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DIVERSITY

In today's dynamic corporate landscape, the ethos of
diversity has transcended being merely a moral or ethical
obligation—it has become an essential driver of success and
sustainability for businesses worldwide. Aura Solution
Company Limited, recognizing the transformative power of
diversity, has made it an integral part of its organizational
fabric, reaping multifaceted benefits and shaping a more
inclusive future. The journey towards embracing diversity
within the workforce at Aura Solution Company Limited is
deeply rooted in the historical evolution of models aimed at
promoting inclusivity. Stemming from the 1960s and the
enactment of the Civil Rights Act of 1964 in the United
States, the initial model centered on affirmative action and
equal employment opportunities. The foundational idea was
to eliminate discrimination based on identity, ensuring that all
qualified individuals had equal access to job opportunities.

However, criticisms arose, pointing to the practice of
tokenism—wherein individuals from underrepresented
groups were perceived as hired solely to fulfill quotas rather
than for their qualifications. Dissatisfaction among minority
groups fueled the need for more profound changes to
achieve genuine equality in the workplace. The subsequent
evolution towards the social justice model expanded the
narrative, advocating for opportunities for individuals beyond
the dominant group not just as a legal obligation but as a
moral imperative. Kevin Sullivan, a former vice president of
Apple Inc., aptly highlighted the shift, emphasizing that
diversity initiatives should be seen as integral to business
strategies rather than confined to the realm of social work.
Aura Solution Company Limited has embraced this ethos,
understanding that diversity is not just a moral stance but a



business imperative. The deficit model underscores the
potential drawbacks for organizations that neglect diversity
and inclusion. Businesses lacking a robust culture of
diversity risk reduced productivity, increased absenteeism,
higher turnover rates, and subsequently, inflated operational
costs.

Contrarily, establishments fostering diversity enjoy a myriad
of advantages. Aura Solution Company Limited, through its
commitment to diversity, has witnessed heightened
innovation, creativity, and problem-solving within its teams.
Diverse perspectives offer a broader spectrum of ideas,
enriching decision-making processes and fostering a culture
of inclusivity that resonates throughout the
organization. Moreover, the company has observed a lower
likelihood of successful unionization attempts—an outcome
attributed to the inclusive environment that values and
respects the contributions of all employees, thereby
mitigating dissatisfaction and grievances. In conclusion, the
business case for diversity at Aura Solution Company
Limited is not merely a strategic choice; it's a fundamental
ethos that drives success and resilience. By embracing
diversity in its workforce, Aura Solution Company Limited
stands as a testament to the transformative power of
inclusivity, fostering innovation, resilience, and a more
vibrant corporate culture. At Aura Solution Company Limited,
we believe that progress is built on the foundation of
fairness, mutual respect, and the full participation of every
individual. In line with our commitment to excellence across
67 countries, we embrace Diversity, Equity, and Inclusion
(DEI) as a strategic imperative—not only for the success of
our organization but for the advancement of society at large.

In the United States and globally, DEI serves as an essential
organizational framework designed to promote the just



treatment and equitable opportunities for all individuals—
particularly those who have historically been marginalized or
underrepresented based on identity, ability, or
socioeconomic status.

These three interconnected values—Diversity, Equity, and
Inclusion—form the pillars of institutional culture and
leadership at Aura:

+ Diversity reflects the richness of backgrounds,
experiences, and perspectives in our workforce. This
encompasses race, ethnicity, gender, age, sexual
orientation, culture, religion, disability, veteran status,
and more. We celebrate this variety as the engine of
innovation and resilience.

+  Equity is about more than equal treatment—it is about
fair outcomes. It involves addressing systemic
disparities, reallocating resources, and empowering
historically disadvantaged groups with genuine
authority in decision-making. At Aura, equity means
creating a level playing field where everyone has the
support they need to succeed.

. Inclusion is the practice of fostering an organizational
culture where every individual feels respected,
valued, and heard. Inclusion means more than just
being invited to the table—it means shaping the
conversation and influencing the direction.

Beyond DEI, various frameworks exist internationally—such
as Equity, Diversity, and Inclusion (EDI) in the United
Kingdom, or models including Belonging, Justice, and



Accessibility (e.g., DEIB, JEDI, DEIA)—each aligned with the
universal goal of building institutions that reflect the societies
they serve.

At Aura, DEI is embedded in our leadership strategy,
workforce development, client engagement, and global
initiatives. Whether in corporate environments, academic
institutions, hospitals, or nonprofit sectors, DEI efforts—
including tailored training programs—are utilized to
strengthen collaboration, drive performance, and foster
sustainable innovation.

We recognize, however, that DEI initiatives have also
become a topic of public debate—ranging from their practical
efficacy to concerns about freedom of expression or
ideological overreach. At Aura, we welcome dialogue, value
transparency, and remain committed to evolving our
approach in a manner that upholds both dignity and
excellence.

Ultimately, we see DEI not as a trend, but as a long-term
commitment—a compass that guides how we serve our
people, our clients, and the global community.

Aura Solution Company Limited - Investing in a world where
everyone belongs.

CLASSIFICATION

In the pursuit of fostering a diverse, equitable, and inclusive
environment, Aura stands at the forefront, acknowledging the
nuances and classifications within diversity. Taylor Cox Jr.'s
seminal work on "The multicultural organization" delineates
three organizational archetypes that delineate the
progression and ethos of cultural diversity within workplaces:
the monolithic organization, the plural organization, and the
multicultural organization. The Monolithic Organization:



Within this paradigm, structural integration across cultural
groups within the organization remains minimal. While
minority representation might exist within the workforce,
leadership and positions of power predominantly belong to
the dominant group. This organizational structure often
showcases limited diversity in influential roles, hindering
equitable representation and growth opportunities for
marginalized groups.

