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[bookmark: _tyjcwt]ABSTRACT
This study aimed at exploring conflicts among co-workers of diverse national backgrounds employed under the Kazungula Bridge Project between Botswana and Zambia. Organisational or workplace conflict refers to the condition of misunderstanding or disagreement that is caused by the perceived or actual opposition in the needs, interests and values among people who work together. The conflicts occur during situations where there is an interaction between two or more members of an organisation involving contradictory opinions. Organisational conflicts are influenced by a variety of factors like the lack of clarity in the responsibility of the team members, the interpersonal relationship that is shared by the members of the organisation. The scarcity of the needed resources may lead to the rise of conflict between the members of the organisation. This research deployed the case study design. The study used the descriptive qualitative method based on the descriptive phenomenology in order to explore the subject deeply. The study used interviews, having questions based on the themes of capturing the phenomenon, contextualisation of the experience, its clarification and exploration.
The findings reviewed that national background plays a significant role in triggering conflicts among employees because some nationalities overvalue their tradition. Language diversity and skin colour played a major role in triggering conflicts. Income of some workers and the differences in culture and traditions, language constraints, insults and differences in religions belief contributed in triggering conflicts. Challenges encountered by the workers are that most workers have had a very negative experience from language differences. There is language barrier and culture clash among workers and management. Ignorance and a lack of teamwork spirit was present among most of the workers. Some workers have a superiority complex. While some workers from the Asian ethnicity always think they know more and are more intelligent than those from other ethnicity like African. The recommendation is that there is need to provide conflict resolution training, communication skills training, create an environment that encourages participation and make sure employees are clear about organisational goals and priorities. The government should also come up with laws which looks at ethnic conflicts in a work-place.
Keywords: Organisational conflict, Kazungula Bridge Project, Ethnicity
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[bookmark: _2250f4o]CHAPTER ONE
[bookmark: _haapch]INTRODUCTION
[bookmark: _4d34og8]1.0 Introduction
This chapter provides the background, statement of the problem, purpose of the study, objectives, research questions, significance of the study, conceptual framework, limitation of the study, and definition of the terms. The contributions of the study are also highlighted
[bookmark: _2s8eyo1]1.1 Background
Conflict is a ubiquitous social phenomenon that manifests in all social relationships involving small or large numbers of people from the micro level involving family members to the macro level involving nation-states. A conflict is often seen as a condition in which people experience a clash of opposing wishes, wants or even needs (Oxford Dictionary, 2010). The modern-day workplace has become more culturally diverse with the increase in globalization and migration (Surowiecki, 2004). As such conflict in the organisations and groups of people is viewed as unavoidable due to the complexity, interdependence of organisational life and diversity of interests at group an individual level. 
This study focused on the Kazungula Bridge Project and specifically Daewoo Engineering and Construction Company, the Contractor who was awarded the bridge construction project. Daewoo Engineering Construction is a South Korean Construction company founded in 1973, head quartered is Seoul, South Korea. It is one of the biggest construction companies in South Korea and has various construction projects world over, including Nigeria, Mozambique, Indian Philippines etc. The Kazungula Bridge project is a bilateral project between the governments of Zambia and Botswana. The project consists of the construction of a road and rail bridge across the Zambezi River at the Kazungula/Kasane crossing to link the two countries and one-stop border facilities on each side of the bridge. The project cost $259m, with finance provided by the two governments, the African Development Bank, the Japanese International Cooperation Agency and the European Union-Africa Infrastructure Trust Fund. It was approved in December 2011 and was scheduled for completion in December 2020. This huge project started in 2014 and was completed by December 2020. The project has had close to 2000 workers at any given time, all of diverse nationalities and ethnicities. The workers have come from sixteen countries and four continents. The nationalities that have worked on the project are Australians, Bangladeshi, Batswana, Chinese, Dutch, Filipinos, Italians, Japanese, Koreans, Mozambicans, Namibians, Nigerians, South Africans, Tanzanians, Zambians, and Zimbabweans. All these different nationalities can be subdivided into various ethnographies. 
Construction activities are multi-party operations that often generate a complex web of contracts. The principal parties include the host government, clients, contractors, consultants and employees (Perez, 2002). Each party contributes something different, but towards a common goal. Their efforts must therefore, pull in the same direction, and their contribution must fit together to produce a whole – without gaps, friction, and unnecessary duplication.
Bringing people with culturally diverse perspectives and experiences together makes conflict more likely, often hampering organisational effectiveness and efficiency. However, there is potential and opportunity to harness that cultural diversity in the organisation to leverage progress. The same differences that help make organisations more innovative and responsive to global demands make it more likely to have conflict and constrain organisations’ abilities to address the issues that face them. (Oetzel and Toomey, 2013)
One of the major social issues explored in this study was the occurrence of frequent conflict among employees of different nationalities at the workplace in Kazungula. Workers at the project site experience stressful and conflicting situations which usually result in poor performance, low productivity, absenteeism, and mental health issues alongside the waste of organisation’s resources. In some cases, conflictual situations end in some employees resigning. Conflict between project participants has been identified in various construction industries as being the principal causes of poor performance in construction projects. These conflicts occur at the organisational interface level where project participants with different organisational cultures which define their approach to work and relationships come into contact with other project participants (Ankrah and Langford, 2005). The conflict problem encountered in construction projects lead to prolonged delays in implementation, interruptions and sometimes time suspension of works. Awakul and Ogunlana (2002) further argued that conflict continues to maintain its highly explosive character due to factors such as presence of different groups, large investments and low profits which characterise construction activities.
This research and analysis of data focused much on understanding the sources and manifestations of conflicts, culture impacts, double effects of diversity and conflict management within the construction environment at the project.
[bookmark: _17dp8vu]1.2 Problem Statement
Globalisation has increased the rate at which work groups are tending to be of diverse cultural backgrounds across national barriers. The pace of business in general and projects in particular is accelerating, supply chains becoming longer and more complex, relationships more intertwined, and expectations more challenging, which can lead to increased opportunities for conflict (Lipsky, 2003). Moreover, the construction process is rife with uncertainty, and uncertainty creates fertile ground for conflict. One's ability to effectively deal with people, elicit their cooperation, and resolve conflict can be critical to the construction project's success. Conflict has both positive and negative consequences (Lipsky, 2003). This could very well have its roots in knowledge as well as situations. Having a good understanding of the other person's basis for their position, their needs, and their past experience may go a long way in finding a means to approach and resolve the issues in an amicable way which would then create an ideal situation in the work place. Although conflict is an inescapable feature of every workplace environment, it is exacerbated when the workforce consists of individuals from diverse cultural backgrounds. This is worse so in construction projects which tend to have a short lifespan with little time to invest in conflict avoidance and resolution. There is a dearth of literature on culturally diverse groups in construction projects. Hence, this explorative study will fill a gap in the knowledge of conflictual relationships among workers of diverse cultural origins.
[bookmark: _3rdcrjn]1.3 Aim of the Study
The aim of this study is to explore the experiences of conflict among co-workers of different national backgrounds at KBP.  
1.3.1 Objectives of the Study
1. To establish sources of conflicts that arose among employees of different nationalities at KBP.
2. To investigate the manifestations of conflict among the international co-workers at KBP
3. To assess the effects of conflicts on individual workers and the organisation at KBP
4. [bookmark: _319y80a]To propose ways of mitigating and resolving conflicts at KBP and similar 


