DEI
principles into organizational culture, policies, and practices that drive long-term success and sustainability.

These are among the key questions that we explore via studying the Human Capital at Non-Ferrous Value-
Added Products in Western Odisha. Odisha is a mineral-rich eastern State in India on an early path to
development in the manufacturing space. Lately, the state has started evolving into a hub in both ferrous and
non-ferrous sectors. Whether it is steel or aluminum, the state’s resources and policies make it key for metal
producers. However, the state's human development indicators (HDI) are still not in the upper percentiles of
the country. The state, which has a lower HDI but is coming up fast in manufacturing, has a good landscape
to study and understand the impact and interaction of both DEI and technical competency. Using surveys and
interview methods, we aim to understand and assess the gaps in the interaction of DEI and Competency that
are needed for organizations to sustain in the long term and create a framework that can be used to deploy
them together in origination for long-term sustainability and success. The framework could be used to
develop long-term strategies such as setting up a School of Diversity and Excellence within organizations and
possibly by the government as a collective school, which can utilize such frameworks to deliver on
sustainable goals of organizations and industry.

l. Introduction
A. Background

In the business landscape, Diversity, Equity, and
Inclusion (DEI) have gained increasing recognition
as vital components for creating sustainable and
competitive workplaces. Organizations globally are
acknowledging the significant impact that DEI
initiatives can have on fostering a more innovative,
collaborative, and  productive  workforce.
Simultaneously, technical competency remains a
critical  factor for  organizational  success,
particularly in industries that rely heavily on

www.forumd4researchers.com

specialized skills and knowledge. The integration
of DEI and technical competency is essential for
organizations striving to maintain a competitive
edge in an increasingly globalized and diverse
market.

Globalization and demographic shifts are reshaping
workforce dynamics, compelling organizations to
embrace diverse talents, perspectives, and
experiences. These trends underscore the
importance of DEI in addressing the varied needs
of a multifaceted workforce and leveraging its full
potential. As companies expand their operations
across borders, the ability to integrate diverse
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cultural, ethnic, and gender perspectives becomes
paramount for driving innovation and growth.

Western Odisha, a mineral-rich region in eastern
India, provides a unique context for examining the
interplay between DEI and technical competency.
The region is undergoing significant industrial
development, particularly in the non-ferrous value-
added products sector. This sector, encompassing
industries such as aluminium and other non-ferrous
metals, plays a crucial role in the region’s
economic growth and development. Western
Odisha’s strategic importance is further amplified
by its evolving status as a manufacturing hub,
supported by favourable state policies and abundant
natural resources.

Despite its industrial potential, Western Odisha
faces challenges related to human development
indicators (HDI), which still need to be higher
compared to other regions in India. This disparity
presents both a challenge and an opportunity for
organizations operating in the non-ferrous sector.
By effectively combining DEI initiatives with
efforts to enhance technical competency,
companies can address skill gaps, improve
workforce capabilities, and contribute to the
region’s socio-economic development.

The significance of the non-ferrous value-added
products sector in Western Odisha's industrial
landscape cannot be overstated. As the region
continues to develop, the integration of DEI and
technical competency will be pivotal in ensuring
sustainable growth and long-term success. This
paper explores the potential synergies between DEI
and technical competency, proposing a framework
that organizations can adopt to foster a more
inclusive, competent, and sustainable workforce in
Western  Odisha’s  non-ferrous  value-added
products sector.

B. Problem Statement

The manufacturing sector, particularly in regions
undergoing significant industrial development like
Western Odisha, faces the dual challenge of
enhancing technical competency and fostering
Diversity, Equity, and Inclusion (DEI). While
technical competency is crucial for operational
efficiency and innovation, DEI is essential for
creating a workplace that leverages diverse
perspectives and talents. However, the interaction
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between DEI and technical competency remains
underexplored, especially in the context of
manufacturing industries. There is a pressing need
to understand whether these two elements are
inherently contradictory or can be harmoniously
integrated to drive sustainable organizational
success. Addressing this gap is critical for
developing effective strategies that ensure both a
highly skilled and inclusive workforce, ultimately
contributing to the long-term sustainability of
organizations in the manufacturing sector.

