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Abstract

Purpose: The aim of this study is to explore diversity and inclusion initiatives, by emphasizing on how women's
leadership experiences are shaped, intersecting social identities, including gender, nationality, and immigration status,
through an intersectional lens. Further, we attempted to compare Indian women, Congolese women in the Democratic
Republic of Congo (DRC), and Congolese women in India in order to pinpoint structural obstacles and offer policy
suggestions for inclusive leadership models.

Design/Method,/Approach: Eighteen women were interviewed using semi-structured interviews as part of a qualitative
design. Participants had a life experience with the inclusion of diversity, which is why we opted for purposive sampling.
The data were subjected to a thematic analysis led by intersectionality as a theoretical framework in order to determine
nuanced patterns of inclusion and exclusion in different contexts.

Findings: The study’s findings underline notable differences in the difficulties that women continue to face, which are
certain barriers associated with migration, such as institutional racism, professional exclusion, and challenges with
cultural adjustment, affecting Congolese women in India. While in the Democratic Republic of the Congo, Congolese
women face gender-based limitations, with leadership chances being restricted by customary societal expectations.
Caste, class, and gender all together affect leadership representation, inclusion frameworks, and professional access, a
reason why Indian women experience intersectional discrimination.

Originality/Value: The study offers new insights on comparative intersectional analysis due to the gap that exists in
literature related to diversity, inclusion, and leadership. Beyond general gender equality activities, policy
recommendations emerging from the thematic analysis provide tailored solutions that ensure context-specific
interventions that address the multifaceted barriers impacting diverse identity groups.

Keywords: Gender equity, discrimination, intersectional feminism, diversity, inclusion, equitable policy framework

INTRODUCTION AND BACKGROUND

In the workplace, we encounter numerous people who differ from one another in terms of age, ethnicity,
culture, gender, race, origin, and a variety of other characteristics (Diversity). Because of these distinctions,
each employee has a unique way of seeing, understanding, and doing things, and also responding or
reacting to a given circumstance. It is critical to understand how everyone works, to allow them to express
themselves while respecting everyone's opinion, to contribute new ideas, and to engage in company-
sponsored training and growth. This equal and fair treatment of all employees at all levels promotes the
organization's proper functioning and development by allowing employees to freely engage in work, be
active, and stay with the company for an extended period of time because they feel valued, respected,
listened to, and appreciated. (Inclusion). Not only that, but this helps project the company's positive
image and reputation to the outside world, allowing some to do business with the company, attracting
more clients and job applications by applying for various positions, and keeping others loyal to the
company's services and products. However, it should be mentioned that gender and racial discrimination
still exist in the firm today.

The use of diversity and inclusion (D&lI) initiatives in international organizations and public policy has
grown significantly in the last few decades. A number of factors have contributed to this increased
importance, including the adoption of legal and regulatory frameworks intended to promote equal
opportunity across diverse regions (White, 2011), a growing awareness of social inequalities, and the
recognition of the business benefits of workforce diversity (such as increased innovation and greater

market reach), (Cox 1994; Robinson and Dechant 1997; lorbiecki and Jack 2000). Even while these stated
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goals frequently involve creating inclusive workplaces and attaining fair representation, underrepresented
groups still encounter enduring structural obstacles that prevent them from rising to
positions of leadership (Homan & Abbaszadeh, 2024). It is important to keep in mind that women from
groups that are underrepresented frequently experience increased disadvantages that are frequently not
sufficiently addressed by current diversity and inclusion initiatives (Areheart, 2011). Even though gender
gaps are acknowledged and attempted to be addressed by many current diversity and inclusion initiatives,
their frameworks frequently rest on a one-dimensional understanding of identity. The complex and
cumulative impacts of other important social variables, like nationality, ethnicity, migration status, and
socioeconomic background, are often ignored by these programs. This constrained approach leads to
solutions that might not adequately or even effectively address the complex realities that persons with
intersecting marginalized identities must deal with.

The intersectional viewpoint, a framework created by legal scholar Kimberlé Crenshaw (Crenshaw, 1989)
is used in this study. The theory of intersectionality states that various social categories intersect in
multiple planes simultaneously, which enhances systematic injustices and produces unique forms of
discrimination (Jorba & Lopez de Sa, 2024). Through this method, the research will aim at exploring how
diversity and inclusion programs impact the lived experiences of Congolese women in various contexts,
focusing on diasporic women and their countries of origin. The women in Congo face a specific range of
challenges in these specific environments. Such challenges may incorporate the procedures of
acculturation, complex immigration policies, and even discrimination in foreign work environments to
those members of the diaspora (Katehi, 2022).

