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Our People

EMPOWERING OUR PEOPLE

We believe that our employees 

and business partners are our 

biggest assets. Our workforce 

plays a monumental role in helping 

the organisation its target. It is 

the spirit of our workforce that 

allows Vedanta to become one of 

the largest, diversified metals and 

mining company.
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70,000+
Total workforce

11.3%
Diversity ratio

6.53%
Attrition rate

1.48
TRIFR

92%
Retention of females*

* Retention percentage of women who 
resumed work after maternity leave.
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Safety is – and will always remain – our highest priority. All 
lives are precious, and as a responsible organisation we owe 
it to each other, and to all our communities and stakeholders, 
to always choose the safest way. Those who have suffered 
a fatality at a plant know just how devastating it is, and that 
nothing is more important than safety of life. Therefore, we 
are determined to embed a safety-first culture throughout 
all our operations. A safe work environment is a business 

imperative, and an essential element in building a high-
performing organisation. We want to ensure that all of our 
70000+ diverse workforce goes back home every day.

We routinely assess our safety performance – by 
benchmarking our practices with peers, with an eye to 
build a best-in-class safe workplace for our employees and 
contract workers.

Safety and Wellbeing 
of Our Employees

Culture of care
A culture of care is the one where every decision is taken 
keeping in mind the wellbeing, safety and health of all 
involved. We are committed to protecting human health and 
ensuring a safe working environment for all our employees 
and business partner workers. A comprehensive Group-

level HSE policy is in place to ensure health and safety are 
embedded as a value across our operations. Our safety 
efforts also contribute in meeting the UN Sustainable 
Development Goal (SDG) of Decent Work and Economic 
Growth.

CASE STUDY

SDG 8 
Decent Work and 
Economic Growth

TARGET 8.8
Protect labour 
rights and 
provide safe work 
conditions for all

India’s first underground 
ambulance and first aid station

During the financial year Rampura Agucha 
Mine developed India’s first underground 
first aid room & underground ambulance 
station. This occupational health & medical 
facility has been established in underground 
mine at a depth of 600 meters from surface.

This first aid room is equipped with 
air conditioning for maintain ambient 
environment and has all the necessary 
medical & rescue equipment like A.E.D 

(Automatic External Defibrillators), ECG 
machine, Oxygen Cylinders, blood pressure 
monitor, saline facility with a stretcher 
bed. The mine will also use this facility 
emergency situations like fire & flooding.  
The management has provided rescue 
trained persons at this underground centre 
in every shift with advanced ambulance with 
oxygen facilities and AED’s for providing 
CPR.
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Safety and Wellbeing of Our Employees

CASE STUDY

SDG 8 
Decent Work and 
Economic Growth

TARGET 8.8
Protect labour 
rights and 
provide safe work 
conditions for all

Safety booster program 
at Jharsuguda

The safety culture of 
an organization cannot 
be created or changed 
overnight; it develops 
over time as a result of 
history, work environment, 
workforce, health and 
safety practices, and 
management leadership. 
With this thought the safety 
booster program has been 
developed to change the 
approach of shop floor 
team from reactive to 
generative.

In FY2020-21, total 15 
batches of safety booster 
program have been 

conducted, and more than 
250 employees benefited 
from this program. 

We employed a nine-step 
process of analysing, 
monitoring and changing 
culture

  Pre-test
  Psychometric 

Questionnaire
  Employee 

Counselling Sheet
  Self-Declaration
  Peer to Peet 

Engagement
  Post Test
  Training Feedback

  Manager Feedback
  Safety Prescription 

Report

The program was launched 
in 2020 to bring a change 
in the behaviour of 
supervisors and frontline 
leaders. It is aimed at 
reducing the potential 
accidents by inculcating 
behaviour-based safety 
culture at work. The 
program highlights 
Vedanta’s vision of ensuring 
everyone goes home safe. 