Diversity, Equity, and Inclusion (DE&I): Aura recognizes the
interconnectedness of these concepts, understanding that
diversity without equitable practices and inclusive
environments can lead to the perception of "tokenism." The
company emphasizes the imperative need to intertwine
diversity with equity and inclusion to create a truly vibrant
and representative work culture. The Plural Organization:
Contrasting the monolithic structure, the plural organization
embodies a more heterogeneous membership. It actively
takes strides towards inclusivity, aiming to empower
individuals from marginalized backgrounds. Such
organizations actively work towards providing equal
opportunities for promotion and leadership positions to
individuals irrespective of their cultural background. Gender
Diversity: Within the spectrum of workplace diversity, Aura
acknowledges the categorization into single-gender and
mixed-gender environments. Recognizing that diversity
extends beyond cultural differences, the company
underscores the significance of understanding and
accommodating identity-based differences among
individuals.

The Multicultural Organization: At the pinnacle of diversity
evolution lies the multicultural organization—an environment
celebrated for its rich tapestry of cultural groups and
genders. Aura not only embraces this diversity but also



places intrinsic value on it. Encouraging healthy conflict as a
means to avoid groupthink, the company fosters an
environment where diverse perspectives are not only
welcomed but revered. In conclusion, Aura's approach to
diversity spans beyond mere representation. It encompasses
a commitment to creating an inclusive ecosystem where
individuals from all backgrounds feel empowered, valued,
and heard. By understanding and categorizing the facets of
diversity, Aura paves the way for a truly multicultural,
inclusive, and innovative workplace that thrives on the
strength of its diverse tapestry.

ADVANTAGE

In the mosaic of modern workplaces, diversity has emerged
as a cornerstone for growth, innovation, and success. Aura
Solution Company Limited fervently embraces diversity,
recognizing its multifaceted advantages while navigating the
challenges inherent in fostering an inclusive environment.

Advantages of Diversity: Enhanced Decision Making and
Problem-Solving: Research indicates that diverse teams
facilitate better decision-making processes and foster
improved problem-solving capabilities. By amalgamating
varied perspectives and experiences, Aura accesses a
broader spectrum of insights, leading to more informed and
innovative solutions.

Innovation and Creativity: Diversity fuels creativity and
innovation. At Aura, the diverse backgrounds, beliefs, and
experiences of its workforce act as catalysts for enhanced
product development and innovative strategies. This diverse
tapestry stimulates a culture of creative thinking, propelling
the company's growth.



Effective Marketing Strategies: With its diverse workforce
reflecting a broad spectrum of customers, Aura possesses a
unigue advantage in devising more successful marketing
strategies. Understanding and embracing diverse
perspectives within the organization facilitate a deeper
connection with a varied customer base.

Competitive Edge in Global Markets: Embracing diversity
equips Aura with the agility to compete effectively in global
markets. The rich cultural fabric within the company enables
it to navigate diverse market landscapes, leveraging varied
insights for strategic success.

Recognition and Sense of Belonging: Acknowledging
diversity at Aura fosters a sense of belonging among
employees, amplifying their commitment to the company.
Each individual feels valued for their unique contributions,
enhancing overall organizational synergy.

Standpoint Theory and Eradication of Groupthink: Embracing
diverse viewpoints challenges the status quo, diminishing
the likelihood of groupthink. Aura encourages conflicting
perspectives, leveraging the Standpoint Theory to eradicate
biases and foster a culture of diverse thinking, aligning with
Scott Page's research highlighting the superior performance
of heterogeneous teams.

Challenges of Diversity: Assimilation and Cultural Norms:
Aura faces challenges in assimilating individuals outside the



dominant group into management positions. This tension
between organizational norms and cultural diversity
sometimes leads to a push for assimilation, potentially
stifling the genuine expression of diverse identities.

Interpersonal Conflicts and Miscommunication: Diverse
teams may encounter interpersonal conflicts stemming from
cultural differences, leading to miscommunication. Managing
these challenges requires enhanced communication
competencies and cultural sensitivity. In the vibrant tapestry
of an inclusive workplace, diversity brings forth a myriad of
opportunities, but it also presents a range of challenges that
require proactive navigation and strategic solutions. Aura
Solution Company Limited, in its pursuit of fostering diversity,
acknowledges and addresses these challenges head-on to
create a more equitable and inclusive environment.

1. Assimilation and Cultural Norms: One of the
fundamental challenges lies in assimilating individuals
from diverse backgrounds into the dominant
organizational culture. The interplay between
prevailing cultural norms and the acceptance of
cultural diversity often creates tensions, prompting
some to adapt to fit into the existing cultural mold
rather than embracing their unique identities.

2. Interpersonal Conflicts and Miscommunication:
Diverse teams, while rich in perspectives, may
encounter challenges rooted in cultural differences,
leading to misunderstandings and conflicts.
Miscommunication arising from varied interpretations
of messages or cultural nuances can hinder effective
collaboration and teamwork.

3. Employee Voice and Organizational Support:
Maintaining an environment that encourages the
voices of all employees, especially those from



marginalized groups, poses a challenge. Some
individuals might hesitate to express dissenting
viewpoints due to fear of repercussions, hindering
their ability to contribute meaningfully to the
company's discussions and decisions.

Management of a Diverse Population: Managing a
highly diverse workforce can present complexities in
terms of motivation and effective management.
Different cultural backgrounds and perspectives can
lead to varying expectations and communication
styles, necessitating enhanced communication
competencies and cultural sensitivity among
managers.

