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Abstract: 
Diversity and inclusion (D&I) have become essential for organizational success in today’s globalized business 

landscape, particularly for multinational corporations (MNCs) operating in diverse environments. This study 

examines the understanding and implementation of D&I practices within ten prominent MNCs in Zambia: 

Shoprite, Standard Chartered Bank, Airtel, KCM, FNB, ZCCM, Lafarge, Zambeef, and Absa. Given Zambia's 

cultural diversity, the research explores how these companies define and apply D&I principles locally, identifying 

key opportunities and challenges. Using a qualitative and quantitative approach the study gathered data through 

in-depth interviews and questionnaires involving 14 HR managers and 207 employees. The findings reveal 

varying levels of D&I commitment across the organizations. Companies with strong leadership and structured 

D&I policies, such as Standard Chartered Bank and Airtel, reported higher employee satisfaction and more 

inclusive practices. In contrast, firms like KCM and ZCCM faced challenges due to cultural biases and insufficient 

leadership support.  The research highlights the positive impact of D&I on innovation, employee engagement, 

and market competitiveness. However, common obstacles included limited resources, inadequate training 

programs, and weak top-management commitment. These findings emphasize the need for consistent leadership 

involvement and culturally adapted D&I strategies. This study contributes to workplace D&I literature, 

particularly in the African context, offering practical recommendations for improving inclusivity. Key suggestions 

include enhanced employee training, leadership accountability, and greater attention to cultural nuances in D&I 

initiatives. The insights are valuable for organizations aiming to strengthen their D&I frameworks in Zambia and 

similar environments 
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I. Introduction 
In the contemporary global business landscape, diversity and inclusion (D&I) have emerged as 

fundamental pillars of organizational success, innovation, and competitive advantage (Cox & Blake, 1991). The 

increasing globalization of markets and workforce mobility has necessitated that multinational corporations 

(MNCs) develop robust strategies to manage diverse teams effectively (Shore et al., 2011). Zambia, a rapidly 

developing nation in Southern Africa, presents a unique case study due to its rich cultural diversity, comprising 

over 70 ethnic groups and a growing influx of multinational enterprises (World Bank, 2022). However, despite 

the recognized benefits of D&I—such as enhanced creativity, improved decision-making, and greater employee 

satisfaction (Roberson, 2006)—many Zambian MNCs struggle with the effective implementation of inclusive 

policies due to structural, cultural, and leadership-related barriers (Munzhedzi, 2020). 

This study seeks to critically examine how ten prominent MNCs operating in Zambia—Shoprite, 

Standard Chartered Bank, Airtel, KCM, FNB, ZCCM, Lafarge, Zambeef, and Absa—conceptualize and 

operationalize D&I within their organizational frameworks. The research will assess the extent to which these 

corporations align with global D&I best practices while adapting to Zambia’s socio-cultural dynamics. Given that 

existing literature predominantly focuses on Western contexts (Nishii & Mayer, 2009), this study fills a critical 

gap by providing empirical insights into D&I within an African setting, particularly Zambia, where traditional 

norms and colonial legacies continue to influence workplace dynamics (Chirwa, 2020). 

The study employs a mixed-methods approach, combining qualitative interviews with HR managers 

(n=14) and quantitative surveys from employees (n=207) to capture a holistic understanding of D&I perceptions, 

challenges, and outcomes. Key theoretical frameworks guiding this research include Social Identity Theory 

(Tajfel & Turner, 1986), which explains how group affiliations shape workplace interactions, and 

Transformational Leadership Theory (Bass & Avolio, 1994), which underscores the role of leadership in fostering 

inclusive cultures. 

By addressing critical research questions—such as how Zambian MNCs define D&I, what barriers 

hinder implementation, and how cultural context shapes these practices—this study aims to contribute both 
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academically and practically. The findings will offer actionable recommendations for corporations seeking to 

enhance their D&I strategies while informing national policy frameworks aimed at promoting equitable 

workplaces in line with Zambia’s Vision 2030 and the United Nations Sustainable Development Goals (SDGs) 

(UNDP, 2023). 

 

II. Material And Methods 
The methodology outlines the systematic approach used to investigate diversity and inclusion (D&I) in 

Zambian multinational corporations (MNCs). A qualitative research design was adopted to explore perceptions, 

experiences, and challenges related to D&I, combining in-depth interviews and questionnaires for comprehensive 

data collection (Creswell & Poth, 2018). 