Congolese women can also be affected by the sociopolitical instability, strongly established traditional
gender roles limiting their opportunities to engage in community life, and significant economic disparities
limiting their opportunities to develop in their home countries as well (Hyland et al., 2020). Their gender,
nationality, migration status, and financial situation all combine to form complex obstacles that typical
diversity and inclusion initiatives either do not consider at all or, at best, do not address well enough
(Logie et al., 2020). As an example, a Congolese woman seeking employment in a new country could be
discriminated because of her nationality, gender, accent, and, perhaps, her immigration status, which
would present her with very different barriers than those that women in more represented countries or
men with the same background would face (Ortiz & Roscigno, 2009).

Most of the studies on gender inclusion, although helpful, have not been able to answer the question of
how this inclusion can be achieved (Adamson, Kelan, Lewis & Rumens, 2016) in western cultures have
either studied gender alone or at best together with another dimension such as race (Kamenou, 2007).
This knowledge gap has especially contributed to a low level of understanding of the special challenges
that women experience when they are at the intersection of gender and other factors, such as nationality
and migration especially in the African scenario (Ogbemudia, 2021). This gap has a terrible effect on
policymakers and practitioners, who find it harder to develop and implement tailored diversity programs
that can appropriately reflect the complex nature of women who face intersectional discrimination
(Manuel, 2006). Current investigation aims to build the crucial gap by adopting an intersectional
approach to explore experiences of women in different situations. Precisely, this examines effects of
diversity and inclusion programs on lives of Congolese women in India, Indian women in India and other
women in DRC, and how they can gain access to leadership positions. Ongoing research aims at offering
a more sophisticated insight into systematic problems faced by these 3 groups, uneven efficacy of existing
diversity and inclusion programs in wide range of sociocultural and geographic environments, and
potential routes to more inclusive leadership development, that would truly address complexity of co-
existing identities, contrasting their experiences and challenges. The study will also serve a significant role
in this important topic to provide a comprehensive study on lives of Indian women in India, Congolese
women in India, and other women in DRC. This paper will contribute to this very important field and
give valuable information that could be utilized in designing more intricate and effective diversity and
inclusion policies or strategies.

Significance of the Study

The research is of value in its theoretical and practical implications on how one can view diversity and
inclusion in the globalization era.

Theoretically, it gives a thorough analysis of how gender interacts with nationality, immigration status,
and income level to influence the experiences of women in leadership roles, adding to the expanding
literature of research on intersectionality. This research offers a nuanced perspective that goes beyond
dominant, monocentric Western analyses of gender and diversity by focusing on the understudied
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experiences of Congolese women, both in their home country and in the diaspora, and by contrasting
them with those of Indian women in India. By emphasizing the various obstacles experienced by women
with numerous and marginalized identities, it immediately fills up the gap in the literature and enhances
our theoretical frameworks for comprehending systemic injustices.

In practical terms, the results of this research could guide the creation and execution of more successful
and situation-specific diversity and inclusion initiatives. The research contains valuable lessons to all
diversity and inclusion managers, organizational leaders, and legislators by showing how the existing
programs have unique effects on women with different intersecting identities. Developing the
interventions that will promote gender equality and leadership inclusivity, one should consider both the
universal concerns and the specifics of the Indian and Congolese reality. The research identifies, in
particular, strategies and routes that would be more appropriate to the real lives of Congolese women in
different circumstances, which would lead to more targeted and effective support systems. Also, focusing
on the views and experiences of these marginalized groups, this research will be able to promote a more
equal and inclusive global agenda about the promotion of women in leadership positions. The final aim
of the study is to provide evidence based views that may assist in the development of situations that are
genuinely inclusive as well as providing women of all walks of life with equal opportunities of leading and
succeeding.

Key contributions

The paper’s main contributions are

. In the way it speaks specifically about the interplay of gender, nationality, and migrant status especially
in relation to Congolese women, it makes a significant dust in the literature of diversity and inclusion.