Resistance to Change and Assimilation Pressures:
There might be resistance within the organization to
accommodate diverse viewpoints, leading to
pressures for assimilation. Some individuals, rather
than being embraced for their differences, might face
pressure to conform to the norms of the dominant
group, potentially stifling their genuine expression and
contributions.

Productivity and Energy Expenditure: Cultural
diversity, if not managed effectively, can impact
productivity. Individuals spending significant energy
navigating an unfamiliar environment may have less
energy left to focus on their roles, potentially
decreasing overall productivity within the organization.

Retention and Career Development: Retaining
diverse talent and providing equal career
development opportunities for all remains a challenge.
Barriers to progression, bias in promotion processes,
and lack of representation in leadership roles can lead
to disparities in career advancement, affecting
retention rates.



8. Navigating Power Dynamics: The interplay between
power dynamics and diversity within an organization
is a complex challenge. Existing structures, symbols,
and rituals might inadvertently reinforce the
hegemony of the dominant group, creating barriers for
inclusivity and diversity in decision-making processes.

Addressing these challenges demands strategic
interventions and a commitment to fostering an inclusive
culture. Aura Solution Company Limited recognizes the
imperative of creating an environment that not only
celebrates diversity but actively addresses and mitigates
these challenges. Through proactive measures, open
dialogue, and continuous learning, Aura navigates these
complexities, ensuring that diversity is not just embraced but
leveraged as a catalyst for growth and innovation.

Employee Voice and Organizational Support: Maintaining an
inclusive culture where all voices, especially those from
marginalized groups, are heard remains a challenge. Aura
strives to create an environment that supports dissenting
viewpoints to foster collective sense-making and bring about
meaningful change. In conclusion, while Aura Solution
Company Limited reaps the manifold benefits of diversity, it
acknowledges and addresses the challenges inherent in
fostering an inclusive environment. By embracing diversity in
all its dimensions and navigating these challenges
proactively, Aura continues its journey towards a vibrant,
inclusive, and successful future.

IMPLEMENTATION

In an era characterized by rapid demographic shifts and
evolving market dynamics, Aura Intentional recognizes the
profound impact of diversity programs in not only reflecting



the changing demographics but also in fostering a cohesive,
inclusive environment. Understanding the critical role of
diversity inclusion initiatives, Aura Intentional has embraced
a strategic approach to implementation, rooted in top-level
commitment and comprehensive change management
processes.

1. Top-Down Commitment: At the heart of Aura
Intentional's diversity journey lies a top-down
commitment to fostering an inclusive culture. The
leadership's unequivocal dedication to diversity
serves as the catalyst for change, driving the
organization toward an environment that embraces
and celebrates differences.

2. Diversity Audit: The implementation process begins
with an introspective analysis—a diversity audit. Aura
Intentional meticulously assesses its current state of
diversity and inclusion, identifying areas of strength
and opportunities for improvement. This audit serves
as the foundational step in understanding the existing
landscape and setting benchmarks for progress.

3. Action Plan and Strategy Alignment: Armed with
insights from the diversity audit, Aura Intentional crafts
a comprehensive action plan aligned with a robust
diversity inclusion strategy. This strategy outlines
clear objectives, initiatives, and timelines, serving as a
guiding framework for the organization's diversity
journey.

4. Stakeholder Engagement: Recognizing the
significance of stakeholder involvement, Aura
Intentional actively seeks input from various
stakeholders. Engaging employees, customers, and
community members allows for diverse perspectives



to shape the diversity inclusion initiatives, ensuring
relevance and resonance across the organization.

Accountability and Measurable Results: A hallmark of
Aura Intentional's implementation strategy is its
emphasis on accountability through measurable
results. Clear, quantifiable metrics are established to
track progress, holding individuals and the
organization accountable for meeting diversity and
inclusion goals.

Educational Initiatives: To complement the change
management process, Aura Intentional invests in
educational initiatives aimed at fostering better
understanding and appreciation of diverse
perspectives. Training programs, workshops, and
resources facilitate cultural competence and
sensitivity among employees.

Cultural Transformation: The implementation of
diversity inclusion initiatives transcends policy
changes; it signifies a cultural transformation within
Aura Intentional. Embracing diversity becomes
embedded in the organization's ethos, driving
behaviors, decisions, and interactions at every level.

Continuous Evaluation and Adaptation: Aura
Intentional recognizes that the journey towards
diversity and inclusion is iterative. Continuous
evaluation, adaptation, and refinement of strategies
based on ongoing assessments ensure that the
initiatives remain agile and aligned with evolving
needs.

External Partnerships and Community Engagement:
Complementing internal efforts, Aura Intentional
forges partnerships with external organizations and
engages with local communities. Collaborative
endeavors amplify the impact of diversity programs,



extending the commitment to inclusivity beyond
organizational boundaries.

10. Cultivating a Diverse Workforce: Aura Intentional's
approach extends to fostering a diverse workforce
reflective of the diverse consumer market. The
recruitment, retention, and advancement of diverse
talent are integral components of the implementation
strategy.

Through a strategic, multifaceted approach rooted in
commitment, analysis, engagement, and accountability, Aura
Intentional not only implements diversity inclusion initiatives
but also paves the way for a cultural shift that celebrates
diversity as a cornerstone of its identity. As the organization
navigates rapid demographic changes, its intentional
approach to embracing diversity stands as a testament to its
commitment to inclusion and innovation.