254

TOTAL

69

23

31

43

14

10

9

2

5

25

9

14

0 150

April

May

June

July

August

September

October

November

December

January

February

March

SAFETY BOOSTER 
PROGRAM 
No. of Trainees 
2020-21

Safety as a value
The health and safety is our top priority, and we believe all 
fatalities, injuries and occupational diseases are preventable. 
Through strong safety leadership, we can create and 
maintain safe workplaces for all our people. Our safety culture 
empowers every individual, to take responsibility for their 
own safety as well as for the safety of their colleagues and 

the communities in which they work. We at Vedanta believe 
that Safety is a value that is paramount and in line with our 
safety related ethos, initiatives like right to refuse, driver 
management center etc. have been undertaken keeping in 
mind the needs & necessity of all workers.
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Safety and Wellbeing of Our Employees

Our journey towards industrial hygiene

Industrial Hygiene is a science that involves 
hazard anticipation, recognition, evaluation 
and controlling the risks. In Mining and 
smelting industry various physical / chemical 
work stressors are present as a part of day 
to day operations and exposure to those can 
result in various occupational diseases and 
illnesses. To address the issue in a structured 
manner our biggest site, HZL embarked upon 
an industrial Hygiene improvement journey in 
2020 with following objectives:

1. Identify health hazards to chemical 
and physical agents 

2. Determine degree of exposures
3. Implement exposure controls to 

reduce potential health risk 

This initiative/drive was taken in 
consultation with M/s International 
Safety systems a globally recognised 
US based industrial Hygiene consulting 
firm. As a part of engagement one mine 
and 2 smelters were selected for pilot. 
Following activities were carried out:

1. Hazard characterization: This 
step is at the foundation of   health 
risk controls. A Chemical inventory of 
more than 300 chemicals was obtained 
along with related health hazards.

2. Qualitative exposure 
assessment: understanding that 
just presence of hazard is not risk; 
exposure determines degree of risk 
and hence ISS senior industrial 
hygienist conducted QLEA for over100 
Similar Exposure Groups (SEGs) and a 
final ranking (low, medium, high) was 
determined. 

3. Quantitative exposure 
assessment: ISS industrial hygienists 
conducted most reliable, representative 
and reproducible exposure monitoring, 
which was undertaken.

4. Industrial hygiene standard 
development: The following 
standards specific for HZL operations 
and activities were developed based 
on best practices and regulatory 
requirements 

  Framework Standard on 
Industrial Hygiene

  Lead Management Program
  Respiratory Protection Program
  Hearing Conservation Program
  Heat Stress Management
  Asbestos Inspection and 

Abatement 

5. Training and capability: 15 sets 
of Training workshop already been 
carried out involving senior and middle 
management & executives. As of now 
more than 300 people have been fully 
trained on Industrial Hygiene and OH.

KEY BENEFITS AND FUTURE

HZL is in the process of developing 
sustainable industrial hygiene program. 
Exposures are now identified and 
mitigation process for protection of 

workers from exposures has already 
been initiated based on the work 
done. Through the training workshops, 
more than 300 employees now know 
principles of industrial hygiene and how 
to reduce exposures. Medical team 
and biological monitoring team is more 
aware of finer aspects of audiometric 
examinations and biological monitoring 
sample analysis. Potential health risks 
can be reduced on site.

HZL is currently exploring options to 
further reduce exposure at source 
and to take IH journey to next level. 
Success of the IH program depends on 
exposure reduction through exposure 
controls. The detailed work carried out 
at 3 locations selected initially can be 
extended to other Vedanta locations 
to carry out detailed SEG formation /
Exposure assessment at other sites.

Mitigating potential health risks through regular intervention programmes
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Safety and Wellbeing of Our Employees

Safety policies and framework 

Monitoring, evaluation and 
leadership accountability

Our safety culture is guided by a robust health and 
safety framework encompassing all activities across the 
organisation. A definite structure helps in implementing the 
framework. Vedanta Sustainability Framework (VSF) puts 
significant emphasis on Safety & Occupational Health.