C. Research Objectives

1. To Investigate whether DEI and
Technical Competency are
Contradictory or Complementary: This
study aims to explore the dynamics
between DEI and technical competency
within ~ the  manufacturing  sector,
particularly focusing on the non-ferrous
value-added products industry in Western
Odisha. By examining existing literature
and theoretical perspectives, the research
will identify whether these elements can
coexist without conflict or if their
integration presents significant challenges.

2. To Propose a Framework for
Sustainable Organizational Practices:
Based on the findings, the research intends
to develop a comprehensive framework
that integrates DEI and technical
competency into organizational practices.
This framework will outline best practices,
strategies, and policies that organizations
can adopt to enhance both technical skills
and inclusivity. The ultimate goal is to
provide a model that supports the
sustainable growth of manufacturing firms
by ensuring a competent, diverse, and
inclusive workforce.

Il. Conceptual Framework

A.  Understanding DEI and Technical
Competency in Organizations

Diversity, Equity, and Inclusion (DEI) and
technical competency are critical elements in the
fabric of modern organizations. DEI encompasses
policies and practices that ensure fair treatment and
full participation of all employees, regardless of
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their background. It includes creating an
environment where diverse individuals feel valued,
supported, and able to contribute fully to
organizational success. Technical competency, on
the other hand, refers to the specific skills and
knowledge required to perform job functions
effectively. It is especially crucial in industries that
depend on specialized expertise, such as the
manufacturing sector.

The integration of DEI and technical competency is
essential for fostering an inclusive workplace that
maximizes the potential of all employees. A diverse
workforce brings a range of perspectives and
problem-solving approaches, enhancing innovation
and decision-making. Meanwhile, ensuring that all
employees possess the necessary technical skills is
fundamental to maintaining high productivity and
operational excellence.

B. Interaction Between DEI and Technical
Competency

The interaction between DEI and technical
competency can be complex, with potential for
both synergy and conflict. On one hand, DEI
initiatives can enhance technical competency by
attracting and retaining a diverse talent pool,
fostering a variety of skills and perspectives that
drive innovation. Diverse teams can collaborate to
find creative solutions to technical challenges,
improving overall organizational performance.

However, conflicts can arise if DEI and technical
competency are not managed cohesively. For
instance, emphasizing technical skills without
considering DElI may lead to a homogeneous
workforce, missing out on the benefits of diverse
perspectives. Conversely, focusing solely on DEI
without ensuring technical competency can result
in skill gaps that hinder productivity. Effective
integration requires a balanced approach that values
both DEI and technical skills equally.

Organizations can navigate these interactions by
adopting comprehensive strategies that promote
both DEI and technical competency. This includes
offering training programs that enhance technical
skills while fostering an inclusive culture.
Leadership commitment to both elements is crucial,
as is the implementation of policies that support
continuous learning and equitable opportunities for
all employees.
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C. Impact on Organizational Culture and
Practices

The integration of DEI and technical competency
significantly impacts organizational culture and
practices. A culture that values both diversity and
technical expertise is more likely to be innovative,
resilient, and adaptable. Employees in such cultures
feel respected and valued for their unique
contributions, which enhances engagement and job
satisfaction. This, in turn, leads to higher retention
rates and attracts top talent.

Organizational practices must evolve to support
this integrated approach. Recruitment and hiring
processes should be designed to identify candidates
who not only possess the necessary technical skills
but also contribute to the organization’s diversity
goals. Performance management systems should
recognize and reward contributions to both
technical excellence and inclusive behaviours.
Training and development programs should focus
on building both technical skills and cultural
competence, ensuring that employees are well-
equipped to work in diverse teams.

Moreover, leadership plays a pivotal role in
shaping an inclusive culture that values technical
competency. Leaders must model inclusive
behaviours and support initiatives that promote
both diversity and skill development. They should
foster open communication and create opportunities
for all employees to develop and advance their
careers.

In conclusion, the conceptual framework of
combining DEI and technical competency
underscores the importance of a balanced and
integrated approach. By understanding and
leveraging the interaction between these elements,
organizations can create a sustainable and
inclusive workplace that drives long-term success.

I11. Theoretical Analysis

A. Synergy between DEI and Technical
Competency

The theoretical synergy between Diversity, Equity,
and Inclusion (DEI) and technical competency is
grounded in the idea that diverse perspectives foster
innovation and  enhance  problem-solving
capabilities. DEI brings together individuals with
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varied backgrounds, experiences, and viewpoints,
which can stimulate creativity and lead to more
comprehensive and innovative solutions. Technical
competency ensures that these diverse ideas are
effectively translated into practical, high-quality
outcomes. When combined, DEI and technical
competency can drive organizational performance
by leveraging the full potential of a diverse
workforce.