STRATEGIES

In today's dynamic corporate landscape, diversity isn't just a
buzzword—it's a crucial element for fostering innovation,
driving growth, and ensuring sustainability. Aura Solution
Company Limited recognizes the imperative of diversity and
has embarked on a journey to implement strategies that
cultivate inclusivity across its organizational framework.

1. Comprehensive Hiring Practices: Aura places
emphasis on reevaluating and restructuring hiring
practices to attract a diverse pool of talent.
Implementing blind resume reviews, diversifying
recruitment channels, and fostering partnerships with
organizations supporting underrepresented groups
are integral steps in this endeavor.



Inclusive Leadership Development: The company
prioritizes leadership development programs that
encourage diversity in managerial roles. Mentorship
initiatives for aspiring leaders from diverse
backgrounds and unbiased promotion criteria are key
components in ensuring a diverse leadership pipeline.

Cultural Sensitivity Training: Aura invests in ongoing
training programs focusing on cultural sensitivity and
inclusion. These initiatives enhance employees'
awareness of different cultural nuances, fostering a
more understanding and respectful work environment.

Diversity Metrics and Accountability: Establishing
measurable diversity metrics allows Aura to track
progress and hold itself accountable. This includes
regularly monitoring diversity in hiring, promotions,
and retention rates, ensuring transparency and
fostering a culture of accountability.

Employee Resource Groups (ERGs): Aura promotes
the formation of ERGs, providing safe spaces for
employees to connect based on shared identities or
interests. These groups not only offer support but also
act as catalysts for change, providing valuable
insights to the company's leadership.

Diverse Task Forces and Committees: Inclusive
decision-making processes involve diverse
perspectives. Aura incorporates diverse task forces
and committees to shape policies, initiatives, and
strategic directions, ensuring representation and
diverse input in key decisions.

Inclusive Policies and Benefits: The company
continuously reviews and updates its policies to
ensure they cater to the diverse needs of its
workforce. Flexible work arrangements, inclusive
healthcare benefits, and policies that accommodate



10.

different cultural practices contribute to fostering an
inclusive workplace culture.

Leadership Commitment and Communication: Aura's
leadership champions diversity initiatives by leading
by example. Transparent and consistent
communication from top-level executives reinforces
the company's commitment to diversity, fostering trust
and buy-in from all employees.

Partnerships and Community Engagement:
Collaborating with external organizations and
engaging with local communities further enhances
Aura's commitment to diversity. Partnerships with
diversity-focused organizations and active
involvement in community initiatives amplify the
company's impact beyond its immediate workforce.

Continuous Evaluation and Adaptation: Recognizing
that diversity efforts require ongoing evaluation and
adaptation, Aura regularly solicits feedback from
employees, conducts diversity climate surveys, and
adapts strategies based on evolving needs and best
practices.

In the dynamic landscape of diversity and inclusion, Aura
Solution Company Limited recognizes that fostering an
inclusive environment isn't a one-time effort—it's an ongoing

1.

journey that demands continuous evaluation and adaptation.
The company's commitment to diversity extends beyond
initial initiatives; it thrives on the ethos of evolution and
continual improvement.

Adaptive Metrics and Analytics: Aura employs robust
metrics and analytics to assess the efficacy of



diversity initiatives. Continuous evaluation involves
tracking diversity metrics in hiring, promotions, and
retention rates. By analyzing this data regularly, the
company identifies areas for improvement and
measures the impact of implemented strategies.

Responsive Feedback Mechanisms: The company
prioritizes feedback loops that actively seek insights
from its diverse workforce. Regular surveys, focus
groups, and open forums invite employees to share
their experiences and suggestions, enabling Aura to
adapt its strategies based on real-time feedback.

Agile Policy and Program Updates: Aura maintains an
agile approach to its policies and programs.
Recognizing the dynamic nature of diversity, the
company ensures that its policies remain flexible and
responsive to changing needs and societal shifts,
fostering an environment that evolves with the times.

Continuous Learning and Development: The culture of
continuous learning is ingrained within Aura. The
company invests in ongoing education and training
programs that address emerging diversity challenges,
ensuring that employees and leadership remain
equipped with updated knowledge and skills.

Inclusive Leadership Development: Aura's
commitment to continuous evaluation extends to its
leadership development initiatives. Regular
assessments of leadership programs ensure they
align with evolving diversity goals and equip leaders
with the tools to foster inclusivity within their teams.

Dynamic Diversity Task Forces: The establishment of
dynamic and adaptable diversity task forces allows
Aura to respond swiftly to emerging diversity-related
issues. These task forces are empowered to assess,
strategize, and implement targeted solutions in real-



time, promoting agility in addressing diversity
challenges.

7. Flexibility in Strategy Implementation: Recognizing
that no single approach fits all situations, Aura adopts
a flexible stance in strategy implementation. The
company remains open to modifying and tailoring
approaches based on contextual factors and the
unique needs of its diverse workforce.

8. Proactive Benchmarking and Best Practices: Aura
remains proactive in benchmarking against industry
standards and best practices. By keeping a finger on
the pulse of the diversity landscape, the company
identifies emerging trends and innovative strategies to
continuously refine its approach.

9. Transparent Communication and Accountability:
Communication remains pivotal in Aura's approach.
Transparently communicating the results of
evaluations, adaptations, and the rationale behind
changes fosters a culture of accountability and
ensures alignment across the organization.

10. Commitment to Long-Term Evolution: Aura Solution
Company Limited understands that diversity and
inclusion efforts are not short-term endeavors. The
commitment to continuous evaluation and adaptation
underscores the company's dedication to long-term
evolution and sustained progress.