. Give a comprehensive view of the implications of diversity and inclusion programs in different socio-
cultural settings through the comparison of the experiences of the Indian women of India, Congolese
women of India and other women in the Democratic Republic of the Congo.

. Gives real-life statistics on structural barriers encountered by underprivileged and multi-identity women
in their endeavor to reach leadership positions.

. Works towards the development of more focused and effective diversity and inclusion approaches, which
take into the account the specifics of intersectionality.

. It allows voicing the underrepresented women and thereby contributing to a more equitable and
inclusive global agenda of women leadership development.

LITERATURE REVIEW

1. Conceptual Framework: Intersectionality and Diversity Inclusion

The most significant model of intersectionality that was formulated by Kimberle Crenshaw (1989) gives
a critical insight into the manner in which the social identities (gender, race, nationality, and
socioeconomic status) interact in political systems to create unique experiences of inequality and equality.
The main significance of this framework in research on diversity and inclusion is that it highlights the
relevance of the policies and initiatives in identifying and mitigating multidimensional discrimination
over simple generalized approaches that often oversimplify the realities of experiences.

Intersectionality in India illustrates the peculiarities of the situation under the influence of the sufficiently
developed system of caste, significant economic disparities, and prevailing gender norms (Negi et al.,
2023). Based on the research, Dalit women, as an example, experience marginalization that is not similar
to that of upper-caste women or Dalit men because it is higher in level of discrimination due to both
gender and caste identity of the women involved (Nyaaya). Congolese women in India faces the difficulties
of cultural adaptation and possible institutional bias in professional and educational contexts which are
the two other migration-related obstacles that might further limit their access to leadership positions.

2. Existing Studies on Gender Equity and Leadership Barriers

Institutional inclusion strategies that attempt to increase the presence of women in various sectors have
been the focus of extensive research on gender equity (Grogan, 1999). However, an increasing amount of
research criticizes these methods for often not taking into consideration the intersectional challenges that
women from underrepresented groups face (Sinnes, 2012; Rutherford, 2011; Lam et al., 2024).

More attention is being paid to the following in studies on women's access to management-related roles:
e Women from underprivileged origins are far more likely to be excluded from leadership positions due
to societal norms and enduring structural views in businesses (Setyaningrum, 2024).

These biases might manifest in the hiring process, the promotion process, and the opportunities for
networking and mentoring.
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e Migration status has a major impact on career growth with migrating women generally confronting
more challenging workplace discrimination, including challenges linked to the acceptance of foreign
qualifications, language barriers, and xenophobia, than their native-born counterparts. (Gichter, 2022)
e Cultural views and traditional norms influence leadership opportunities.

Women are excluded from positions of power, control and decision-making in the Democratic Republic
of the Congo due to the presence of the dominant patriarchal systems (Lusey et al., 2018; Tutu & Moi,
2024). These structures function both within leadership institutions, where representation is still limited,
and at the societal level, where gender norms impact expectations. Similarly, India's caste system creates
additional institutional limitations, notably for women from lower castes who face both gender and caste
discrimination (Nyaaya).

3. Comparative Analysis: Congolese Women vs Indian Women

An important chance to compare intersectional barriers across various national and cultural settings is
presented by the inclusion of Indian women in this study. With the help of this comparison, the similar
and unique challenges women face when negotiating different sociocultural arrangements and various
inclusion contexts can be determined.

In India, Congolese women face a unique combination of migration-related challenges which can be
affected both by their socioeconomic background and gender. These barriers can limit their access to
leadership roles, and they can even comprise institutional prejudices within the systems of the host
country, cultural adjustment challenges that might arise in professional relations, and limited access to
established professional networks.

The biggest challenges faced by Congolese women in the DRC are patriarchal systems and customary
gender roles that often prevent them from taking up leadership roles in different spheres, including social
and cultural, political and economic (Kabeer, 2010).