1.4 Research Questions
1) What are the sources of conflicts among employees of different nationalities at KBP?
2) What are the manifestations of conflict among international co-workers at KBP?
3) What are the effects of conflicts on individual workers and the organisation at the KBP?
4) What are the ways of mitigating and resolving conflicts at KBP and similar organisations? 
[bookmark: _26in1rg]1.5 Significance of the Study
The study is significant as there is no considerable amount of empirical research on this issue in the existing literature globally (Daud, 2013) while none of any study found in the Zambian context is known to the researcher. The study seeks to highlight the experiences conflict in organisations with workgroups of different nationalities to enable both management and employees to better understand how these conflicts affect the workers’ behavior negatively and to suggest possible effective conflict management in such organisations. This study will address issues of cultural complexity and the politics of identity, cultural diversity, integration and new visions of national identity and citizenship. Apart from academic reference, this study will make useful reference material to governmental and non-governmental conflict management and peace building experts. Many African countries are embarking upon sapid infrastructure development which almost certainly involve foreign and local workers. The findings of this study could help mitigate against conflict in such projects and thus contribute to the workers’ wellbeing and efficiency and effectiveness for the projects. 
[bookmark: _lnxbz9]1.6 Conceptual Framework
Conflict is an inevitable and usually obstinate part of personal, professional and organisational life.  How conflict is managed has more influence on tensions and ongoing relationships than the conflict itself. Wilmot and Hocker (2011) define interpersonal conflict as an expressed struggle between interdependent parties with perceived incompatible goals, scarce resources, and interference from others in achieving goals.  A more extensive breakdown of this definition is useful for this particular study and helps in formulating our conceptual framework for conflict analysis.


