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ABSTRACT

EXAMINING EMPLOYEES’ & EXECUTIVE LEADERSHIP PERCEPTIONS ON THE
IMPACT OF LEADERSHIP, ORGANISATIONAL POLICIES AND DEMOGRAPHICS ON
DIVERSITY AND INCLUSION IN BOTSWANA'’s DIAMOND INDUSTRY

Boitumelo Senyane

Unicaf University in Zambia

Mining industry is grappling with demographic disparities, for instance women
representation in Australia is 16%, Canada is 19%, Sweden is 20%, United States of America is
20% and Botswana stands at 21%. Debswana which is the leading diamond mining company less
than 23% representation of females in senior leadership cadre while less than 24% and 17% of the
workforce are females and youths respectively. It is struggling with embedding diversity and
inclusion. So, this thesis sought to examine employees’ and executive leadership’s perceptions of
inclusive leadership, organizational policies and demographics impact on diversity and inclusion.
Accordingly, this study is anchored on Social Identity Theory, Leader Member Exchange (LMX)
theory, Optimal Distinctiveness Theory, Social Exchange Theory. A concurrent mixed method
research design was adopted with interviews and web-based questionnaires used to collect data.
29 leaders were interviewed while 578 employees completed the questionnaires. Bivariate
correlation was adopted for correlation analysis while for hypothesis testing, linear regression
method was pursued. Results revealed that inclusive leadership, and organizational policies were
significantly linked to perceptions on diversity and inclusion, while age and gender were
insignificant. However, males had a positive perception of diversity and inclusion but insignificant.
It is recommended that this study be extended to the Directorate of Public Service Management in

Botswana given its immense mandate of transforming the public service in Botswana.
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CHAPTER 1: INTRODUCTION
Introduction
This chapter introduces the research topic and discusses the underlying reasons behind
embarking on this thesis. Furthermore, it provides a background information of the study, discuss
the problem statement, purpose of the study, research aims and objectives as well as the nature and
why the study is significant to the extent that it warrants an examination. Subsequently, the
research delves into the literature review, culminating in data collection, analysis, discussions and

recommendations and conclusion derived from the findings of this study.

As stated from the outset, this thesis sought to measure employees’ and executive
leadership’s perceptions on the impact of (a) inclusive leadership, (b) organizational policies, and
(c) demographic characteristics namely age and gender on the creation of a diverse and inclusive
workplace. This is because the mining industry is facing growing pressure over its unequal
demographic makeup where males continue to dominate the work force composition (Mudimba,
2017). Additionally, the motivation for conducting this research study is because of limited
research on factors affecting diversity and inclusion in the mining industry in Botswana. Similarly,
at a global level, the biggest impediment on adopting diversity and inclusion in the mining industry
is inadequate information on the diversity and inclusion initiatives (Zaffron et al., 2019). This view
is confirmed by Perks and Schulz (2020) who stated that statistics on the challenges facing
minority groups especially female employees in the mining sector is not readily available.

Furthermore, the mining industry has a reputation of being inward looking and being slow to effect



changes particularly the demographic shifts (Houston,2021). Case in point, literature reveals that
the mining industry, is experiencing difficulties in recruiting underrepresented demographics into
leadership positions and other technical jobs in the mining sector (F&ltholm and Norberg, 2017).
Globally, female representation in the mining sector is between 8 to 23% (Bamber et al., 2019).
Likewise, Gilles (2019) posits that women represent only 17% of the total workforce in mining in
Canada and about 48% in all industries across the country. Correspondingly, 10 to 20% of the
workforce in Swedish mining sector are females and of that proportion, less than 5% females work

in professional and leadership roles (Abrahamsson et al., 2014).

Notwithstanding the foregoing, Goswami and Kishor (2018) found that workplace
diversity and inclusion has a considerable influence on employee satisfaction and business
performance. This finding is based on the literature that diverse skill sets, experience profiles and
capabilities that a heterogenous workforce creates which ultimately improve a company’s
attractiveness (Cho et al., 2017). Underscoring this assertion, a study by Kaur and Arora (2020,
p. 125) revealed that a 1% increase in workforce diversity has an upward positive impact of 3 to
9% financial returns. Thus, it is valuable for the workplace to embrace different attributes & talents
underpinned by recognition and freedom of all employees in the workplace thus spurring
organizational productivity (Bernstein and Bilimoria, 2013; Combs et al., 2019). Equally, Bourke
and Espedido (2019), revealed that inclusive leaders optimize can spur team performance by

“17%”, improve employee decision-making abilities by “20%,” and produce “29%” higher



collaborative teams (p. 3). Other studies have dealt with diversity and inclusion from the context
of “information technology sector and examined whether the differences in employees’
perceptions and expectations are influenced by gender, race, position and education status”
(Wikina, 2011, p. 6). Equally, Gomes et al., (2023) pointed out that organizational leadership has

an impact in creating a more inclusive and equal work environment.

While it is acknowledged and recognized that diversity and inclusion is vital for optimizing
company performance, creativity and innovation (Jejeniwa et al., 2024), however, in the context
of Debswana Diamond Company there are concerns about workforce disparity. For example, the
senior leadership cadre is composed of less than 23% females, equally, less than 24% and 17% of
the general workforce are females and youths respectively and differently abled employees make
less than 1% of the labour force. This, however, does not reflect diversity at national level, thus
underscoring the challenge of diversity disparity that this thesis seeks to investigate and uncover
underlying reason to enable policy and strategy formulation. This is because the company has not
developed any comprehensive policies and strategies to address concerns about the status of

diversity and inclusion in the workplace.

Correspondingly, like other companies in the mining sector, Debswana has made deliberate
diversity and inclusion statements but when it comes to execution, it is seriously challenged. This

scenario has therefore raised questions as to whether Debswana has the capability and capacity to



create an enabling environment that values, acknowledges, respects various viewpoints, and
experiences, that could allow all employees regardless of the differences to reach their full

potential and thus, resulting in company excellence (Winters, 2013).

This is because, studies have shown that “increasing diversity would enhance creativity of
employees (82%), strengthen corporate culture (75%), build good company image (68%) and
enhance employer branding activities (72%)” (Szymanska and Aldighieri, 2017). Equally, Ralph
and Noonan (2017) established that companies with an increase in 10% gender parity
correspondingly experienced a 2 — 4% increase in profits. Affirming these sentiments, it stated that
lack of diversity and inclusion in a business can have adverse impact on the bottom number and
attract negative reviews (Fires and Sharperson, 2018). Thus, to achieve these aspirations,
companies develop and implement policies that help them to promote and cultivate a more diverse
and inclusive workplace with appropriate values (Sengupta et al., 2024), in order to deliver

excellent but sustainable business outcomes (Hamp et al., 2020).

However, with regard the primary variables in this thesis namely, inclusive leadership,
organizational policies and demographic characteristics being age and gender, there is a need to
systematically review and understand how these aforementioned variables interact and their impact
on employees and leadership perception on workplace diversity and inclusion. For example,

Donnelly (2015), investigated how age and gender influence perception on the challenges and



tensions on diversity and inclusion and implications for organizational policies but the context was
in the Information Technology sector of multi nationals in India. Conversely, with regard
leadership, (Martins 2020; Robinson, 2024) found that there is limited research pertaining to how
inclusive leadership influences diversity and inclusion. Similarly, other scholars have established
that, as much as leadership support is crucial to the success of a diversity and inclusion agenda in
organizations (Ashikali and Groeneveld, 2015; Syed and Ozbilgin, 2019; Bardhan, and Gower,
2020), nevertheless, the connection between “leadership” and the realization of “diversity” has not

been examined (Ashikali and Groeneveld, p. 43).

Consequently, as much as findings from previous research have shown that effective
implementation organizational policies enhance business performance and improves inclusion and
equity for the historically marginalized groups (Bernstein et al., 2021), these experimental studies
have been also inadequate (Nair and VVohra, 2015). Equally, other studies that have been conducted
to investigate the value of diversity and inclusion were limited to developed countries (Jaiswal and

Dyaram, 2020).

Accordingly, this research study will integrate and measure employees’ and senior
leadership’s perception of the impact of inclusive leadership, organizational policies and

demographic characteristics such as age and gender on the creation of a diverse and inclusive



workplace as well as suggest recommendations that could be employed to enhance diversity and
inclusion at Debswana Diamond Company. This is because, the researcher argues that the few
previous studies that dealt with diversity and inclusion disparities were mostly conducted in
developed countries. Consequently, this thesis fills the research gap by providing empirical
evidence on the examination of employees’ and executive leadership’s perception of inclusive
leadership and organizational policies’ impact on diversity and inclusion. Equally the study will
bridge a knowledge gap on the effect on demographic characteristics namely age and gender on

perceptions of diversity and inclusion.

Background information

In this increasingly globalized workforce, diversity is becoming priority issues dominating
leaders ‘agenda and in the United States of America, for instance, the workplace is rapidly
becoming more diverse, and companies are recognizing that, diversity is a source of their
competitive superiority over their rivals (Morley, 2018). Evidently, there is an acknowledgement
that globalization has quickened the intensity with which businesses that are not sufficiently
diverse will be less competitive in the global market (Sharma and Nisar, 2016). Relatedly, whilst
companies are thriving to inculcate diversity and inclusion in the workplace, the majority are
struggling with the implementation (Ciuk et al., 2023). Additionally, Liggans et al. (2018) assert
that extant literature on workplace inclusion reveals that it is still an under researched field. For

instance, in examining diversity and inclusion in Bosnia and Herzegovina, Ortlieb et al. (2019)



found that, there is inadequate research on diversity and inclusion and is more pronounced on
issues of gender. Similarly, the authors established that, notwithstanding the existence of anti-

discrimination laws to promote equality, execution continues to be problematic.

Nevertheless, Gotsis and Grimani (2016) argued that the leadership that is diverse-oriented
develops policies and initiatives that promote hiring and retention of diverse pools of employees.
For example, leadership is considered of paramount importance in optimizing views about equity
in social identity teams as well as entrenching a sense of inclusivity (Bradford 2016). This is
because executing diversity and inclusion initiatives require top leadership support and buy in
(Morley, 2018). Hence, the heightened interest in the value of diversity and inclusion on the one
hand and inclusive leadership in creating an enabling environment where all employees feel
welcome. Similarly, Johnson (2021) stated that leaders who are interested in positively impacting
their subordinates should seek to understand their leadership’s influence on employees’

perception.

Additionally, executive leadership by virtue of their positions shapes the perceptions,
direction and organizational configurations, nonetheless, there is not adequate research on how
employees’ demographic characteristics impact perceptions on diversity and inclusion (Martins,
2020). Thus, Agrawal (2023, p. 36) contended that for organizations to succeed in their endeavor

to achieve “diversity, equity and inclusion”, top leadership’s dedication was paramount.



However, to integrate this “diversity and inclusion” in the workplace, the leaders should
have the requisite capabilities and competencies (Anderson, 2014, p. 80). For example, in the quest
to gain an appreciation of the factors to explore in embedding diversity and inclusion, Daya (2014)
found that senior leadership is a key enabler to cultivating that environment. Correspondingly, in
this era increased diversity requires leadership that is committed, visionary and bold to cultivate
an environment where diversity and inclusion will thrive (Gervais, 2019). Equally, extant literature
proposes a dedicated leadership role to reduce diversity and inclusion disparity in the workplace
(Brooks et al., 2022). In that vein, Lassey, pursuing a qualitative methodology (2024) examined
the perspectives of 17 top leaders on the execution of the inclusion policies in the New York
Transportation industry. Through the semi structured interviews, they stated that, notwithstanding
that diversity interventions are being embraced, an inclusive workplace is still elusive. Thus, in
addition to inadequate research in the mining industry, this proposed thesis is imperative because
diversity and inclusion is increasingly assuming priority status because organizations are rapidly
becoming more diverse and are also recognizing that diversity and inclusion is a source of

competitive strength over their competitors (Morley, 2018).

Correspondingly, literature reveals that policy interventions relating to “mentoring” as well
as “diversity and inclusion capability” building (Saleh and Zinman, 2019, p. 2) can be seen as a

panacea to cultivating an atmosphere where employees can “receptive” to others who are different



from them. Consequently, those firms that have embedded diversity and inclusion programs in
their way of work are leveraging on the uniqueness of their workforce to achieve effective business
outcomes and in the process optimizing their company brands, the author posits. This perspective
is shared by Carter (2018), who stated that diverse and inclusive workplace drive profitability and
employee commitment. Additionally, some studies sought to examine the extent to which
organizational policies increase diversity and inclusion of marginalized employees (Janssens and

Zanoni, 2008), but not from the perspectives of senior leadership and employees.

Similarly, Goswami and Kishor (2018), in their empirical study found that, workplace
diversity has a significant influence on employee engagement. This revelation is crucial because
it buttresses the criticality of creating an enabling environment that promotes uniqueness and
inclusion. Accordingly, Mazur (2010), argued that the benefits of diversity are that diverse
organizations have a comparatively greater comprehension of diverse international markets, are
more adaptable, responsive and adept at dealing with problems. Furthermore, Mazur claims that a
wide range of literature points to productivity benefits of a diverse workforce compared to a
homogenous one. For instance, the author posited that, multicultural companies that create
opportunities for women and other underrepresented groups have a competitive advantage in the
labour market for attracting and retaining top talent, thus enabling the business to achieve
exceptional results. This perspective is reinforced by Cho et al. (2017), who stated that workforce

diversity was found to have a positive impact on organizational performance.
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Analysis of the general state of diversity and inclusion in the mining industry

The mining industry is still beset by the masculine character that makes it unattractive to different
types of employees particularly women thus frustrating attempts to make it inclusive (Doku, 2017).
Consequently, demographic trends globally show that there is a need to reevaluate strategies that
will accelerate an inclusive workplace (Shore et al., 2018). Consequently, Kincaid and Smith
(2021), argued that the mining industry is increasingly focusing on diversity and inclusion
interventions to respond to a myriad of problems facing the industry ranging from aging workforce,
technological revolution and regulatory pressure to be inclusive amongst others. Nonetheless, the
authors posited that there is inadequate data pertaining to diversity and inclusion in the sector
thereby inhibiting practitioners from responding with accurate and informed strategic

interventions.

Equally, another challenge mining relates to is underrepresentation of female employee.
For example, Reeson et al. (2012), in their research study on the “relationship between mining
activity and income inequalities” in the context of Australia revealed that, female employees were
more exposed to income inequalities compared to men thus, suggesting that the inclination toward

a masculine work culture is the most likely cause for the vast income inequalities in the workplace.

Furthermore, in the context of Sweden, Abrahamsson et al. (2014), pointed out, that

Swedish mining industry and communities around which mining companies are situated are
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encountering challenges pertaining to workplace culture and community identity which on one
hand results in solidity and identity but on the other hand causes in discrimination, exclusion and
reinforcement of masculine values. However, with regard to gender inclusivity, Abrahamsson et
al. (2014), indicated that, reasons for a lower representation of women in mining sector can be
traced to unwelcoming culture, workforce market that is dominated, education levels, work
practices that permeate from the national level cascading down to the industry and the workplace
itself. So, in this context, the authors revealed that, an insignificant proportion of 10 to 20% of the
workforce in Swedish mining sector are females and of that percentage, less than 5% females

occupy professional and leadership roles.

Correspondingly, workplace inclusion is yet to be fully realized (Liggans et al., 2018). For
instance, minority groups are subjected to discrimination and denial of opportunities on the basis
of their identity (Longarino, 2019). Specifically, voices of female employees, are stifled (Syed,
2020). This argument extends the principles of social identity theory which posits employees
obtain their identity from the groups that they align to which in turn influences their perception,

behavior and relationship with their colleagues (Scheepers and Ellemers, 2019).

Adding to the dilemma facing the industry, (Salinas et al., 2018), in their assessments of

barriers facing students pursuing mining courses found that, the opinions of learning institutions’
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programme heads were that, female students should reduce whining and adapt to the rigors of the
mining sector while the union leaders were of the view that, integrating women was an just an
affirmation exercise not that women have any unique skills and capabilities that would add value

to the business.

Compounding the challenges facing businesses is the issue of talent shortage, that is
presently limiting their production targets and strategic objectives. This is because the industry is
finding it difficult to attract and retain critical talent, especially in technical fields. In part this is
due to perception factors such as remote work locations, inadequate support infrastructure,
physical and laborious demands, and hazards contribute to the industry's lack of appeal. Other
concerns include uninspiring capability development interventions, limited career mobility

pathways, and lack of diversity and inclusion in the workplace (O’Neil et al., 2015).

Nevertheless, mining companies are acknowledging that diversity and inclusion are
essential components of their strategic values, vision and culture as a clear demonstration of the
need to create a diverse and inclusive atmosphere where all employees feel recognized and valued
to bring their unique selves to the workplace without fear (Carter, 2024). This is because mining
as one of the oldest industries in the world is male dominated with female representation
accounting for less than “16%” in “2020 (Ochir et al., 2023, p. 3). However, a study seeking to
examine the perceptions of women on working conditions in a mining sector discovered that

women faced numerous and difficult work-related challenges that inhibited their career
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progression (Mahlasela et al., 2023). Furthermore, in terms of methodological approach, the study
had adopted a qualitative method using in-depth face to face but semi structured interviews on 12
women participants in Mpumalanga Province, which was to assist unearth contextual knowledge

and insights from the participants as the interview progresses (Magaldi and Berler, 2020).

Consequently, calls have been made to improve the representation of previously
marginalized employees through interventions such as targeted recruitment, promoting equal pay,
career progression opportunities and building a culture of openness and integrity (Ochir et al.,
2023). Relatedly, interventions such as increasing diversity in leadership can be an enabler to
creating a diverse and inclusion thus contributing to transformational outcomes (Sasikala and

Sankaranarayanan, 2022), particularly in male dominated industry.

Therefore, it is important for organizational practitioners to identify robust programmes
that will create awareness and eventually shift the discrimination that prevents minority groups
from actively participating in the workplace (Longarino, 2019). This is because nurturing a diverse
and inclusive labor force is cited as an appropriate approach only to mitigate problems of loss of
highly knowledgeable people but to ensure that the mining industry is able to attract new talent
that brings in creativity, different sets of skills and technological know-how (Kincaid, 2021).

Similarly, there is heightened general public, and companies’ awareness of diversity, equity, and
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inclusion (DEI) has led to calls for additional DEI capability building within organizations (Smith,

2024).

Conversely the implementation of “diversity initiatives” in the mining industry has not
resulted in anticipated benefits and in some instances, it has resulted in “unintended” outcomes
such as “negative” reactions both from the target groups and the rest of the organization but studies
to understand the causes have been few (Leslie, 2019, p. 539). Additionally, mining industry has
an unattractive history of exclusion of previously marginalized group such as women to the extent
that to be included women have to adopt masculine ways of doing things (Boodhram, 2024).
Globally, the mining sector suffers from massive under representation of female employees in
leadership and managerial positions (Takadi, 2021). In the “South African mining industry” for
instance, women make only “12%” of the sector’s workforce while Australia and Canada account
for 17% and 16% female representation (Letsoalo, 2022, p. 13). In a study to obtain insights on
how women’s leadership can be enhanced in the South African mining industry supported by semi
structured interviews, the results revealed that women face barriers such as ill treatment,
discrimination, lack of career progression opportunities (Kgoate, 2022). The industry also suffers
from policy inconsistencies, workforce disturbances owing to poor workplace relations (Gray et
al., 2014). The mining sector is increasingly focusing to diversity and inclusion to address concerns
relating to “workforce demographics” (Binha, 2021;p.183) but challenges to overcome disparities

remain.
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Table 1: Gender Composition

Country % of women in mining
South Africa 26.6

Botswana 21

Namibia 18.7

Zimbabwe 13

Adapted from Diversity and Inclusion in the Mining and Minerals Industry, Binha, O., 2021, p182

Consequently, in the quest to address demographic “inequality” in the workplace, many
mining companies have “policies” whose effectiveness is unclear (Nndanduleni, 2017, p. 39:
Pimpa and Moore, 2018). In that vein, it has been suggested that the low-level involvement of
women in mining activities can be connected to employment policies and gender stereotypes
amongst other factors (UN Women, 2014). Therefore, the execution of employment and equity
policies as well as the creation of an environment that engenders equity remains a challenge
(Burger, 2014). As such policy makers are increasingly under pressure to explore and devise ways
to curb the exodus of those few women that remain in the mining sector (Bashwira et al., 2014).
Amongst ways to stem the loss and retain the women, Kwagyan (2023), proposed that leadership
should enact policies that cultivate inclusion and reject bias and negative stereotypes about other
categories of employees. Emphasizing the essential role of leadership in the mining industry,
Kumar et al. (2024) also pointed out that leadership commitment is necessary for effective

workforce management, business continuity and employee engagement.
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Nevertheless, the biggest challenge facing the mining industry is the inclusion of
previously disadvantaged groups (Zungu, 2011). This is because the industry carries a reputation
of “masculinity” (Mangaroo-Pillay and Botha, 2020, p. 476). As a result of this situation, senior
leadership in the mining sector is being challenged to support and develop policy interventions
that will ensure that the workplace is inclusive (Botha, 2017). Correspondingly, an enquiry into
the workings of the mining industry is that gender parity in the mining industry is a visibly

unexplored issue that needs to be tackled in future studies (Lesnikov et al., 2023).

Elucidating additional challenges besieging the sector, the Féaltholm and Norberg (2017)
argued that, traditionally, the mining industry has been struggling to mount any successful
innovation initiatives to achieve an inclusive environment. Consequently, attempts to address skills
shortages and untapped potential from women, in the mining sector have not been effective, thus,
the industry still maintains its reputation of being male dominated, the authors conclude. Relatedly,
as much as there has been an increase in the research studies focusing on gender related matters,
the emphasis has been on predicaments facing female employees in small mining companies
(Lauwo, 2018). Using interpretive ethnographic case study focusing on the “two biggest gold-
mining firms” in “Tanzania”, the author discovered that gender inequality persists and as such
suggested that policy reforms are paramount to shift the status (p. 14). Emphasizing the foregoing
perspective, Gilles (2019) posited that, 32% of female participants revealed that, they have endured

harassment, bullying and intimidation in recent years. This argument is also raised in the study by
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Gotsis and Grimani (2016), who discovered that female employees endured workplace harassment,

discrimination, and inadequate organizational protection.

Consequently, these findings demonstrate that mining organizations are struggling to
provide a conducive environment to achieve diversity and inclusion in their ranks. So, this lack of
diversity presents a business continuity risk in terms of not having unique talents to tap on when
business conditions change. Coupled with that, the increase in demographic shifts has contributed
to demands to make the workplace inclusive (Velasco, 2019). Policy gaps relating to specific
actions to achieve a diverse and inclusive workplace have also surfaced (Parmenter et al., 2024).
Therefore, from the viewpoints of employees and executive leadership, it is important that a study
that seeks to understand the combined impact of inclusive leadership, policy be undertaken to get
an accurate picture given that reviewed studies have assessed their impact as distinct variables. So,
the next section provides the genesis of Debswana Diamond Company with regard diversity and

inclusion.

There is limited empirical evidence that any of these reviewed studies were conducted in
the mining industry in Botswana. Equally, the researcher has not identified any study that has
investigated the state of diversity and inclusion from the perspective of employees and executive
leadership. Another emerging gap from extensive studies reviewed revealed that studies on

employees and executive leadership perspectives on inclusive leadership and organizational policy
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impact are relatively unexplored. Furthermore, research on factors impacting demographic
disparities has largely been on small-scale mining ventures. Equally, the effect of demographic
dimension on the perception of diversity and inclusion needs to be further investigated. Thus, it is
on the basis of these demographic disparities, policy formulation and implementation challenges,
that, the researcher embarked on a thesis to measure the employees’ and executive leadership’s
perception on the inclusive leadership, organizational policies and demographics impact on

diversity and inclusion.

Statement of the Problem

Studies revealed that patriarchal attitudes are prevalent in the mining sector, and as a result
they undermine women’s aspirations for equity and career progression opportunities (Adisa et al.,
2020). For example, gender inequality is still pervasive in mining organizations (Warren et al.,
2019) and this has the potential to constrain the realization of benefits of a diverse and inclusive
workplace (Cletus et al., 2019; Mazibuko and Govender, 2017; Inegbedion et al., 2020). However,
there is tension in how diversity in relation to age and gender can be embraced in the workplace

to bring about true inclusivity (Donnelly, 2015).

The reason being that some companies are increasingly becoming aware that the workplace
is rapidly becoming intergenerational, and, in this regard, they are promulgating age diversity

policies and practices to take advantage of opportunities and simultaneously address any negative
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perceptions relating to age (Hales and Riach, 2017). Likewise, some scholars (Chand, 2023: Tang,
and Martins, 2021) argued that leaders are increasingly becoming cognizant that multi-
generational labour force can cause challenges but at the same time create scope to make the
workplace inclusive. Nevertheless, there are concerns about demographic disparities in the mining
industry as evidenced by limited career growth and under representative “senior leadership” roles
(Heslop-Martin, 2023, p. 211). For example, “statistics” show that there are “disproportionately”
fewer female employees in executive leadership positions (Coleman, 2012, p. 600). Buttressing
the foregoing perspective, despite efforts to increase diversity in the workplace, demographic
diversity in senior leadership positions is not at a desirable state (Larcker and Tayan, 2020). The
authors posited that women are mostly represented in lower positions and only occupy less than

“7%” of senior leadership roles.

In relation to the debates about organizational policies, notwithstanding that companies are
enacting policies that are aimed at creating a thriving environment for diversity and inclusion to
reduce discrimination and bias, inequalities such as lack of career progression opportunities,
inadequate pay, job insecurity, disparities continue unabated (Kirton, 2020). Experimental studies
on organizational policies on inclusion have been found to be inadequate (Nair and VVohra, 2015),
moreover few have considered diversity and inclusion from the perspectives of employees and

senior leadership. Equally, notwithstanding years of research on rigorous attempts by company
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executives, controversies and disparities relating to diversity and inclusion persist, (Bernstein et

al., 2020).

For example, none of the “30 female CEOs in S&P 500 businesses are found in mining,
which registers one of the “highest median gender-pay gaps of any industry” (Sasikala and
Sankaranarayanan, 2022, p. 1). Additionally, the authors argued that there are limited studies in
the mining industry seeking to understand why policy initiatives that have been introduced and
implemented in the workplace are failing to achieve the inclusivity sought. Furthermore, the
mining industry is struggling to attract skilled and experienced workers (Segerstedt and
Abrahamsson, 2019). The same results occur at, Debswana, as it is struggling to recruit and retain
skilled women. Considering the challenges in the sector, Phoshoko (2022), argued that appropriate
mechanism to increase female presentation in the workplace is to devise policies that will attract

and retain women in mining.

Simultaneously, research has revealed that, there is a disconnect between organizational
policies and employee perception, for example, when 97% of leaders argue that they have
implemented diversity and inclusion policy interventions, almost 24% believe that the organization
has not implemented any, similarly when 52 % of the businesses contend that they have introduced

equal pay for instance, a paltry 29% confirm being aware about the issue and when 31% of the
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business leaders state that they have introduced gender sensitive language, only 18% report on

being aware the intervention (PR Newswire, 2021, Aug 23).

On the impact of inclusive leadership, studies examined the effects of leadership using
antecedents such as inclusivity, for instance, Nishii and Leroy (2022) argued that inclusive
leadership affects employees’ experiences, fosters feelings of inclusion (Kugelmass, 2003;
Simmons and Yawson, 2022). Nevertheless, even though research indicates that leadership support
is crucial to the success of a diversity and inclusion agenda (Ashikali and Groeneveld, 2015; Syed
and Ozbilgin, 2019; Bardhan, and Gower, 2020), the connection between “leadership” and the
realization of “diversity” in a specific context. Furthermore, unlike the previous studies that
dwelled on a broad meaning of leadership, this thesis pursues a narrow antecedent of inclusive
leadership. However, it is worth noting that few studies have evaluated the effect of inclusive
leadership from the viewpoints of employees and leadership at a leading diamond mining company

in Botswana.

Consequently, as much as employment legislation, prevailing policy pronouncements and
best practice indicate the need for equal opportunity for all people regardless of their gender,
religion, ethnicity, sexual orientation and creed, this leading diamond company is struggling with
demographic underrepresentation of certain groups. For instance, women make less than 23% of

the total workforce.
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So, as revealed in scholarly literature reviewed, studies that integrate the main variables in
the thesis have not been sufficiently explored. So, this study contributes towards closing the
literature gaps by enhancing the understanding of the interactions between inclusive leadership,
organizational policies combined with demographic attributes. Similarly, policy discrepancies
connected to diversity and inclusion need to be investigated from the perspectives of leadership
and employees. Combining these key variables is critical to provide a comprehensive picture given
the myriads of problems ranging from policy implementation challenges, demographic disparities
and leadership capabilities weaknesses in addressing diversity and inclusion disparities in the

workplace.

Therefore, this study provides an integrated perspective to enable a complete understanding
of this phenomenon. For instance, Debswana does not have specific policies focused on diversity
and inclusion. Equally, as already shown, studies on workplace diversity and inclusion were
mostly undertaken in developed countries, so the context of Debswana Diamond Company has not
been examined. So, this thesis extends investigation of diversity and inclusion to the diamond
industry with reference to Debswana. Equally, few studies have been anchored on the examination
of diversity and inclusion issues on concurrent mixed method research, so there is a

methodological gap. Likewise, at a practical level, the contribution of study will also be an
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assessment of gaps relating to policy, inclusive leadership and organizational policies to inform a

coherent and comprehensive approach on diversity and inclusion at Debswana.

Purpose of the Study, Research Aims, and Objectives

The purpose of this thesis is to extend the frontiers of knowledge on the interplay between
employees and executive leadership’s perception of inclusive leadership, organizational policies’
impact on workplace diversity and inclusion. Additionally, this thesis seeks to examine
demographic characteristics, namely age and gender shape employees’ perception on workplace
diversity and inclusion. As outlined in the preceding discussion, there are gaps in the literature on
inclusive leadership and demographic disparities in the mining industry in Botswana. the studies
that sought to investigate demographic disparities at Debswana Diamond Mining Company.
Equally, the perspectives of executive leadership on the state of diversity and inclusion at

Debswana have not been examined.

Another gap related to the size and type of resource being mined. Most of the mining
houses examined were small scale. Thus, to achieve a comprehensive view of Debswana’s desire
to foster an environment of inclusivity, the researcher integrated inclusive leadership,
organizational policies as well as age and gender and measured their impact on employees and
executive leadership perception on diversity and inclusion. Furthermore, to gain a complete

understanding of issues pertaining to diversity and inclusion in the workplace, the thesis will be
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anchored on a mixed method approach where qualitative methods will be used to obtain in-depth
knowledge and perspectives of participants. Simultaneously the study will also utilize the rigor of
quantitative methods to test associations and hypotheses. Equally, the context in which the
reviewed studies were situated is different from Botswana context. These studies were mostly
conducted in developed countries thus the results cannot be extrapolated to the setting of
Debswana Diamond Company. Consequently, as alluded to this study will be to close the
knowledge gap on limited insights and understanding of perception of employees, executive
leadership on the impact of inclusive leadership, organizational policies, and demographic

characteristics being gender and age.

Specifically, the objectives are:

Research Objective 1: To what extent does the employee perception of inclusive

leadership impact diversity and inclusion in the workplace.

- Research Objective 2: To what extent does the employee perception of organizational
policies impact diversity and inclusion.

- Research Objective 3: To what degree do demographic attributes (age and gender) impact
employees’ perception of diversity and inclusion.

- Research Objective 4: To measure perceptions of executive leadership on the impact of

inclusive leadership and organizational policies on diversity and inclusion in the

workplace.
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Nature and significance of the study

This thesis has both theoretical and practical significance because from a theoretical
perspective, it anchors its argument on the Social Exchange, Leader Member Exchange, Social
Identity and Optimal Distinctiveness it will contribute to the body of knowledge on the
understanding of the complex interaction between employees and leadership’s perceptions of the
impact of inclusive leadership, organizational policies, and demographic characteristics on
diversity and inclusion in the context of Debswana Diamond Company. It will identify obstacles
to the realization of the business’s diversity and inclusion aspiration and in turn propose
interventions where all employees are listened to and valued. Furthermore, the thesis will also
reveal the tools and policy intervention that the company leadership can deploy to achieve a diverse
and inclusive environment. Crucially the thesis will highlight that there is limited evidence that
the studies focused on the integration of these main variables and their impact on diversity and

inclusion have been undertaken.

At a practical level, it is worth pointing out that globalization has increased the pace with
which businesses that are not adequately diverse will be uncompetitive in the global market
(Sharma and Nisar, 2016). This is primarily because extant literature shows with empirical
evidence that businesses that score high on diversity equity and inclusion also demonstrate

attractive financial performance (Bansal, 2023). On the other hand, the costs associated with bias
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and perpetuating disparity has led to some lawsuits such that of Goldman Sachs company that paid

“US$215 million” to settle a “gender discrimination” case with female employees (Bansal, 2023:

p. 1).

In the context of Debswana, the company is at an infancy stage in terms of its journey
embedding diversity and inclusion in the workplace. So, like other mining businesses, it is male
dominated and struggling to attract and retain females into key and leadership roles. Consequently,
as illustrated in the foregoing discussion, if Debswana does not become diverse and inclusive, it
risks losing out on the alluded benefits such as the enhancement of company’s competitive edge
(Lakshman and Lakshman, 2020). Case in point, Debswana has set up a Diversity, Equity and
Inclusion section that at the corporate office seeks to comprehensively address matters of diversity
and inclusion, therefore, it will be important to discern employees’ and executive leadership’s
perceptions pertaining to its effectiveness. The company has set itself target to have 40%
representation of women in executive positions by 2026 and this commitment is captured in senior
leadership’s performance agreements. Similarly, the company has been deliberate in attracting
differently abled persons and other employee groups that have been underrepresented such as
female employees in technical fields such as Engineering, Ore Processing, Mineral Resources

Management and Mining

Nevertheless, Debswana has lost some of the top talented female employees in strategic leadership

positions through separations and others opting to transfer to other departments not deemed science
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related such as business transformation, human resources and supply chain management thereby,
further depleting this small number of female employees. So, this situation has the potential to
adversely impact the company’s competitiveness and attractiveness that could be generated by
having a diverse and inclusive labour force (Tamunomiebi and John-Eke, 2020). Consequently,
the results of this thesis will inform policy formulation, decision structures, processes, programmes

and execution blueprint.

With regard methodology, this study has adopted concurrent mixed method research
characterized by web-based questionnaire for quantitative method design and semi structured
interviews for the qualitative method. This methodology entails collecting, analyzing and
translating quantitative and qualitative data in a single study (Almeida, 2018). In line with this
research design, data was collected simultaneously but to independent sets of participants with the
interpretation occurring at the integration phase. The motivation for selecting this approach is
because of its capability to leverage on the strength of both the quantitative and qualitative research
methods. Questionnaires were targeted at the employees and managers whereas the interviews

were focused on executive leadership.

The main reason for selecting the semi structured interviews is its ability to uncover
executive leaders’ lived experience and perspectives about diversity and inclusion (Mohammadi

et al., 2020). The resultant qualitative data will be transcribed and analyzed through a thematic
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analysis technique (Chicoine et al., 2021) to identify emerging patterns and themes (Castleberry
and Nolen, 2018). On the other hand, the web-based questionnaires notwithstanding that they are
often associated with low response rate, they were opted for in the thesis because of the ease with
which they are deployed, the convenience to the respondents and its relative cost effectiveness

(Heiervang and Goodman, 2011).

The next section discusses the main research questions and associated hypothesis that
provided the parameters that facilitated the investigation of the main variables in this study.
Literature reveals that a properly crafted and designed research questions provide the needed
guidance on the choice of methodology, data collection tools and analysis techniques to select
(Farrugia et al., 2010). Underscoring this perspective, Trede and Higgs (2009) stated that the way
in which research questions are framed is critical for determining the quality of the findings
because they can examine the suitability of the research paradigm, design, content of the data
collection instruments and by extension theoretical frameworks. Therefore, the following research

questions and hypotheses were developed to guide this research study.

Research Questions and Research Hypotheses

RQ1 To what extent do employees’ perception of inclusive leadership impact diversity

and inclusion in Debswana Diamond Company?
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RQ2 To what extent do employees’ perception of organisational policies impact

diversity and inclusion in Debswana Diamond Company?

RQ3 To what extent do demographic characteristics namely age & gender impact

perception of diversity & inclusion in Debswana Diamond Company?

RQ4 What is the executive leadership’ perception of the impact of inclusive leadership

and organizational policies on diversity and inclusion in the workplace?

Hypotheses

Role of leadership
Hypothesis 1: Null Hypothesis Employees have a positive perception of leadership impact on
diversity and inclusion in the workplace

Alternative hypothesis: Employees have a negative perception of leadership impact on
diversity and inclusion in the workplace

Organizational policies
Hypothesis 2: Null Hypothesis: Employees’ have a positive perception of organisational policies
impact on diversity and inclusion in the workplace

Alternative Hypothesis: Employees’ have a positive perception of organisational policies

impact on diversity and inclusion in the workplace

Demographic characteristics
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Hypothesis 3(a) To what extent does gender impact perception of diversity & inclusion in

the workplace

Hypothesis 3(b) To what extent does age impact perception of diversity & inclusion in

the workplace

Research Model

To measure the employees’ and executive leadership’s perceptions on inclusive leadership
and organisational policies’ impact and demographics on diversity and inclusion at a leading
mining company in Botswana. The independent variables are inclusive leadership, organizational
policies and demographic characteristics respectively while the dependent variables are diversity

and inclusion as well as employees’ perception.

Perception of Inclusive

leadership
H1
Perception of organizational H2 Diversity and Inclusion
policies —
Demographic characteristics
H3 »| Employees’ perceptions

namely age gender
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Table 2: Research Model

Independent Variable Dependent variable
Inclusive leadership Diversity & Inclusion
Organizational policies Diversity & Inclusion
Demographic characteristics (Age & Gender) | Employee perceptions

This model guided the selection of the appropriate theories that underpinned the examination of
the key elements of the thesis in line with the research objectives and questions and equally
important the section of the appropriate research design, methodology and analysis techniques.
Additionally, these main variables in the model were used as search terms in the identification of

suitable scholarly articles to review.

Summary

In summarizing why this study is significant, it is worth highlighting that Debswana is a
strategic organization in Botswana because it is a major contributor to the country’s export
earnings and the single biggest private sector employer (Debswana Diamond Mining Company,
2024) Accordingly, the findings of this research study will contribute to strategic efforts on how

Debswana can leverage on the benefits of a diverse and inclusive workforce. Moreover, the
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outcome of this study will facilitate genuine conversations on how the workplace can be enabled
for all types of employees to have a sense of belonging, to excel, to feel welcome, and have purpose

by being recognized for their unique talents.

Subsequently, the next chapters will comprise literature review, methods of data collection
and data analysis. The literature review will synthesize the perspectives of scholars on the subject
matter, consult different theoretical frameworks aligned to research objectives, methodologies
adopted, contexts and establish knowledge gaps in the literature which this proposed study will
seek to close and eventually contribute to the creation of knowledge. Similarly, methods of data
collection will entail selecting the appropriate approach to collecting data on the basis of the
purpose, data type, objectives and research questions. Eventually the collected data will be
analyzed using various statistical techniques and tools and ultimately consolidate insights
emerging from the analysis. The thesis will then be summarized, and recommendations provided.
Ultimately, the researcher will suggest both theoretical and practical contributions to the extant

literature on diversity and inclusion at Debswana Diamond Company.
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CHAPTER 2: LITERATURE REVIEW
Introduction
This chapter focuses on the analysis of the different scholarly views on diversity and
inclusion and various approaches that researchers have pursued in generating knowledge and
contributing to literature. Subsequently, based on the outcome of the review, the researcher made
a determination of the emerging gaps on the basis of the theoretical contribution, context,

methodological approach and practical significance.

The literature review commenced with the purpose of the study, type of database accessed,
search engines used, list of key search terms as well as the scope of the literature searches.
Subsequently, the review transitioned to the theoretical frameworks, industry and firm analysis
and ultimately discussed thematic areas which culminated in a summary that identified emerging
gaps in the reviewed literature. However, it is important at the outset of this study to provide
contextual meaning of the following concepts because they are key for in-depth understanding of
the three elements under discussion namely (a) leadership, (b) organizational policies, (c)

demographic characteristics.



34

Definition of key terms

These are inclusive leadership, organizational policies, inclusion, bias, stereotype,
discrimination, perception, training and development, equity and diversity.
Inclusive Leadership

Though there is no universally accepted definition of leadership. Silva (2016) posited that
leadership is a process of interactive influence happening in a particular context and where
individuals voluntarily admit a person as their leader to accomplish a shared purpose.
Correspondingly, leadership entails “shaping behaviors and comprehension of the value of
diversity” amongst employees so that they can leverage its “performance potential” as well as
reduce “conflicts” associated with diverse teams (Nishii and Leroy, 2022, p. 697). However,
leadership effectiveness can be affected by perception of followers and these perspectives could
be influenced by socialization and prior work experience (Kiser, 2015). However, this thesis

focuses on inclusive leadership which is operationalized as follows:

The operational definition of inclusive leadership aligns with that of Reed (2019) who
defined “inclusive leadership” as an art of inspiring and energizing teams to accomplish company’s
strategic objectives. Additionally, Inclusive leaders make “diversity and inclusion” a personal
agenda and publicly declare a genuine commitment by challenging the status quo and holding
others accountable (Pollock et al., 2022, p. 3). On the same vein, Shore and Chung (2022)

highlighted the value of an inclusive leader is to enable inclusion for employees from minority
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groups as well as for creating a climate for diversity and inclusion to thrive (Mor Barak et al.,
2022). Additionally, inclusive leadership was also found to empower the marginalized (Fujimoto,
and Uddin, 2021). Correspondingly, Austin (2024), in a study on inclusive leadership impact on
organizational diversity and inclusion in a federal government, found that it is an essential toolkit
in driving a business’s diversity and inclusion aspirations. Similarly, inclusive leadership is
essentially about associations that “achieve mutually beneficial” results and most importantly
creates an environment that is anchored on “respect”, “responsiveness, “recognition” and

“responsibility” that enables all to thrive (Hollander, 2012, p. 3).

In that vein, inclusive leadership is important to businesses because of the financial
advantages realized from embracing diversity and inclusion (Paradigm, 2019). So, in accordance
with Budur and Demir (2019)’s viewpoint point, subordinates may assess their leaders on the basis
of a gender lens and other characteristics that will be outlined in the subsequent discussions. Thus,
it will be important to undertake a review of how scholars perceive the importance of inclusive

leadership on achieving a diverse and inclusive workplace.

Organizational policies

Organizational policies: refer to processes and practices aimed at securing inclusion of
underrepresented groups in the workplace (Kersten et al., 2023). Relatedly, organizational policies
entail deliberate interventions meant to ensure that the workplace is accommodative such as

targeted recruitment, training and retention amongst others (Jansen et al., 2021). Equally, the
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concept of organizational policies entails designing programmes and frameworks to promote
diversity and inclusion (Vito and Sethi, 2020). Supporting this perspective, Lakshman and
Lakshman (2020) stated that, it widely accepted that, effectively managing diversity policies
enhance companies’ competitive edge. This is because an environment is created that provides for
different ideas and opinions to flourish thereby stimulating creativity and innovation (Faltholm
and Norberg, 2017). To bolster the foregoing perspective, Shore et al. (2018) operationalized
organizational policies as practices that guide attraction, performance management, capability
building, mentoring and remuneration meant to prevent discrimination and ensure equal

opportunities for all employees.

Equally, policies, refer to incessant or regular ways of doing things (Wilson (2016). For
example, the categorization of work through a gender lens is associated with organizational
practices (Gutek et al., 2013). Similarly, the prevailing scenario where a disproportionately high
number of senior leadership positions are held by men is attributable to company policies which
eventually turn into practices and behaviors, the authors note. Conversely, Scheeres et al., (2010)
the argued that organizational policies be in relation to learning and workplace wellbeing for
example, have an impact on the performance of the company. For instance, Bernstein et al., (2021)

argued that executing interaction practices in conjunction with accountability can optimize
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performance for the company as well as equity and fairness for the previously underrepresented

groups and this is connected to an organizational policies.

Similarly, Vallario (2006) argued that diversity is no longer a human resource matter but a
company imperative that can enhance the firm’s competitive advantage and also increase the
bottom line thus the importance of inclusive policies. Simultaneously, a work environment can
play a pivotal role as to whether female employees access progression opportunities or are denied
a chance to ascend leadership roles particularly in male dominated industries such as mining where
powerful identity groups are formed that control the levers of power (Mcllwee and Robinson,
1992). Other elements that are influenced by organizational policies include training and
development intervention which is described as an activity in which individuals partake in to
increase their competencies and skills set so that, they can improve their job performance and
probability to earn a high salary in recognition of their superior capabilities (Collin et al., 2012).
Echoing these sentiments, Kraiger and Ford (2021) views training as a systematic intervention to
facilitate acquisition of knowledge in order to enhance individual, group and business

effectiveness.

In line with the above perspective, organizations spent a sizeable budget on employee
development because of the acknowledgement that a competent and capable labour force is a

source of a company’s competitive advantage (Salas et al., 2012). Furthermore, these training
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interventions enable the companies to be adaptable, creative, productive, safe as well as optimizing
service delivery, the authors claim. Equally, organizations are acknowledging that it is a challenge
to remain competitive in the marketplace and as such they are increasingly turning to training and

development to boast their fortunes Berge et al. (2002).

Most importantly, Korte (2007) premising his approach on the social identity theory found
that individuals’ desire to build capability and knowledge can be attributable to their social
categorization. In such instances, policies that drive affirmative actions are required to encourage
minority groups to access progression opportunities, the authors argued. Conversely, for the
proposed intervention to succeed, they also require supportive organizational policies that will
enhance workplace inclusion (Jackson, 1993). Extending this argument to the workplace,
Goswami and Kishor (2018) in their research on workplace diversity, inclusion and employee
engagement in India, established that, there is a significant relationship between a properly
managed diversity practices and inclusion and that, and an inclusive workplace has a positive
connection with employee engagement. So aware of these insights, as alluded to by Goswami and
Kishor, it might be advisable for companies to create a conducive environment for inclusion to

flourish where employees feel that, they are fairly treated and recognized for their uniqueness.
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Inclusion

Rather than framing diversity as challenge to be resolved, scholars of inclusion treat
diversity as a resource to be leveraged and exploited to the greater advantage of the company, thus
the pairing of diversity and inclusion (Ferdman and Deane, 2013). Therefore, in an inclusive
organization, employees feel included when their contributions are valued, treated with respect,
listened to and their unique capabilities and skills recognized as well as involvement in decision
making that affect them (Wilson, 2016). Similarly, inclusion explains how companies enable and
stimulate diversity to ensure that employees feel welcome and appreciated, Wilson (2016) claimed.
Additional benefits of inclusion are that firms that have high inclusivity levels consistently

outperform their competitors, the author argued.

For example, Ferdman and Deane (2013) contended that, inclusion entails, designing,
developing and maintaining certain practices and settings that provide a conducive environment
for every employee to thrive. Additionally, the authors pointed out that, at the centre of inclusion
is how employees experience it and this feeling is enabled by coworkers during interactions as
well as an individual’s prior knowledge and attitudes over and above company processes and value
system. This effectively means that inclusion operates both at individual as well as at a relational
level (Mousa et al., 2021) and this perspective will be examined in the context of the proposed

study
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Bias

On the contrary, Bias refers to an unfair and uninformed attitude towards another individual
(Patrick and Kumar ,2012) and usually such opinions are negative. For example, Burkard et al.
(2002) undertook a study on workplace discrimination, prejudice, and diversity measurement and
found that there is a significant correlation between perception of prejudice, discrimination in the

workplace and job tension and inadequate company support.

Additionally, Russinova et al. (2011), pointed out that bias and discrimination are the
leading cause of barriers to accessing job opportunities and career progression amongst minority
groups hence the need to explore create ways to address bias and prejudice to ensure inclusion in
organizations. Thus, the effect of prejudice on diversity and inclusion efforts will be discussed in

the subsequent paragraphs.

Stereotype
Similarly, a stereotype is a rigid perspective about individuals, and this viewpoint is often

not backed by evidence. This could be an all-encompassing opinion about a specific team that then
gets spread to the entire community or larger group (Patrick and Kumar, 2012). This could mean
that, an encounter with a particular group of female employees could result in an opinion forming
about women in general. For example, Heilman (2012) posited that stereotypes are often

generalized about individuals on account of categories that they belong to.
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Unfortunately, stereotypes usually attribute negative connotations to an individual
(Posthuma and Campion, 2009). For example, in the case of gender stereotype, Heilman (2012)
argued that the focal premise of gender bias is that it results in restriction of opportunities for
women to ascend to senior leadership positions, notwithstanding the advances that female

employees have made in male dominated positions sectors such as mining.

Similarly, a performance anticipation on the basis of gender stereotype usually results in
an unfair treatment of female employee and hinder their career growth opportunities (Heilman and
Parks-Stamm 2007). Equally, this scenario results in companies enduring suboptimal decisions
due to inaccurate stereotypes (Falkenberg, 1990). Consequently, the researcher will explore this
assertion further in the literature search and identify organizational interventions that could be used

to address these negative stereotypes to enable inclusion in the workplace.

Discrimination

The other important concept in workplace diversity and inclusion is discrimination and this
means denying people access to progression opportunities on the basis of their affiliation to a
particular group or identity (Patrick and Kumar, 2012). For example, this has an effect of denting
women’s prospects of holding senior positions of authority (Heilman, 1995). A case in point,

Triana (2019) found that there is a negative relationship between perceived gender discrimination
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and organizational outcomes such as organizational satisfaction. Thus, this proposed literature
review of this concept will be crucial in deepening the researcher’s understanding of participants’

perception of discrimination and its impact on workplace diversity and inclusion.

Perception

According to Wilson (2016), perception is an ability to discern, recognize, acknowledge
and comprehend. For example, perception can impact the manner in which data is processed in the
mind and subsequently social interaction (Heilman, 2012). Furthermore, whether there is
workplace inequalities or not may be influenced by perception (McCluney et al., 2018). Relatedly,
Grutterink and Meister (2022) posited that perception is important because it is essentially the
opinions of how we view other things or how we are sein by others and consequently it impacts
an individual’s thinking, attitudes and way of doing things. These perspectives are further exposed

in the literature search.

Equity

Notably, equity is a discussion about what fairness entails (Young, 2020). Supporting this
viewpoint, (Novak, 2000) referred to equity as social justice and is characterized by virtue and
fairness. Nevertheless, Brand (2015) argued that different groups may have different
interpretations on equity. However, increasingly, the issues of gender equity are given prominence,

like for example, by Walby (2003) in his study where he sought to investigate the impact of broad-
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based changes on policy interventions designed to achieve gender parity. Accordingly, the results
of the study were that focused capability development and enhanced articulation of women issues

increased their opportunities for employment and promotion, the author found.

Complementing this perspective, Greenberg (1988) carried out a study on equity and
workplace status and discovered that, employees who were assigned better remuneration packages
were more productive than those who perceived their conditions of employment to be inferior.
Expanding the equity factor in the proposed study is critical to uncover through the perspectives
of employees and executive leadership the impact that inclusive leadership, organizational policies

and demographic characteristics have on enabling a diverse and inclusive workplace.

Diversity

Nevertheless, notwithstanding that, there is no universally accepted definition of diversity
(Tang et al., 2006), the main focus of diversity is affirmative action and protection of minority
class (Peterson, 1999). Whereas Wilson (2016), posited that, diversity entails the evolving
demographics in the workplace amongst other things, race, gender, qualification and experience.
On the contrary, Ozbilgin and Tatli (2008) indicated that diversity entails heterogeneity of the
workforce through both discernable characteristics such as physical appearance and invisible traits

such as values and belief systems.



44

Correspondingly Kapoor (2011), confirmed that diversity involves leveraging different
features and experiences of all employees in a company. Consequent to this, Ferdman and Deane
(2013), posited that, diversity can be of significant value if it can cause changes to entrenched
behaviors, attitudes, practices and company policies and consequently result in employees feeling

that their worth is dully recognized and celebrated.

Consequently, Haring-Smith (2012) stated that, top tier institutions have been expending
efforts to enhance both visible and invisible diversity primarily driven by the need for social justice
and equal opportunity for all. Additionally, diversity provides an array of options and perspectives
to a problem thus increasing opportunities for creativity and innovation in the company the authors
note. In contrast, scholars have pointed out that in some instances this diversity has yielded
undesirable outcomes because of problems associated with implementation of the initiatives in the

workplace (Ferdman and Deane, 2013).

Nevertheless, the above-mentioned concepts will be vital as the researcher expounds on
the associations and impact of the key variables being inclusive leadership, organizational policies
combined with demographic characteristics being age and gender on diversity and inclusion in the
workplace. Consequently, the following thematic areas and subtopics as well as the associated
theoretical frameworks will guide the literature review on employee perception on workplace

diversity and inclusion:
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Search criteria

Search engines such as google scholar in conjunction with data bases used to access data
comprised of Google Scholar, Pro quest, Z library, SAGE and Emerald Insight. Furthermore, a list
of key search terms included: Social Identity, Leader Member Exchange, Social Exchange and
Optimal Distinctiveness theories. Additional concepts such as Inclusive leadership, organizational
policies, demographic characteristics, social categorization, workplace diversity and inclusion,
social comparism, individual and group identity, affirmative action, psychological safety, training
and development. Furthermore, types of data sources consulted included scholarly journals that
were peer reviewed, books, news articles and dissertations that were published in the last 10 years
for their unique contribution to literature on diversity and inclusion. However, the search was

extended to other databases and did not limit the publication dates.

Theoretical orientation of the study

The theoretical structure for this thesis is underpinned by the undermentioned theories.
Notably, these theories are critical because they provide a guiding framework on in terms of the
overall “design of the examination” (p. 596), development of question, what to include, exclude,

facilitating the analysis and interpretation of the results (Lederman and Lederman, 2015).

Social Identity theory (Tajfel and Turner, 1979),

Social Exchange theory (Blau, 1964),
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Leader Member Exchange theory (Graem and Uhl-Biem, 1995),

Optimal Distinctiveness theory (Brewer, 1991).

Social Identity theory

The social identity theory is crucial in enhancing an understanding of why and how various
social identities influence employees’ own perception, work attitudes and relationship with peers
(Melton and Cunningham, 2014). On the other hand, social identity theory provides vital
understanding of the basis of workplace “discrimination”, partiality, “prejudice” as arising from
“group categorization” and self-preservation (Islam, 2014, p. 1782). Worth noting is that this
theory originated in the 1970s fundamentally as an explanation of intergroup relations (Hogg,

2016).

So, effectively according to Hogg, this is a relational social psychological theory of the
importance of self-concept, related mental processes and social values in group processes and
intergroup association, Hogg contended. Therefore, Melton and Cunningham postulate that
employees align themselves to certain groups if in their opinion that association will improve their

legitimacy and self-esteem.

However, Syed and Ozbilgin (2019) asserted that Social Identity theory is one of the

prominent theories that describes how employees regard themselves in relation to others
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particularly in a team setting. For example, employees in part obtain their social identity from the
groups that they belong to, and this identity may differ in terms of importance and content
(Scheepers and Ellemers, 2019). Thus, the influence of social identity theory principles in relation
to the perception of participants will be comprehensively evaluated in line with the principles of
the social identity theory to aid in the interpretation of the thesis results. Echoing these sentiments,
Brimhall et al. (2017) argued that employees relate with certain groups because of familiarity and
subsequently generate safety and legitimacy from such group membership. So, some of the focus
areas for this theory that will be used for the scholarly review, analysis and eventually
interpretation comprise, “social categorization”, “social comparison” and “social identification”

(Van Doren, 2023, p. 2).

Nevertheless, in expanding the social category argument, Melton and Cunningham (2014)
used the social identity theory to appreciate how different social identities impact employees’ own
perception and work attitudes. Essentially, they posited that theory is about enhancing knowledge
about how individuals classify themselves into various groups. For instance, they posit that social
categorization impacts behavior of an individual if he or she deems it valuable to enhance his or
her self-esteem. Furthermore, they added that factors affecting social classification are the degree

of fit as well as ease of access to various categories.