Indian women are victims of intersectional discrimination because of the interplay of caste, class, and
gender. Notably, the caste system's historical and current oppression of Dalit women contribute to their
exclusion, combining with patriarchal norms that restrict women's advancement in general (Talat &
Singh, 2023)

4. Gaps in the Literature

Even though diversity inclusion is receiving a more academic and practical attention, there are still a lot
of gaps in the research that has been done so far in using truly intersectional approaches, especially in
comparative studies that look at the leadership experiences of migrant and non-migrant women in various
national contexts. Among the critical gaps discovered are:

= Few studies directly explore and compare Congolese women's leadership experiences in their
homeland and diaspora to those of women from other cultural contexts, such as India. We are unable to
understand how varied institutional and sociocultural contexts influence the outcomes of distinct
inclusion programs on women with overlapping identities due to a lack of comparative research.

= There are few ideas for intersectional legislation that are expressly designed to address the multifaceted
inequalities that women from various socioeconomic, migrant, and national backgrounds face. The
complexities of current policy frameworks usually fail to accommodate women's aspirations for leadership
positions.

A scarcity of detailed qualitative insights documenting the perspectives and actual experiences of women
negotiating diversity inclusion activities in these difficult settings. Understanding their subjective
experiences is critical in order to make efforts that are completely inclusive and empowering. This review
of the literature underlines the critical need for research that uses an intersectional approach to examine
the lives of Indian and Congolese women in diverse situations.

METHODS

Research Design: This study uses a qualitative methodology to document lived experiences and
investigate structural trends influencing women's participation in leadership and inclusion initiatives.
Sampling: Strategy for sampling participants are guaranteed to have firsthand knowledge of the obstacles
to leadership through the use of purposeful sampling. 18 women with a mean age of 32.28, were sampled
and split up into three groups: There are six Congolese women in India who are migrants, six Congolese
women in the Democratic Republic of the Congo who are country of origin and six women from India
(intersectionality within local diversity policies).

Criteria for Inclusion: Women who are actively involved in leadership, academic, or professional settings
and who have firsthand knowledge of the difficulties associated with inclusion.
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No Categories Age | Education level/Degree Marital
Status
Group A/ Pseudonyms
1 Ritu 31 | Diploma in Civil | Single
Engineering
2 Rooney 26 | Bachelor in  Business | Married
Administration
3 Priya 27 | Bachelor of Education Single
4 Nishu 35 | Bachelor of Science in | Single
Computer Science
5 Saloni 38 | Bachelor of Art in Sociology | Married
6 Melissa 40 | Master of Business | Married
Administration
Group B/ Pseudonyms
7 Marina 27 | Master of Business | Single
Administration
8 Diana 32 | Master in Art (Journalism | Single

and Mass Communication)

9 Monica 36 | Diploma  in  Business | Married
Administration

10 Gabriella 35 | Bachelor of Economics Married

11 Candice 24 | Higher secondary Single

12 Rosemie 29 | Bachelor of Computer | Single
Application

Group C/ Pseudonyms

13 Happy 30 | Master of Law Single

14 Leyla 32 | Master of Commerce Married

15 Stella 40 | Master of  Art in | Married
International Relation

16 Blessing 27 | Bachelor of Law Married

17 Sephorah 32 | Bachelor  of  Business | Divorced
Administration

18 Victoria 40 | Master of Biotechnology Married

Key: Group A - Indian Women

Group B - Congolese Women Living in India

Group C - Congolese Women in the Democratic Republic of Congo

Key note: I chose India and DRC as countries in order to examine the challenge of diversity inclusion in
two different socio-cultural environments. We are all aware that India presents institutional and caste-
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based gender barriers, having Black-skinned Indians. While the DRC highlights traditional societal
restrictions on leadership. By including migrant Congolese women in India, it allows for cross-national
analysis of how host-country policies affect diversity access. The study ensures a broader intersectional
perspective, capturing local and diaspora experiences to inform policy-relevant inclusion frameworks.
Interview

Semi-structured interviews were carried out in the DRC and India. The interviews were conducted in the
neutral setting where both the interviewer and the interviewee could easily access. The purpose of these
interview questions is to investigate the structural barriers to inclusion and access to leadership. For
instance, the following questions were asked: "Can you describe your experiences navigating leadership
opportunities as a Congolese woman in India?" Or “Can you describe your experience with diversity
inclusion programs in your region!” “How have these programs influenced your opportunities for career
advancement!” “Do you believe these programs effectively address intersectional barriers (race, class,
disability)? “In your opinion, what changes or improvements would make these programs more effective
for women in diverse social positions!”. Both French and English were used for the interview, which was
recorded and subsequently translated into English. As a foreigner, it should be mentioned that I had an
issue with an Indian woman who spoke only Hindi. I was fortunate that she was with her friend, who
served as a great interpreter. I asked her questions in English, and her companion translated them into
Hindi for her before responding in English. In order to avoid bothering the third party too much, I
eventually started utilizing Google Translate. She responded in Hindi after I spoke in English, and I was
able to understand when it was translated into English, and so on. This was the longest interview, lasting
almost 1.5 hours. The rest were conducted for 50 minutes or 1 hour. Because I am a woman myself, it
was generally simple to delve deeply into the participants' experiences, and they felt at ease
sharing their stories.