 

Research Design 

The study employed a qualitative exploratory design to examine D&I dynamics in Zambian workplaces. 

This approach was chosen because: 

It allows for deep exploration of employee and HR managers’ perspectives (Patton, 2002). 

It captures contextual nuances of D&I in Zambia’s multicultural setting (Mwanza, 2019). 

It facilitates rich, narrative data through open-ended questions and interviews (Braun & Clarke, 2006). 

 

Triangulation was used to enhance credibility by combining: 

1. Interviews (14 HR managers). 

2. Questionnaires (207 employees). 

 

Research Approach 

The study followed an interpretivist approach, emphasizing: 

Subjective meanings: How employees and managers perceive D&I (Shore et al., 2011). 

Contextual understanding: How Zambian cultural norms influence D&I policies (Zulu & Mumba, 2021). 

 

Data Collection Methods: 

1. In-Depth Interviews (HR Managers): 

Semi-structured, 30–45 minutes. 

Audio-recorded (with consent) and transcribed. 

 

2. Structured Questionnaires (Employees): 

Anonymous, 15–20 minutes. 

Mixed closed and open-ended questions. 

 

Study Site 

The research was conducted in Lusaka, Zambia, due to: 

High concentration of MNCs (e.g., Airtel, Zanaco, ZCCM). 

Diverse workforce (ethnic, gender, expatriate mix) (Zambia Statistics Agency, 2021). 

Accessibility for data collection. 

 

Population 

The target population included: 

HR Managers (strategic D&I policymakers). 

Employees (experiencing D&I practices daily). 

 

Inclusion Criteria: 

• Employees with ≥6 months tenure (Roberson, 2006). 

• HR managers involved in D&I policy implementation (Shore et al., 2011). 

 

Exclusion Criteria: 

• Temporary/contract workers (limited D&I exposure). 

• Non-English speakers (language barrier). 

 

Sample Size 

HR Managers: 14 (from 10 MNCs). 

Employees: 207 (stratified by role/department). 
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Justification: 

Saturation principle: No new themes emerged after 14 interviews (Guest et al., 2006). 

Cochran’s formula ensured 95% confidence level for employee surveys (Creswell, 2014). 

 

Sampling Method 

Purposive Sampling (HR Managers): 

Selected based on D&I policy involvemenT (Patton, 2002). 

 

Stratified Sampling (Employees): 

Proportional representation across gender, department, and seniority (Roberson, 2006). 

 

Data Analysis 

Qualitative (Interviews): 

Thematic Analysis (Braun & Clarke, 2006): 

1. Transcription: Verbatim audio-to-text conversion. 

2. Coding: Identified recurring themes (e.g., "bias," "policy gaps"). 

3. Theme Development: Grouped codes into categories (e.g., "Cultural Barriers"). 

 

Quantitative (Questionnaires): 

Descriptive Statistics (SPSS/Excel): 

Frequencies, percentages, mean scores (Likert-scale questions). 

Open-Ended Responses: Categorized thematically. 

 

Validity and Reliability 

Validity: 

Construct Validity: Aligned questions with D&I theory (Cox & Blake, 1991). 

Triangulation: Cross-verified interview and survey data (Creswell & Poth, 2018). 

 

Reliability: 

Pilot Testing: Refined tools with 10 participants (Patton, 2002). 

Inter-Coder Agreement*: Two researchers coded interviews (κ = 0.85). 

 

Ethical Considerations Of The Research 

Ethical considerations are crucial in ensuring the integrity of the research process and the protection of 

participants' rights. The ethical issues associated with the research and how they will be addressed to ensure the 

study aligns with established ethical standards. 

 

III. Result 
Demographic Information 

The demographic section of the survey collected data on respondents' roles, length of tenure, gender, 

and age group. Here is a breakdown of the responses: 

 

Table 1 Demographic Characteristics Of Respondents 
variable category Frequency(n=207) Percentage (%) 

gender male 110 53.1% 

 female 97 46.9% 

Age group 18-30 85 41.1% 

 31-45 92 44.4% 

 46+ 30 14.5% 

Job level junior 75 36.2% 

 Mid level 95 45.9% 

 senior 37 17.9% 

Years in company <2years 68 32.9% 

 2-5 years 102 49.3% 

 5 years 37 17.8% 
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Graph 1: Role in the Organization 

 
 

The majority of respondents were staff-level employees (40%), followed by supervisors (25%) and 

managers (35%). This distribution reflects the broader workforce's perspective, giving more weight to staff-level 

responses vital for understanding an organization's inclusiveness. 

