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ABSTRACT 
The enormously increasing global business environment leads to MNCs giving importance to diversity, equity and adding DEI as an 
important component for a productive and innovative workforce. The introduction of ICT into corporate learning opened new hopes for 
raising awareness and fostering inclusive practices. The study puts forth an efficient method to study how ICT supports DEI initiatives 
in MNCs. The study explores how ICT based learning approaches lead to enhancing initiatives such as women empowerment, 
LGBTQAI+ inclusion, and broader DEI goals within MNCs. Implementation of e-learning platforms, mobile applications, and digital 
knowledge sharing tools will increase scalability across diverse teams. The paper studies the strategies implemented by leading MNCs, 
the effect of ICT tools, and challenges faced at various levels. Inclusion of ICT tools with inclusive learning content influences 
organisational culture, employee awareness and social accountability. The study strongly recommends strengthening ICT-enabled DEI 
learning practices to support long-term, sustainable inclusion in the workplace. 
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Introduction 

 
Multinational organizations (MNCs), with their 

different workforces and broad reach, are in a position to 
encourage initiatives that support “Women Empowerment”, 
“Diversity, Equity, and Inclusion” (DEI), LGBTQIA+ rights, 
and Veteran reintegration. The introduction of ICT has great 
impact on how knowledge is delivered and shared within 
organizations. ICT-based learning platforms, including e-
learning modules, mobile training applications, virtual 
classrooms, and AI-driven content systems, provide scalable 
and adaptable solutions for fostering awareness and behavioral 
change among employees.  

 
Organizations are now looking into ICT as practice into 

their learning and development frameworks. For example, 
training modules on unconscious bias, gender sensitivity, and 
mental health awareness can be delivered interactively through 
simulations, quizzes, and scenario-based learning, making them 
more engaging and impactful. 

 
The study aims to create more understanding about how 

multinational corporations are leveraging ICT-based learning 

approaches to promote awareness and engagement with socially 
critical initiatives, including women empowerment, DEI, 
LGBTQIA+ inclusion, and veteran support. 
 
3. Review of the Literature 
 
 Organization model is totally changed by introduction 
of ICT tools towards training and engagement. It helps in 
promoting organization culture as well as educate the 
workforce. The survey gives thematic study of corporate 
research pertains to ICT's introduction towards different 
programs such as women empowerment, LGBTQAI+ 
inclusion, and veteran integration in MNCs. 
 
 Blended Learning Culture: The rise of educational 
technology, information and communication technologies 
(ICT), and artificial intelligence has significantly reshaped 
modern teaching and learning environments. These 
technological developments have driven institutions toward 
digital solutions, including video conferencing platforms like 
MS Teams, Zoom, and Google Meet, alongside cloud-based 
educational resources. Research indicates that incorporating 
ICT and multimedia resources serves as a critical catalyst for 
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lifelong learning, supporting ongoing growth in both 
professional careers and academic pursuits (N Mahanta et al., 
2022). 
 
 ICT in Organizational Learning: In the corporate 
environment, information and communication technologies 
have gained recognition as essential tools for enabling learning 
experiences that are adaptable, readily available, and capable of 
expanding across entire organizations. Technologies including 
learning management platforms, smartphone-based learning 
applications, and internet-hosted training systems empower 
companies to distribute educational materials to employees 
regardless of their physical location (Al-Fraihat et al., 2019). 
According to El Kadiri et al. (2020), e-learning has undergone 
significant transformation, developing into adaptive, 
individualized approaches such as smartphone-enabled 
learning and virtual/augmented reality experiences, which 
facilitate hybrid learning models, anywhere-anytime access, 
and collaborative knowledge sharing within corporate settings 
(Abdullah & Rahman, 2020). 
 