Figure 1: Conflicts in Workplace
[image: ]
Source: (Khaleda, 2017).
The first part of this definition refers to how conflict is described or expressed. How individuals discuss the conflict, problem, or challenge can have a significant impact on how the conflict unfolds. Most expressed struggles are activated by a triggering event. The triggering event brings awareness of the conflict to everyone’s attention. (Wilmor and Hocker; 2011)
A relationship is considered interdependent when one person’s choices or actions affect the other. Interdependence requires that parties have some mutual interests. In interpersonal conflict the individuals may be interdependent on each other in some way, such as family, friends or colleagues. In a larger context, interdependencies can exist between roles within a system (such as Consultant and Contractor at the project). Interdependence carries elements of cooperation and elements of competition. (Kolb; 1992) If people view conflict as involving shared interests and common goals, this results in cooperative outcome interdependence (Deutsch; 1973). From this cooperative viewpoint, conflict is perceived as, “when one goes down, we all go.” Individuals who practice cooperative outcome interdependence are more likely to debate issues and opposing points of view with an open mind, and seek solutions that benefit everyone involved. 
If on the other hand people view conflict as involving opposing interests and goals, competitive outcome interdependence results. In this situation, conflict is perceived as a zero-sum situation, “when you lose, I win”. Individuals who practice competitive outcome interdependence are more likely to value relative advantage and put down the opposing side as well as their values. 
Perceived incompatible goals can occur when two parties want the same thing and there is only so much to go around (scarcity), or they may want two different things. Incompatible goals involve priorities. Everyone might agree that progress on construction on the project would be improved if the consulting engineers and the contractors communicated regularly and frequently about their shared progress vision, but the priority of the contractor is to manage and control their completion time and the priority of consulting engineers is to ensure the contractor is carrying out the works as per contractual obligations and expected standards. Incompatible goals are not static but often transform through communication. How parties formulate, alter, and explain their goals within a conflict play a significant part in the success of the conflict experience. (Wilmot and Hocker; 2011) When parties work together to clarify goals and specify what the conflict is and is not about, constructive problem solving, or collaboration, is more likely to occur.
A resource is defined as “any positively perceived physical, economic or social consequence”.  (De Dreu; 2008) They may be real or perceived as real. The scarcity of the resource may also be real or perceived as real. Resources can be tangible such as time, money, support staff, jobs, knowledge and technology. Resources can also be intangible including power, self-esteem, respect and attention.
Interference can occur when one party blocks another from attaining a desired outcome or goal. Interference can come from external forces, outside the parties directly involved such as the political or social structure, policies, and administration. Interference can also come from within the relationship of the individuals involved. An example of internal interference would be, an Engineer asking an inspector to authorize or approve completed works and the Inspector deferring a decision to his/her upper management.
Closely related to definitions of conflict are the causes. Conflict can result from differences in goals, values, attitudes, needs, beliefs, perceptions, expectations and interests. (Deutsch; 1973) Conflict can also erupt from scarce resources, competition for those scarce resources such as time, responsibilities, status, and budgets. Rapid change, heavy workloads, lack of communication and power struggles can all lead to conflict in interpersonal as well as organisational relationships.
[bookmark: _35nkun2]1.7 LIMITATION OF THE STUDY
The limitation of this study was that some respondents were constrained with time for their office work when collecting data. This limited the opportunity to elaborate or probe on responses given. 
[bookmark: _1ksv4uv]1.8 DEFINITION OF TERMS
Conflict - Conflict is defined as a clash between individuals arising out of a difference in thought process, attitudes, understanding, interests, requirements and even sometimes perceptions.
Diverse National Backgrounds - One’s background is the kind of family you come from and the kind of education and socialisation you have had. It can also refer to such things as your social and racial origins, your financial status, or the type of work experience that you have.