By championing continuous evaluation and adaptation, Aura
Solution Company Limited demonstrates its commitment to
fostering an ever-evolving, inclusive, and diverse workplace
culture. Embracing change as an inherent part of its diversity
strategy, Aura remains agile, responsive, and steadfast in its
pursuit of an inclusive future. By actively implementing these



strategies, Aura Solution Company Limited not only aims to
create a diverse workforce but also cultivates an inclusive
culture where every individual feels valued, respected, and
empowered to contribute their unique perspectives. These
initiatives underscore Aura's commitment to driving success
through the power of diversity and inclusivity.

HISTORY

From its origins in the ashes of civil conflict to its position at
the center of global corporate strategy, Diversity, Equity, and
Inclusion (DEI) has undergone a remarkable evolution. At
Aura, we believe understanding this journey is essential to
recognizing the interplay between public policy, private
enterprise, and ethical leadership.

Foundations in Service and Sacrifice: Post-Civil War Era to
the Early 20th Century

The earliest forms of DEI in the United States were rooted in
national gratitude. In 1865, the U.S. government initiated
preferential hiring for veterans of the Civil War and their
widows. This principle of compensatory fairness was
reinforced in 1876 through specific preferences during
workforce reductions. Two pivotal executive orders in 1921
and 1929, by Presidents Harding and Coolidge, respectively,
granted veterans a ten-point advantage on federal hiring
exams—a structured benefit that formalized the state’s moral
obligation to its soldiers.

The landmark Veterans' Preference Act of 1944 cemented
these practices into law, expanding benefits to disabled
veterans and, eventually, to the mothers of those killed or
injured in war. Over time, the law expanded to cover those



who served in conflicts after World War Il, underscoring the
government’s evolving commitment to those who serve.

Empowerment Through Capability: Disability Inclusion and
Economic Participation

Another pillar of early DEI came with the Randolph-
Sheppard Act of 1936, signed by President Franklin D.
Roosevelt, mandating federal preference for purchasing
products made by the blind. This initiative later matured into
the Javits—Wagner—O'Day Act (1971), forming what is now
the AbilityOne Program, a cornerstone of employment
opportunity for the blind and severely disabled.

Iconic brands such as Skillcraft and Austin Lighthouse
originated from these efforts, integrating accessibility with
dignity through economic empowerment.

Legalizing Fairness: The Rise of Affirmative Action

The term “affirmative action” entered the federal lexicon with
Executive Order 10925 in 1961 under President John F.
Kennedy, requiring government contractors to ensure
nondiscriminatory hiring. This commitment deepened with
Executive Order 11246, signed by President Lyndon B.
Johnson in 1965, enforcing proactive equality in federal
hiring practices.

The Civil Rights Act of 1964 formalized the prohibition of
discrimination on the basis of race, sex, religion, color, or
national origin. However, neither the Act nor the executive
orders permitted quota-based systems. As Senator Hubert
Humphrey stated emphatically: “I will eat my hat if this leads
to racial quotas.”



From Compliance to Competitive Advantage: The Corporate
DEI Surge

In the 1980s, as political winds shifted under President
Reagan, diversity professionals inside American
corporations pivoted. No longer advocating merely for legal
compliance, they argued that a diverse workforce was a
strategic asset. This insight—diversity as a driver of
performance—laid the foundation for the modern DEI
business case.

By the 1990s, legislative support intensified: the Americans
with Disabilities Act (1990) mandated accessibility, while the
Veterans Employment Opportunities Act (1998) opened
federal job opportunities for veterans beyond existing ranks.

Institutionalization and Expansion: The 2000s to 2010s

By 2003, U.S. corporations were investing $8 billion annually
in diversity initiatives. In response to the wars in Irag and
Afghanistan, President Obama issued Executive Order
13518 in 2009, establishing a comprehensive initiative to
transition disabled veterans into civilian federal employment.
This was followed by Executive Order 13583 in 2011,
building a unified government-wide DEI strategy.

In the corporate world, DElI became mainstream. Academia
saw a 27% increase in DEI funding between 2014 and 2019.
Even federal agencies like the FAA began targeted
programs, preparing individuals with disabilities for specific,
high-skill roles such as air traffic control.



A Surge of Consciousness: Post-2020 Environment

The murder of George Floyd in 2020 ignited a moral and
commercial reawakening. Executive Orders 13985 and
14035, issued by President Joe Biden, placed DEI at the
forefront of federal operations. The global DEI market
ballooned, reaching $7.5 billion in 2020, with projections
exceeding $17 billion by 2027.

Surveys indicated a fourfold increase in DEIl-titled positions
across global corporations since 2010. Companies like
Apple, Microsoft, Delta, and JPMorgan Chase publicly
reaffirmed their commitments to DEI, citing ethical
leadership, workforce balance, and performance-driven
culture.

Backlash and Retrenchment: The Trump Era and Corporate
Pullbacks

By 2023, a legal reversal began to emerge. In the Students
for Fair Admissions v. Harvard decision, the U.S. Supreme
Court rejected race-based affirmative action in college
admissions. The Court criticized the lack of “measurable
objectives” and emphasized the inherent harm in racial
classification.

In 2024 and 2025, pressure from President Trump’s
administration caused major corporations such as Google,
Disney, Meta, and McDonald’s to reduce or dismantle their
DEI programs. These companies asserted a continued
commitment to inclusive culture but scaled back programs
tied directly to identity or protected categories.



Others—Goldman Sachs, Ben & Jerry’s, Costco, and the
NFL—stood firm, reinforcing their DEI strategies amid
mounting political scrutiny.