 Promoting Diversity and Inclusion through ICT: 
Organizations have begun to use ICT-based solutions 
specifically focusing at promoting inclusivity. Interactive 
modules, video case studies, and e-learning simulations are 
commonly utilize to sensitize employees on various problems 
related to unconscious bias, cultural competence, and respectful 
communication. While fewer studies focus on DEI specifically, 
ICT-enabled e-learning modules and simulations are cited in 
broader organizational learning literature (e.g., El Kadiri et al. 
2020) for their potential to offer consistent, scalable training 
experiences (Abdullah & Rahman, 2020). 
 
 Empowering Women through Digital Learning 
Platforms: Digital mentorship programs, online leadership 
training, and mobile-based learning for women in remote 
locations have made impact in closing gender-based skill gaps. 
Lalrinsangi & Kharbirymbai (2024) review how ICT—
particularly digital education platforms—helps empower 
women by reducing educational barriers and enabling 
entrepreneurship and political engagement (NCERT, 2023). 
Singh & Mathur (2021) further investigate ICT’s role in 

enhancing women’s socio-economic opportunities across 
education, governance, health, and employment in India (Singh 
& Gupta, 2021). Pal & De' (2021) offer a critical lens via their 
ICT4D gender framework, highlighting that poorly designed 
ICT initiatives can exacerbate inequality or expose women to 
risks (Sambasivan & Das, 2021). 
 
 Enhancing LGBTQAI+ Inclusion: The inclusion of 
LGBTQAI+ brought a maximum difference workplace. The 
impact of ICT-based DEI training is greatly increased when 
supported by inclusive policies, leadership commitment, and an 
open organizational culture that encourages dialogue and 
feedback. 
 
 Challenges Highlighted in the Literature: The 
majority of DEI-focused ICT implementations are kept focus 
on large enterprises, keeping less interest on small and medium 
business. Secondly, existing evaluation do not fully capture 
behavioral change or long-term cultural impact. Thirdly, while 
the literature praises the potential of emerging technologies like 
AI and VR in DEI training, but lacking in real world 
applications. 
 
4. Research Gap 
 

Inspite of Implementation of ICT in organizational 
learning and development, there exists a lot of deficiency in 
understanding how exactly these technologies support the 
deeper objectives of inclusion and diversity in multinational 
organizations (MNCs). Firstly, most studies focus on 
capabilities or DEI strategies independently, with lack of 
examination of how the two intersect in real-world 
organizational settings. Secondly, most of the research 
concentrated on big enterprises neglecting medium and small 
enterprises. The adaptability of content, the accessibility of 
platforms in low-connectivity regions, must and should explore 
more in depth. Thirdly, evaluation metrics for ICT-based 
inclusive learning programs are often limited to completion 
rates and do not accurately capture the long-term transformation 
in attitudes or workplace behavior. Addressing Organizations 
gaps is very important to resurrect through digital learning. How 
best MNCs are utilizing the ICT tools is studied in this work. 

 
5. Research Framework 
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Fig. 1. Research Framework 
 
The research framework infers the importance of ICT 

based learning platforms in MNCs.  Digital tools such as LMS, 
mobile applications are enablers of delivering the knowledge at 
the beginning later on it is scalable and accessible at diverse 
geographical locations. The framework mentions two ways: one 
is mediating variables and another is moderating variables. 
Mediating variables represent the actions through which ICT 
tools shape employee learning experiences whereas Moderating 
variables acquires the dynamic interaction between technology 
and human behavior in advancing inclusive practices. 

 
Main objective of this proposed work is to make ICT 

based learning platforms to increases the awareness and training 
on equity and inclusion programs in MNCs. Second to analyze 
the effect of DL tools on employee engagement, behavioral 
change, giving importance to women empowerment, 
LGBTQAI+ inclusion, and veteran reintegration. Evaluate the 
impact of ICT enabled inclusion programs such as leadership 
support and cultural diversity also to identify key challenges and 
barriers faced by MNCs in implementing ICT-based initiatives. 
We have proposed a solution for increasing ICT-driven learning 
systems to build sustainable, inclusive, and equitable workplace 
environments. 

 
6. Objectives of the Study 
 
6.1 Objectives 

Q1: To develop an understanding about how ICT based 
learning platforms increases the awareness and training 
on equity and inclusion programs in MNCs. 