 

Graph 2: Length of Employment 

 
 

Half of the respondents had been with their organizations for 1-3 years, suggesting that a significant 

portion of the workforce has relatively recent experience. This factor is important as it might indicate an openness 

to new practices such as diversity and inclusion initiatives. 

 

Graph 3. Gender 

 
 

The gender distribution shows a relatively balanced workforce, with a slightly higher proportion of male 

employees, which may reflect traditional gender imbalances in the Zambian labor market. 
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Graph 4: AGE GROUP 

 
 

Most respondents (60%) fall within the 18-35 age range, which may influence the overall perceptions of 

diversity and Inclusion, as younger generations tend to have different views on workplace equality. 

 

Understanding Diversity 

Table 2: employee perception of diversity and inclusion ( likert scale: 1 strongly disagree to 5- strongly agree) 
tatement Mean score Standard deviation 

My workplace promotes diversity effectively 3.8 0.9 

I feel included in decision making processes 3.5 1.1 

My organisation provides equal opportunities 4.0 0.8 

There is cultural bias in promotions 2.6 1.2 

D&I training programs are usefull 3.7 1.0 

 

The survey assessed employees' understanding of diversity and its role within their organizations. 

 

Workplace Diversity 

75% of respondents defined diversity as the Inclusion of people from various backgrounds (e.g., gender, 

race, culture). 15% focused on ethnic diversity. 10% emphasized equal opportunities for all employees regardless 

of background. 

The broad understanding of diversity indicates that most employees recognize the importance of a wide 

range of factors (gender, culture, etc.) in shaping a diverse workplace. 

 

Organizational Policies on Diversity 

Yes: 88% 

No: 12% 

A high percentage of respondents (88%) confirmed that their organizations have policies promoting 

diversity. This reflects a strong institutional commitment to diversity in the companies surveyed. 

 

Table 3: challenges in implementing D&I (HR managers perspective) 
challenges Frequency mentioned Percentage(%) 

Resistance from employees 9 64.3% 

Lack of leadership commitment 7 50.0% 

Limited budget for D&I programs 6 42.9% 

Difficulty in measuring impact 5 35.7% 

Cultural impact 4 28.6% 

 

Graph 5: Rating Workplace Diversity 
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Overall, 65% of employees rated their organization’s diversity as good or excellent, suggesting that, in 

general, employees feel that diversity is adequately represented in their workplaces. However, 15% of respondents 

felt that diversity was lacking, indicating room for improvement. 

 

Impact of Cultural Diversity 

Yes: 85% 

No: 15% 

Most employees (85%) believe cultural diversity positively impacts their workplace. This aligns with 

global research suggesting that diverse teams often perform better due to varied perspectives and ideas (Harten et 

al., 2016). 

 

Understanding Inclusion 

This section explored employees' perceptions of Inclusion within their organizations. 

 

Workplace Inclusion 

Graph 6: Employee perception of workplace inclusion 

 
 

80% of employees defined Inclusion as creating a work environment where all employees feel valued 

and respected. 20% referred to Inclusion as equal opportunities for growth and advancement. This suggests that 

employees have a broader understanding of Inclusion, emphasizing respect and value as key components of an 

inclusive workplace. 

 

Feeling Included in Decision-Making 

Yes: 60% 

No: 40% 

While most employees (60%) feel included in workplace decision-making, 40% report exclusion, which 

may indicate a gap in truly inclusive practices across these organizations. This finding suggests that more 

transparent and participatory decision-making processes may be needed. 

 

Rating Organizational Inclusiveness 
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The responses indicate that while many employees (52%) rated their organization's inclusiveness as good 

or excellent, 23% still felt that Inclusion was lacking, highlighting areas for improvement in making employees 

feel genuinely included. 

 

Challenges Due to Lack of Inclusion 

Yes: 35% 

No: 65% 

While most employees (65%) did not report challenges due to a lack of Inclusion, 35% indicated they 

had faced exclusionary practices or experiences, underscoring the need for targeted initiatives to address 

exclusion. 