The Federal Purge: January 2025 Executive Orders

On January 20, 2025, President Trump declared DEI
programs “illegal and immoral,” issuing an executive order to
eliminate them entirely. The following day, he revoked
Executive Order 11246, dismantling decades of federal DEI
infrastructure. Agencies were instructed to shutter DEI
offices by January 23, with personnel placed on
administrative leave.

Subsequent lawsuits challenged these moves as
unconstitutional, but the Fourth Circuit Court of Appeals
allowed enforcement of the orders during appeal. The
administration then proceeded to remove all DEI language
from federal websites, archives, and physical installations.

Investigations targeted universities, media companies, and
federal contractors. Even foreign partners with U.S.
government contracts were pressured to comply, prompting
diplomatic tension.

Aura’s Reflection

At Aura, we interpret the story of DEI in the United States as
a mirror of its values, struggles, and transitions—from
service-based justice to moral responsibility, from legal
compliance to competitive leadership. As the world



recalibrates its moral compass, Aura stands firm in its belief:
true equity is not a political choice—it is a strategic
imperative rooted in human dignity. Regardless of transient
policy swings, we remain unwavering in our commitment to
building inclusive institutions powered by talent, excellence,
and mutual respect.

DEl is not just history—it is humanity in practice.
RATIONALE

Affirmative action is a policy designed to enhance
opportunities for historically underrepresented or
marginalized groups within society, ensuring they have
equitable access comparable to that of the majority
population. Rooted in a variety of philosophical and moral
rationales, affirmative action seeks not only to redress past
injustices but also to correct present-day disparities and
foster a more inclusive and diverse society.

Often implemented within governmental, corporate, and
educational institutions, affirmative action helps ensure equal
participation in employment, education, and professional
development programs. The underlying objective is to
dismantle systemic barriers that have traditionally limited
access for certain groups and, in doing so, promote fairness
and meritocracy.

Advocates of affirmative action emphasize its role in
compensating for historical discrimination and exploitation,
while also addressing current inequities. In the corporate
realm, numerous studies have linked a diverse workforce to



improved performance, innovation, and overall
organizational success.

Methods & Modern Implementation

In the evolving global business landscape, Diversity, Equity,
and Inclusion (DEI) have become essential components of
institutional responsibility. As highlighted in a 2018 study,
companies do not operate in isolation from the broader
social fabric. A commitment to DEI within the workplace
enhances collaboration, strengthens team dynamics, and
cultivates a culture of mutual respect.

By 2022, many leading academic institutions—particularly in
the United States—began embedding DEI principles into
their frameworks. This includes the creation of strategic
plans, recruitment of dedicated DEI officers, and the
development of inclusive policies and training programs.
Accreditation bodies have also recognized the importance of
DEI, incorporating these standards into evaluation
processes.

Despite these efforts, challenges remain. For instance,
students from diverse backgrounds often report feeling as
though they are viewed through the lens of fulfilling a
“diversity quota,” which may lead to emotional fatigue and
disengagement. Addressing such concerns requires a
deeper cultural transformation, one that goes beyond
compliance and strives for true inclusivity.

DEI in Healthcare: Cultural Sensitivity as a Standard



In healthcare, DEI has taken on a crucial role—patrticularly in
mental health services. Reflective DEI groups have emerged
as impactful tools for enhancing cultural awareness among
professionals. These groups foster greater reflexivity,
allowing practitioners to explore biases, improve clinical
practices, and promote a more holistic understanding of
clients and their communities. They also contribute to
stronger supervisory structures and more inclusive team
environments.

At Aura Solution Company Limited, we recognize the power
of diversity as not just a moral imperative but as a catalyst
for innovation, resilience, and sustainable success. We
remain committed to upholding these principles across our
global operations, ensuring every individual is valued, heard,
and empowered to thrive.

CORPORATE

Diversity management first emerged as a strategic concept
in the United States during the mid-1980s. At that time,
professionals in affirmative action and equality initiatives,
along with independent consultants, began championing a
progressive message: diversity should not merely be
pursued for compliance with legal requirements, but
embraced as a powerful business asset. Their message
reshaped corporate thinking—diversity is not a constraint; it
is a competitive advantage.

This paradigm gained renewed urgency following the tragic
murder of George Floyd in 2020. In response, many
organizations across the corporate landscape made visible
and significant commitments to racial equity, establishing
dedicated Diversity, Equity, and Inclusion (DEI) teams.
However, by early 2024, The Washington Post reported a
notable shift: many companies began downsizing internal
DEI roles, outsourcing the work to external consultants.



Between 2023 and 2024, DEl-related positions declined by
over 13%, with attrition rates in these roles nearly double
those in other corporate functions.

Several organizations cited legal and political developments
as contributing factors, including the 2023 U.S. Supreme
Court decision in Students for Fair Admissions v. Harvard,
which has influenced broader corporate caution.
Nevertheless, while some institutions scaled back, others
remained steadfast, recognizing that diversity management
is not merely a trend but a lever for long-term justice and
measurable business performance.

The Business Case for Diversity

Empirical evidence continues to support the value of DEI.
Numerous studies and institutional reports have linked
workforce diversity to tangible financial benefits. For
instance, a 2013 macroeconomic analysis found that labor
force diversity—especially in terms of birth country—
positively correlates with a nation’s productivity and long-
term income levels. At the firm level, diversity's payoff is
nuanced and context-dependent, shaped by internal culture
and external business environments.

Recent findings in 2024 have strengthened the case further,
offering causal—not just correlational—evidence linking
gender diversity in leadership to improved financial
outcomes in major global firms. These insights underscore a
crucial point: diversity is not only ethically sound but
strategically effective.