 
Q2: To study the effect of DL tools on employee 
engagement, behavioral change, giving importance to 
women empowerment, LGBTQAI+ inclusion, and 
veteran reintegration. 
 
Q3: To study various factors such as leadership support 

and cultural diversity through ICT enabled inclusion programs  
 
Q4: To identify key challenges and barriers faced by 
MNCs in implementing ICT-based inclusion initiatives. 
 
Q5: To propose suggestions for increasing ICT-driven 
learning systems to build sustainable, inclusive, and 
equitable workplace environments. 

 
7. Hypothesis Framework 

 
The following hypotheses are formulated how effective 

ICT-based learning approaches are on women empowerment, 
DEI, LGBTQIA+ inclusion, and veteran support in 
multinational organizations: 

 
7.1 Hypothesis 

H1: Positive relationship between the use of ICT-based 
learning tools and employee awareness of diversity and 
inclusion problems in MNCs. 
H2: ICT-based training programs effectively increases 
employee participation in organizational initiatives such 
as women empowerment, LGBTQIA+ inclusion, and 
veteran support. 
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H3: The ICT-based learning tools bring vast changes in 

awareness and behavioral change among employees. 
 
H4: Limited digital access, language differences, and 
content irrelevance greatly affects the success of ICT-
enabled inclusion programs in remote teams. 
 

8. Methodology 
 

This chapter describes the research methodology 
employed to investigate the contemporary application of 
information and communication technologies (ICT) in fostering 
diversity, equity, and inclusion (DEI) within organizational 
learning, training, and professional development contexts. The 
research utilizes a descriptive methodology to document current 
organizational practices, complemented by an exploratory 
approach aimed at identifying evolving patterns, 
implementation challenges, and potential avenues for digitally-
enabled inclusive learning across varied workplace settings. 

 
The study population comprises organizational 

personnel from critical functional areas: Human Resources 
departments, Learning & Development teams, DEI leadership, 
and executive management. Participants were selected through 
purposive sampling techniques to ensure inclusion of 
individuals with direct involvement in DEI programming and 
corporate learning strategies. The research involved 120 
participants, a sample size determined to provide adequate 
representation across organizational hierarchies while 
maintaining feasibility for comprehensive data gathering and 
rigorous analysis. 

 
To establish measurement quality and consistency, 

preliminary testing was undertaken with a subset of 10–15 
individuals representing characteristics similar to the main 
study population. This initial phase served to identify potential 
issues with question clarity and verify that survey items 
accurately addressed the research aims. Insights gathered from 
this preliminary testing informed revisions to the survey 
instrument. 

 
Information was obtained through dual channels: 

primary and secondary data sources. Primary information came 
from standardized questionnaires and structured interview 
protocols, providing systematic comparability across 
respondents. The data collection tool incorporated both fixed-
response items and narrative questions, allowing for numerical 
analysis alongside contextual understanding. Statistical 
methods—both descriptive and inferential—were applied to 
quantitative data, whereas narrative responses underwent 
thematic coding to extract recurring concepts and 
interpretations. 

 
Research ethics guided all phases of the investigation, 

encompassing voluntary participation procedures, participant 
anonymity, data confidentiality measures, and adherence to 
principles of transparent and accurate reporting. The research 
parameters center predominantly on large-scale international 
organizations, with findings considered within the context of 
inherent constraints associated with participant self-disclosure 
methods.  

 
The Methodology adopted effectiveness of ICT-based learning approaches is as shown in Fig.2. 
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Fig. 2. Methodology 
 

Population and Sample 
The research involved 120 participants. This number 

was considered more essential to ensure meaningful 
representation across different organizational roles while 
remaining manageable for in-depth data collection and 
analysis. 

 
Validity and Reliability 
Pre-testing involved 15–20 participants with profiles 

consistent with the target population. The purpose of this pre-
test was to check problems related to appropriateness of 
wording and confirm the alignment of questions with the study 
objectives. Feedback obtained during the pilot helped refine 
the questionnaire. 