We have 16 safety performance standards and over 20 health 
and safety technical and management standards. We are 
proud that all our operational facilities are certified with ISO 

45001 and align to ICMM guidelines and other applicable 
international occupational health and safety management 
systems. The robust framework, guided by our commitment 
to ensuring a reliable workplace, equips us to deal with 
setbacks that we face. Our safety standards portfolio has 
gradually expanded to incorporate additional critical risks 
identified because of our incident investigations. We aim to 
continually learn from our past and look out to a safer future.

Being aware of the safety-related risks associated with our 
operations, capacity-building of our employees is one of the 
key priorities for us. Trainings, being a key factor of these 
controls, are provided to all our employees and contractual 
staff in order to increase the competency in identifying and 
preventing the H&S risks.

In all our operations we have implemented a mandatory 
safety and health module in our induction program. 
Through various trainings we have achieved a continuous 
improvement in performance standard compliance. Our 
target now is to draw from our learning of these trainings 
through various high-performing regions throughout our 
operations.

Training programs include programs to help employees make 
better risk decisions, understand our safety standards and 

share learnings & best practices across the organization. 
Assurance Protocol.

In FY2021 we imparted over 1 Milliom hours of safety & 
occupational health trainings to our employees, contract 
workers, and business partners. 938,364 hours were 
dedicated to training our contract workers and business 
partners.

Training Initiatives like CHESS module have been pivotal in 
incorporating Occupational health and safety throughout 
our organization. The objectives of CHESS module are to 
impart learnings related to importance of occupational health 
and its impact on workplace productivity. It also enhances 
knowledge related to common workplace hazards and their 
prevention. 

We have 16 safety performance standards and over 20 health and safety technical and management standards.
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Safety and Wellbeing of Our Employees

Safety performance

We are determined towards an ambitious goal of zero 
fatalities. Unfortunately, there have been 8 fatalities in the 
reporting period. We share the pain of their loved ones and 
convey our deepest condolences to them. Their loss is a 
tragic reminder for us to continuously work to strengthen and 
improve our safety management systems.

We have undertaken various initiatives for fatality learning 
and investigation, we have formulated taskforces to 
undertake detailed analysis of high-risk activities, and have 
increased our focus on visible felt leadership. 

LTIFR (per million man-hours)

TRIFR (per million man-hours)
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We are following 
the global 

standards of 
reporting TRIFR, 

meeting our 
committed target.
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People are our most valuable asset and we are committed 
to providing all our employees with a safe and healthy work 
environment. Our people have a result-oriented bent and we 
endeavour to continuously build capacities of our workforce to 
effectively deliver on the group’s business objectives. It is due 
to our investment in our people that has enabled us to become 
one of the largest, diversified metals and mining companies in 
the World. Our culture exemplifies our core values and nurtures 
innovation, creativity and diversity. We align our business goals 
with individual goals and enable our employees to grow on a 
personal as well as professional front.

Our Human Resources (HR) priorities provide a consistent 
set of key people management priorities across the group. It 
ensures that we have the right personnel in place to meet our 
business objectives as well as a talent pipeline for the future. 
We report on our performance against these priorities as 
presented in the chart below. 

Human Resource and 
Talent Development

Given the nature of our business, workplace safety and health are key material aspects for us. We routinely assess 
our safety performance by undertaking peer benchmarking exercise to incorporate a best-in-class safe workplace 
for our employees and business partners.

