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Abstract 

This study explored the implementation, perceived effectiveness, and challenges of corporate diversity 

and inclusion (D&I) initiatives among companies in Iloilo City during the 2024–2025 period. Employing 

a descriptive-correlational research design, it examined both the extent to which D&I strategies are 

applied and employees’ perceptions of their impact on fostering inclusivity, engagement, and overall 

organizational performance. The study involved 200 corporate employees, purposively sampled to 

represent a variety of departments, positions, and demographic profiles. Data were collected using a 

researcher-developed questionnaire that was validated by experts and pilot-tested, demonstrating high 

reliability. Findings indicated that the implementation of D&I initiatives was generally moderate to high, 

with diversity-promoting policies receiving the most favorable ratings. Programs, workshops, and 

inclusive practices in decision-making were also commonly implemented and perceived positively by 

employees. Participants reported that these initiatives effectively enhanced inclusion, employee 

engagement, and organizational outcomes. Despite these successes, several challenges were identified, 

including unconscious bias, limited leadership support, resistance to change, and constrained 

organizational resources. The study also highlighted a strong association between the degree of D&I 

implementation and its perceived effectiveness, suggesting that organizations with more comprehensive 

strategies are seen as more successful in fostering an inclusive work environment. Lastly, the effective 

D&I initiatives require not only careful planning but also strong commitment from organizational 

leadership. Companies are encouraged to enhance leadership involvement, provide continuous training, 

allocate adequate resources, and actively address barriers to inclusivity. By doing so, organizations can 

strengthen employee engagement, cultivate a culture of inclusion, and improve overall organizational 

performance. 

Keywords: diversity and inclusion, corporate initiatives, employee engagement, organizational 

performance, Iloilo City 

 

1. Introduction: 

In today’s globalized and competitive business environment, diversity and inclusion (D&I) have 

become essential drivers of organizational success. Corporate diversity initiatives aim to create 

workplaces that embrace differences in gender, age, ethnicity, culture, and professional background, 

while inclusion emphasizes ensuring that all employees feel valued, respected, and empowered to 

contribute fully (Shore et al., 2011). Research indicates that organizations with strong D&I practices 

benefit from increased innovation, higher employee engagement, and improved overall performance 

(Roberson, 2019). 

In the Philippine context, diversity and inclusion in corporate settings have gained growing 

attention as companies expand operations and workforce demographics become more heterogeneous 

(Delos Santos & Villanueva, 2023). Despite the presence of policies and corporate programs designed to 
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promote D&I, challenges such as unconscious bias, unequal opportunities, and lack of inclusive 

leadership often persist, negatively affecting employee satisfaction and organizational outcomes (Cruz & 

Medina, 2022). 

Implementing corporate D&I initiatives not only fulfills ethical and legal responsibilities but also 

enhances organizational competitiveness by fostering collaboration, creativity, and equitable growth 

(Hunt et al., 2020). Evaluating the effectiveness of these initiatives in the local context is therefore 

critical to understanding how diversity and inclusion strategies influence employee perceptions, 

engagement, and organizational performance. 

This study investigates corporate diversity and inclusion initiatives in Iloilo City during the 

2024–2025 period, using responses from 200 corporate employees. Specifically, it aims to assess the 

implementation, perceived effectiveness, and challenges of D&I practices in local corporate settings, 

providing insights that can inform policies and improve practice. 

The study addresses the following research questions: First, to what extent are diversity and 

inclusion initiatives implemented in corporate organizations, including policies, programs, and practices 

that promote gender, cultural, and professional diversity? Second, how do employees perceive the 

effectiveness of these initiatives in fostering inclusive work environments, enhancing engagement, and 

improving organizational performance? Third, what challenges and barriers are encountered in 

implementing D&I programs, such as unconscious bias, resistance to change, or lack of management 

support? Fourth, is there a significant relationship between the implementation of D&I initiatives and 

their perceived effectiveness? Finally, what recommendations can be proposed to improve the planning, 

execution, and sustainability of diversity and inclusion initiatives in corporate settings? 

By addressing these questions, the study seeks to provide a comprehensive understanding of how 

corporate diversity and inclusion initiatives function within the local context of Iloilo City. The findings 

are expected to guide company leaders, human resource managers, and policymakers in developing 

effective strategies that strengthen inclusivity, promote equitable opportunities, and enhance employee 

satisfaction and organizational performance. 