Data Analysis

After conducting the interview, the data were translated into English and transcribed to facilitate the
systematic analysis. Finding recurrent themes and important takeaways from the experiences of the
participants was the main goal of the methodology. Then the transcripts were reviewed several times to
guarantee that the coding was thorough and consistent, and also the interview replies were re-examined
as part of a selfvalidation process to improve observations and preserve analytical coherence.
Furthermore, feedback from chosen participants confirmed that the findings correctly reflected their
experiences, enhancing the study's credibility.

Ethical Consideration

The approval for conducting this study was given by Noida International University. All ethical concerns
for researching human subjects in the present study were carefully considered. Verbal informed consent
was obtained from all participants, with clear explanation of the study’s purpose, voluntary nature, and
confidentiality safeguards.

Privacy was maintained by using pseudonyms and removing identifying information. Interviews took
place in impartial, participantfriendly environments, with language support available when needed. To
ensure accuracy, participants reviewed their response summaries. The procedure also adhered to ethical
guidelines for research with underrepresented groups at each stage.

Results

Group-A: Indian women

Among the Indian women that were interviewed, 2 are dark-skinned; the other 4 are light-skinned. But
two of the four said that even though they are light-skinned, they face some discrimination because of
their appearance because they are from North India, and other Indians think they are Chinese or Korean.
“They know that we are Indian like them, but they deliberately treat us differently” explained one
(Rooney, age 26). During the interviews with each of them, I noticed a common phrase that was said by
those of Black skin and those from the North, namely, "It is difficult for us to make a place for ourselves
in society; we have difficulty finding work, and when we have this opportunity, we try at all costs to keep
this job, for fear of becoming unemployed again and starting to look for work here and there. There was
one thing that Priya said: even in the workplace, not all our colleagues accept us; some do everything to
look for trouble so that we react, and it has serious consequences." Sometimes our suggestions are not
taken into consideration, and we feel less considered. Instead of being treated equally with other
employees, we face unfairness since some are occasionally preferred at our expense." Ritu, a 31-year-old
from North India, revealed that she was promised the TL post during an interview at one of the
organizations. When she was employed, she was shocked when she realized that her role was CRM
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(customer relationship manager) rather than TL. And the manager requested her to stay in this job for a
while after being promoted to the TL post. To her astonishment, one month later, when someone else
needed to join the company, the TL function was allocated to him. She continues by saying "We women
are free to make our own decisions; we are free to say no." Some of our company leaders must understand
this." Regarding the two fairskinned Indian ladies, one stated, "I am fair-skinned, yet [ experience certain
hurdles in the workplace. Melissa, a 40-year-old Indian woman, stated, "l am fair-skinned, but I face certain
barriers in the company." Even though I have an MBA, it makes no distinction in comparison to a man
with a BBA degree.

Group-B: Congolese women living in India

On top of that, nearly all of the Congolese women residing in India gave the same explanations: that it is
challenging for them to get employment in India due to their origins. Furthermore, they would rather
run their own business so that they may care for themselves (for those without responsibilities) or the
children (for mothers). Diana (27 years old), one of them, stated, "l worked in an Indian company, and
because I had clients from French-speaking nations, I spoke French or English, depending on which
language the client preferred. I occasionally made suggestions since I was concerned about the company's
long-term success, but we eventually discovered that the manager simply did what he wanted. He didn’t
listen to anyone. Why would I be in a professional setting where my viewpoint is irrelevant? In what ways
would that enable women to thrive and advance in their careers? How could that inspire women to set
lofty goals and think about holding a more senior role?