HR 
PRIORITIES

Talent Development

Performance Management Organisational Growth

Employee Engagement

WORKFORCE SNAPSHOT

BUSINESS
LOCATION FULL-TIME EMPLOYEES CONTRACT EMPLOYEES RETAINERS TOTAL WORKFORCE

Male Female Male Female Male Female Male Female TOTAL

ALUMINIUM India 4,991 668 15,442 631 6 0 20,439 1,299 21,738

COPPER

CMT, Australia 21 2 0 0 0 0 21 2 23

Sterlite, India 567 82 584 68 2 0 1,153 150 1,303

KCM, Zambia 0 0 0 0 0 0 0 0 0

IRON ORE & STEEL 
(includes ports)

India 4,103 261 5,509 76 4 0 9,616 337 9,953

OIL & GAS India 1,170 235 8,845 109 142 8 10,157 352 10,509

POWER India 75 13 1,214 31 0 0 1,289 44 1,333

ZINC, LEAD 
& SLIVER

India 3,312 399 18,154 132 6 2 21,472 533 22,005

Namibia 37 7 0 0 0 0 37 7 44

South Africa 741 154 1,698 195 32 18 2,471 367 2,838

CORPORATE 
OFFICES

India 61 82 21 15 17 5 99 102 201

UK 4 5 0 0 1 0 5 5 10

GOLD India 55 3 21 0 0 0 76 3 79

TOTAL 15,137 1,911 51,488 1,257 210 33 66,835 3,201 70,036
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Organisational growth

Our HR function provides the governance framework and 
promotes synergies across the group through collaboration 
and the sharing of best practices. Last year 87 positions were 
filled through IJP at Group Corporate level, promoting internal 

growth. The group HR philosophy encompasses an all-
inclusive approach that guides us in achieving our ambition 
of becoming the employer of choice by enabling:

• A culture based on meritocracy and performance.

• Commitment to ensuring that all our workplaces are free from all forms of 
discrimination or any kind of harassment.

• Complying with all applicable laws of the area where we operate.

• Meeting all our responsibilities and HR obligations, as both a direct and 
indirect employer, and ensuring human rights are not violated.

• Having effective internal systems and processes in place for talent 
management and engagement.

• Striving to drive and achieve industry best practices in our social stewardship.

• Engaging with employees to encourage feedback and address concerns.

• Ensuring smooth integration in terms of mergers and acquisitions, upholding 
and honouring all ongoing commitments and sharing best practices with the 
aim of achieving internal alignment of processes and systems.

We promote personal as well as professional growth for employees
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Human Resource and Talent Development

Talent development

Talent is key to our success and at Vedanta, we focus on 
hiring employees considering our business growth plans. 
We take a multi-pronged approach to recruit, retain, and 
grow individuals, thereby helping Vedanta maintain its 
competitive edge. We constantly evolve at all phases of the 
talent management cycle, from recruitment to development, 
and engagement to retention. Through digitisation and user-
friendly technology, we continuously upgrade and introduce 
best-in-class people practices.

As part of our overarching initiative to onboard talent through 

campus hiring from esteemed institutions, we inducted 1000+ 
young professionals in India with focus on diversity. We 
have put special focus to induct talent from North-East, J&K 
region and minority communities. As a proactive measure, 
the Vedanta Leadership Development Program is introduced 
for rank holders in few categories, and they will be offered 
front-line decision-making roles and fast track growth. We are 
also inducting specialized talent from new age programmes 
such as digital, data science & analytics, quality, R&D and 
sustainability.

Developing leaders from within 
has multiple advantages. For the 
employees, it ensures growth with 
stability. For the organisation, it 
facilitates a talent pipeline with the 
same imbibed culture. At Vedanta, 
we nurture and groom talent 
through a gamut of development 
programmes that include training, 
job rotations, additional projects 
and responsibilities, and mentoring 
programmes.

V-REACH: GRADUATE DEVELOPMENT PROGRAM

LEADERSHIP SUCCESSION PLANNING

At Vedanta, we have a strong and unwavering focus on identifying and developing internal talent. We have a 
5,000+ strong talent pool who joined us as graduates, who form the backbone of our businesses. To identify 
top 100 talent from this graduate talent pool and provide them elevated roles and opportunities, we launched 
V-Reach, which will fast track their career growth within the Group. The project will be carried out in two 
steps. First ~300 potential leaders will be identified via desktop analysis based on objective parameters. Next, 
all the selected candidates will go through a structured Chairman’s Workshop to identify the Top 100 leaders.