 

2. Methodology 

 

Research Design 

This study utilized a descriptive-correlational research design to examine the implementation, 

perceived effectiveness, and challenges of corporate diversity and inclusion (D&I) initiatives in Iloilo 

City. This design was appropriate as it allowed the researchers to describe current D&I practices and 

determine relationships between the extent of implementation and their perceived effectiveness among 

employees. 

 

Respondents 

The study involved 200 employees from various corporate organizations in Iloilo City. 

Respondents were selected using purposive sampling to ensure representation from companies with 
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established D&I programs. The sample included employees across different departments, positions, and 

demographic profiles to capture diverse perspectives on corporate diversity and inclusion. 

 

3. Research Instrument 

 

Data were collected using a researcher-made survey questionnaire consisting of three main 

sections: 

1. Implementation of D&I Initiatives – measuring the extent to which policies, programs, and practices 

are applied in the workplace. 

2. Perceived Effectiveness – assessing employees’ perceptions regarding how D&I initiatives 

contribute to inclusivity, engagement, and organizational performance. 

3. Challenges and Barriers – identifying obstacles in implementing D&I initiatives, such as resistance 

to change, unconscious bias, or inadequate leadership support. 

The questionnaire was validated by experts in human resource management and organizational 

behavior and pilot-tested with 20 employees from organizations outside the study sample, 

resulting in a Cronbach’s alpha reliability coefficient of 0.87, indicating high reliability. 

 

4. Data Collection Procedure 

Formal permission was obtained from the organizations that participated in the study. Before 

taking part, respondents were informed about the purpose of the research, and their consent was secured. 

Questionnaires were shared both online and in printed form, and all responses were collected with strict 

confidentiality. 

 

5. Data Analysis 

To understand the levels of implementation, perceived effectiveness, and challenges of D&I 

initiatives, descriptive statistics such as frequency, percentage, mean, and standard deviation were used. 

Pearson correlation analysis was also conducted to explore the relationship between how D&I initiatives 

were implemented and how effective they were perceived to be. 

 

6. Ethical Considerations 

Participation in the study was completely voluntary. Respondents’ anonymity and 

confidentiality were carefully protected, and all information collected was used solely for the purposes 

of this research. 

 

7. Results 

The study showed that corporate diversity and inclusion (D&I) initiatives in Iloilo City are 

implemented at a moderate to high level, with an overall mean of 3.72 (SD = 0.45) on a 4-point scale. 

Among the different aspects, policy implementation received the highest rating (M = 3.80, SD = 0.42), 

followed by programs and workshops promoting diversity (M = 3.70, SD = 0.46), and inclusive 

practices in decision-making and teamwork (M = 3.65, SD = 0.48). In terms of distribution, 68% of 

respondents (n = 136) rated the implementation of D&I initiatives as high, 27% (n = 54) as moderate, 

and 5% (n = 10) as low. 
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When it comes to perceived effectiveness, employees generally agreed that D&I initiatives 

contribute positively to an inclusive work environment, employee engagement, and organizational 

performance, with a mean of 3.68 (SD = 0.44). Among the subcomponents, employee engagement 

benefited the most (M = 3.72, SD = 0.41), followed by improvements in organizational performance (M 

= 3.66, SD = 0.47) and fostering inclusivity (M = 3.66, SD = 0.45). 

The study also identified key challenges affecting D&I implementation. Respondents noted 

unconscious bias (45%, n = 90), lack of leadership support (40%, n = 80), resistance to change (35%, n 

= 70), and limited resources for D&I programs (30%, n = 60) as the main obstacles. 

Pearson correlation analysis revealed a significant positive relationship between the 

implementation of D&I initiatives and their perceived effectiveness (r = 0.62, p < 0.001). This suggests 

that organizations that implement D&I policies and programs more fully are recognized by employees as 

being more effective. Overall, the findings indicate that while D&I initiatives are generally well-

received and beneficial, addressing contextual challenges is crucial to maximize their impact. 

 

8. Discussion 

The findings of this study underscore the vital role of corporate diversity and inclusion (D&I) 

initiatives in fostering inclusive and effective workplaces. The results indicate that D&I initiatives in 

Iloilo City are generally implemented at moderate to high levels, with the strongest efforts observed in 

policy adoption and employee engagement programs. This aligns with Roberson (2019), who 

emphasized that well-structured diversity policies and active inclusion programs contribute to 

organizational effectiveness and create a more positive work environment. The high perceived 

effectiveness of these initiatives suggests that employees recognize the tangible benefits of inclusive 

practices in promoting engagement, collaboration, and overall organizational performance. 