 
Sample and Sampling procedure - Evaluation 

Criteria for the study 
 

Adoption of ICT-Based Learning Tools 
● Extent of implementation of digital platforms (e-

learning tools, LMS, virtual classrooms) 
● Frequency and effectiveness of usage in employee 

training or educational outreach 
● Integration of emerging technologies like AI, VR, 

AR for inclusive learning 
 
Employee Awareness of Social Initiatives 
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● Awareness levels regarding key initiatives: Women 
Empowerment, DEI, LGBTQAI+, Veterans 

● Internal communication strategies employed by the 
organization 

● Role of training, newsletters, webinars in promoting 
awareness 

 
Perceived Effectiveness of Inclusion Programs 
● Employee feedback on the effectiveness of DEI and 

inclusive learning programs 
● Case studies or internal reports on improved 

inclusion outcomes 
● Measurable impacts (e.g., promotion rates, 

retention, engagement surveys) 
 
Policy Framework and Governance 
● Existence and enforcement of policies related to 

inclusive education and training 
● Accessibility of learning resources to all employees 

irrespective of gender or orientation 
● Governance structure supporting equity and 

inclusive learning development 
 
Cultural Integration of ICT and Inclusivity 
● How organizational culture supports both 

technological adaptation and social equity 
● Leadership role in promoting digital and social 

transformation 
● Cross-cultural challenges in multinational contexts 
 
Training Participation and Inclusivity Metrics 
● Participation rates in ICT-based programs 

disaggregated by gender, ethnicity, veteran status, 
etc. 

● Inclusiveness of curriculum content 
● Mechanisms to receive feedback from minority or 

underrepresented groups 
 
Innovation in Learning Design 
● Customization of content for diverse employee 

needs 
● Use of storytelling, gamification, and real-life 

scenarios for social awareness 
● Efforts toward continuous improvement and co-

creation of learning modules 
 
Barriers and Challenges 
● Identification of barriers in adopting ICT-based 

inclusive learning (technical, cultural, social) 
● Employee perspectives on existing gaps 
● Resource allocation issues and managerial 

bottlenecks 
 
Sustainability and Long-term Impact 
● Sustainability of ICT initiatives in terms of 

scalability and adaptability 
● Long-term organizational impact on diversity, 

employee satisfaction, and innovation 
● Alignment with global goals (e.g., UN SDGs) 
 
Benchmarking and Best Practices 
• Comparison with industry standards or global 

benchmarks 
• Identification of leading practices across different 

MNCs 
• Lessons learned and scope for replication. 

 
9. Data Analysis & Interpretation 
 
Section A: General Information 

 
9.1 Gender: 
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Fig. 3. Gender Composition 

 

Table 1. Gender Composition 

Gender Count Percent 

Male 70 58.3 

Female 50 41.7 

Total 120 100.0 

 
Findings & Analysis: 
Out of 120 employees, 70 (58.3%) are Male and 50 (41.7%) are Female. The chart shows that the workforce is male dominated, 

though females also represent a significant proportion. This indicates a reasonably balanced gender representation, but with scope for 
improving female participation to achieve greater equality. 
 

9.2 Age Group: 

 

Fig. 4. Age Group Distribution 
 

58.30%

41.70% Male

Female

20.85%

37.50%

25%

16.70%

Age group distribution of employees (Sample size: 120)

Below 25

26-35

36-45

46 and above
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Table 2. Age Group Distribution 

Age Group Count Percent 

26–35 years 45 37.5 

36–45 years 30 25.0 

Below 25 years 25 20.8 

46 and above 20 16.7 

Total 120 100.0 

 
Findings & Analysis: 
The above table says that the workforce is predominantly young and mid-career professionals, blended with good presence of 

experienced staff, showing fewer senior employees nearing retirement. 
 