[bookmark: _44sinio]CHAPTER TWO
[bookmark: _2jxsxqh]Literature Review
[bookmark: _z337ya]2.0 Introduction
This chapter consists of the global literature review, African and Zambian literature review.
In a multi-ethnic setting like at Kazungula Bridge Project, increased cultural diversity can raise considerable attention to conflict management and intercultural sensitivity. Diverse workgroups pose several challenges (Egan and Tsui, 1992). To deliver culturally appropriate services and to understand the cultural factors that influence their work relationships and practices is an important task for all employees in any given organisation. Significant literature points out that because of the workers’ differences in cultural values, attitudes, and work style, culturally diverse workplaces have become a hub of organisational conflicts (Borhan and Yassin, 2013).
[bookmark: _3j2qqm3]2.1 Global Literature Review
Workplace conflict is often caused by the differences in employees’ culture and their cultural belief and backgrounds (Daud, 2013). Defining conflict as an interaction between groups or individuals expressing opposing interests, views or opinions focuses on the communication that has an important role in the development and dissolution of a relationship. The word “conflict” is perceived differently by different people. There is no universally agreed upon definition. We therefore, put forth some of definitions to have an idea about the term. 
Conflict is a ubiquitous phenomenon. In the Bible and other mythological texts, conflicts are depicted even among gods. Conflict has been studied among families, children, co-workers, superiors and subordinates, etc. (Seren and Ustun, 2008). According to Bochantin (2016), conflict involves interaction of interdependent people who perceive incompatible goals, aims, and values and who see the other party’s potentially interference with the realisation. From this conception, conflict has three components:  interaction, interdependence, and incompatible. According to Michael Nicholson “a conflict exists when two people wish to carry out acts which are mutually inconsistent (cited in Hogan, 2005). 
John Burton avers that conflict is a generic phenomenon that knows no system boundaries. Conflict indicates that individuals or groups perceive differences about interests, resources, opinions, values, or practices between themselves and others (cited in De Dreu, 2008). All the definitions of conflict reflect the following components of conflict, that is, two or more than two persons are involved in a conflict to occur; there is a perceived incompatibility among individuals between ideas, actions, beliefs, or goals; the hostile individual or group see their way as the only way to achieve their goals and objectives. Culture-based conflicts occur at workplaces.
Construction has a complex supply chain with multiple entities involved. There are contractual relationships between the owner and the architect, the general contractor, and possibly a construction manager. The architect has agreements with a number of consultants, and the contractor has agreements with a large number of subcontractors. There are also a number of other entities involved in the construction process. All the contracting entities have business relationships with a number of vendors and suppliers. There is no contract between the contractor and the designers or between subcontractors, but there is an expectation that these parties will work together to achieve the project's overarching goals and objectives. This can be especially challenging when dealing with workgroups of different national backgrounds. 
Due to the possibly large number of people involved in the construction process and their differing organisational goals and objectives, the potential for variation, external factors, changed conditions, and diverse expectations all set the stage for potential miscommunication, misunderstanding, and ultimately conflict. This could very well create a crisis of leadership. So, having a good understanding of how to effectively deal with people and adeptly defuse explosive situations and constantly honing conflict resolution skills can be very helpful in managing performance and the ultimate outcome of the project.
Few studies, however, have investigated fully these two concepts of conflict and work groups of diverse national backgrounds, together, especially in the context of a less developed country. This study seeks to bridge the gap in this line of research with an examination between those two concepts situations stated below.
Some studies in this area show that diverse workgroups are hampered by process loss (Milliken and Martins, 1996), high levels of conflict (Egan and Tsui, 1992) and low levels of cohesion and social integration (Hambrick, 1994). Although conflict is not limited to culturally diverse workgroups, (see Jehn, 1997; Tjosvold, 1991a, b, c), the potential for conflict in culturally diverse workgroups is greater than culturally homogeneous workgroups because of the operation of cultural prejudices, biases and stereotypes as well as value differences (Harrison et al., 1998). Previous studies also suggest that a group’s demographic composition influences communication between group members because people tend to communicate with those who are similar to themselves (Zenger and Lawrence, 1989). Group members, who perceive themselves as similar, tend to communicate with each other more openly. When group members perceive themselves as dissimilar, communication is impacted negatively. Specifically, demographic diversity is associated with increased problems with communication, co-ordination, dysfunctional conflict. And a potential for decreased performance (Pelled et al., 1999). It is argued that communication openness is antecedent to the differing group members’ reactions to conflict events, which, in turn, are proposed to impact group’s task and social outcomes.