Accordingly, Melton and Cunningham asserted that, accessibility classification is

important because it assists individuals better understand their contexts and how to align and be
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accepted to groups that fit their aspirations. In relation to methodological design and method of
data collection, Melton and Cunningham’s study used a case study and in-depth interview. This is
a suitable approach because, the case study approach provides an in-depth knowledge and
comprehension of a phenomena under review in a specific context (Yin, 2018) and can equally
bring to the surface data that was not expected when the research study commenced (Krusenvik,
2016). However, in terms of data collection, Waite used the data from the 2017 Public Service

Employee Survey.

In exploring how social categorization affect minority groups in workplaces, Melton and
Cunningham (2014) conducted a study to assess the workplaces perspectives of sport employees
of lesbian, gays, bisexual and transgender (LGBT) community and reported that, this group
experienced unfair treatment, were perceived to be of inferior category, encountered barriers in
their quest to ascend to leadership positions, had to hide their true sexual identities and were
generally excluded from opportunities availed to heterosexual colleagues who had assumed a high
status grouping herein referred to as in-group. Similarly, other forms of classifications are through
ethnicity where individuals are given labels on the basis of their ethnic origins (Fernando and
Kenny 2018). In this vein, the authors state that, those *“ethnic minority groups experience
unfavorable stereotypes in the workplace thereby causing some people to adopt pseudo ethnic
identities” (p. 22) in order to protect themselves from ridicule or discrimination from dominant

ethnic groups.
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Echoing experiences of minority groups such as gays and lesbians, Rengers et al. (2019),
conducted a study on workplace inclusion for gays and lesbians’ humanitarian aid where they
found that, the attitude of their peers and managers as well as company policies influenced the
perception of lesbians and gay community on the genuineness of this group of employees towards

the company’s inclusion efforts.

However, on a positive note, Harush et al. (2018), stated that, in a diverse environment,
social categorization reduces conflicts because of the closeness of members of various groups in a
company and most importantly the promotion of self and others as members of a valued group
whose orientation is outward looking and is bound by group identity. On the other hand, if diversity
is not properly managed, it can result in “us” versus “them” in how the individuals are socially

categorized, thus potentially creating conflicts in the workplace (Znidarsi¢ et al., 2021).

Citing the downside of social categorization, an increase in diversity has had a negative
impact in instances where employees get attracted to groups pursuing self-interest, validating their
legitimacy thereby forging strong ties but at the expense of cohesion and unity (Yadav and Lenka
2020). For example, Rohwerder (2017) alluded to loss of employee commitment, resentment,
unattractive company image, inability to attract and retain talent as negative result of diversity due
to employees aligning themselves on the basis of similarities. So, this classification which is

anchored on group comparison is underpinned on the tenets of social identity theory (Hogg, 2016).
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However, there is a conundrum that “diversity improvement initiatives” particularly
affirmative efforts geared at “ensuring inclusion of female employees and other underrepresented
groups face resistance and add stigma to these groupings” (Wieslander, 2018, p. 73). This
perspective is obtained from the “individual interviews of 27 trainees and 11 focus group
discussion at the Swedish Police Academy” (p. 64). The use of the interview in this thesis is
appropriate because it is exploratory in nature, thus this data collection method will unearth the

deep experiences of the respondents in their own settings (Roberts, 2020).

Equally, Enehaug et al. (2022) pointed out that existing employment legislation and
strategies have not led to any significant improvement in the inclusion of underrepresented groups
in organizations. For example, “inspite of positive consequences of diversity in the workplace”,
groups and subgroups of “we against them” have been found to “form” thereby causing friction
and misaligned goals (Znidar$i¢ et al., 2021, p. 1019). In terms of participants, the authors targeted
“584 professionals from five multinational companies involved in multi-cultural engagements and
data was analyzed using moderated mediation” protocols (p. 1023). Ultimately, Znidarsic et al.
(2021) found that, a leader advocating for a diversity-oriented workplace has a significant
influence in moderating the negative association between perceived uniqueness and business

identity.
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So, in the context of this thesis, the theory suggests that employees and leaders respectively
may join or align with certain groupings culminating in those associations influencing their
perception of diversity and inclusion in the workplace. In some instances, a leader may
unconsciously design and develop organizational policies that may frustrate inclusion efforts by
excluding those members from minority groups (Huang et al., 2020). Case in point, Choi and
Rainey, (2010, p.111) in line with the social identity theory argued that employees in “diverse
groups” at times feel less secure thus contributing to lower sense of belonging relative to the

outgroup while on the other hand, employees are “comfortable” that resemble themselves.

Correspondingly, Padila (2015) also employed is the social identity theory to assist in
creating an enhanced understanding of group identity and intergroup interactions. Furthermore,
the author conducted an “online pilot survey of 31 participants from a University in the United
States of America” was developed and applied to the study (p. 75). The duration of the study was
between “January and March 2013” (p. 75). In the final analysis, the author established that the
results were consistent with expectations relating to ethnic identity complexity which state that

people reflect and behave in consonance with their ethnic identity.

Notably, the social identity framework is composed of social categorization, social identity
and social comparison (Fuller, 2022). This theory explains “diversity and inclusion” interactions
that characteristics the “opposition” between in group and outgroup workers (p. 78). For example,

this theory predicts that dominant groups will oppose diversity and inclusion initiatives if they
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deem it unfair thereby curtailing their effectiveness (Carroll, 2024). This is because employees
often favor groups that resemble their attributes ultimately using that as a factor to decide who to
include and exclude (Dovidio et al., 2004). This principle is key in understanding perception of

employees and leadership on workplace diversity and inclusion at Debswana.

On the downside, the social identity theory is criticized for being more concerned about
intergroup relations as opposed to intragroup relations which it only gives a scant attention to
(Hogg, 2018). Nevertheless, a familiar alternative theory to the social identity theory is the social
dominance theory whose argument is that the common group dominations being experienced are
effectively a reflection of a general pattern where dominant groups continue their oppression
because of their privileged position and access to power (Sidanius et al., 2017). Equally, the
negative side of social identity theory was established when Opara et al. (2020) examined
workplace experiences of minority groups particularly non-British whites and found that, these
groups are categorized and subsequently subjected to negative stereotypes and discrimination

based on their identity.

So, to demonstrate the utility of these two theories, Schlegelmilch et al. (2016) applied both
the social identity and social comparison theory to describe the perception of more than 800
Christians towards outgroup minority Muslims’ desire to purchase halal endorsed products. In this
study, Khan and Hair (2016), found that the resentment towards the minority group is founded on

social dominance theory and social identity theory predicts hostility towards out group
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endorsements. However, the association between social dominance theory and hostility towards
the underrepresented group is stronger. Thus, the social identity theory is important in explaining
the relation amongst the different groupings in the company particularly the demographic
characteristics in respect of the current diversity and inclusion landscape in the workplace. For
example, literature reveals that organizational interventions aimed at reducing prejudice and
“discrimination” in the workplace have made the situation worse through other things increased
“bias” and discrimination (Dobbin and Kalev, 2016, p.5). These are instances where those who are
in majority for example men use their advantaged position to perpetuate the marginalization of
women. In totality, the assumption of social identity theory is that an employee’s sense of self-
worth is often determined by his or her allegiance to a particular group especially those that are
“perceived” in high regard (Nair and VVohra, 2015, p.13). This is because underpinning “inclusion”
is the employee’s yearning to be associated with a prominent group that accords them the security
and enhanced status (p. 13). Consequently, this is the premise upon which the arguments in seeking
to understand the perception of employees, executive leaders and the influence of age and gender,
the investigation will be couched on. So, it will be interesting to confirm whether the diversity and
inclusion disparities in Debswana Diamond Company aligns with the tenets of this theory in
addition to other theories covered in this thesis. Additionally, another key theory applied in this

study is Leader Member exchange theory whose assumptions are expounded below.
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Leader Member Exchange theory

Another theory that is critical in reviewing the role of inclusive leadership in creating a
diverse and inclusive environment is the leader member exchange theory which according to Kibbe
(2019) related, to a leader’s duty to stimulate performance from employees through influencing,
giving direction and rallying them to achieve organizational goals. Specifically, Duncan and
Herrera (2014), indicated that, the theoretical foundation of the Leader Member exchange (LMX)
theory is the concept of reciprocity that both the leader and subordinate are involved in. So, to fully
appreciate the extent to which the perceptions of employees and executive leadership on the role
inclusive leadership, organizational policies combined with age and gender influence diversity and

inclusion will be examined through the lens of the leader member exchange theory.

Buttressing the perspective above, Sheer (2015), contended that the Leader Member
Exchange theory is regarded as an engagement-based exchange conduct. For example, when a
leader treats subordinates fairly and equitably, this results in a feeling of satisfaction with the
leader, job contentment and building of trust (Lloyd et al., 2017). Ultimately, it can be argued that
LMX is premised on the belief that leaders may interact with employees differently, where the
relationship is characterized by mutual interest, care and the building of long-term commitments
while in other instances the association may be based on the strict application of rules and
regulations (Andersen et al., 2020). Notably, the authors posited that this theory has its basis on

the social exchange theory because of the exchange or reciprocity connection between the
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beneficiary and benefactor (Fein and Tziner, 2021). For instance, the strength of leader member
exchange relationship can impact employees’ perception of diversity and inclusion in the
workplace (Arif et al., 2023). Effectively, Arif et al. (2023) argued that the quality of LMX is

anchored on the “people oriented” style in which leaders regard all employees as valuable assets

(p3).

Equally, Brimhall et al. (2014) posited that leaders can either build high quality
relationships characterized by mutual trust, integrity and deference or low premium associations
that are characterized by low trust and poor working relations. So, in relation to workplace
diversity and inclusion, the role of leadership is increasingly becoming an important factor,
Brimhall et al. (2017) as it might determine how they perceive the role of leadership in creating a
diverse and inclusive workplace. For example, leaders’ quality associations may comprise of
reports who are in group set up where they will be comparing themselves against others
regarding perceived treatment thus shaping their viewpoint on state of diversity and inclusion

(Arifetal., 2022).

On the downside though, Gottfredson et al. (2020), is critical of the theory because of its
ambiguous definition, a mismatch between its measurement and theoretical basis, therefore the
authors conclude that its concepts are not capable of measuring the requirements of the theory.

Nevertheless, this thesis was evaluated through the prism of the LMX theory, particularly in
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relation to how it influences the perceptions of employees and senior leadership on the impact of
key integrated elements of inclusive leadership, organizational policies and demographic

attributes in the creation of a diverse and inclusive environment.

Social Exchange Theory

The origins of social exchange theory can be traced to the renowned scholars such as
George Homans, John Thibaut, Harold Kelly and Peter Blau (Cook et al., 2013). Additionally,
Cook et al. (2013) posit that, though the scholars advanced different perspectives on the theory,
they nonetheless converged on the point that, social exchange is a central point of reference with

Peter Blau in 1964 eventually giving this theory its current prominent status in social psychology.

Effectively, Cropanzano et al. (2017) argued that social exchange entails reciprocity
between a benefactor and beneficiary and these exchanges are impacted by the quality of
relationships between the actors. In support of this perspective, and consistent with this theory,
Mousa et al. (2020) postulated that employees will expend themselves and demonstrate
psychological commitment to the Company if in their perception, the company would recognize
and accordingly reward them accordingly. In the case of workplace inclusion this would suggest
that, if minority groups perceive that they are being genuinely recognized they will reciprocate

that appreciation by expending their discretionary effort (Chen and Tang, 2018).
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However, despite the advantages advanced above, this theory has been faulted for its
inability to make specific and proactive predictions of human behavior at the workplace
(Cropanzano et al., 2017). For example, the authors assert that the theory has some limitations in
that, it assumes that the absence of beneficial attributes in an association effectively means the
presence of something negative but that not always the case. Similarly, shortcomings of this theory
were noted by King (2016) who pointed out that some of constructs are too general and vague.
Nonetheless, King posited that this theory is vital for enhanced understanding of the relationships

between line managers and their subordinates.

Figure 1: Example of Social Exchange Behavior

Positive exchange relationship

Actor provides High quality Target

provides benefit to

benefits to target

social exchange

Negative exchange relationship

Low quality Target does

Actor

exchange relationship harm to benefactor

does harm to

Adapted from Entity justice and Entity Injustice: A Review and Conceptual Extension,
Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. V.,2017, p.2
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Optimal Distinctiveness Theory

On a different vein, optimal distinctiveness theory is a social psychology theory with
origins in the social identity theory and seeks to explain individual’s desire to associate with groups
(Randel et al., 2017). Specifically, the authors highlighted that, this theory argues that employees
may want to strongly affiliate to one group for belongingness and concurrently associate with the
other group because of the need for uniqueness. Consequently, Shore et al. (2018) opined that, if
companies are not actively creating conducive working environment for minorities, it may result

in employees being distressed.

For example, Randel et al. (2017), pointed out that if employees perceive that their
aspirations of belongingness’ have been fulfilled, it will trigger another new need for
differentiation. Equally, in terms of various social groupings in the workplace, in line with the
tenets of the theory, employees seek to find the most optimal balance between the need for
inclusion to achieve security and resemblance, while on the other hand, they also desire their
uniqueness to be recognized (Leonardelli and Loyd, 2016). Underscoring the foregoing
perspective, Leszczensky et al. (2020) pointed out that a team has to be sufficiently big enough to
be accommodated to fulfil the need for belongingness but likewise be small enough to offer some

level of comfort for differentiation.

Ultimately, these theoretical frameworks were foundational in that they were a thread

through which this research study was anchored. This is so because they provided guidelines,



59

principles and propositions which the investigation of the impact of the employees, executive
leadership’s perception of leadership, organizational policies as well as demographic attributes on
diversity and inclusion was based on. Subsequently, the next section delves into the industry and
firm analysis to examine the scholarly literature on the domain of diversity and inclusion as well
as assessing the measures that are being applied to enhance diversity and inclusion in the

workplace.

Table 3: Summary of Major Theories Applied in this Thesis

Theory Major Assumption

Social Identity Theory Employees compare themselves, protect and
align to groups that accord their advantages
over other social groups in the workplace thus,
their perceptions of diversity and inclusion are
influenced by this association

Leader Member Exchange Perceptions of employees on whether the
workplace is diverse and inclusive are
connected to how they relate to their leaders
Social Exchange Theory The manner in which an organization treats its
employees has got a bearing on how they
perceive the workplace and their reciprocal
actions consequent to the conduct of leadership
Optimal Distinctiveness Theory Employees want a workplace that generates a
sense of belonging and recognition that is
extended to others but simultaneously wants to
retain their uniqueness
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Analysis of Debswana Diamond Company

The 1967 discovery of kimberlite in Botswana, and the deliberate building and nurturing
of the company by the partners, has resulted in Debswana becoming one of the world’s leading
diamond producers by value, (www.debswana.com). The latter is a private company with a limited
liability and has three operations, being the Corporate Centre, Jwaneng Mine and Orapa,
Letlhakane and Damtshaa Mines (Debswana). The company is the biggest revenue earner from
diamond exports and has rapidly transformed the economy, increasing the revenue of the country

from less than P10 million a year at Independence to over a billion today (Debswana, para 2).

Notwithstanding however, Debswana Diamond Company is facing a similar challenge like
other businesses in the mining sector which are battling to create conditions for underrepresented
people to join and thrive in the sector. To provide enhanced context, this company was formed in
1969 and is the leading producer of diamonds by volume and value. For instance, for the year
ending 31 December 2022, DeBeers Group of Companies sold “34.6 million carats” of which
“24.1 million carats” or an estimated “70%” was coming from Debswana (sundaystandard.info,
17 January 2023). In terms of revenue, “DeBeers” revealed a record-breaking rough diamond sales
amounting to “£5.67 billion” (p. 14) of which a significant contribution comes from the Debswana
which operates four mines being Jwaneng, Orapa, Letlhakane and Damtshaa, (the latter under the

acronym OLDM).
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Moreover, Debswana is in a fifty-fifty partnership between the Government of the Republic
of Botswana and the De Beers Group of Companies. The diamonds produced from the four mines
are sold through DeBeers and the Okavango Diamond Company and Debswana is the biggest
contributor to the De Beers Group diamond production. Vitally, Debswana in addition to being the
biggest private sector employer, is also the mainstay of Botswana economy as alluded to in the
foregoing discussion because of its immense contribution to government revenue, gross domestic
product and foreign exchange earner. Thus, in the context of this study, Debswana outlines that it

is devoted to its pursuit of a diverse and inclusive workforce.

So, given the strategic importance of this firm to Botswana’ economic trajectory, it is vital
to gain an understanding of the current state of demographic disparity and how diversity and
inclusion can be embedded in the workplace so that every employee feels accommodated.
Nevertheless, Debswana has lost some of the top talented female employees in strategic positions
through separations thereby further depleting this small constituency. So, this situation has the
potential to adversely impact the company’s competitiveness and attractiveness that could be

generated by having a diverse and inclusive labour force (Tamunomiebi and John-Eke, 2020).

This state of diversity and inclusion disparity was also noted by the Minister of Minerals
and Energy Lefoko Moagi decried the low participation of women in mining in Botswana, and
argued strenuously that, diversity, equity and inclusion are not only business imperatives but are

topical issues in the world that is increasingly becoming intolerant and contemptuous of gender
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insensitivity in the workplace (Mosikare, 2023). Furthermore, the minister bemoaned that as much
as Botswana is a signatory to gender equality protocols, there are still few women in general in the
mining sector and even worse in executive positions representation. For example, he revealed that

only about 8 to 12% of the workforce in the mining industry are women, the author argued.

This situation has since led to calls by some advocacy groups such as “Women in Mining”
demanding recruitment of women into critical roles in the sector because the 19% representation
of women in mining industry is not sufficient and require immediate attention (Botswana
Guardian, 2017). In the context of Debswana, for instance, of the ninety-seven top leadership team,
a paltry nineteen are females. So, it is in this context that this thesis examines employees and
executive leadership’s perception on the inclusive leadership, organizational policies’ impact on
diversity and inclusion. Additionally, the impact of age and gender on employees’ perceptions of
diversity and inclusion is examined. As already alluded to, there is insufficient research on studies
that have incorporated these main elements notwithstanding the myriad problems on the
implementation challenges, leadership effectiveness and continued workforce demographic
disparities. Subsequently, the next sections systematically and extensively reviewed existing
literature on the employees and executive leadership’s perceptions of diversity and inclusion in the

workplace anchored on the following thematic areas:
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Thematic Areas

Perception of the role of Inclusive Leadership on diversity and inclusion

Creating an inclusive work environment is a key leadership responsibility given that
diversity and inclusion is “concerned” a particular emphasis on segments of employees who may
be at risk of “marginalization” or total exclusion from participating and benefiting from company
processes (DeMatthews et al, p. 542). Literature reveals that inclusive leadership is needed to deal
with “negative attitudes” toward inclusion because it is perceived as an enabler to the achievement
of “inclusion programs”, however, “resistance” to inclusion is common challenge in organization

that strive to embed inclusion (Ryan, 2007, p.18).

This is because, inclusion is increasingly being seen as an integral part of leadership thus
the need to “mobilize support for inclusion”, “implement inclusive practices” and monitor the
interventions (Ryan, 2007, p. 19), where all employees have “equal opportunities” to participate
in all organizational processes and activities without any structural hindrances. Likewise, extant
literature reveals that inclusive leadership is positively associated with an inclusive environment
(Cottrill et al., 2014). Moreover, inclusive leadership is credited with creating a thriving
atmosphere for diversity and inclusion to thrive and eventually achieve superior business outcome
(Rathore et al., 2021). Equally, Kuknor and Bhattacharya (2021) also explored how organizational

practitioners and policy makers perceive diversity and inclusion and found that inclusive
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leadership  is  essential  for  fostering  intervention to  nurture  inclusion.

Correspondingly, notwithstanding that there is limited empirical evidence and “theory” on
“leadership approaches” that can tackle issues of achieving diverse and inclusive environment,
Randel at al., (2018, p. 191) argued that inclusive leadership can offer that solution because it
supports the proper functioning of “diverse groups” in a manner that is not adequately “addressed”
by other types of leadership. Anchoring on the optimal distinctiveness and social identity theories,
the authors contend that inclusive leadership is a set of attributes that are geared at facilitating team
members perception of belonging to a larger group but at the same time retaining their “unique”
attributes. So, it is vital to understand the perception of employees and senior leadership on the
impact that inclusive leadership has in creating a diverse and inclusive environment given that it
is inclined towards facilitating and recognizing the different perspectives of a diverse workforce

(Mitchell et al., 2015).

Underscoring the foregoing view, Gallegos (2013) contended that inclusive leadership
implies a relationship that is anchored on reciprocated influence and common variation to evolving
situations that cultivate deeper relationships, exemplifying boldness, desire to achieve coexistence
with humbleness as unique people but equally capable and knowledgeable individuals in the

workplace.
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Additionally, one factor that is increasingly becoming important for organizational
inclusion is the type of leadership (Brimhall et al., 2017). To that extent, the author stated that,
leaders can impact the “perception of inclusion through the caliber of their association with their
followers” (p. 4). So, to expound further on the influence of leadership, the subsequent discussion
will be underpinned by the social exchange theory and the leader-member exchange theory.
Accordingly, leader member exchange is primarily a reciprocal interactive process of leadership
(Bauer and Erdogan, 2015). For example, Bauer and Erdogan, (2015, p. 4) posited that, in “high
quality interactions, leaders may be inclusive, develop high quality relationships based on
commitment, trust and anchored on mutual respect, whereas in low quality exchange, the
interactions are rigid” and restricted to the leader and follower’s contract of employment and

prevailing policies.

Relatedly, Perry et al. (2021) explored the ‘connection between inclusive leadership, conducive
environment and bullying at, at sectional, department and colleagues’ levels” and established that,
leaders who conduct themselves more inclusively are anticipated to have team members who enjoy
more beneficial outcomes and fewer negative outcomes such as discrimination and unequal access

to resources (Shafaei et al., 2024).

Correspondingly, Li et al., (2018), embarked on a study to compare and integrate leader

member exchange (LMX) and leadership identity (LID) as simultaneously functioning mediators
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between leadership and two organizational citizenship behavior being assisting and taking

ownership.

In terms of method approach, Li et al. (2018, p.2) opted for a cross sectional study that
comprised of “395 steady, independent leader-member dyads from various Chinese companies”
and eventually found that, in reputable and steady leader member relationships, LMX was central
in explaining the relationships between different leadership and the citizenship behavior of
assisting whereas on the other end, leadership identity revealed leadership impact on the ability of
subordinates to take initiatives. However, the downside of this study is its use of the cross-sectional
design whose limitations are that it is unable to establish a real cause and effect since these
attributes are tested simultaneously unlike in longitudinal study where passage of time is allowed

to verify emerging trends (Solem, 2015).

Conversely, Choi (2017) examined the impact of inclusive leadership on employee welfare
and innovative behavior using a sample of 207 employees in five telecommunication companies
in Vietnam, through a questionnaire survey. Consequently, the findings demonstrated that
inclusive leadership is positively connected to employee well-being and innovative conduct, and

that the worker job matches those associations the authors stated.

Equally given the dynamic, globalized, volatile business environment and the imperatives

for organizations to survive in the cutthroat environment, Mansoor (2021) examined the role of
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inclusive leadership in fostering employee innovative work behavior using data from employees
working in Pakistan banks. The findings showed that there is a positive relationship between
inclusive leadership and Innovative work behavior. On a different vein, in the “interaction between
the role of leader and diversity management”, Vito and Sethi (2020, p. 2) discovered that, low
quality leader member exchanges as well as poor diversity initiatives resulted in negative feelings
of inclusion and adversely influenced employee morale, wellbeing and organizational

commitment.

So, in terms of methodological approach, a narrative case study as well as auto ethnography
was used to assess the lived experience of two female participants so as to surface emerging
narratives and generate meaning from the data, Vito and Sethi (2020) highlighted. Notwithstanding
the common criticism levelled against case study method for its lack of clearly defined procedures,
nonetheless it enables an in-depth investigation and understanding of a phenomenon (Krusenvik,

2016).

However, on the issue of the association between leader member exchange and employee
engagement, Hapsari et al. (2019, p. 2) examined the “generational diversity management and the
quality of leader-member exchange on innovative work practices mediated by employee
engagement using a survey of 1839 employees of a telecommunication company in Indonesia

which represents three generations being baby boomers, generation Y and X”. An engaged
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workforce was found to be influenced by the richness of leader member exchanges and innovative

work practices, Hapsari et al. (2019), established.

Furthermore, in assessing the connection between leader member exchange and an
employee’s sense of job security, Wang et al. (2019, p. 2) discovered that, “the perceived
organizational inclusion status mediated the association between the worth of leader member
exchange and job insecurity”. With regard methodological approach, Wang et al., used time lagged
data from a sample of 186 Chinese employees employed in thirty-one workgroups. Relatedly,
Kakkar (2019) examined whether the “value of leader member exchange influences follower’s
resilience”. In terms of method approach, Kakkar (2019, p. 2) used “cross sectional survey design
and collected data from 139 employees from information technology and enabled services in

India”. Consequently, the author found that LMX is positively related to follower’s resilience.

Further exploring the effect of LMX on employee productivity, Pichler et al. (2019) also
examined the relationship between covert and overt diversity and leader member exchange (LMX)
differentiation as well as relative leader member exchange (RLMX) leading to a follower job
performance. Using survey data from subordinates in multinational companies in Dubai, Pichler
et al. (2019), discovered that, “visible similarity is more crucial to RLMX than invisible similarity
and that, the relationship between surface level resemblance and RLMX was moderated by the
level of group nationality diversity to the extent that, when the level of diversity was high, there

was a positive relationship between interpersonal nationality similarities and RLMX” (p2).
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Equally, discretionary conduct such as when an employee unleashing his or inert potential
or conducting him or herself in an unbecoming manner are part of a company’s regular occurrence
(Gotz et al., 2020). Though, extant literature reveals that, the quality of leader-member exchange
is principal antecedent of workplace conduct, however, the protocols through which this influence
occurs has not been comprehensively articulated, assert hence the deployment of an organizational
identity as a measure through which to create to explore why LMX leads to an employee’s ultimate

discretionary conduct, Gotz et al. (2020) assert.

So, it is in this context that, G6tz et al. (2020, p. 7) found that, “LMX is positively related
to reduction of incidents of workplace unruly behavior and nurtures organization’s citizenship
behavior”. In terms of method approach, the authors adopted a “cross-sectional study with 188
Swiss employees, (2) a time-lagged study with 502 Swiss employees, (3) an online recall

experiment with 131 US participants, and (4) an online experiment with 139 US participants” (p4).

In support of the view that LMX has an influence on organization citizenship behavior
(OCB), Anand et al. (2018, p. 2), explored the “impact of a leader power distance and team task
interdependence” and found that, indeed to the “extent of the authority of the leader in a team and
the amount of interdependence of work assignments in the team influences the relationship
between leader member exchange and the organization citizenship behavior”. To that extent, the
authors argued that, the extent of the authority and closeness of a leader in a group influences the

relationship between LMX and OCB and this impact is stronger in teams whose task
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interdependence is high. Interms of methods and participants, the authors performed a hierarchical

regression analysis of data collected from 245 employees in 54 work groups.

Similarly, Muldoon et al. (2018) evaluated the mediating role of workplace attitudes on the
leader-member exchange —turnover intentions relationship. Keough and Lovett (2018, p. 2)’s
argument was that, “LMX minimizes different company stressors being organizational change,
perception of policymaking and interpersonal relations and that, this intervention will decrease
employees’ desire to exit”. In terms of participation, 281lemployees from diverse companies
responded to the survey and the results showed that the leader has a positive impact on employees’
motivation, job commitment and organizational performance (Garg, 2019). This aligns with the
social identity theory, which posits that the leader can influence the beliefs and behavior of
followers by fostering inclusion through supporting human resources diversity policies (Buengeler

etal., 2018).

Relatedly, employees who have cordial relationships with their supervisors feel a sense of
safety and are eager to receive assistance such as coaching and mentoring from their principals in
order to enhance their career prospects and consequently reciprocate this assistance (Pan et al.,
2021). To test this assertion, Pan et al. (2021, p. 3) embarked on a study to assess the “influence
of LMX on job contentment amongst nurses in China and to investigate the mediating impact of

individual and joint job design between LMX and job and life satisfaction”.
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A sample of “263 employees was drawn from various hospitals from Zhejiang province in
China and a set of self-administered questionnaires measuring variables of LMX, job crafting, job
and life satisfaction were used, (p. 4). Subsequently, the authors established that, “LMX has a
significant positive impact on the manner in which the job is designed and job satisfaction and
equally that, collaborative job design has a significant influence on job contentment of nurses” (p.

9).

However, notwithstanding, this positive recognition that LMX has an influence on
innovation, imagination and ability for employees to open up and share their opinions freely,
Carnevale et al. (2017, p. 520), argues that, the “strength of the association had not been tested and
as such, he embarked on a study to review literature pertaining to LMX influence on employees’
ability to express themselves (37 samples), imagination (53 samples), innovation (29 samples)”.
Subsequently, Carnevale found that, indeed, “LMX positively forecast voice, innovation and
creativity orientation” and simultaneously that, the “relationship between LMX and creativity is

stronger in comparison to voice and innovation” (p. 533).

Notably, these arguments are also underlined by the social exchange theory particularly
where the employee becomes productive, free and creative as a result of a conducive environment
provided by the leader as articulated by Oparaocha (2016). However, despite the

comprehensiveness of this study, its weakness is the methodological approach due to the use of
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secondary data sources because of their threat of bias, redundant data and inability to do follow up

in the event of missing data (Latkovikj and Popovska, 2020).

Additionally, feeling protected or apprehensive were found to be “connected to leader
member exchange through (LMX) exerting influencing and application of effort geared at
developing a connection with a supervisor”, similarly, avoidance approach was directly and
negatively connected to LMX and certainly not related to any effort to build a quality association
(Maslyn et al., 2017, p.15). Consequently, Maslyn et al. (2017) proposed that leaders may require
to purposely depart from the characteristic LMX design process in order to create a more thriving
environment for building high quality associations with followers with unique attachment styles.
This reciprocal association is consistent with the assumptions of the social exchange theory as
elaborated by Chen and Tang (2018). In terms of methods, data collection was done through a

survey of the “company’s 213 employees”, Maslyn et al. (2018, p.10) posited.

Relatedly, if a leader treats employees differently by exhibiting signs of favoritism, this
might cause distress, anger and hostility in the workplace (Li et al., 2021). In light of this
possibility, Li et al. (2021, p. 3) embarked on a research study to investigate and analyze the
“impact of a leader member exchange differentiation (LMXD) on employee safety drive”. “A
quantitative method was adopted, and a structured questionnaire used on a sample of 324

employees of a Chinese construction industry employees”, (p. 5).
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Subsequently, the results of the study show that, “LMXD could immediately and positively
impact negative feelings and indirectly influence the safety performance of employees via the
mediating impact of negative emotions and engagement in the workplace”, and equally that, “trust
has a moderating influence on the association between LMXD and negative opinions about the
leader and by extension the working environment” (Li et al., 2021, p. 6). So, notwithstanding the
currency of study, it would have been enriched had it also adopted a qualitative method because it
would have sought to understand the underlying reasons pertaining to the employee feelings and

consequent actions (Haven, 2020).

In a similar vein, it was established that, “minority groups that are culturally intelligent are
able to speak up freely and raise suggestion and that this conduct is mediated by the quality of
relationships with leaders” (Jiang et al., 2018, p.15). In terms of method approach, “261
questionnaires were used to collect data from migrant employees in Australia through an online
survey yielding a response rate of 17.3 %” (p. 9). However, on the downside, this small
participation rates have the likelihood of affecting reliability and confidence on the results because

some relationships in data set may be omitted (Rice et al., 2017).

Gupta et al. (2020, p. 563) also conducted a study to evaluate whether “comparative age
has any bearing on the quality of the LMX and further sought to establish any mediating effect of
trust in the relationship”. In terms of method approach, “200 leader- follower dyads from five

companies in the national capital regional of India were used in the research and questionnaires
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were sent leaders and followers” separately (p. 567). The results revealed that, “relational age has
an effect on an employee’s views of LMX to the extent that the small the age difference the higher
the quality of relationship, however the age difference does not impact the leader’s perspective,”
however, with regard the mediating impact of trust, only the element of “loyalty in the whole
dimension of trust is influenced by relational age” (p. 571). Thus, suggesting that, issues that a
follower deems important might not be perceived that way by a leader most probably because of

their level in the hierarchy.

On the other hand, Mackey et al. (2020, p. 10), deriving insights from both the ego
depletion and LMX theories as why hostility based supervision is indirectly connected to with
supervisor directed abusive voice, found that, there is evidence that, “rude supervision has a
positive conditional indirect impact on supervisor directed damaging voice through followers
relational ego depletion with their line managers that is stronger in high LMX differentiation
setting compared to the lower one”. This would suggest an adverse relationship where the working
environment is toxic. Nevertheless, in terms of method design, a “multi-source field study

targeting 219 participants” was used (p. 6).

Qi and Armstrong (2019, p. 491) also assessed the role of “leader-member exchange as a
moderating variable in a research study that sought to examine the impact of cognitive style
diversity on intragroup relationship conflicts and individual level company citizenship behavior”.

For methodological approach, Qi, & Armstrong opted for a “hierarchical linear modelling and
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hierarchical regression analysis to run an analysis of data obtained from a sample of 344
participants from 83 teams in 126 departments in 6 manufacturing companies in the Republic of
China” (p. 497). Eventually, the results revealed that, “leader-member exchange moderates the

relationship between cognitive style diversity and intra group relationship conflict” (p. 500).

Echoing the above sentiments, Ke et al. (2022, p. 2) revealed in the study of Inclusive
Leadership, Workplace Spirituality, and Job Performance in the Public Sector that, the “positive
association between inclusive leadership and civil servants’ productivity is mediated by the work
environment devotion” and similarly that, ‘leader-member exchange and perceived differences act
as moderators to the relationship”, Notably, the authors argued that, the value of inclusive
leadership as key ingredient in creating an inclusive workforce is gaining momentum in
management research. In terms of method approach and participants, the study used a survey

targeting 392 civil servants in western China, Ke et al. (2022) explained.

Moon and Christensen (2022, p. 381) equally explored the role of “leadership in
moderating the relationships of racial diversity with emotional commitment climate and race-based
employment bias”. Using the data from the United States of America federal sub agencies, Moon
and Christensen found that, “racial diversity is negatively related to self-reported affective
commitment climate and positively associated with observable race-based employment
discrimination concerns” as well as that, “ethical leadership is positively related to affective

commitment climate but negatively connected to race-based employment discrimination” (p. 388).
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Another component of identity but in this instance being subordinates’ moral identity is
said to be a consequence of ethical leadership (Gerpott et al., 2019, p. 1064). The authors undertook
research on the interplay of subordinate “moral identity and leader group prototypicality”. The
study recruited “170 participants and used an online survey questionnaire to collect data” (p. 1067).
These participants were further randomly assigned to situations assessing moral identity, but as for
measurements of participants’ attitudes, Gerpott et al. (2019) opted for a “Likert scale” and
subsequently, the research revealed that a subordinate’s “moral identity mediated the association

between perceived ethical leadership and organization citizen behavior” (p. 1071).

Brimhall, (2019, p. 716), evaluated the impact of “leader engagement on inclusion,
creativity, employee contentment against perceived quality of care in a diverse nonprofit health
company”. The author collected data at 3 stages in a 6-month break, and found that, innovation
was directly connected to job satisfaction and perceived quality of treatment in the workplace,
thus, confirming the perspective that leaders who genuinely engage with other stakeholders in the
business will enable a conducive environment for innovation and employees’ job satisfaction as
well as the quality of care to flourish. Advantage of longitudinal studies are that it is comprehensive

since it is able to connect events chronologically (Caruana et al., 2015).

Notwithstanding the utility of the LMX theory in explaining how line manager subordinate

relationship functions, Hunt (2014) argues that there are shortcomings of LMX and mostly relate
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to the inability of the theory to evaluate issues pertaining organizational settings and circumstances
that are outside the ambit of the leader member dyadic which can also impact relationship between
leader followers. For instance, issues connected to organizational norms and policies, type of
assignment, venue, duration of tasks and the size of teams that must coalesce to develop
relationships can impact LMX, Hunt, asserts. Additionally, another weakness highlighted by the
author is that it might be a laborious process to attempt to create relationships between each
particular subordinate and a leader because of the lack of capacity on the part of the leader to give

authentic attention to all subordinates.

Relatedly, Jin et al. (2017) explored the role of inclusive leadership in achieving
diversified environment and the extent to which inclusive leadership impact performance using a
representative sample of employees in federal government in the United States of America. The
results of the study showed that leadership strongly predicts the performance of employees.
Underscoring these sentiments, Hayes et al. (2020) asserted that initiatives for diversity and
inclusion should promote the representation and involvement of all employees in the organization
and should be primarily driven by a leader. Relatedly, senior leaders set the “tone” for the processes
and ways of work, “vision”, “strategic” direction for the organization as well as facilitating the

alignment of an employee’s aspiration versus that of the company (April and Blass, 2010, p. 65)
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Relatedly, Austin, (2024) examined the execution and usefulness of inclusive leadership
practices in achieving a diverse, inclusive and equitable workforce at a federal government and
subcontractors in the United States of America. The enquiry involved a concurrent mixed method
enquiry, and findings were that inclusive leadership cultivates a more inclusive and equitable
workplace. Similar views are espoused by Jin et al. (2017) who argued that inclusive leadership

engenders an inclusive atmosphere.

Grounded on the social identity theory, Wang et al. (2020; p. 1104), investigated how
inclusive leadership stimulates employees taking control however being “mediated” by
commitment but “moderated” by the impact of “traditionality” in “Shanghai”, “China”. In the

instance of this theory and under the conduct of an inclusive leader, subordinates’ “feelings of
identity” and value will be significantly increased. Using a hierarchical regression analysis from
the data collected from “246 participants” (p. 1107), the findings show that, “affective
commitment” mediates the association between “inclusive leadership” and subordinates taking
active control of their careers (p. 1110). Another study that demonstrated the value of inclusive
leadership particularly on the perspective of enabling employees to take ownership of their destiny
was by Zeng et al. (2020) whose research setting was also China where data was collected through
a structure questionnaire from employees and supervisors at “17 organisations” base Jiangsu and

Anhui provinces, China (p. 2). So, similar to the results of the existing literature, “inclusive

leadership” is positively connected to “taking charge” (p. 6).
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On the contrary, Glapion, and O’Rourke, (2024, p. 6), highlighted that there is a
“knowledge gap” that require more research that connects inclusive leadership to its anticipated
advantages. So, in that vein the authors investigated the impact of inclusive leadership practices
on the association between employee innovation and employee engagement within a non-profit
making company. Supported by the leader member exchange theory, the results demonstrated the
inclusive leadership cultivates a “positive leader subordinate” relationship, a thriving work

environment and overall company performance (Glapion and O’Rourke, 2024, p. 148).

Guo et al. (2023), anchoring their argument on the optimal distinctiveness theory, state that
inclusive leadership puts more premium on individuals to enable “belonginess and “preservation”
of unique talents to achieve diversified workplace. Subsequently, through the study assessing the
impact of inclusive leadership on innovative work conduct underpinned by the leader member
exchange, the authors found that inclusive leadership is “connected to innovative work

performance” (p. 6).

Furtado, et al. (2024), strenuously pointed out that inclusive leadership is vital for
companies seeking to integrate diversity programmes into the workplace. This is due to the
supportive nature of inclusive leaders that optimize diversity and promotes inclusion in the

workforce (Ahmed et al., 2020). Notably, this study was conducted in organizations in Brazil.
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Equally, Ahmed et al. (2021, p. 8) conducted a three-wave longitudinal study and examined
whether inclusive leadership has got any cause-and-effect association with psychological well-
being of employees during a crisis. The results showed that as per findings from existing research,
inclusive leadership has got a “causal relationship” with “psychological distress” (p. 827) to the
extent that inclusive conduct of leaders can create a thriving work environment with optimized

“psychological safety” to assist minimize “psychological disorder”.

Conversely, Elsaied (2020) investigated the effect on inclusive leadership on job
entrenchment but moderated by our employees identifying with organization using bivariate
correlation analysis at Hurghada in Egypt. Supported by data collected from 364 employees
employed in those 25 hotels, the authors found that the organizational factors greatly mediated the
relationship between inclusive leadership and job entrenchment. Although this study has
similarities with the proposed thesis with respect to organizational factors in the form of policies,
its limitation is that it only focuses on one variable and the setting is hotels. correspondingly, Ye
et al. (2019), also investigated the moderating association between inclusive leadership and team
performance in China using hierarchical regression whose findings revealed that, the ability of the
team to speak up moderated the relationship between inclusive leadership and team innovation.
Another scholar who emphasised the importance of inclusive leadership is Ye et al. (2018) whose
study was based in China and findings showed that inclusive leadership stimulates an environment

where employees can experiment and learn from those mistakes.
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On the other hand, Korkmaz et al. (2020, p. 4), guided by the optimal distinctiveness theory
methodically reviewed “107 articles” about what inclusive leadership involves. The main thrust of
the supporting theory was that the various shades of inclusive leaders that create a thriving
environment where they cause employees to experience a sense of “belonging” while at the same
time maintaining a sense of “uniqueness” (p. 2) have not been comprehensively researched.
However, the results indicate that inclusive leadership can be a powerful guidebook for leaders in
the ever evolving ’s diverse working place. Additionallyinclusive leadership creates a conducive
environment for “meaningful work” and “meaningful” workplace which promote fairness, justice,
equity and inclusion in the workplace (Bohonos and Sisco, 2021).

Consequently, the thesis hypothesizes that: Employees perceive that inclusive leadership

has a positive impact on diversity and inclusion in the workplace.

Summary

Notwithstanding the extensive literature on inclusive leadership and diversity and
inclusion, there is insufficient empirical data on the investigation of this phenomena in the mining
sector. There is little evidence of studies that have sought to measure this phenomenon in the
setting of Debswana from the perspectives of employees and senior leadership level. Likewise, the
context where the studies were undertaken was largely in develop countries, therefore, these results

cannot be generalized to the setting of Botswana, which is a developing country. Equally, this
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thesis extends the assumptions of the social identity theory. For instance, this thesis tests whether
the perspectives of employees are supported by employee categorizations of being ingroup or
outgroup. In terms of methodology, many of the reviewed studies used secondary data sources.
Therefore, the use of mixed method research would enable the researcher to obtain a

comprehensive view of this complex issue of diversity and inclusion in the workplace.

Impact of Organizational policies on diversity and inclusion in the workplace.

Anchored by the social identity theory, organizations are deploying diversity policies to
capacitate employees to appreciate the value and opportunities that a diverse and inclusive
workforce can engender (Gindemir et al., 2017). The focus on organizational policies is based on
the extant literature that postulates that when organizational policies are correctly and consistently
executed in line with expectations of the workforce, in reciprocity this tends to create a feeling of
job satisfaction amongst employees thus creating a sense of commitment, trust and superior
organizational outcomes (Honu et al., 2022). This is based on the understanding that designing
effective diversity programmes is crucial to achieving a diverse and inclusive workplace
(Kyriakidou et al., 2016). To buttress this perspective, White et al. (2013) argued that without
broad based organizational policies, diversity and inclusion in the workplace remain elusive. This
IS because research shows that many companies have not developed policies and systems to

effectively implement and manage diversity and inclusion (Church and Rotolo, 2013).
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Equally, literature is showing that organizations are increasingly becoming diverse, and
this is presenting tensions for employers because their diversity management policies are less
effective thereby rendering the workplace unconducive (Zungu, 2016). Extending this argument,
Peltier-Huntley (2019) argued that as a reaction to societal pressure and looming labour scarcity,
the Canadian mining industry has come up with initiatives to accelerate gender inclusion in its
male dominated labor force (Peltier-Huntley, 2019). However, the feedback from the execution of
the intervention has revealed that the industry still has a lot to do to achieve gender parity but there

were good indicators that attitudes are shifting to realize diversity and inclusion goals.

However, even for those jurisdictions that implemented various policies, that enable
interventions such working committees and programs, diversity and inclusion is still sluggish and
not sufficiently visible (Siri et al., 2022) That notwithstanding, Wolbring and Lillywhite, (2021)
advocated for the development of policies that will enable the creation of capability building
frameworks to realize a diverse and inclusive work environment. Such efforts include amongst
others the design of a talent management strategy that recognizes the “inherent bias” in a particular
context such as patriarchal organization and ensure that female employees have access to
opportunities and resources to achieve their career growth aspirations (Farndale et al, 2015, p.
680). Most importantly, there is a need to establish how to measure effectiveness of diversity and

inclusion interventions (Giovannini, 2004). Similarly, diversity training is touted as a strategic
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intervention geared at improving group relations and minimizing discrimination thus ensuring a

diverse and inclusive workplace (Phillips et al., 2016).

Nevertheless, there is a concern that diversity and inclusion policies have been based on
examined experience but not on empirical evidence (Hays-Thomas and Bendick, 2013). Therefore,
the researcher seeks to bridge this gap by embarking on an empirical study examining the
employees and executive leadership’s perception on the impact of organizational policies on the
creation of a diverse and inclusive workplace. Similarly, as revealed above, extant literature shows
that diversity and inclusion practices are mostly implemented in organizations in developed

countries relative to the developing world.

In that vein, Saqib and Khan, (2023, p. 4) embarked on a study to examine how companies
can become inclusive through specified policies, programmes and conduct using a “case study
research design”. Employees’ perspectives were obtained through semi structured interviews as
well as through other company “documents”, “website” and “human resources policies (p. 5). The
findings were that female employees were recognized as diverse category who felt included when
accommodative policies and practices were crafted. Similarly, the results were that “contextual
setting” had a significant role in how these policies were enacted (p. 14). Kiradoo (2022), also

explored issues pertaining to diversity and inclusion in the workplace and measures that could be

applied to accomplish a diverse and inclusive workforce. The research method adopted included
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an extensive review of the literature through electronic databases within the boundaries set by the
inclusion and exclusion criteria. The findings proposed that organizations can employ different
strategies to optimize diversity, equity and inclusion in the workforce such as “diversity” capability
building, enabling “inclusive leadership”, use of “technology” as well as implementing alternative

employment models (p. 140).

Similarly, Downey et al. (2015) tested the association between diversity policies and
building a trusting climate to which the results showed a positive relationship between diversity
policy and a trusting climate which in turn leads to a positive employee engagement, nonetheless
the gap was the context. Other interventions driven by organizational policies included
“recruitment”, “promotion”, training and development and these are used to drive diversity where
employees feel included regardless of their background (April and Blass, 2010, p. 65).
Additionally, organizations are urged to invoke policies that enhance a sense of belongingness

where individuals are valued and treated fairly for the unique “skills”, “experiences”, ideas and

not be “discriminated” against for being different (Thompson, 2017, p. 2).

On a similar vein but with focus on why and how diversity enhances organizational
outcomes, Chrobot-Mason and Aramovich (2013, p. 659) investigated the “association between
employees’ perception of diversity climate perspective and desire to separate” with the company.

Furthermore, the authors also examined the effect of “psychological output variables comprising
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of company commitment, the creation of a conducive environment for creativity, psychological
empowerment and autonomy to select own identity as likely moderators of the association” (p.

660).

Drawing on the insights from the survey on the viewpoints of “1731 public employees”,
(p. 660), the findings were that, if there is a perception of equal access to resources and impartial
treatment of employees, the desire to leave the company diminishes, Chrobot-Mason and
Aramovich established. Despite the strength of this study in being able to establish a relationship
between perception of diversity and organizational outcomes, its only limitation is not being able
to explore underlying reasons as to what constitutes employees’ perception of fairness, and this

would have been possible had a qualitative approach also been considered.

Relatedly, echoing similar sentiments, but with reference to general bias facing
underrepresented groups, Miminoshvili and Cerne (2021), posited that, notwithstanding
companies’ acknowledgement of an ever-increasing diversity in the workplace and the associated
benefits, the situation on the ground reflects acts of discrimination against minority groups.
Underscoring this perspective, Otaye-Ebede and Akobo (2019) asserted that, even though diversity
has rapidly grown over the years as an affirmative action from developed countries culminating in
current inclusion policies whose objectives are to ensure that all employees are treated fairly and
granted equal access, unfortunately its implementation remains a challenge and is a source of

unending debates.
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Consequently, in a study to examine Australian attempts at ensuring gender equity and
creating a diverse and inclusive organization, underpinned by a case study research design,
McLead and Herrington (2017), found that more attention is placed on demographic diversity as
opposed to designing and deploying policies that ensued that inclusive workplace is realized and
posited that this approach will create challenges for future leaders who will have to contend with

leading a diverse workforce.

On a different vein, Buengeler et al. (2018), argued that well intentioned human resources
diversity policies have not always delivered expected results. As such, they embarked on a study
reviewing literature targeting “employee inclusion as an outcome of diversity practices as
determined by an interplay between human resources and leadership” (p. 3). Drawing from the
optimal distinctiveness theory, the authors assert that, “organizational inclusion involves enabling
employee’s belongingness and at the same time acknowledging and nurturing their uniqueness for
the greater benefit of the organization” (p. 10). However, these results are impacted by the degree
to which a leader supports the human resources diversity initiatives such as diversity training and

inclusive recruitment, Buengeler et al. contended.

Notably, changes in the international market led by globalization, crises such as
geographical political tensions have caused organizations to review their human resources related

policies comprising amongst others, remuneration, training and development, recruitment and
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selection as well as performance assessments in order to make these organizations resilient (Cooke
et al., 2020). Confirming this perspective, Shore Cleveland and Sanchez (2018), points to ever
changing demographic trends as one of the triggers compelling companies to reevaluate their
policies. Confirming this view point, Sridhar and Sandeep (2014), asserted that demographic
changes are going to compel businesses to revise their management routines and develop new and

innovative approaches to managing their employees.

So, even though Davis et al. (2016), recognized that workplace inclusivity has quickly
transformed into a vital component of human resource deliverable, the evidence on the ground is
not satisfactory. These authors gave the example of a study on workplace diversity in Australia
which showed that, employees are not aware of whether there is a diversity management policy,
thereby pointing to the possibilities of badly conceptualized and executed diversity management

policies and related practices.

Davis et al. (2016), revealed these findings in their study when they investigated attitudes
and knowledge of Australian managers regarding issues of workplace diversity as well as policies
of incorporating workplace diversity management in companies processes and systems. In terms
of methodology, the authors adopted a quantitative methodological approach and disposed a
questionnaire to 650 managers, of which 325 were HR managers and the rest were from other

functions. However, a limitation of this research study is its inability to surface in-depth and
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underlying reasons why matters of diversity are not understood and this weakness would have

been cured by using qualitative method (Adhabi and Anozie, 2017).

Way et al. (2021), pointed out that there are differing perspectives as to whether it is
advantageous for individual group members to be similar or different to the rest of other team
members and that, most of prior research has adopted a dichotomous perspective which considers
that either a person is similar or different. For example, Davis et al. (2016), raised a concern that
workplace diversity is not well appreciated particularly by non-human resources management line
managers resulting in such top managers paying fleeting consideration to the issues of diversity

and inclusion.

Underscoring the above view, in their study on the “impact of organizational policies and
practices on diversity management in the Saudi private sector”, Mohamed-Osman et al. (2019, p.
455), observed a similar trend of poorly perceived policy design and execution. In fact, the authors
discovered that, “how to manage a diverse workplace is not well understood in many organizations
(p. 467) and the situation is particularly dire with line managers who do not have a human resources
background. So, in line with the principles of reciprocity espoused by the social exchange theory,
if employees do not feel included through the effective diversity management programmes, they

will readjust their performance to align with perceived treatment (Cropanzano et al., 2017).
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Extending the tenets of the social exchange theory, Shore et al. (2018) asserted that, if
companies are not proactively creating a conducive working environment for minorities, through
inclusive recruitment, training and remuneration of these underrepresented groups, the concerned

individuals would not connect to the organization, and this may result in disgruntlement.

Echoing the foregoing views, Napier (2022), argued that research has demonstrated that
inclusion enables realization of positive individual and business performance such as
organizational citizenship behavior, improvement in employee morale, increase in talent attraction
and retention as well as customer retention. On the other hand, exclusionary practices can lead to

high staff turnover, reputational damage and low employee engagement levels, Napier claimed.

So, in that regard, Boekhorst (2015), postulated that, a broad-based business wide change
initiatives such as investment in diversity training and awareness creation are required to bring
about an inclusive workplace, underpinned by leaders that demonstrate an inclusive behaviors,
reward systems that recognize and reward inclusive conduct and diverse workforce that provide a

myriad of openings for employees to appreciate how to conduct themselves.

Rojas and Molaei (2021), studied, the effectiveness of diversity and inclusion policies in
the mining industry in the United States of America. The methodology adopted was an anonymous
survey on 430 employees from across the mining sector where their perspectives pertaining to

attraction and selection, retention, career growth opportunities, workplace environment after the
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implementation of diversity and inclusion policies. The findings showed that a significant number
of participants were not aware of the value of diversity and inclusion in their organisation thus the

need for robust awareness creation programs.

Correspondingly, Moraka (2024), evaluated, the effect of quota policies, particularly the
South African Mining Charter, on board representation in South African mining sector. In terms
of methodology, the study pursued a qualitative approach, anchored on purposive sampling using
open ended interviews with “28 board members, involving 16 women and 12 men who served
across six Johannesburg Stock Exchange-listed South African mining firms” (p. 342). The results
revealed that, women believed that there were appointed to meet compliance requirements devoid
of capability and competency based. Additionally, the findings showed that the quota system
enabled the attraction of more black women into board positions, but it generated negative

reactions because it was perceived as tokenism.

Relatedly, Daya (2014), challenged leadership to develop policies that create a positive
company climate, culture, openness, objectivity when it comes to recruitment, progression and
development interventions. At interpersonal level, the author stated that organizations must
facilitate employees to feel respected and recognized to engender feeling of dignity, trust and
empowerment. Consequently, in their research study on implementing diversity management
policies to create an inclusive workplace in the “Department of Industry, Trade, Mining and

Energy in South Kalimantan Province”, Ambarwati et al. (2024, p. 113), using “surveys” and
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“interviews” to collect data established that: companies had embraced “policies” to achieve
“diversity” and that there had been a marked increase in employees and leadership’s “awareness”

of the benefits of effectively managing diversity.

On the negative side, policies were found to have a blind spot with regard how
underrepresented employees experience inclusion in the workplace. For example, a study on
different workplace experiences of transgender employees in the United Kingdom work setting
that involved the interview of 14 respondents, revealed instances of discriminatory practices
(Ozturk and Tatli, 2016). Consequently, Ozturk and Tatli advocated for policies that broaden the
conceptualization and understanding of diversity and its management thereof to ensure a
conducive work environment. This is because it is recognized that diversity and inclusion are vital

for improving organizational productivity, Kuknor and Bhattacharya (2020), asserted.

In support of this view, Zhongming et al. (2020), stated that companies must take a stand
and devise concrete interventions to build a diverse and inclusive workplace where all employees
feel welcome and genuinely valued. This is because employees usually model a leader’s behavior
and deeds, therefore, if the manager is accommodative of minority groups, then the rest of the
workforce will follow the lead (Theodorakopoulos and Budhwar, 2015). Conversely, it has been
argued that having a diverse workforce is not a panacea to organizational performance issues

because it has in some instances resulted in a backlash from the dominant groups and superficial
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progress where diversity matrix on paper shows a positive milestone contrary to the situation on
the ground (Leslie, 2019). This negative view on organizational programmes on diversity
management was echoed by Joubert (2017), who perceived it as tokenism and therefore dismissed
it as a waste of company resources and time. Additionally, it has been recognized that increasing

representation alone will not yield a sense of inclusion (Ferdman and Deane, 2013).

For instance, in emerging economies such as Nigeria, achieving diversity and inclusion
remains a pipe dream especially in multinational corporations such as Shell petroleum
notwithstanding that it is a multicultural workforce (Ohunakin, 2019). Therefore, in light of the
inconsistent findings on organizational policies and associated interventions, it is vital to
investigate how employees and senior leadership perceive the effect of policies in the creating a

diverse and inclusive workplace.