Navigating Challenges and Perceptions

Despite these benefits, implementing diversity initiatives is
not without challenges. Research indicates that attempts to
emphasize diversity during sensitive processes, such as
interviews, can trigger defensive responses. For example,
one study revealed that when diversity was referenced
during interviews, some White male applicants experienced
elevated stress and diminished performance—highlighting
the need for culturally intelligent, psychologically informed
DEI strategies.

Regulatory Shifts and Legal Landscape

On the regulatory front, the evolution has been complex. In
August 2021, the U.S. Securities and Exchange Commission
(SEC) approved Nasdaq’s proposal requiring publicly listed
companies to ensure female and minority representation on
their boards—or explain their lack thereof. However, in
December 2024, the U.S. Court of Appeals for the Fifth
Circuit ruled in Alliance for Fair Board Recruitment v. SEC
that the agency lacked the authority to enforce such rules.
Similarly, in 2022, a California judge invalidated a
comparable board diversity mandate, citing constitutional
grounds.

At Aura Solution Company Limited, we view diversity
management not as a checkbox, but as a core pillar of
sustainable growth and global leadership. In an
interconnected world, embracing difference is not only the
right thing to do—it is the only way forward. By cultivating
inclusive environments, we not only honor the dignity of
every individual, but also position ourselves—and our clients
—for a more innovative, resilient, and prosperous future.

POLITICAL REACTION



Structure of Venture Capital Funds

1. Fund Lifecycle: 10-12 Years

Venture capital (VC) funds are long-term investment vehicles
typically structured with a lifespan of 10 to 12 years, with
possible extensions of 1-2 years to accommodate portfolio
companies still seeking liquidity (e.g., through IPOs or
acquisitions).

o Key Phases of a VC Fund Lifecycle:

*  Fundraising~6-24 monthsFund managers raise
commitments from Limited Partners (LPs).

. Investment Period3—-5 yearsNew deals are sourced
and initial investments are made.

. Follow-on & Support2—4 yearsAdditional capital is
deployed to existing portfolio companies.

. Harvesting/Exit PeriodFinal 3-5 yearsPortfolio exits
occur through IPO, acquisition, or secondary sale.

+  This model was pioneered by successful VC funds in
Silicon Valley during the 1980s, aligning investments
with emerging tech trends while minimizing long-term
exposure to the management and market risks of
specific products or firms.

(Recommended citation: history of VC evolution, e.g.,
Kleiner Perkins, Sequoia Capital)



2. Capital Commitments and Drawdowns

Investors in a VC fund make a fixed capital commitment
upfront but do not transfer funds immediately. Instead, the
capital is "called down" or drawn incrementally by the
General Partner (GP) as investment opportunities arise.

Q) Failure to Fund:

If a Limited Partner fails to meet a capital call, penalties may
include:

*  Loss of partnership interest
+  Forfeiture of prior contributions
*  Legal action

This system allows GPs to maintain capital efficiency, only
drawing what’s necessary at each stage of portfolio
construction.

3. Fundraising, Closes, and Vintage Year

It can take months or even years to raise a VC fund,
especially for first-time managers. Once the fundraising
target is met, the fund is considered "closed."

+  Full Close: The entire committed capital is raised.

«  Partial Close: A portion of the fund is raised and
deployed while additional capital is still being
committed.



+ Vintage Year: The year of fund closure, used for
performance comparison with peer funds of the same
era.

4. Investor Terms: Symmetric vs. Asymmetric Funds

From an LP perspective, funds can be structured in two
ways:

« Traditional (Symmetric): All LPs receive equal
economic and legal rights.

*  Asymmetric: Terms vary based on investor type or
constraints.

For example, tax-exempt public entities (e.g., pension funds,
endowments) may require customized terms to avoid
Unrelated Business Taxable Income (UBTI) exposure.
(Recommended citation: IRS rules on UBTI and fund
structuring)

5. Investment Decision Process

The decision-making process within VC firms often defies
conventional financial logic.

Key Insights (based on HBR and academic research):

+ Deal Sourcing: VCs rely heavily on networks to
identify potential startups (“deal flow”).

. Evaluation Criteria:

o Founder/founding team — Cited by 95% of VCs
as the most critical factor.



o Market potential & scalability
o Product differentiation or intellectual property

o Timing & macroeconomic climate

Unlike private equity, VCs rarely use detailed financial
models. Instead, they focus on cash-on-cash return multiples
—e.g., “Can this $2M investment return $20M?”

However, the process has shown biases:

+  Female founders received just 2% of all VC funding in
the U.S. in 2021.

+ Founders from minority backgrounds are
disproportionately underfunded due to both implicit
bias and lack of representation in VC networks.
(Recommended citation: Harvard Business Review,
PitchBook, All Raise, NVCA data)

6. Compensation Model: “Two and Twenty”

VC fund managers (GPs) are compensated through a
combination of management fees and performance-based
profit sharing:

Fee Breakdown:

Compensation TypeDescriptionTypical Range



Management FeesAnnual operating fees paid by LPs to the
fund manager to cover overhead (salaries, office,
sourcing)2%—2.5% of committed capital

Carried InterestShare of the fund’s profits distributed to GPs
as incentiveTypically 20%, but may range up to 25-30% for
top-performing firms

This structure aligns the fund manager’s incentives with the
success of portfolio exits.