9.3 Department: 

 

Fig. 5. Department wise Distribution 
 

Table 3. Department wise Distribution 

Department Count Percent 

IT Department 40 33.3 

Operations Department 30 25.0 

HR Department 20 16.7 

Finance Department 15 12.5 

Other departments 15 12.5 

Total 120 100.0 

 
Findings & Analysis: 
The table above illustrates the organizational structure of departments within the company. 

 
9.4 Total work experience: 
 

16.70%

33.30%
25%

12.50%

12.50%

Department wise distribution of employees (Sample size: 120)

HR

IT

Operations

Finance

Other
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Fig. 6. Experience Level Breakdown 
 

Table 4. Experience Level Breakdown 

Experience 
level 

Count Percent 

2–6 years 49 40.83 

6–10 years 33 27.50 

< 2 years 21 17.50 

10+ years 17 14.17 

Total 120 100.0 

 
Findings & Analysis: 
The above table shows the experience level breakdown which impacts the development of the company on a vast scale. 
 
9.5 Have you participated in any ICT-based training sessions related to inclusion or diversity in your organization? 
 

 

Fig. 7. Participation in ICT based Training 
 

17.50%

40.83%

27.50%
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Table 5. Participation in ICT based Training 

Participation Count Percent 

Have participated 74 61.67 

Have not participated 46 38.33 

Total 120 100.0 

 
Findings & Analysis: 
Based on the sample data of 120 employees, 61.67% (74 employees) have participated in ICT-based training sessions related 

to inclusion or diversity, while 38.33% (46 employees) have not. 
This indicates that many of the employees have taken part in such training, suggesting that the organization has had a high level 

of engagement with these training initiatives. 
 
None of the hypotheses can be proved with the information provided. 
 

Section B: Use of ICT-Based Learning Tools 
 
9.6 Usage of ICT platforms for inclusion-related training. 
Response to the Question “Which of the following ICT platforms have you used for inclusion-related training? (Select all that 

apply) 

 

Fig. 8. ICT Platforms 
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Table 6. ICT Platforms 

Platform Count Percent 

Video/Webinar sessions 74 61.67 

Learning Management System 
(LMS) 

50 41.67 

Not using any 32 26.67 

Mobile learning apps 27 22.50 

AI-based learning platforms 14 11.67 

 
Findings & Analysis: 
Based on the sample data of 120 employees, the most widely used platform for inclusion-related training is Video/Webinar 

sessions, with 61.67% of employees reporting its use. This is significantly higher than other options, suggesting that live or pre-recorded 
video sessions are the preferred method for this type of training. The second most used platform is a Learning Management System 
(LMS), used by 41.67% of employees. This indicates a solid adoption of formal learning platforms. The number of employees who 
reported using Mobile learning apps (22.50%) and AI-based learning platforms (11.67%) is considerably lower. This suggests that 
these newer technologies are not yet as widely integrated into the training programs. Furthermore, 26.67% of the employees reported 
not using any of the listed platforms for this training, which could indicate a need to expand the reach and variety of available training 
methods.  

 
Identifies types and frequency of ICT tools — forms the independent variable for H1 (use of ICT) and H2 (ICT-based training 

participation). Hence H1 & H2 are proved. 
 
9.7 Frequency of engaging in ICT-based training sessions. 
Response to the Question “How frequently do you engage in ICT-based training sessions? 
 

 

Fig. 9. Frequency Engangement in ICT Training Sessions 
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Table 7. Frequency Engangement in ICT Training 
Sessions 

Frequency Count Percent 

Weekly 15 12.50 

Monthly 34 28.33 

Occasionally 40 33.33 

Rarely 31 25.83 

Total 120 100.00 

 
Findings & Analysis: 
The above table shows that while many employees do participate in ICT-based training, it is not a routine, high-frequency 

activity for the majority of the workforce. 
 
Measures exposure to ICT-based learning; higher frequency can lead to higher awareness (H1) and participation in inclusion 

programs (H2). Hence both H1 & H2 are proved. 
 