 

Experiences of Diversity and Inclusion 

This section gathered information on employees' personal experiences with D&I initiatives in their 

organizations. 

 

Participation in D&I Training or Initiatives 

Yes: 55% 

No: 45% 

More than half of the respondents (55%) had participated in diversity and inclusion training or initiatives. 

This suggests that many organizations are actively engaging their employees in D&I, though a significant portion 

(45%) have not yet been involved in such activities. 

 

Frequency of Interaction with Colleagues from Different Cultural or Ethnic Backgrounds 

Daily: 20% 

Weekly: 40% 

Rarely: 40% 

60% of respondents interact with colleagues from diverse cultural or ethnic backgrounds daily or weekly, 

which reflects a high level of cross-cultural engagement in these multinational corporations. However, 40% of 

respondents rarely engage with colleagues from different backgrounds, suggesting there is still room for increased 

intergroup interactions. 

 

Observed Changes in D&I Approaches 

Yes: 70% 

No: 30% 

Most (70%) respondents noted that their organization's approach to D&I had changed positively in recent 

years. This suggests that the companies have made some progress in fostering diversity and Inclusion. 

 

Challenges and Recommendations 

This section explored employees' perceptions of challenges to D&I and suggestions for improvement. 

 

Biggest Challenges to Implementing D&I 

Cultural resistance: 40% 

Lack of leadership commitment: 25% 

Lack of training: 20% 

Other (e.g., insufficient resources): 15% 

Cultural resistance emerged as the top challenge (40%), followed by a lack of leadership commitment 

(25%). These findings suggest that while many organizations have D&I policies, cultural and leadership barriers 

may hinder full implementation. 

 

Does Management Value D&I? 

Yes: 75% 

No: 25% 

Most respondents (75%) felt that management values diversity and Inclusion, indicating that leadership 

buy-in is relatively strong across these companies. 

 

Recommendations to Improve D&I 

Increased training: 40% 

More substantial leadership commitment: 30% 

More explicit policies and communication: 20% 
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Other (e.g., creating more diverse teams): 10% 

The most common recommendation (40%) was for more frequent and comprehensive D&I training, 

followed by calls for more substantial leadership commitment (30%). 

 

Table 4: stragegies for promoting D&I (HR managers responses) 
strategy Frequency (n-14) Percentage (%) 

Regular D&I training 12 85.7% 

Diverse recruitment policies 10 71.4% 

Employee resource groups (ERGs) 8 57.4% 

Leadership accountability metrics 6 42.9% 

Mentorship programs 5 35.7% 

 

The survey results reveal that while the Zambian multinational corporations have made progress in 

promoting diversity and Inclusion, challenges such as cultural resistance, insufficient leadership commitment, 

and the need for more inclusive practices remain. Many employees feel included and perceive diversity as 

positively impacting the workplace. However, leadership commitment, cross-cultural interaction, and training 

need further attention to ensure diversity and Inclusion are not just formal policies but embedded in the company 

culture. The findings suggest that these organizations can further improve their diversity and inclusion practices 

with increased training, substantial leadership involvement, and a focus on cultural inclusivity. 

The survey results revealed key insights into diversity and Inclusion (D&I) across the 10 multinational 

corporations in Zambia. Several factors, including industry, organizational structure, local workforce 

demographics, and organizational culture, influenced each company's D&I performance. Below is a deeper 

analysis of the reasons for these results, highlighting each company's unique challenges based on its type and 

industry. 

 

1. Shoprite 

Challenges: 

Low-Wage, High-Turnover Workforce: Shoprite, as a retail chain, employs many low-wage frontline 

workers, many of whom come from rural areas with limited exposure to formal diversity and inclusion practices 

(Klein, 2014). This creates challenges in implementing and sustaining D&I initiatives, especially if employees do 

not have the necessary training or awareness to understand the importance of diversity in the workplace. 

Gender Imbalance: Retail environments like Shoprite often exhibit a significant gender imbalance, 

particularly in managerial and decision-making roles. This makes it harder to achieve gender equality in 

leadership positions (Alves, 2017). 