Khaleda Yasmin (2017) states that conflicts in organisations or workplaces can have serious consequences. Workplace conflicts can lead to hostile relations among individuals within a group. Sometimes, conflicts can hamper overall efficiency of organisations. Its negative consequences can gravely affect relationships resulting in inhospitable work environment and psychological stress. On the other hand, conflicts, when managed properly, can open the doors of opportunity to strengthen relationships in workplaces. Conflict management depends on a range of causal factors, the nature of which varies from conflict to conflict. Sometimes, conflicts may become difficult to resolve without the help of impartial mediators (Kneip, 2010). As a result, negotiators may be required; they can play a significant role in managing and mitigating conflicts, especially organisational conflicts. 
[bookmark: _1y810tw]2.2 African Literature Review
According to the study by Samuel Kwafo (2012) on corporate conflict and its effects on workers’ behaviour, people view conflict as a negative force operating against successful completion of group or common goals. Conflicts have negative effects on groups but may also lead to positive effects depending on the nature. Another study by Molem Sama (2007) on cultural diversity in conflict and peace-making in Africa, outlined that contrary to common belief that Cameroon is a haven of peace in a turbulent Central African sub region, the study demonstrates that the absence of war in the country does not imply that it is peaceful. Given the linguistic and cultural diversity of the country with its more than 289 ethnic groups and a colonial legacy of French and English cultures and languages, plus remnants of a German sub-stratum, it should be clear that there are many potential ingredients for conflicts in Cameroon. The politicians seem to have nurtured these cultural and/or linguistic diversities in ways that fuel conflict and can even spark civil war. The tension that results from these ethnic and/or linguistic and religious splinters is not overt, however, due to the repressive nature of the regime in place. However, this tension continues to grow, to the detriment of the country’s socio-economic development. There is therefore an acute need for measures to defuse such cultural conflicts which have the potential of sparking future civil strife in the country.
Yvonne du Plessis (2011) addresses cross-cultural conflict management in a multicultural organisational context. She explores the issue from a human resource perspective by exploring teamwork and teamwork paradoxes. By using a mixed research methodology, du Plessis presents insightful empirical research data in a South African management context. She contributes to exploring cross-cultural conflict-management challenges in teamwork paradoxes, by referring to the complex cultural and historic context of the South African society.
[bookmark: _4i7ojhp]2.3 Zambian Literature Review
In a study of organisational conflict among employees in a university setting, Brenda Mwamba Mukuka (2019) discovered that conflict was characterised by two main forms. Vertical conflict and horizontal conflict which were generally non-confrontational. Sources of conflict included political interests, tribalism delayed salaries, overstaying in position of power by managers and lack of dialogue between managers and subordinate employees. On factors perpetuating the persistence of conflict, the study revealed absence of proper space for dialogue, insufficient education among employees, jealousy and intimidation. The study further revealed strategies needed for resolving destructive conflict at the institution and these included capacity building of the counselling centre, frequent open meetings and the need for workers unions to facilitate conflict resolution more actively. 
Lastly, the findings revealed that organisational conflict at the institution was largely influenced by cultural, psychosocial and political factors. The study therefore recommends the need for human resource managers in organisations as well as labour policy makers to manage organisational conflict through enhanced transparency, improved communication and capacity building of counselling centres at institutions of higher learning.

[bookmark: _2xcytpi]CHAPTER THREE
[bookmark: _1ci93xb]RESEARCH METHODOLOGY
[bookmark: _3whwml4]3.0 Introduction 
This chapter is the blueprint of how the research was carried out. It discusses the method used in order to undertake the study. This involves identifying a research design used, study population, sampling method and size, data sources, data collection instruments, description of the study area, and data processing analysis.
This part of the paper presents the research design, target population, sample size and sampling technique that will be used for the study. It will also discuss the methods of collecting data, data analysis and ethnical consideration.
[bookmark: _2bn6wsx]3.1 Research Design
This research deployed the case study design. A case study involves an in-depth study of a single case. It is aimed at obtaining “detailed understanding of the case that has been selected, both for its own sake and in order to add to broader theoretical understanding and generate theories about underlying issues” (Newing 2011, 46). The researcher is employed at the site for the selected study and therefore optimally situated to conduct such a detailed study. She is consequently able to conduct all the data collection undertakings with relative ease. 
The researcher has a working rapport with the research subjects and has their trust. As reduced conflict serves everyone’s interest at the site, full cooperation is anticipated from the participants. As the world becomes more globalized, workforces of the nature under study are more likely to become commonplace. Therefore, the in-depth case study will yield not only useful insights for handling conflicts at the KBP but also other sites both synchronically and diachronically. 
The study used the descriptive qualitative method based on the descriptive phenomenology in order to explore the subject deeply. The study did not only focus on data analysis but the structured phenomenological approach will be applied to the interviews, having questions based on the themes of capturing the phenomenon, contextualization of the experience, its clarification and exploration (Lesperance, 2008). 

[bookmark: _qsh70q]3.2 Description of Study Area
The Kazungula Bridge Project (KBP) is a multi-national project on the North-South Corridor (NSC within the SADC region and part of a corridor-long infrastructure improvement programme. The project scope includes a bridge linking Botswana and Zambia over the Zambezi River to replace the existing ferry and juxtaposed one-stop border facilities at Kazungula.
[bookmark: _3as4poj]3.3 Target Population
Sidhu (2014) states that a target population is an aggregate or totality of objects or individuals which inference are made during the study. Therefore, the target population was 500[footnoteRef:1] which includes all persons involved at the Kazungula Bridge Project between Botswana and Zambia. The population incudes all the consultants, contractors, suppliers and employees involved on the project site. In order to avoid the blending of personal bias of the author in the analysis, “bracketing” was ensured. Bracketing refers to "self-awareness of mind-set" of the researcher (Hutchinson, 1986:115). At any point during the data collection, I deliberately and consciously removed myself from my official role in the organisation and assumed that of independent research. This enabled me avoid any biases coming from my official position.  [1:  Although at the projects peak the workforce was around 2000 at the time of data collection, the project was in its closing phase when the worker population had reduced to 500.] 