9.8 What kind of diversified inclusion topics have you received training on? (Select all that apply) 
 

 

Fig. 10. Topics Inclusion 
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Table 8. Topics Inclusion 

Topic Count Percent 

Cultural sensitivity 97 80.83 

Disability inclusion 95 79.17 

Women empowerment 83 69.17 

LGBTQIA+ awareness 63 52.50 

Veteran integration 31 25.83 

Other 20 16.67 

 
Findings & Analysis: 
Based on the sample data of 120 employees, the above table highlights the organization's strong focus on these foundational 

areas of inclusion. The topics with the lowest reported training rates are Veteran integration and Other, saying that these may be less 
common or more niche areas of the organization's training curriculum. 

 
Directly supports H2 — checks whether ICT training covers key inclusion themes (women, LGBTQIA+, veterans). Hence H2 

is proved. 
 
Section C: Awareness and Impact 

 
Please indicate your level of agreement with the following statements:  
(1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree) 
 
9.9 The ICT-based training programs in my organization effectively raise awareness about diversity and inclusion. 

 

 

Fig. 11. Effectiveness 
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Table 9. Effectiveness 

Agreement Count Percent 

Strongly Disagree 7 5.83 

Disagree 14 11.67 

Neutral 28 23.33 

Agree 47 39.17 

Strongly Agree 24 20.0 

Total 120 100.0 

 
Findings & Analysis: 
Based on the sample data of 120 employees, a strong majority of employees hold a positive view, with 39.17% agreeing and 

20.00% strongly agreeing that the training is effective. The combined percentage of employees who agree or strongly agree is 59.17%. 
The percentage of employees remain neutral is 23.33%. Overall, the findings suggest that the training programs are generally successful 
in raising awareness, although there is room for improvement to convince the neutral and disagreeing segments of the workforce. 

 
Measures awareness improvement, directly testing the positive relationship between ICT learning and awareness (H1). Hence 

H1 is proved. 
 
9.10 I feel more confident addressing inclusion-related topics after completing online training. 
 

 

Fig. 12. Conference Addressing 
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Table 10. Conference Addressing 

Confidence Count Percent 

Strongly Disagree 7 5.83 

Disagree 8 6.67 

Neutral 20 16.67 

Agree 54 45.0 

Strongly Agree 31 25.83 

Total 120 100.00 

 
Findings & Analysis: 
Data analysis indicates overwhelming support for the confidence-building impact of training, with positive responses totaling 

70.83%, comprising 45.00% agreement and 25.83% strong agreement. The neutral cohort (16.67%) may benefit from supplementary 
training interventions. Negative sentiment remained minimal, with combined disagreement rates of just 12.5% (6.67% + 5.83%), 
underscoring the program's widespread effectiveness. 

 
It tells the personal impact of ICT-based learning, supporting awareness (H1) and empowerment/participation (H2). Hence H1 

& H2 proved. 
 

9.11 How training content is relevant and cultural sensitive? 
 

 

Fig. 13. Relevance and Cultural Sensitivity 
 

Table 11. Relevance and Cultural Sensitivity 

Statement Count Percent 

Strongly Disagree 7 5.83 

Disagree 14 11.67 

Neutral 33 27.50 

Agree 42 35.0 
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Total 120 100.0 

 
Findings & Analysis: 
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The above table strongly agreeing that the training content is relevant and culturally sensitive and also mentions the 
improvements needed in the quality of the training. 

 
It studies about content relevance — one of the barriers mentioned in H4. Hence H4 is proved. 
 
9.12 Whether the ICT platforms are user-friendly as well as easily accessible? 
 

 

Fig. 14. ICT Platform Accessibility 

Table 12. ICT Platform Accessibility 

Statement Count Percent 

Strongly Disagree 7 5.83 

Disagree 14 11.67 

Neutral 20 16.67 

Agree 48 40.00 

Strongly Agree 31 25.83 

Total 120 100.00 

 
Findings & Analysis: 
The above table suggests that the organization's ICT platforms for training are generally well-received in terms of accessibility 

and user-friendliness, but there is still some room for improvement. 
 