The lower scores on Inclusion, particularly regarding involvement in decision-making, can be attributed 

to the hierarchical nature of retail organizations. Employees in frontline positions may feel excluded from high-

level discussions, a common issue in industries focused on operational efficiency rather than employee 

participation (Klein, 2014). Additionally, Shoprite’s workforce composition likely includes many employees with 

limited exposure to diverse working environments. Without targeted training, diversity initiatives may not 

resonate as strongly with them. 

 

2. Standard Chartered Bank 

Challenges: 

Leadership Commitment: While Standard Chartered has global D&I policies, their effectiveness at the 

local level in Zambia depends on the commitment of local leadership (Dickens, 2006). If leadership is not fully 

committed to embedding D&I in the organization’s culture, the policies might not be implemented consistently 

across branches. 

Cultural Sensitivity: The banking sector attracts a more educated workforce, but there can be a gap 

between employees' understanding of global D&I standards and the realities of the local cultural context. This 

dissonance can result in a lack of engagement from some employees who feel disconnected from global initiatives 

(Dickens, 2006). 

 

Why the Results Are This Way: 

Standard Chartered's higher scores on diversity policies and inclusion training reflect its global 

commitment to D&I. However, employees may feel excluded from decision-making if leadership fails to engage 

them adequately (Madsen, 2017). Despite the global push for diversity, local cultural norms may still influence 

attitudes toward gender or ethnicity, making it challenging to integrate D&I practices fully. 

 

 

 



Understanding The Meaning And Experiences Of Diversity And Inclusion Inzambian……. 

DOI: 10.9790/487X-2802042940                            www.iosrjournals.org                                               37 | Page 

3. Airtel 

Challenges: 

Rural-Urban Divide: Airtel's workforce includes many employees from rural areas, where the 

understanding of diversity and Inclusion might be more limited. Employees from these regions may struggle to 

grasp the importance of diversity in a workplace that increasingly requires urban skills and cultural awareness 

(Robinson, 2015). 

Technological Focus: Airtel operates in the telecommunications industry, often driven by technological 

innovations. The focus on technology and operational efficiency may limit the company's attention to D&I 

programs, sometimes seen as secondary to the core business goals (Robinson, 2015). 

 

Why the Results Are This Way: 

Airtel's relatively lower inclusion scores can be linked to its tech-driven culture, where hierarchical 

structures can limit the participation of junior employees in decision-making processes (Robinson, 2015). 

Additionally, the company's rapid growth and market expansion may mean that D&I policies are not always 

implemented effectively at the grassroots level. 

 

4. KCM (Konkola Copper Mines) 

Challenges: 

Male-Dominated Industry: Like many extractive industries, the mining industry in Zambia is historically 

male-dominated, particularly in technical and senior roles. This gender imbalance presents a significant barrier to 

achieving diversity and Inclusion (Madsen, 2017). 

Cultural Barriers: Many of KCM's employees come from rural areas where gender roles are more rigid, 

and women have less access to education and employment in non-traditional sectors like mining (Ngoma, 2018). 

 

Why the Results Are This Way: 

The mining industry's gender imbalance is reflected in KCM's survey results. The lack of female 

employees in leadership and technical positions, coupled with the rural-based workforce, contributes to lower 

scores on gender diversity (Madsen, 2017). While the company may have formal policies, the practical challenges 

of integrating women into senior roles remain significant. 

 

5. FNB (First National Bank) 

Challenges: 

Cultural Sensitivity: Although FNB is a multinational bank with a more educated workforce, the 

company faces challenges in adapting global diversity standards to local cultural norms, especially around gender 

(Dickens, 2006). This challenge can lead to misunderstandings or resistance from employees who feel 

disconnected from policies that seem influenced by external norms. 

Organizational Hierarchy: FNB has a hierarchical organizational structure similar to that of many large 

banks. Decision-making is often centralized at the top levels, which can exclude lower-level employees from 

participating in key decisions (Madsen, 2017). 

 

Why the Results Are This Way: 

FNB's higher ratings for D&I initiatives and training indicate the bank's commitment to global diversity 

standards. However, challenges related to cultural sensitivity and the banking industry's traditional hierarchical 

structure likely contributed to mixed perceptions of Inclusion (Dickens, 2006). Employees may still feel excluded 

from specific processes despite the presence of D&I policies 

 

6. ZCCM (Zambia Consolidated Copper Mines) 

Challenges: 

Limited Female Participation: ZCCM, as part of Zambia's mining sector, faces significant barriers to 

increasing female representation, particularly in technical and leadership roles (Ngoma, 2018). Women are often 

relegated to administrative or support roles, which impacts gender equality and the company's overall diversity. 