We concluded the largest ever exercise of Leadership Succession 
Planning. The initiative aims to create a three-level succession slate 
for the COOs for key businesses in the Group. The objective was to 
identify 10 COOs and 30 three level successors for each COO through 
IJP and handpicking high quality leaders. This is a continuous process, 
as we continue to identify successors for other CXO positions such as 
deputy for CHRO and CFO positions for each business.
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Human Resource and Talent Development

Vedanta has embarked on an aspirational digital 
transformation journey and our vision is to become 
technology-driven company. With this vision, Digital Act-up 
was conducted to identify young high potentials leaders 

across various units & functions through the structured 
ACTUP Workshop model and give them significantly elevated 
roles and responsibilities and thereby induct the required 
skillset to provide digital steer to our organisation.

VEDANTA LEADERSHIP DEVELOPMENT PROGRAMME

V-TECH 1.0

Continuing our practice of hiring young talent and developing them to take up higher roles and 
responsibilities in the organisation, we started the Vedanta Leadership Development Programme (VLDP) for 
hiring from top IITs and IIMs. Over the preceding four years, we have hired 100+ management trainees from 
top three IIMs and XLRI and graduate engineer trainees from top six IITs.

Our high-potential talent is provided with high-impact 
frontline roles. At the end of these workshops, we rotated 
them into elevated cross-functional roles to provide them 
with maximum exposure and train them to take up CXO 
roles at our businesses within the next six-eight years.

As part of Vedanta’s DNA, we focus on continuous 
identification and talent development. Over 1000 leaders 
were identified through workshops, V-Reach, IJP and Act-
Up programmes.

To identify talented engineers and elevate them to significantly 
higher roles, V Tech 1.0 was launched. Over 550 employees spanning 
the group with focus on ensuring diversity will undergo online 
psychometric assessment to result in shortlisting of top 300 basis the 
assessment and 360 DF. These leaders will drive high-impact projects 
and innovations, take up leadership roles across the organisation, 
leverage their potential and become brand ambassadors of Vedanta.

MAN-HOURS

Male Female

Total Training Hours - Full-time Employees (FTE) 351,610.2 66,632.8

Average Training Hours for FTEs 23.23 34.87

EMPLOYEE TRAINING
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Human Resource and Talent Development

Employee engagement 

We endeavour to develop a unified culture that exemplifies 
our core values and nurtures safety, excellence, creativity and 
diversity. We value the significance of our people and it is our 
responsibility to keep them motivated. We achieve this by 
providing career growth & leadership opportunities across 
all levels, with an emphasis on promoting gender diversity 
across roles. Moreover, we provide an array of benefits to 

our full-time employees which are comparable with industry 
standards in the respective geographies. These benefits 
typically include - life-insurance scheme, health-insurance 
scheme, disability coverage, parental leave, retirement 
benefits and management grades are covered under stock 
options scheme of Vedanta.

VICE-CHAIRMAN’S SBU ENGAGEMENT WORKSHOPS

YOUNG LEADERS’ TASKFORCE

The key idea behind this transformational initiative was to connect with SBU Heads / EXCOs to engage, 
energise and generate ideas / suggestions around key themes such as Management in Place and 
Business Vision, Volume & Cost, HSE, CSR and Community Relations, People Development, Technology & 
Digitalization, Innovation & Benchmarking, Quality, Security & Housekeeping etc. Through this structured 
initiative, we have covered 16 SBUs and have engaged with 1200+ executives. The businesses have 
acknowledged that the Vice Chairman’s Engagement helped them in: a) moving in the right direction; (b) each 
SBU has already started working on the key action points which emerged from the engagement; (c) since the 
workshops happened during the current COVID times it helped build employees morale and performance 
focus; (d) engagement with business partners helped in quality assessment.