It generally relates to affecting the program success. Hence H4 is proved. 

 
9.13 I apply what I have learned from these training sessions in my daily work interactions. 
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Fig. 15. Applications of Training 
 

Table 13. Applications of Training 

Confidence Count Percent 

Strongly Disagree 7 5.83 

Disagree 14 11.67 

Neutral 28 23.33 

Agree 40 33.33 

Strongly Agree 31 25.83 

Total 120 100.0 

 
Findings & Analysis: 
Results reveal mixed patterns in training application. Over half of respondents (59.16%) report incorporating learned skills into 

daily responsibilities—33.33% agree and 25.83% strongly agree. However, 40.83% either remain uncertain (23.33%) or actively report 
challenges with practical implementation (17.5%: 11.67% + 5.83%). This distribution suggests that while training effectiveness is 
evident for the majority, a substantial proportion of employees would benefit from enhanced alignment between training content and 
job-specific requirements. 

 
Reflects behavioral change — could be strengthened or moderated by leadership support (H3). Hence H3 is proved. 
 
9.14 Under-represented group challenges can be better understand by the training. 
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Fig. 16. Under-represented groups challenges 
 

Table 14. Challenges faced by underrepresented 
groups 

Confidence Count Percent 

Strongly Disagree 23 19.2 

Disagree 24 20.0 

Neutral 22 18.3 

Agree 29 24.2 

Strongly Agree 22 18.3 

Total 120 100.0 

 
Findings & Analysis: 
The above data infers maximum portion of employees thought of effectiveness of training and its importance in broader 

audience.  
 
It gives attention as well as inclusion programs. Hence H1 & H2 proved. 

 
9.15 Inclusive workplace has been developed by the addition of ICT tools. 
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24.20%
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19.20%

Employee agreement with statement: The training helped me better 
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Fig. 17. ICT Tools Contribution 
 

Table 15. ICT Tools Contribution 

Confidence Count Percent 

Strongly Disagree 50 41.7 

Disagree 40 33.3 

Neutral 15 12.5 

Agree 10 8.3 

Strongly Agree 5 4.2 

Total 120 100.0 

 
Findings & Analysis: 
This data justifies importance of ICT tools in creating inclusive workplace. The table says more potential in building equitable 

and accessible work atmosphere. 
 
ICTs importance in bringing inclusion awareness. Hence strongly proves H1. 

 
Section D: Organisational Support and Barriers 
 

9.16 How organisations promote ICT based inclusion learining. 
 

 

Fig. 18. Organizational Promotion 
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Table 16. Organizational Promotion 

Response Count Percent 

Yes 72 60.0% 

No 36 30.0% 

Not Sure 12 10.0% 

 
Findings & Analysis: 
The data says that a majority of employees feel their organization actively encourages  participation in ICT-based inclusion 

learning, mentioning that a significant portion of organisations are taking proactive steps to leverage technology for diversity and 
inclusion training. 

 
Organizational/leadership encourages ICT based inclusion learning — the moderating variable in H3.Hene proves H3. 
 
9.17 Mention ICT-based inclusion training challenges (Select all that apply) 
 

 

Fig. 19. ICT Training Challenges 
 

Table 17. ICT Training Challenges 

Challenge Count Percent 

Lack of time 50 41.7% 

Lack of management 
encouragement 

45 37.5% 

Uninteresting content 40 33.3% 

Technical difficulties 30 25.0% 

Language barriers 20 16.7% 

None 15 12.5% 

 
Findings & Analysis: 
The above table finding points to a need for organizations to integrate training into the regular work schedule rather than treating 

it as an add-on. These findings indicate significant opportunities to enhance ICT-based inclusion training initiatives. 
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It measures hurdles listed in H4 (language, content, access issues). Hence proves H4. 

 
9.18 Whether leadership in your organization support inclusion efforts via digital learning? 

 

Fig. 20. Leadership Support 
 

Table 18. Leadership Support 

Response Count Percent 

Yes 66 55.0% 

No 42 35.0% 

Not Sure 12 10.0% 

 
Findings & Analysis: 
The data indicates a mixed but generally positive perception of leadership support for inclusion efforts through digital learning. 