The sampling frame was the list of all consultants, suppliers, contractors, and employees at the project site at the time of data collection.
[bookmark: _1pxezwc]3.3 Sample Size
The sample for this study was 30 which comprised the Kazungula Bridge Project office, and the contractors; Daewoo E & C, Zhongan Engineering and Affecc. Since, the optimal sample depends on the purpose of the study, research questions, and richness of the data so there is no commonly accepted sample size for qualitative studies (Marra, 2014).
[bookmark: _49x2ik5]3.4 Sampling Techniques
Three different sampling techniques were used in this study: purposive sampling for management and supervisors, quota sampling for ordinary employees and convenience sampling for suppliers who not all may be available during the data collection period.
[bookmark: _2p2csry]3.5 Data Collection Methods
The study involved desk-based collection of secondary data and field-based collection of primary data. Desk research involved reviewing of relevant documentary sources while fieldwork employed an interviews guide with semi-structured questions of the workforce at Kazungula Bridge Project. Unstructured interviews were used for key informants such as government officials such as the Ministry of Labour and Social Security. This study further used documentary technique and interviews to collect data from the respondents. According to Ghosh (2015) documentary sources of data include unpublished or published materials, journals, published books, reports, mimeographs and other documents. 
This study used semi-structured interview method to collect the data qualitatively. In a semi-structured interview, the researcher asks a series of open-ended questions with accompanying queries that probe for more detailed and contextual data (Neufeld and Barrows, 1974). Semi-structured interview is a verbal interchange when one person, the interviewer, tries to elicit information from another person by asking questions. Although the researcher prepares a list of predetermined questions, but it provides the interviewer with a chance to explore what they feel are important (Wiske, 1998). The researcher has opted for the semi-structured interview as the data collecting tool due to its suitability to the subject and its benefits over other tools such as it allows the researcher to be prepared well in advanced and appear competent during the interview; besides, it also allow the respondents to express their views in their own terms (Barrows & Tamblyn, 1980) as is required for this study.
The study employed the observation data collection technique. The researcher carried a notebook at all times to record all and any significant observations pertaining to the research objectives during the entire research cycle. Photographs were taken where necessary and with full consent of the subjects. 

[bookmark: _147n2zr]3.6 Data Analysis and Interpretation
Data analysis and interpretation is the process by which data is processed and converted into a meaningful statement. Newing (2011: 241) describes qualitative data analysis as involving “building in-depth description and interpretation of a situation or topic.” In this study, qualitative data was conducted using thematic analysis. Thematic analysis involves coding of the common themes. In all types of qualitative research, the process of thematic content analysis is indeed often very similar like the process involves going through the transcripts, identifying themes and gathering together examples of those themes from the text (Lin, 2002). The recordings were transcribed and emerging themes highlighted to fully describe salient findings and their meaning in line with the research objectives. 
[bookmark: _3o7alnk]3.7 Ethical Consideration
Ethical clearance was obtained from the University of Zambia Research Ethics Committee for Social Sciences prior to conducting field work which ensured the protection of participants from harm. Flick (2009) says that the principles of informed consent of voluntary participation in studies must be upheld by the research to the respondents by explaining the research goals. The researcher was been granted official permission from management of the Kazungula Bridge Project from which the researcher drew the sample for this study. The research sought informed consent of the respondents before conducting field work for the study. As an ethical requirement, all the records and participants’ identities were treated as confidential by anonymising their responses and only revealing their designations where necessary.
Additionally, prior consent was sort for any audio recordings of interviews and photographs. In case photographs were used in the dissertation, further explicit consent was sort.









[bookmark: _23ckvvd]CHAPTER FOUR
[bookmark: _ihv636]RESEARCH FINDINGS AND ANALYSIS
[bookmark: _32hioqz]4.0. Introduction
This chapter presents the findings of the data collected using the methods and instruments explained in Chapter 3. The data is presented and then analysed according to themes derived from the research questions as well as those that emerged as the data was being gathered. Thematic analysis is appropriate for an explorative study as it allows for identification of patterns that emerge in the data and thus bring out the salient features of the phenomenon under study However, some data is descriptive showing some critical characteristics of the sample. These characteristics feed into the analysis as they make it possible to make sense of some of the qualitative data regarding conflicts among the culturally diverse group of the KBP workforce. 
[bookmark: _1hmsyys]Section A: Findings from skilled and unskilled workers
[bookmark: _41mghml]4.1 Demographic data
The demographic characteristics of participants are important. The omission of even the basic or minimal of this information would have restricted the researchers' ability to draw valid conclusions. The demographic characteristics of the participants were gender, age, ethnicity, nationality, marital status, education levels, years of service and occupation. However, because the sampling was not random, that is giving every member of the workforce the same chance of being selected, the demographic characteristics cannot be generalised to the population.
4.1.1 Presentation of findings on age
Table 4.1; Age distribution
	Age (in years)
	Frequency
	Percentage
	Cumulative %