Echoing, the foregoing sentiments, Mousa and Samara (2022), found that institutional
shortcomings are causing obstacles to the implementation of protocols that will ensure the
realization of diversity and inclusion in the workplace. This view is underscored by Wijeratne et
al. (2022) who argued that businesses have not transformed into diverse multi-cultural workplaces
and as such barriers to achieve an inclusive work environment exist. Equally, Baum (2023),
contended that organizations are struggling to implement commitments to embed diversity and

inclusion as a way of work in the workplace due to a myriad of formidable challenges,
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many of which include unconscious bias that exists at all layers in the hierarchy of a firm and thus

require concerted efforts by decision makers.

In support of the foregoing perspectives, Jansen et al. (2014), stated that building an
inclusive workplace where all people from different backgrounds feel included is currently
problematic as most organizations are yet to make any breakthrough in this regard. Relatedly,
Martin-Alcazar et al. (2012), sought to examine how workplace diversity can be managed through
strategic human resources interventions namely affirmative action and traditional diversity
practices, but the study revealed dissatisfactory diversity outcomes. Importantly, the study
demonstrated that a complete organizational identity shift incorporating human resources policies

is required to achieve an inclusive environment.

Other policy interventions connected to organizational efforts but at a narrow level is the
attraction and selection process which is vital to ensure that a business has the requisite talent
occupying the right positions and this is one of the core deliverables of the human resources
management function that has huge consequences to the strategic aspirations of organizations
(Searle and Al-Sharif, 2018). Relatedly, Arif et al. (2023, p. 152), stress that incidents of injustices
and unequal treatment of underrepresented groups bring into focus the criticality of “diversity”,
“inclusion” and *“equity” through amongst other things “targeted recruitment”, “unconscious bias

training” and review of institutional practices that perpetuate discrimination. Thus, this creates a
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sense of belonging where an inclusive environment is created for all employees to freely interact,

seek support and guidance (Carter et al., 2023).

Underpinned by the Optimal distinctiveness theory, Brown (2019), posited that researchers
generally agree on the need for assimilation, the need for uniqueness or both as being essential for
self and character awareness. Consequently, “tensions of assimilation and concurrent uniqueness
create visibility for previously underrepresented groups” however there are limitations on
“diversity initiatives” to achieve this (p. 35). Underscoring this view, Avest (2018), argued that
the need for belongingness or uniqueness can vary depending on the circumstances that an
individual finds himself or herself in. For instance, at organizational level, companies have to
“conform” to “institutional forces” to prevent “legitimacy” challenges while at the same time

“pursuing” a route that will enhance their competitive strength (p. 4).

Additionally, Avest, evaluated the concept of optimal distinctiveness in an inclusive
attraction and selection setting using a qualitative research design. “Interviews” were used to
obtain perspectives of the “13 participants regarding hiring practices of people with disabilities”
(p. 5) and results were that, “organizational pressure on recruitment and selection does result in
inclusion” (p. 11) attempts, consequently, the author found that, regulatory pressure on companies
to adopt “inclusive recruitment practices” were noted by prospective employees to be prevalent

hence efforts to be accommodative of people with “disabilities” (p. 11). However, despite the
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robustness of the study theoretical wise, there are some shortcomings with the methods selected,
because of the small sample size which might need to be re-evaluated for adequacy as it has the

potential to affect the credibility of the results (Malterud et al., 2016).

Similarly, Birgen (2015), undertook a research study to establish the challenges faced by
the Ministry of Mining in managing workforce diversity. Applying case study research method
and semi structured questionnaire and the results were that the ministry had crafted policies geared
at “gender mainstreaming” and put together a working group to supervise diversity management

issues

Ohunakin (2019, p. 441) sought to examine how the “management and assimilation of
these diverse labor force could influence job satisfaction and the performance of Shell
Corporation”. In terms of methods, the author opted for a “cross sectional design” and a “Likert
scale to measure “employee perception of workplace diversity and inclusion” as it connects to
performance and satisfaction (p. 442). However, in relation to participants, Ohunakin distributed
384 questionnaires to employees who were at the Lagos Shell branch and ultimately found that
there is a positive impact of diversity management and inclusion on employee job contentment,
job performance. The author also found that the effectiveness of diversity management and
inclusion policies increase the likelihood of employees’ engagement and loyalty. This strength of

this study is its representative sample which allows the researchers to identify rare connections
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and equally surface insights that may not have been possible with a small sample size (Khalilzadeh

and Tasci, 2017).

Therefore, cognizant of the ever-increasing diversity in the society and its influence in
institutions, Vos et al. (2016, p. 254) assessed the “strategic justification to diversify in various
teams with regard to attraction and selection of diverse lecturers and cultural diverse teams”. On
the research methodological front, the authors pursued a qualitative approach where 19 interviews
were conducted on 6 different teams in a university of applied science. The selection of the
interview approach is relevant in this study because the method enables a researcher to probe and
obtain in-depth knowledge about the respondents’ views on diversity (Showkat and Parveen,

2017).

The findings of the study were that the teams recognized the need for diversity, knowledge
and competencies so that the university can effectively address the needs of employment market,
Vos, et al., discovered. In support of this perspective, Lievens (2015) posited that, to achieve
inclusion of underrepresented groups in organization, diversity strategy should be integrated into
the attraction, selection, inclusion and retention framework. Echoing the foregoing argument,
Estrada et al. (2017), asserted that businesses should develop robust recruitment and selection
processes that remove prejudice and unconscious bias from the hiring process so that more female
employee can recruited into roles that were traditionally occupied by male employees which is the

dominant group in the workplace.
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Buttressing the foregoing argument, Mbah et al. (2018), accentuated that, some businesses
offer superior fringe benefits, in addition to salary so that they can attract exceptional talent to
enhance company’s competitive advantage. Taking an example of casual employees conduct, the
authors examined “casualization and degradation of work in Nigeria” (p. 2). In terms of research
methodology, they collected data through a *“questionnaire and personal interviews of 342
participants who are in managerial positions and some who are casual staff of Arab Construction
Company” (p. 12). The study established that the reward for casual workers is not equal to that of

permanent employees, Mbah et al. (2018) elaborated.

Additionally, the authors cited lack of protection from the law to organize as one of the
reasons why this category of employees is prone to exploitation by employers. Consequently, they
suggested that this practice of casualization of work be removed as a form of employment.
Notably, the study is underlined by the social exchange theory where employees in line with the
reasoning by Lim (2020), content that, an employee makes a mental comparison of his or her risks
and effort in relation to his or her benefits and compare that with his or her colleagues who are

doing a comparable work and reciprocate same effort.

So, this would suggest that, if an employee perceives that he or she is unfairly discriminated
against by the organization or its leadership behavior, he or she might resort to reducing his or her

effort. Equally, Flory et al. (2021), acknowledged that the perpetual workplace diversity disparity
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in supervision and leadership exposes companies to continuity risks and such interventions such
as targeted attraction and selection of previously underrepresented groups are gaining momentum.
Nevertheless, the authors pointed out that there is a “dearth of empirical knowledge” on the actual
effects of diversity programs (p. 2), so by assessing the perspectives of employees and leaders on
the impact of organizational policies in respect of attraction and selection will contribute to the

body of knowledge on optimizing diversity and inclusion in the workplace.

In a similar, vein, Hines et al. (2020) asserted that retention is the best hiring strategy
because it reduces avoidable staff turnover, which often comes with high costs and loss of
institutional memory, therefore the need to recruit becomes unnecessary. Equally another
important organizational policy that has an impact on diversity and inclusion is “promotion” and

this element will be discussed below.

Michael (2020), postulated that, companies should collaboratively challenge obstacles that
hinder progress of women into leadership positions. This is because workplace discrimination
exacerbates fear of failure or success as it is often associated with feelings of apprehension,
insecurity and lack of confidence (Sheaffer et al., 2018). For example, the authors in their research
paper investigated how factors such as “fear and discrimination impacted perceived workplace
promotion and how this association is mediated by self-efficacy and intrinsic motivation” (p. 2).

With regards methodological approach, data was collected through a “questionnaire from 553
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participants of 12 firms in various industries in Israel and structural equation modelling to test

model this data” (p. 7).

The findings of the study were that “fear of achievement and perceived discrimination
negatively impact perceived promotion, but when self-efficacy and intrinsic motivation mediate
the association, the respondents perceive their promotion opportunity positively” (p. 11). In line
with the authors’ outlook, this would suggest that it may be important for organizations to create
an inclusive environment that enables employees to exploit their full potential without fear of
reprisals. This perspective is echoed by Overstreet (2021), who asserted that, increasingly,
employees are managing their careers by embarking on learning and development opportunities to
elevate their prospects of ascending to higher, more paying and interesting careers. Equally, the
author claimed that, cognizant of this reality, companies are supportive of this approach because
of the awareness that “career growth boasts employee commitment and productivity which in turn

reduces disengagement and staff turnover” (p. 76).

Consequently, Overstreet, conducted a study to evaluate the *association between
timeliness and quality of feedback and the predisposition to manage own career as perceived by
employees not selected for promotion” (p. 3). The results of this study, according to Overstreet,
accentuate the vitality of giving those employees that were not successful feedback immediately

after the promotion process. In fact, the author discovered that, there is a “significant association
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between timeliness and quality of feedback given immediately after the promotion event and the
inclination to by an individual to manage own career as perceived by employees who were not

selected for promotion” (p. 74).

Ahmed (2022, p. 6), evaluated employee promotion and compensation practices using the
case study of “MoHA Gotera plant in Addis Ababa, Ethiopia”. In terms of research methods, the
researcher adopted a “descriptive research design and used mixed data interpretation. Additionally,
the study utilized both primary and secondary data sources and 198 questionnaires were sent out
of which 184 were returned” (p. 29). The results of the study were that “promotion and
compensation practices were not at requisite level and participants had a dim view on the rewards

and appreciation efforts” (p. 44).

So, in light of these findings, the author recommended that, companies need to do perform
an evaluation to identify “leading practices on promotion and rewards in order to enhance
employee’s productivity” (p. 45). This is because promotion-oriented individuals consistently seek
opportunities to gain new knowledge and explore their potential, so they require a conducive
environment that enables them to flourish (Roczniewska et al., 2018). The use of strength of mixed
method design is compelling because they provide for the robustness of the representation of

responses to the research inquiries (Drake et al., 2017).
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Equally, Berinyuy and Forje (2021), found that, there is a *“strong association between
promotion and employee contentment”, as well as a “significantly strong relationship between
employee satisfaction and employee commitment but a negative relationship between promotion
and turnover” (p. 3503). The main enquiry of the research study was to investigate whether
promotion will cause employee satisfaction, employee commitment and reduce staff turnover. In
terms of research methods, Berinyuy and Forje used a “survey questionnaire to collect data from
166 employees of the Shisong hospital in Cameroon” (p. 3498). Correspondingly, Cloutier, et al.
(2015), pointed out that, even though diversity and inclusion are crucial elements of retention, but
most importantly there has to be a fit between a business and the values of employees to realize

job contentment and organizational productivity.

In that vein, Hines et al. (2020), argued that retention is the best hiring strategy because it
reduces avoidable staff turnover, which often comes with high costs and loss of institutional
memory, therefore the need to recruit becomes unnecessary. Equally another important
organizational policy that has an impact on diversity and inclusion is promotion opportunities
relates to the masculine bias that is ingrained in the mining sector to the extent that policies
undermine the progress of women and relegates them to positions at the bottom of the hierarchy
(Benya, 2013). Consequently, Benya conducted a study that examined the gendered labour,
challenging labour as a democratizing force in the mining sector in South Africa. The author

collected data through the application of in-depth workplace ethnographies and interviews of union
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officials. The results revealed that existing policies ranging from recruitment to remuneration are
not gender inclusive but rather masculine, thus resulting in the exclusion of women and not

recognizing their uniqueness.

Additionally, Moody et al. (2017), examined the perception and expectations of
stakeholders in relation to workplace policy reconfiguration to meet the aspirations of employees
with disabilities and ensure that, they feel a genuine sense of inclusion. For methodology, the
authors opted for an exploratory online survey which was executed on 490 respondents across six
nations selected. Ultimately, Moody et al. (2017), revealed that the results pointed to a significant
scope to readjust the work environment and adopt inclusion policies such as diversity training, to
enhance vigilance on the needs of employees, obligations on the part of companies and finally how
to redesign the workplace. In relation to methodology, the selection of this method of data
collection is suitable because online surveys have advantages of being cost effective and
convenient since respondents have the latitude to choose when and how fast they can partake the
survey. (Nayak and Narayan, 2019). However, their limitations relate to issues of privacy and poor

response rate, Nayak and Narayan claimed.

Equally, Waters and Silveira (2017) revealed that companies continue to struggle to

generate value from the training because it is not aligned to any strategic levers. Nonetheless,
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Henry et al. (2024), strenuously argued that education is essential for overcoming barriers to

achieve diversity, equity and inclusion for the marginalized employees.

Relatedly, Kersten et al. (2023), also investigated organizational policies and practices for
inclusion of vulnerable people. The authors opted for a mixed method approach where 38 studies
were reviewed from which 16 articles had used qualitative method while 4 articles reviewed
pursued mixed method, approach and 18 articles had opted for quantitative methods. Notably
according to Kersten et al. (2023), the majority of the quantitative studies had a cross-sectional

design with questionnaires, while most of the qualitative studies used interviews.

The four articles opted for mixed method studies and combined both survey questionnaires
with semi structured interviews. The gap was that previous research had revealed that wider
conceptualizations of vulnerable workers have received little to no attention in relation to the
employer’s viewpoint. Accordingly, Kersten, et al suggested that it was vital to provide more light
on organizational policies that employers find relevant for inclusion of underrepresented groups.
The suggestions included partnership with experts on inclusion and diversity, inclusive attraction
and retention programmes, monitoring the impact of organizational practices, training and

development and ways of work aimed at instituting an enabling culture.

Buttressing the importance of organizational policies in minimizing discrimination and

assisting in elevating women’s career aspiration amongst other advantages Zimmermann and
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Collischon (2023, p. 51), hypothesized that policies can reduce “gender wage gap” in firms in
Germany. Supported by longitudinal method, the results confirmed that “female friendly
organizational policies” (p. 73) have a positive impact in reducing gender wage gap.
Notwithstanding, these benefits as well as the advantages of family friendly policies in respect of
the company being more attractive, knowledge retention and keeping more female employees in
the employ, unfortunately, few companies have enacted such policies (Bachmann et al., 2020, p.
7). This survey was conducted on “16000” organizations in “Germany”. On the contrary, Huffman,
King and Reichelt (2017, p. 6) acknowledged some inconsistencies on the impact of organizational
policies particularly that seek regulatory compliance on addressing disparities such as “earnings

equity” in the “German” workplace.

Relatedly, Morton (2019), argued that in response to an increase in diversity in the
workplace, businesses are executing diversity policies to manage and embed diversity in the
workplace, however, research revealed mixed results. For instance, the author pointed out that,
some company “policies” have minimal impact on improving diversity and inclusion to the extent
of that they cause “negative” outcomes particularly from “dominant groups” (p.99). Emphasizing
the need for further research in the domain of organizational diversity policies, Dover et al. (2014,
p. 1), highlighted that insufficient research has been undertaken to investigate the perceptions of
companies and “employees” on the effect of company diversity practices. This perspective

notwithstanding, Kellar (2024, p.30), examined how perceptions of diversity affect employee
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output basing his research on a “field survey” of 6,520 employees at “44 departments” at a large
public firm in United States of America. The results were that diversity is positively related to
employees ’personal outcomes such as satisfaction, commitment and engagement in the
workplace. Conversely, extant literature showed that some people are vigorously opposed to
“affirmative action” because they believe it offends against the principles of “meritocracy” (Son

etal., 2002, p. 2).

Conversely, Chow et al. (2013), stated that in the face of threats towards their hierarchical
status, dominant groups have resorted to “appeasement tactics” to placate the “minority groups”
from embarking on acts that might destabilize the existing hierarchical levels. Equally, a large
body of literature is replete with research findings where organizational policies that drive
affirmative action have faced stiff opposition from dominant groups in workplaces if they are
perceived as threatening the existing privileges, opportunities and status (Lowery et al., 2006, p.

962).

Some organizations have explored avenues through which to embed diversity into the
workplace such as diversity commitment statements, leadership capability development programs
and integration of all employees regardless of their diversity status (Kalev et al., 2006). So, in
assessing the efficacy of such policy interventions, the authors pursued a longitudinal survey and

ultimately analysed federal data on the employees and work practices of “709 private sector
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organisation” from “1971 to 2002” (p. 15). However, the results were largely modest in relation
to all key parameters being reduction in “leadership prejudice”, ineffective “diversity training
programmes” and continued “racial disparity” (p. 26). Similarly, in response, to concerns on the
under representation of some categorization of employees, companies often implement diversity
policies, but literature shows that dominant employee groups are usually hostile and reluctant to

support the initiatives (Morton, 2019).

Correspondingly, lyer (2022), posited that organizational policies targeting diversity,
equity and inclusion are debatable because scholars espouse contradictory views of their
effectiveness. However, Divers (2024, p.100) analyzed the perspectives of employees derived
through a semi structured interview focusing on the impact of health insurance employees on
diversity and inclusion of “15” participants from “Florida Miami”. Using a convenience sampling
approach, the author found that employees believe in diversity and inclusion policies as well as
their value in minimizing discrimination of underrepresented groups. Extending this argument but
broadening it to include perception of employees and executive leadership on diversity and

inclusion, the researcher predicts that:

Hypothesis: Employees and executive leadership perceive that organizational policies

have a positive impact on diversity and inclusion in the workplace.
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Summary

While prior literature reviews have generally focused organizational policies impact on diversity
and inclusion, across several mining sectors, little attention has been given to the mining industry
in Botswana as revealed by the insufficient empirical data at Debswana Diamond Mining
Company. Additionally, there is consensus amongst significant proportion of scholars that there
are challenges pertaining to the execution of diversity and inclusion interventions in the workplace.
Amongst the challenges is that promulgated policies have yielded contrary results in their
implementation thus generating controversies as to their effectiveness. Correspondingly, (lyer,
2022; Morton, 2019), In terms of policy gaps there is consensus emerging from reviewed literature
that the inadequate awareness of policy interventions, subtle resistance, unconscious bias from
dominant groups such as males require further investigation (Bachmann et al., 2020; Huffman et

al., 2017).

Additionally, there is insufficient evidence of empirical research that sought to investigate
diversity and inclusion from employees and senior leadership perspective in the mining company.
The contexts that have been reviewed were in different industries other than the mining sector.
However, in a few instances where examinations were in the mining sector, these were in small
artisan mining, not in the diamond sector and not at the magnitude of Debswana Diamond Mining
Company. Additionally, from a theoretical perspective, there is an opportunity to apply the

assumptions of social exchange theory to understand diversity and inclusion landscape in the
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workplace. Consequently, the social exchange theory’s assumptions is tested to establish whether
employees’ perceptions of effectiveness of policies and reciprocal effects are influenced by their

views on the beneficial value of the policies.

Correspondingly, in terms of methodological gaps, few studies have opted for concurrent mixed
method research, comprising semi structure interviews and web-based questionnaires for data
collection. This approach would have enabled the researcher to comprehensively explain this
phenomenon of diversity and inclusion through the application of quantitative and qualitative
methods. The next chapter delves into the discussion on the impact of demographics on employees’

perception of diversity and inclusion.

Demographic characteristics

Age and gender were connected to the research objective that sought to measure the impact
of age, males and females’ perception on diversity and inclusion. these demographic attributes
were crucial ingredients in describing employees’ experience of diversity and inclusion (Hamilton
and Zettna, 2024). Nonetheless, the authors posited that, there is inadequate focus on age in
majority of organisations’ diversity and inclusion policies. In recognition of this gap in the
literature, this thesis proposed to examine the impact of age and gender on employees’ perception

of diversity and inclusion.



110

Similarly, in a study evaluating the effect of perceived diversity on employee wellbeing in
large scale industries in India and asserting that various of diversity results in differential impact,
Jaiswal and Dyaram (2019), revealed that perception of “surface diversity” which is that instance
comprised age and gender had a positive effect of the employees * well-being. The authors had
used a purposive sampling approach to select “311 employees” who were eventually interviewed
(p. 162). Likewise, Wilks and Neto (2013), explored the impact of age and gender on work
connected wellbeing and job satisfaction. Data was collected from “416 employees” to several
companies in “Northern Portugal” from “2009 to 2010 through a survey questionnaire (p. 8). The
results showed that, there is gender and age differences for “job-related well-being”, with male
employees scoring higher than female employees. Equally, findings revealed that job contentment

changed with *“age but not much with gender” (p.13).

The following section deals with age and gender as distinct variables and examines how
they impact the employees’ perceptions of diversity and inclusion at Debswana Diamond Mining

Company.

Effect of Age on perception of diversity and inclusion
Age prejudice exists for both younger and older employees and this stereotype can have a
great impact on the workplace particularly where decisions lead to prejudice. Matz-Costa et al.

(2012) pursued a study to evaluate the effect of relational age on perceived inclusion and sharing
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of data supported by a multi sample of 1778 employees aged between 17 and 77 ages across a
range of sectors from education, finance, retail and health care in the United States of America.
The findings revealed that, employees who assessed themselves to be “age different” from their
“work teams” felt less included in both “decision-making” and “data sharing” than those who were

on an age diverse work group (p. 65).

Similarly, Ciutiene and Railaite (2015), examined the age management practices at
company level which could assist in addressing the concerns of workforce aging using data from
literature. The results study of were that the management practices comprised amongst others
attraction and selection, “flexible work arrangement”, training and development, “work conditions
and ergonomics” are some of the interventions that could be employed to solve concerns of

workforce aging (p. 393-394).

Correspondingly, Broughan (2013), explored ways to create an age inclusive environment
after discovering that companies do not have any defined mechanism to achieve this. The author
used an age audit tool (AAT) developed by Coventry University to investigate age distribution of
different parts of organizations. The results were that the age audit tool is applicable to different
sizes and types of organizations but most importantly its adoption is dependent on a proper change

management programme, leadership buy in and alignment with existing human resources policies.
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Additionally, Costanza and Finkelstein (2015), embarked on a systematic review of the
literature of articles focusing on such differences and found no “empirical differences” supporting
perceptions of “generationally based differences” (p. 308). However, the authors acknowledged
that there is some uniqueness between younger and older employees (p. 309). For example, Oe et
al., (2023, p. 16)’s study explored strategic measures that could be employed to support the
mobility and interaction of older adults through insights gained from “interviewing” “105
participants in Mihama City”. The results suggested policy intervention to meet the ever-changing
needs of aging people. Literature reviewed showed that, in companies where an “age inclusive
climate” is prevalent, a sense of fairness, equal opportunities for career growth, development,
psychosocial support and faith in the business are optimized (Boehm et al., 2014, p. 674).
Consequently, the foregoing environment results in supreme “social exchange relationship”
characterized by employees exerting their innate potential in reciprocation to the “inclusive”

environment that the employer has provided (p. 675).

On a different vein, age has been figured as a hindrance to an inclusive workplace
particularly as it related to leader-follower engagements (Previtali and Spedale, 2021). In this
regard, Previtali and Spedale sought to evaluate how stages of life categorized by age is mobilized
through various discussion practices in the workplace during performance evaluations. On the
basis of the review of video recording of the actual performance assessments at an Italian labor

union, three common practices emerged: how age is social devised, organized and categorized
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(length of service), tenure with the company and finally age group membership identification
Previtali and Spedale discovered. Furthermore, the analysis showed that, phases of life
classification and age characterization are made in social engagements thus, creating and in some
instances reinforcing discriminatory age beliefs and prejudgments about people based on their age

and not capabilities, the authors concluded.

Underscoring the above perspective, Jamshid et al. (2022) argued that an organization can
achieve a step change and thrive if it is using the talents of the various age groups in its
employment. For example, the current dynamics and challenges in the workplace such
technological changes require an age diverse workforce and leadership that can leverage on the

generational mix to achieve inclusivity (Gordon, 2018).

Conversely in some jurisdictions, preference is to recruit the younger employees but in
terms of progression opportunities and recognition, the older is given the nod (Cho and Mor Barak,
2008). This assertion is in line with the assumptions of the social identity theory which argues that
employees categorize themselves based on demographic attributes such as “age” (p.105). These
sentiments are emphasized by Bae et al., (2017) who posited that employees often categorize as in
group and outgroup on the basis of demographic attributes such as age. Similarly, employees often

compare themselves based on their demographic features thus creating some stereotypes on
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account of whether the employee is ingroup or outgroup (Da Gama, 2015). Consequently, given
the contradictory positions emerging from the reviewed literature, the researcher hypothesized
that:

Age has a significant relationship with employees’ perception of diversity and inclusion.

Summary

In summary, studies have extensively examined the value of age in creating an inclusive
environment, however, there is no consensus on how to deal with age differences in the workplace.
Equally, there is inadequate empirical data, on how age influences perception of employees on
diversity and inclusion in the workplace in the mining industry and by extension Debswana
Diamond Mining Company. Furthermore, prior research was in different sectors other than mining
and these studies were primarily in developed countries, therefore the Botswana mining landscape
has not been explored. Equally, the reviewed studies focused on mono research methods and
secondary data sources, so they did not fully exploit the research problem as would have been the
case with mixed method research. The next section explores the impact of gender on the

perceptions of employees on diversity and inclusion.

Effect of gender on the perception on diversity and inclusion
There is also growing interest in how gender interacts with perceptions on diversity and

inclusion in the mining sector given the patriarchal nature and such, Botha and Cronjé (2015, p.
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660), embarked on a study to understand the perception of the physical abilities of female
employees employed in the main mining activities in South Africa anchoring their investigation
on mixed method approach that attracted “160 participants via online survey” from the “copper,
platinum and phosphate mines”. For the qualitative data, “purposive sampling” was used to select
“12 individual participants” and “19 group interviews” were “69” responses were obtained from
the latter. Consequently, the findings of the research were that physical capabilities, fitness levels
and ergonomics must be considered when hiring female employees and that leadership is frustrated

by the inability of female employees to perform jobs that require stamina (p. 666).

Ramokhothoane (2019) studied the mining industry’s preparedness to provide the requisite
facilities, shift mindset to foster an environment where female employees are supported to advance
in their career aspirations in Mpumalanga Coal fields. A qualitative method was adopted where
“103 online questionnaires” were sent to but “”97 employees participated (p. 58). Results indicated
that, evident from this study that the mines in the Mpumalanga Coalfields have not
comprehensively integrated women into the mining, as the basic necessities have not been put in

place yet.

Additionally, Nkala and Mtshali (2024)’s study on the reproduction of gender inequalities
in Zimbabwean’s artisan and small-scale mining sector. Anchoring this study on qualitative

method, through focus group discussions and in-depth semi structured interviews, the researcher
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collected data from “58 participants and through field observation between 2019 to 2020 from
Zimbabwe’s three most important gold mining areas being Gwanda, Inyanthi and Zvishavane” (p.
320). the results revealed that women are not recognized at real miners by their male counterparts
and are often discriminated against, have restricted access to funding and are relegated to less
paying administrative roles.

Similarly, Pretorius (2016), embarked on a study to explore the experiences of white
women in the coal mining industry underpinned by a qualitative research design using observation
and interviewed “20 women”(p. 56) to obtain viewpoints about their lived experience in the mining
industry. The findings showed that as much as women face barriers of entry, their race elevated
them to the top of the female ladder. The participants indicated that the color of the skin perpetuates

discrimination and protects the status quo.

Maotoana et al. (2024)’s study sought to examine the experiences of women in the
workplace within the South African setting. The research investigated the problems that women
confront in the workplace and the impact that they may have. The study used secondary data
sources specifically “articles that were published between 2015 to 2022” (p.2). The results revealed
that women and men have unique experiences borne out of different treatment on salaries, career
elevation and other job requirements. For instance, male employees have negative stereotypes and

prejudices about the capabilities of women and such they face stiff opposition to grow their careers.



117

Kaggwa (2020), evaluated the challenges that, women encounter in the South African
mining industry notwithstanding the futurist and forward-looking legislation. So, in a quest to
bring about evidence-based recommendations, the research adopted a survey approach where 2365
female employees were interviewed. The results showed that, women are facing serious challenges
relating to uncompetitive remuneration, inadequate progression opportunities and bias in decision
making. They attributed these problems to discriminatory policies and insufficient support from

their leaders.

“Healthy gender parity” in the work environment is not only perceived an ethical issue but
has immense “economic value to companies as illustrated by studies that show that senior
leadership that is gender inclusive are “21% more profitable” and successful compared to
homogenous businesses (Kaur and Arora, 2020, p.128). Nevertheless, “low representation” of
women in the workplace continues to be worldwide problem (p.127). Common obstacles to
women’s career growth opportunities include amongst others stereotypes about the competencies
and roles that women can occupy and family commitments (McCarty et al., 2005)This scenario
can also be explained by the social identity theory through one of its principles where employees
join groups that enhance their self-esteem and other aspirations and consequently exhibit

discriminatory tendencies to groups, they deem peripheral (Yadav and Lenka, 2020).



118

To buttress the foregoing viewpoint, Kang and Kaplan (2019) argued that, despite women
entering the working the workplace and efforts at improving the workplace to make it gender
inclusion remain elusive. For example, the “World Economic Forum Global Gender Gap report,
29% of senior management were women while 87%” of the organizations have at least one woman
in their senior leadership teams (p. 127). Nonetheless, research is showing that women prefer
organizations that accord them flexible options amongst others, part time work so that they can
meet non-work responsibilities such as family commitments (Stavrou et al., 2015). Consequently,
this boasts their “productivity” and “career choices” thus engendering a sense of inclusion (p. 3).
Nonetheless, female employee still encounters discrimination and unconscious bias, as well as

contending with the needs of the family (Mamlok-Naaman, 2024).

Fine and Sojo (2019)’s study on “women’s value beyond the business case for diversity
and inclusion, using a 30year longitudinal study found out that a higher percentage of female

leaders were associated with few cases of gender discrimination in the workplace.

Equally, D'Allaird, (2016, p22) conducted a study which whose aim was to assess the
“experiences of the historically marginalized groups and their perception of diversity and inclusion
in the workplace” and found that, an employee’s gender identity, had a significant influence on
their perception of diversity and inclusion. The author revealed that, “employees’ perception of
diversity differed from that of their perspectives on inclusion” (p. 46) and the study used “online

self-administered survey targeting 246 employees to assess their attitudes” (p. 23) towards
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diversity and inclusion. This behavior can be attributed to the optimal distinctiveness theory which
explains that employees are desirous of being assimilated and to belong and simultaneously being

allowed to retain their unique attributes (Leszczensky et al., 2020).

Okaotie (2024) raised concerns that despite the increase in demographic shifts in the United
States of America, women’s potential remained unexploited. Therefore, using a quantitative study,
on 738 participants, Okotie examined women’s career progression into leadership roles. The

results demonstrated that women progress slower compared to their male counterparts.

Céspedes-Béez et al. (2022) studied whether the execution of business and human rights
(BHR) frameworks in Colombia adequately address the problems posed by informal mining and
gender-based violence and discrimination in the setting of conflict and peacemaking in the mining
sector because it is touted as an engine of growth but it is also home to the informal mining
activities. The authors used secondary data sources in the form of published articles such as the
“USAID 2019 Gender Analysis and Assessment for Colombia” (p. 74). The findings revealed that,
the lack of policies that explicitly protect and empower women, for example the mining regulation
did not provide for a gender inclusive regulation. furthermore, women that join mining are
assigned menial tasks, do not have influence in their career growth and subjected to increased
incidence of gender-based violence, Céspedes-Béez et al. (2022) concluded. Kansake, Sakyi-Addo

et al. (2021), highlighted that challenges that female employees are grappling with comprise
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amongst other things, prejudice, sexual harassment, negative cultural beliefs and inadequate

support from male colleagues.

Magqubela et al. (2020) investigated the viewpoints on the gendered division of labour in
the mining sector in Phalaborwa, Limpopo Province where they used to a “snow balling sampling
technique to select 16 women and males at the 2 mines” of interest (p. 16949). content analysis
method was used to analyze the data and the results showed that, women are as capable as men to
do work in mining, but substantial gender disparities still subsist in mining industry. Most
importantly, the findings demonstrate that women are knowledgeable and skilled in areas that have
been deemed masculine. Nonetheless, there were some male employees who believed that women
should not work in mining because it is risky and unhealthy. However, as men they have more

endurance than women so they can work in those dangerous areas.

Relatedly, Kgoate (2022, p.18) posited that notwithstanding that women represent over
“51.1% of South Africa’s population”, there are acutely less represented at leadership therefore
the author embarked on a study to examine ways in which to increase their representation in the
leadership cadre. The study adopted qualitative research methodology and used semi structured
interviews to collect data from “10 female employees” (p. 28). subsequently, data analysis was
done through the thematic analysis technique. Results revealed that, women are still excluded in
decision making despite attempts being made to accommodate them. They attributed this in part

to the patriarchal nature of the mining environment. Furthermore, the findings demonstrated that
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appointment of women into leadership roles is more about compliance rather than genuine effort
at inclusion. Buttressing this viewpoint, Sanders et al. (2011, p.3) stated that women constitute
“underutilized talent” where in the past few years women representation in senior leadership roles
has not exceeded “13 percent”. Notably, the authors pointed out that, women are not strong
supporters of other women to ascend to leadership positions relative to men who showed sufficient

advocacy for women to be given opportunities to progress in their career paths.

Conversely, both men and females acknowledge the commercial benefits of having a
diverse and inclusive workplace, nevertheless, Hrdlicka et al. (2010) asserted that, “11 percent” of
women are in top leadership positions and “2 percent” serve as board chairpersons (p3). Research
reveals that organizations that are gender inclusive outperform competition on key metrics of
profitability; however, females are struggling to assume senior leadership positions (Johns, 2013).
So, the lack of women progression in the career ladder is not borne out of inadequate capability
and competency but is aligned to cultural stereotype therefore the matter is not elevated to a
strategic level, Hrdlicka et al. (2010) argued. Correspondingly, organizational barriers such as bias,
legacy issues where women historically have not top leadership, domination of executive
leadership by males and vast male networks may negate women’s career advancement (Matsa and

Miller, 2011).

Literature points to patriarchal set up in companies and social relations as the root cause of

subjugation of women to a lower status in comparison to men who are accorded top priority in
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career advancement (Sultana, 2010). For example, despite significant progress in educational and
professional growth, this has not translated into increased representation of women into senior
roles (Pande and Ford, 2012). Case in point, in Europe, women make up about “45% of the
workforce but they represent 11.9% of board membership, United States of America stands at
6.5%, Asia-Pacific area at 3.5% while North Africa and the Middle East is at 3.2%.” (Pande and
Ford, 2012, p. 2). In response to this general challenge of insufficient representation of women,
Pande and Ford (2012) examined the situation in India which introduced a quota system to reserve
leadership positions for women. Moreover, the authors used published studies to obtain data on
the quota system for female representation. The results revealed that, quota system increase women
representation in leadership and that the prior inadequate representation was not because of lack
of desire by women but due to structural impediments. Additionally, the findings showed that there
was short term adverse impact on companies’ profitability due to this policy implementation. The
findings also revealed that male colleagues adjust strategically to mitigate against the effect of

female quota on leadership output.

Correspondingly, Valadares et al. (2022, p. 266) examined the perceptions of women,
about their working conditions, growth opportunities and organizational policies and practices
anchoring this study on semi structured interviews of “27” participants. The results were that
female workers face barriers to career progression emanating from “prejudice”. On the effect of

organizational “policies” implementation has resulted in “positive outcomes”, most of the women
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were against affirmative action to be included in leadership positions (p. 269). Relatedly, Doku
(2017, p. 5) embarked on an investigation into what prevents the mining sector to be gender
inclusive using a mixed method study where “62 men and women” in the mining sector
participated through an online survey while “5 survey participants” took part in a “semi structured
interviews”. The results of the study were that there was “bias” emanating from the increased

“awareness” on the part of the males that their advantaged position might be under threat.

Studies show that people often have similar perspectives about men but incongruent
expectations about women reflecting stereotypes of the gender roles in the workplace (Pimpa et
al., 2016). Consequently, in establishing ways to optimize inclusion of women in the mining
industry, the authors embarked on an exploratory study using a case study of “two companies” in
“Lao” (p. 123) where data collection was done through semi structured interviews of participants
from leadership, policy makers and practitioners. The findings of the study were that mining
houses recognized the importance of cultivating an enabling environment through the development
of policies that will ensure “gender” parity can be achieved and there is “diversity of perspectives”
and experiences in the workplace. In that regard, Evans (2022), discovered that key themes such
as mentoring, barriers and strategic planning can be leveraged and turn around to eliminate bias
and negative stereotype on hiring, promotion and development practices that discriminate against

female employees. Equally, Chouhy et al. (2023) in their studies on Impacts of ‘Gender-Neutral’
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Legislation through research and policy, the researcher found that gender neutral policies and

practices perpetuate gender disparity.

Correspondingly, Kwang and Skaggs (2019, p. 2), posited that, that having “women’s labor
force” representation equal to thatof “men’s worldwide could increase the overall global
economic output by 26%”, compared with current employment patterns. The concerns over a
lack of female workplace leadership have led to a growing body of research focusing

on the economic benefits of gender inclusivity in the workplace.

Notwithstanding that, female representation in the workplace has been increasing this has
not been translated into inclusion because women are encountering “hostility and prejudice in the
workplace in issues relating to rewards, recruitment, performance reviews and training relative to
their male colleagues” (Kang and Kaplan, 2019, p. 579). To expand on this perspective, the authors
drew data from “literature review on management studies” (p. 581). However, the limitation of
using existing data as opposed to primary research is that it is susceptible to bias and inability to

make a follow up in the event of missing data (Fisher and Chaffee, 2018).

Faced with concerns about the state of gender inclusion in the mining sector, Nndanduleni
(2017: p. 47) examined the perception of employees towards gender parity. “Thirty-two” female
and male’ employees working at the two mines based in the” Limpopo Province” were interviewed

through the semi structured technique, the author highlighted. Consequently, results demonstrated



125

that women and men have different perspectives regarding their capabilities. For example, men
believe that women are suitable for “administrative jobs” while women are of the opinion that they

can do technical roles that have been the preserve of the male employees (p. 78).

Similarly, Sojo et al., (2016, p. 1), buttressed the effect of social categorization on “harmful
workplace perceptions and female employees’ wellbeing”, when they revealed that, “female
employees were exposed to unfavorable work climate characterized by gender bias” (p. 21) which
ultimately impacted their occupational health and job satisfaction. Consequently, to enhance
inclusivity in the workplace, companies need to promulgate policies and procedures that nurture
fairness and social justice (Melton and Cunningham, 2014). Similarly, Sojo et al. (2016) posited
that, there is need to design company policies and practices that will improve women’s workplace

experiences.

Furthermore, to evaluate the status of female progression in leadership roles, Langer et al.,
(2020, p. 7), conducted a study where they “evaluated gender and promotion practices in the
Information management sector in India”. Additionally, the researchers sought to assess whether
women get equal chance on the probability to be promoted from performance improvement
intervention, work exposure and learning and development opportunities that get extended to men.

In terms of methods, the researchers analyzed “archival promotion, human resources as well as
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demographic data from 7004 employees at a top information technology firm from the period 2002

to 2007” (p. 9).

Ultimately, these scholars discovered that, when everything else constant, “women
received relatively lower development opportunities, lesser performance returns compared to men”
(18), however, Langer et al. (2020) argue that women can depend on training and development to

reestablish equivalence with their males’ counterparts.

Correspondingly, Salomon (2021) posit that, organizations that were recognizing that, their
workforce was predominantly male relative to women, developed strategies to enhance workplace
inclusion, however, on the downside their effectiveness have not been evaluated. So, considering
this scenario, Salomon embarked on a study to examine the “development of gender diversity in
sports from a perspective of supervisors and middle management positions” (p. 1). The
fundamental results of his research were that, employees do not “perceive diversity, equity and
inclusion” as a paramount consideration therefore more “effort” should be expended to include the
“affected minority groups” who in this instance are women “in the planning and design of diversity

management policies” (p. 172).

A study conducted by Castafieda-Burciaga et al., (2025; p5) using a ‘“cross-sectional,
descriptive, and non-experimental research design”, explored the challenges faced by women in

the mining industry with respect to “personal, family” circumstances, “social”, and “labor”
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relations landscape, together with their “educational” attainment level. With regard sampling, the
sample was constituted by “50 organizations” spread across the “Mexican Republic” with a total
of “316 women” respondents employed in the mining industry (p. 7). accordingly, the results show
that there were different limitations encountered by women some relating to self-contentment and
impact various sphere such as education, personal and professional domains. Additionally,
inequality, between men and women in the conditions of employment and even when they are

occupying same positions was highlighted.

Equally, extant literature shows that an employee’s attributes, especially demographic
attributes, have a significant impact in shaping his or her perceptions on the state of diversity and
inclusion (Kellar, 2024). Basing his arguments on the tenets of the social identity theory, the
researcher contends that employees tend to gravitate towards attitudes and conduct that serve to
advance the interests of the groupings (Unzueta and Binning, 2012). In their study that examined
how the in-group affiliation impact perceptions of gender inclusion, Unzueta and Binning (2012),
uncovered that “majority and minority” groupings have “conflicting” desires when it comes to
issues of diversity in the workplace (p. 28). This is consistent with the social identity theory whose
premise is that employees distinguish themselves according to certain attributes such as gender for

example to achieve a sense of belonging (Divers, 2024).

Relatedly, Miminoshvili and Cerne (2021) investigated the tendency of minority groups to

withhold information due to differences in demographics characteristics. In terms of
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methodological design, the authors used *“semi structured interviews and deductive thematic
analysis and discovered that, minority groups engage in knowledge hiding conduct as a self-
preservation mechanism due to exclusion practices, they endure at the workplace and that this
withholding of information” (p. 428) is used by the underrepresented groups as an inclusion

strategy to compel the dominant groups to listen to them.

Equally, Turner and Onorato (2014), state that, members of marginalized groups such as
female employees are compelled to put in extra effort and meticulous relative to those in dominant
groups to avoid repercussions in group members in the event the minority group do not meet
expectations. Furthermore, Opara et al., used the interview method to surface respondents’ views
anchoring the advantages of the approach chief amongst other its ability to probe and make follow

ups as elaborated by Adhabi and Anozie (2017).

So, the above scenario underscores the value of social categorization in understanding how
individuals relate and strategies that companies can develop to overcome classifications that are
based on stereotypes (Hogg, 2016). Furthermore, the foregoing study used the use of in-depth
interview method given the strength and capability to unearth participants’ perceptions in their
own settings (de Janasz and Katz, 2021), by this approach. Echoing, the foregoing perspective,
Dertinger (2019), postulated that, the stereotype pertaining to female capabilities can be attributed
to past experience and knowledge which is then generalized during work interactions. Further

highlighting experiences of underrepresented groups in the workplace, Boncori et al., (2019)
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asserted that, convert discriminatory practices hamper the well-being and professional progress of
female employees, thus suggesting the need to reconsider existing policies and practices that are

perpetuating the status quo.

Similarly, Mangaroo-Pillay and Botha (2020, p. 477)’s study assessed “women’s
workplace experiences” in the “South African” mining industry where the target participants were
women attending the “8th Annual Women in Mining Conference held on 22 February 2017” using
convenience sampling approach to select respondents through self-administered questionnaire.
The results revealed that as much as progress has been made in making the workplace attractive
for women, significant challenges such as discrimination, “sexual abuse”, “hygiene” conditions
and negative work environment (p. 477). Additionally, male and female employees experience
the work environment distinctively (Lesnikov et al., 2023), thus reflecting the gendered experience
of the workforce. Consequently, this thesis extends this perspective in the context of a leading

diamond company and predicts that:

Hypothesis: Gender has a positive and significant relationship with the perception of

diversity and inclusion in the workplace.

Summary
Notably, there is inadequate and unreliable data on problems that female employees

encounter at their workplace thereby contributing to the difficulties of attracting and retaining



130

women in the mining industry (Kansake et al., 2021). Similarly, despite the extensive systematic
literature reading and review of female employees’ experience in the workplace such as a negative
employee stereotypes, bias, patriarchal attitudes, that serve as barriers to entry and career
development, the researcher could not find literature that sought to establish how gender impacted
perceptions of employees on the state of diversity and inclusion in the workplace in the mining
industry in Botswana. The gap is compounded in the case of Debswana Diamond Mining Company
where there is no evidence of empirical studies on how gender influences perceptions on workplace
diversity and inclusion. Additionally, notwithstanding that some studies assessed women’s
perspectives on the conduciveness of the workplace, few were in the mining sector in Botswana

as demonstrated by examples highlighted in the preceding chapters.

So, there is an emerging gap in the diversity and inclusion literature in the mining industry
particularly Debswana pertaining to whether women and men perceive diversity and inclusion
through their gender lens and this is explored through this thesis. Therefore, there is an opportunity
in this study to test the tenets of social exchange on whether the viewpoints of men and women
with regard diversity and inclusion is connected to how they perceive and in turn reciprocate the
actions of the organization. The social identity theory will also be extended to this thesis, to
examine whether the dominant groups in the mine contribute to the ingroup and out of group
behavior which exacerbates the challenges facing women in their quest to be included and

accommodated in the mining environment. who are men In, terms of methodological approach,
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many of the assessed studies applied single methods and secondary data sources. Weaknesses
pertaining to the use of these approaches have already been expounded on. So, this gap is being
closed through the empirical investigation of this complex phenomenon and through the use of the
concurrent mixed method, applying both the semi structured interviews and online questionnaire
techniques to enhance the understanding of the different dynamics of diversity and inclusion in the

workplace and provide a more accurate picture of the research issue.

Conclusion

As reflected in this thesis, over the years there has been overwhelming interest in
investigating the relationship between leadership, organizational policies and demographics and
diversity and inclusion in the workplace. However, there is insufficient empirical data with respect
to the narrow focus on inclusive leadership, organizational policies, and demographics, namely
age and gender. Despite comprehensive and systematic literature search on these key variables and
the controversies regarding the efficacy of the interventions, there is inadequate evidence of any
study that integrates these elements in order to gain a complete picture of their impact given that a
substantial number of studies have focused on the effect of these variables on diversity and
inclusion in their individual capacities. Furthermore, there is knowledge gap in understating the
issues relating to diversity and inclusion in the workplace, in the context of the mining industry in

Botswana owing to limited data on the phenomena.
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Similarly, there is a methodological gap in that the reviewed studies predominantly used
either secondary sources of data, qualitative or quantitative research design as standalone methods
but very few opted for mixed method research. Despite paradigm controversies pertaining to the
philosophical premise of the mixed method approach (Migiro and Magangi, 2011), the proposed
study will adopt a combination of qualitative and quantitative methods in order to provide a more
robust representation of responses to research inquiries and enhance confidence in the results as

emphasized by Drake et al. (2017).

Moreover, mixed method research is touted as useful means of analysis in management
studies because of its capability to apply multiple methods which strengthens the research (Roberts
and Hyatt, 2019), and provide comprehensive information on the three elements under discussion.
Similarly, to provide an in depth understanding by measuring the employees’ and executive
leaders’ perception on the impact of inclusive leadership, organizational policies and demographic
characteristics (age and gender) on diversity and inclusion. Additionally, another contribution of
this study is the optimized appreciation of the interplay between inclusive leadership,
organizational policies and demographic characteristics in a leading diamond company in

Botswana. Furthermore, the proposed study used a combination of the following theories:
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Theoretical contribution

As per the researcher’s perspective, this research is unique and quite insightful especially
in mining sector. This research fills the gap in research on inclusive leadership in the mining
industry, particularly in Botswana. It also provides empirical evidence on how inclusive
leadership, organisational policies impact diversity and inclusion in a sector with unique
demographic attributes. Relatedly, despite abundant literature acknowledging the significance of
diversity and inclusion to deliver superior business performance, this phenomenon remains

comparatively unexplored in the mining sector (Chipangamate, and Nwaila, 2024).

Ultimately, this thesis has advanced literature on diversity and inclusion at a leading
diamond mining company in Botswana by bringing the perspective of employees and the executive
leadership to enhance the understanding of this complex issue. This is because a lot of prior
research has been focused on different industries, was broad based and yielded contradictory
results, hence calls by Choi and Rainey (2010, p. 116) , Nndanduleni (2017), Maqubela et al.
(2020), and Okotie (2024) to consider “contextual factors” when investigating enablers and
hindrances of diversity and inclusion. So, in line with this viewpoint and in addressing the
inadequate empirical data in the mining sector, this thesis integrated inclusive leadership,
organizational policies and demographics in the context of Debswana Diamond Mining Company
to obtain a comprehensive and accurate picture of their impact on diversity and inclusion and how

age and gender shapes employee’s perceptions of diversity and inclusion in the workplace.
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In terms of the theoretical framework, this thesis adopted the Social Identity theory (Tajfel
and Turner, 1979), Social Exchange theory (Blaul, 1964), Leader Member Exchange theory
(Graem and Uhl-Biem, 1995), Optimal Distinctiveness theory (Brewer, 1991) and expanded their
application to the mining industry in the context of Debswana Diamond Mining Company and
notably this is the first known study to apply these theories to this setting. Furthermore, the result
of the review aligns with the tenets of social identity theory with regard of employees seeking to
associate with colleagues that resemble their “features” and favorably responding to leaders from
the same group but differently if it is a person from a different “category” (Suciu et al., p745). Also
confirmed in the literature and in line with this theory is that employees characteristically want to
compare themselves to others in order to assess their standing and value in the organizational

context (Shang et al., 2020).

Another prominent theory that found resonance with this study is the Optimal
distinctiveness theory which posit that there is some “tension” between the desire for “belonging
and uniqueness” arising from the reality that some underrepresented grouping like women do not
have a great chance to belong to esteemed groups that control levers of power and resources thus
increased chorus for leaders to make the work environment conducive for all employees regardless
of their status (Shore et al., 2011, p. 1264). Other theories that anchored this study that were

extensively explored included leader member exchange and social exchange theory. However, a



135

common thread is that none of these theories have been applied in the context of the proposed

thesis.

Practical Contribution

Demonstrates that leadership practices directly impact employees’ perception of diversity
and inclusion. Provides actionable insights for organizations to enhance inclusive leadership
training and policies. Highlights the importance of well-designed organizational policies in
fostering a diverse and inclusive workplace. With respect to policy development and
implementation, this thesis suggests that companies should implement structured diversity
training, talent mobility programs, and equitable human resources policies. Concerning gender
perspective in workplace diversity and inclusion: the study revealed how gender influences
perceptions of diversity and inclusion in respect of males, emphasizing the need for targeted
interventions. Supports the argument that businesses benefit from actively promoting gender

inclusion initiatives.

As buttressed by Kuknor and Bhattacharya (2020), the growth in globalization
characterized by foreign direct investment, cultural shift and demographic changes is the
overriding motivation why companies are embracing diversity and inclusion. Consequently, they

asserted that, in light of the growing diversity in the workforce, efforts should be expended to
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develop capabilities and skills in the workforce as well as review existing policies in order to make
the workplace more inclusive. Echoing the emerging reality, Shore et al. (2018) postulate that,
demographic trends globally show that there is a need for organizations to reevaluate strategies

that will accelerate an inclusive workplace.

Reason being that, as Napier (2022), argued, that research has revealed that diversity and
inclusion enable realization of positive individual and business performance such as organizational
citizenship behavior, improvement in employee morale, increase in talent attraction and retention
as well as customer retention. So, it is important for leadership to guard against perceived
exclusionary practices that can lead to high staff turnover, reputational damage and low employee

engagement levels, Napier asserted.

Thus, it is evident that this study aligns with international diversity and inclusion
frameworks, making the findings useful for companies beyond Botswana. It also reinforces
previous studies on diversity management while adding a new geographic and sectoral perspective.
Therefore, in the face of evolution of work, it is imperative that organizational leaders are
adequately capacitated to deal with the dynamic landscape of diversity and inclusion as well as
demonstrating the value of embedding diversity and inclusion in the organizational fabric.
Ultimately, these insights are helpful to Debswana to influence the design and implementation of

diversity and inclusion strategies to enhance employees’ experience.
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CHAPTER 3: RESEARCH METHOD
This chapter presents the methods and approaches that were used to investigate the
employees’ perception on the impact of leadership, organizational policies and demographic
attributes, specifically age and gender on diversity and inclusion at Debswana Diamond Mining
Company. The layout of this chapter is as follows, research design, population and sample,
sampling procedure, data collection instruments and materials, study procedure and ethical

assurances, data analysis, and lastly the summary.
Research approach

Selected approach: Mixed method research
This thesis started off by outlining the different research approaches, the underpinning
research paradigms and ultimately discussed the selected research approach and type which was

the complementarity mixed method research.

Qualitative approach

The greatest strength of qualitative approach is its ability to “uncover and explore” (Lanka
et al., 2022, p5) participants’ experience in their natural contexts aligns well with some of the
objectives of this research. Key distinguishing characteristics of qualitative research is that it
enables the researcher to examine issues from the viewpoint of research participants to appreciate
“interpretations” and meanings that they attached to an issue in a specific “context” (Hennink et

al., 2020, p.12). Moreover, the authors posited that the underlying research paradigm of qualitative
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research is that of interpretivism. Moreover, the benefit of qualitative methods is further reinforced
by Behling, et al. (2022) whose contention is that this approach is crucial because it enables a
deeper appreciation of underlying and sometimes complex issues involved in social interactions.
For instance, the study in part seeks to “unearth” “deep” employees’ experiences (Whipp, 2018,
p. 56) on the extent of diversity and inclusion in Debswana, thus the importance of this research
approach. Equally significant is that the enquiry in part seeks to probe and therefore, aligns with
the tenets of qualitative research which are that it is exploratory in nature, situation specific and

descriptive (Chenail, 2011).

So, in the case of the proposed thesis, the issues to be assessed were the perceptions of the
executive leadership on the impact that the inclusive leadership and organizational policies had on
creating a diverse and inclusive workplace in the context of Debswana. Effectively, the qualitative
research was essential for responding to the question “why” a matter is the way it is (Busetto, et
al., 2020). In that vein, the authors contend that this research approach is defined by flexibility,
transparency and interaction within the place in which the research is being undertaken. Thus, in
the proposed study, the researcher was not constrained by any sequential process when selecting
senior leadership to interview and was transparent that the sampling approach selected was the
purposive technique and the approach adopted for the interviews was both physical and video
based. Similarly, the data collection and analysis are “iterative” and do not follow a structured and

“consecutive” process like in “quantitative” research (p. 2).
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Correspondingly, Denny and Weckesser, (2022) argued that qualitative research seeks to
surface employee experiences relating to a particular matter. In this context, (Campbell, 2014:
Gerring, 2017), opined that qualitative research is exploratory in nature, focus on events,
individuals, it is interactive and occurs in a natural context where the researcher collects open
ended or evolving data for classification or categorization. It is notable for its capability for in-
depth probing to obtain meaning, use of open-ended questions and flexibility for structured and
unstructured interviews (Anderson and Pharm 2010). So, in the instance of this thesis, the
researcher wanted to uncover the perspectives of senior leadership on the state of diversity and
inclusion and how the work environment can be enhanced to achieve diversity and inclusion at

Debswana Diamond Mining Company.

In uncovering perceptions of employees, qualitative research relies on methods such as
interviews, focus group discussions and observations (Denny and Weckesser, 2022). Interviews
allowed a researcher to obtain an insider perspective of participants pertaining to the conduct and
ways of doing things at a specified location (Junnier, 2024). Extending this perspective, this
conduct entailed how participants perceived the state of diversity and inclusive environment in the
workplace. Therefore, in exposing the participants’ view point, on inclusive leadership,
organizational policies, the thesis settled for the most used type of interview which was the semi

structured interview method because it enabled the interview to be executed on the basis of guiding
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questions while allowing the researcher to autonomy to probe and seek clarity when such issues
emanate (Adeoye-Olatunde and Olenik, 2021). In this regard, the interviewer asked a series of
predetermined questions, but the respondents were allowed scope to give open responses (Petrescu
etal., 2017).

Accordingly, the authors state that “semi structured interviews” permit the participants
room to “comprehensively” articulate their perspective without being constrained by questions or
answering yes or no, the authors argued(p.43). Similarly, this interview type is vital for digging
out insights about problem areas that are readily visible (Belina, 2023). Extending this argument
to the thesis, the researcher adopted semi structured interview technique to engage with the senior
leadership on the various elements of diversity and inclusion being reviewed. The leadership was
permitted to grant responses and explain their points of view pertaining to the issues of interest

without being compelled to select any predetermined answer.