Theoretical arguments for the complementary
nature of DEI and technical competency often cite
the benefits of cognitive diversity. Diverse teams,
equipped with a range of technical skills, are better
at identifying and addressing complex problems.
This combination can lead to improved decision-
making processes and more effective solutions. For
example, a study by McKinsey &Company(2017)
found that companies with greater ethnic and
cultural diversity in their executive teams were
33% more likely to outperform their peers on
profitability. Additionally, research from Harvard
Business Review highlights how diverse teams can
leverage their varied experiences to avoid
groupthink and generate more innovative ideas.

Examples from literature provide further evidence
of the successful integration of DEI and technical
competency. For instance, Google’s Project
Avristotle demonstrated that high-performing teams
were characterized by both psychological safety—a
key aspect of DEl—and a blend of technical skills.
Another example is the case of IBM, which has
long championed diversity as a driver of innovation
and technical excellence, resulting in numerous
groundbreaking  technologies and  sustained
business success.

B. Potential Conflicts and Resolution Strategies

Despite the potential synergies, conflicts can arise
when integrating DEI and technical competency.
One common conflict is the perception that efforts
to increase diversity might compromise technical
standards. This can lead to resistance among
employees who prioritize technical excellence.
Another conflict is the challenge of managing
diverse teams, where differences in communication
styles and cultural norms can create
misunderstandings and friction.

Theoretical strategies for resolving these conflicts
emphasize the importance of inclusive leadership
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and organizational support. Inclusive leadership
involves  recognizing and valuing diverse
contributions while maintaining high technical
standards. Leaders can set clear expectations that
both DEI and technical competency are non-
negotiable components of the organizational
culture. Training programs that focus on cultural
competence and technical skill development can
also help bridge gaps. For example, mentorship
programs that pair diverse employees with
experienced technical mentors can simultaneously
enhance DEI and technical skills.

C. Organizational Development and Behavioural
Insights

Organizational development (OD) theories provide
valuable frameworks for integrating DEI and
technical competency. OD emphasizes planned,
systematic change to improve organizational
effectiveness. By applying OD principles,
organizations can create structures and processes
that support both DEI and technical competency.
This includes designing roles and responsibilities
that align with both elements, fostering a culture of
continuous learning, and implementing inclusive
policies.

Insights from organizational behaviour (OB)
further support this integration. OB research
highlights the importance of psychological safety,
trust, and open communication in diverse teams.
These factors are crucial for harnessing the benefits
of DEI while maintaining technical excellence. For
instance, studies have shown that teams with high
psychological safety are more likely to engage in
open dialogue, share ideas freely, and collaborate
effectively—key aspects of both DEI and technical
competency.

In conclusion, the theoretical analysis of DEI and
technical competency highlights their potential
synergy, identifies possible conflicts, and provides
strategies for resolution. By leveraging OD and OB
theories, organizations can create an environment
where diversity and technical skills complement
each other, leading to sustainable success.

IV. Proposed Framework for Sustainable
Workplaces

The proposed framework for sustainable
workplaces integrates Diversity, Equity, and
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Inclusion (DEI) with technical competency to
create a holistic model that addresses both
workforce  diversity and specialized  skill
requirements. This framework aims to foster an
inclusive work environment while ensuring that
employees possess the necessary technical skills to
drive organizational success. By focusing on both
DEI and technical competency, the framework
promotes a balanced approach to workforce
development that enhances innovation,
productivity, and sustainability.

To achieve this, the framework includes several
key components. Core elements and principles
involve implementing strategies for inclusive
recruitment and selection to attract a diverse talent
pool. This includes developing competency-based
job descriptions and using unbiased recruitment
methods to ensure equal opportunities for
candidates from various backgrounds. Continuous
learning and development are also crucial, with
training programs designed to enhance both
technical skills and cultural competence, equipping
employees to work effectively in diverse teams.

Performance management and evaluation systems
should recognize and reward both technical
excellence and contributions to DEI initiatives,
fostering a culture where diverse talents are valued
and nurtured. Supportive policies and practices,
such as mentorship programs, affinity groups, and
resources for underrepresented groups, promote
work-life balance, flexibility, and inclusivity.