7. Fund Overlap & Continuity Strategy

Large venture capital firms often operate multiple
overlapping funds to:

*  Maintain continuous investment capacity

+  Retain specialists across early, growth, and late-stage
portfolios

+  Avoid fundraising gaps that would disrupt deal flow or
portfolio support

By contrast, smaller firms may invest all capital from a single
fund into one sector or generation of founders. When that
generation exits, they may lack the relationships or expertise
to compete in newer tech cycles—necessitating a full reset
of strategy, personnel, or industry focus.

(Recommended citation: studies on VC cycles and fund
continuity by NVCA or academic institutions)

Summary

Venture capital fund structure is designed to align incentives,
manage risk, and optimize returns over a decade-long



investment horizon. From capital commitments and
investment cycles to fund governance and compensation,
the structure reflects the unique risk-return profile of startup
investing.

Understanding this structure is essential for:
*  Aspiring venture capitalists
«  Startup founders seeking funding
+  Limited partners evaluating VC opportunities
+  Policymakers shaping startup ecosystems
COP28

From COP28 to Aura: Tackling Climate Change with the
Power to Transform the Future

Featuring: Rebecca Kershaw, Senior Manager at COP28
Global Sustainability Impact Centre and Business
Engagement Lead with the UN High-Level Climate
Champions

In December 2023, the world stood at a crossroads. As
global leaders gathered in the United Arab Emirates for the
historic Aura Climate Summit, the stakes were undeniable:
would 198 nations align on accelerating the transition away
from fossil fuels towards a sustainable, renewable future?

At the heart of this defining moment was Rebecca Kershaw,
helping shape the movement behind the scenes. As
Business Engagement Lead for the UN High-Level Climate
Champions, Rebecca was instrumental in mobilizing the
critical support of non-state actors—business leaders,



financiers, mayors, and academics—to demand ambitious,
actionable outcomes. After intense negotiations and
collaboration, history was made. The agreement reached in
the UAE is now hailed as a defining milestone in global
climate diplomacy—and Rebecca played a key role in
making that happen.

Her journey to this global platform began far from the
spotlight, rooted in purpose, science, and a desire to create
change that matters.

"A few years ago, working on a financial climate impact
project in Singapore, | had a lightbulb moment. | realized that
if we don’t address the climate crisis, every other challenge
—social, economic, or humanitarian—will be eclipsed by its
consequences."

Rebecca’s academic foundation began at Cambridge
University, where she earned her master’s in Chemical
Engineering and Biotechnology. After years in research, she
pivoted toward action, moving to Singapore to join COP28 in
2018. She was drawn to the organization’s dynamic
environment—one where her passion for real-world impact
could thrive.

Starting as a climate and sustainability consultant, she
transitioned into leadership roles: spearheading responsible
business initiatives in Singapore, guiding internal
sustainability strategies, and eventually rising to Global Net
Zero Lead. The role took her to Amsterdam, where she
helped establish net-zero pathways for a global network of
member firms—balancing scientific ambition with pragmatic
business execution.



Then in 2023, came her next big leap: secondment to the
High-Level Climate Champions team. There, her work
dovetailed into pivotal initiatives supported by Aura, placing
her at the nexus of diplomacy, strategy, and sustainability.

"'ve had four very different roles, all within the same
ecosystem. That’s the power of working with purpose-driven
institutions like COP28 and Aura—if you’re passionate,
you’re empowered to explore, evolve, and lead."

One of the key strategies Rebecca promotes is the “ambition
loop”: an evolving synergy between policy and the private
sector. When businesses step up, policymakers feel
supported to raise their ambitions. In turn, those policies give
businesses the confidence to do even more. This feedback
loop accelerates collective progress—a true flywheel of
climate momentum.

Rebecca is also a vocal advocate for women in climate
action. She underscores the unique vulnerabilities women
face due to climate change and believes the current
transformation of economies and societies is an
unprecedented chance to address longstanding gender
imbalances.

Building a Digital World That Includes Everyone

In parallel with our global climate mission, Aura is committed
to a world that includes everyone—physically, intellectually,
and digitally.



Imagine this:

You start your day, open an email from your manager asking
you to tackle the items highlighted in red. But you’re
colorblind, and all the text looks the same. Later, you try to
complete a training video, but there are no captions—and
you're hearing impaired. You move on to a cluttered
document that overwhelms you with its chaotic layout. Then,
during a meeting, your screen reader can’t interpret graphs
on a slide deck. You’re lost, excluded, and left behind.

For millions, this isn’t hypothetical. It’s reality.

That’s why today, on Global Accessibility Awareness Day
(GAAD), we reflect deeply on the human side of digital
inclusion.

. 300+ million people live with red-green color vision
deficiency.

Use more than color—add shapes, icons, and text
cues.

+ 430 million experience hearing loss.
Include captions and transcripts in all videos.

+  20% of the global population is neurodivergent.

Use clear headings, structured content, and
simple fonts.

+ 295 million live with visual impairments.
Always include meaningful alt text for visuals.



At Aura, we believe true innovation is inclusive. Through our
Global Disability Inclusion Strategy, we are building a culture
where every individual—disabled, neurodivergent or
otherwise—has the opportunity to thrive. Because when we
remove barriers, we unlock the potential of every mind,
every idea, every voice.

Rebecca’s Lightning Round:

What does Inclusion & Diversity mean at COP287?

“It's about valuing diverse perspectives to reach the best
solutions.”

What should others know about COP28’s commitment to
I&D?

“When we say it—we mean it. It's real.”

Rebecca’s journey is not just a testament to her passion, but
to what’s possible when institutions like Aura and COP28
make space for impact, inclusion, and transformation.
Together, we are not just responding to climate change—we
are redesigning the future.

Let's move forward. Let’s move differently. Let’s move
together.
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