 

The study also highlighted persistent challenges that affect the full impact of D&I initiatives. 

Unconscious bias, lack of leadership support, resistance to change, and limited resources were identified 

as the main obstacles to effective implementation. This is consistent with Delos Santos and Villanueva 

(2023), who reported that cultural and structural barriers often limit the success of diversity programs in 

Philippine organizations. These findings indicate that for D&I initiatives to be truly effective, they must 

go beyond policy frameworks and be actively integrated into everyday organizational practices. 

Moreover, the significant positive relationship (r = 0.62, p < 0.001) between the level of 

implementation and perceived effectiveness emphasizes that organizations that fully embrace and apply 

D&I strategies are more likely to have employees who recognize their value. This reinforces Shore et 

al.’s (2011) perspective that inclusion is not just about representation, but about cultivating a workplace 

culture where employees feel respected, valued, and empowered to contribute meaningfully. 

Overall, the discussion highlights that effective D&I initiatives require a combination of 

comprehensive policy implementation, proactive leadership support, and a supportive organizational 

culture. Companies that invest in robust diversity programs, actively engage their leaders, and address 

implementation challenges are more likely to see tangible improvements in employee engagement, 

collaboration, and overall organizational performance. 
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9. Conclusion 

The study concluded that corporate diversity and inclusion (D&I) initiatives in Iloilo City are 

being implemented at moderate to high levels and are generally seen by employees as effective in 

promoting inclusivity, boosting engagement, and enhancing organizational performance. Among the 

D&I efforts, policies that promote diversity, employee training programs, and inclusive decision-making 

practices stood out as the most prominent and impactful components. 

The significant positive relationship (r = 0.62, p < 0.001) between the implementation of D&I 

initiatives and their perceived effectiveness highlights that organizations that actively and consistently 

apply these strategies are more likely to achieve meaningful results. Employees tend to recognize and 

value diversity and inclusion when initiatives are visible, well-supported by leadership, and integrated 

into day-to-day organizational practices. 

At the same time, the study revealed challenges that can limit the full potential of D&I 

initiatives, including unconscious bias, lack of leadership support, resistance to change, and insufficient 

resources. These findings emphasize that successful D&I efforts require more than just policies—they 

demand a supportive organizational culture, adequate resources, and proactive measures to address 

barriers that may hinder participation and effectiveness. 

In essence, effective corporate diversity and inclusion initiatives depend on both thoughtful 

strategy and strong organizational commitment. Companies that invest in leadership engagement, 

provide ongoing training, and address contextual challenges are more likely to cultivate truly inclusive 

workplaces, fostering higher employee satisfaction, stronger engagement, and improved overall 

organizational performance. 

 

10. Recommendations 

Based on the findings and discussion of this study, the following recommendations are proposed 

to enhance the implementation and effectiveness of corporate diversity and inclusion (D&I) initiatives in 

Iloilo City: 

1. Strengthen Leadership Commitment 

Organizational leaders should actively support and champion D&I initiatives. Leadership 

commitment can foster a culture of inclusion, reduce resistance to change, and ensure that 

diversity policies are effectively implemented across all levels. 

2. Enhance Employee Awareness and Training 

Companies should provide regular diversity and inclusion training programs, workshops, and 

seminars to increase employee awareness, reduce unconscious bias, and equip staff with skills to 

engage inclusively in the workplace. 

3. Allocate Adequate Resources 

Organizations should ensure sufficient resources, including budget, personnel, and technological 

support, for D&I programs. This will help sustain initiatives such as mentoring, employee 

resource groups, and inclusive workplace activities. 

4. Implement Monitoring and Evaluation Mechanisms 

Regular assessment of D&I initiatives through surveys, feedback sessions, and performance metrics 

can help identify gaps, measure effectiveness, and guide improvements in strategy and practice. 
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5. Promote Inclusive Practices Across Organizational Processes 

Companies should integrate inclusion into recruitment, promotions, team-building, and decision-

making processes, ensuring that diverse perspectives are valued and utilized in organizational 

growth. 

6. Address Cultural and Structural Barriers 

Organizations should develop strategies to mitigate resistance, unconscious bias, and other 

challenges that hinder full participation in D&I programs. Encouraging open dialogue and 

fostering a culture of respect can help overcome these barriers. 

7. Implementing these recommendations can help organizations in Iloilo City maximize the benefits 

of diversity and inclusion, leading to more engaged employees, equitable opportunities, and 

improved organizational performance. 
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