Leadership  commitment is  essential in
championing DEI and technical competency.
Leaders must model inclusive behaviours, support
diversity initiatives, and prioritize technical skill
development. Leadership training should include
modules on inclusive leadership and the strategic
importance of technical skills. Cultivating an
organizational culture that values diversity and
technical expertise involves regular communication
about the importance of DEI and technical skills,
celebrating successes, and transparently addressing
challenges. Organizational values should reflect a
commitment to both inclusivity and excellence.
Policies must be aligned to support the integration
of DEI and technical competency, including anti-
discrimination  policies, equal  opportunity
employment, and clear guidelines for career
advancement that consider both technical skills and
contributions to DEI.
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For long-term strategies, the establishment of a
School of Diversity and Excellence is proposed.
This institution would be dedicated to promoting
DEI and technical excellence through specialized
training programs, certification courses, and
workshops focusing on both technical skills and
cultural competence. Courses offered would
include advanced technical skills, leadership
development, DEI best practices, and inclusive
innovation, designed in collaboration with industry
experts, academic institutions, and DEI
practitioners. Graduates would be well-equipped to
lead diverse teams, drive technical innovations, and
contribute to the sustainable success of their
organizations.

Government and industry collaboration is vital for
sustainable goals. Public-private partnerships
should be established to promote DEI and technical
competency at a national level, creating incentives
for companies that excel in both areas and
supporting initiatives that address skill gaps and
diversity challenges. Policy advocacy and support
are also critical, with funding for training programs,
research on best practices, and initiatives that
promote inclusive innovation. Engaging with local
communities  through  outreach  programs,
scholarships, and community-based training
sessions ensures that DEI and technical
competency initiatives  benefit a  broader
population,  enhancing  employability  and
inclusivity.

By implementing this comprehensive framework,
organizations can create sustainable workplaces
that leverage the full potential of a diverse and
technically competent workforce, driving long-term
success and innovation.

V. Conclusion

This research has underscored the crucial interplay
between Diversity, Equity, and Inclusion (DEI) and
technical competency in fostering sustainable
workplaces. Theoretical insights reveal that DEI
initiatives and technical competency are not only
compatible but can be mutually reinforcing. By
combining diverse perspectives with specialized
skills, organizations can drive innovation, enhance
problem-solving, and achieve superior
performance. This integrated approach is
particularly relevant in the non-ferrous value-added
products sector in Western Odisha, where the
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evolving industrial landscape demands both
inclusivity and technical expertise.

The study advances the understanding of how DEI
and technical competency interact within
organizational settings. It challenges the notion that
these elements are contradictory, presenting a
compelling case for their complementary nature.
By proposing a framework that integrates DEI and
technical competency, the research contributes to
organizational development theory, emphasizing
their joint role in achieving long-term sustainability
and success. It also underscores the importance of
inclusive leadership and organizational culture in
facilitating this integration, providing a new lens
for examining organizational behavior.

For organizations in Western Odisha, this study
offers a roadmap for enhancing both technical skills
and inclusivity. Adopting the proposed framework
can help companies address skill gaps, improve
workforce capabilities, and foster a more inclusive
work environment. Establishing a School of
Diversity and Excellence and emphasizing
continuous learning and development can build a
resilient and innovative workforce. Additionally,
policymakers and industry leaders can use these
insights to develop public-private partnerships and
community engagement initiatives that support DEI
and technical competency, driving regional socio-
economic development.

Future research should delve deeper into the
mechanisms through which DEI and technical
competency interact, exploring specific
organizational contexts and industry settings.
Longitudinal studies could examine the long-term
impacts of integrating DEI and technical
competency on organizational performance and
employee satisfaction. Comparative studies across
different regions and sectors can provide a broader
understanding of how cultural and industrial
differences influence this integration.

Investigating the effectiveness of the proposed
framework in various organizational settings can
provide valuable insights for refining and
enhancing its components. Exploring the role of
technology and digital tools in supporting DEI and
technical competency initiatives can offer new
avenues for  innovation and  efficiency.
Additionally, assessing the impact of government
policies and industry standards on the integration of
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DEI and technical competency can inform policy-
making and advocacy efforts.

In conclusion, this research underscores the critical
importance of combining DEI and technical
competency for sustainable organizational success.
By embracing this integrated approach,
organizations can not only enhance their
competitive edge but also contribute to a more
inclusive and equitable society.
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