Group-C: Congolese women in DRC

One significant finding on the DRC was that women's marital status is one of the main issues. Only
married women are taken into consideration in an organization. Besides that, some women choose to
wear rings, known as wedding rings, as a sign of marriage in order to prevent being harassed by men at
work. However, some men categorically do not care about those rings that they wear since they are
determined to get what they want. For example, Leyla, who is 32 years old, had to share her experience:
"The diversity inclusion program is not respected in my professional environment; women remain the
weak link that is only respected if they are married, and this is destabilizing." In order to access or benefit
from these initiatives, I imposed myself, reiterated my preferences for being called upon or approached
by my colleagues, and, most importantly, stayed focused on my administrative duties. As for Happy, who
is 30 years old, in her remarks, she mentioned this: Women are often not comfortable in their workplace
because they are either minimized or underestimated, or they find themselves limited in their skills due
to the bad behaviour of their colleagues or superiors, which does not allow them to flourish in a healthy
way, and they are forced to abandon their position in favour of their respect and dignity as a human
being. Knowing how to say NO to the advances of this or that superior, firmness, rigor, and self-denial in
our daily lives is one of the measures we adopt, but this can have consequences later, such as being
demoted or, worse, being fired. And what about Sephora, who is divorced? She emphasizes that divorced
women are very poorly regarded in society because they are very exposed to facing discrimination in almost
all environments. She recounted her mother's experiences of working and being a housewife. Her mother
told her that in her time, it was difficult for a married woman to work, to be hired without her husband's
consent. Everything depended on the husband.

DISCUSSION

Workplace Discrimination and Intersectionality

These results support that there are widespread prejudicial views against women in the workplace,
particularly because of their skin colour and ethnic identification. Also, the research on workplace
inclusion in India reveals that people with darker skin or from particular regions frequently experience
employment obstacles, which is similar to worldwide colourism trends (Chakraborty, 2021; Karan &
Misra, 2020). It is difficult for minorities to feel appreciated and have their efforts recognized because of
these biases, which they say continue throughout professional relationships and after hiring. A study
predicts that the economic environment in India is likely to strengthen dominant regional and ethnic
identities, strengthening systemic disadvantages for individuals viewed as outsiders (Bhatia, 2022).
Congolese women living in India serve as another example of how ethnicity affects work prospects.
Studies already conducted indicate that the lack of official work opportunities for immigrant women of
African civilization often drives them to opt for entrepreneurship (Adepoju, 2019). As local cultural
hierarchies continue to dominate leadership, the lack of respect for their efforts in organizations reflects
broader patterns observed in diaspora populations (Sharma, 2020). This exclusion limits not only the
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freedom of movement in the career but also enhances institutional obstacles to intercultural inclusion in
the workplace.

Leadership and Gender Biases

The discussion was common among the participants as they were unable to obtain leadership positions
despite meeting the professional requirements. It is not a hidden that gender disparities in job
advancements remain despite the official promises of inclusion, particularly in South Asia, where women
are likely to receive barriers to access in general (Rajan & Sinha, 2021). Much evidence regarding gender
disparities in career advancement, particularly in South Asia, where women tend to be hindered even
after formal promises of inclusion, still exists (Rajan & Sinha, 2021). Research indicates that a majority
of executive positions are still dominated by men and gender stereotypes affect the hiring process (Basu,
2020). The current diversity initiatives are weak, which is reflected by the fact that the company is not
willing to offer women clear and merit-based leadership opportunities. Research suggests that even now,
most management jobs are taken by males and that gender stereotypes affect the decision of promotion
(Basu, 2020). There are inadequate diversity programs as demonstrated by the fact that the company is
not ready to offer women definite and meritocratic leadership opportunities.

Marital Status and Gendered Workplace Expectations

Based on the information collected, one of the key findings was that marriage was very important in
different organizations, particularly in the DRC, to solve the problem at the workplace. According to
sociological evaluation, the marital status of women and their professional status are closely connected
and this influences the stability of their careers and relationships within the workplace as well (Tshibanda,
2017). Married women have a higher chance of being considered to take up leadership positions as
compared to single and divorced women (Kabuya, 2019). Another informal tactic that women employ
in dealing with male-dominated workplace is the use of rings to prevent workplace harassment. Mukendi
and Kazadi (2020) reveal that the existing body of evidence points to the fact that such strategies remain
largely ineffective.