An important element worth highlighting is that, underpinning the qualitative research is
the interpretivist paradigm whose principles are that researchers seek to comprehend participants
perceptions in their own settings as they construct “meaning” and “interpretation” from their
experience of the environment that operate within (Al Balushi, 2016, p. 726). In this case the
investigator sought to understand employees and executive leadership’s perception. In that respect,
the interpretivist paradigm places premium on subjectivity (Ryan, 2018), where the respondents

interpret the issues of diversity and inclusion on account of their experiences. Equally, this
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paradigm permits the research to explore unique factors under consideration based on the
participants’ perspectives as well as the location where the research is being conducted
(Alharahsheh and Pius, 2020). Similarly, consistent with the interpretivist paradigm, the enquiry
partly desires to obtain an understanding of the perceptions of the participants to gain a contextual
interpretation of diversity and inclusion in the workplace. Underscoring this view was Malina et
al. (2011, p. 5) who argued that the strength of qualitative research was that it surfaced “meaning”

and “understanding” of the issue under investigation.

Conversely with respect to its ontological proposition, there is no single truth, and that the
world is perceived through the lens of the researcher taking into consideration the prevailing
context and issues (Junjie and Yingxin, 2022). In that regard and consistent with ontological
assumptions, employees build their own experience of reality and that there are no fixed rules
about how reality could be perceived (Hiller, 2016). Additionally, research revealed that the
ontological paradigm of qualitative approach was that reality is socially constructed and therefore,
it is ever evolving, and that reality is internal and relative. Conversely, the interpretivist
epistemology is that knowledge creation is subjective (Ikram and Kenayathulla, 2022) and is also
concerned about how the participant got to know what he or she believes he or she knows (Hiller,
2016) where knowledge creation is subjective, and understanding is anchored on social
engagement between people and their environments. This perspective aligned well with another

advantage of qualitative research which was its ability to examine things in their own contexts to
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formulate “sense”, “interpret” and generate meaning that to an issue being discussed (Aspers and
Corte, 2019, p. 142). Ultimately, in this thesis, there was an assumption that the respondents are
conversant with on the basis of their status as employees of Debswana and hierarchical levels as

members of the senior leadership cadre.

Short coming of qualitative research approach

Notwithstanding these benefits, qualitative approach on its own has limitations that relate to
its perceived biasness due to the inability to separate the researcher from the research process, lack
of objectivity and its focus on multiple realities (Dodgson, 2017). Moreover, the small sample size
associated with qualitative research brings into question issues pertaining to validity, unclear
definition of method and that the data cannot be generalized to a wider audience (Visram, 2015).
Relatedly, the use of a “small sample” makes this research approach susceptible to “bias”
(Hammarberg et al., 2016, p. 498). Additionally, the researcher is not divorced from of the data
collection and analysis processes, and the method does not conform to any “scientific procedure”
(Al Balushi, 2016, p. 727). Consequently, in this thesis, the researcher is part of the study as the
interviewer so, there is a perception of subjectivity in the selection of study participants. This
process assists the researcher to discover meaning or explanation from the data in a quest to unravel
this phenomenon called diversity and inclusion (Richards and Morse, 2012). Likewise, the results
cannot be generalized (Moriarty, 2011) because they only apply to Debswana Diamond Company

whose context is unique from other settings.
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Additionally, other short comings of this research approach concern issues of “validity,
reliability and generalizability” (p. 3). This is because there is often a challenge of language
differences that crop up during interactions between the researcher and participants particularly
where elucidation is required thus potentially impacting on the trustworthiness of the outcome
(Franz et al., 2021). This often arises in cases where the participants are unable to articulate
themselves in the language that the researcher is using. Underscoring this perspective, Nurfaradilla
et al. (2021) argued that, in some instances during data collection research, “language” could
become a barrier (Ochieng, 2009). Thus, this creates a risk whereby the intended meaning might
be lost or misinterpreted by the parties. in the study. In light of these challenges and given that the
researcher is conversant with the Debswana work environment, he made sure the language used

was the one where the participants were comfortable interacting in.

Additionally, in other jurisdiction literature reveals that, to cure this risk, researchers often
opt for resources that will assist with “interpretation or translation” (p. 16) of the language to create
clarity of the issues being articulated. Other concerns of this approach are that its time consuming,
uses “small sample” size which could affect the credibility and confidence in the results (Queirds
etal., 2017, p. 371). Moreover, qualitative research is susceptible to bias because of the subjectivity
involved in investigating a research phenomenon (Rahman, 2020). In this instance, the selection

of executive leadership entailed elements of subjectivity because there was no scientific formula
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applied on who to choose except that the researcher used his knowledge of the business and the

leadership structures to identify relevant participants.

Nevertheless, since the other key objectives of the thesis comprise of measuring
employees’ perceptions on inclusive leadership as well as organizational policies impact on
diversity and inclusion, this required examination of association between variables as well as
hypothesis testing, so qualitative research approach was an inappropriate method to use. Hence

abandoning the qualitative research approach as a distinct method to pursue in this research study.

Quantitative Research

So, as alluded to above, the qualitative research was not wholly suitable as it did not address
other key components of the research problem which amongst others included were a test whether
there is a relationship between employees’ perception of inclusive leadership impact on the
creation of a diverse and inclusive workplace. Thus, this phenomenon could be resolved by
quantitative research methods because its strength is in evaluating the relationship amongst
identified variables using statistical tools to examine existence of trends and associations between
variables (Watson, 2015). For instance, the ontological assumption of quantitative research is that
reality is factual, rigid and separate from a researcher whereas its epistemological position is that
of an empirical world and positivism where the relationships amongst the various elements of a

structure can be objectively measured (Gupta and Awasthy,2021). This perspective is confirmed
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by Junjie and Yingxin, (2022, p.11) who posited that the “world is external”” and that there is one
“objective reality” that is not influenced by the views of the investigator buttressing the value of
science and rules to acquire “knowledge” In the case of the proposed study, in part, the researcher
seeks to measure the association and impact of inclusive leadership, organizational policies and
demographic attributes namely age and gender on diversity and inclusion in the workplace from

employees’ perspective, thus the importance of a quantitative research method

Furthermore, the possible cause and effect relationship (Choy, 2014) between inclusive
leadership and a diverse and inclusive workplace can be effectively examined through the
quantitative research approach. Consequently, this approach is more suited because it will be
focused on collecting data that is “measurable”, and thus, it is competent on answering the “what
and “how” questions that are “quantifiable” (Goertzen, 2017, p.12). For example, the question of
“what” (p. 12) that can be answered through a quantitative approach. In support of this perspective,
(Sukamolson, 2007, p. 2), posit that, this approach gathers “numerical” data and then perform

statistical “analysis” to explain a research phenomenon.

Similarly, quantitative research methods yield results that are “generalizable” and can be
“replicated” to a wider population and would for example seek explanation of participants conduct
(Gupta and Awasthy, 2021, p. 7). So, in that vein, the findings from this enquiry may permit

“conclusion” to entire Debswana enterprise (Schreier, 2018 p. 58). Furthermore, the strength of



146

guantitative research was also attested to by Guo (2013) who point to its use of statistical
frameworks and rigorousness of the analysis. Additionally, quantitative methods are useful when
the objective is to test associations, frequency of occurrence, explore cause and effect relationships
(Gilstrap, 2013). Most crucially, sample size is critical because the results should be able to be
generalized to a wider population of the study (Cathala and Moorley, 2018). This method uses big
data, numerically inclined, it is unbiased and has clear and defined measures that are eventually

adopted in quantitative data analysis (Smith and Smith, 2018).

However, on the downside, quantitative research requires transforming data into numbers
and its usage of statistical tools to measure one aspect of a complex research problem may
potentially result in crucial insights being missed (Runciman, 2002) if it were to be used alone to
the exclusion of the qualitative methods. Consequently, because of this rigid approach it cannot
therefore provide an in-depth appreciation of an issue being investigated (Savela, 2018) as would
have been the case with qualitative research. Another shortcoming of quantitative research is that
it might omit crucial experience and what those perspectives mean because it does not embark on
any in-depth probing (Rahman, 2020). Likewise, quantitative research is faulted for lacking
emotion and being overly “mechanical” (Gupta and Awasthy, 2021, p. 50). As revealed above
these methods on their own are flawed, but these weaknesses can be mitigated through the
application of the approach of mixed methods which bring together different methodologies to

deepen the understanding of the research issues (Turner et al., 2017). Consequently. Quantitative
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method as a stand-alone research method was not applied in this thesis rather mixed method

research was adopted.

Mixed method research

This was the selected research method as it aligned with the purpose and research questions
of the thesis which sought to uncover the intricacies of diversity and inclusion in the diamond
sector specifically Debswana. Notably, extant literature has established that a mixed method
methodology can immensely improve the understanding of the problem beyond the capabilities of
each approach (Cameron and Molina-Azorin, 2011). The mixed method research has the capability
to enable a comprehensive understanding of complex and at times protracted problems and
contexts that cannot be resolved by a single method perspective (Kajamaa et al., 2020). Such
capabilities include the “combination” of “qualitative and quantitative” methods that allow the
researcher to optimize the strengths of both methodologies while simultaneously minimizing their

shortcomings (Lydiah and Njoroge, 2022, p. 843).

Therefore, it can be summed that, mixed method uses qualitative and quantitative designs
“interactively” to create a research output that is more superior to the individual methods and are
equally able to uncover a complex phenomenon (Malina et al., 2011, p. 6). Nonetheless, as much
as mixed method research advocates highlight pragmatism as a benefit of the research approach

because it occupies the “middle” ground both “philosophically and methodologically”, the
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“incompatible paradigm” debate ensures (p. 17). This is because, the dissenting views on the use
of mixed method research point to perceived irreconcilable research paradigms, between those
who believe in scientific methods, against those who argue that knowledge is generated from social

interaction (Carvalho, 2022).

This perspective is also echoed by Wilkes et al. (2022) who indicate that there are some
scholars who are advocating for a single method approach though on the other hand he
acknowledges and supports the advocates of mixed method research position because the
combination of the methods enhances the researcher’s appreciation of the research issues. So, this
research method aligned with the questions and objectives of this thesis. Nevertheless,
notwithstanding the benefits alluded to above, literature reveals that there are some concerns

surrounding the application of mixed method research as reflected below.

Weaknesses of mixed method research

Though the extant literature indicates that many scholars believe that the mixed method
approach is superior to single research methods, its downside is that it is complex because it
requires competency of both quantitative and qualitative methods (McKim, 2017). For instance,

the authors argued that the researcher should have wealth of knowledgeable and sufficient
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understanding of the philosophical underpinning of the study, the type and nature of research
questions and objectives, data collection and analysis methods that would warrant the combination
of qualitative and quantitative methods in a single study. These sentiments are shared by Tarig and
Woodman (2013) who argued that bringing together different methods in one study requires in-
depth knowledge and experience in those methods and there are constraints on time and financial

resources that ultimately make this research approach expensive.

Relatedly, the mixed method research is dogged by controversy pertaining to the
incongruencies of the philosophical paradigms as advanced by the qualitative and quantitative
methods purists (Addison, 2015). Similar concerns were raised regarding contradicting underlying
philosophy and the methods resulting in inadequate focus and clarity as the research process
evolves (Bell et al., 2022). These weaknesses notwithstanding, the advantages of the mixed method
as demonstrated by abundant literature cited in this study is aligned with the purpose, research

problem, questions and objectives of this thesis.

Types of mixed method research

Advantages of the mixed method research is that it can be used for a myriad of reasons
such as “triangulation, complementarity, development, initiation and expansion” (Halcomb and
Hickman, 2015, p. 5). Expounding on these uses and beginning with triangulation, this technique

refers to the application of qualitative and quantitative methods to confirm research results (Bans-
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Akutey, and Tiimub, 2021). “Equal weighting” is an imperative (Taherdoost, 2022, p. 61) when
applying triangulation and these qualitative and quantitative methods “complement” each other
and assist in surfacing insights to deepen the researcher’s knowledge” (Bans-Akutey and Tiimub,
2021, p. 3). Consequently, had the proposed thesis opted for triangulation, the results from the
qualitative semi structured interviews on employees and senior leadership’s perception on
inclusive leadership and organizational impact were confirmed through correlation analysis and
hypothesis testing. Another advantage of triangulation is that it seeks validation of findings
through the verification of different data sources to enable a comprehensive explanation of a

research phenomenon (Kelle et al., 2019).

Correspondingly, triangulation involves cross checking of different sources of data to
improve the understanding of a research phenomenon as well as the “credibility” and “validity” of
the study “results” (Ndanu and Syombua, 2015, p. 3). Notwithstanding these benefits, the authors
posit that triangulation’s weaknesses amongst others is that it is time consuming and costly because
it entails the sequencing of the data collection methods. Indicates that as much as type of this mixed
method generates great value its weakness is that it is demanding on energy and finances (Abowitz
and Toole, 2010) Additionally, this approach requires an in-depth knowledge of both the

qualitative and quantitative methods (Tonkin-Crine et al., 2015).
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Relatedly, mixed method research could be used for “initiation” where a study is providing
a new direction due to contradictions in the results (Sahin and Ozturk, 2019, p. 303). With this
approach the researcher uses the findings from a different method in order to establish areas of
disagreement to generate new perspectives (Tarig and Woodman, 2013). Additionally, another
motivation for this method could be developmental where the findings from the qualitative
research are used to “develop” the quantitative research approach (Sahin and Ozturk, 2019, p.
303). The major reason for combining the research methods is “develop” competent and superior
conclusions by using the findings from one method to inform the selection of another method
(Dawadi et al., 2021, p. 28). It could be qualitative results such as leadership interviews shaping
the use of quantitative methods such as bivariate correlation and regression analysis in the case of
this thesis. However, the disadvantage for using this type of mixed method is that it is restrictive

so it can only be used in a “sequential mixed method design”, the authors argued (p. 28).

Another justification for mixed method research is expansion where the researcher
broadens his or her scope of investigation to achieve an in-depth knowledge and appreciation of
a research problem. Extending this argument, Molina-Azorin (2016), posited that the researcher
pursues the “expansion” technique where he seeks to broaden the range and breadth of the
investigation by exploring other facets of the research problem which in this regard would have

been to establish a comprehensive understanding of employees and leadership’s perception of key
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variables such as inclusive leadership, organizational policies and demographic characteristics’

impact on the state of diversity and inclusion at Debswana Diamond Mining Company.

Selected type of mixed method research

This thesis pursued a complementarity mixed method approach. The reason for using this
type of mixed method is aligned to those of Tarig and Woodman (2013) who posited that this
method is beneficial when the methods are complementary and there is value addition for
deploying them. In this instance, the investigator can use the two methods to respond to the same
“research questions”(p. 27) to accomplish completeness in the understanding of the “research
phenomena” as well as open up opportunities for future exploration of the different facets of the
problem. Corroborating the foregoing perspective by seeking complementarity, the researcher
desired to bring together unique but related viewpoints to similar research questions using both the

qualitative and quantitative research approaches (Hafsa, 2019).

Essentially, the researcher clarified and elaborated the results from one method with
findings from the other method (Molina-Azorin, 2016). This was applicable in the proposed thesis,
because in part, the researcher sought to measure the existence of any association between
employee’s perception on inclusive leadership and organizational policies impact and diversity
and inclusion using bivariate correlation analysis. Secondly, the researcher intended to establish

any relationship between demographic characteristics, namely age and gender and employees’
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perception on diversity and inclusion was also measured. Equally, the researcher used regression

to test the impact of inclusive leadership, organizational policies on diversity and inclusion.

Similarly, the researcher conducted qualitative study through semi structured interviews of
senior leadership to surface their perspectives on the state of diversity and inclusion in the
workplace as well learn what they believe needs to be done to achieve an inclusive work
environment. The quantitative and qualitative questions complemented each other, and some of
the questions were the same for both methods. For example, there was a question that enquired on
the participants’ perception on whether there was a relationship between inclusive leadership and
diversity and inclusion, and most of the general workforce who the target respondents said “no”.
However, in line with the proposition of complementarity, the leadership elaborated on the view
points of the general workforce and stated that they believed that generally there should be a
relationship but argued that at Debswana, the major challenge was psychological safety at all levels
of the hierarchy but more pronounced at managerial and leadership levels that inhibit employees
from freely sharing their ideas with fear of retribution. Consequently, the leaders that were
interviewed cited this as a major impediment for leaders to influence diversity and inclusion

because of the fear of the backlash from the conservative majority.

Notably, these sentiments are supported by the leader member exchange theory which

posits that, by creating a positive and supportive business environment, employees are listened to
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and can contribute to the discourse without worrying about sanctions improves the relationship
between leaders and followers (Lloyd et al., 2017). With regard the question on affirmative action,
the two sets of respondents were opposed to it, the leadership went further to clarify why they were
uncomfortable with adopting affirmative action as a tactic to ensure representation of the
marginalized employee categories. Amongst reasons that were advanced by the leadership

included stigma to the recipients and hostility from the majority groups.

The assessment of the viewpoints of these different employee groups is premised on the
acknowledgement that perceptions of leadership are different from those of the general workforce,
so in the proposed thesis the researcher wanted to comprehensively unravel this complex
phenomenon of diversity and inclusion at Debswana Diamond Company thus, the motivation to
measure and explore the viewpoints of these different groups. Ultimately, it can be deduced that
the findings from senior leadership interviews complemented those from the perspectives of the
general workforce derived from an online questionnaire. This led to an enhanced knowledge and
in-depth understanding of the nuances of the state of diversity and inclusion in the workplace and
how it could be optimized. Therefore, the use of complementarity mixed method approach greatly
contributed to the deepened appreciation of the different but related perspectives on the questions
that were posed. Both sets of questions from the online questionnaire and leadership interview

were aligned to the main research questions.
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The next discussion delves into the research design culminating in the justification for the

one that was ultimately selected for this thesis.

Research Design

Literature revealed that research designs provide guidelines for understanding how mixed
method research will be executed from data collection, analysis and interpretation of results (Guest
and Fleming, 2015). However, prior to the selection of the research design, Kajamaa et al., (2020)
argued that it is vital to explain the purpose of the study, research problem, the objectives and
research questions to provide a compelling reason for pursuing the selected research design. So,
the researcher chose concurrent mixed method design for reasons explained below. However, as
already stated in chapter one, the research problem was the demographic disparities, policy gaps
on diversity and inclusion as well as implementation challenges. Thus, to achieve a comprehensive
appreciation of the research problem, single method approaches could not provide a complete
investigation and understanding of the issue because of the need to explore as well as test for
association. Subsequently the researcher settled for mixed method research because it permits the
use of both the qualitative methods for exploring a phenomenon and a quantitative approach

respectively to scientifically test hypothesis and association to explain a research issue.

The mixed method may be delineated into sequential methods where for example, the

results from quantitative methods obtained during the first stage are used to influence the selection
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of the qualitative methods in the subsequent phase. In support of this view, Abro et al., (2015,p.
3) pointed out that, the sequential mixed design comprises of two distinct phases of quantitative
and qualitative approaches where the findings from the “first phase” become essential for planning
and executing the “next phase”. Or alternatively data can be collected through concurrent methods
whereby data from the quantitative and qualitative methodologies respectively are collected at the

same time (Driscoll et al., 2007).

So, the proposed study pursued the “concurrent type”, and within that approach the
researcher used the “concurrent transformative strategy” where data was collected simultaneously,
given “equal prominence” and “priority” with data “integration” occurring at the “interpretation”
phase and most crucially guided by the study’s theoretical frameworks (Terrell, 2012, p. 18).
Correspondingly, the “collection” of quantitative and qualitative were “independent” of each other
and no “type” of data was informing the other (Bell, et al., 2022, p. 6; Nowell et al., 2020), thus
enabling data to be collected quicker than would have been a “sequential research design”.
Subsequently, analysis of the data was done in parallel, and findings not compared or integrated

until the interpretation phase.

The above approach was favored because it was not “laborious” and “time consuming”
relative to the “sequential method” (p. 18). This is because both the quantitative and qualitative

methods are executed at the simultaneously (Almeida, 2018). The benefits of concurrent mixed
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method design therefore were that it lessened the time taken in the execution of the methodology
because of the simultaneous implementation of the qualitative and quantitative methodologies
(Almeida, 2018, p. 146) but on the downside the “integration” of both results may be

“complicated” particularly where the findings are contradictory.

Nevertheless, this method profits from its strength that enables an enhanced knowledge
generation and understanding of a complex issue such as perception on diversity of inclusion in
the workforce obtained through the collection, analysis and integration of results at interpretation
(Gebru and Verstegen, 2023) makes it the appropriate research design for this thesis. Furthermore,
in the context of the proposed thesis, the questionnaires and interviews were disposed to the general
workforce and executive leadership concurrently. In this instance, data pertaining to the
employees’ perceptions of the main variables in this study as well as perceptions of senior
leadership were collected simultaneously, analyzed independently of each other but integrated
results at interpretation stage. For the data analysis, bivariate correlations method was used to test
relationships while regression was pursued for hypothesis testing. For leadership interviews.
Thematic analysis was used to generate themes which were eventually compared to findings from

online questionnaires that were targeting the general workforce.
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Type of research design

Description

Convergent parallel

In this approach, the investigator examines the
research problem simultaneously using both
the quantitative and qualitative methods
keeping them independent during analysis and
combining the results during the researcher’s
overall interpretation of the data.

Explanatory sequential

In this two-stage design the research
commences with the collection and analysis of
quantitative data, followed by the collection
and analysis of qualitative data to clarify the
initial quantitative results.

Exploratory Sequential

In this design, the research starts with the
collection and analysis of qualitative data,
followed by the collection and analysis of
quantitative data to test or generalize the initial
qualitative results.

Embedded

In this design the researcher collects and
analyzes both quantitative and qualitative data
to optimize the overall design in some form
and shape.

Transformative

This is a design that the investigator creates
within a transformative theoretical framework
with a view to addressing the needs of a
particular population and to motivate for
transformation.

Multiphase

This design mixes both sequential and
concurrent methods, collected over a period of
time, and the execution of different projects or
stages within an overall program of study.

Adapted from, Public Health Research Methods, Guest and Fleming., 2015, p.587
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Population and Sample of the research study

For the online questionnaire, the target workforce constituted three thousand two hundred
and ninety-three (3293) employees who were not in the executive leadership cadre from a total
population of three thousand three hundred and ninety (3390). The selection of an adequate number
of respondents is critical in this quantitative aspect of this study in order to enable sound, valid and

accurate inferences and conclusions to be generated from the data (Singh and Masuku, 2014).

Equally, sample size is vital for its impact on the “statistical power” which is essentially a
probability that the statistical test will reveal that there is a “significant difference” when indeed it
is “true” (Singh and Masuku, 2014, p. 7). Buttressing this perspective, Aktas and Keskin (2013),
argued that power analysis is an approach that facilitates the execution of a sound and reliable
research study that guarantees the dependability and validity of the results. Notably, power analysis
entails “four variables” being “power of the statistical test”, the “significance level”, “effect size”

and the “sample size” (p.2).

Relatedly, the executive cadre is composed of ninety-seven (97) members from across the
geographical spread of the business. So, of these 97, the target for those who will be to participate
in leadership interviews up to a point at which saturation has been achieved and these leaders will
be enrolled through a purposive sampling approach. However, key to note is that the interviews

will be conducted until a point of saturation is reached (Malterud et al., 2016). So, in the context
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of this study 30 is an indicative sample size given the dynamics of the company such as the
geographical spread, hierarchical position, accessibility, availability of the executive cadre that
will have to be incorporated in the study to make it inclusive though it is advisable that saturation

is the guiding principle when qualitative research is pursued (Boddy, 2016).

Sample size

For the online questionnaire, the target workforce constituted three thousand three hundred
and ninety (3390) employees who were not in the executive leadership cadre from a total
population of three thousand three hundred and ninety (3390). The questionnaires were sent out
to them targeting 358 responses derived through the use of Yamane formula as illustrated below.
However, for senior leadership interviews, the 97 members of the leadership cadre were excluded
from the 3390 employees and were interviewed until saturation was reached. By then 29 leaders
had been interviewed. Studies showed that saturation is a point in data collection where there are
no additional ideas and theories emerging from the data and all key parameters have been
sufficiently ventilated and exhausted (Hennink et al., 2017). Correspondingly, Weller et al. (2018)

posited that saturation occurs at a point where there are no new thematic areas emerging.

For quantitative data, the Yamane formula is a widely used method to calculate sample size
in statistics when the population size is known. In this thesis, the population was 3390 employees.
It is especially useful in simple random sampling as was the case in this study. Generally, it is very

important for the sample to be representative of the population. In quantitative research, a sample
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size of 30 is typically acceptable using the central limit theorem (Kock, 2018; Louangrath, 2017).
It is based on the idea that 30 data points should provide enough information to make statistically

sound conclusion about a population.

However, for larger populations, larger sample sizes are better because they reduce the
likelihood of sampling errors and provide a more accurate representation of the population. For
this study, the confidence level was set at 95%, with a 5% margin of error and the population size
of 3390. The calculator yielded a sample size of 358. This figure was used as the minimum number
of participants to take part in the study. However, any number above that was deemed acceptable
since larger sample sizes will help provide more statistically significant and meaningful results.

Below are the steps used to calculate the sample size using Yamane formula

Steps to use Yamane formula:

1. Determine population size (N): This is the total number of individuals or units in the

population.

2. Select a margin of error (e): This is how much error the researcher was willing to accept

in his results. A common margin of error was 5% (0.05).

3. Plug the values into the formula to calculate the required sample size.
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Using the Yamane formula below, calculation of the sample size yielded 358 participants.

N

"TT1¥NED)

_ 3390
~ 1+ 3390(0.052)

= 357.78

~ 358

While Yamane suggested a minimum sample size of 358, this study obtained a larger
sample of 578 participants who had responded to the online survey by the deadline. The advantage
of this larger sample size was that it enhanced the precision and generalizability of the findings as
well as allowing for subgroup analyses that might not been possible with a smaller sample. The
researcher also believes that larger samples strengthen the robustness and reliability of the
statistical analyses conducted. So, since the required sample size was exceeded rather than not met,

the researcher asserted that this does not undermine the study’s validity but rather adds value to it.

Sampling procedure
The following section discussed the different sampling techniques highlighting the pros
and cons of each and ultimately selected the simple random and purposive sampling technique that

aligned with the proposed thesis on the strength of the justifications provided. In terms of
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definition, sampling is a method used by researchers to “systematically” select a comparatively
small number of representative individuals from a population that is pre-defined to address

research questions (Sharma, 2017, p. 749).

Notably, sampling is often opted for when the analysis of the entire population is
impractical however, it is important that it be sufficiently large enough to be representative of the
whole object that is being analyzed (Bodnar et al., 2013). Equally, to meet the foregoing
requirements; primary samples are randomly selected, sub sample are homogenous, the sampling
procedure secured at all phases of the process to avoid compromising the validity and reliability
of results, Bodnar, et al., argued. Corroborating the foregoing view, Sharma (2017, p. 749) posited
that there are some essential factors that have to be considered before embarking on sampling such
as “objectives” of the thesis, “’population variance, size of the population, “homogeneity or
heterogeneity” in the makeup of the population, “sampling techniques”, financial resources, time
required and the precision needed in making generalization about the population being

investigated.

Equally, identifying the appropriate approach to sampling was fundamental because
incorrect sampling procedure can affect the integrity of the results (Balamurali and Jun, 2006).

Thus, when the sample is representative and reliable, confidence in the study results increased (de
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la Garza et al., 2008). Therefore, there must be robust protocols for managing data to ensure

anonymity and confidentiality of data collected from participants (Sibley,2014).

In that regard, Etikan and Bala (2017) articulated that the sampling techniques may be
categorized in the non-probability or probability bracket. For example, in probability sampling,
every respondent has a “known” chance of being included in the sample (Sharma, 2017, p. 749)
has an equal probability of being selected from a population. On the other hand, in non-probability
methods, there is no objectivity, and researchers use their “judgment in choosing the variables to
be incorporated for investigation (p.750). In this thesis, since the mixed method research approach
was applied, both probability and non-probability sampling techniques were used. Furthermore,
given the sheer size and geographical spread of the company, it was impractical to select all
employees, hence the researcher employed a sampling procedure. Possible sampling techniques
that were explored before the selection of the appropriate sampling techniques comprised of the

following;

Nonprobability Sampling

With regard non-probability sampling, there is no certainty that any “unit” within that
“population” has a “chance” of being part of the “sample” (Vehovar et al., 2016, p. 329). It
indicates absence of “probability sampling principles” because selection is arbitrary (p. 329).

However, the advantage with this sampling technique is convenience and accessibility of
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participants (Lamm and Lamm, 2019). Correspondingly, the strength of non-probability sampling
approach is its usefulness in situations where it is more expensive, laborious and time constraining
to collect data in statistical form or probabilistic form. (Etikan et al., 2016). Similarly, Schillewaert
et al. (1998) argued that nonprobability sampling is applicable when study results do not require
to be generalized to a wider population. Furthermore, the authors contended that, non-probability
sampling methods in relation to probability sampling are comparatively advantageous where the
aim of the study is about exploration of a problem where little is known in a specific context as

well as seeking to generate meaning.

Another attribute of this technique was that it enabled “selection bias” depending on the
type of respondents the researcher wanted to select to be included in the “survey”, but this bias can
also be a source weakness of the technique because it can result in “non-response” and “under
coverage” (Lamm and Lamm, 2019, p. 54) particularly where the respondents do not wish to be
known. Conversely, this high subjectivity is the reason why the method is open to criticism (Etikan
et al., 2016). Notwithstanding this shortcoming, the authors postulated that, other benefits of the
use of non-probability samples are in instances where there is no need to make inference from a
sample to a larger population or generalization of data to a wider population. Notably, the authors
argued that randomization is not a key consideration when picking a sample from target population
but rather there is a lot of subjectivity in choosing which components to include in the sample.

Therefore, as the authors stated, it is critical to define which nonprobability sampling technique to



166

use when undertaking research study in order to enhance confidence in the study findings. They
argued these criteria could include type, substance and aim of the study, they concluded.
Nevertheless, there are myriad non sampling techniques such as Convenience, Quota, Snowball

and Purposive sampling. Consequently, these will be expounded in the following paragraphs.

Convenience Sampling

In this instance, the researcher selects participants for a study driven by practical
consideration such as ease of access, their availability and willingness to participate (Etikan et al.,
2016), with little attention attributed to sample composition and sampling method (Scholtz, 2021).
Another important attribute of convenience sampling method is that it is dependent on the
convenience of the researcher or alternatively when participants who fit the study requirements
partake in the study (Emerson, 2021; Farrokhi, 2012). In other studies, it is also referred to as
accidental sampling because the participants may have accidentally happened to have been within
the proximity of where the researcher is collecting data hence the opportunity to include them in
the sample, Etikan et al. (2016) argued. Furthermore, the authors stated that convenience sampling

is comparatively cheaper and easy to use.

On the downside, they stated that, its main disadvantage was that it cannot be used for
strategic purposes, since it is prone to bias, there is potential presence of outliers and therefore not

representative of the entire population and is anchored on the assumption that the population is
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homogenous which is not always true. These sentiments were also shared by Farrokhi et al. (2012),
who posited that convenience sampling is fraught with challenges of outliers because of high
possibilities of “self-selection” (Farrokhi et al., 2012, p. 784), affecting the accuracy of
“population” parameters thereby reducing the credibility of research results. Emerson (2021)
added that the main undoing of this method is the lack of generalizability because of the bias in
the selection of the sample. However, to cure this, the author proposed an increase in the sample
size to enable some level of generalizability, but still large-scale generalization is not possible.
Tansey (2007) on the other hand, attributes the disadvantages of convenience sampling to the lack
of clearly defined and robust selection rules. Thus, the reason why the researcher did not consider

convenience sampling for this proposed study.

Quota Sampling

To counteract the challenges posed by the Convenience sampling methods regarding
generalizability (Zhang et al., 2020), Quota sampling is often used. Efforts are made to ensure that
the specified attributes in the sample are proportional to the wider group so there is no possibility
of exclusion (Tansey, 2007). Most importantly, the researcher “selects” participants on the
according to some “quota” using “judgment” to select elements into some “strata” on the basis of
pre-defined attributes (Anieting and Mosugu, 2017, p. 34). The benefit of this technique is its
utility when there is a constraint of time, “cost” and when the “sampling frame” is not specified

(p.34). Conversely the use of many control variables in categorization of strata and the challenge
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in incorporating some participants as opposed to others, Anieting and Mosugu argue. Additionally,
Tansey posits that it is often difficult to know the attributes of the target group upfront and this is
useful when, there could be other characteristics that the researcher does not know about but are
impactful to the study which may affect the accuracy of the results. On the basis of these

weaknesses, the research did not opt for this sampling technique.

Snowballing sampling

This method’s central characteristics are networking and referral where the first selected
group which meets the criteria are invited to partake in the study who then also extend the
invitation to other willing participants thereby increasing a chain of participants (Parker et al.,
2019). Effectively, snowball technique is used when samples with the target attributes are not
easily reachable (Naderifar et al., 2017). Often this method is opted for where the researcher does
not have any advanced knowledge of the target group to interview and where the participants of
the constituency are difficult to locate (Anieting and Mosugu, 2017) and putting together a list of
respondents is difficult. This sampling technique is usually applied in hidden populations which
are a challenge for researchers to access, or in instances where a “sampling frame” is hard to
establish and it is assumed that cases are affiliated through links that can be exploited to identify
other participants anchored on existing ones (p.34). Furthermore, on this approach, researchers
bank on the first set of participants to create a sample and also to assist with identifying possible

interviewees (Koter, 2013; Lynch, 2013).
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Likewise, Tansey (2007, p. 770) pointed out the “snowball model” is commonly used
where the identities of key participants in the target are not readily known or when the subject of
discussion is sensitive. Furthermore, Tansey stated that, the snowball sampling entails selecting
the first set of respondents and then asking for referrals to other participants who might possess
similar qualities that are of interest or relevant to the study. The process is repeated until it reaches
saturation where no new information emerges. Moreover, Tansey argued that the snowball method
is controlled, and the researcher is fully committed to ensuring that the data collection remains
within the set parameters during the entire period of the search. The limitations of the snowball
method, the author posit, is the propensity of participants to suggest other participants who share
similar characteristics, thereby risking the study losing diversity and rich information. Another

shortcoming is that snowball technique is susceptible to “selection bias” (p. 35).

Selected Sampling technique
Ultimately, after evaluation of all thesis techniques against the research objectives and the
questions of the proposed thesis there were found not to be suitable and as a consequence the

study adopted the purposive sampling technique.
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Purposive sampling

This is the technique that was selected for this thesis, and it is also referred to as
“judgmental” or “selective” sampling is anchored on the decision of the researcher when it comes
to choosing participants that are to be investigated (Rai and Thapa, 2015, p. 4). Furthermore, the
sample size was comparatively small relative to probability sampling techniques and the decision
on whom to include is often based on a variety of considerations chief amongst them, participants’
specialist knowledge, desire to participate and their availability (Rai and Thapa, 2015). This
sampling approach is comparatively easier and researchers using this method have an upfront
knowledge about the phenomenon they are investigating, and the target population is visible

(Bakkalbasioglu, 2020).

Similarly, Tansey (2007) stated that the aim of the study and researcher understanding of
the target group guides the selection process. Specifically, the author stated that a researcher
compiles a list of participants to interview before embarking on the actual research. So, in this
thesis, to understand the perception of senior leadership on the state of diversity and inclusion at
Debswana, the researcher used his knowledge of the hierarchical structure and levels of authority
in selecting senior leaders who granted interviews explaining their perspectives on the research
problem. Thus, in order to secure adequate coverage of the viewpoints of the different leaders

within the organization, leaders from the various functions were selected for participation in the
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study. For example, Assistant General Manager, Head of Technical Services, Head of Human
Resources, Senior Safety and Sustainable Development, Senior Security Manager, Head of
Engineering and Asset Management, Head of Ore Processing, Head of Mining, Head of
information management, Head of Digitalization and Automation amongst others were
purposively selected and had participated when saturation was reached at which point twenty nine

respondents had been interviewed.

Conversely, Bakkalbasioglu (2020) contended that the weakness of the purposive sampling
approach was that access to a research population is not usually a foregone conclusion and changes
of respondents on account of non-response might be problematic, time consuming, costly and
ultimately affect the ability of the researcher to undertake credible research study. For example,
Bakkalbasioglu pointed out that, in some complex environments request for access is often denied.
This could be on account of the respondents’ characteristics and their views of the researcher,
thereby limiting the effectiveness of the purposive sampling approach, the author pointed out
However, in the current circumstances, the researcher did not encounter that because amongst
other things, issues of diversity and inclusion are topical and leaders are cognizant of the concerns
relating to demographic disparities and ineffectiveness of the policies of diversity and inclusion.
Furthermore, the researcher was known to the participants and the credibility and integrity that is
associated with human resources which is the researcher’s function made the interaction and

accessibility relatively seamless. Additionally, ethics assurance pertaining to confidentiality and
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anonymity with which the data collection was undertaken enhanced the confidence and eagerness

of the leaders to take part.

Nevertheless, literature points out that to mitigate non-response from participants,
researchers resort to the use mediators and translators to conduct research (Petkov and Kaoullas,
2016). So, extending the argument, researcher should have “adequate knowledge” of the working
environment and the subject (Tansey, 2009, p. 19). In this situation, the scholar is employed by
Debswana, thus he was conversant with the policy environment, systems, processes protocols and
most importantly the attributes of those leaders that needed to be interviewed. Moreover, purposive
sampling techniques aligned well with the purpose of the study, research problem, objectives,

research questions of the proposed research thesis.

Probability Sampling

Conversely, since the study had both elements of qualitative and quantitative data,
probability sampling was also explored and the benefit of probability sampling, (Acharya et al.,
2013), was that there was known and equal probability that each employee will be selected in this
study. Relatedly, the sample is generalizable to the population from which it was chosen from
(Lehdonvirta et al., 2021). Nevertheless, on the downside, this method may be expensive given
that probability sampling is synonymous with quantitative methods which require large sample

size this might require substantial “resources” such as “cost”, “time” and effort which the
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researcher might not have capacity to sustain (Pace, 2021, p. 5). This perspective was shared by
Yang and Banamah (2014) who argued that an increase in costs and incidents of non-response
have led to the decline in the use of this technique relative to non-probability sampling techniques.
Nonetheless, as alluded to in the preceding discussions, this research study pursued the simple
random sample technique where three hundred and fifty-eight participants (358) were the target
sample from a population of three thousand three hundred and ninety (3390) eligible participants.
Other techniques such as cluster sampling, stratified and systematic sampling were explored and
have been discussed to establish their pros and cons and ultimately why they were not selected

for the study.

Cluster Sampling

This technique is often used when the target population and the sample size are too big to
be analyzed so the researcher divides the large population into small clusters and randomly selects
from among them (Simkus and Simkus, 2023). These sentiments are shared by Alimohamadi and
Sepandi (2019), who pointed out that identification of the applicable clusters, simple random
methods are used to select participants. This method is often used in large national surveys such
as “epidemiologic research” where the “entire population” is divided into groups usually
geographic areas or “districts” (Acharya et al., 2013, p. 331). The advantage of this method was

that it minimizes cost and time because it is quicker thereby enhancing its efficiency, Simkus and
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Simkus (2023) contend. Correspondingly, Acharya et al. (2013) argued that this method is most
suitable where the “population” is highly *scattered” making it impossible to sample a
representative sample of all required variables (p331). This the universe to be analyzed is not

enormously huge, this technique was not favored for this thesis and subsequently not pursued.

Systematic Random sampling

This method entails selection of the first participant is done randomly and consequent
subjects are selected by a periodic process (Acharya et al., 2013). The advantage of this sampling
technique is that it is relatively cheap, “internal and external validity” is high, and it is simple to
craft as well as “verify” (p. 331). However, the major undoing is that essentially only the selection
of the first participant is a “probability selection” since some of the subsequent “subjects” would
have zero opportunities of being selected (p. 331). This weakness led to the researcher abandoning
this approach because it might have led to some important insights being omitted and the sample

not being accurately representative of the views of Debswana Diamond Company.

Stratified random sampling.

The limitations of a simple random sampling have led to increased uptake of the stratified
random sampling whose advantage stems from the fact that it leads to high accuracy of results
(Buddhakulsomsiri and Parthanadee, 2008). The authors pointed out that, population was

separated into distinct categories from which samples are randomly selected. This technique
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involves distributing data into various “subgroups” sharing similar attributes such as “gender”,
*age”, earnings and educational attainment, the subsequently a “random sample” is taken from
each stratum (Acharya et al., 2013, p. 331). Accordingly, the authors posited that, characteristics
of each stratum can approximate, and comparison made thereby reducing “variability” from
“systematic sampling” (p331). Correspondingly, Uribeetxebarria et al. (2019) contended that
despite the simple random sampling being the common technique used in empirical research, the
stratified sampling approach yields more precise and reliable results. On the downside, its
weakness is that it is expensive to construct and require accurate data, Acharya et al., posited.
Buttressing this technique’s shortcomings, Buddhakulsomsiri and Parthanadee (2008) stated that
the method falls short in events where the data is not homogenous and where quantity of strata and
the population parameters are not known. Subsequently, given the financial resources and time
required when applying this technique relative to the simple random sampling approach, it was
found to be unsuitable. As stated in the preceding paragraphs, the study eventually pursued a

simple random sampling technique as sampling choice.

Simple random sampling

This technique was selected for this thesis. Generally, the simple random sampling method
is an extensively used technique in research studies that have a significant number of respondents,
and it is largely dependent on luck thus the increased prospects that derived data may be

generalized to the population from which the sample was obtained (Noor et al., 2022). Essentially,
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an overriding motivation for selecting this technique is that each employee has an equivalent
opportunity of being included in the sample (Meng, 2013). For instance since the sampling frame
involved the general workforce, it meant that the employees in the consequent sample had the

same chance of being selected.

Buttressing the above perspective, each “unit” had the equal chance of being chosen from
the “population” “as” a “subject” (Al Ghayab et al., 2016, p. 87). This technique is desirable when
the universe is “homogenous” and the “list of population” targeted for the study is accessible
(Cohen et al., 2017). Correspondingly and in line with these principles, the population were
employees to the exception of executive leadership and the list of these employees obtained from
the headcount report was available. Additionally, the benefit of this technique is that it is free from
human judgement, partiality and subjectivity (Taherdoost, 2016) since the sample selection
process is anchored on a rigorous, robust and objective statistical calculations (Pace, 2021), thus,

enhancing the confidence levels of the research (Landreneau and Creek, 2009).

Extending this argument, the researcher could not manipulate the selection of employees
to participate in the survey as such this was left to the structured scientific process to pick the
participants. As such, randomization assisted to counterbalance the confounding impact of known
and unknown factors by randomly selecting employees to take part in the study (Stockemer et al.,

2019). Additionally, the key characteristics of simple random sampling method is its
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“representativeness” and “unbiased” data (Sharma, 2017, p. 750) and this attributes greatly

enhanced the confidence in the study results.

However, the downside of this technique is that it required up-to-date data and availability
of all participants on the population list which might be difficult to obtain (p. 750). Similarly, the
resourcing costs for covering the population, particularly the geographically spread are high
(Bornstein et al., 2013). Nevertheless, in this research, there were no obstacles concerning
geographical set up and financial resources primarily because the researcher opted for an online
survey where employees’ email addresses were used to send them the survey link. This link
contained the survey that the participants completed as guided by the instructions on the survey
instrument. On the contrary, there were no constraints connected to time and cost that could
impede the selection of study participants because there was no travel that was required on the part

of both the researcher and the participants.

Data collection instruments and materials

The researcher conducted qualitative study through semi structured interviews of senior
leadership to surface their perspectives on the state of diversity and inclusion in the workplace as
well as learn what they believe needs to be done to achieve an inclusive work environment. The
quantitative and qualitative questions complemented each other, and some of the questions were

the same for both methods.
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Consistent with the objectives of this research, methods of data collection will be aligned
to both the qualitative and quantitative paradigm respectively. So, connected to the qualitative
research approach is the interview method (Alshengeeti, 2014) was used on the leadership focus
group. Notably, semi structured interview approach was used where guiding questions in no
particular order will be posed as guard rails to focus to be explored, Gill et al., (2008). Moreover,
semi structured interviews provided a platform for the scholar to probe in instances where clarity
is required to uncover more insights enable more understanding of the issue being explored,

Alshengeeti concluded.

Therefore, this research has opted for a semi structured interview method using a purposive
sample approach because it allowed the researcher the platform for probe and make follow ups
while simultaneously maintaining the discussions within the boundaries set out by the research
questions. Instructively, the leadership interview guide included prompts to facilitate the
conversation with key participants; the interview schedule to provide structure and focus; and
“probes” and “clarification questions” to go explore and “deepen” the researcher’s understanding
of diversity and inclusion from the viewpoint of senior leadership (Jafri et al., 2024, p. 3). However,
on the negative side, the researcher was cognizant of the limitations pertaining to interview method
such as a small sample size, the inability to generalize to the wider population and possibilities of

ambiguous responses (Dengel et al., 2023).
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Nevertheless, the thesis used semi structure interviews primarily because they afforded the
researcher the opportunity for in-depth probing while at the same time ensuring that the
conversations are within the limits set out by the research questions (Alshengeeti, 2014).
Furthermore, it was through the semi structure interviews that the perspectives of senior leadership
regarding the pros and cons of diversity and inclusion initiatives at Debswana were uncovered and
experiences of leadership generated during the interactions between the researcher and

participants.

Furthermore, the researcher used face to face interview and the conversations were
captured on audio tape. The reason for the recording was because the participant’s feedback could
be captured with greater accuracy, Alshenqgeeti posited. Correspondingly, semi structured
interview type was comparatively better because responses can be captured with accuracy and
precision and followed up with prompts and probs (Johnson, 2024), thus permitting the researcher
the chance to restate and clarify any ambiguity in the questions. Semi structured interviews also
provided opportunities for reflection and follow up (Oplatka, 2018) as well as flexibility by not
following strict order and structure allowing the emergence of new topics and findings during the
conversation. However, the weakness of this method is that an adequate time is required before
the interview meeting begins and there is need for careful listening throughout the conversation

(Gillham, 2005).



180

Identifications of Materials and Instrumentation of research tools

Structure of the survey instrument

The first part of the interview guide consists of the title of the thesis and the purpose of the
interview. This approach aligns with other practices that have been highlighted in many studies
such as the suggested by Shoozan and Mohamad (2024), who posited that, the introductory phase
of the interview confirms the purpose of the interview questions and their importance for this
thesis, as the researcher is desirous of focused and relevant interview questions enabled him to
adequately respond the main research questions through the data. Critically, Shoozan and
Mohamad (2024, p. 2) argued that the interview questions should “support” and align to the “aims”

and “objectives” of the study as well as assist the research stay focused on the “aims” of the thesis.

Incorporated in the introductory part is the number of questions that were asked as well as
the anticipated duration of the interview process. Equally imperative was the ethics requirement
to inform the respondents of their rights and obligations. For instance, the interview guide
comprised ethics statements such as “by participating in this survey, you are indicating that you
understand that your responses are anonymous and will not be identified with you in any way.
Similarly, the participant were informed that he or she may skip any question that he or she found
intrusive or offensive, however the participants were notified that it would be helpful to the
researcher if they could respond to as many questions as felt comfortable with. Most significantly

was the indication that the respondent had the right to withdraw at any stage (prior or post the
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completion) of the research without any consequences and without providing any explanation

which if it were to be triggered the data collected would have been deleted.

Demographic and organizational data

Requiring participants to disclose demographic characteristics was very important to this
thesis because that data was central to responding to one of the major research questions. Thus
age, gender, marital status, employment status whether the respondent was on a fixed term contract
or permanent and pensionable, position level in the organisational structure, geographic location
of the business unit, years of experience (organisational tenure) and educational attainment were

outlined.

Enquiry based questions linked to the main research questions

The questions aligned with the three major questions to try respond to them as the
researcher engages in a conversation that probes the leadership on matters relating to perceptions
on diversity and inclusion. Case in point, Shoozan and Mohamad (2024) asserted that, an interview
protocol helped the researcher to inquire about specific topics or perspectives to obtain specific
information through conversation. The questions need not necessarily have to be asked in any

particular manner or in a sequence.
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Recommendations/ solutions to optimize diversity and inclusion practices in the workplace.

At the conclusion stage of guide the researcher sought to enquire from the respondents
what their perspectives are in relation to optimising diversity and inclusion by asking them to

propose measures and solutions that can enable employee’s inclusion.

Development of survey instrument

The introductory part of the questionnaire required demographic information of the
potential participant while the subsequent stages dealt with the main questions that addressed the
purpose of the study, the objectives and overarching research questions in an endeavor to learn
and understand employees’ and executive leadership’s perception, on the inclusive leadership,
organizational policies impact on diversity and inclusion. Equally, the relationship between
demographic characteristics such as age and gender on employees’ perception on diversity and
inclusion was also incorporated in the questionnaire for examination by the participants. The

interview guide also adopted the same approach.

It is worth noting that, the survey instrument for measuring employees’ perceptions with
regard diversity and inclusion in the workplace was adapted from Kincaid (2021) in the study on
“Diversity and inclusion in mining: An analysis of indicators in sustainability reporting”. The
study sought to highlight the limited data on diversity and inclusion initiatives in the industry

across the globe and the impediments being created to design and implement the diversity and
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inclusion interventions(D&aI) as a consequence. To that extent, the author measured the degree to
which businesses are reporting on their diversity and inclusion programs and in the process
analyzed the D&I activities based on a series of indicators that were categorized into thematic
areas such “employment data”, “Labor relations”, Training and Education, Diversity and Equal

Opportunity and Anti-discrimination (p. 25).

Connected to each thematic area or standard are indicators which explain what each
respective theme entailed. Notably, the questionnaire was not exhaustive because the indicators
did not comprehensively connect to all the research questions of the thesis. For example, the
question on the “perception of executive leadership on the state of diversity and inclusion in the
workplace was not fully catered for in that questionnaire. As such some questions had to be adapted
to align the questions in the online questionnaire to the research objectives and questions.
Additionally, the researcher ensured that the constructed questions addressed the gaps that
emerged from the reviewed literature on diversity and inclusion in the workplace. Specifically, the
main variables were aligned as per the thematic areas in the empirical literature that was
systematically reviewed focusing on employees’ and executive leadership perceptions on inclusive
leadership impact, association between inclusive leadership and a diverse and inclusive
environment as well as employees and executive leadership perceptions of organizational policies’

impact on diversity and inclusion.
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Another instrument that was consulted to augment the development of the questionnaire
for this thesis was by Larkey (1996) to evaluate engagement of diverse teams, on the study on
“The development and validation of the workforce diversity questionnaire: An instrument to assess
interactions in diverse workgroups”. It was important to establish that this instrument was valid
and as such, Larkey (1996, p. 296) indicated that the “validity” of this questionnaire was done

through “confirmatory factor analysis” and association with external “constructs”.

Pilot testing

Designing and developing an interview protocol is essential to improving the quality and
accuracy of collected (Lamb et al., 2007). Buttressing this viewpoint, Parker et al., (2023) argued
that an interview protocol can assist generate suitable interview questions, design key questions,
provide feedback on the approach adopted to craft the questions, and simulate interviews, thus
effectively potentially reducing time and effort, particularly when resources are limited. However,
before delving into the main research study, a pilot study was conducted with thirty respondents
to evaluate the impact of the interview schedule and to refine its “language” and “style” for
ambiguity. These pilot interviews were “recorded”, “transcribed”, and “analyzed”. The results of

the pilot study revealed that the interview questions were comprehensive and generated detailed

responses that addressed the research questions.
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This exercise was done to optimize content adequacy and reliability of the interview guide.
These individuals did not form part of the sample of participants that were eventually interviewed.
So, in addition to pilot testing, expert reviews were carried out to ensure content reliability and
completeness. Additionally, consequent to feedback from the participants, the language on some
of the questions was adjusted and some questions were merged, and some removed all together

because of ambiguities that were identified in the guide.

The content of this interview guide comprised of assessing senior leadership’s perceptions,
on diversity and inclusion (D&a]) initiatives, the extent of understanding of D&I by the workforce,
policy effectiveness the degree to which employees are psychologically safe, benefits of a diverse
and inclusive workforce, leadership’s perspective on affirmative action, the extent to which
inclusive leadership is associated with diversity and inclusion, the extent of satisfaction with the
state of diversity and inclusion in the workforce, perspective on successes or failures of the
interventions, leadership effectiveness, employee recognition, the extent to which leaders take
accountability for creating a diverse and inclusive environment, strategies for optimizing diversity

and inclusion and ultimately leadership pledges.

This interview guide complemented the online questionnaire primarily to elaborate and
clarify responses obtained from online questionnaire. This approach was in keeping with the

assumptions of the complementarity mixed method research. Subsequently, data collection was
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started. However, before the interview commenced, participants were informed that their
participation is voluntary, and they are free to withdraw at any point during the interview without
offering any reasons. Additionally, they were asked to complete an informed consent form which
spelt the researcher’s obligations to the participant particularly on issues pertaining to data
protection. No incentives for completing the survey were offered. So, consistent with the ethics
requirements, the voluntary nature, anonymity, informed consent and confidentiality of the survey
were clearly articulated and captured on the questionnaire. The language used was English which

is the official medium of communication in the company as is in the country.

Similarly, the online questionnaire was pilot tested on thirty employees who were excluded
in the subsequent deployment of the questionnaire. Additionally, for reliability assessment the
Cronbach alpha test was conducted with a value of 0.932, which indicated a high level of internal
consistency and reliability of the measurement scale used in the study.

Likert Scale

Data collection was conducted through an online survey questionnaire using a Likert scale
due to its effectiveness in collecting perceptions data (Croasmun and Ostrom, 2011). Relatedly
since the questions relate to perceptions, a Likert scale will be applied because of its strength in
measuring opinions (Baburajan et al., 2020). Nevertheless, despite this strength, the Likert scale
is criticized for its incapability to demonstrate the difference in the degree of priority of the survey

question as well as its inability establish causality (Kriksciuniene et al., 2019). Equally, for
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participants who elect neutral on a five-point scale, it is difficult to establish where to place their
views (Brown, 2000). That, notwithstanding, the Likert scale is still suitable for this research
because of its ability to measure employee perception and receive quantifiable feedback (Chyung
etal., 2017). Notably, the online survey instrument used a five-point Likert scale ranging from 1
to 5, where 1 represents strongly disagree, 2 represents disagree, 3 represents neither agree nor

disagree, and 5 depicting strongly agree.

Recruitment of participants

An employee list which is commonly referred to as a headcount report comprised of
employee data such as contact details and emails was obtained from the Human Resources
Manager-Systems. This list also incorporated various employee groupings such executive
management, upper middle management, lower middle management, supervisory level and
general workforce. From this list qualifying candidates as per the selection protocols outlined in
this enquiry became the respondents list. For instance, the selection criteria specify that only
Debswana employees will be included. Additionally, the employees should have been on a two-
year or more fixed contract or be on a permanent and pensionable status. Moreover, these potential
participants were contacted via telephone contacts and email addresses provided in the headcount

report and Microsoft outlook address book respectively.
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Equally, vital elements to be included in the selection criteria are age, gender, experience,
location (operation) and hierarchical level in the Debswana. Most importantly these participants
should have access to company information management platforms because the questionnaires
were online. On the contrary, employees on short-term contracts and casuals were excluded
because in terms of company policies they are not perceived as employees. Similarly, any

employee with a mental disability was excluded from this research study.