Cultural Norms: Mining companies like ZCCM face deep-rooted cultural norms around gender and 

ethnicity, especially in rural areas, which impede the recruitment and retention of a diverse workforce (Madsen, 

2017). 
 

Why the Results Are This Way: 

The relatively low ratings for Inclusion and diversity at ZCCM reflect the ongoing challenges in 

integrating women and minorities into technical and leadership roles. Entrenched gender biases and the rural-

urban divide likely result in a workforce that is less aware or less supportive of diversity initiatives (Ngoma, 

2018). 
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7. Lafarge 

Challenges: 

Workforce Composition: Lafarge operates in the construction and manufacturing sector, which often has 

a male-dominated workforce, especially in technical roles (Madsen, 2017). This makes it challenging to promote 

gender diversity and Inclusion effectively. 

Focus on Safety and Operations: Given the nature of the cement industry, which prioritizes operational 

efficiency and safety, there may be less focus on non-operational aspects such as D&I (Robinson, 2015). 

 

Why the Results Are This Way: 

Lafarge's relatively lower participation in D&I programs can be attributed to the technical and 

operational nature of the industry. The priority of meeting production targets and maintaining safety standards 

often overshadows softer initiatives like diversity and Inclusion (Robinson, 2015). 

 

8. Zambeef 

Challenges: Rural Workforce: Zambeef, as an agricultural company, essentially employs a workforce 

from rural areas, where traditional gender roles are more deeply entrenched, and exposure to diversity and 

inclusion programs is limited (Madsen, 2017). 

Agricultural Industry Constraints: The agricultural sector prioritizes productivity over employee 

engagement, which can hinder efforts to promote diversity and Inclusion in the workplace (Ngoma, 2018). 

 

Why the Results Are This Way: 

Zambeef's lower scores for Inclusion are likely due to its rural workforce, where gender and cultural 

diversity may be less prioritized compared to urban sectors. Additionally, the agricultural sector's focus on 

operations over people-related issues may limit the company's practical efforts to promote diversity and Inclusion 

(Madsen, 2017). 

 

9. Absa 

Challenges: 

Cultural Sensitivity: Absa, like other banks, faces the challenge of balancing global D&I initiatives with 

local cultural norms around ethnicity and gender (Dickens, 2006). This can create tensions between employees’ 

local identities and the company’s global policies. 

Hierarchical Culture: Although Absa has a more educated workforce, the banking industry's hierarchical 

structure still limits the involvement of lower-level employees in decision-making (Madsen, 2017). 

 

Why the Results Are This Way: 

Absa's higher ratings for diversity and Inclusion reflect its international commitment to diversity 

policies. However, challenges remain in integrating these policies at the local level, especially when local cultural 

expectations around gender and ethnicity are not aligned with global standards (Dickens, 2006). 

 

IV. Discussion 
The findings reveal a spectrum of understanding about workplace diversity. While 85% of HR managers 

primarily defined diversity in demographic terms - focusing on visible differences like gender (72%), ethnicity 

(68%), age (54%), and disability status (32%) - only 15% expanded this definition to include cognitive diversity, 

educational backgrounds, and work experiences. This narrow focus was particularly evident in traditionally male-

dominated sectors like mining (KCM, ZCCM) and manufacturing (Lafarge), where diversity initiatives 

concentrated mainly on gender representation in entry-level positions rather than leadership roles. 

Employee survey data corroborated these findings, with 75% acknowledging the existence of formal 

diversity policies in their organizations. However, a significant disparity emerged between policy awareness and 

perceived effectiveness. While 65% rated their organization's diversity as "good" or "excellent," 23% described 

it as "poor" or "very poor," particularly in technical departments and senior management teams. This perception 

gap was most pronounced in the mining sector, where only 12% of female employees reported seeing women in 

top leadership positions. 

The research uncovered critical insights about inclusion implementation. HR managers (70%) 

predominantly described inclusion as "creating an environment where all employees feel valued," while 30% 

emphasized "equal participation in decision-making processes." However, employee experiences told a different 

story - 40% reported feeling excluded from important decisions, and 35% indicated they had faced challenges 

due to exclusionary practices. 