At Vedanta, young leaders are given a wide plethora of growth 
opportunities. We have created a team of livewire professionals hailing 
from diverse backgrounds with focus on innovation. Their innovative 
ideas help us steadily grow volumes, optimise costs and identify 
other key drivers to make the organisation more agile to protect our 
margins, despite market variations
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Human Resource and Talent Development

Communication and feedback 

We value our workforce and have a very robust mechanism 
to exchange feedback for improvement. Employees are our 
internal customers and their voice is heard, in line with our 
inclusivity culture. 

The various internal channels of communication, including 
Chairman’s workshops, town hall meetings, daily leadership 
update forums, HSE Leadership and Sustainability Steering 
Committee meetings, site-level risk sub-committees, 
employee engagement surveys, and the various engagement 
forums at site - both formal and informal, allow us to engage 
with and provide feedback to our employees consistently.

At Vedanta we promote growth and nurturing of our internal 

talent pool by encouraging internal dialogue between senior 
leaders and their young mentees and peers. For this reason, 
we have launched 360 feedback for our ExCo leaders in 
collaboration with an external partner. We believe that this will 
help to fast-track the assessment and development of leaders 
and we aim to extend this to cover all our professionals in due 
course.

We have seen a decline in our attrition rate from last year 
at 6.5%, and we believe it is a result of our efforts towards 
introducing employee friendly policies like the ESOPs. This 
is a conditional share plan for rewarding performance on a 
pre-determined criteria and continued employment with the 
company.

The various internal channels of communication lead to nurturing our talent pool
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Diversity and inclusion for us is not merely limited to 
compliance to statutory norms but it is a business imperative 
that offers strategic advantage in terms of diversity of ideas 
& perspectives that drives creativity and innovation across 
our group companies. Added with cultural sensitivity, insight 
and local knowledge, it is the bedrock for our long-term 
sustainability. 

Vedanta is committed to the cause of promoting diversity and 
inclusion within the organization and in larger communities 
who we partner with. Our objective is to achieve gender parity 
across all levels starting from our Board. The Group’s diversity 
policy helps to define, strategize as we work on different 

facets that have a bearing on achieving diversity goals. This 
policy is forward looking and sets a vision for diversity and 
inclusion for businesses across the Vedanta group.

The group’s commitment to diversity and inclusion extends to 
all areas of our business. We track the number of people with 
disabilities and this year we have 0% FTEs with disabilities. 
Promoting it will need a balanced concerted effort across 
company’s internal values, processes, policies. Going beyond, 
we will need to need to work with communities, government, 
special interest groups. The diversity policy shall help us 
layout guiding principles, strategy and execution plans with 
defined milestones towards achieving gender parity.

Diversity and 
Inclusion

FOUNDATION

  Diversity and Inclusion vision, 
strategy and business case

  Leadership and 
accountability

  Employee competence and 
diversity intelligence

  Infrastructure and execution 
principle

  Internal processes and 
policies around recruitment, 
development and 
advancement, workplace 
conduct, benefits and 
flexibility

EXTERNAL PARTNERSHIPS

  Community, government 
relations and social 
responsibility

  Industry bodies partnership

BRIDGING

  Assessment

  Communication

  Sustainability

The Vedanta Group proposes to employ the Global Diversity and Inclusion Benchmarks Model ©O Mara and Richter 2014. 
The Group’s Diversity and Inclusion initiatives focus on a holistic approach involving the following three areas: 
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Women in workforce

At Vedanta, our vision is to ultimately create a workplace 
culture where teams of mixed gender, ethnicity, regional 
affiliations, physical ability, age and orientation are 
representative of a variety of perspectives and experiences. 
We believe inclusion is about ensuring everybody, 
irrespective of gender, nationality or any other background, 
has an equal opportunity and is not treated differently or 
discriminated against because of these characteristics. 