With regard questions that are quantitative in nature, a closed-end questionnaire was also
used to address other objectives that are quantitative in nature, for instance the objective that sought
to test the association between leadership quality and an inclusive workplace. In this case, the
participants were given questions with predefined options from which to select from (Fryling and
Baires, 2016). Thus, compared to open ended questionnaires, the structured questionnaire’s
advantage is that it is less cumbersome and has a quick turnaround time (Scanlon, 2019). So, it is
in this vein that an online questionnaire was used in this study because of its strength of collecting
a large data from study participants (Taherdoost, 2016). Furthermore, the other advantage of a
web-based questionnaire as opposed to manual is because it comparatively cheaper to administer,
there is flexibility as to where and when participants can complete the online survey (Lefever et

al., 2007).
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However, the limitation of this method is that it requires internet connection as well as
“inbuilt security” mechanism to ensure “anonymity” of participants and “credibility” of results
(p575). Buttressing this shortcoming, Van Khuc et al. (2021) contended that online questionnaire
does not provide an opportunity to provide clarity if so required and it might be out of reach for
those that cannot afford or access the internet. Nevertheless, the strength of the online method

remains popular because of its wider reach (Cantrell and Lupinacci, 2007).

So, in respect of leadership interviews, the researcher identified the potential participants
through purposive sampling approach. As alluded to in the foregoing paragraphs, purposive
sampling method is appropriate for this research enquiry because the researcher used his
experience, judgement and knowledge of Debswana environment to identify potential participants
(Rai and Thapa, 2015, p. 5). Thereafter, the participants were reached through the contact numbers
found in the company’s address book and permission to interview them was obtained from as well

as suitable appointment dates and time.

After securing their commitment to participate, they were informed of their rights in as far
as confidentiality, anonymity and voluntary participation were concerned. They were informed
that they could withdraw at any time without advancing any reason and there would be no
sanctions. After clarifying the obligations from the researcher and expectations from the

participant, informed consent forms were sent for further reading and sign off to pave way for the
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actual interview. The signed consent form was sent to the researcher, and the participant kept a
copy of the signed form. Next, interviews were conducted in a semi structured format where
questions were pre-determined, but autonomy afforded in the order of asking and probing where

clarity is sought (Queirés et al., 2017).

For participants in geographical areas in other operations where the researcher does not
reside at were contacted through telephone and the interview conducted through Microsoft Teams
platform. The advantage of using the virtual platform is the flexibility of where one can sit to
participate in the interview, reduced self-consciousness, bias and anonymity afforded to the parties
(Azad et al.,2021). On the downside, virtual interviews in particular telephone interviews are
faulted because they cannot facilitate for “cues” to be picked and when to “probe” or follow up or

bring up “sensitive questions” (p. 2).

Additionally, the interviews were all recorded to accurately capture the discussion and for
eventual transcription. The motivation for using this digital recording platform being that it
improves data quality management and ‘data integrity” because the views are captured verbatim,
it is easy to ‘retrieve’ stored records and ‘replay’ them if need arises (Tessier, 2012, p. 449).
However, with regard the quantitative aspect of the study, an online questionnaire was deployed
to the email addresses of the 3293 employees who formed the sampling frame but targeting 358

responses. As is a requirement under quantitative studies, the sample must be sufficiently large,
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this sample is deemed adequate for its results to be generalized to the larger company (Rahmanet

etal., 2022).

So, incorporated in those questionnaires, issues of informed consent, anonymity and
confidentiality were outlined. For example, participants were informed that they are free and
within their rights to not answer if in their opinion the question makes them uncomfortable.
Similarly, they were informed that it would be of great assistance if they could answer as many
questions as they were able to. Additionally, they were informed that they can abandon survey at
any point of the survey without fear of attracting sanctions and in that event the collected data will

be removed.

Additionally, for reliability assessment the Cronbach alpha test was conducted as shown

below.
Table 5: Case Processing Summary
N %
Cases Valid 30 100.0
Excluded? 0 .0
Total 30 100.0
a. Listwise deletion based on all variables in the procedure.




Table 6: Reliability Statistics

Cronbach's Alpha

N of Items

.932

30

Table 7: Item-Total Statistics
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Scale Mean if Item Scale Variance if | Corrected Item-Total | Cronbach's Alpha if
Deleted Item Deleted Correlation Item Deleted

The leadership promotes diversity
and inclusion initiatives 41.90 163.886 752 926
Inclusive Leadership encourages
employees to be open 47.70 160.976 .850 .924
Inclusive Leadership recognizes the
unique contribution of employees a41.57 163.357 764 926
Diversity and inclusion programmes
are implemented fairly across the 47.23 164.323 775 .926
company
Employees are not being
disadvantaged on account of being 47.43 170.944 .520 931
different
Inclusive leadership creates a safe
space for all employees to unleash 47.37 161.344 .828 .925
their potential
Inclusive Leadership provides equal
opportunities for all 47.23 161.426 .790 .925
Inclusive Leadership creates
awareness of the value of diversity 47.80 162.166 819 925
and inclusion in the workplace
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Inclusive Leadership discourages
discriminatory practices targeting
those that are unique and hold

minority view

47.63

163.275

.800

925

Inclusive Leadership promotes
changes in policies and procedures
that support the creation of diverse

and inclusive workplace

47.87

160.947

.888

.923

There is an association between
inclusive leadership and an

inclusive environment

47.70

167.528

.675

.928

Inclusive leadership has a positive
impact on the state of diversity and

inclusion in the workplace.

47.63

171.551

512

931

Inclusive Leadership drives
diversity and inclusion in the talent

management system in the business

47.67

162.023

.841

.924

Leadership facilitates the
incorporation of diversity and
inclusion in the career development
process of minority groups in the

company

47.63

160.792

799

.925

Leadership ensures that training
interventions are put in place to
create knowledge on the benefits of

diversity and inclusion

47.70

164.010

739

927

Debswana should adopt affirmative
action as a strategy to drive

diversity and inclusion

48.50

184.672

.098

.936
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Debswana should adopt diverse and
inclusive working policies that are

fair to all employees

48.80

185.821

.051

.936

Debswana should promulgate
policies and processes that are
enabling different employee

groupings to feel included

48.73

185.513

.055

.937

Debswana should develop an easily
understood diversity and inclusion
frameworks that provides for
amongst others, flexibility, remote
work & different contracting

options

48.77

187.289

-.035

937

Debswana should create policies
that enable a supporting
infrastructure to achieve a diverse

and inclusive workplace

48.73

186.892

-.014

937

A pilot test was conducted using 30 participants and a reliability analysis was made with SPSS v

26.0 using Cronbach’s test. The questionnaire had a reliability coefficient of 0.932 which means

it had a high internal consistency making it reliable to collect data.

Likert Scale

Data collection was done through an online survey questionnaire using a Likert scale

because of its capability to collect perceptions data (Croasmun and Ostrom, 2011). In this instance,

the participants state their “level” of agreement or disagreement on a symmetric agree -disagree

scale when responding to a sequence of questions in the Likert questionnaire (Barua, 2013, p. 35).
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Correspondingly, this instrument is commonly used in visualization assessment of subjective
characteristics to create quantitative estimates (South et al., 2022). In this thesis, the employees
were asked to specify the extent of their comfort or discomfort with statements pertaining to
diversity and inclusion in the workplace. The online survey instrument used a five-point Linkert
scale ranging from 1 to 5, with 1 being strongly agree, 2 being agree, 3 referring to neither agree

or disagree, 4, capturing agree and 5 being strongly disagree.

Table 8: Definitions and measurements of key variables

Variable Definition Measurement
To build relationships, communicate Likert scale
effectively, act ethically, prioritize

Role of Inclusive leadership | employee well-being, and
demonstrate managerial
competence.

Established guidelines, practices Likert scale

and procedures that govern
workplace operations, decision-
making, employee engagement, and
key initiatives such as diversity and
inclusion.

Measurable  attributes of a Categorical
population, specifically age and
gender that influence workplace
dynamics and diversity.

Diversity and inclusion

The presence of individuals from Likert scale
different backgrounds, experiences,

Organizational policies

Demographic characteristics

Diversity and identities within Debswana

Diamond Company.

Creating an equitable and supportive Likert scale
| . environment where all employees
nclusion

feel wvalued and have equal
opportunities to contribute.




196

Operational definition of variables for this mixed method study

Key elements that anchor this thesis are inclusive leadership, organizational policies,
demographic characteristics, diversity and inclusion. These definitions applied in this context and
how variables were measured are provided in the table below and provided in detail in the

subsequent sections.

Construct/Variable 1: Role of Inclusive Leadership

Inclusive leadership places premium on diversity, equity and inclusion where decision
making is predicated on cultivating different opinions from the workforce (Karimi and Khawaja,
2024). Literature reveals that an inclusive leader creates a conducive environment where all
employees are permitted to share their various viewpoints openly and freely without fear of
sanctions thus contributing to employee creativity and innovation (Minehart et al., 2020). Bourke
and Dillon (2018)’s definition of leadership is that it is a strategic method that prioritizes diversity
and inclusion in the workplace. Essentially, the recurrent theme was that this leadership style is
anchored on relationship building, communication, focus on employee wellbeing, managerial
competency and emotional connection with followers (Martin, 2020). Relatedly, the leader leaves
a positive and lasting legacy (English, 2000). Such a leader is found to be reliable, trustworthy and
builds harmony in the workplace (McGregor, 2016). Consequently, this is the contextual definition

aligns with the first objective of the thesis which was to measure perceptions of employees and
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leadership on the inclusive leadership and organisational policies’ impact on diversity and

inclusion in the workplace.

Construct/Variable 2: Organizational policies

Stokes and Woodhams (2022), assert that organisations are enacting “policies” to create a
thriving “environment” that enables “inclusion” (p.205). Other scholars define policies as ways of
work, improvement initiatives, organisational internal and external orientation on key matters such
as diversity and inclusion (Pichault and Schoenaers, 2003). Equally, Boreham and Morgan, (2004)
posit that organizational policies entail practices such as rewards, recognition, training
interventions, promotions, disciplinary processes and employee mobility. Furthermore, policies
guide how a business learns and its work methods as well as how it “engages” its workforce,”
decision making processes”, tactics, procedures and styles. (Sheaff et al., 2003, p. 11). The above
description of the construct aligned well with research objective that sought to measure employees
and executive leadership’s perception on organisational policies impact on diversity and inclusion

in the workplace.

Construct/Variable 3: Demographic characteristics (Age and Gender)
Empirical research has revealed that demographic changes have necessitated adoption of

different management practices that align with the changing age distribution in businesses (Barrett,
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and Bourke, 2013). In other organisations, policies and programmes specific to the unique needs
of the young employees were developed and implemented to address the needs of this employee

group (Prochazkova et al., 2024).

Likewise, other companies devise policies that cultivate a conducive work environment for
older employees so that they feel included and fully participate in various activities of the business
(Teo et al., 2022). This is because, studies have shown that, employees perceived organizations’
interventions differently depending on their age and gender. In that regard, Caro et al. (2019)
asserted that gender equality is touted a strategy that advocates for non-discriminatory practices
for both males and females where they are treated in line with their unique attributes and

aspirations.

Conversely, other studies pointed out trends revealing underrepresentation of certain
groups based on demographic features such as age and gender (Strait et al., 2019), thus it is
imperative to get an understanding as to the cause of the disparity and how gender for instance
influence a man or woman’s perception on workplace diversity and inclusion hence this thesis.
Equally, there were calls for age inclusive policies to be developed to ensure a diverse and
inclusive workforce (Boehm et al., 2014). Therefore, it was important to demonstrate the value

that Debswana placed on diversity and inclusion by how it pursues justice and equal opportunity
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policies for the different demographics based on their representation (Okoli, 2024, p. 46).

Ultimately, this is the context upon which these variables were applied in this thesis.

Construct/Variable 5: Diversity and inclusion

Diversity and inclusion are areas of urgent focus by an increasing number of “global
organizations” as they attempt to address historical injustices and “societal” concerns related to
bias and discrimination against minority groups (Gay, 2024). So, the emphasis was on measures
such as diversity and inclusion training, diversity and inclusion policies meant to ensure equity in
the workplace. This is because not only is a diverse workplace great, but it is also an attractive
proposition hence the need to ensure that it is not relegated to a human resource initiative as
opposed to enterprise agenda where every manager has a responsibility to create a diverse and
inclusive atmosphere (Arun, 2024). Consequently, Arun argues that diversity and inclusion should
not be a tick box exercise, rather employees should be recognized on the strength of their
capabilities, skillsets and diversity of experience they bring to the workplace as opposed to giving
preference to the years of experience. Ultimately this is the context through which this thesis will
articulate the different viewpoints on diversity and inclusion from both the scholarly perspectives

as well as from the study participants.
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Trustworthiness of Data

In measuring employees’ perception on the impact of leadership, organizational policies
and demographic attributes namely gender and age on diversity and inclusion, the researcher
assessed the trustworthiness of data using the under mentioned elements under mixed method. In
the quantitative approach, the evaluation of rigor is done through the following fundamentals:
“validity, reliability, objectivity and generalizability” while on the other hand for qualitative
research, the principles for assessing rigor are “credibility, transferability, reliability and
confirmability” (Watkins, 2012, p. 154). Case in point, Watkins posits that, whereas in quantitative
research, validity relates to the degree to which measures “diverges” from, or to a variable being
assessed, on the other hand in qualitative research, the equivalent measure would be “credibility”
which is essentially concerned with establishing the confidence in the accuracy of the results as

well as the adequate understanding of the context of the research (p. 154).

Secondly, Watkins adds that, with regard reliability, its examination is the degree to which
results in a quantitative study can be repeated while in qualitative research, the alternative is
dependability. Consequently, by testing the rigor of the measurement tools and processes, the
researcher sought to evaluate the degree to which the data collection process is in line with the
requirements of the methodological design selected which in this study is the concurrent mixed

method research.
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Moreover, in the quantitative research approach, where objectivity is a key focus area, the
researcher sought to ensure that the results are objective through strict adherence to the principles
of the statistical tools. On the other hand, with qualitative research, the equivalent of objectivity is
confirmability, and the aim of the test is to reduce the influence of the researcher on the research
results by documenting the role of the researcher as well as ensuring that there is a distance between

the enquirer and the participants (Watkins, 2012).

Finally, on generalizability, the researcher focused on the degree to which the findings can
be generalized to a wider population from which the sample was collected. On the other hand, the
alternative element of rigor when using the qualitative approach is transferability which is the
evaluation of the extent to which the findings can be transferred to a new area with a similar context
and assumptions, Watkins argues. Corroborating the foregoing perspectives and to address the
constant criticism facing qualitative research with regard its perceived weakness on rigorousness,
the researcher used alternative elements such as credibility which is the extent to which “data” and
“evaluations” are credible and truthful using such tactics such as “triangulation”, member checks
and continued comparison of emerging thematic areas and the data (Nguyen et al., 2021, p. 49).
Additionally, dependability test was also used to establish consistency of the research process from
research design, research questions to tools and analysis. Relatedly, while in the quantitative

method, researcher sought objectivity, in qualitative research the equivalent element for assessing
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the rigor of results was the confirmability test where audit trails were conducted and connection to

the original data evaluated.

The principles of credibility, dependability, transferability and authenticity were applied to
enhance trustworthiness (Mahlasela et al., 2023) .For instance, credibility was examined, and this
credibility of the data is described as the “confidence” that the research results represent a credible
data obtained respondents’ original perspective and those results are a correct interpretation of the
“original data” (Anney, 2014, p. 276). Additionally, the researcher established credibility through
amongst other things, “member checking”, “peer review”, “interview approach, “field experience”

and “dependability of the investigator” (p. 276).

Furthermore, literature reveals that the researcher’s extended duration in the field during
collection of data as well as the audit trail improve trust and rapport with the respondents, Anne
argues. On the other hand, Cutcliffe and Mckenna (2004) disagree with this approach and posits
that using audit trail to test confirmability and credibility of the results is an overstatement, rather
the test should be about usefulness of the findings through a “fit and proper” assessment as opposed
to adherence to the methodology. Nevertheless, more scholars support the use of audit trail, peer
debrief and extended interactions with participants as key factors that can improve the credibility,

transferability and confirmability of the study findings (Houghton et al., 2013).
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The following section gives a detailed description of the various elements that anchored the

trustworthiness of the interview results obtained through the qualitative research approach.

Dependability

By assessing dependability, the researcher desired to establish the degree to which the
research results are stable over time and under different situations (Anney, 2014). Furthermore, the
participants were asked for permission to record the conversations which were transcribed
subsequently. These transcribed transcripts have been securely kept and will be availed in the event
of a review. As highlighted by Anney (2014), retaining the original transcripts is crucial to giving

confidence that the results are dependable.

Credibility

To ensure consistency with the requirements of credibility, the interview guide was piloted
with participants that eventually did not take part in the research and all ambiguous questions
corrected accordingly. Additionally, permission was sought to record the interviews for accurate
capturing of the conversation. Moreover, the language used was English because it is an official
language and the participants were all competent in expressing themselves with this medium of

communication (Mahlasela et al., 2023).
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Transferability

As for transferability, the researcher comprehensively articulated the study design which
is the concurrent mixed method research, the research objectives, method of data collection which
in this case is the semi structured interviews and context which in this study is the Debswana
Diamond Company. With regard, confirmability, the researcher opted for a purposive sampling
approach where he was using judgement to select appropriate participants. Additionally, the
motivation for selecting this technique as well as the role of the researcher were comprehensively
articulated so that in the event of a review there is proper audit trail to confirm the results. Vitally,
data saturation was achieved when data became redundant and there was no emergence of new data
from the respondents (Ravitch and Carl, 2019). In this study, data saturation was noted on
respondent number twenty-nine (29). Subsequently, the researcher judiciously read the transcripts
and grouped the same thematic areas together in line with their similarities. Consequently, coding
of qualitative data, content analysis and development of emerging themes from the data were

completed (Creswell, 2013).

Descriptive statistics

Descriptive statistics was used to organize and summarize data emerging from entire
population or sample (Holcomb, 2016). Crucially, descriptive statistics should always be presented
before embarking on inferential statistics, Holcomb contends. On the other hand, Kaur et al.

(2018), posited that descriptive statistics are primarily used to summarize data in an organized and
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compact manner outlining relationships between variables in a sample or entire population thereby
condensing the data into manageable summaries. Relatedly, methods that involve descriptive
statistics relate to levels of measures, notion of normal distribution and measures of central
tendency and dispersion (Marshall and Jonker, 2010). For continuous variables, the mean (standard
deviation) were presented, while for categorical variables, the frequencies (percentages) were

presented.

Inferential Statistics

This type of statistics was used when there is a need for “generalization” to the “wide
population” (Holcomb, 2016, p. 2). This method is crucial when there is a need to deduce
conclusions from a sample to a whole population from which the sample was collected (Marshall
and Jonker, 2011). This perspective is buttressed by Amrhein et al. (2019) who posited that
inferential statistics is used to make inference from a specific sample to a larger population.
Inferential statistical techniques applied in this thesis are correlation analysis, logistic regression,

and factor analysis. These methods are described in detail below:

Correlation Analysis
Correlation examines the extent of an association between two variables and the strength
of the relationship but cannot be used to infer the causal association between the affected variables

(Sahu et al., 2015). Effectively the researcher can only make a conclusion that a relationship exists
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or does not exist between the variables; however, he cannot vouch for which of the variable is the
trigger of the other variable, Sahu et al. (2015), concluded. Underscoring this perspective Asuero
et al. (2006) argued that correlation is only concerned with testing the extent and magnitude of an
association. Notably, Correlation Coefficient is an indicator of the magnitude and orientation of
the linear association between the main variables (Hill, 2011). So, in the present thesis, the test is
the linear relationship amongst the key variables being leadership, organizational policies and
demographic characteristics relative to the creation of a diverse and inclusive environment.
Relatedly, Asuero et al. (2006) contend that Regression analysis is only focused on prediction.

This analysis technique is expounded below:

Regression

Regression is a useful toolkit for making predictions on quantitative data. Furthermore,
regression is a discipline of dependence whose goal is to summarize observed data as prudently,
usefully, and meticulously (Weisberg, 2005). Consequently, regression analysis was then use data
to facilitate the analysis of a relationship as well as explain patterns in the data (Kahane, 2007:

Allen, 2004).

Thematic analysis
Consistent with this interview approach, thematic analysis was conducted to capture

emerging patterns and themes reported by 29 participants. Vitally, this process commenced from
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“transcribing”, reviewing transcripts, “analyzing” and “interpreting” the data and ensuring that the
analysis is in line with the main research questions (p. 3). Equally, after transcribing the data from
the interview, the subsequent phase was, the coding which is an important stage because that is
where the organization, classification and interpretation of data to generate themes occur (Basit,
2010). Subsequent to closing the interviews, the audio data was transcribed in readiness for
assessment of emerging themes, interpretation of those themes and summary. This evaluation of
the transcribed data was executed through a coding process which is described as a methodical

process of arranging and examining interview data (Vaughn and Turner, 2015).

In the proposed thesis, the researcher sought to measure the existence of any association
between employee’s perception on inclusive leadership and organizational policies impact and
diversity and inclusion using bivariate correlation analysis. Similarly, the relationship between
demographic characteristics, namely age and gender and employees’ perception on diversity and
inclusion was also measured. Correspondingly, since the dependent data is continuous, the
researcher used linear regression to test the impact of inclusive leadership, organizational policies

on diversity and inclusion.
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Study Procedure and Ethical Assurances

Ethical Assurances

This research study received approval from the University Research and Ethics Committee
(UREC) on the 17""°" November 2022. Subsequent, to that, the data collection process commenced
in earnest. So, since the research involves human beings, it is imperative that ethical issues such
as confidentiality and anonymity were taken into consideration during the life of the research. This
is because if ethics are not taken seriously, there is a probable risk that serious harm can occur to

the study participants (Fujii, 2012).

In that vein, potential risks that could emerge from this research study relate to breach of
confidentiality. This would occur in the event data falls into wrong hands or is illegally accessed.
Considering this scenario, organizations are increasingly requiring researchers to sign contracts
before being given access to facilities to commence research and are further obliged to obtain
clearance from the same organization before releasing research results (Haggerty, 2004). In this
instance of Debswana, the requirement is that a copy of the dissertation or report should be availed.

So, to avert that the following steps were implemented and adhered to stringently.

Confidentiality
Maintaining confidentiality on the other hand, is the foundation of ethical research and this

principle must be guarded all the time (Lazovsky, 2008). So, a breach could happen if participants’
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responses and electronic recording devices are not properly stored resulting in third parties gaining
access to the data. To prevent this risk from materializing, all the documents relating to the research
participants will be kept in a locked safe whose access passwords are only known to the researcher.
Furthermore, the identity of participants was removed and assigned codes for identification. This
perspective is buttressed by Busher and James (2002), who posited that identities have to be
altered, and dates removed, and in some instances, participants are only referred to by initials in

order to maintain the confidentiality of the participants.

So, in respect of leadership interviews, the researcher identified the potential participants
through purposive sampling approach. As alluded to in the foregoing paragraphs, purposive
sampling method is appropriate for this research enquiry because the researcher used his
experience, judgement and knowledge of Debswana environment to identify potential participants
(Rai and Thapa, 2015, p. 5). Thereafter, the participants were reached through the contact numbers
found in the company’s address book and permission to interview them was obtained from as well
as suitable appointment dates and time. After securing their commitment to participant, they were
informed of their rights in as far as confidentiality, anonymity and voluntary participation were
concerned. They were informed that they could withdraw at any time without advancing for any

reason and there without concern for sanctions.
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After clarifying the obligations from the researcher and expectations from the participant,
informed consent forms were sent for further reading and sign off to pave way for the actual
interview. The signed consent form was sent to the researcher, and the participant kept a copy of
the signed form. Next, interviews were conducted in a semi structured format where questions
were pre-determined, but autonomy afforded in the order of asking and probing where clarity is

sought (Queiros et al., 2017).

For participants in geographical areas in other operations where the researcher does not
reside at were contacted through telephone and the interview conducted through Microsoft Teams
platform. The advantage of using the virtual platform is the flexibility of where one can sit to
participate in the interview, reduced self-consciousness, bias and anonymity afforded to the parties
(Azad et al., 2021). On the downside, virtual interviews in particular telephone interviews are
faulted because they cannot facilitate for “cues” to be picked and when to “probe” or follow up or
bring up “sensitive questions” (p. 2). The interviews were all recorded to accurately capture the
discussion and for eventual transcription. The motivation for using this digital recording platform
being that it improves data quality management and ‘data integrity” because the views are captured
verbatim, it is easy to ‘retrieve’ stored records and ‘replay’ them if need arises (Tessier, 2012, p.

449).
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Equally in the online questionnaires, issues of informed consent, anonymity and
confidentiality were outlined. For example, participants were informed that they are free and
within their rights to not answer if in their opinion the question makes them uncomfortable.
Similarly, they were informed that it would be of great assistance if they could answer as many
questions as they are able to. Additionally, they were informed that they can abandon survey at
any point of the survey without fear of attracting sanctions and in that event the collected data will

be removed.

Right to privacy

Participants were informed that the data collected would be used for academic pursuit and
the prospective participants were informed of this before partaking in the research. Consequently,
the data cannot be used for anything else except if there is an express permission from the
participants because the right to privacy is sacrosanct and this perspective is universal (Collste,
2008). Similarly, the government of Botswana has enacted a Data Protection Act in 2018 to
regulate the protection of personal data and to ensure that the privacy of individuals in relation to

their personal data is maintained.

Notwithstanding these controls, there are still privacy concerns emanating from elevated
risks where employee data appears on social media sites and to counter those suggestions such as

accurately capturing expectation and respect of “privacy expectations”, developing robust
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“strategies” for “data anonymization” before publishing of “personal data” to the public as well as
strengthening the institutional frameworks and capabilities of ethics review committees (Zimmer,

2020, p. 314)

Informed Consent

This is the foundation of ethics and integrity in a study, and it involves revealing the
motivation behind the research, the rationale, the risks as well as participants expectations. (Bhutta,
2004). Vitally, there is need to ensure that there is clear balance between research benefits and the
autonomy of the participant in the decision as to whether to participate or not (Fields and Calvert,
2015). Therefore, this research study required participants to voluntarily consent to participate in
the data collection (Josephson and Smale, 2021). In line with ensuring that participants should be
availed correct, timeous and appropriate information to make a well-informed decision before
consenting (Rao, 2008), the researcher outlined the problem he wanted to investigate, the
justification, the implication of the research as well as known and prospective risks that the

research might create.

Underscoring this perspective, Fujii, (2012, p. 718) highlight that getting “consent” is a
fundamental obligation of “ethical” research, thus the necessity that potential participants are
informed prior to participation and have consented. Accentuating the importance of informed

consent, Aguinis and Henle (2004, p. 30) argue strenuously for research participants to be



213

informed of the “purpose”, rationale, “research design”, objectives and potential risk so that they
are adequately capacitated prior to them partaking in the study Relatedly, any potential participant
with a cognitive impairment were excluded from this study for reasons that the mental illness may
hamper the potential participant capacity to fulfill the requirements of informed consent (Rao,

2008).

Protecting others from harm

The research participants’ identities was not revealed, they were not coerced, and
information shared was kept confidential so that to enhance their protection (Hernandez et al.,
2013). This is another core responsibility that researchers have to their respondents throughout
the study to ensure that they remain trustworthy, provide utmost care and maintain the social

contract that assured mutual benefits eventually (Israel and Hay, 2006).

Moreover, some organizations have a professional code of conduct that distinguish
between permissible and non-permissible conduct (Resnik, 2015). In the case of Debswana,
permission to embark on a study requires approval from the head of department and Senior Human
Resources Manager-Learning and Development when the researcher is an employee as is the case
with the current study. Clearance was granted after the assessment of the motivation of the research

and its rationale done. After careful consideration and determination that the information sought
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is beneficial to the company and would not be harmful as well as adherence to all the ethical

requirements relating to protection of the identity having been met, permission was granted.

On the same vein, it is expected that, if scholars carry themselves with “honor,” “integrity”
and “openness”, this would result in a reciprocal “goodwill”” from the participants thus, providing
additional prospects of people desiring to partake in future studies (Israel and Hay, 2006, p. 2). To
give effect to this, regulatory bodies require businesses and institutions to review and monitor
research and the use of employee data to ensure protection of the rights and welfare of employees
(John et al.,2016). For example, Botswana has passed the Data Protection Act whose key focus is
to provide a framework on how to use people’s data and the safety mechanism that have to be

employees to safeguard that data.

Integrity

The research endeavors to be truthful, trustworthy and transparent during his interaction
with research participants as well as meet all the commitments and promises made (Fisher et al.,
2007). This is not only in line with the ethics requirements but also conforms to the value of
Debswana which places an obligation on employees to build trust and put safety first in any

interaction.
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Security of information

On the other hand, Parker (2015) paints a bleak picture of emerging challenges of people
data being compromised and stolen because the controls are weak or have been bypassed. So, in
light of that, Rode (2007) point out that formulating laws that outline sanctions in the event of a
lapse in controls as well as making it compulsory to make announcements whenever there is

exposure in the security of data will assist curb the loss of information.

Sandvik and Raymond (2017) point out that information management technologies are now
being used to protect employee data as they are deemed relatively secure. Debswana has also
tightened controls on the use of information management tools by developing policies on how to
handle employee data, requiring the use of secure passwords when using computers, multi factor
authentication keys and inscription passwords, regular change of log in passwords to prevent

unauthorized access.

Data analysis

For data analysis, thematic analysis, exploratory factor analysis, descriptive and inferential
statistics were used. Relatedly, statistical tests for hypothesis testing primarily included bivariate

correlation, factor analysis and regression analysis. Furthermore, quantitative data generated from
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the online questionnaires were analyzed using SPSS software. Further details on the data analysis

plan are provided in the table below:

Table 9: Data Analysis Techniques

Objectives Hypothesis Data collection Data Statistical test
tool analysis
H1: Employees have a
To what extent do positive perception on Web based Inferential | Bivariate
employees’ perception of the role of leadership in | Questionnaire Statistics | Correlation
_ _ creating a diverse and

Inclusive leadership inclusive environment.
: L arci Ho: Employees do not .
impact diversity and D

P Y have a positive Regresglon
inclusion in Debswana Analysis

Diamond Company?

perception on the role of
leadership in creating a
diverse and inclusive
environment.
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To what extent do Ho: Employees believe | Web based Inferential | Bivariate
employees’ perception of that_ o_rganlzatlonal_ _ Questionnaire statistics | correlation
i<ational polici policies have a positive

organisational poficies effect on the creation of
impaCt diVerSity and a diverse & inclusive Regression
inclusion in Debswana | Workplace. Analysis
Diamond Company? H1: Employees believe

that organizational

policies have a negative

effect on the creation of

a diverse & inclusive

workplace

Ho: Age does not
To what extent does age | impact perception of Web based Inferential | Bivariate
impact perception of diversity and inclusion | Questionnaire statistics | Correlation

in Debswana Diamond )
diversity and inclusion in | Company. Regression

analysis

Debswana Diamond

company?

H1: Age has an impact
on perception of
diversity and inclusion
in Debswana Diamond
Company.
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Ho: Gender does not

To what extent does impact perception of Web based Inferential | Regression
gender impact perception diversity and inclusion | Questionnaire statistics | analysis
in Debswana Diamond
of diversity and inclusion | Company.
in Debswana Diamond
H1: Gender has an
company? impact on perception of
diversity and inclusion
in Debswana Diamond
Company.
What is the executive Semi structured | Virtual  through | Thematic
interview Microsoft teams, | analysis

leadership’ perception on
the impact on inclusive
leadership and
organisational policies on
diversity and inclusion at
Debswana Diamond

Company?

and face to face
interviews

Research questions

1. To what extent do employees’ perception of leadership impact diversity and

inclusion in Debswana Diamond Company?




219

The objective is to measure the perceptions of employees on the impact of inclusive
leadership which literature attests as being able to create the needed psychological safety, inculcate
a culture of embracing uniqueness as well as recognizing the diverse strengths and talents that
people offer (Shore et al., 2018) which ultimately culminates in an inclusive work environment.
Relatedly, Brimhall et al. (2017) in their study on increasing workplace inclusion revealed that
increased engagements with leadership as well as positive opinions about a leader are connected
to heightened feelings of inclusion. Furthermore, given that literature reveals that leadership
fosters a feeling of belonging and recognition amongst diverse groups in the workforce (Gotsis
and Grimani, 2016) and that, inclusion is fast being acknowledged as key leadership issue, it is
important to establish from participants’ perspectives whether in the case of Debswana, there is an

association between leadership and an inclusive environment using correlation coefficient.

2. To what extent do employees’ perception of organisational policies impact

diversity and inclusion in Debswana Diamond Company?

This thesis sought to measure whether there is a connection between organizational policies
and perceptions of diversity and inclusion. In line with this thinking, Jerénimo et al. (2022)
investigated the relationship between organizational diversity practices and employee engagement

in a particular telecommunication company. Using simple and multiple linear regression, on a
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sample of 238 participants, the results demonstrated that there is a positive association between
organizational policies and employee engagement. Farndale et al. (2015) weighs in and point to
the need to connect organizational diversity and inclusion practices to “individual”’, “groups” and
company performance with a view to appreciate the application of national or local context (p. 4).
So, extending the authors perspective on context to this proposed study, the context will be
Debswana Diamond Company. Another important element that will be considered relates to

demographic attributes as will be explained below.

3.What is the effect of demographic characteristics namely age & gender on the

perception of diversity & inclusion?

Literature has revealed the benefits of an employee socio demographic attributes for
instance, Silva et al. (2017), in their study of “8639” people aged “50” and above on “E-Inclusion:
Beyond Individual Social Demographic characteristics namely age and gender”, deployed
qualitative and quantitative approaches and confirmed that indeed demographic attributes have an
impact on the use of “information technology” (p. 2). Notably, on the qualitative method, the
scholars used focused face to face interview method in the “16” target “European countries” (p. 2)

on the other hand, surveys were used for quantitative method, Silva et al., posited.
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Similarly, professions and position titles were found to have an effect in the perception of
diversity and inclusion in their organizations (LaVergne et al., 2012). For example, the authors
conducted a study on the Agricultural teachers’ perception of the benefits of diversity and inclusion
in their programs, potential barriers as well as measures to improve diversity and inclusion in the
agricultural education interventions. Employing online questionnaire using a stratified sampling
technique on the 232 agricultural education teachers, the study showed that there is a significant
statistical difference in the teachers’ perception of the benefits of diversity and inclusion,
seemingly discriminatory practices as well as suggestions on how to optimize diversity and
inclusion in their programs (LaVergne et al., 2012). Correspondingly, literature revealed that
females and other racial minorities are underrepresented in top leadership positions
notwithstanding that growing literature that diverse companies are an epitome of “critical
thinking”, “problem solving”, contributes to “cognitive growth” and superior “talent” acquisition

(Taylor et al., 2019. p. 3). For example, some demographically “diverse” organizations report

upwards of “3.7% profit” compared to less diverse companies (Taylor et al., 2019, p.10).

Conversely in the study by Wikina (2011), on diversity and inclusion in the information
sector and whether the differences in team members perceptions and expectations are caused by
issues related to “race”, “gender” and “ethnicity” (p. 10). Using descriptive and quantitative

methods in the form of online questionnaire and statistical analysis such as descriptive statistics,

correlation analysis and T tests, the results revealed that the perception and expectations of
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diversity and inclusion in the information technology is not influenced by age, gender, position
and ethnicity. However, in the context of the proposed thesis, the effect of the perception arising

from age and gender on the creation of a diverse and inclusive work environment was evaluated.

4.What are the measures that could be employed to create a conducive

environment for diversity and inclusion to thrive in the workplace:

This objective is primarily focused on organizational interventions that Debswana could
deploy to create a diverse and inclusive workplace. The initiatives could range from policies,
procedures and practices that could be employed to address the status quo. Equally descriptive
statistics namely: measures of frequency for instance percentages and visualization tools (Kaur et

al., 2018) will be used for analysis of participants’ responses.

Similarly, data generated from senior leadership interviews was analyzed using the
thematic analysis method. Thematic analysis was conducted to organize textual data to generate
meaning and insights pertaining to this issue under investigation (Kleinheksel et al., 2020).
Additionally, this technique assisted with transforming large data generated during the data

collection into categories for effective analysis and interpretation (Harwood and Garry, 2003).
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Summary

As alluded to in the foregoing, this study adopted a concurrent research design where
quantitative and qualitative approaches were applied simultaneously where the qualitative method
was used to complement the findings of quantitative study. This simple random selection technique
used 578 participants who responded through online questionnaires while in-depth interviews were
deployed to the 29 participants. As supported by Chuen et al. (2023), the use of both quantitative
and qualitative data was meant to generate richer and validated results. For instance, interviews
were conducted to generate experiences and insights from different leaders that participated in the

study.

The thesis also used both probability and non-probability sampling and motivation for
probability sampling was that of its inherent benefit where each element of the population had a
“nonzero probability” of being included and the probability of each possible sample can be
“deduced” (Schreuder et al., 2001, p. 283). Furthermore, the probability sample is usually
“representative” of the population from which it is taken from and equally an accurate of

“population” characteristics is possible (p. 284).

Relatedly, “probability sampling” method enabled the researcher to make a determination
about the elements to include in the sample and the opportunity that each element had a “chance”

of being “selected” (Nuwagaba et al., p. 33). Consequently, a simple random sampling as one of
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the most commonly used probability sampling techniques was adopted because of its user-
friendliness and practicality to collect data “anonymously” (p. 33). Harris et al., (2023) aptly
supported the use of simple random sampling because it was statistically defensible since it was
able to support statistically derived conclusions about emerging patterns that could be extended to
the larger population. Corroborating the value of simple random sampling, Yang and Laven (2021)
posited that notwithstanding its simplicity it was a potent technique that can provide a theoretical

basis for more complicated sampling approaches.

Conversely, a central feature of the non-probability sampling method was that it cannot be
generalized to a wider population (Stratton, 2023). Notably, non-probability sampling is gaining
popularity due to the unsustainable costs and increasing incidents of non-responsiveness associated
with probability sampling methods (Fulop and Awvisati, 2022). So, as much as convenience
sampling is the most common non sampling technique because of its inherent simplicity since it

operates on the basis of “access” of target “participants” to the researcher (Stratton, 2023, p. 147).

However, for the proposed study, on the qualitative part, the researcher adopted a purposive
sampling technique because he sought to use his knowledge and the understanding of the context
to select study participants from the cohort of senior leaders. However, on the downside, the

findings from this sample cannot be generalized to the larger population but only relevant to the
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particular group because of the subjectivity of the technique. In this instance the findings applied

to the executive leadership only as they were the only group that was interviewed.

Materials used for conducting sampling and data collection include an interview guide that
was stressed tested with people who did not eventually participate in this study. Equally the
questions were adapted from a previous study that was peer reviewed. On the other hand, the online
questionnaire instrument was tested for reliability and validity using the Cronbach Alpha method
and the results were above the 0.7 threshold. Additionally, this instrument was also tested for
simplicity, language, verbosity and relevance on the selected 30 participants who only took part in

the piloting but were removed when the actual data collection commenced.
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CHAPTER 4: FINDINGS

Chapter overview

This chapter focused on the analysis of data where the overall purpose of this research study
was to measure the employees’ perception of the impact of inclusive leadership, organizational
policies and demographic characteristics namely gender and age on diversity and inclusion in the
workplace. The correlation and regression analysis were conducted to comprehensively measure
relationship amongst these variables. So, the analysis commenced by looking into testing the
model fit, descriptive statistics followed by bivariate correlations and finally regression analysis
to explore the hypotheses on associations using IBM SPSS AMOS version 20. Subsequently, this
chapter is delineated into sections starting from this introduction and is structured as follows:
preliminary analysis which involves diagnostic tests for using correlations and regressions,
reliability and validity of variables, descriptive statistics and inferential statistics, evaluation of

findings, followed by conclusions.

Three main hypotheses were developed in chapter 2 with the purpose of testing and developing
literature. In particular, the researcher sought to establish whether perceived state of diversity and
inclusion in the workplace is impacted by employees’ perception of the impact of inclusive
leadership, organizational policies and demographic variables. So, the analysis commenced by
looking into testing the model fit, descriptive statistics followed by bivariate correlations and

finally linear regression analysis to explore the hypotheses. Importantly, these hypotheses entailed
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direct relationships. However, for statistical analysis, SPSS AMOS was used to conduct the
analysis. Subsequently, this chapter is delineated into sections starting from this introduction and

is structured as follows:

In this section, the researcher discussed the findings of this study starting with the
trustworthiness of data, model fit, research questions categorized into quantitative and qualitative
approaches. Additionally, descriptive statistics, correlation analysis, and hypotheses testing were
used for data analysis. Furthermore, the researcher evaluated the findings and ultimately provided

a summary and conclusion of the study.

Model fit (reliability & validity of the data)
Reliability and validity

Prior to the evaluation of the descriptive statistics, intercorrelations and hypotheses testing
it was necessary to conduct factor analysis comprising the three variables of interest namely (a)
Inclusive Leadership, (b) Diversity and Inclusion, (c) Organizational Policies. This analysis
involved a CFA (Confirmatory Factor Analysis), with the method of Principal Component with
Promax rotation and factor extraction based on three fixed factors. The coefficient display format
was sorted by size and suppressed smaller coefficients below the value of .50. The researcher

anticipated to report important information about the relationships amongst the three variables.
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The results of the CFA for (a) Leadership, (b) Diversity and Inclusion, (c) Organizational Policies

are shown in Tables 4.3.1.2, 4.3.1.3, and 4.3.1.4 and Figure 4.3.1.1

The examination of the Kaiser Meyer Olkin (Kaiser, 1970) test was reported with a value
of .949 which was above the recommended value of .6. Worth noting is that the Kaiser—Meyer—
Olkin (KMO) test is a statistical measure to determine how suited data is for factor analysis. This
test accordingly measures sampling adequacy for each variable in the model and the complete
model which in this instance are inclusive leadership, organizational policies and diversity and
inclusion. On the other hand, the Bartlett’s test of sphericity (Bartlett, 1954) was also reported as
significant, showing the correlation matrix’s factorability. The results from principal component
analysis reported the presence of one factor for (a) Inclusive Leadership, (b) Diversity and
Inclusion, (c) Organizational Policies. The reported Eigenvalues were (a) 47% for Inclusive

Leadership, (b) 17% for Diversity and Inclusion, and (c) 7% for Organizational Policies.

Eigenvalue: A characteristic root of a square matrix. In factor analysis, each eigenvalue
from a correlation matrix represents the sum of the variances accounted for in the set of observed
variables by a given factor (Hill, 2011). Correspondingly, an examination of the scree plot (see
Figure 6.1) and the Pattern Matrix (see Table 6.3) show that the factors were loaded on three
distinct factor structure as per the researcher’s expectations. The reported values for Inclusive

Leadership ranged from .513 up to .895, for Diversity and Inclusion .760 up to .922, and for
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Organizational Policies, 625 up to .903. Using Promax rotation, with three fixed factors, the factor
loadings of the aforementioned variables suggested acceptable factor loadings for all three
variables above the .5 recommended cut off point. In addition, the Average Variance Extracted
Scores were reported at acceptable levels because a rule of thumb suggests values higher than .5
are acceptable. The results surpassed these expectations as the results for Inclusive leadership was

.53, Diversity and Inclusion was .76 and Organizational Policies was .60.

The reliability and validity of the instrument was examined using a pilot test targeting 30
participants that did not ultimately participate in the study but had similar attributes with the
population under investigation. Additionally, the examination of the validity and internal
reliability of the questionnaire for the quantitative research data used the Cronbach alpha test.
Notably, this test is frequently used to measure “internal consistency” and stability, because it
examines the extent to which responses from the questions positively “relate” with one another
(Vaske et al., 2017, p. 165). So, in evaluating the internal consistency, or reliability, the aim of the
researcher was to achieve the threshold effect size of 0.7 (Bujang et al., 2018). On the contrary, if
Cronbach Alpha is “low” or close to zero, it highlights that some of the items are not measuring
similar “dimensions” (p. 85), and this might compromise the integrity of the results. Consequently,
the Cronbach Alpha statistics for all three variables’ items independently as three separate factors
and jointly as one factor was above the recommended cut off value of .70. The composite

reliability test reported similar results above the cut-off value of .70.
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Thus, the final decision was to use three components because the results depicted in figures

and the tables below. Notably, the analysis showed that (a) Leadership, (b) Diversity and Inclusion

and (c) Organizational Policies are distinct concepts and should be examined separately.

Table 10: KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .949
Bartlett's Test of Sphericity Approx. Chi-Square 8453.819
df 190

Sig. .000
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Figure 2: Model fit Analysis

Scree Plot

&

Eigenvalue

2—

=
=

3 & = = —
- I e et = =

—a—a-—

T I I I T T I I I T T 1 I T T I I I T T
1 2 3 4 5 6 7 &8 & 10 11 12 13 14 13 16 17 18 19 20

Component Number



Table 11: Total Variance Explained
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Rotation Sums of

Component Initial Eigenvalues Extraction Sums of Squared Loadings Squared
Loadings
Total % of Variance Cumulative % Total | % of Variance Cumulative % [Total

1 9.572 47.858 47.858 9.572 47.858 47.858 8.694
3.553 17.763 65.621 3.553 17.763 65.621 4.447

3 .878 4.389 70.011 .878 4.389 70.011 7.949

4 617 3.087 73.098

5 591 2.957 76.055

6 534 2.671 78.726

7 515 2.576 81.302

8 465 2.325 83.627

9 458 2.289 85.916

10 377 1.887 87.803

11 331 1.654 89.457

12 313 1.567 91.024

13 .301 1.504 92.528

14 275 1.376 93.905

15 .258 1.292 95.196

16 .249 1.244 96.440

17 231 1.156 97.596

18 181 .904 98.499

19 .166 .830 99.329

20 134 671 . 10000

Extraction Method: Principal Component Analysis.

a. When components are correlated, sums of squared loadings cannot be added to obtain a total variance.




Table 12: Pattern Matrix?
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Component
1 2
Diversity and inclusion programmes are implemented fairly across the .89
company 5
Employees are not being disadvantaged on account of being different .88
5
Leadership recognizes unique contribution of employees .85
1
Leadership encourages employees to be open 74
8
The leadership promotes diversity and inclusion initiatives 71
8
The leadership creates a safe space for all employees to unleash their .68
potential 7
Leadership provides equal opportunities for all .67
9
Leadership discourages discriminatory practices targeting those that are .63
unigue and hold minority view 7
Leadership creates awareness on the value of diversity and inclusion in the 57
workplace 0
Leadership promotes changes in policies and procedures that support the 51
creation of diverse and inclusive workplace 3
Debswana should develop an easily understood diversity and inclusion
frameworks that provides for amongst others, flexibility &amp; access to 9
different markets ?
Debswana should adopt diverse and inclusive working practices that are fair .90
to all employees 5
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development process of minority groups in the company

Debswana should promulgate policies and processes that are enabling .89

different employee groupings to feel included 8

Debswana should create a supporting infrastructure to achieve an inclusive .89

workplace 1

Debswana should adopt affirmative action as a strategy to drive diversity and .76

inclusion 0

There is an association between quality leadership and an inclusive

environment 908
The quality of leadership has a positive impact on the state of diversity and

inclusion in the workplace. 201
Leadership drives diversity and inclusion in the performance management

system in the business 1
Leadership ensures that training interventions are putting place to create

knowledge on the benefits of diversity & amp; inclusion 046
Leadership facilitates the incorporation of diversity and inclusion in the career 625

Extraction Method: Principal Component Analysis.

Rotation Method: Promax with Kaiser Normalization.

a. Rotation converged in 5 iterations.

Source: SPSS

Multicollinearity and Heteroscedasticity

In the assessment of multicollinearity among independent variables, the values of

Tolerance and Variance Inflation Factor (VIF) were observed. Results indicate values above 0.1,

which shows no serious multicollinearity. Consistent with these findings were VIF values, which

were all close to 1, confirming no multicollinearity issues. Therefore, independent variables (Age,

Gender, Inclusive leadership, and Organizational policies) were not highly correlated with each

other. Results from the assessment are given in the table below;
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Variables Tolerance VIF

Age 0.978 1.022
Gender 0.967 1.034
Leadership 0.937 1.067
Organizational policies 0.940 1064

Heteroscedasticity test was also conducted, and using Breusch-Pagan test, where a

regression with the squared residuals and independent variables (age, leadership, and

organizational policies) was performed. The coefficient of the predicted values was significant

(p=0.000), indicating heteroscedasticity.

Inferential Statistics

4.3.2 Confirmatory Factor Analysis

Upon completion of the principal component analysis (PCA), a Confirmatory Factor

Analysis (CFA) was used to check whether the items within the three factors reported acceptable

“fit’. The confirmatory factor analysis was calculated using IBM SPSS Amos v.20 and the results

are reported below;
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Figure 3: Model Fit - Input

The following indices were assessed (a) Comparative Fit Index (CFl) (Bagozzi and
Edwards, 1998), Normed Fit Index (NFI) (Bentler and Bonett, 1980) and Root Mean Square Error
of Approximation (RMSEA). In general, the fit statistics indicate acceptable fit when the rule of
thumb is met which suggests that indices have adequate fit when they are greater than .90 and
RMSEA is below .10 (Bentler and Bonett, 1980; Medsker et al., 1994). The results reported in
table below confirming acceptable fit: IFI=.951, TL1=.938, CFI=.951



Table 14: Baseline Comparisons
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NFI RFI IFI TLI
Model Deltal | rhol Delta2 rho2 CFl
Default model 0.933 0.916 0.951 0'93 O.Qi
Saturated model 1 1 1
Independence 0 0 0 0 0
model
Table 15: Root Mean Square Error of Approximation (RMSEA)

Model RMSEA  LO%  HIgo U0
Default model 0.067 0.073 0
Independence model 0.268 0.273 0

A number of other CFA were conducted including a one and two factor structure, but the

results did not display good fit. For instance, a one factor model reported poor fit: IFI=.622,

TLI1=.534, CFI=.620, RMSEA=.183.
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Descriptive Statistics

Calculating descriptive statistics represents a crucial first step when conducting research
and should always occur before making inferential statistical comparisons (Kaur et al., 2018). In
this context, the descriptive statistics presents the demographics of participants in the table below,
in an endeavor to explore employees and leadership ‘perception of the inclusive leadership,

organizational policies and demographic attributes impact on diversity and inclusion.

Table 16: Descriptive Statistics

Variable Categories Frequency (%)
Gender Male 402 (70.2)
Female 164 (28.6)
Prefer not to say 7(1.2)
Age 42 (7.192)"
Educational level O level/BGCSE 65 (11.4)
Certificate 81 (14.2)
Diploma 131 (23.0)
Associate Degree 6(1.1)
Degree 206 (36.2)
Master’s degree 79 (13.9)
PhD 1(0.2)
Employment status Permanent 504 (88.3)
Fixed term contract 67 (11.7)
Years of experience Less than a year 1(0.2)
1-10 171 (29.9)
11-20 267 (46.7)
21-30 104 (18.2)
31-40 28 (4.9)
41-50 1(0.2)
Operation Corporate centre 56 (9.7)
H2 projects 37 (6.4)
Jwaneng 171 (29.6)
Orapa,,Letlhakane&Damtsha 314 (54.3)
mines
Function Human resource 34 (5.9)
Finance 19 (3.3)




Sustainability 46 (8.0)
Corporate affairs 10 (1.7)
Support services 17 (3.0)
Security 39 (6.8)
Mining 39 (6.8)
Ore processing 61 (10.6)
Engineering 122 (21.3)
Mineral resource management 35 (6.1)
Health services 34 (5.9)
Information management 9(1.6)
Supply chain management 12 (2.1)
H2 projects 47 (8.2)
Project management office 35 (6.1)
Technical services 9(1.6)
Transformation & innovation 6 (1.0)

(percentages) are presented for categorical variables.

NB: For continuous variables, the mean (standard deviation) is presented, otherwise frequencies
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Table 4.4.1 presents descriptive statistics of participants in the study. The variables include

categorical and continuous variables, where frequencies and their corresponding percentages are

presented for categorical variables. For continuous variables, specifically age, the mean and

standard deviation are presented. The sample consists of mostly males (402, 70.2%) and female

participants were fewer than the males (164, 28.6%). At the least were participants who preferred

not to disclose their gender (7, 1.2%). On average, participants were 42 years with a standard

deviation of 7.192, meaning that employees’ ages are about 7 years older or younger than the

average age.

Most participants hold a degree (206, 36.2%), followed by those with a diploma (131,

23.0%), PhD holders are the least represented (1, 0.2%). Results also indicate that Debswana

Diamond Company has the majority of employees with permanent contracts (88.3%), and the
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largest group of employees have 11-20 years of experience (267, 46.7%). The majority of
employees belong to engineering function (122, 21.3%), and of all the operational areas, Orapa,

Letlhakane & Damtsha mines are mostly represented (314, 54.3%).

Correlation Analysis

In this section, in furtherance of the measurement of the impact of perception of inclusive
leadership, organizational policies and demographic attributes namely gender and age on diversity
and inclusion, correlation analysis was conducted to comprehensively examine the associations
between main variables being inclusive leadership, organizational policies as well as control

variables, age and gender.

Exploratory Factor Analysis

To determine the suitability of the data for factor analysis, the Kaiser-Meyer-Olkin (KMO)
measure observed was 0.946, indicating a good sampling adequacy. Bartlett’s test of sphericity

was significant (p<0.001), indicating that the data was suitable for factor analysis.
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Component Eigen value % of variance Cumulative %
1 9.349 46.75 46.75
2 3.398 16.99 63.73
3 0.925 4.62 68.36
4 0.674 3.37 71.73
5 0.590 2.95 74.68
6 0.580 2.90 77.58
7 0.525 2.62 80.20
8 0.497 2.49 82.69
9 0.401 2.01 84.69
10 0.363 1.81 86.51
11-20 <1.00 <2 100.00

Extraction method: Principal Component Analysis

From the analysis, component 1 (inclusive leadership promotes diversity and inclusion

initiatives) and component 2 (inclusive leadership encourages employees to be open) have eigen

values above 1, and the variance explained were 46.75% and 16.99%, respectively. These two

components explain 63.73% of the total variance, indicating that they summarize most of the

information in the dataset. Beyond component 2, the variance explained is minimal, therefore

indicating a two-factor solution. These results confirm that leadership, organizational policies and

diversity and inclusion may be represented by distinct factors.
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Figure 4: Factor Analysis Output (Scree Plot)

Scree Plot
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To determine the number of factors to retain, a scree plot was presented above. The plot
indicated that beyond the second factor, the remaining components do not have a significant
contribution. From a rotated component matrix, the results suggest that Inclusive Leadership and
Diversity and Inclusion are closely related and can therefore represent a single underlying factor,

while organizational policies form a distinct factor.
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Perception Inclusive Organisational Age of Employment Position level Years of
on D&| leadership Policy participants Sex of participants status Qualification (optional): experience
Perception Pearson Correlation 1 736" 207" -.064 114” -.096" .014 .016 -.01¢
Sig. (2-tailed) .000 .000 127 .006 .021 734 .708 .651
N 578 578 578 578 578 578 578 578 57¢
Inclusive Pearson Correlation 736" 1 297" -018 .054 -101 -.053 .061 .00z
FERlEilf Sig. (2-talled) 1000 1000 71 199 015 206 145 96¢
N 578 578 578 578 578 578 578 578 57¢
Organizational | Pearson Correlation 207" 297" 1 -.030 -.041 -.063 -.128" .050 -.01€
iy Sig. (2-tailed) 1000 1000 478 328 128 002 228 69¢
N 578 578 578 578 578 578 578 578 57¢
Age of Pearson Correlation .064 -.018 .030 1 1317 -.254" -.176" .022 .590°
participants - -
Sig. (2-tailed) 127 671 478 .002 .000 .000 .602 .00¢
N 578 578 578 578 578 578 578 578 57¢
Gender of Pearson Correlation 1147 .054 -.041 -1317 1 .052 .245" -.022 -.146"
participants - -
Sig. (2-tailed) .006 .199 .328 .002 212 .000 .597 .00C
N 578 578 578 578 578 578 578 578 57¢
Employment Pearson Correlation -.096" -101" .063 -.254" .052 1 161" -.055 -.232"
Stats Sig. (2-tailed) 021 015 128 1000 212 1000 184 00
N 578 578 578 578 578 578 578 578 57¢
Qualification Pearson Correlation .014 -.053 128" -176" 2457 1617 1 -.413" -172
Sig. (2-tailed) 734 .206 .002 .000 .000 .000 .000 .00C
N 578 578 578 578 578 578 578 578 57¢
Position level Pearson Correlation .016 .061 .050 .022 -.022 -.055 -.413" 1 -.02¢
(optional): - N
Sig. (2-tailed) .708 .145 .228 .602 .597 .184 .000 .56¢
N 578 578 578 578 578 578 578 578 57¢
Years of Pearson Correlation .019 .002 .016 .590™ -.146" -.2327 -172" -.024 1
experience = A
Sig. (2-tailed) 651 963 696 .000 .000 .000 .000 .565
N 578 578 578 578 578 578 578 578 57¢

**_Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Source:

SPSS

Employees’ perception of the impact of inclusive leadership on diversity and inclusion

In the table above the bivariate correlation analysis shows a positive and significant

relationship of employees’ perception on the impact of inclusive leadership and the creation of a

diverse and inclusive workplace (r = 0.736, p <.001). This suggests that a strong perception of

inclusive leadership is related to a favorable view of a diverse and inclusive work environment.