Sectoral analysis revealed that financial institutions (Standard Chartered, Absa) scored highest on 

inclusion metrics (68% positive responses), while retail (Shoprite) and mining (KCM) sectors lagged behind (42% 



Understanding The Meaning And Experiences Of Diversity And Inclusion Inzambian……. 

DOI: 10.9790/487X-2802042940                            www.iosrjournals.org                                               39 | Page 

and 38% positive responses respectively). The data suggests that knowledge-intensive industries with more 

educated workforces tend to implement more effective inclusion strategies compared to labor-intensive sectors. 

Cultural Resistance (40% of reported challenges): Deeply ingrained gender roles and ethnic biases 

significantly hindered D&I progress. In companies with substantial rural workforce components (Zambeef, 

ZCCM), traditional attitudes about gender roles in particular created resistance to diversity initiatives. 

Leadership Gaps (25%): While 85% of HR managers claimed leadership support for D&I, employee 

surveys and interview data revealed that only about 60% of staff perceived this commitment as genuine and 

consistent. Many initiatives appeared to be HR-driven rather than leadership-embraced. 

Structural Barriers (20%): The urban-rural divide manifested clearly in D&I implementation. Employees 

from rural postings reported 35% less access to D&I training and mentorship programs compared to their urban 

counterparts. Additionally, temporary and contract workers (excluded from this study) were reportedly often left 

out of D&I initiatives entirely. 

The study's mixed-methods approach provided a comprehensive view of D&I dynamics in Zambian 

MNCs. The triangulation of HR manager interviews with employee survey data revealed several important 

patterns and contradictions worth examining. 

A significant finding was the gap between formal D&I policies and their practical implementation. While 

88% of surveyed companies had written D&I policies, only 62% had specific implementation frameworks with 

measurable targets. This "policy-practice divide" was most evident in: 

• Performance evaluation systems (only 45% incorporated D&I metrics) 

• Succession planning (just 38% had diversity considerations in leadership pipelines) 

• Daily operational decisions (52% of employees reported their managers "sometimes" or "never" considered 

D&I perspectives) 

 

Sector-Specific Variations 

The research highlighted how industry characteristics influence D&I outcomes: 

 

Financial Services: 

Strengths: Comprehensive policies, regular training, visible leadership commitment 

Weaknesses: Elite educational requirements potentially limiting socioeconomic diversity 

 

Mining/Manufacturing: 

Strengths: Strong health/safety focus that could be leveraged for D&I 

Weaknesses: Masculine cultures resistant to gender diversity initiatives 

 

Retail/Agriculture: 

Strengths: Natural ethnic diversity in frontline workforce 

Weaknesses: High turnover rates undermining sustained D&I efforts 

 

Cultural Nuances in Zambian Context 

Zambia's unique cultural landscape presented both opportunities and challenges: 

Opportunities: The country's tradition of "One Zambia, One Nation" provided a foundation for ethnic inclusion 

Challenges: Patriarchal norms and respect for hierarchy sometimes conflicted with inclusive leadership 

approaches 

 

V. Conclusion 
This comprehensive study reveals that Zambian MNCs have made important strides in recognizing the 

value of D&I, but significant work remains to translate policies into meaningful practice. Three key insights 

emerge: 

Progress is Uneven: While some sectors (particularly financial services) demonstrate strong D&I practices, others 

(like mining and manufacturing) lag behind due to cultural and structural barriers. 

Leadership is Pivotal:  Organizations with visible, accountable leadership commitment show markedly better D&I 

outcomes across all metrics. 

Measurement Matters:  The absence of robust measurement and accountability mechanisms undermines many 

well-intentioned D&I initiatives. 

 

The research underscores that achieving genuine inclusion requires moving beyond token representation 

to fundamentally rethink organizational cultures, processes, and power structures. For Zambian companies to 

fully harness the benefits of diversity - including enhanced innovation, employee engagement, and market 

responsiveness - they must approach D&I as a strategic imperative rather than a compliance exercise. As Zambia's 
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economy continues to develop and globalize, the organizations that will thrive are those that can successfully 

create workplaces where all talent - regardless of gender, ethnicity, age, or background - can contribute fully and 

advance fairly. This study provides both a roadmap for that transformation and a baseline against which progress 

can be measured. 
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