We proactively reinforce a culture where everyone feels 
included and respected- an environment where we value 

differences by providing equal opportunities to one and all. 
While we recognize and promote diversity in all forms, we are 
prioritizing to focus on gender diversity initiatives.

FY2020-21 FY2019-20

Male Female Male Female

Number of employees who have taken parental leave in FY2018-19 545 102 600 103

Number of employees who were in continuous service for the 
next 12 months after returning from parental leave

492 94 551 88

Retention* % 90% 92% 91.83% 85.44%

*Retention % is calculated based on the number of employees who returned and were in continuous service for the next 12 
months /number of people who went on parental leave.

% WOMEN IN WORKFORCE

Total women workforce 11.30%

Women in all management positions 11.80%

Women in junior management positions 16.06%

Women in senior management 7.70%

Women in STEM related positions 11.90%

Our diversity policy helps define and strategize gender parity goals
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Diversity and Inclusion

Women on board

Inclusion

Mining is traditionally has been a male-dominated sector, 
but Vedanta is among a few global natural resources 
companies that enjoy a healthy gender diversity ratio across 
all levels. With varied perspectives, the women across our 
group companies are driving strategic initiatives and are 
instrumental in addressing some of key business issues.

As of 31st March 2021, we have two women on our Board, 

representing 25% of the Board, and Hindustan Zinc Limited, 
has three female directors representing 43% of the Board. 
Our Group Executive Committee has a gender diversity of 
14.2%. We have 14% female representation in aggregate on 
the executive committees of our businesses and 16.6% female 
representation on the subsidiary business unit executive 
committees.

We embrace inclusion in our workforce, 
empower and advocate for Indigenous 
peoples and encourage business across 
our supply chain to adopt a similar 
commitment to sustainability.

To fulfil our purpose, we have evolved 
our thinking about our partnerships 
with the communities where we operate 
and our contribution to society and 
the environment more broadly. We at 

Vedanta strongly believe that in the 
idea of giving back to communities and 
people. 

We embrace inclusion in our workforce 
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Diversity and Inclusion

CASE STUDY

SDG 1 
No poverty

TARGET 1.4
Ensure that all men 
and women, in 
particular the poor 
and the vulnerable, 
have equal rights 
to economic 
resources, as 
well as access to 
basic services, 
ownership and 
control over land 
and other forms 
of property, 
inheritance, 
natural resources, 
appropriate 
new technology 
and financial 
services, including 
microfinance

SDG 10 
Reduced 
Inequalities

TARGET 10.2
Empower and 
promote the 
social, economic 
and political 
inclusion of all, 
irrespective of 
age, sex, disability, 
race, ethnicity, 
origin, religion or 
economic or other 
status

Breaking caste barriers 
to achieve inclusivity

Vedanta believes in inclusivity throughout 
its operations and extends programs 
towards community engagement which 
are aligned to the same philosophy. Cairn 
oil and gas in partnership with SURE (the 
NGO partner), helped Mr Dinesh Kumar, 
50 years from a small village Dewra in 
Rajasthan, to enhance his livelihood 
income through improved ways of livestock 
management. Mr Dinesh was suffering 
a caste bias in his native village and this 
program offered a platform to him for a 
better life. 

The program entails doorstep delivery 
of medical care for livestock, regular 
awareness and capacity building sessions 
on cattle-upkeep, skill development on 

allied activities, linkage with government 
initiatives as well as on forming institutions 
for better market avenues. Knowledge 
on green fodder production, animal 
husbandry, and other livelihood allied 
activities has helped his family earn INR 
18,000 per month. His wife too is a part of 
the women group undertaking tailoring 
activities for additional income.

Through this initiative Mr Dinesh is 
provided with a better outlook on life 
filled with opportunities. He is capable of 
sending his children to English medium 
school for an educated future. They today 
live in a pakka house with a tubewell and 
plans to expand further in farming.