Notably, the confidence interval was set at 99%. Thus, a positive view of the organizational

leadership will result in the feelings of inclusion whereby the work environment is conducive for
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diversity to thrive and a general sense of inclusion to be realized. Additionally, the way leadership
conducts and treats employees has a significant impact in how they perceive the workplace. So, it
is important for leadership to be cognizant of the impact that they have on the business as well as
heed feedback from employees regarding how those decisions are affecting the workplace and

affecting employee experiences.

Another result revealed a positive and significant association between perception of the
impact of inclusive leadership on organizational policies and the creation of a diverse and inclusive
workplace (r=.297, p<.001). This suggests that the leader can influence company initiatives which
eventually impact how employees perceive diversity and inclusion. Other findings entailed a weak
negative but statistically significant relationship between age and the perception of the impact of
leadership in creating a diverse and inclusive workplace (r=-.064, p<.05) at 95% confidence

interval.

This suggests that the younger the employees, the more positive the perception of the effect
of inclusive leadership on the impact of diversity and inclusion. Thus, if leadership is perceived
favorably by the younger generation, it probably leads to the perception of belonginess in the
workplace by this grouping. On the other hand, the bivariate correlation analysis depicts a positive
and significant association between gender and perception of inclusive leadership on diversity and
inclusion (r = .114, p < .05). This suggests that male employees have a positive perception of a

diverse and inclusive work environment. Employment status also showed a weak negative and
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statistically poor relationship with leadership (r = -0.96, p < .10). Thus, employees on permanent
contracts have a positive view of the effect of leadership in creating a diverse and inclusive

environment.

On the contrary, qualifications showed a positive and no significant relationship with
inclusive leadership (r = .014, ns). Similarly, position level revealed a positive but no significant
relationship with the perception on leadership (r=.016, ns) Conversely, organizational tenure

showed a negative but no statistically significant association with leadership (r = -.04, ns).

Relationship between perception of organizational policies and diversity and inclusion
Relatedly, correlation analysis also revealed a strong positive and significant relationship
between organizational policies and diversity and inclusion (r = .207, p <.001). This means that a
positive perception of organizational policies favorably affects the views of diversity and
inclusion. Thus, this suggests that organizations should promulgate progammes, transparent and
inclusive policies, procedures and interventions that will positively impact all employees in the

workplace.

Other demographic variables

Age (r =-.028, ns), gender (r = -.046, ns) showed a weak negative but statistically no
significant relationship with diversity and inclusion. Conversely, age showed a negative but no
statistically significant association with the perception of diversity and inclusion (r = -.025, ns).

Gender on the other hand revealed a positive but weak significant association with the perception
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of diversity and inclusion (r = .075, p < .10). This suggests that male employees have a positive
perception about diversity and inclusion. Other associations comprised of gender and employment
status (r=.060, ns), gender and position level (r=-.019, ns), a positive and significant correlation
between the perception of gender on the impact of qualification of the perception of diversity and
inclusion (r=.247, p<.001). This finding reveal that males are more inclined to believe that the
qualification has an impact in the perception of workplace is diverse and inclusive. Additionally,
gender and organizational tenure was negatively but significantly related (r=-.147, p <.001). This
result mean that male employees have a positive perspective that the longer the employee is in
employment the more favorable view they espouse of the state of diversity and inclusion in the

workplace.

Relationship between other variables and diversity and inclusion

Organizational tenure (r = -.072, p<.10) on the other hand revealed a weak negative but
poor statistically significant relationship with the perception of diversity and inclusion. This result
means that those employees with comparatively lower employment experience a positive
perception of a diverse and inclusive workplace. Additionally, qualification revealed a negative
weak but statistically significant association between organizational policies and the perception of
a diverse and inclusive environment (r = -.144, p < .001). This result suggests that the employees
with lower qualifications have a negative perception about the impact of organizational policies

on the perception of a diverse and inclusive environment.
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Furthermore, a positive and significant relationship between employment status and
qualification (r =.171, p<.001) was reported. This result suggests that those employees on a
permanent contract view qualifications as having a positive effect on how diversity and inclusion
is perceived in the workplace. Conversely a negative and no statistically significant association
between employment status and position level (r= -.068, ns) was revealed. On the other hand,
employment status and organizational tenure (r= -.242, p < .001), showed a negative but
statistically significant relationship. This finding revealed that employees on permanent contracts
perceive work experience to be associated with the perception of diversity and inclusion.
Conversely employment status and operation (r =.117, p <.05) showed a positive and statistically
significant relationship with operation. This result demonstrated that employees on permanent
employment contracts perceive operation to have an impact on the perception of diversity and
inclusion. Position level (r= 0.055, ns), showed a weak negative but statistically no significant

relationship with diversity and inclusion.

Equally, qualification showed a negative but significant association with position level (r
=-.418, p<.001). This finding means that employees with lower qualifications and long experience
in the workplace have a positive view of diversity and inclusion. Moreover, a negative but
significant relationship between qualification and organizational tenure (r = -.162, p<.001) was
reported. So, this suggests that employees with lower qualifications perceive the length of service

to have an impact on the perception of diversity and inclusion.
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Likewise, a positive and statistically significant correlation between qualification and
operation (r =.147, p <.05) was reported. This result revealed that highly qualified, or professionals
believe that work location has an impact on the perception of diversity and inclusion. However, a
negative association was exposed between position level and operation (r = -.194, p <.001). This
result suggests that employees in lower hierarchical levels perceive that an operation has an impact
on the perception of a diverse and inclusive work environment. Conversely, a negative but no
significant relationship between organizational tenure and operation (r =-.025, ns), position level
and organizational tenure (r = -.25, ns) were reported. Additionally, with regard position level, the
results showed a positive association but no significant relationship with diversity and inclusion
(r=.055, ns). Similarly, employment status (r = -.072, ns), organizational tenure (r = -.02, p < ns),
operation (r = -.081, ns) all revealed a negative but no significant relationship with the perception

of a diverse and inclusive work environment.

Regression Analysis
The linear regression method was used since diversity and inclusion (dependent variable) was

continuous, so this analysis was conducted to examine the following three hypotheses.

Hypothesis 1: Employees perceive that inclusive leadership has a positive effect on diversity and
inclusion in the workplace.

Model 1: Diversity & Inclusion = 0 +p1 Leadership + ¢
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Hypothesis 2: Employees’ perception of organizational policies has a positive effect on diversity
and inclusion.
Model 2: Diversity & Inclusion=p0+32 Organizational Policies +¢

Hypothesis 3 (a): Age has a significant relationship with the employees’ perception of diversity
and inclusion
Model 3: Diversity & Inclusion =B0+B3Age +¢

Hypothesis 3 (b): Gender has a significant relationship with the employees’ perception of diversity
and inclusion
Model 3: Diversity & Inclusion =0+ B4Gender +¢

Over and above the univariate models from the three hypotheses, the following multivariate model
was also conducted;

Diversity & Inclusion =p0+p1Leadership+p2 Organizational Policies+p3Age+p4Gender +¢

This was done to explore complex relationships between multiple independent variables
and their combined effect on Diversity and Inclusion. Examining multiple predictors
simultaneously leads to more accurate estimates of their effects since the model accounts for the
shared variance between predictors. The results from the univariate analysis and multivariate

analysis are presented in Tables below.
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Model Intercept | Leadership Organizational | Age (Bs) Gender (B4) R? P-value Cl for
(Bo) (B1) Policies (B2) coefficient
Model 1 | 0.759 0.7 0.719 0.001 | (0.731,
90 " 0.842)*
Model 2 | 2.029 0.342 0.078 0.001 | (0.233,
* 0.440)*
Model 3.311 0.005 0.002 0.321 | (-0.004,
3@) 0.014)
Model 3.421 0.125 | 0.005 0.096 | (-0.020,
3(b) 0.262)
*Indicates statistically significant p-vales and confidence intervals
Table 20: Multivariate regression model for diversity and inclusion
Variables Intercept (Bo) Coefficients (B) R? P-value 95% ClI for coefficients
0.223 0.729
Leadership 0.766 0.001 (0.700-0.825)"
*
Organizational Policies 0.133 0.001 (0.071-0.198)*
Age 0.001 0.718 (-0.005-0.006)
Gender 0.006 0.882 (-0.072-0.090)

e Indicates statistically significant p-vales and confidence intervals

In the univariate analysis, the baseline value of diversity and inclusion when leadership is

zero was 0.759. A one-unit increase in leadership effectiveness leads to an increment in diversity

and inclusion by 0.790 units. This model explains 71.9% of the variance in the diversity and

inclusion variable, indicating that leadership is a good predictor of diversity and inclusion.

Consistent with this result is a significant p-value of 0.001. The 95% confidence interval excluding
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zero (0.731, 0.842) also suggests significant positive effects of leadership on diversity and

inclusion.

For model 2, the baseline value was 2.029 and a unit increase in organizational policies
lead to an increase in diversity and inclusion by 0.342. The R-square value of 0.078 was quite low,
suggesting that organizational policies are not a very strong predictor of diversity and inclusion.
The significant p-value (0.001) and a confidence interval excluding zero (0.233, 0.4400 indicates

that organizational policies are a significant predictor for diversity and inclusion.

The models for demographic variables, specifically age and gender were such that the
predictor variable in 3(a) was age and that of 3(b) was gender. The baseline value of diversity and
inclusion in model 3(a) was 3.311, and a one-year increase in age increases diversity and inclusion
by 0.005. The p-value for age was greater than 0.05 (0.321), and a confidence interval including
zero (-0.004, 0.014) which indicates that age has no effect on perceptions of diversity and
inclusion. This model explains 0.2% of the variance of diversity and inclusion variable, and this is

the lowest across the univariate models.

In model 3(b), the baseline value of diversity and inclusion was 3.42. The proportion of the
variance in the dependent variable explained by gender was 0.5% which is relatively low,

indicating that gender does not explain much of the variance in diversity and inclusion. The
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coefficient of gender was 0.125, which means that being a male affects the perception of diversity
and inclusion by 0.125. However, gender had no effect on diversity and inclusion, this was shown

by an insignificant p-value (0.096) and a confidence interval including zero (-0.020, 0.262).

The expected value of diversity and inclusion when all predictors (leadership,
organizational policies, age and gender) are equal to zero in the multivariate analysis is 0.223 (see
Table 4.5.3). A one unit increase in leadership increases diversity and inclusion by 0.766 units,
and this variable had a statistically significant positive effect on diversity and inclusion (p-value =

0.001). These results were confirmed by a 95% confidence interval excluding zero (0.700, 0.825).

The coefficient for organizational policies was 0.133, which indicates that for each unit an
increase in organizational policies, diversity and inclusion also increases by 0.133 units. The p-
value of 0.001 was statistically significant since it was less than 0.05 and the 95% confidence
interval excluded zero (0.071, 0.198), hence suggesting that organizational policies have a

significant positive impact on diversity and inclusion.

An increase in age by a year would increase diversity and inclusion by 0.001 units when
other variables are held constant. However, this was a very small effect. A p-value of 0.718 which
is much greater than 0.05 indicated that age was not statistically significant. The 95% confidence

interval including zero (-0.005, 0.006) also validated these findings. Results also revealed that,
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when other variables are held constant, being a male employee affected the perceptions of diversity
and inclusion positively by 0.006 units. However, this variable had no significant effect (p-value=
0.882). A 95% confidence interval including zero (-0.072, 0.090) also indicated no meaningful

effect on Diversity and Inclusion.

Results from the univariate analysis and multivariate analysis were consistent in the sense
that leadership and organizational policies were found to be significantly linked to perceptions on
diversity and inclusion, while gender and age were insignificant. An R-square value for
multivariate model (0.729) was higher than that of univariate models, since a multivariate model
is more likely to explain a larger proportion of the variance in the dependent variable (Diversity
and Inclusion). In conclusion, the multivariate regression model best explains Diversity and

Inclusion.

Evaluation of Findings

The following section focused on hypotheses testing.

Hypothesis Testing

The following discussion delved into hypothesis testing.

Hypothesis 1: Employees’ perception of inclusive leadership has a positive impact on

diversity and inclusion.
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Bivariate correlation and regression analysis were used to test relationships between
inclusive leadership, organizational policies and demographic variables on the creation of a diverse
and inclusive environment. Subsequently, on the examination of correlation coefficient relating to
leadership and diversity and inclusion, the results showed a strong positive and significant
association between employees’ perception of the impact of inclusive leadership on creating a

diverse and inclusive environment (r=.824, p<.001) at 99% confidence interval.

However, when employees’ perception of inclusive leadership and diversity and inclusion
were subjected to the regression analysis, the results were that there was a significant p-value of
0.001 and the 95% confidence interval excluding zero (0.731, 0.842) suggesting a significant

positive impact of inclusive leadership on diversity and inclusion.

The findings above mean that the way a leader discharges his or her responsibilities directly
and positively impacts how the workforce perceives diversity and inclusion. These results find
resonance with, Rathore et al. (2021) who posited that, a leader should create a conducive
environment for diversity and inclusion to thrive and ultimately drive business performance.
Furthermore, the authors argue that, when the leader was “supportive, empowering direct reports”
and ensuring fairness and recognition, this act subsequently created a sense of “belonging” in the
affected group. Additionally, when, valuing, respecting employees for their “uniqueness” and

positioning different personal attributes as strength equally addresses employees’ desire to be
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unique (p. 47). Moreover, existing literature revealed that visibility and active support from top
leadership in an organization is essential to the realization of change initiatives, particularly when
employees perceive the leader to be committed, acting as an advocate to diversity and inclusion

agenda, (Syed and Ozbilgin, 2019).

Additionally, the value of inclusive leadership was underscored by Cottrill et al. (2014)
whose study revealed that leadership is positively correlated with an inclusive environment, thus
companies were challenged to ensure that leaders create a positive environment where employees
are motivated to work, beyond the prescribed conditions of employment, the authors concluded.
Similarly, Lewis (2016, p. 325), emphasizes the impact of leadership and argued that “equity-
oriented leadership” results in psychological safety, respect for diverse views and genuine

participation.

Relatedly, Luevanos (2018) highlighted that, to effect some changes in the workplace such
equity relating to demographics in organizations require leaders to shift their practices in order to
create an inclusive environment. Thus, being able to gauge perceptions of the workforce on the
effectiveness of leader’s practices is crucial to assist businesses in making the needed changes to
ensure a positive workplace atmosphere. This perspective was echoed by Gomez-Hurtado et al.
(2021) in their study of “Inclusive Leadership: Good Managerial Practices to Address Cultural

Diversity in Schools” and confirmed that leaders are critical to the creation of a diverse and
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inclusive workplace through amongst other things development of policies, procedures and system
that ensure fairness, equity and shared values. Equally, Ruhman (2019) revealed in his studies that,

there is a probable association between leadership practices and organizational outcomes.

So, it can be deduced that these findings that as much as there is literature on the effect of
leadership on the creation of an inclusive environment, this thesis addressed the knowledge gape
of the impact of inclusive leadership in the context of a mining industry in Botswana. Furthermore,
another contribution to the literature was that the theorical frameworks namely leader-member
exchange, social exchange theory, social identity theory as well as optimal distinctiveness theory
were extended to this study, and they supported the findings. These theories assisted in providing
a deeper appreciation of the associations between employees’ perceptions as well as impact of
inclusive leadership on workplace diversity and inclusion at a leading diamond mining company
in Botswana. Relatedly, employees’ perception on the impact of organizational practices on

diversity and inclusion was investigated as described in the hypothesis below:

Hypothesis 2: Employee perceive that organizational policies have a positive impact on

diversity and inclusion.

Correlation analysis was used to test the above-mentioned hypothesis and the results showed

a positive and statistically significant correlation between employees perceptions of organizational
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policies and diversity and inclusion(r=.269,p<.001) Additionally, regression analysis as shown in
Table 4.7.1showed the significant p-value (0.001) and a confidence interval excluding zero (0.233,
0.4400 indicating that organizational policies is a significant predictor for diversity and inclusion.
Thus, the results therefore suggest that the way in which organizational policies are enacted and

implemented has an impact on employees’ perception of diversity and inclusion.

The above perspective connects with sentiments shared by Bernstein et al. (2020) who argued
that impactful organizational policies result in employees espousing a shared purpose, cohesion,
and thus aiding the creation of a diverse and inclusive environment which in turn ultimately create
positive outcomes for the organization. Similarly, these findings find support with Vanoy (2011),
who found that over 79% of the companies in the United States of America use recruitment,
diversity training, coaching and mentoring to increase diversity and inclusion in the workplace.
Specifically, training is believed to increase organizational productivity, reduce expenses
associated with resignations, attraction and retention of top talent, retention of diverse customer

base and increase in profitability (Gilliard, 2008).

Moreover, the global changes with regard increased fluidity in workplace diversity compel
organizations to devise practices that will empower previously marginalized groups to access
advancement opportunities to realize their potential, while retaining their identity but at the same

time being treated as part of the larger business (Shore et al., 2018). On the contrary, (Roberson,
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2006; Holvino et al., 2004), argued that how businesses manage diversity, and inclusion to a larger
extent determine their success and sustainability. Accordingly, organizations should design and
implement practices geared at optimizing diversity and inclusion such as targeted attraction and
selection, training and development, talent management and mobility programmes, the authors

posited.

Additionally, when organizational policies are appropriately implemented, the diversity and
inclusion benefits that accrue include equity, justice and teamwork. Thus, as companies deploy
various diversity and inclusion progammes, such as the design of a flexible work arrangement
framework and associated drivers that underlie it (Gardiner and Tomlinson, 2009), the key is to
ensure that, this diversity is managed properly as literature has revealed that (Ohunakin et al.,
2019) effectively managing diversity and inclusion has tremendous impact on key business
outcome such as job satisfaction and organizational productivity. This argument is premised on
exchange theory which focus is on perceived justice therefore explains that employees are
displeased when there is no fairness in an exchange or when others are unfairly rewarded relative
to others (Redmond, 2015). Relatedly, research highlights that when organizational policies are
correctly and effectively executed in line with expectations of employees, this turns to create a
feeling of satisfaction amongst employees thereby stimulating commitment, trust and productivity

(Honu et al., 2022).
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So, in the example of the impact of organizational policies on diversity and inclusion,
effective diversity management is linked to positive organizational outcomes, and this is in line
with the social exchange theory (Kundu and Mor, 2016) because by creating an enabling
environment for employees to embark on work that is meaningful and value adding to customers,
these employees are motivated to reciprocate the positive treatment they are receiving from the
organization. For instance, when employees have access to authorities and opportunities in the
form of organizational “initiatives” they “feel” grateful to “respond” in a way that is advantageous
to the company (p. 17). This assertion connects with optimal distinctiveness, social exchange and

human capital theories that have been explained in the preceding section.

Hypothesis 3: Age and gender have a significant relationship with the perception of

diversity and inclusion.
o Age
Correlation analysis was conducted on the effect of age on diversity and inclusion and the
results were a negative and no statistically significant relationship with the perception of diversity
and inclusion (r=-0.25, ns). Similarly, regression analysis was undertaken, to assess the impact of
age and diversity and inclusion and the results showed a negative and no significant impact on
workplace diversity and inclusion (b=-0.39, ns). These results are contrary to the findings of extant

research which amongst others found that age diversity has a positive and statistically significant



260

impact on organizational outcomes (Turi et al., 2022). Furthermore, companies are recognizing
that the workplace is increasingly becoming intergeneration and in this regard are promulgating
age diversity policies and practices to address any negative perceptions relating to age (Hales and

Riach, 2017).

In support of the foregoing perspective and emphasizing the value of effectively managing
demographic changes, Bieling et al. (2015), point out that the shifts in demographic attributes are
causing organizations to review their talent strategies considering increasing war for scarce talent
chiefly for younger generation that is deeply competent, knowledgeable but scarce. In return, the
impacted employees will be motivated to exert their discretionary efforts, loyalty and trust thereby
leading to superior business performance. This argument aligns with the principles and assumption
of the social exchange theory where the reciprocation occurs between organizations and their
workforce where the employees feel that they are being recognized and respected for their

uniqueness and equally welcomed as part of the team (Ali and French, 2019).

o Gender
With regard, correlation analysis on the relationship between gender and the perception of
diversity and inclusion, the results expose a positive but a weak statistically significant association
with diversity and inclusion (r=.075, p<.10). This suggests that male employees have a positive

perception about diversity and inclusion. In support of the above assertion, Ruhman (2019) argued
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that a gender lens had an influence in how males and females perceive the impact of reforms in
the workplace. In the same token, organizations that have management to break the “glass ceiling”
in terms of granting women opportunities to thrive and achieve their career aspirations have
realized massive business outcomes in terms of performance and positive reputational index,

Ruhman argued.

Thus, in measuring whether demographic attributes namely how gender impact the
perceptions of employees on diversity management and workplace happiness compared to their
male peers, Mousa et al. (2020) found that, female perceive diversity and inclusion initiatives more
favorably compared to their male counterparts. Therefore, given that the world is no longer inward-
looking, companies that have been successful at attracting and retaining diverse demographics and

talents are having a competitive advantage over their competitors, Mazur concludes.

Notwithstanding the increase in the number of female employees joining the employment
ranks, that has not translated into gender inclusion (Kang and Kaplan, 2019). This is characterized
by discriminatory practices pertaining to career progression, capability building and mobility
opportunities as well as remuneration relative to the male counterparts, the authors argue.
Therefore, to address this challenge of inadequate inclusivity, women and girls are being targeted
for enrolment on Science, Technology, English and Mathematics with an inclusive framework to

create a platform to increase opportunities for female employees in the workplace (Plaza et al.,
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2020). Furthermore, Nishii (2013) posited that access to benefits and opportunities should not be

tied to the identity of group.

The foregoing analysis of the findings connects to the existing literature on the perception
of employees on diversity and inclusion as well as the effect of demographic variables on the
creation of a diverse and inclusive workplace. The unique contribution of the study was to highlight
the importance of employee perceptions on the impact of leadership, organizational practices and
deep understanding of the demographic attributes on diversity and inclusion. Equally important
was the application of the selected theoretical frameworks to guide the evolution of this research

essay.

To complement the results from the quantitative research approach, qualitative research
was conducted, and the results are as follows. These findings were categorized into the thematic
areas emerging from the executive leadership interviews that were conducted to evaluate the state

of diversity and inclusion in the workplace.

Qualitative Research (Thematic areas)

Subsequently, emerging insights and themes emerging from the leadership interviews were
as follows:

1. Perspectives on the state on diversity and inclusion in the company
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Majority of the participants were of the view that diversity and inclusion were a great
undertaking, and the company has set up a good foundation even though the understanding was
still in the infancy stage. Emphasizing the foregoing perspective, participant 1 argued that “the
company was on the right path but there was scope for improvement”. Correspondingly,
participant 6 pointed out that, “diversity and inclusion was a good initiative, however, caution
should be about prematurely rushing women into position of leadership”. “Rather the company
should actively enact programmes that drive value and capability rather than abstract numbers that
eventually attract stigma”, participant 6 concluded. Emphasizing the importance of diversity and
inclusion, participant 18 pointed out that it was a new area of focus, and it was starting to get
traction and adequate understanding. For instance, in the last 3 years the leadership gave it impetus
in terms of review of policies that were perceived as not promoting inclusion as well as the targeted
recruitment and selection of previously under presented people as well as women into technical
discipline such as mining, ore processing, engineering and mineral resource management amongst

others.

Conversely, participant 8 agreed that as much as this was a good initiative, it was vital to
evaluate barriers and opportunities from a cultural perspective given that Botswana is a
conservative country. Similarly, some participants opined that diversity and inclusion was a
progressive undertaking but the downside the focus was on one element which was women

inclusion to the exclusion of other disadvantaged groups. Some participants also stated that
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Debswana was not leading from the front and was increasingly being left behind on the diversity
and inclusion agenda thus threatening its competitive edge as well as its ability to attract different

types of talents and capabilities that place premium on inclusion and belongingness.

Underscoring this viewpoint, participant 23 does not believe that many people know about
the value and intended benefits of diversity and inclusion. However, the participant does not
believe that it was a company problem but a national one as well but at a fundamental level,
employees should not be discriminated against based on differences in their demographics. For
example, participant 24 highlighted that, *“ as women, we are left behind, so given the proportion
of women to men in leadership positions, it is evident that we are lagging behind”. Asserting a
similar perspective, participant 28 stated that “diversity and inclusion has been talked about for
years but there is not enough traction owing to the lack of “how”. The participant pointed that “the
business knows what it has to do, the intentions are good but not translatable into action”. He
pointed that at times makes decisions to create an impression without impact on the creation of a
diverse and inclusive place.” He revealed that the desire was articulated and confirmed but
implementation was halfhearted as evidenced by the inability to embed diversity and inclusion into
the fabric of Debswana. He also lamented the lack of consequence management for those that did
execute the diversity and inclusion agenda but similarly cautioned against accelerating people into
positions that they are not ready to occupy least that affects business performance and employee

morale.
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Nevertheless, the majority of participants asserted that diversity and inclusion are critical
ingredients to the success and sustainability of Debswana in this cutthroat competition and ever-
changing customer taste, however there is need to create a conducive environment that enables the
different groups to feel included and engender a sense of inclusion. They cited differently abled
groups, ethnic minorities, under privileged groups such as lesbians, gays, bisexuals and

transgenders communities.

For instance, participant 11 argued that “ a diverse and inclusive workforce is a key enabler
of an inclusive work environment and on the perspective of female inclusion, the company is
doing well”. However, “on other elements the company is not doing well because it has adopted a
mechanical approach of mere compliance rather than authentic commitment to the achievement of
the D&I aspirations” participant 11 asserted. Similarly, participant 10 asserted that, “Key
Performance Indicators driving Diversity and inclusion programme not transparent and are
simultaneously weak”. Thus, “it is important to design competent key performance indicators on
diversity and inclusion”. Equally, “there is also a lack of common understanding of why diversity
and inclusion as well as how to compute robust measures”. “The same weakness goes to the
monitoring framework in respect of who oversees the program and who is accountable for the

delivery of the programme”, participant 10 argued.
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Buttressing the foregoing perspective, participant 14 claimed that, “good intention with
pursuit of diversity and inclusion, however, the implementation is sluggish. “This is a leadership
question therefore the focus should be on business sustainability using diversity and inclusion as
a lever to achieve those aspirations”. Nonetheless, there is scope to close these gaps as suggested
by participant 23 whose view was that D& was a great initiative particularly in the industry has
been dominated by male employees. “The increase in the number of women in leadership positions
IS encouraging but more can be done to create awareness on the importance of creating a thriving

environment and breaking barriers that prevented women from accomplishing their career goals”.

Similarly, participant 27, was of the opinion that “to achieve sustainable D&I, the company
must rearchitect the whole foundation to make the company accommodative and receptive to
conversations about issues that were hitherto deemed a taboo such as Lesbians, Gays, Transgender
and Bisexuals (LGTBQs) communities”. However, participant 26 advocated for caution and
argued that as much as D&I is a good initiative and it is imperative to support women, this support
should not be at the expense of a boy & male employee. Furthermore, it should not descend into a
numbers game. Many of the participants argued that, as much as Debswana was on the right path,
there is more that still needed to be done. For example, the participants proposed capacity building
on diversity & inclusion at grassroots level, but pointed out that, the drive should be broad based

and include both boy & man in their approach. Equally, they contended that diversity and inclusion
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programmes should be participatory and build up from the foundation by encapsulating wide

participation of employees.

Conversely, some participants raised a concern that they do not believe that many
employees understand what drive about diversity and inclusion is all about but characterized this
inadequate knowledge not only as a company concern but a national problem as well. Case in
point, participant 28, pointed out that, “D&I has been talked about for years but there is not enough
traction owing to the lack of “how”. The business knows what, the intentions are good but not
translatable into action. At times we move to create an impression without impact”. Thus, it was
important to redesign robust key performance indicators to gauge whether D& | was on track as

well as monitor progress.

On the contrary, participant 16 argued strenuously that, D&I is a buzz word, there is no
commitment from top leadership/executives, and at most It’s just a fashionable phrase. In the same
vein, participant 25, stated that, “Debswana is demonstrating that its not all about talk but no action
because there is evidence of work on the ground. Supporting this perspective, participant 17
indicated that, “diversity and inclusion is a journey, the company is at the starting blocks, however,
we shouldn’t fall on the trap of pushing numbers at the expense of addressing fundamental issues

inhibiting the realization of a noble goal of having a diverse and inclusive workplace”.
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Furthermore, he stressed that, at times, the company made decisions to create a perception of effort

but without concrete impact on the intended targets.

Ultimately, it was discernable from the participants’ various perspectives on diversity and
inclusion that it is a contentious matter as a result it is imperative that awareness creation efforts
be increased on the importance of promoting diversity and inclusion in Debswana, but more work
needs to be done to capacitate and reassure those that have doubts about its potential success in
the company. The insights that emerged from this thematic area are that employees were not aware
did not understand the need for the company to embark on the diversity and inclusion programmes,
they viewed it as foreign, some male employees were fearful that diversity and inclusion might
take away the advantages that they were accustomed to. Therefore, suggestions were made for the
company to capacitate all the employees on the benefits of a diverse and inclusive workforce, to
engender collaboration between the dominant employee groups in particular men and women to
ensure that men support the inclusion and ascendance of women into positions of authority. It is
also evident that Debswana was yet to develop robust systems, policies and processes that would
enable integration of diversity and inclusion in the workplace. Leadership commitment and
conservative culture were found to be inhibiting the implementation of diversity and interventions.
As such the masculine culture prevalent in the company frustrated the ascension of women into

key positions resulting in some resigning.
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2. Prioritization of Diversity and inclusion in the organization
There was a near consensus that it was vital to prioritise D&I and challenge existing
negative stereotypes that hampered the realisation of D&I aspirations. For instance, participant 2
suggested that Debswana should prioritize diversity and inclusion and most importantly, develop
monitoring tools as well as feedback mechanisms to create a conducive environment. Relatedly,
D&I was hailed as a great initiative because in some instance it has resulted in more female

employees being given an opportunity at senior leadership levels hence the need to be prioritized.

Corroborating the above perspective, participant 4 stated that, “diversity & inclusion
needed to be prioritized-because it enhances our reputation, attractiveness to our customers and
other stakeholders”. Participant 5 felt that leaders needed to be capacitated and supported to
embrace diversity and inclusion. Vitally, the participant opined that, measures of success needed
to be defined and socialised across the company to increase knowledge, responsibility,
accountability and buy in. For example, participant 7 stated that the promotion of women into
positions that had previously not been assumed by women showed that diversity and inclusion is
being embedded. Sharing this argument, participant 9 was emphatic that diversity and inclusion
should be prioritized as a matter of fact, furthermore, the participant stated that diversity and
inclusion require dedicated resource with expertise, to inform the company of the different
approaches, strategies and toolkits to be applied. This is because according to participant 19, “not

all employees appreciate the value of D&I in the workplace chiefly because they do not have a
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proper change management process”. The participant argued it was boardroom concept, known by

only a few in leadership positions.

Nevertheless, participant 17 cautioned that, “Diversity and Inclusion should not only be
prioritized but merit should be the underlying factor. “We should not push numbers at the detriment
of capability”. This is because “not all employees appreciate the value of D&I in the workplace
chiefly because they have not been proper change management process” (participant 18). Case in
point, D& | need to be prioritized but should be underpinned by merit and should not be perceived
as a numbers game where the focus is just on increasing the numbers. “Sometimes you hear
comments such as | have to have five females in my team. Therefore, “I' am adding another for
me. “That leader is essentially taking away something from that individual”. “You may wonder
what goes through that woman’s head and she is probably thinking | may not be put here not
because | am not competent but because | am a woman first” (participant 23). The participant
pointed out that it is more of a executive leadership fad, known by only by a select few in the

company.

Therefore, a conducive environment should be provided so that previously marginalised

groups opportunities can come on board because there is value in having an inclusive environment
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and it will contribute towards business continuity. Nevertheless, participant 24 stated that D& |
should not be prioritized because it will be at the expense of other groups (males). The participant’s
concern was that there appeared to be a skewed focus on the female child and women to exclusion
of male employees.” This creates an impression that the leader would be taking away something
from a more deserving or capable person. Rather she proposed that in the case of gender inclusion,
women be appointed to leadership positions because they are competent not because they are
women first”. However, participant 14 suggested that the organisation should enquire as to why
female employees are not joining the technical field? Consequently, the majority of the participant
asserted that, D&I should be prioritized because it is a business sustainability conversation in the
form of localization. However, we ought to move with speed and commitment before we are

coerced to do it through legislation.

Equally, the participants were united in the need to prioritize to D&I because traditionally
mining has been male dominated, and that leadership support is crucial for the success of this
major change. This perspective aligned with exact literature which showed that, incorporating DEI
into an organizational way of doing things and strategic imperative raised the bar with regard
problem-solving ability of teams, employee retention, and worker satisfaction and commitment
(Royeen, 2023). Therefore, the author admitted that there is a clear need for DEI not only to satisfy
certain demographics, but also due to increased team functionality across settings, benefiting

community and nation ultimately. For instance, Institutions of higher education (IHE) across many
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developed countries have a well-documented diversity, equity, and inclusion (DEI) challenge such
that people holding positions of influence such as senior leadership and managers do not reflect
the diversity of either the society in which the company operates and its market (Lafferty et al.,

2024).

Consequently, the authors posit that, organisations have to be intentional about creating a
conducive environment through taking a stand for diversity and inclusion to thrive and for the
firms to resemble the community and their customers as well as incentivising previously
disadvantaged groups to fully participate and expose their unique talents without fear of sanctions.
However, majority of participants suggested that if Debswana fail to commit to these ideals the
company must be called out to avoid past mistakes were passive assertions of institutional

commitment to DEI were permitted but without genuine desire to deliver those goals.

Ultimately, the recurrent view from a significant number of participants was that it was
important to prioritise D&I and challenge existing negative stereotypes that could hamper the
realisation of D&I aspirations at Debswana. Furthermore, there was consensus that leadership buy
in was imperative to demonstrate to all and sundry that a mindset shift from all employees was
needed to nurture a diverse and inclusive environment. Relatedly, another emerging insight was
that participants cautioned against rushing the implementation of D&I without first building

knowledge and bringing employees along to understand why the workplace should be
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accommodative and nurture inclusion. For instance, the sentiments from the participants were that
D&I should be prioritised, and a conducive environment provided so that previously marginalised
groups can have an incentive to join the company and participate fully in its affairs. However,

merit and competency must not be relegated but must underpin the success of the D&I agenda.

3. Employees comprehension of Diversity and Inclusion and maturity of execution

Majority of the respondents argued that there was limited at times varied understanding of
D&I conversations. Equally, there was a consistent view that there were vague definitions of the
key performance matrices on what D&I entails except female workers inclusion. However, the
challenges alluded to in this discussion are not peculiar to Debswana as literature revealed that, as
demographic, composition of businesses rapidly, the previously minority groups are becoming the
numerical and economic majority. Thus, firms are grappling with ways to handle and manage
diversity and inclusion in the workplace (Stevens et al., 2008). For example, participant 8
contended that, there was limited understanding of D&I in the workplace primarily because mining
is a patriarchal industry. Therefore, the participant pointed out that, men are wondering why there
was need to change the status quo because in their view the change is not necessary but threaten

the tranquillity that obtained in the organisation.



274

Participant 9 cited culture shift and support from the dominant groups such as males as
areas that needed to be addressed if diversity and inclusion initiatives are to be successful. For
example, it was apparent that employees have different understanding of D&, therefore creating
a compelling business case that motivate all employees to rally behind the different programmes
meant to improve diversity and inclusion in the workplace was key. Participants acknowledged
that the majority of employees were yet to fully comprehend what D&I mean in the context of
Debswana as well as what their involvement should be. Similarly, some participants stated that the
company should create space for other diversity and inclusion elements other than gender inclusion
such as Lesbians, Gays, Transgender and Bisexuals (LGTB) because of its was an area that has
not been explored. The majority of the participants argued that they understand D&I as being about
women empowerment and making men pave way for females to assume leadership

responsibilities.

Underscoring this perspective, participant 19 believed that “the theory is well understood
but practically the interpretations are different to the extent that employees understand D&I from
a gender diversity, but majority do not understand the strategic intent”. Likewise, participant 28
was adamant that there is limited understanding on D&I. He pointed out that, “there is limited
understanding on D&I. they understand to mean gender. Similarly, the society is yet to appreciate
the full value of D&I. so contextualizing the conversation is important so that all the stakeholders

are brought along & they know what D&I means for Debswana. On the inclusion front particularly
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LGTBQ community, this is a complex issue, so it requires a complex solution. Unconscious
training is a leverage that could be used to clear some prejudice that employees have”.
Underscoring this perspective, participant 27 argued that, “employees have different
interpretations of D&I. some take it as a numbers game. however, the company must clarify what
is the primary or secondary goal of D&I in order to achieve business sustainability. D& | need not
be an additional thing over & above the day-to-day activities”. So, contextualizing the conversation
was important so that all the stakeholders are brought along and fully appreciated what D&I means

for Debswana.

Additionally on the aspect of inclusion particularly LGTBQ community, the participants
felt that it was a complex issue that required a complex solution so he proposed Unconscious
training as a leverage that could be used to clear some prejudice that employees have about the
intentions and objectives of integrating D& | into the organization’s ways of work. In this regard,
the participants felt that the theory of embedding D&I in the organisation’s ways of doing things
is well understood but practically the interpretations are different. Employees understand D&l

from a gender inclusion perspective, but majority do not understand the strategic intent

Therefore, in light of these challenges relating to comprehension and implementation of
D&l initiatives, the participants recommended an implementation of a robust change management

strategy to create awareness and understanding on the D&I agenda. These suggestions echoed what
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many scholars argued for namely that, diversity and inclusion initiatives on their own anything are
not effective and thus require concerted efforts from all key stakeholders. This is because the
workplace is becoming more intergenerational with the workforce becoming youthful, smart,
mobile, and technologically savvy with unfettered access to data, Singh (2017), argued. So, these
findings aligned with those of Kunde (2023), who argued that human resources practitioners
should start re-imagining how to redesign organizations that are accommodate and simultaneously
creating a feeling of belonginess on employees. Consequently, when employees believe that they
are being accommodated and have a sense of belonging, trust is amplified and they bring their best

self to the workplace, the author pointed out.

The emerging data showed that Debswana is grappling with employees’ inadequate
understanding of the value and subsequently the need to participate in the D&I initiatives. As a
result, the execution of the D&I programmes was found to be inconsistent, lacking commitment
and more about compliance as opposed to genuine commitment to integrate D&I in the workplace.
Furthermore, there was acknowledgement that was no proper definition and application of
performance matrices and a disturbing culture non openness, inadequate tolerance of diverse views
that could enable frank discussions. As such they alluded to a culture of fear and decisions that are
top down with little input from the rest of the workforce. Subsequently, they merely comply to
satisfy minimum requirements out of worry that they may offend their principals if they ventured

that they did not comprehend what D&I intends to achieve. Thus, participant 24 pointed out that
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employees’ understanding of D & I is largely superficial and therefore they stated that they needed

to be informed about the gaps that the company sought to address with these D& I initiatives.

Ultimately the emerging insights were that there was limited comprehension of diversity
and inclusion as a strategic delivery and why they needed to support the raft of initiatives being
rolled out. Thus, a robust change management strategy was identified as an intervention to
stimulate awareness and understanding of the value proposition of D&l programmes.

Consequently, the potential benefits of D&I are articulated below

4. Potential Benefits of implementing Diversity and Inclusion

Some participants felt that the benefits of D&I have largely not been communicated and
felt and executed because it is a topical issue. For example, participant 26 posited that “D&aI
programmes have not delivered any tangible results because the initiatives are more of a tick box
chasing compliance as opposed to quality and impact”. Likewise, lack of visibility of the initiatives
&inadequate awareness of D& initiatives have led to the D&I programs being partially effective
(participant 10). Therefore, participant 7 asserted that D&l programmes not effective, thus the
need to create a caring and accommodative organization. Build same perception of humanity.
Unbundle the system to make it inclusive. Conversely, participant 1, pointed out that, “the

recruitment of differently abled person and elevation of women into leadership roles have been
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some of the demonstrable benefits this amply shows that the company is accommodative of people

with unique traits, however there is still room for improvement”.

Additionally, participant 2, stated that “D&I programmes are showing promising signs of
success, but the business should be deliberate in attracting diverse talent and more importantly,
diversity and inclusion should translate into business performance. Correspondingly,
“programmes are somewhat effective because the focus is mainly on gender diversity only”
(participant 3). Therefore, pointing to room for improvement to capacitate employees as why the
D&l programmes have to be implemented. Other participants posited that, D& I initiatives have
not been effective so there was need for reflection as to why have not delivered. Correspondingly,
participant 4 was emphatic that, “D&lI is beneficial because it can improve employee engagement

because different groups have an input in the decision making.

However, to achieve sustainable benefits, majority of the participants opine that diversity,
and inclusion requires buy from the top and from the general workforce and should reflect the
market that Debswana is serving. In that regard, participant 27 argued that, to optimize value, merit
should play a critical role, and a conducive environment should be provided from the outset at
primary school level all the way up. This pronouncement was on the strength of the realisation that
Debswana was still at an infancy stage therefore, “the benefits of diversity and inclusion are yet to

be fully realised”, (Participant 19). However, other participants stated that the ascension of women
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into positions that were previously an exclusive privilege of male employees. Specifically,
participant 20 argued that “there are roles that were previously only done by males but are now
performed by females and there is evidence of increased performance because females can
multitask and are also compassionate thus inspiring teamwork and cohesion”. This success is also
accentuated by participant 27 who posited that, diversity and inclusion programmes have been
effective in increasing the number of women through amongst other interventions internship,
learner officials and graduate development programmes. However, the majority of employees were
not in favour of chasing numbers but rather advocated for the creation and nurturing of a conducive
environment where policy frameworks are rearchitected to align with the changing needs of a

dynamic workplace to make it welcoming and inclusive.

Nevertheless, the majority of participants cautioned that the D&I initiatives should not be
imposed on employees but rather they should be inspired to embrace the concept and own it. For
example, participant 21 suggested the use of technology to reduce the need for manual work that
requires psyche and thus encourage women and differently abled persons to participate in the core
mining jobs as opposed to support services positions that are perceived as inferior relative to the
mainstream jobs. Consequently, a significant number of participants proffered that D& | should
form part of Debswana’s new ways of work and efforts made that it be internalized by all.

Furthermore, it has to be given a strategic thrust and be tracked as a performance measure.
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Existing literature revealed that a diverse and inclusive environment was beneficial because
it facilitates innovation, creativity and productivity because of the different ideas and experiences
that different talents generate (Dovidio et al., 2017). Thus, the authors, encouraged open discussion
between members of different groups to design and implement policies that acknowledge the value
of both uniqueness and interconnections as well as the significant benefits of diversity as a valuable
resource that can enrich the experiences of both majority- and minority-group members within the
business and therefore benefit both the Debswana Diamond Company and its employees as well
as stakeholders. Case in point, participant 28  posited that, “benefits extend to the brand,
championing D&I, being accommodative of diverse groups. However, the company needs to
rearchitect work & work outcomes. For example, there is a need to review talent management

practices, current structure configuration to embrace different thinking to drive innovation.

Furthermore, different groups that were previously excluded from mainstream decision
making are starting to be included in various platforms and programmes such as alternative
contract employment that are being trialed at the Corporate Centre. Equally, participant 29
contended that “D&I is beneficial because it brings diversity in thinking, women are eloquent &
confident. Nonetheless, many of the participants noted that, Debswana needs to review and adjust
its policies and procedures to make them inclusive, namely talent management practices,
onboarding, attraction and selection process, remuneration and recognition as well as leadership

training and employee development programmes.
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The value derived from the foregoing interventions aligned with literature pertaining to the
benefits of diversity and inclusion which were found to include: reduction in costs; improved
attraction and retention of talent; better products and service delivery; “enhanced corporate
image”; “improved innovation and problem-solving; enhanced decision making; creativity; greater
flexibility; optimized productivity; a step change in “business performance and efficiency”;
improved trust in relationships and partnerships, “satisfaction and commitment within the labour

force; and “improved customer relations” and “service orientation,” (Rohwerder, 2017, p. 2).

Moreover, the author stressed that equitable representation of women and minorities is also
beneficial in terms of social justice considerations. This perspective connects to the views of many
of the participants who argued that a diverse and inclusive environment has resulted in increased
engagement and buy in amongst employees. Consequently, different skills sets are critical hence

the need for both men and women in leadership roles.

On the downside, negative consequences of diversity are found to include: more absenteeism,
weaker employee engagement and cohesion, more friction and disharmony in the workforce,
presentism, and more discrimination and bias leading to higher loss of productivity costs and losses
for the company due to resignation and bad reputation, (Rohwerder, 2017) pointed out. This is

because the conditions in which diverse teams work affect their performance. These include
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teamwork, collaboration, and communication within the team; leadership practice, ways of work,

adaptability, cohesion attitudes; and organizational culture, Rohwerder, argued.

Correspondingly, Duong et al. (2023,p. 10) described the attitudes towards diversity,
equity, and inclusion (DEI) among members of the Clinical and Translational Science Awards
(CTSA) Program wherein he established that organizations have an overarching interest in DEI as
critical means for “fostering scientific innovation”, optimizing global competitiveness,
contributing to robust learning environments, “improving the quality of the research”, motivating
the likelihood that underserved or health disparity populations participate in, and benefit from
health research, and enhancing public support. In the final analysis, the data demonstrated that the
participants believed that diversity and inclusion were beneficial because it could facilitate
innovation, attractiveness, positive reputation, creativity and productivity because of the different

ideas and experiences that a diverse workforce could generate.

Nonetheless, the emerging insights are that as much as D&l programmes are being
implemented, their effect has not been felt because of insufficient commitment from the senior
leadership. Furthermore, the results revealed that the diversity and inclusion initiatives might have
been effective had they been clearly defined and assigned robust objectives and targets both

qualitatively and quantitatively, not just arbitrary numbers. Additionally, awareness creation,



283

creation of support structures and the review of existing human resources policies, processes and

guidelines that perpetuated the perceived unfairness were found to be overdue.

5. Efficacy of organizational policies, processes and affirmative action

A myriad of socio-economic changes across the globe have resulted in significant changes
in the employment landscape as evidenced by diversity in workforce as well as in types and forms
(Kirton, 2020) thereby calling for a rethink and robust change management this evolution of work
and future of employment. In the instance of Debswana, a vast majority of participants were of the
opinion that, policies and procedures were not effective because they are not enabling diversity
and inclusion and subsequently suggested a review of talent management programs as well as
educating employees to socialize the human resources policies that deal with diversity and
inclusion across Debswana. Participant 22 posited that “factors such as increased employee
engagement, employee satisfaction, recognition, genuineness and buy in amongst employees was
crucial to the success of Debswana. So, this success can be achieved by having different skills set
by diverse demographics in all key roles and across the hierarchy up to executive ranks.
Nevertheless, participant 16, was of the view that, “human resources policies and procedures not
effective because this agenda will require a paradigm shift, maturity of the system are required”.
“Therefore, a question is, has the company evaluated the entire the policy landscape”.
Correspondingly participant 9 strongly believed that “the diversity and inclusion (D&I)

programmes being led by human resources department might not be the appropriate intervention
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because in his perspective, diversity and inclusion deals with the soul of Debswana”. In this case,
there is need to review policy environment and create accommodative policies because the current

ones have not been effective (participant 14).

Equally, participant 10 felt that “human resources policies are not well understood and do
not comprehensively address the fundamental D& | issue because the phenomenon was new”.
Consequently, the participants felt that the policies are not effective and would require genuine
and deeper conversations. Buttressing this perspective, participant 6 observed that, “human
resources policies and procedures not effective as they have not been able to facilitate the attraction
and retention of diverse talents”. Therefore, there is a need to “create awareness of diversity and
inclusion programmes because they are not known”. “This might be in the form of developing
bold policies and procedures or alternatively, revamp the current policies, processes, practices and
organizational frameworks to make these policies inclusive. Additionally, the participant

advocated for the review job descriptions and career paths to make them inclusive.

On the contrary, participant 27 stressed that human resources policies and procedures are
to some extent enabling diversity and inclusion, but their weakness is that they are not
rearchitecting a new paradigm. D& | must be a core deliverable to the extent that any initiative
that does not incorporate D&I must not be done. The organization needs to be redesigned from the

ground up to simulate participation as well as cater for other D&I elements such as disability.
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Participant 29 echoed a similar perspective and postulated that, some policies and procedures have

enabled diversity & inclusion such as paternity and extension of the maternity leave.

Nevertheless, in respect of affirmative action, participant 1 posited that, “biasing
recruitment & promotion not effective, It’s a short-term measure”. So, “it is important to consider
a sustainable approach-equal opportunities”. Rather “build requisite capability, address systematic,
structural issues affecting various groupings, remove structural impediments because bias may risk
creating discontent by moving too much to the right, thus, the risk of inadvertently making the
man and boy child a minority”. So, “it is vital to equip employees with appropriate capabilities so

that they are competent to progress in their career aspirations”, participant 1 concluded.

Participant 8 agreed with the above view and pointed out that, “I do not believe in biased
recruitment and such promotion, may cause disgruntlement and a toxic environment, thus diversity
should not be a numbers game, furthermore, ensure controls are in place to guard against abuse
and focus on competency and capability”. “Be wary of causing discontent through biased
recruitment & promotion. Rather, create a supportive environment/structure to cater for all, give
the employees the tools. Furthermore, targeted recruitment should be underpinned by merit & a

support structure to facilitate their career progression”.(participant 11).
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Participant 22 was uncompromising in her perspective that, she was against biased
recruitment and promotion because of the “perception it creates. This is because, it appears like
women empowerment is tokenism rather than the quest for equal opportunity. “It should be about
identifying women with capability”. “The company should have a programme in place to develop
the desired capabilities and not chase superficial timelines, for example, with not just saying, | am
going to have nine women in in in this thing by 2024”. “I think that is so wrong in so many ways
because it is like we are responding to an external stimulus”. “The risk is we're going to now end
up creating conflicts and tension with male employees in the workplace because they don't

understand what's happening.”

Conversely, participant 25 was the proponent of affirmative action and argued that “I think
for us to be able to win, we will need to be deliberately biased in terms of recruitment, training &
promotion. However, merit and competency should be considered. For instance, “merit should be
also considered if, for example, we want to be inclusive and maybe impress. Let's not just pick the
nearest person, let's pick somebody who is differently able to me, has the necessary competency.”
Ultimately the majority of the participants were of the view that, rather than biased recruitment,
training and promotion, the focus should be on identifying women with capabilities because the
alternative might result in the alienation of male employees. Conversely, other participants raised
worry that the D&I programme was misplaced at HR because D& reflects the value and purpose

of the company. Therefore, it must assume a strategic status and be integrated in all the operations
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of the company including performance agreements and talent management conversations.
Additionally, training and development was identified a lever that could be used to enhance

diversity and inclusion in the workplace.

Nevertheless, the emerging results were that it was apparent that there was still a lot of
room for improvement for D&I to be integrated into the fabric of the company. In that vein, human
resources policies have been effective in laying the foundation for D&I conversations to
commence across Debswana. However, there was a consensus that the existing policy and process
environment did not adequately support the achievement of the D&I aspirations. Therefore, there
is need for a comprehensive review of policies, processes and physical infrastructure that could
serve as a foundation to the effective implementation of diversity and inclusion programmes.
Another issue that cropped up was psychological safety which is discussed in detail in the

proceeding paragraphs.

6. Psychological Safety
There was a near consensus that psychological safety is a concern because leaders supress
the expression of different opinions. Case in point, participant 1 stated that, psychological safety
is an issue of great worry because employees are not free to speak up for fear of victimisation in
the event they are perceived to have spoken out of turn, thus, the participant suggested that leaders

should therefore open up and expose their vulnerability and interact freely to create a safe
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atmosphere to exchange knowledge. Buttressing the challenges in relation to psychological safety,
participant 12 asserted that, “the level of psychological safety is not the same. At the bargaining
level for instance, the employees are free to speak up because they have recognizable
representatives in the form of employee unions who can bargain on their while at managerial level

it is not safe to speak because such as forum does not exist”, participant 12 concluded.

Additionally, participants argued that some, leaders create personal fiefdom in their
functions thus employees are battling to speak up least they offend the leader. Buttressing the
forgoing view, participant 17 pointed out that, “the level of psychological safety in the workplace
is not at the desired level. “Employees are not free to speak up, so it is vital to create a platform
where it does not come across as if employees need to comply or toe an executive line if they have
to be safe from negative repercussions of differing with established norms”, participant 17
asserted. Similarly, participant 4 revealed that, “employees not free to speak up and it gets worse
as one gets to executive positions as there is not trust and some views are patronised. Therefore,
he stated that, creating an inclusive environment is paramount. Participant 21 made a bold
statement regarding lack of psychological safety and posed rhetoric question that “do we have
anyone who has declared their status who is gay or leshian, bisexual or transgender”?
Additionally,” employees are not free to express a unique view quite as they are afraid to voice
their own opinions without first checking whether it is acceptable to the leadership, so they prefer

to be anonymous or speak in hushed tones, so they do not offend the establishment”. So, in light
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of this unfavourable state of affairs, participant 5 suggested that “Debswana need to call out leaders
who are victimizing people for speaking out and make it very public that the leader will be called

out for tarnishing the name of the company and its value system”.

Correspondingly, participant 7 suggested that “leaders should create a support structure to
enable diversity and inclusion to flourish”. Furthermore, the participant argued that more
awareness creation and education crucial to allow employees to speak up freely. Participant 20
stated that, “employees are still not free to the level that one would expect. So, identify the root
cause that makes employees not to be too free. employees have the deep desire to align and toe the
executive line as opposed to principle. Thus, that culture needs to be changed. For example,
participant 27, revealed that “employees are afraid to speak up because of how leaders respond to
being challenged. For instance, some leaders ridicule subordinates when being confronted”.
Similarly, cultural backgrounds have shaped gender roles for women and men in the world's
mining communities where leaders do not believe that they should be questioned and women

should be confined to clerical positions (Mercier and Gier, 2007).

Accordingly, literature revealed that in the face of psychological threats, employees can
fail to detect or recognize challenges or exposures in their companies’ work processes or products
that may threaten its sustainability (Park et al., 2024). Ultimately, the findings revealed that,

employees are not free to speak up and the challenge get worse as one gets to the top where leaders
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were said to be afraid to share a different perspective rather, they would keep quite or proffer an
opinion in private. Consequently, insights emerging from this thematic area were that
psychological safety is a still a big challenge in Debswana because leaders are afraid of the
employees and the employees are also afraid the leadership. Employees are not comfortable to
speak up and it get worse as one moves up the leadership ladder. In that vein leaders were
challenged that they should actively and genuinely seek feedback and demonstrate a commitment
to learn and apply lessons learnt from the interactions with the general workforce. In such a
scenario, the participants argued that the workplace becomes conducive, employees become happy
and ultimately reciprocate by opening up, exploiting their unique talents and ideas to the

betterment and sustenance of the company.

However, the recurrent theme was that psychological safety was a concern. For instance,
employees in the bargaining unit are free to express varying perspectives that is different from
those of the leadership, and it was assumed that it was because they have unions that can bargain
and protect them from appraisals. Nevertheless, there were few participants who felt that
employees are free to express themselves without fear of retribution, however, there was an
entrenched culture of not being committal on something that is new that require employees to
move out of their established routines. Another insight was that Debswana is part of larger society

therefore, the national culture which many perceive as conservative influences how employees
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conduct themselves. Relatedly, the issue of leadership commitment and impact on diversity and

inclusion is expounded on in the following paragraph.