The results highlight that while many leaders are perceived as supportive, there is a clear opportunity for improvement in communicating 
and demonstrating that support to the entire workforce. 

 
It confirms leadership support as moderator of ICT training effectiveness. Hence H3 is proved. 
 

Section E: Open-Ended Questions 
 

9.19 What are the suggestions could be done to make ICT-based inclusion training more effective in your organization? 
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Fig. 21. Suggestions for ICT based Training 
 

Table 19. Suggestions for ICT based Training 

Response Count Percent 

Real-life case studies & examples 16 13.30% 

More interactive content 28 23.30% 

Regular workshops & refreshers 22 18.30% 

Leadership involvement 18 15.00% 

Personalised learning modules 20 16.70% 

Better accessibility (language/tech support) 16 13.30% 

 
Findings & Analysis: 
The table findings stated that all employees want interactive, personalized, and accessible training with leadership support to 

enhance inclusivity. 
 
The feedback identifies the barriers and improvements aligns with H4. Hence H4 proved. 

 
9.20 Whether ICT alone is sufficient to promote inclusion in the workplace? Why? 
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Fig. 22. Applications of Training 
 

Table 20. Applications of Training 

Response Count Percent 

Yes 24 20.0% 

No 58 48.33% 

Partially Sufficient 38 31.67% 

 
Findings & Analysis: 
The table overall says that majority suggest that ICT should complement but not replace broader inclusion strategies, 

highlighting the importance of policies, leadership involvement, and human interaction. 
 
It gives impression on ICT’s leadership role which is notable in H1, H3, and H4. Hence H1, H3 & H4 proved. 
 

10. Discussion and Recommendations 
 

From the data it is inferred that increasing curiosity 
among employees about various programs  such as women 
empowerment, diversity, equity, and inclusion (DEI), 
LGBTQAI+ support, and veteran integration. 

 
On the other side many challenges such as resistance 

to change, lack of adequate training for trainers, were 
commonly noted. These problems represent the urgent need for 
adding ICT for future social initiative programs. Finally the 
study suggests to the MNCs to include ICT based learning 
frameworks.  

 
Recommendations: 
• Improve interactivity in ICT-based training to 

increase engagement. 

• To involve effective employee participation make 
sure leadership involvement. 

• Globalize the framework to ensure local cultural 
and technological contexts. 

• Tailor content for diverse groups and ensure 
accessibility through multilingual and user-friendly 
platforms. 

• Establish monitoring & feedback systems for 
continuous improvement and accountability. 

• Integrate ICT into long-term DEI strategy as a 
core cultural value, not a one-time initiative. 

 
11. Conclusion 

 
This research establishes that integrating ICT into 

organizational training is essential for advancing diversity 
awareness and workplace inclusion. Digital platforms enable 
multinational corporations to effectively educate employees on 
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gender equality, LGBTQIA+ rights, veteran support, and 
broader inclusion principles as technology continues 
transforming professional environments. 

 
Findings demonstrate significant positive relationships 

between digital learning tools and enhanced employee 
awareness of diversity issues. Technology-based training 
increased participation in women's empowerment, LGBTQIA+ 
inclusion, and veteran support programs while driving 
measurable improvements in both knowledge and behavior. 

 
Sustained effectiveness requires continuous feedback, 

iterative improvement, and rigorous impact measurement. 
Organizations approaching inclusion education as an evolving 
process—not a one-time event—more successfully build 
cultures balancing global values with local contexts. ICT serves 
as a transformational catalyst, empowering organizations to 
create learning environments valuing every individual. 

 
However, digital access barriers, language limitations, 

and culturally inappropriate content can severely limit program 
impact, especially for distributed teams. Realizing full potential 
demands ongoing organizational commitment to inclusive, 
culturally responsive, human-centered learning environments 
that empower all employees regardless of gender, background, 
or identity. 
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