The issue of discrimination in the workplace, especially against single or divorced women, reveals deeper
structural issues of gender and power differences. Studies also note that gender bias is a factor that affects
the workplace relationship and that harassment is not only tolerated but is ingrained in the cultures of
businesses (Lwamba, 2021). As a result of all that, women have to suffer due to the absence of institutional
protection, which leaves them at the mercy of leaving their workplace altogether or tolerating the
discriminatory environment.

Limitation

Taking into account the broad scope of collected information, there are several limitations that need to
be identified. On the one hand, the large sample size might not reflect the multiplicity of the experiences
of Indian and Congolese women in all spheres of activity and socioeconomic statuses. Second, self-
reported data are not statistically representative of any greater systemic tendencies, but rather are founded
on personal impressions. Lastly, cultural and linguistic barriers could be affecting the subtleties of
responses, especially when it comes to cross-national comparisons and this should be explored further in
future studies.

Recommendation

The challenges that the research highlights need the shift in the workplace rules to ensure the real
inclusion instead of the symbolic representation. As the bias based on gender, race and the colour of the
skin continues to impede career growth, it is important that the corporations establish structured anti-
bias initiative. Training programs ought to be aimed at helping the management and employees to
recognize and fight the unconscious biases that affect the hiring, promotions, and interactions in the
workplace. There should be strict measures to enforce transparent hiring and promotion practices so that
the opportunities would be allocated based on the merits and not on the preferences of the individual.
Labour laws should also be enhanced so as to ensure that women are not left out due to their marital
status or cultural affiliation.

Companies ought to initiate career development systems encompassing mentorship and tar leadership
training to guarantee fair opportunities in leadership positions among women. Seeing as we all know
that such gender gaps in the leadership positions exist as of today, there are numerous cases where women
end up finding themselves in the position where their input is underestimated. To counter this,
companies need to establish accountability systems which would make it possible to select their leaders
based on their qualifications, but not on their gender. Moreover, there should be an attempt to eliminate
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the institutional factors that inhibit the attainment of leadership roles by the Congolese women such as
the establishment of formal programs that assist in promoting them in the corporate world.

Work place discrimination is an issue that undermines career growth and dignity. There must be tighter
policies that ensure that women can feel secure and appreciated at work. There should be a zero-tolerance
policy and reporting tools that are effective so that employees can report without fear of any punishment.
Besides, altering the culture of the workplaces to prevent gendered biases and harmful behavioural
standards is essential to ensure that professional settings are suitable to the productivity and development.
Economic empowerment programs should be considered taking into consideration the issues that
Congolese women face in securing official employment in India. Entrepreneurship is not a choice made
by the majority of immigrant women, who pursue it due to necessity, and unless they have appropriate
financial assistance and structural guidance, their businesses are likely to collapse. Governments and
organisations need to facilitate access to financing, mentorship programs, and professional networks by
the women who face structural barriers. To that, more cross-cultural activities ought to be encouraged to
fill the gaps that have existed between the local and the immigrant business owners and also encourage
cooperation and the long term economic involvement.

Through such steps, the workplace environment and the institution system as a whole can transform to
actual inclusivity so that every woman, irrespective of race, country, or marital status, has an equal chance
of succeeding in their careers.

CONCLUSION

Using the two countries, DRC and India, this paper set out to argue that women in the organization are
exposed to various challenges that restrict their progress. The results demonstrate the interplay of systemic
perceptions to produce complexities of discrimination on the basis of skin colour and ethnicity, lack of
access to leadership roles and harassment at workplaces. The comparison between the life of Indian and
Congolese women proves that, although the regions are different, the fight between genders is never over.
Systemic change that is required to deal with these issues has several levels. To do that, companies should
implement practical and measurable diversity programs as opposed to performative diversity programs.
Moreover, the frameworks should be supportive of policies that offer workplace equity and equal
leadership opportunities so as to prevent poor support. Other than that, the economic independence
strategies offer a good means of inclusion and independence, particularly to Congolese women, who are
limited by their work. To sum it up, the workplace norms should be reconsidered, and it should not only
be an inclusion but in the structural policies, and also, women of all backgrounds should be provided
equal opportunity in leadership, security, and professional standing. In the absence of crucial actions,
disparities will continue to exist, which will strengthen systemic exclusion in workplace dynamics.
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