7. Leadership commitment

Majority of participants held a strong perspective that leadership not doing enough to guide
and provide strategic direction on issues relating to diversity and inclusion. For example,
participant 4 asserted that, “leadership not doing enough to inculcate D&I because they will
publicly agree but private disagree. Essentially, “not putting our mouths where our monies are.
equally, not putting together a conducive environment could derail the good intentions and
achievements gained”. Relatedly, participant 22 argued that “leadership is not doing enough”,
“case in point is the policy landscape”. The participated argued that senior leadership and others
in the managerial level as well as D&I champions must be deliberate on this issue. His contention
was because the leadership has not defined what D&I is, consequently, he proposed that the
starting point should be to define measures that need to be tracked, monitored and have objective
indicators of success, rather than currently occurs which effectively a reactive response to the
events. For example, the participants enquired, “what inputs have been put in place to realise the
strategic objective of achieving diversity and inclusion in Debswana that has complete ownership
across the hierarchical structures?” For instance, female employees get promoted but without

support structures in place, so they end up failing.” So, in the end a perception is created that they
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are not capable while the actual truth is that they have not been fully supported, the agenda was

simply to chase the numerical targets to comply without genuine commitment to the cause”.

Correspondingly, participant 26 revealed that “Leadership is not doing enough to inculcate
a culture of D&I because their actions are superficial, and this undertaking is more of a project as
opposed to a sustainable undertaking that seeks to change ways of work and the perception of
being patriarchal”. In that regard, the participated advocated for a development and
implementation of a clear and compelling business case as why Debswana should be pursuing
diversity and inclusion”. Similarly, the majority of participants lamented that the implementation
of the D&I initiatives was not robust. They pointed out that there were no visible leaders who were
modelling, rallying or guiding the general workforce as to why they need them on board as well
as the value that would accrue when every employee felt included and accommodated. Equally,
another issue that was cited as a fundamental concern was that there was no consequence
management. for example, participant 25 posed the question; “how can you put less sugar and
expect your tea at the end of the day to be too sweet.” he concluded. Essentially, the participant
was querying that the results cannot be sustainable if there is no consistent attempt and execution
of initiatives by the leadership. Participant 26 felt that this effort was “a tick box exercise with no
commitment to implement it but just throwing money at problems” Other participants felt that

leadership is faced with constraints relating to conservative culture and sensitivities around this
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issue, but it is doing its level best to create an environment for different talents to thrive and equally

shift the culture to make it receptive and tolerant.

There was consensus that, leaders should work on shifting the culture of work to make it
accommodative for all employees to thrive. However, participant 16 contends that, leadership is
not doing enough because it is not comfortable with issues of D&I. the participants observed that
the general workforce do not understand and really not satisfied with the progress of diversity and
inclusion because of misunderstanding of why D& | and negative perceptions about the intentions.
Male employees feel targeted and disadvantaged. They opined that there is also an issue of the
conservative culture that requires to be shifted in order to achieve the noble goals of this initiative.

Consequently, suggestions were that change management would be the key lever to be pulled
in order to assist leaders gain traction on creating the much needed awareness of the value
proposition of D&I. Equally, the participant argued that leadership should enquire and capacitate
employees about what D&I mean in the context of Debswana and what expectations are from the
employees. Additionally, participants suggested that a perception survey be conducted to establish
employee’s readiness as well as the effectiveness of the D&I interventions that currently in place.
They argued that the results would provide an objective foundation upon which to make informed

decisions on the way forward.



294

Notably, participant 16 also expressed concern that since the national culture is
conservative D&I programmes will require a robust culture change initiatives if the company is to
have an impact. Correspondingly, participant 24 agreed that Leadership is not doing enough to
inculcate a culture of embracing, supporting and even advocating for people who are different
from us particularly women in the mining industry who have been subjugated for a long time
notwithstanding that some have educational credentials, have got more leadership exposure and
are industry leaders in their chosen careers outside mining”. For instance, the participant posited
that “we have had a conversation around diversity and inclusion for a long time, probably over six
years on average, maybe even when having ten but there has not been any admirable track record
that demonstrate commitment and desire to progress the matter”. “I think that we can do better
particularly because the diamond market has drastically shifted”. We are now dealing with a more
sophisticated and discerning customer who cares about human rights, equity, environment,
governance, company reputation as well as commitment to the plight of people that have
previously been disadvantaged or living at the margins of the society due to any barrier be it social

and economic”.

However, as much as many participants were of the view that the company leadership was
not doing enough, they revealed that it must also be understood that they are also human and have
their own prejudices which can impact D&I. for instance some are staunched Christians whose

belief systems and teachings conflict with the tenets of D& | particularly when it comes to gay and
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lesbian rights. For example, participant 13 revealed that, some leaders were still reeling in shock
with some anxious and scared about this new change its implication to how they have been
socialising in the past. The participant further stated that leaders were reluctant to discuss diversity
and inclusion in public preferring to air the views in private for fear that they may be accused of

not supporting company position.

Furthermore, the majority of the participants pointed out that the society’s religious faith
is predominantly Christianity inclined notwithstanding government pronouncement that the
country is circular state. Therefore, the participants underscored the need to support, capacitate the
leadership to transition their fear, be allowed to openly discuss their vulnerabilities and discomfort
and be assisted as they lead these initiatives to fruition. This perspective was underlined by
participant 27 who pointed out that, “there is evidence that the leadership is trying their best but
there need to be capacitated”. “The company needs modernize the workplace by adopting new
ways of work and benchmarking on how other businesses have successfully embedded changes
such as diversity and inclusion programmes thereby making the workplace to thrive and work easy

to execute

Underscoring the above view, participant 23, posited that, “there is room for the leadership
to do more to drive the right culture and shift in the direction where employees can be inspired to

voluntarily also change because they notice that Debswana is left behind but is embracing the
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change that will transform its fortunes in terms of attractiveness to all types of potential employees
and business partners.” Presently, the participant is concerned that” It is more of a boys’ club
where the discussions are mainly about self-preservation, protecting turf and entrenching current
beliefs that the status quo does not warrant a change”. He argued that the commitment and vigour
displaced during localisation exercise where the drive was to build succession pipeline, training
interventions and mentoring and coaching of identified citizen employees to replace expatriate
employees should be applied when dealing with issues of diversity and inclusion. He argued that
localisation was a success because there was buy in from all the stakeholders, thus resources both
financially and human capital were deployed to facilitate its achievement, however “it was a
journey but has since resulted in close to 95% of the previously expatriate held positions occupied
by the locals”. So, he was aggrieved by what he terms reactive initiatives where female employees
for instance get promoted but without been given proper support structures in place ultimately
leading to the current high levels of failure and resignations from the company for those that had
assumed the technical roles. In some cases, these female employees after assuming the technical
positions after a short period of time opt to transfer to non-technical roles such as business
intelligence, human resources and strategy which are not placed at the same pedestal at core mining
positions. He stated that, “Debswana is yet to have a managing director, General Manager,
Assistant General Manager, Head of Mining and Senior Mining Manager being a woman

notwithstanding that it has got over 54 years in operation”.
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Consequently, the major findings on this thematic area were that there is room for
improvement in respect of leadership taking ownership, being visible, embracing discomfort and
dispelling myths, negative sentiments and fears about embracing diversity and inclusion in the
workplace. There was a recurring theme that Leadership is not doing enough suggesting that they
may not be comfortable because of cultural barriers owing to the Christian orientation of the
company when dealing with other elements of diversity such as lesbians and gay communities.
Other shortcomings related to inadequate intentionality, lack of boldness to embark in an unknown
journey, fear of potential backlash from the male employees who are the dominant group in the
workplace. Other areas of weakness revolved around not having short interval control measures to
track the progress of performance towards the realization of diversity and inclusion objectives.
Other areas of concern highlighted by the participants included inadequate openness by the
leadership on the motivations behind certain decisions, insufficient communication and

consultation as to why D&l initiatives are being rolled out.

Broad-based consultation appeared to have been inadequate when D& | programmes were
introduced, so as a result the general workforce and some members of the senior leadership are
anxious and unaware of what they must do and why, thus resulting in mere complying rather than

true commitment to the ideals proposed.
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In that regard, the majority of the participants suggested change management to help with
awareness, generate desire and build knowledge on the full suit of the various aspects of D& 1 as
well as articulating what was in it for them if they participate. Proposals to integrate D&I
comprised policy reviews, support structures such as unconscious bias training, exchange
programmes, reverse mentoring for female leaders, physical infrastructure, use of technology for
areas that require physique. On the positive side, even though it is at an infancy stage, there was
consensus that the elevation of women into senior leadership positions and in the succession pool

of technical roles was an indicator of the success of the D&I initiatives.

Ultimately the major insight from this thematic area was the pursuit of D& | aspiration
should not be about chasing the achievement of arbitrary numbers but be about capability and
merit. There was an agreement that a quota can be set but meritocracy and knowledge should be
the underlying factor. Most importantly, a significant number of respondents were against
affirmative action but proposed a mechanism of support such as job shadowing, mentoring and
secondments for those women who were promoted but not fully meeting the requirements of the
job. Another area that generated interest amongst the participants was the question regarding the

association between inclusive and the creation of a diverse and inclusive environment.
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8. Relationship between the role of inclusive leadership and the creation of diverse and
inclusive environment

There was consensus amongst the participants that there was a direct relationship between
the role of inclusive leadership and the creation of an enabling and inclusive environment. Case in
point, participant 2 asserted that, “there is clear relationship between inclusive leadership, because
leadership is key to creating an enabling culture for a thriving work environment” emphasizing
the foregoing perspective, participant 5, indicated that, “an inclusive leader is responsible for
building a culture that promotes openness, free exchange of ideas, open debate and recognition
and celebration of diverse talents. Similarly, participant 8, was of the opinion that there was a
strong correlation between inclusive leadership and an inclusive environment because the leader
gives his or her team an identity, influences the work environment, team dynamics, value system
and the direction to pursue. Buttressing the foregoing view, participant 17 indicated that, a leader
creates an inclusive environment where employees can freely exchange diverse ideas, motivate
each other and in the process, improving workplace productivity, morale while at the same time

optimising costs and improving bottom line.

Conversely, as much as there is a direct relationship between the role of leadership and an
inclusive environment, participant 22 argued that “implementation is proving to be a challenge
due to the conservative culture of the company and the male employees’ negative perception about
this noble change which contrasts with the diversity and inclusion agenda”, and was being

perceived as a foreign initiative both at business and national level. Therefore, due to the negativity
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and misinformation surrounding the initiatives, therefore, there is significant resistance from

employees to adopt and utilise them, the participant argued.

Similarly, participant 25, pointed out that, “as much as there is a clear association between
inclusive leadership and a diverse and inclusive environment. this initiative is new therefore
leaders have to be capacitated in order to lead competently in order to deepen inclusivity”. Equally,
he stated that, the leadership must create a space for diverse thoughts and experience to thrive.
However, as much as there is an agreement that there is a relationship between inclusive leadership
and the creation of an inclusive environment, the participant argued that “Debswana has not yet
defined the type of leader she wants”. Furthermore, participant 15 added that, Debswana requires
inclusive leaders that are results driven, adaptive, team builders and accommodative of different

perspectives.

These sentiments are consistent with findings of the study by Mousa (2019) who upon
examining the association between leadership and inclusive diversity atmosphere using chi square
method on a sample of 140 physicians discovered that there is a positive relationship between
leadership and the creation of an inclusive work environment. Additionally, another finding from
the statistical analysis was the importance of that having an environment of justice, cohesion and
acceptance of different viewpoints in the workplace, Mousa, noted. Underscoring these results,

Brimhall (2019), revealed that, leadership can help elevate perceptions of inclusion, which results
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in increased employee commitment to the business, and eventually optimize perceived team
performance. Consequently, Ferdman et al. (2020) pointed out that inclusion and leadership
commitment are key ingredients that leaders can use to increase productivity and organizational

performance.

Ultimately the results in respect of this thematic area showed that there was unanimity that
there was a clear and distinct relationship between inclusive leadership and the creation of a diverse
and inclusive workplace. Furthermore, it also emerged from the findings that an inclusive leader
was vital for creating a safe space and enabling environment for diverse knowledge and
experiences to thrive. Nonetheless, the national culture was found to have a bearing on how the
diversity and Inclusion conversations were being handled and the implementation of the initiatives.
Leadership capability building through experiential learning and other developmental programmes
was identified as a key ingredient to facilitate the achievement of this transformative change. The
participants were in unison that Debswana required a capacitated, empowered, competent and
inclusive leader to transform the workplace and make it attractive to diverse talents that desire to
express their ideas freely but at the same time preserve their unique attributes. Subsequently,
measures that Debswana can deploy to entrench diversity and inclusion in the workplace are

discussed below.
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9. Measures to inculcate diversity and inclusion in the workplace.

Majority of the participants were in agreement that, to deepen diversity and inclusion in
the workplace involves developing awareness training, leadership development programmes,
mentoring and coaching as well as building a culture of transparency and experimentation where
mistakes are not shunned upon but used as lessons for continuous improvement. Equally, they
posited that it was critical to leverage on some good aspects of the national culture which
emphasize consultation, approachability, inclusivity and broad-based participation by all. Equally,
participant 3 asserted that, leaders should institute consequence management for those not
displaying the right values, create a platform where leaders discuss their limitations. Furthermore,
female participants appealed to leaders do not interact with them from out of pity or appoint them

to positions of leadership out of tokenism.

Nevertheless, participant 5 proposed that there was need to reduce the diversity and inclusion
measures into a “performance contract that should be cascaded from executive leadership to lower
levels such as functional and departments and individual so that the output is objectively assessed”.
However, the participant cautioned that in the drive to achieve diversity and inclusion care must
be exercise that the majority of employees are not excluded in the implementation of this initiative.
He pointed out that, “leaders in the quest to adopt and integrate the D&I programmes should
demonstrate diligence and restraint by not force them into the workforce least they upset the

majority”. He suggested a measured approach which is bottom-up approach which seeks to bring
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everybody on board to understand the anticipated value proposition. Additionally, the participant
sated that another important consideration is, “how would we ensure that the minority groups are

free to come to the open about their status for example and not be stigmatized so in any way”.

Participant 7 suggested that, “there is need for genuine leadership because some leaders scare
talent and cause of the loss of diverse talents” through their intimidation and uncouth language.
The participant queried that in those instances, “how do you attract and retain key skills sets and
talents that care about being listened to, respected, recognised and allowed space to be part of the
team but at the same time retaining their uniqueness, when you are intolerant to dissent”? With
respect to efforts to increase women’s meaningful participation in core mining jobs, he suggested
that Debswana “embrace digital technology by automating processes and reduce manual
interventions as well some removal of archaic requirements that discriminate against women such
as shift work experience and having worked at the sites. Rather he proposed that “Debswana should
define a future that is inclusive and accommodative by developing path for succession and
progression based on requirements that are futuristic such as the use of artificial intelligence,

automation and robotics”.

Additionally, majority of participants, proposed that changes that Debswana can implement
include developing and implement policies, change management, organizational structure and

physical infrastructure such as ramps for differently abled persons and information technology
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gadgets that are suitable for the blind. They also advocated for changes that can enhance the
adoption of diversity and inclusion initiatives amongst others rewarding those that implement
sustainable diversity and inclusive programmes. Moreover, some participants proposed lobbying
parliament for a supportive legislative act to be enacted that address diversity and inclusion in
workplaces. Furthermore, they recommended an adoption of a strategy to improve D&I in the
workplace as well as introduce financial reward based on sustainable long-term goals of diversity

and inclusion.

Correspondingly, a significant number of participants argued for the creation of a culture
where employees learn from experience and take appropriate action from those experiences.
Essentially, they posited that culture change is important because it is foundational to who
Debswana is, its value system and purpose for existence. Furthermore, majority of participants
posited that leadership should take a stand that the company will remove all impediments to
realising diversity and inclusion. Participant 6 proposed that to enhance diversity and inclusion in
the workplace, there was need to create of a fully fletched D& | organisational structure properly
resourced with workers who are not dedicated to other day to day functions of Human Resources
function. Participant 8 suggested that some changes that could optimise diversity and inclusion
include, exploring alternative contracting and employment models such as freelancing,
independent contractors, embrace business partners and treating them like Debswana employees.

The participant also strongly advocated for development of rigorous key performance indicators
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and avoid the temptation to design superficial measures that are often short term and hardly address
real issues. He suggested that continuous engagement, implementing feedback and listening to
different viewpoints are key to the realization of D&I agenda. Nonetheless, participant 10 was
wary of tokenism and soft targets set by leadership that are meant to achieve bonus pay outs but
not a fundamental shift in the implementation of this noble goal of making Debswana diverse and

inclusive and enable it to derive the associated benefits of a thriving and inclusive company.

Notably, some of the interventions proposed in the thesis are supported by literature for
instance, Olusanya (2023), when he sought to identify effective strategies for enhancing diversity,
equity, and inclusion (DEI) in the workplace and in that regard, he recommended that firms design
and execute a inclusive DEI policies that enhance employee welfare and organizational outcomes.
Relatedly, Madera (2018), advocated for the redesign of recruitment strategies that enable diversity

and inclusion.

Consequently, insights emerging from this discussion were that there is need for culture
transformation that will enable Debswana to be agile, receptive and supportive to change. An
effective change management strategy to support the facilitation and sustenance of the change is
also necessary. There was also a suggestion of a dedicated organisational structure and human
capital that focus solely on diversity and inclusion initiatives so as to improve the uptake and

implementation plans. Likewise, there was an acknowledgement that there was a gap in relation
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to leadership development, policy and process reviews, physical infrastructure, coaching and
mentoring frameworks as well as partnerships with academic institutions and other key
stakeholders in the industry and government. Subsequently the leadership made some pledges

some of which are captured below.

10. Leadership pledges

Majority of the participants pledged to further the company’s diversity and inclusion
efforts, by amongst other things promising to listen more, challenge their stereotypes and drive the
right culture, be advocates and drivers of change, remove barriers, create awareness and give hope,
by becoming mentors and coaches so that eventually diversity and inclusion can be integrated into
the company’s new ways of doing things. Case in point, participant 19 committed to continue
ensuring that leadership and all employees comprehensively understand and accept this new
benevolent initiative by being the champion of diversity and inclusion. She stated that “ I need to
be aggressive and intentional about policies and programmes that we develop and support at group
exco and ensure that they are accompanied by a robust change management”. In her view there is
a need to have an intentional diversity and inclusion paradigm shift, a configuration of the
organizational processes that might help assist push the conversation and act an agent to remove

barriers to an inclusive workplace that values diversity and accommodates unigueness.
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Participant 21 pledged that, “I would not be apologetic about having a diverse and inclusive
group in my team”. “I would create interventions to bring those that were earlier marginalized into
the mainstream and would endeavor to offer support to young and upcoming girl engineers”.
Supporting the foregoing view, participant 27 undertook to be a coach and mentor to all previously
underrepresented groups including women engineers, employees with disabilities. The participant

vowed to be a driver, a change agent, an advocate and voice to those whose views are muffled.

Ultimately, the data demonstrates that there was a realization by leadership that they have
not been doing enough to support and institutionalize diversity and inclusion initiatives. They also
acknowledged their fears and missed opportunities since the time Debswana embarked on this
significant change. Cognizant of this, they pledged to be strong advocates, listen and learn more,
facilitate the development and implementation of programmes that will permit all employees and
prospective ones to be valued, recognized and accepted in the workplace. A shift in this masculine
culture was identified as another enabler to make Debswana attractive and accommodate to work

in and realize their dreams.

Integrating Qualitative & quantitative research
Diversity and inclusion crucial for organizational success
The participants felt that through diversity and inclusion, the environment becomes

friendly and there is a platform for different ideas and experiences to flourish.



308

There was also a consensus by executive leadership that diversity and inclusion is crucial
and necessary if the business is to remain competitive and attractive as an employer of choice,
Therefore, as revealed in the results of quantitative research, suggested a significant positive
effects of inclusive leadership on diversity and inclusion. Consequently, to achieve diversity and
inclusion, interventions such as change management, leadership training on unconscious bias,

coaching and mentoring , policy reviews were proposed.

Other interventions that the participants suggested to enhance diversity and inclusion
included targeted recruitment and availing equal career progression opportunities to all because of
the realization that a workforce that has diverse experience, expertise and competence outperforms

that has homogenous workplace.

The above narrative aligns well with the literature on human capability building (Nafukho
et al., 2004) which posited that training and development is an investment that will engender
returns in the form of positive organizational outcome. Therefore, it is evident that the perspectives
of leadership on the importance of a diverse and inclusive workplace are consistent with those
found in the existing literature on the value of an accommodative work environment as alluded to
above. However, the extent of appreciation of diversity and inclusion is still a challenge as will be

reflected below.
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Degree of understanding of diversity and inclusion

There was consensus that there was inadequate understanding of diversity and inclusion in
the business, thus, the need to ramp up programmes and initiatives that build the requisite
awareness and understanding of the strategic importance of having a diverse and inclusive
workforce. Thus, the participants revealed that it was beneficial to foster an environment that
encouraged diversity of ideas and experiences to thrive without the employees losing their unique
identity but simultaneously living the values of Debswana Diamond Mining Company. Equally,
the participants contended that it was important that the company makes concerted efforts to avail
themselves of opportunities to continuously improve employees’ knowledge and address any
apprehensions that they may have about the matter. Flowing from this argument, participants
strongly believe that conditions need be created to assess the effectiveness and impact of

organizational policies that have been designed to drive diversity and inclusion.

Effectiveness of Organizational policies on diversity and inclusion

Similar to findings from quantitative research on the positive impact of organizational
policies on diversity and inclusion, the participants acknowledged the value of deploying
initiatives and programs aimed at enabling a diverse and inclusive environment. They suggested
policies, processes, systems, and infrastructure as key enablers to achieve aspirations of a diverse

and inclusive workplace where uniqueness is recognized, respected and afforded time and space
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to flourish. These views connect with those of Lee and Kramer (2016), who postulate that for
organizations to achieve their diversity and inclusion ambitions, they must be deliberate, daring
and devise goal driven measures to increase prospects of success in the diversity and inclusion
journey. Another issue of discussion was the pros and cons of affirmative action to achieve
diversity and inclusion. they were empathetic but were against the affirmative action because they

felt it brought stigma and could also cause backlash from other employee groups.

Affirmative action on diversity and inclusion

For example, a large proportion of the participants were against deliberately biasing diversity
and inclusion progammes such as recruitment, promotion, training to favor minority groups
particularly women. This perspective resonates with Herring and Henderson (2012),’s view that
seeks to reposition diversity from being generalized to being targeted to investigate all forms of
bias, coercion and discrimination to achieve equity, social justice and inclusiveness. However,
there were other proponents of affirmative action on the basis that it will level the playing field
and subsequently grant opportunities to previously marginalized groups such as women and people
with disabilities. Nonetheless, there was a consensus that affirmative action should not be pursued
at the expense of meritocracy and competency. Equally the issue of psychological safety in the

workplace and its value was discussed.
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State of Psychological Safety and impact on diversity and inclusion

The participants were all in agreement notwithstanding that psychological safety is a serious
challenge at Debswana. They acknowledged that it is important that efforts be expended to create
a psychologically safe space for all types of employees. This view is consistent with extant
literature which argues that it is essential for employees to express their perspectives and
experience without fear of sanctions if the organization is to contend that it was accommodative
(Edmondson, 2018; Nguyen, 2021). So, to achieve psychological safety leaders had to create that
environment as found in Carmeli et al. (2010)’s study where they established that leadership is
positively associated with psychological safety which in return encourages employee’s
participation. This results as well as the perspectives of the executive leaders who were being
interviewed is consistent with those of the general workforce who participated in the quantitative

survey.

Moreover, the participants’ description of a psychologically safe working environment was
similar to the one advocated for by Picketts et al. (2021) that it is characterized by mutual purpose,
benefit, respect, openness and recognition of diversity. On the other hand, the participants
acknowledged risks of not toying the line and pursuing a minority perspective that it might come
at a cost in terms of career progression. This concern was also raised by Newman, Donohue and
Eva (2017), who asserted that going against established norms in organizations may be

contributory factors that create a disincentive for employees not to share their suggestions openly
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However, as in Yousaf et al. (2022),study on psychological safety, the participants were adamant
that psychological safety is necessary for employees to be able to express themselves freely

without fear of retaliation.

State of satisfaction with diversity and inclusion

On the status of contentment with diversity and inclusion in the workplace, participants were
divided as to the perception of the state of employees and their own satisfaction with regard
diversity and inclusion. A large proportion of participants shared that female employees were
unhappy about the status quo relative to their male counterparts. This challenge of dissatisfaction
with equity in the workplace is also prevalent even at a global level, where barriers that prevent
the realization of gender diversity in the workplace exist (Sepulveda et al., 2018). Consequently,
the lack of gender inclusion has become a recurring issue in businesses and is negatively affecting
workforce cohesion (Bosu and Sultana, 2019). So, the participants were united that all the
employee groupings should feel included in achieving the full benefits of a diverse workplace.
Importantly, leadership should actively pursue opportunities to create an enabling environment to
support diversity and inclusion (Thoroughgood et al., 2020). Thus, exposing the relationship

between leadership and a diverse and inclusive workforce.
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Association between leadership and diversity and inclusion

All the participants concurred that there is a definite and direct association between
leadership and the creation of a diverse and inclusive environment. For instance, participant 12
argued that “there is a positive correlation between inclusive leadership and the creation of a
diverse and inclusive environment”. Moreover, participants argued that leaders should create an
atmosphere for diverse talents to flourish. The participants were also of the view that leadership
outght to take accountability for the achievement of the business’ diversity and inclusion goals
by affording a supporting infrastructure. Additionally, they argued that leaders should be bold
about their intentions rather than paying lip service to the commitment. For example, participant
17 pointed out that, “there is limited leadership accountability, for raising awareness of other forms
of diversity that are not understood. Therefore, they opined that employees generally do not
understand why there is a push for diversity and inclusion, and they were enquiring if it was being
done for the right reasons. Conversely, other participants also felt that leaders were taking
accountability, as evidenced by the ongoing change management efforts and policy reviews to

make the workplace truly inclusive.

Proposed interventions to drive diversity and inclusion.
A significant number of participants proposed mindset change, leadership commitment,
having a dedicated diversity and inclusion resource, focus on achieving business sustainability

through diversity and inclusion programmes, and work life balance, policy reviews and supporting
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infrastructure, alternative contracting and employment models as well as the development of a
diversity and inclusion strategy. Case in point, participant 17 feels that changes that should be
introduced included “creating an enabling environment and supportive infrastructure”. To
complement the foregoing view, participant 18 stated that, “that leadership should design and
develop an effective communication and change management programme to create awareness
about diversity and inclusion to eventually aid adoption of this change. Furthermore, discussion
should ultimately be about diverse capabilities and not to be biased towards demographic
characteristics. Moreover, measures of success should be simplified and clearly articulated so that

they are understood by all.

Leadership pledges

As for pledges, a significant number of the participants’ pledges appeared to gravitate
towards advocacy, support and commitment. For example, participant 19, pledged and committed
to “continue ensuring that leadership and all employees comprehensively understand and accept
this benevolent initiative of creating a diverse and inclusive workplace. Furthermore, the
participants pointed out that there is a need to be bold and intentional about policies and practices,
as well as come up with a robust change management. Simultaneously they contended that, it is
prudent to have a diversity management paradigm shift that reflects the value of building a non-
discriminatory organizational processes, systems and people with the ultimate purpose of

removing barriers to the realization of a just, caring, diverse and inclusive workplace.
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Summary

As has been shown, workplaces are increasingly becoming heterogenous but there is a
problem pertaining to demographic disparity as well as inadequate research on diversity and
inclusion at Debswana diamond Company. Similarly, existing research has not been able to
provide the requisite connection between the impact of inclusive leadership, organizational
policies and demographic characteristics so as to get an accurate picture of the combined impact
of these variables on the creation of a diverse and inclusive workplace. Thus, the results from the
univariate analysis and multivariate analysis were consistent in demonstrating that leadership and
organizational policies were significantly connected to perceptions on diversity and inclusion,
while gender and age were insignificant. Specifically, the results in relation the influence of gender
in the perception of diversity and inclusion revealed a positive but weak significant association
with the perception of diversity and inclusion, thus suggesting that male employees have a positive

perception about diversity and inclusion.

Correspondingly, leadership interviews have shown that it is important for organizations
to create inclusive workplaces so that employees feel welcome, and this environment is enabled
by leadership through the encouragement of broad-based engagement with the workforce and

enactment of broad policies. Similarly, the results from the interviews revealed that diversity and
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inclusion was a contentious matter therefore it was imperative that awareness creation efforts be

increased to demonstrate the importance of promoting diversity and inclusion in Debswana.

Furthermore, it has been established that majority of employees were not aware and did
not understand why there was a need for the company to expend resources to achieve diversity and
inclusion in the workplace, a phenomenon they perceived as foreign. Some male employees were
fearful that diversity and inclusion might take away the advantages that they were accustomed to.
This could be attributable to why the mining industry still remains male dominated
notwithstanding efforts exerted to create better conditions for women assume leadership roles in
technical disciplines. The findings also showed that women felt excluded and discriminated against
citing policies and processes that they believe are insensitive to the needs of women and do not
accommodate women that have family responsibilities for instance. Consequently, they proposed
that Debswana and by extension the industry need to reflect and re-examine their approach and the

strategic necessities that impact diversity and inclusion of previously underrepresented groups.

Furthermore, the participants alluded to challenges such as inadequate policies, systems
and supporting processes that can support the implementation of diversity and inclusion
programmes. Additionally, leadership commitment and conservative culture were found to be

inhibiting factors to the implementation of diversity and interventions. The results also revealed
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that it was vital to increase the visibility of women and support structures so that they succeed in

their careers.

Nonetheless the leaders asserted that they have the desire but are not adequately capacitated
to lead and manage conversations around diversity and inclusion because it is a new phenomenon,
so they are merely adhering to regulatory expectations. However, they were in agreement that
rather than pursuing numerical targets, the creation of an enabling thriving environment and
nurturing capabilities and competencies to deliver a diverse, accommodative and tolerant
workplace should be the ultimate goal of Debswana if it was to adapt and be competitive in this
dynamic and competitive trading environment. However, they lamented that effectively managing

diversity and inclusion has proven and still remains to be a challenge to be surmounted.

Nonetheless they were all in agreement that inclusive leadership positively impacts the
perception of inclusion in the workplace. Nevertheless, they revealed that as much as efforts are
being expended to create space for employees to thrive, there are barriers that prevent the
previously disadvantaged employee groups particularly female from realizing their aspiration. To
counteract these challenges, the leaders that were interviewed during the study pointed out that
leadership commitment and involvement was a critical success factor because it will influence the

perception of the general workforce and eventually trigger a positive reaction.
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However, there was a near consensus from the leaders that were interviewed that
psychological safety is a concern because of fear that ultimately result in employees suppressing
their opinions. Nevertheless, at the bargaining level for instance, the employees are free to speak
up because they have recognizable representatives in the form of employee unions who can bargain
on their while at managerial level it is not safe to speak because such as forum does not exist”.
Another insight was that Debswana is part of larger society therefore, the national culture which
many perceive as conservative influences how employees conduct themselves. Other areas of
weakness revolved around not having short interval control measures to track the progress of

performance towards the realization of diversity and inclusion objectives.

To counteract these challenges, the leadership pledged to be advocates, change champions,
mentors, to be open to feedback and to expose their vulnerability so they can also be assisted where
they falter. Additionally, the results showed that organisational policies have a positive and
significant relationship with diversity and inclusion, however, the existing policies and procedures
are ineffective therefore they need to be reviewed and enforced to achieve the needed paradigm
shift. Essentially, the results of the qualitative method (leadership interviews) complemented those

obtained through quantitative method (Online questionnaire).
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CHAPTER 5: IMPLICATIONS, RECOMMENDATIONS, AND CONCLUSIONS

This research study seeks to measure the employees’ perception on the impact of inclusive
leadership, organizational policies and demographic characteristics namely gender and age in
creating a diverse and inclusive workplace at a leading diamond mining company in Botswana.

The structure of this discussion has been categorized according to the undermentioned sections.

Methodology

Correspondingly, this study adopted mixed method research characterized by web-based
questionnaires for quantitative methods and semi structured interviews for qualitative approach.
This methodology entails collecting, analyzing and translating quantitative and qualitative data in
a single study (Leech and Onwuegbuzie, 2009). The motivation for selecting this approach is
because of its capability to leverage on the strength both the quantitative and qualitative research
methods. Additionally, the adopted research design is the concurrent mixed method where the
questionnaires and interviews were conducted simultaneously but to different sets of participants.
Questionnaires were targeted at the general workforce whereas the interviews were focused on
executive leadership. Subsequently, the analysis of the data was done in parallel, and findings not

compared or integrated until the interpretation phase.



320

Limitations
Context

There were limitations in terms of context because the study was conducted at Debswana
Diamond Company so, the results cannot be generalized to other jurisdictions, organizations and
sectors other than this organization. Relatedly, another limitation of this study is the nature of the
data collected from variables on organizational policies and diversity/inclusion. The use of
"should” in the survey questions reflects participants’ perceptions of an ideal scenario rather than
actual practices within Debswana Diamond Company. As a result, the findings may not fully
capture the current state of organizational policies but rather the expectations or preferences of the
employees. Therefore, limiting the ability to draw definitive conclusions about the real impact of

organizational policies on diversity and inclusion.

Data collection Technique & Time constraints

Additionally, due to constraints pertaining to time, even though the study adopted a mixed
method design, it did not pursue a triangulation approach which would have used multiple methods
to investigate diversity and inclusion in the workplace with an objective of corroborating or
validating the results (Bekhet and Zauszniewski, 2012). Rather a complementary approach was
chosen which in this instance is described as a technique that uses different but related methods

which in this instance were interviews and questionnaire (Carroll and Rothe, 2010).



321

Inadequate research on diversity and inclusion Botswana

Moreover, as much as relationships between leadership and organizational policies as well
as demographic characteristics and their interfaces with diversity and inclusion is a topical issue
worldwide, there is a dearth of research on the same subject particularly in the mining sector in
Botswana. This view is also propagated by Liggans et al, (2018), who contended that, though
organizations are desirous to be both diverse and inclusive, unfortunately this is a new
phenomenon that is still under researched. There is no study that has been undertaken dealing with
diversity and inclusion at Debswana so there was no reference to use to guide the current
investigation. Equally, the review was limited to literature on diversity and inclusion and did not
include equity. Additionally, the thesis was limited to the theoretical frameworks deployed in the

study.

Implications

The next section will discuss the implications arising from the findings. Furthermore, it is

worth highlighting that there were 4 main hypotheses being tested:

To what extent do employees’ perception of leadership impact diversity and inclusion

in Debswana Diamond Company?
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Hypothesis 1: Employees perceive inclusive leadership as having a positive impact on

diversity and inclusion in the workplace.

This hypothesis was confirmed, and the immediate implication was that leaders should be
conscious of their conduct as they have a tremendous impact on employees’ perceptions of the
state of diversity and inclusion. This perspective was corroborated by (Allen, 2017) who argued
that leaders should be aware that they influence employee’s perception of diversity and inclusion
in the workplace. At a practical level, these findings suggested that organizational leader should
endeavor to create an environment that inspires the workforce to buy into his or her vision for

diversity and inclusion.

As a consequence, and this may result in the impacted employees rallying behind the
dream and implementing the diversity and inclusion agenda and in turn making the workplace
welcome (Johnson, 2022). In support, Bhattacharya (2022), asserted that it was vital that leadership
create an authentic atmosphere where there is commitment to diversity and inclusion through
amongst other things by creating a space where employees are free to experiment with their ideas
and share their opinions without fear of sanctions. In this scenario, employees tend to unleash their
inert potential and ultimately drive sustainable business results (Sanyal et al., 2014) because the
perception of inclusion impact job contentment and employee satisfaction (Von Schrader et al.,

2014),
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Sanchez (2021), posited that there is need to acknowledge that employees are different and
therefore require various methods to achieve a diverse and inclusive workplace. As a consequence
leadership should design policies, provide access to capability and development amongst other
mechanisms to ensure that employees feel a sense of uniqueness and belonginess The
aforementioned-mentioned arguments are in line with the assumptions of a leader-member
exchange theory whose proposition is that the nature and value of the relationship between a leader
and subordinates) is dependent on the quality of the interaction between the leader and the
followers (Power, 2013). So, the positive perception of the impact of the inclusive leader in the
creation of a diverse and inclusive workplace has been found to result in improved levels of job

satisfaction and productivity amongst the workforce, Power, argued.

Equally the theoretical implications of this research was that inclusive leadership positively
and significantly impacted the perceptions of executive leadership and employees’ perceptions on
diversity and inclusion. This viewpoint was also elaborated by (Gotsis and Grimani, 2016), who
stated that leaders shape employees’ attitudes and perceptions on diversity and inclusion.
Therefore, to increase prospects of success of diversity and inclusion initiatives, leadership
involvement and visibility is vital (Bebbington and Ozbilgin, 2013). For example, Perry et al.
(2021) conducted a study to assess the relationship between leadership, inclusive climate and

sexual harassment and found that leaders who exhibit inclusive tendencies created a positive
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workplace where employees performed meaningful work and there were minimum incidents of
bias and discriminatory behavior because of the diverse and inclusive atmosphere that the leader

will have created.

For example, Pemberton and Kisamore (2023) argued that employees believe that company
leaders have the capacity to reduce negative outcomes relating to bias by deploying interventions
that will ensure that they all feel a sense of individual freedom and belonginess. Case in point,
Gleason, (2020, p. 293), suggested that leadership should facilitate the creation of a supportive
infrastructure such as buildings that are “accessible to all employees such as those “sight impaired,
hearing impact as well as those with chronic and non-chronic conditions”. Therefore, the practical
implication of this assertion is that leadership practices directly affect employees’ perception of
diversity and inclusion. Therefore, businesses should capacitate leadership to be able to effectively
empower and lead diverse and inclusive workplace and simultaneously be alive to the associated

risks (Goodman, 2013).

Additionally, for companies to accomplish diversity and inclusion aspirations, key
inclusive leadership characteristics that have been identified as enablers comprised amongst
others, modelling the appropriate conduct, ensuring equal opportunity for all employees, publicly
declaring support for diversity and inclusion agenda, demonstrating accessibility, availability,

transparency, continuous learning and advocating for cultural transition that supports a diverse and
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inclusive workplace (Johnson and Lambert, 2020). Equally, leadership can support “employee
network” comprising of employees with various attributes to support to mutually identifiable areas
that enable an inclusive environment such as career progression, training, coaching and ideation
(Garg and Sangwan, 2021, p. 19). Additionally, the practical implications are that organizations
can help identify strategies organizations can employ for
example inclusive leadership development programs to combat discrimination and enhance

intolerance towards bullying in whatever form in the workplace (Perry et al., 2021).

Furthermore, there is also a need for leaders to create awareness by socializing the value
of understanding how employees’ opinions influence their view of diversity and inclusion in the
workplace (Pennington, 2020). For instance, extant literature revealed that diversity and inclusion
are important contributors to the realization of an inclusive workplace, and this is evidenced by

innovation and excellence in service delivery (Nwokolo et al., 2022).

Consequently, literature revealed that organizational leaders should leverage on the
employees’ unique talents, capabilities and experience so that, all employees can generate value
for the business and in the process also enhance their feelings of inclusion (O’Donovan, 2018).
This argument is supported by Cherkowski (2010), in his study on “leadership for diversity and
inclusion” where the author posited that, some leadership decisions can build a conducive

environment or in some instances be the barriers to the achievement of diversity and inclusion.
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This perspective accords with the principles of the optimal distinctiveness theory, whose
assumption is that highly motivated teams are those whose desire to be different and
simultaneously aspire to belong (Comello, 2011). So, at a practical level, by the leader making
public declarations, creating an environment that is accommodative, diverse and inclusion thrive.
The employees reciprocate this act by discharging their duties diligently and with purpose
ultimately the company is enabled to attract best talents and retain the existing workforce because

of the great employee experience (Jonsen et al., 2021).

To what extent do employees’ perception of organisational policies impact diversity
and inclusion in Debswana Diamond Company?

Hypothesis 2: Employees perceive that organizational policies have a positive impact on
diversity and inclusion.

The results have confirmed that there is a strong positive and statistically significant
correlation between organizational policies and diversity and inclusion. Similarly, the results
indicated that organizational policies is a significant predictor for diversity and inclusion. The
practical implications of these findings is that when organizations promulgate their policies, they
should be cognizant of their potential effect in the workplace. This perspective was underscored
by Kuknor and Kumar (2023), who contended that structured measures such as capability

development, competency training, employee empowerment have been identified as key enablers
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that could optimize diversity and inclusion. For instance, mechanisms such as attraction and
selection, talent management and rewards need to be strengthened in order to drive companies’

workforce diversity and inclusion aspirations (EI-Amin, 2022).

Additionally, businesses that want to improve workforce cooperation and unity should
explore training programs that promote companionship and joint organizational outcomes (Salter
and Migliaccio, 2019). Equally, policies and procedures have to be reviewed in order to enable
them to support a diverse and inclusive work environment (Philip and Soumyaja, 2019). This
assertion was underpinned by Stevens et al. (2008) who postulated that an effective change
management programme is needed in order for the organization to fully accrue the benefits of a
diverse and inclusive workplace and in turn empowering the employees to achieve their potential

and career aspirations.

So, the practical significance of the results is that guidelines and procedures relating to
diversity and inclusion need to be developed and infused into an organization’s ways of doing
things. This perspective aligns with that of Corneli et al. (2023), who asserted that an accountability
framework be put in place as well as financial and human capital to drive diversity and inclusion
initiatives. Thus, how an organization conceptualizes, designs and implements their selected
mechanisms to drive diversity and inclusion has an important bearing in how employees perceive

the diversity and inclusivity of the workplace, the authors concluded.
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To what extent do demographic attributes impact perception of diversity and inclusion
Age
Hypothesis 3: Age has a significant relationship with the perception of diversity and inclusion.
As revealed in the results section, age had no relationship with employees’ perceptions of
diversity and inclusion. Therefore, this hypothesis was rejected. Nonetheless, extant literature
revealed that organization needs to develop programmes to accommodate the different aspirations
of the increasingly intergenerational labour force (Johnson and Lopes, 2008). This viewpoint is
accentuated by Georgiadou (2016) who posited that it was important to make the consideration of
age when making decisions on how to optimize diversity and inclusion in the workplace. On the
contrary, literature has revealed that there is a negative perception about elderly employees to the
degree that they are being discriminated against on major organizational matters such as
recruitment, capability, mobility, career progression and remuneration (Hales and Riach, 2017).
Nonetheless, the practical significance of the findings was the need for an inclusive work

environment that caters for the aspirations of all employees.

Hypothesis 4:

Gender has a significant relationship with the perception of diversity and inclusion.
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Gender

Correlation analysis revealed that there is a weak positive and poor statistically significant
correlation between gender and diversity and inclusion. The findings also indicated that gender
did not explain much of the variance in diversity and inclusion. Notably, the findings revealed that
being a male affected the perception of diversity and inclusion. Thus, as much as organizations are
pursuing gender diversity with vitality, reviews from existing literature on the contrary found that
the effect gender diversity on company performance is inconclusive (Theodorakopoulos and

Budhwar, 2015).

Nonetheless, in other literatures, an increase in female employees’ participation in the
workplace has been connected to positive work outcomes such as attractiveness and profitability
(Malach-Pines et al., 2010). However, research revealed that there is still insufficient
representation of female employees not on account of their capabilities and aspirations but due to
frustrations and disillusionment arising from organizational factors and barriers (Wagstaff and
LaPorte, 2018). This situation can be traced to the policies and processes that are designed along
gender lines (Bencivenga et al., 2021), and often disadvantage females as discussed in the
preceding chapters. However, with respect to Debswana, the company is grappling with
demographic disparities specifically women representation. So, the enactment of policies and other
structural shifts in the form of systems, infrastructure and progammes can improve women’s

representation in the workplace.
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On the contrary extant literature has revealed that gender has an impact on whether an
employee feels included and by extension improves organizational performance (Cho and Mor
Barak, 2008). Consequently, there are proposals to develop gender mainstreaming programmes,
diversity training and structural changes to achieve diversity and inclusion, the authors argued.
Additionally, there are growing calls to incorporate gender related requirements when making key
organizational interventions, such as policy and procedure development, attraction and selection,
career progression and rewards (Mamun et al., 2016). Conversely, these initiatives aimed at
enhancing accessibility and equity, unfortunately bias and marginalization are still manifesting

themselves in the workplace (Dashper and Finkel, 2020).

Qualitative research findings & Implications
The implications of the insights arising from the leadership interviews were also
considered. Notably there was the consensus that leadership and organizational policies were

significantly linked to perceptions on diversity and inclusion.

For instance, the participants agreed that inclusive leadership was critical for creating an
environment where diversity and inclusion flourish. Specifically, they argued that there was a clear
and direct relationship between inclusive leadership and the creation of a diverse and inclusive

environment. The implications of this finding was that psychological safety would be enabled
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where employees freely share their views without fear of sanctions and intimidation (Edmondson,
2018). Effectively, in that environment there are no consequences for differing with mainstream
views (Pfeifer and Vessey, 2019). On the contrary, if an inclusive environment was not created it
was going to be difficult to lead a diverse workforce (McLeod and Herrington, 2017). Most
importantly, leadership support is crucial for the success of diversity and inclusion initiatives

(Gordon, 2018).

So, the participants pointed out that the leadership would be open to feedback both
constructive and non-constructive, furthermore the leaders would be assuming coaching and
mentorship responsibilities as well as inculcating a culture of openness and freedom to be unique.
Therefore, companies should focus on the capacitation of leaders to ensure that they are adequately
skilled and competent to lead in an ever-evolving work environment characterized by diversity
and inclusion. perceptions of the inclusive leadership, organization’s policies and demographic
attributes on the creation of a conducive work environment. Additionally, organizational policies
were found to be significantly connected to perceptions on diversity and inclusion. Consequently,
organizations were urged to devise policies and procedure that create a thriving environment in

the workplace (Nguyen et al., 2017).

Furthermore, it is suggested that organizations should implement mechanisms such as

capability building on communication, leadership development. In that vein leaders can
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competently lead and engender feelings of appreciation and recognition on the part of employees
(Huong et al., 2016). Equally the benefits of a diverse and inclusive workplace have been
expounded. From the perspectives of the majority of participants, it was evident that organizational
policies in terms of practices, structures, systems and procedures are important to realize the
company’s desire to build a diverse and inclusive workplace. However, literature revealed that

such efforts are less effective if there is no leadership buy in or visibility (Combs et al., 2019).

For instance, companies need to create an accommodative environment and support
“psychological safety” for employees to express themselves without fear of repercussions (p. 289).
This could be achieved through amongst other things , when leaders genuinely participate and
become visible in driving diversity and inclusion agenda thereby enhancing adoption and

implementation of company policies, the authors asserted.

Practical implication for the company

This study provided actionable insights for Debswana to optimize inclusive leadership
capability building and organizational policy reviews. The development and execution of the
policies is crucial for realizing a diverse and inclusive work environment. Case in point, inclusive
and transparent organizational policies were found to be vital in ensuring that the different

demographic groups feel a sense of belonging, assimilation are treated equally notwithstanding
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their uniqueness. Additionally, participants posited that Debswana should design and develop
policies that stimulate a diverse and inclusive environment such as diversity and inclusion training,
creative recruitment promotions, and coaching and mentorship progammes. The perspective from
leadership interviews complemented the different viewpoints that were articulated by the general
workforce particularly on the issue of psychological safety in the workplace. Highlights the

importance of well-designed organizational policies in fostering a diverse and inclusive workplace.

Correspondingly, the study suggested that Debswana Diamond Mining Company should
implement structured diversity training, talent mobility programs, and equitable human resources
policies. Even though not significantly, the findings showed that gender influences perceptions of
diversity of inclusion. For example, male employees had a positive perception of diversity and
inclusion, therefore Debswana should conceptualise accommodative and inclusive policies. This
viewpoint was ssupported by the argument that businesses benefit from actively promoting

demographic inclusion initiatives.

Globally perspective

This study Aligned with international diversity and inclusion frameworks, making the
findings useful for companies beyond Botswana. Relatedly, it reinforced previous studies on
diversity and inclusion while adding an integrated approach of the independent variables new

geographic and sectoral perspective. Overall, the results of this research study have provided both
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the theorical and practical implications of how employees and executive leadership’s perceptions
of inclusive leadership and associated organizational policies relate and how they have impacted
diversity and inclusion. Equally, the impact of demographic characteristics, namely age and gender
on employees ‘s perception of diversity and inclusion has been evaluated. Thus, the next chapters

discussed recommendations for applications as well as future research.

Recommendations for application

As alluded to in the preceding discussion, this research study sought to measure the
employees’ and executive leadership’s perceptions on the impact inclusive leadership,
organizational policies impact as well as demographic characteristics namely gender and age in
creating a diverse and inclusive workplace at a leading diamond mining company in Botswana. As
highlighted from the empirical results of this study and confirmed through extant literature,
diversity and inclusion was said to be valuable in increasing innovation, competitiveness and
positive organizational outcomes (Tallman and Bird, 2022). Therefore, studies revealed that
effectively managing diversity is critical particularly in this fluid environment that is increasingly
becoming interconnected and is characterized by cutthroat competition, uncertainty and volatility
(Brown and Nandedkar, 2019). So, it is on this premise that, the next section made
recommendations on how inclusive leadership, organizational policies as well as demographic

characteristics being age and gender can be optimized to positively impact diversity and inclusion.
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Inclusive Leadership

As it has been comprehensively established by this research and supported by extant
literature, whilst companies’ leadership are striving to inculcate diversity and inclusion in the
workplace, majority are struggling with execution (Ciuk et al., 2023). Nonetheless, the results of
this thesis demonstrated that there was a significant positive impact of inclusive leadership on
diversity and inclusion. Therefore, a leader has to be visible, show commitment and be accessible
because research has revealed that a leader plays a vital role in designing and facilitating the
implementation of diversity and inclusion practices, thus ensuring an accommodative workplace
(Gotsis and Grimani, 2016). Additionally, it is recommended that, leaders should act as role
models and champion the diversity and inclusion strategic agenda. This assertion is underscored
by Jin et al. (2017), who found that leadership has a positive influence on the perception of
workplace diversity as well as organizational performance. Therefore, those who control levers
of control and those in majority in the workplace should act as advocates and activate the

appropriate behavior that will inspire others to support the diversity and inclusion initiatives.

Likewise, it is recommended that leadership take accountability for the realization of a
diverse and inclusive work environment through amongst other things deploying resources such
as a dedicated office responsible for developing diversity and inclusion progammes, instituting

change management initiatives, leadership development progammes, unconscious bias and
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awareness training to elevate the aspirations of the previously marginalized employee groups.
Moreover, it is recommended that, the leadership should embrace inclusive practices, make
themselves vulnerable and seek assistance where they are uncomfortable with some sensitive
issues pertaining to diversity and inclusion because it was acknowledge that this issue is knew and
there were elements of resistance because of the conservative nature of the culture of the country

which also influences ways of doing things at Debswana.

Buttressing the importance of leadership in driving this noble change, Vlachou and
Tsirantonaki (2023), contended that , leadership was essential in creating paths for access, value
driven decision-making underpinned by transparency, integrity and equal treatment of all
employees regardless of their different backgrounds. This is because diversity and inclusion at a
fundamental level is about respecting and recognizing employees’ human rights need of not being
ill-treated on the basis of a diversity attributes (Eisend et al., 2023). Eventually to realize these
diversity and inclusion aspirations, research has shown that leadership plays an immense role in
impacting employees’ perception and by extension organizational productivity (Jerénimo et al.,
2022). Therefore, on the strength of the empirical data, it is recommended that there be
commitment from key players in the organization ranging from union officials, opinion leaders,

regulators in the form of legislative instruments to make the work environment inclusive.
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Correspondingly, Roberson and Perry (2022) argued that leadership is key in creating an
environment that enables employees to interact authentically and experiment with ideas without
fear of sanctions. Underscoring this view, Bourke et al. (2020, p.1) found that “what a leader says

or does makes up to 70% difference as to whether the employee feels included or otherwise”.

Nevertheless, Solkhe (2021) raised a concern that there was a dilemma facing leaders in
their attempt to make the workplace truly diverse and inclusive and this situation is associated with
challenges such as the inability of the dominant groups to accept and collaborate with previously
marginalized groups such as women entering the workplace and taking up leadership roles.
Accentuating this view, Fine and Sojo (2019) postulated that gender bias is prevalent in
organizations. In the case of Debswana Diamond Mining Company, a significant number of
employees are males and this was acknowledged in this thesis as contributory factor to the barriers
to women career progression. The participants argued that leaders were not decisive and
intentional about creating an environment for previously disadvantaged employee categories to

thrive.

Therefore, it is recommended that leadership should be bold, deliberate and forge solid
partnerships with those with experience and knowledge in order to accomplish a diverse and
inclusive workplace. This is because research has demonstrated that a diverse and inclusive

workforce has consistently shown a competitive relative edge relative to a homogenous workforce
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(Cobianchi et al., 2021). Thus, most organizations are taking bold steps in favor of enabling a
diverse and inclusive workplace where employees are satisfied and productive and by extensions
the businesses achieving sustainable results and superiority over competitors (de Souza and Gama,

2020).

Additionally, on the basis of the finding from leadership interviews about inadequate
awareness and negative stereotypes about diversity and inclusion, it is recommended that
awareness creation be undertaken , about the benefits of diversity and inclusion so as to minimize
barriers that exist in organizations such as bias, reluctance to hold difficult discussions about issues
relating to diversity and inclusion that are culturally sensitive, inability to hold employees
accountable for the delivery of commitments associated with diversity and inclusion programmes.
This perspective resonates with the argument by (Burkhard et al., 2022) who stated that, leadership
is crucial for ensuring the achievement of performance targets, minimizing resistance to change
and reluctance to tackle unconscious bias. So, for the above initiative to be embedded, leadership
also plays a vital role in creating a psychologically safe space for marginalized employees to have

a be heard and be capacitated to articulate their perspectives without fear (Alang et al., 2022).

Other recommendations from the study meant to assist leadership realize diversity and
inclusion aspirations included bias recruitment but anchored on meritocracy to prevent stigma

associated with affirmative action. Relatedly, literature showed that initiatives that can drive
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diversity and inclusion comprised targeted attraction and selection to reduce discrimination in
recruitment practices (Davey et al., 2021). Leadership training on diversity and inclusion is
recommended to help leaders to embrace and be tolerant to different perspectives. Studies showed
that leadership be assisted with the knowledge and competencies to empower employees, to have
great listening skills, create a safe space for diverse talents and knowledge to thrive, support
employee development and treat employees with dignity and compassion (Qi et al., 2019). This
argument aligned with the principles of a Leader-Member Exchange relationship whose
proposition is that there is a positive relationship between leader member exchange (LMX) and
organizational change initiatives (Arif et al., 2017). This is because in a high-quality exchange
relationship, there is mutual benefit, transparency, loyalty, information exchange, shared purpose,

career progression opportunities and rewards both formal and informal (Boon and Biron, 2016).

Consequently, literature revealed that leadership can create conditions that break down
inequalities in the workplace so that all employees can thrive (Thompson and Matkin, 2020). This
perspective is in line with the Optimal Distinctiveness Theory whose assumptions are that an
individual seeks to find an optimal balance between his or her needs for uniqueness against the
need a relationship (Slotter et al., 2014). So, it is recommended that businesses should thrive to
create conditions where employees experience the need to be themselves and simultaneously

provide a conducive environment for inclusion.
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The foregoing argument is underpinned by the Social Identity Theory whose proposition,
Trepte and Loy (2017) argue is that employees socially categorize themselves as belonging to a
particular group with its benefits (in group) or a group that they do not associate with (out group).
Consequently, a “positive social identity” is characterized by a “positive self-esteem” while a
negative social identity is recognized by bias and “competition” (p. 1). On the contrary, should
diversity and inclusion initiatives not be prioritized at the appropriate level, general stereotypes
and negative perceptions about minority groups particularly female employees comprising of the
perceived access to career progression and development opportunities persist (Allison and Hibbler,
2004). Likewise, businesses should support diversity and inclusion initiatives that create
opportunities for high impact relationships to create a thriving workplace that is accommodative

of diverse aspirations (Shore and Chung, 2022).