	20 - 30
	10
	50
	50

	31 - 40
	5
	25
	75

	41 and above
	5
	25
	100

	Total 
	20
	100
	



[image: ]
Figure 4.1 Age distribution
In terms of age distribution of the participants, Table 4. 1. and Figure 4. 1. Show that the majority were aged 20 to 30 years (50%) and 31 to 40 years (25%) and 41 years and above (25%). This indicates that most of the skilled and unskilled workers are in the age group between 20 to 30 years 
4.1.2 Presentation of findings on gender
Table 4.2; Gender distribution
	Gender
	Frequency
	Percentage 
	Cumulative %

	Male
	12
	60
	60

	Female
	8
	40
	100

	Total
	20
	100
	



[image: ]
Figure 4.2 Gender distribution
Table 4. 2. and Figure 4. 2. Show that by gender participants 
40% were females while 60% were male.
[bookmark: _2grqrue]4.1.3 Presentation of findings on designation
Table 4.3; Designation distribution
	Designation
	Frequency 

	Administration officer/ Legal compliance officer
	2

	Stores keeper
	1

	Quantity surveyor
	2

	Site Clerk
	1

	Driver (heavy equipment)
	1

	Crane operator
	3

	Environmental officer
	1

	Electrician
	2

	Chef
	1

	Mechanic
	2

	General worker
	1

	Bulldozer operator
	2

	Cleaner
	1

	Total
	20



[bookmark: _vx1227]4.1.4 Presentation of findings on Race
Table 4.4; Racial distribution
	Ethnicity
	Frequency
	Percentage
	Cumulative %

	African
	14
	70
	70

	Asian
	6
	30
	100

	Total
	20
	100
	



[image: ]
Figure 4.3 
Table 4. 4. and Figure 4. 3. Show that by ethnicity the majority of participants were African (70%) were African while 30% were Asian. The highest percent of 70 shows that there were more Africans who participated in the study.

[bookmark: _3fwokq0]4.1.5 Presentation of findings on Nationality
Table 4.5: Nationality distribution
	Nationality
	Frequency
	Percentage
	Cumulative %

	Zambian
	9
	45
	45

	Motswana
	4
	20
	65

	Zimbabwean
	1
	5
	70

	Chinese
	4
	20
	90

	Bangladeshi
	1
	5
	95

	Filipino
	1
	5
	100

	Total
	20
	100
	



Figure 4.4
[image: ]
Table 4. 5. and Figure 4. 3. Show the nationality of participants as follows:45% were Zambians,
; 20% were Motswana, 5% Zimbabwean, 20% Chinese, 5% Bangladeshi and 5% Filipino. The highest percent of 45 shows that there were more Zambians who participated in the study.
[bookmark: _1v1yuxt]4.1.6 Presentation of findings on marital status
Table 4.6; Marital status distribution
	Marital Status
	Frequency
	Percentage
	Cumulative %

	Single
	9
	45
	45

	Married
	11
	55
	100

	Total
	20
	100
	



[image: ]
Figure 4.5 Marital status
Table 4. 6. and Figure 4. 5. Show that by marital status, 
55% were married while 45% were single. The highest percent of 55 shows that there were more married respondents than single ones.
[bookmark: _4f1mdlm]4.1.7 Presentation of findings on Level of education
Table 4.7; Level of education distribution
	Level of Education
	Frequency
	Percentage
	Cumulative                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                             

	Master Degree
	1
	5
	5

	Degree
	4
	20
	25

	Diploma
	4
	20
	45

	Certificate
	11
	55
	100

	Total 
	20
	100
	



[image: ]
Figure 4.6 Educational level
Table 4. 7. and Figure 4. 6. Show that the majority of respondents (55%) to the study had certificates. A fifth of respondents (20%) had a bachelor’s degree, 20% had diplomas and 5% have Master’s Degree 
[bookmark: _2u6wntf]4.1.8 Presentation of findings on years of service
Table 4.8: years of service distribution
	Years of Service
	Frequency 
	Percentage 
	Cumulative %