Thus, the degree of a leader’s inclusiveness approach has an effect in how employees share
different opinions of diverse groups and collaborate to meet the high ultimate objectives of the
company (Mitchell et al., 2015). For example, in demonstrating that leaders can drive inclusion,
Brimhall (2019) found that, leaders who actively partake in company practices that are earmarked
to achieve diversity and inclusion create an environment where employees experiment, become
creative and ultimately lead to job contentment and organizational excellence. This is because as
the study results revealed, inclusive leadership is a good predictor and has positive significance on

diversity and inclusion at Debswana Diamond Mining Company.
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Organizational policies

It is recommended that Debswana embarks on a policy review to ensure that all policies are
inclusive, to develop a robust change management programme, provide a supportive infrastructure,
organizational structures to have a dedicated diversity and inclusion resources and key
performance indicators linked to the achievement of diversity and inclusion initiatives. Other
initiatives drawn from extant literature comprised of targeted recruitment, talent management,
remuneration, capability building as well as mobility be aligned to the diversity and inclusion
strategy (Henderson, 2013). Additionally, there was a consensus amongst the participants that
diversity and inclusion initiative required a broad-based approach where all key stakeholders were
involved. As such it is recommended that Debswana adopts a multi-disciplinary approach entailing
lobbying, building partnerships with government and academic institutions to build awareness and
stimulate support for embedding diversity and inclusion in the workplace. This is because it was
recognized that given that Botswana is culturally conservative and largely anchored on Christian
beliefs there was need to approach this issue with caution, sensitivities and maturity to reduce

resistance to the cause.

The foregoing arguments are anchored on the Social Exchange theory whose assumptions
are that employees reciprocate the perceived benefits that they obtain from the interaction in the

workplace and in turn organizations need to explore innovative ways to demonstrate to their
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followers the value of building effective collaborations with all employees (Lee et al., 2019).
Buttressing these sentiments, Andersen et al. (2020) argued that, a strong perception of social

exchange is often characterized by company investing in diversity and inclusion.

Correspondingly the effective diversity and inclusion environment is a critical ingredient to
realize social equity which is characterized by the practice and process infrastructure interventions
that empowers employees to freely exploit their potential unhindered (Hoang et al., 2022). In
respect of the findings, participants advocated for the removal of superficial measures on diversity
and inclusion and instead build capability, introduce measures of success that are understood and
acceptable to the workforce. This is because literature has shown that there are instances where
employees are unconscious of the effect of their actions on others owing to lack of diversity

competencies thereby rendering the workplace unwelcome (Tworoger and Golden, 2010).

Consequently, it is recommended that Debswana defines what she wants to achieve through
diversity and inclusion, carrying employees along and providing supporting infrastructure.
Additionally, it is recommended that there is a need to explain the problem the company is trying
to solve. This is because majority of the participants cautioned the company about being overly
focused on the numbers. As such it is recommended that, the company explore adopting alternative
contracting and employment models as well as technology to attract and retain employee

categories that have been marginalized such as women. Similarly, studies revealed the need to
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devise strategies to “identity and develop skills” sets needed to increase awareness, knowledge
and competencies to achieve an enhanced comprehension of a diverse and inclusive workplace
and by extension drive business performance (Tworoger and Golden, 2010, p. 2). This is because
a diverse workplace is viewed as a source of strength and competitive superiority over rivals
(Liggans et al., 2018). Conversely on its own, a diverse workplace is not sufficient to achieve
diversity and inclusion objectives as well as positive organizational outcomes if employees are not
capacitated to express themselves and drive their career choices (Sabharwal, 2014). For instance,
Panicker et al. (2018) observed that appropriately crafted organizational policies and leadership
participation can lead to an inclusive workplace. This is on the account that employees want the

opportunity to be heard and enabled to be themselves (O’Donovan, 2018).

Similarly, to address the challenges perceived diversity and inclusion as alluded to above,
Jordan — Ferris and Lamont (2019) argued that, as diversity in the workplace increase,
organizations should quickly develop required capabilities and skills sets in order to effectively
manage this diversity and ensure that the working environment is conducive. Furthermore, the
authors pointed out that, though it is anticipated that regular diversity and inclusion practices such
as diversity training, affirmative action amongst others are important, it is the individual’s “lived
knowledge and expectant justice” (p. 387) in relation to the impartiality of policies that may

provide some clues as to why many diversity and inclusion initiatives failed.
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The participants asserted organizational policies and procedure have been effective in
laying the foundation for D& | conversations to commence, however they are not driving the new
paradigm shift. Therefore, it is recommended that policy formulation should be participative and
educational so that a critical mass of employees are brought on board. Equally Shea et al. (2018)
argued that bias training can be an intervention to raise awareness on the part of the minority group
members on how to tackle workplace discrimination and also for the majority group members to

appreciate the value of an inclusive organization.

In terms of company practices, Rengers et al. (2019) proposed that programs that protect
the interests of minority groups can also enhance perceptions of an inclusive workplace where
differences are celebrated. In addition, Collins et al. (2016), argued that social support for the
underrepresented groups is also crucial for engendering commitment and employee satisfaction.
Correspondingly, Cloutier et al. (2015), pointed out that, even though diversity and inclusion are
crucial elements of retention, but most importantly there has to be a fit between a business and the

values of employees to realize job contentment and organizational productivity.

Hirst et al. (2021), proposed progammes such as onboarding, job redesign and attachment
to accommodate minority groups in the workplace. In support of this view, Theodorakopoulos and
Budhwar (2015), strongly proposed that for diversity and inclusion to be entrenched in

organizations, it should be connected with both the business and human resource strategies and
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went further to suggest that companies adopt friendly and accommodative policies, as an example
of inclusion initiative. For instance, businesses are increasingly recognizing that it is of strategic
value to integrate minority employees because in part it’s a regulatory requirement and the aging
workforce is starting to exhibit signs of disability hence the importance of human resources as an
enabler of inclusion (Schloemer-Jarvis et al., 2022). Consequently, the authors in an endeavor to
provide a systematic proof of the role of human resources in integrating previously disadvantaged
employees in the workplace conducted a “literature review on human resources practices
comprising hiring, performance review, career progression, succession management as well as
rewards” (p. 49). In terms of methods, Schloemer-Jarvis et al. (2022) selected and summarized

“74 empirical studies undertaken between 1990 until 2020” (p. 54).

Ultimately, the authors found that, predominantly organizational policies focused on the
standardization of recruitment and selection practices reflecting a desire to reduce discrimination
when dealing with previously underrepresented people. However, other employment policies such
as how to train, retain, remunerate and deploy minority groups were scarce, the authors revealed.
So, capacitating organization with an understanding of how to accommodate minority groups is
vital because this group regularly encounters obstacles such as bias and prejudice when it comes

to career progression opportunities (Dwertmann, 2016).

It is also suggested that investment in diversity be prioritized because of its positive impact

on company success as confirmed by Inegbedion et al. (2020) who found that there is a correlation
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between employee diversity and company performance, and that, this association is positive and
statistically significant. Thus, the more inclusive the organization the positive the company

outcomes (Kuknor and Bhattacharya, 2021).

Equally, companies that have an inclusive environment and alive to the potential effect of
identity conscious initiatives have caused employees to perceive such organizations as being
committed to its diversity and inclusion responsibilities and consequently lead to increased
organizational citizenship behavior (Li et al., 2019). Echoing the foregoing view, some studies
demonstrated that espousing inclusive programmes drives company success (Cunningham and
Nite, 2020). Additionally, it was suggested that organizations should assume a strategic posture
on managing diversity and inclusion to demonstrate firm company interest and desire so that this
behavior can be emulated by other employees thus sparking total commitment in the workforce

(Jauhari and Singh, 2013).

On the contrary, if diversity is not properly managed it can result in a negative work
environment characterized by stereotypes, discrimination and bullying of employees that are
deemed different (Triana et al., 2021). This scenario is consistent with the theoretical arguments
of the social identity theory that, employees self-categorize favorably to groups that, they feel
optimize their self-esteem and security but discriminate and look down upon group members that

they deem belong to a peripheral group (Trepte and Loy, 2017).
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So, in the context of the thesis, the results revealed that the participants did not believe that the
company can achieve diversity and inclusion objectives by skewing recruitment and promotion.
Their concern was that this may cause disgruntlement and a toxic environment. They posited that
diversity should not be a numbers game and controls should be in place to guard against abuse and
emphasize competency and capability. Therefore, it is recommended that the focus on achieving
diversity and inclusion goals should not be about chasing arbitrary numbers but be about policies
that promote capability and meritocracy. This is because as indicated in the results, organizational
policies were a significant predictor for diversity and inclusion. Similarly, organizational policies

were found to have a significant positive effect on diversity and inclusion.

Demographic Attributes (age and gender)

As revealed in the results, age and gender did not have an effect on diversity and inclusion.
However, being a male affected the perception of diversity and inclusion meaning that male
employees had a positive perception of diversity and inclusion, but the relationship was
insignificant. Relatedly, literature pointed out that dominant groups in the workplace namely male
employees should participate in the diversity and inclusion programmes. In respect of this thesis
on leadership interviews they argued that, as Debswana rolls out diversity and inclusion initiatives
to create an inclusive workplace, it should bring the male employees on board and make them

understand why it is important to introduce this change to avoid a potential backlash particularly
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because they are the majority in the workplace. Correspondingly, Kundu and Mor (2017) similarly
cautioned that as much as companies need to commit resources to ensure a diverse and inclusive
workforce particularly in previously marginalized groups such as women, care should be taken

that all employees are receptive and supportive of the initiatives.

Consequently, it is recommended that a delicate balance is needed where female employees
are empowered and support structure put in place to remove barriers of progress while at the same
time supporting male employees to allay any fears and ensure they embrace and champion the D&
I agenda. Ultimately with the implementations of these recommendations, there is a high likelihood
that Debswana would be on a path of success by having a diverse and inclusive workplace
characterized by individual freedoms, self fulfilment and recognition as well as acceptance of

uniqueness.

Recommendations for future research

This chapter focused on the applications for future research because of the limitations of
this study and potential new areas of research that emerged during the study. The specific areas

are outlined below:
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Diversity and inclusion in the public sector in Botswana

Since the settings of this research study was Debswana Diamond Company so, the findings
arising from the study cannot be generalized to other companies, thus future research could be
extended to the Directorate of Public Service Management (DPSM) within the public sector in
Botswana. This is because DPSM’s role is significant in designing policies, processes governing
recruitment and training amongst its key functions. So, it is important to assess how employees in
that organization perceive the impact of leadership, organizational practices and demographic

characteristics in driving diversity and inclusion in the workplace.

Extending this argument, to other jurisdictions especially in developed countries, they have
been suggestions to make the public sector more diverse and inclusive and resemble the people it
is serving (Borry et al., 2021; Katz and Miller, 2018; Council, 2014). This could be through
leadership availability because research has revealed that leadership can impact the sentiments of
inclusion, for example, a study on a public child welfare agency demonstrated that leaders can
create a positive work environment which will result in employee contentment, job satisfaction

and negative intention to separate with the company (Brimhall et al., 2014).

Emphasizing the above-mentioned view, Nolan — Flecha (2019) argued that, since diversity
and inclusion is ever evolving, it is vital that public organizations equally evaluate and improve

their services to meet the changing needs of society it is serving. Notably, the foregoing argument
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is based on the social exchange theory whose principle is that, when a leader or organizational
practices affect an employee in a certain way, the employee reciprocates in line with perceived
treatment (Cropanzano et al., 2017; Mitchell et al., 2012). Thus, it is crucial that the study of the
impact of perception on leadership, organizational practices and demographic attributes on the
creating a diverse and inclusive at the Directorate of Public Service Management be investigated
and the results used to inform government strategies on how to optimize the diversity and inclusion

work environment.

Impact of inclusive leadership on diversity and inclusion in the military in Botswana
Consistent with the findings of this research study, Brimhall (2019) also found that
leadership influenced a positive work climate and employee loyalty. However, future research
could benefit from a identifying a particular antecedent such as an “inclusive leadership”. In the
case, the study could assess the moderating impact of inclusive leadership in creating an inclusive
workplace in the Botswana Defence Force (BDF) which of late has been transforming in respect
of recruiting female soldiers. This value of inclusive leadership is confirmed by Ashikali et al.,
(2021), who argued that it enables a psychological safe space where different perspectives are
encouraged and respected, while simultaneously teamwork stimulated to create a sense of
togetherness. Case in point, when the authors investigated team diversity in “four Dutch

organizations” found that, an inclusive leadership is critical in inculcating *“organizational
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inclusion” (p. 499). So, it is important to embark on this assessment in the context of the Botswana

Defence Force.

Equally, (Bae et al., 2017: Alang et al., 2022: Hunt et al., 2018; Lundy et al., 2021)
contended that inclusive leadership is connected to the creation of a diverse and inclusive
workplace and to beneficial organizational outcomes. This discussion aligns with the Leader
Member Exchange theory whose underlying assumptions are that an association between an
employee and a leader can be described by the quality of that relationship through amongst other
availing opportunities for development, employment security, career progression, coaching,

mentoring and trust (Erdogan and Bauer, 2015).

Based on the above argument, leaders are encouraged to embrace inclusive behaviours and
attitudes that will enable socialization of all employees regardless of their demographic
characteristics (Dai and Fang, 2023). In support of this viewpoint, Nie and Lamsé (2015) postulate
that a quality leader-member relationship gives the two parties an avenue to experience a
flourishing work environment which in turn drives organizational performance. Thus, it is vital
that inclusiveness as an antecedent of leadership be investigated further to assess its impact on

inclusivity of female soldiers at the Botswana Defence Force (BDF).
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Measuring the impact of perception of the minority groups in the workplace on
organizational performance

Connected to this study is another potential area of future research relating to the effect of
employees’ perception of the impact of inclusion of minority group on perceived organizational
performance at the University of Botswana (UB). This tertiary institution is the country’s oldest
and biggest in terms of student enrollment in the country. This is an important area to investigate
because literature shows that, when employees have a favorable perspective of the diversity
management practices as well as a good perception of inclusion, it will influence their attitude that

they are critical members of the organization (Downey et al., 2015).

To underscore the foregoing view, Ohemeng and McGrandle (2021) on their study of
“Employee perception of inclusivity and business performance, established that positive feelings
of inclusion are connected to superior organizational performance. These results are achieved by
institutions providing resources that enable conditions for inclusion for employees to express

themselves without any fear of sanctions (Sabharwal, 2014: Jansen et al., 2015).

Similarly, employee’s performance was directly associated with the perceptions of
inclusion (Chen and Tang, 2018). This argument is anchored by the social identity theory which
posits that, how employees think as members of a team impact their ultimate behavior and attitude

(Korte, 2007). Therefore, if employees as a collective believe that they are views are taken



353

seriously and accordingly rewarded for the efforts, this will catapult their output and commitment

to the company.

Examine impact of organizational climate on perception of inclusion

Relatedly another possible area of interest for future research is the moderating impact of
organizational climate on the perception of inclusion at a leading manufacturing company in
Botswana. In connection to this, studies show that employees are more committed when the
organizational climate is conducive for inclusion (Davies et al., 2019; Hwang and Hopkins, 2015;
Alang et al., 2022). Thus, exploring how organizational climate could impact this employees’

sense of inclusion and by extension company’s performance.

Perception of leadership on diversity and inclusion mediated by organizational practices.
Furthermore, another area of interest for future research pertains to perception of leadership
mediated by organizational practices on the creation of an inclusive workplace in the financial
services sector in Botswana. In terms of extant literature, the ability of employees to innovate and
acknowledge information was found to be directly mediated by organizational practices (Foss et
al., 2011; Gochhayat et al., 2017; Farouk et al., 2016; Yoon et al., 2016). For instance,
democratizing the workplace was found to engender feelings of loyalty, trust and satisfaction but

mediated by the perception of organizational justice (Ahmed et al., 2019). However, the context
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where the studies were executed was predominantly in the developed countries so there is dearth

of knowledge in the Botswana context of financial service sector.

Effect of organizational culture in improving diversity and inclusion and enable innovation
at a central bank in Botswana

Another potential area of future research relates the impact of organizational culture on
improving mental well-being at the Central bank in Botswana. Extant studies reveal that
organizations face barriers concerning a risk averse culture (Kashan et al., 2021). However, there
is inadequate data on how culture can support and enable innovation, the authors argued. Relatedly
literature has shown that organizational culture has a major effect on employees’ wellbeing
through the creation of balance of work life, engaging leadership and enabling policies (Monteiro
and Joseph, 2023). Underscoring the foregoing sentiments, Perera and Saha (2024), highlighted
the criticality of creating inclusive environment and asserted that cultural shift is needed to achieve
this change. Equally, studies confirmed that business culture affects employee deliverables and
ultimately the company reputation (Daniels, 2021; Cary et al., 2020; Sackmann, 2011). Similarly,
organizational culture influences workplace climate (Looi et al., 2022). Subsequently, given the
immense importance of the central bank in the economic affairs of the country, this research is
vital to establish whether the workplace culture is conducive for all types of employees

notwithstanding their diversity orientation.
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The foregoing areas of future research are vital in enriching this complex issue of diversity
and inclusion which is increasingly proving to be a topical issue both theoretically and practically.
For instance, it is acknowledged that a diverse workplace is closely associated with improved
company performance (Goldberg et al., 2019). However, to realize this noble goal inclusive
leadership and effective organizational policies are paramount to create an enabling environment.
Additionally, demographic characteristics such as age and gender were also discussed and
recommendations made on the basis of the findings emerging from this research study. However,
given the limitations that the researcher was working with, potential areas of future research have
been suggested to expand the scope contribute to the new body of knowledge on how to make the

workplace diverse and inclusive for all employees.

Investigating social exclusion of disabled in the workplace in the mining sector

This study extends the diversity and inclusion literature by adding disability into potential
future research. Studies demonstrate that people with disabilities face major hurdles at entry and
even after employment thereby resulting in their underutilization (Khan et al.,, 2019).
Correspondingly, literature reveals that as much as there is evidence of transformation in relation
to creating an inclusive environment, people with disabilities are acutely underrepresented
(Mmoloke, 2020). Similarly, other employees are not aware of the various forms of disability and
as such do not know how to relate with them, therefore resulting in their perceived discrimination

(Muyia et al., 2010). So, given that increasingly organizations are advocating for diversity and
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inclusion and people with disabilities are entering the workplace, it is recommended that research
be extended to investigating how companies can create a conducive workplace for people with
disabilities in the mining sector which is the biggest private sector employer.

Evaluating the impact of digital technology to create an inclusive environment in the
mining sector

Adopting and implementing digital technology has enabled the transformation of
organizations in this ever-changing trading landscape (Mosena, 2023). With respect to concerns
around underrepresentation of some groups in the mining industry, studies show that technology
creates opportunities to break barriers that enable women participation in the mining sector that is
traditionally male dominated (Fernandez-Stark et al., 2019). The introduction of digital technology
through automation, “robotics, drones” and remote work has improved the speed of change in
organization (Abrahamsson and Johansson, 2021, p. 268). So it is recommended that a study
evaluating the effect of digital technology on the creation of an inclusive environment in the
mining industry be explored. These results can provide insights on the barriers and opportunities
that underrepresented groups such as women encounter in the traditionally masculine workplace

and how a thriving environment be nurtured to enable all types of employees to flourish.

Summary

In summary, as shown above, this research study sought to examine the perceptions of

employees and executive leadership on the impact of inclusive leadership, organizational policies
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and demographic characteristics namely age and gender on the creation of a diverse and inclusive
workplace at a leading mining business in Botswana which in this context is the Debswana
Diamond Company. Therefore, this thesis provided empirical data and a framework to deepen the
understanding of diversity and inclusion in the mining sector by surfacing the complex interaction
of the main variables discussed above. So, as discussed in this thesis, the investigation commenced
with a global view of the diversity and inclusion landscape expounding on the challenges and
opportunities that organizations are generally faced with regarding nurturing and being
accommodative a of diverse workforce, how to address persistent demographic inequalities as well
as discrimination and inequality prevalent in organizations and the inability to obtain perceptions
of employees with regard diversity and inclusion initiatives. Instances from literature were shared
where organizational practices sustain discrimination and inequality Equally, examples were
shared where businesses were increasingly recognizing the value of having a diverse and inclusive
workplace and its impact on company success However, alluded to in the discussion,

implementation challenges and disparities persist in the mining environment.

Nevertheless, as revealed in the results section, there was a strong positive and statistically
significant correlation between employees’ and executive leadership perceptions of inclusive
leadership and organizational policies and the creation of a diverse and inclusive environment. For
example, inclusive leadership was found to have a significant impact on the perception of diversity

and inclusion. Equally, what leaders say and do was shown to have a tremendous difference as to
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whether an individual reports feeling included and empowered. Most importantly, inclusive
leadership was found to be grounded in leader-member exchange theory which has been

extensively discussed above

Another important finding of this thesis was that organizational policies were found to be
positively connected to the perception of a diverse and inclusive workplace. Additionally, gender
did not explain much of the variance in diversity and inclusion even though, being a male affected
the perception of diversity and inclusion, but the association was not significant. On the contrary,

age showed no association with the perception of diversity and inclusion in the workplace.

Simultaneously, leadership interviews were conducted, and the findings complemented
those from the web-based questionnaire. As illustrated in chapter 2, the justification for mixing the
two methods was to leverage their individual strengths and most importantly to obtain an in-depth
appreciation of the issues relating to diversity and inclusion. So, as revealed during the data
analysis section, the results from the two instruments were largely complementary and similar.
Moreover, when examining the research results to the main research questions which sought to
assess:

To what extent do employees’ perception of leadership impact diversity and inclusion in

Debswana Diamond Company
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To what extent do employees’ perception of organisational policies impact diversity and
inclusion in Debswana Diamond Company?

To what extent do demographic characteristics namely age & gender impact perception of
on diversity & inclusion in Debswana Diamond Company

What is the executive leadership’ perception of the impact inclusive leadership,
organizational policies on diversity and inclusion in the workplace?

These research questions were comprehensively investigated and analyzed as shown in
the data analysis and findings section. For example, the way the leader would carry himself or
herself and relate with employees has a significant impact on how they perceive the workplace,
thus the conclusion that inclusive leadership has a positive impact on the creation of a diverse and

inclusive environment

However, designing relevant policies, systems and processes, awareness creation, change
management and stakeholder engagement were amongst the key initiatives discussed in this study.
Furthermore, this thesis suggested that a greater focus should be on inclusive workplaces and the
role that inclusive leaders play in cultivating that environment that can assist companies and
policymakers to adapt and infuse the required changes. Notably, this study buttresses prior research
on diversity management while adding a new geographic and industry perspective. Crucially as it

has been revealed in this thesis, inclusive leadership is critical to deal with negative behavior
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displaced toward inclusion because it is perceived as an enabler to the realization of inclusion

programs.

Additionally, areas of future research were explored, and they revealed that, there is scope
to increase diversity and inclusion opportunities in organizations to incorporate other diversity
elements such as sexual minorities, which literature is showing as an area that has not been
adequately researched (Gould et al., 2020; Ng and Rumens, 2017). Additionally, theoretical
frameworks were extended to this research and facilitated an in depth understanding of the
interactions of the main variables being inclusive leadership, organizational policies and
demographic characteristics on diversity and inclusion in the workplace. Findings from the
univariate and multivariate analysis were consistent in that inclusive leadership and organizational
policies were found to be significantly connected to perceptions on diversity and inclusion, while

age and gender were insignificantly linked.

Conclusion

This research expanded on the existing literature on diversity and inclusion in the
workplace and filled the research gap by integrating inclusive leadership, organizational policies
and demographic attributes on diversity and inclusion in a unique sector with different workforce
dynamics. For example, the results revealed that inclusive leaders positively impacted the

perception of employees in relation to diversity and inclusion in the workplace. Equally,
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organizational policies positively impacted on employees’ perception of diversity and inclusion.
This research was significant both in terms of its theoretical contribution to existing literature on
diversity and inclusion and at a practical level in terms of potential organizational benefits that
could accrue from implementing the findings. However, as shown in the reviewed literature and
buttressed by these study findings, diversity and inclusion in the mining sector remains relatively
unexplored even though the imperativeness of the phenomena is recognized. This research also
exposed the challenges relating to the understanding and implementation of diversity and
inclusion. This study explored the complex association between multiple independent variables
and their combined impact on diversity and inclusion. Essentially, by evaluating multiple
predictors simultaneously, it led to a more accurate estimate of their impact. Additionally, multi-
regression and multi correlation were conducted, as well as both univariate and multivariate

analysis where multivariate analysis best explained diversity and inclusion.

With respect to gender, the results did not show significant association between gender and
diversity and inclusion, nonetheless, they revealed how gender influences perceptions of diversity
and inclusion, emphasizing the need for targeted interventions. Additionally, the major
contribution of this thesis is that it expanded the application of Leader-Member Exchange, Social
Exchange Theory, Social Identity Theory, and Optimal Distinctiveness Theory to a new industry
context. The uniqueness of this thesis is that the researcher is not aware of a similar study which

adopted these theoretical frameworks in a similar context.
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Likewise, few studies used mixed method research, and this greatly assisted in enhancing
the understanding of the different interactions of the main variables and how they impact diversity
and inclusion. This thesis also provided actionable insights for the mining industry, particularly
Debswana, to review policies as well as enhance capability development programmes targeting
leadership training. The thesis also asserted the importance of well-designed organizational
policies in fostering a diverse and inclusive workplace. That notwithstanding, that the results
showed that there is a direct and clear relationship between diversity and inclusion, emerging
insights revealed that leadership commitment was inadequate to inculcate this new change. As
such the majority of employees did not understand the strategic value of diversity and inclusion
and perceived it as foreign and contrary to their value systems. Female employees felt that the
existing policies and processes perpetuated patriarchal attitudes and as such they did not feel
included and accommodated. Nevertheless, they were against affirmative action for fear that it
might result in stigmatisation. Rather they advocated that merit and competencies should underpin
appointments to positions. Ultimately, it proposed that Debswana should implement structured
diversity training, talent mobility programs, and equitable human resources policies in order to
make the workplace inclusive. Another issue that concerned the leadership was psychological
safety which it emerged that it was low and as such those in positions of authority from supervisory
level to executives were afraid to share a different opinion. Consequently, there was a suggestion
of a culture shift, implementation robust change management strategy and forging of partnerships

as well as collaboration with industry and regulatory bodies in order to foster a better relationship
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on how to tackle the issues of diversity and inclusion since it was acknowledged that it also had a
bearing on human rights. Results also revealed that, there was consensus from the leadership that

there would be advocates, change leaders and role models of this initiative.

Subsequently, this study, supports the contention that businesses benefit from actively
promoting gender inclusion initiatives. At a global level, this thesis, aligns with international
diversity and inclusion frameworks, making the findings essential to organisations beyond the
current jurisdiction. As alluded to, the research study affirmed previous literature on diversity and
inclusion while adding a new geographic and sectoral perspective. Moreover, potential areas of
future research have been explored, and they extend to the public service, military, manufacturing,
health sector, retail and financial services sector. Finally, as revealed in this thesis, it is vital for all
the stakeholders in the mining industry to embrace and leverage of the benefits of diversity and
inclusion to drive and sustain superior business performance. This is because a plethora of studies
demonstrated that diversity and inclusion unlock the potential of all employees to deliver their

discretionary effort.
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Appendix B

Online questionnaire
Diversity and Inclusion Survey

Title: EXAMINING EMPLOYEES’ & EXECUTIVE LEADERSHIP PERCEPTIONS
ON THE IMPACT OF LEADERSHIP, ORGANISATIONAL POLICIES AND
DEMOGRAPHICS ON DIVERSITY AND INCLUSION IN BOTSWANA’s DIAMOND
INDUSTRY

You are invited to complete the following questionnaire which aims at examining employees’ perception on
the impact of leadership, organizational practices and demographic attributes on diversity and inclusion at a leading
diamond company in Botswana.

The questionnaire should only take 10 minutes to complete, and it includes 20 questions. Your responses are
anonymous and confidential thus, will not be identified with you in any way.

By participating in this survey, you are indicating consent and that you understand that your responses are
anonymous and will not be identified with you in any way. You may skip any question that you find intrusive or
offensive, but it will help me if you respond to as many questions as you feel comfortable with.

You have the right to withdraw at any stage (prior or post the completion) of the research without any

consequences and without providing any explanation. In this case, the data will be deleted.

Please complete all questions and make sure you follow the instructions for each question.

Which function do you belong to?
1. Human Resources,
2. Finance,

3. Sustainability,



4. Corporate Affairs,

5. Support Services,

6. Security,

7. Audit,

8.

9.

10

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

Legal,

Mining,

. Ore Processing,
Engineering,

Mineral Resource Management,
Management,

Health Services,
Information Management,
Supply Chain Management,
H2 Projects,

Project Management Office
Technical Services

Transformation & Innovation

Age (state your age)

Gender 1. Male 2. Female 3. Other

4. Prefer not to say



Employment status 1. Permanent 2. Fixed term contract

Education level (select highest attainment)
1. O level/BGCSE

2. Certificate

3. Diploma

4. Associate Degree

5. Degree,

6. Master’s Degree

7.PhD

Position level . (optional)

Years of experience (state your years of experience)

Operation 1. Corporate Centre
2. H2 Projects
3. Jwaneng

4. Orapa, Letlhakane & Damtshaa Mines



Choose one option for each question presented in the table below. Circle or mark against

the number that represents your opinion.

Please indicate your level of disagreement or agreement with the following statement by

selecting one answer on a scale of 1 to 5. (1 being strongly disagree, 2 somewhat disagree, 3 neutral, 4

somewhat agree, 5 strongly agree)

Neither
No. Objectives S'Frongly Disagree agree Agree Strongly
disagree nor agree
disagree
I. Examine the perception of Debswana employees on inclusive leadership impact on workplace diversity and
inclusion
1 _L_egdt_ershlp promotes diversity and inclusion 1 5 3 4 5
initiatives
leadership encourages employees to be open
2 1 2 3 4 5
3 Leadership recognizes the unique contribution of 1 5 3 4 5
employees
4 Leadership ensures that Diversity and Inclusion
programmes are implemented fairly across the 1 5 3 4 5
company
5 | Leadership ensures that employees are not being
disadvantaged on account of being different 1 2 3 4 5

Il. To comprehend the views of employees on the Inclusive leadership impact on creating diverse and

inclusive workforce

Leaders create a safe space for all employees to
6 | unleash their potential 1 2 3 4 5

Leaders provide equal opportunities for all




leaders create awareness on the value of diversity and
8 | inclusion in the workplace 1 2 3 4
leaders discourage discriminatory practices targeting
9 | those that are unique and hold minority view 1 2 3 4
leaders promote changes in policies and procedures
10 | that support the creation of diverse and inclusive 1 2 3 4
workplace
I11. To assess the relationship between Inclusive leadership and a diverse and inclusive workplace
11 | There is an association between inclusive leadership 1 2 3 4
and a diverse and inclusive environment
12 | Inclusive leadership has a positive impact on the state
o . o 1 2 3 4
of diversity and inclusion in the workplace.
13 | Inclusive leadership drives diversity and inclusion in 1 2 3 4
the performance management system in the business
14 | Inclusive leadership facilitates the incorporation of 1 5 3 4
diversity and inclusion in the career development
process of minority groups in the company
15 | Inclusive Leadership ensures that training 1 5 3 4
interventions are put in place to create knowledge on
the benefits of diversity &inclusion
IV. To identify Organizational policies that could optimize diversity and inclusion
16 | Debswana should adopt affirmative action as a policy 1 5 3 4
to drive diversity and inclusion
17 | Debswana should adopt diverse and inclusive policies| 1 5 3 4
that are fair to all employees
18 | Debswana should promulgate policies and processes
L h 1 2 3 4
that are enabling different employee groupings to feel
included
Debswana should develop an easily understood
19 diversity and inclusion frameworks that provides for 1 2 3 4
amongst others, flexibility, remote work & alternative
contracting options




20 | Debswana should create policies that enable a
supporting infrastructure to achieve an inclusive
workplace

Appendix C

Diversity and Inclusion Interview

Title: EXAMINING EMPLOYEES’ & EXECUTIVE LEADERSHIP PERCEPTIONS ON THE
IMPACT OF LEADERSHIP, ORGANISATIONAL POLICIES AND DEMOGRAPHICS ON
DIVERSITY AND INCLUSION IN BOTSWANA'’s DIAMOND INDUSTRY

You are invited to participate in this interview whose purpose is “Examining employees’ and executive
leaders’ perception on the impact of inclusive leadership, organizational policies and demographic attributes on
diversity and inclusion at a leading diamond company in Botswana.”

This interview should only take 20 minutes to complete, and it includes 18 questions. Your responses are
anonymous and will not be identified with you in any way.

By participating in this survey, you are indicating that you understand that your responses are anonymous
and will not be identified with you in any way. You may skip any question that you find intrusive or offensive, but it
will help me if you respond to as many questions as you feel comfortable with.

You have the right to withdraw at any stage (prior or post the completion) of the research without any

consequences and without providing any explanation. In this case, the data will be deleted.

Which function do you belong to?
1. Human Resources,
2. Finance,

3. Sustainability,



state

4. Corporate Affairs,

5. Support Services,

6. Security,

7. Audit,

8. Legal,

9. Mining,

10. Ore Processing,

11. Engineering,

12. Mineral Resource Management,
13. Management,

14. Health Services,

15. Information Management,
16. Supply Chain Management,
17. H2 Projects,

18. Project Management Office)

Age (state your age)

Gender 1. Male 2. Female

Marital status 1. Married 2. Single

3. Other

3. Widow

4. Divorced

4. Prefer not to say

5. Prefer not to



Employment status 1. Permanent 2. Fixed term contract

Education level (select highest attainment)
1. O level/BGCSE

2. Certificate

3. Diploma

4. Associate Degree

5. Degree,

6. Master’s Degree

7.PhD

Position level : Position Title

Years of experience (state your years of experience)

Operation 1. Corporate Centre
2. H2 Projects
3. Jwaneng

4. Orapa, Letlhakane & Damtshaa Mines

What is your view with regard diversity and inclusion in the company?




In your opinion, should diversity and inclusion initiatives be prioritized?

Do you believe that diversity and inclusion is well understood by employees?

What is your standpoint around the implementation of diversity and inclusion programmes

in the business?

Are there any benefits that you can relate to the execution of diversity and inclusion?

To what extent are policies and procedures enabling diversity and inclusion in the workplace?

What is your opinion on affirmative action to achieve diversity and inclusion targets?

To what extend would you say employees are free to express a unique view without any fear

of reprisals?

Would you say Debswana leadership is doing enough to inculcate diversity and inclusion?

In your opinion are there any short comings that could potentially hamper the realization of

a diverse and inclusive workplace?

In your view are employees’ content with the status quo of diversity and inclusion landscape?

Do you believe that there is a relationship between inclusive leadership and an inclusive

environment?

What do you believe are some of the successes related to diversity and inclusion objectives

In your opinion, are employees recognized for being unique?

In your perspective are the leaders taking accountability for the realization of diversity and

inclusion aspirations?

Any leading practice that you can adopt to mainstream diversity and inclusion practices in

the workplace?

What changes can Debswana employ to optimize its diversity and inclusion environment?

What policies can the company adopt to improve its diversity and inclusion offerings that

meet the needs of employees?

What is your pledge on diversity and inclusion




Appendix D

DE BSWANA@

Mining diamends, enriching the natien

-

S & &

Unicaf Research Ethics Committee (UREC)
UNICAF UNIVERSITY

Gatekeeper letter

This correspondence serves to inform the University that Boitumelo Senyane is an employee of
Debswana Diamond Company and has been granted permission to study for Doctorate of Business
Administration (DBA). As part of the fulfilment of the requirements of this degree, he will be
undertaking research on the using Debswana Diamond Company as a case study whose focus is
on: Examining employees’ perception on the Impact of leadership, Organizational practices and
Demographic attributes on diversity and inclusion at a leading diamond company in Botswana.
His proposed study will be using on-line questionnaires, face to face as well as telephonic
interviews. The latter will be deployed in instances where the participants and the researcher are
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However, Senyane will be expected to comply with the requirements of data protection act as well
as the training and development procedure by lodging the final study report with the Head of

Department and Talent, Learning and Development function.

Regards

"4y

Matlhogonolo Letsopa Mponang

Executive Head of Human Resources
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Research Ethics Application Form

UNIGAF

REAF DS - Version 3.1

UNICAF UNIVERSITY
RESEARCH ETHICS APPLICATION FORM
DOCTORAL STUDIES

DREC USE ONLVE
Application MNo-

Student’s Mame: Boitumelo Senyane

E-mail = van na.bw
Student's ID #: R2001D10154519
Supervisor’s Mame: Dr Shilpa Jain

University Campus: Unicaf University Zambia (UUZ)

Program of Study: UUZ: DBA Doctorate of Business Administration

: EXAMINING EMPLOYEES® 8 EXECUTIVE LEADERSHIP PERCEPTIONS OM THE
IMPACT OF LEADERSHIP, ORGANISATIONAL POLICIES AND DEMOGRAPHICS

Research Project Titl,

(=]
-1
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1. Please state the timelines involved in the proposed research

roject:

Estimated Start Date: 06-Sep-2022

2. External Research Funding (if applicable):

Z.a. Do you have any external funding for your research?

[Jves - O

I YES. please answer guestions 2b and Zc

Estimated End Date: 31-Dec-2024

List any external (third party) scurces of funding you plan to utilise for your project. You

2.b.
need to include full details on the source of funds (e.g. or individual sponsor),
amy prior f existing or future relationships between funding body / sponsor and any of
the principal investigator(s) or co-investigator(s) or student researcher(s), status and
et OF the. application ard amy condmone. atached

/A |

2.c. If there are any perc

eived ethical issues or potential conflicts of interest arising from

applying or and receiving external funding for the proposed research then these need to
be fully disclosed below and also further elaborated on, in the relevant sections on

ethical considerations later on in this form.
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3. The researeh project

3.a. Project Summary:

In this section fully describe the purpose and underlying ratonale

proposed research project. Ensure that
state

REAF_D% - Varson 3.1

for the
research questions o be

the and discuss the expected results of your ressarch and

their potential.

it is important in your description to use plain language o |t can be understood by all
members of the UREC, especially those who are not necessarily experts in the
particular discipline. To that effect ensure that you fully explain / define any technical terms
or discipline-specific lemMINGlogy (Use the Bpace provided in the Box).

his study is motivated by the events that demonsirate that, despite acknowledging

that diversity and inclusion ane crucial for

and . 015), on the other hand, extant literature reveals
that businesses are struggling to ansure |h:| minority groups have a sense of

L (2027,

belongingness and that their

(Additionally, as atested 1o by, Paolllo et ﬂl- (20‘ T lm majonty of studies on
[examining issues of diversity and inclusion are predominantly based in the United
States of America and other ewa«:eeu countries but in other jurisdictions as a

creating diverse and inclusive workforce

. this type of gap).
Cansequently, an the basis of ms L the stucy
(desires o
1. To explone the and of on and
inclusion

2. To comprehend the views of employaes on the impact of quality leadership on

3. To assess the quality and an
4. To identify that could and Inclusion
v, the study, for o 1 are:
Ha: There are no afforts to integrate diversity and IHEIIISIDH in the workplace
[H1: There ane efforts o Sty
Oh.lﬂﬂ'\!ﬂ 2 Ho Thars is no differencs in how males Mﬂ temales QMDIWMS parceive
nd
4 I.Thma is a difference in how males and and
inchusion practices.
[Ctxective 3. Hu There is no =] quality D and an
environmen
H1: There Ia a quality and an "

Fur

is anticipated that, this research will reveal the state of workplace diversity and
on the results of this study, thers S Scope

for Debswana leadership to usae atuuy recommendation to dovise strategies on how

they can optimize diversity and in the

Fnaumen Senyans RIO0ID DG4S 2
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3. S of the Pr Study and

Cutsne the potantial SIGNMCaNce ANG/Or DENSNIE OT e FESEANTD (LSS Me SPace (ovised I e boo.

The changing global demographic rends ans showing that. it is imperative for
businesses to reevaluate their diversity and inclusion strategies (Shore, Cleveland &
‘Sanchez, 2018) in onder to make them truly inclusive.

So. since this is the first empiscal study on workplace diversity and inchssion
conducted at Debswana. at a practical phase, the insights gained from this enguiry will
be helpful to nfluence the design of diversity and nclusion strategies that will
uitimately enfance employess” experience on the basis of evidence from the research
s enhancing confidence and value of the resultant discussions. Relatedly at a
theoretical lewel, the findings of this study will be beneficial i contributing towards
knowledge creating i relation to diversity and inclesion in the manng mdwestny
Furthermore., since, employess would hawe had an oppontunity to air their views
regarding the state of workpiace diversity and inclusion at Debswana. it is anboipated
that, there will be a significant buy in of the improvement instiatives. that they have
recommendsd by the study. Ssmilarfy. the outcome of this study will facilitate genuine
conuersations on work place diversity and inclusion as well as how leadership can
support initiatives asmed at creating an incusive workplace and ewentually enhance
the company’s employee wakse proposition.

4 project axecution:
4.a. The following study 1= an:
exparimental study (Drimany research)
deskiop study (secondary research)
desktop study using existing databases Inwoiving Information of human/animal subjects

Cither

0o0®

IT yOu NEVe CHOSEN "Omer pease Explam:

Para

UNIGAF e

an. . TheT stuay win tne uss or

Msthod mMatariats F Tools

Qualitative Face to Face Interviews
Prone nterviews

Face i Face FOGUS Groups
Oniine Focus Sroups

Orther =

Quantitative: Face io Face QuesbBonnaines
onEne QuestonnaIrEs
Experments

Tesis

other -

"I you hawve chosen "Olher please Explain:

5. Parfticipants:

5 a Doss tne ) tns recry
other than the ressarcher(s) themssiwss?

ana par or agaitional persons

“ | YES WYES. please an .

EI O I NO. pisasse directly procesd to Question 7.
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5 . Relevant Detalls of tns Parficipants of tne Propossa Ressarch
State the number of paricipanis you pian to recnull, and explain In the box below how the tatal

RUMBar was calcusatan.

rumoer of paricizants

To achieve a representative sample. an on-lne questonnaire will be deployed to the
target population of 3390 targeting a sample size of 3283 respondents excluding the
executive leadership. Subsequentiy from the -executive leadership cadre. 30 participants
will be purposively sampled to be interviewed with a view to obtain their perspective and
in-depth knowledge conceming the ressarch issue .

Describe IMPortant CRaractarstics SWON as: CEMOQIAPNICS (£.0. S0, JENder, ICCaton, armeanon.,
level of finess. Iniefiectual abillty elc). I s also imporiant ihat any Inclusion and
exclusion oriteria that will be appiled (2.g. ellgblify otera for particlpants).

To

Age range From
Gencer F] remas

IZ‘Male

Eliginliity Criterta:

= Inclusion citerla  |Participants will only be Debswana employess They showld be
on a two year or mores fixed contract or pensionable. They
=hould hawe access to nformation management platforms
becauss the gquestionnaires will be online.

Employses on shoot contracts and casuals will be excluded
becauss in terms of company policies thers are not perceived
as employees. employees with less than 2 year expenence

- Exclusion critera

Disanmpes employes with mental disability wll be excluded

Other refewant Information (use e space gronided In Me box )

s
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§c. Participation & Research sstting:
Cleanly describe which growp of participants ls compietng/participating in the

matertalis)  tool(s) descrised In Sb abowe [use Ehe spacs providsd in e Do)

REAF_DS - Vessicn 3.1

[an who hawe o comp

Sa.  Recruitment Procsss for Human Ressarcn Participants:
Cleasy describe how the potenilal participants will be idenifled. approached and recrutted [use the

space prosided In e box).

5e. Ressarch Participants Informed Consent.
Salect DeloW WNGH CIIEQONSs Of PArNCIDANts will IAMCIPEte in e SOy, COmpsts e relevant
Informed Consent form and swomit it Slong with the REAF form.

Catagoriss of participants Form to be complatsd

Yes | Mo

Typically Deweloping population{s) above the | prormed Consent Form
miatsty age ©

Typicany Devessping DOPUSSNON(E) UMOST e | giarman Informed Consent Form
o 4
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51 Relationship betwean ihe principal Investigator and participants

Inwestigabor  (stedent). co-
Imvest ) 1 I yOu are conduStng resaarch
In & school snvircnment on students In yYour CESSroom (2.9, Instructor-student).

v vEs [ me

If YES. speciy (use the space provided In the box).
The researcher is an employee of Debswana Diamond Mining Company, therefore, he is
potentially known to some of the prospective paricipants as a colleague. Witally, the
researcher has got no direct reports. in his curment role thus, there is no hierarchical
relationship. Conseguently, he cannot exert any influence on any of the pobential

& Potential Risks of ths Pro| Ressarch Study.

Sa L  areiners any potential neks. paychologlcal hamm andior sthical Issuss assoclated
with the propossd ressarch study. other than risks pertaining to sveryday iife swants
(SUCNh 38 the M=K Of an accident when raveiing to a remots location for data
collection)?

E] YES - | MNO

I YES, Speciy Delow ana answes ins question & a5

& all Provide Information on what messures will ba taken In order (o exclude or
mMinIMiss MNEks SeSCTIDed In S.a.l.

UNIGAF s

& b. Choocss ine appropriats opilon

Wil you DBEEIN WrttE R ETormed CONSEnt farm rom &l partGpantsT

<Oz

Do=s the ressarch invoive 55 PEMICIDERTE. PECHIE WRODe ACHETY tO give fres and

infarmed corsent i in questionT

Dioes this reseanch mvalve particpants wihe are children unders maturity sge? -
" you wES to son i, an i 5
It you Snswered NO o QUESTION il 0O MOT ANIWET QUESTIoNS fr. V. Wi and
o Soms. wit, wits, ix amd X
iv. | Will the research took be ina p i s=tting in the

pressnce of otrer soums (e Sassroom in the presemce of B tescner]®

| i

inrormies consent DE obtsined from the lege guendians [i.e. parents] of chikrens

<000 0 O«

ON 8| §

i | Wil verbal aszent be obtaired from childrent
wii. | wien 2% Gata be trested as confidentialT
MO, explain why confdentialiy of the collected data Is not appropeiate for
IS PropoSed MESEarch Project, Provisng GStalls of Now 3l pAaricipants Wil be
INTorMea of the Fact that any Oat3 Wi ey Wil Drovioe Wil Not De ConmoentiaL

ik | will Bl participants /ants coneCtes DE BRONYTROUST -
If WO, explain why and gesoribe fhe procedurss bo be used fo ensure fhe
anoaymity of participants andior corfisentiaity of the colected data both during
he CONOBCT OF e rEsearcn and In the subssquent release of &5 ANOINgs.

O
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& b. Chooss ihe appropriate opilen

i. | Will you obtain written nformed consent form frarm sl parbopantsT

<Os

Does the reseanch imvalve s participants. people whass abilty ta give fose and

informen corzert i in questians

= | mo== iz ressmrn vabee participants wia ars chilcnen under maturity sg=T

I pou WES ta Al To liowing

If you mnzeered NO to Question i, do mot answer Questions . v, wi and
o Questions wil, will, b amd %

iw. | willtne researcn toos me inmp ional serting in tne

presence of other adults [ie. cessroem in the prese pos of a teacher]?

w. | Willinformed consent be albtsined from the legsd gscdians (i parenis] of

<000 O 0O«

O8E ®

M MO, explain why confidentialily of the collectsd data Is not appropelate Tor
nis. proposea researcn project, Provigng setas of now il participants W be
Informend of the fact that any data which fhey will provise will e corfisentat

Will all particEants fdata collecied be aRonymousT -
W NO. explain why and describe Ihe procedurss to be used io ensure ihe
data

ad

Enumen Senyane R2DOID 0TSS5
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wes | Mo

x| HEvE you snsured tRat pErcomEl Q3T BRG TECEArch CATA CONlECLEd Fram Ba
e zecurery stared for five pasrs

x. | Does this research invoine the decepbon of particpantsT D -
It YES, describe e MEture s exient Of fhe Gecapson IMvonhed. EXpiain how ana

WhEn e GECEDNon Wil DE MEVESNSM, SN0 Who WIE SOMINISIEr TS Jebna io the-

parbopants:

Se. L Are iners any ofmer stnical Issuss sssoclatsd witn the propossa rassarcn ‘atuay tnat
ars not airssay ¥ n tme

[ vee < mo

If YES. speciy (maximum 150 worss).

£.cil Prowide Information on what messurss will ba taken In crder fo axclude or
minimiss sthical lssuss described In G.c.l

[[he res=archer endeavars to b= truthful. trustweorthy and ransparent Gunng fes

[The researcher undertakes to provide full disclosure of the nature, purpose. Sims and
[objectives of a study.

& d. Indicate the Risk Rating.
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7. Furiner owars

Are thers any other apﬂrwﬂn required (in addition to sthlcs clsarance from URES) in
oroer to carry out the en stuay?

O == | NO

If YES. specty {Mmaximum 100 words).

8. Applcation Checkist

Mark ¥ If the Study INVOIWES SNy of e rollowing:

[] cSrwaren ana young peopie under 18 years of 2ge. Visneranie popuiation such as cnidren

with special nesdgs [SEN) raclal or ethnic mincritiss. socloeconcmically
umn@eﬂ, prEgnml women, eiderty. mamowished peopie. and Il peopile.
Research that foresees risks and disadvantages that would affect any pariiclpant of the
Ebudy SISCN 35 an¥iety. SITSES. HEN OF PRYSICAl MESCOMID, NAMT MEX (WIS |5 more than
Is everyday Wfe) of any ciher act that participanis might belleve Is
astmmantal o tReir WeliD=Ing and ¢ OF Ras Me Dobentias to 4 will MMngS on thelr numan
rights f fundamental rights.

RISK 10 the well-Deing and PErsonal sarsty of ina researcner.
Aammistration any SUDStINCE (TOOOD / ONNK [/ CREMIC3sS / DRarmaceutcas s
nar: [ a ar Tooa

BUPPIEmEnts | CRamICS) 2gent of Vaccines or o
substances) to human partcipanis.

000 O

RESURS NIt May N3we an 3OVErsa FMDEct 0N NS NENEral O DUt SnWeronmant.

S. Further documents

Ciheck that e following documents ans afiached o your application:
MOT
ATTACHED  AppLIiCABLE

1 | Recrunment aswertsement or anmy 1 -
2z | mrormes Consent Form § Guarman Informed Consent Foam I (]
2 | Researcn Tools) - 1
2 | caeneeper Latier - [
s | Any other approvals required In orser to carry out e | P
propose: arcn sy, £.g., INSHUBONE permEssion (&g,
s=hool principal or company direcion) of approval from 3
local ethics or professional reguistory Dody.
Eomumesn Senyans. RED0IDIDISES b
l I N ICAI REAF_DS - Version 3.1
10  Finm Declaration o oants:

(a) 1 declare that this application s submitied on the basis that the Imformaton i contalns s
Sorfgeniial and will oy be used by Unicat Universiy for ihe expict purpose of cthical
FEVieWw SN0 MONGING Gf e CONOLCE Of the FESSarch DrOPOSEd DIOject 35 Sescribed N the
preceding pages.

() 1 understand it this iformation will not be used for any other purpoce without my prior
COMSEN?, SXCILMNG LSS Mbenoed t0 SIUSTY FEDOMING rEQUIrSMEnts 10 Melewant r=gueatony
Domes.

() The Information in this form. with any and
o the best of my knowiedge @nd Delier and | take Tl respmslbll)' rac i

() 1 ungertake to abide by the highest possibie International ethical standards gowaming the
oF Praciice Tor Rase s nyshing Human Barbopants. ss pabisned Dy e UM GeHo
Researon Einics Review Commatize (ERGC) on hito e who Inbrethicsresearchien) and

0 which Unical University aspires o

(=) In adation 1o respect any and all refevani professional bodies” codes of conduct andior
etmical guldeiines. where applcable. while In pursull of this research project.

| |z| 1 agres with all points llsted under Gueation 10 |

Stugenrs Mame: [Boitumelo Senyane |

Supervisors Mame:  [Dr Shilpa Jain |

Date of ADpECANon: O7-Sep-2022

Inportant hots

Save your fomm (v S0 print a Hhen submit It o

& “your cormpeea i nmym it % revorda) and your
e Facurty T i B Shaaet PR n, e T 5 D St

i3 the resevat K n e VLS. aase Submit ol sectrorcaRy TS In coples: 00 not nana nE and
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Informed Consent Form
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Informed Consent Form

Part 1: Debriefing of Participants
Boitumelo Senyane

1111Student’s
MHam=:

Student’s E-mail Address: bsenyane@debswana.bw
Student ID #: R2001D10154519

Supervisor's Name: Dr Shipa Jain

University Campus: Unicaf University Zambia (UUZ)

Program of Study: DOCTOR OF BUSINESS ADMINISTRATION

Exploring the perception of Debswana Diamond Mining Company

employees on workplace diversity and inclusion and the role of
quality leadership in creating an inclusive environment

Research Project Title:

Date: D3-Nowv-2022
Provide a short description (purpose. aim and significance) of the research project, and
explain why and how you have chosen this person to participate in this research (maximum
150 words)_
Diversity and inclusion are topical issues dominating leadership debates because of their
perceived benefits in the workplace but at the same time literature point out that businesses
are struggling with diversity management (Kansake, Sakyi-Addo & Dumakor-Dupey 2021).
Howewver, none of the studies were conducted in Botswana. Consequently, this study aims
to explore the perception of Debswana employees on workplace diversity and inclusion and
the role of inclusive leadership in creating an inclusive work environment. This study is
significant because it will expose the views of employees on the state of diversity and
inclusion. Furthermore, it will contribute towards creating to a new body of knowledge
Witalty, if the results reveal the need for improvement, this research
will advance strategies on how to optimize diversity and inclusion. This participant is
selected using purposive sampling approach as well as being a leader with access to the
Intermet and information management platform. Equally, this research will serve as a basis
for more research in the area such as the impact of inclusive leadership on diversity and
inclusion beyond Debswana.

The above-named Student is committed in ensuring participant's woluntarily participation in the
research project and guaranteeing there are mo potential risks andifor harms to the participants.

Participants have the right to withdraw at any stage (prior or post the completion) of the research
without any conseguences and without providing any explanation. In these cases, data collected will
be deleted

All data and information collected will be coded and will not be accessible to anyone outside
this research. Data described and included in dissemination activiies will only refer to coded
information ensuring beyond the bounds of possibility participant identification.

UNIGAF —

Informed Consent Form

Part 1: Debriefing of Participants

1. Boitumelo Senyane . ensure that all information stated above

is true and that all conditions have been met.

Student's Signature: B Senyane
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Informed Consent Form

Part 2: Certificate of Consent

This section is mandatory and should to be signed by the participant(s)

Student’s Name:  Boitumelo Senyane

Student’s E-mail Address: bsenyane@debswana.bw

Student ID #: R2001D10154519

Supervisor's Name: Dr Shipa Jain

University Campus:  Unicaf University Zambia (UUZ)
Program of Study: DOCTOR OF BUSINESS ADMINISTRATION

Exploring the perception of Debswana Diamond Mining Company
employees & leadership on workplace diversity and inclusion and
the role of inclusive leadership in creating an inclusive
environment

Research Project Title:

| have read the foregoing information about this study, or it has been read to me. | have had
the opportunity to ask questions and discuss it. | have received satisfactory answers to all my
questions, and | have received enough information about this study. | understand that | am free
to withdraw from this study at any time without giving a reason for withdrawing and without
negative consequences. | consent to the use of multimedia (e.g. audio recordings, video recordings)
for the purposes of my participation to this study. | understand that my data will remain anonymous
and confidential, unless stated otherwise. | consent voluntarily to be a participant in this study.

Participant's Print name: |Mpopi Moatlhodi

Participant's Signature: MPQP_LW

Date: 23-Nov-2022

If the Participant is illiterate:

| have witnessed the accurate reading of the consent form to the potential participant, and the individual
has had an opportunity to ask questions. | confirm that the aforementioned individual has given
consent frealv.
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