	1-5
	13
	65
	65

	6 -10
	7
	35
	100

	10 - 15
	0
	0
	

	Total
	20
	100
	



[image: ]
Figure 4.7 Years of service
Table 4. 8. and Figure 4. 7. Show that by years of service, the majority of Participants that is 65% have a year of service between 1 to 5, while 35% have a year of service between 6 to 10. The highest percent of 65 shows that most respondents have a year of service 1 to 5 years.
The results from this study confirm that Kazungula Bridge Project encountered challenges in managing diversity and inclusion regarding demographics, socio-cognitive and organisational diversities. The findings are categorised under themes, hereunder listed:
[bookmark: _19c6y18]Theme 1: Language conflict
English was the official business language at KBP considering the multinational background of the workforce. However, it was not the language used predominantly. As most of the workforce and General Labour was from Zambia, the languages widely spoken on site were Tonga, Nyanja and Bemba, with the most prominent being Tonga. Researcher observed that although English was the official language on site non-native speakers of English often perceived that their voices were not counted, and were not seen as adding sufficient value to the transnational team, therefore would not really contribute much in English unless there was someone to interpret from their native language, and at any given opportunity would revert to using their native language in their ethnic groupings. In one pool office, you would notice a group of Filipinos speaking in tagalog to each other, Batswana speaking in Setswana, Koreans speaking Korean and Zambians using one of the local languages depending on who was in the group at the particular time. What was peculiar also was whenever one ethnic group would speak in their native language, they would be viewed with distrust and suspicion by the other ethnic grouping, especially the Koreans, who would usually scream speak English, however the same rule would not apply to them when they were speaking to a fellow Korean in Korean in the presence of other ethnicities. 
Language differences are normative accepted however, interpretive differences may cause conflict in groups and this was seen at KBP which led to perceptions of linguistic superiority, stigmatisation or inferioritisation of some languages. Safety Officer said: A Korean manager shouted at me by saying ‘Saekkiya’ a Korean word which was always used in a derogatory manner to admonish workers on site and I responded by telling him to not insult me. However, he reported to my other Korean supervisor saying I was being disrespectful of him. I tried to explain to my supervisor that I wasn’t being disrespectful it was the other way round and my supervisor said to me, “Do you want to keep working or not, the person you just shouted at is Korean and being promoted next and he can’t lie.” After that I was asked to resign”. 
[bookmark: _3tbugp1]Genuine linguistic barrier
Challenges encountered by the workers are that most workers have had a very negative experience from language differences. There is language barrier and culture clash among workers and management. 
There is a challenge of difficulties in communication leading to misunderstandings over apparently simple issues. Some workers are being scolded in view of fellow workers demonstrating verbal abuse and lack of respect by the superiors. The study further revealed other negative interactions such as mistreatment of general workers and poor management skills and communication differences which caused conflicts and were emotionally draining because of different work ethics. Consequently, the negative interactions adversely affected the work output. The site workers once staged a protest and on of their demands was written down as, “The new admin manager must be changed to some other position, if possible, this is because of the language barrier.” This was a Korean manager as only Koreans could hold management positions for a long time, and this particular manager was also overall Human Resource Manager and had a very limited English lexicon. The workers eventually were heard and granted their request, not by Management but the Ministry of Labour and Security stepped in and demanded a local Human Resource manager be hired as it was illegal to have a foreign national be in charge of HR in Zambia.
[bookmark: _28h4qwu]Theme 2: National identity
National background played a very huge role in triggering conflicts among employees because some nationalities overvalue their tradition. Furthermore, national background has triggered conflicts because of stereotypes. The other aspect lies in the way things are perceived, in other cultures especially the use of abusive language and shouting on top of the voice is considered normal and part of life. Conflicts arise if there is misunderstanding due to national background differences in this sense. Some workers from the Asian ethnicity always think they know more and are more intelligent than those from other ethnicity like African. They think they are better financially.
Economic status of one’s country of origin played a big role on how one will be treated on the project by fellow workers and indeed by management. If you come from a poor country you were expected to bow to those from countries perceived to have better economic standing. The Asians generally viewed themselves as high and might because they come from developed countries and would use every opportunity, they had to remind especially the General workers to do as they are told as there country was poor. This was especially directed at Zambian workers, as the Contractor of the Bridge had a challenge with receiving payment from the Zambian Government on time which led on several occasions to work stoppages. During one of the work stoppages the workers wrote to the project office, expressing displeasure at how they were insulted and called poor on site by Korean bosses due to failure by the Zambian government to pay the Contractor on time. When Daewoo management threatened to withhold salaries of Zambian workers, the workers union wrote to management to air their views and one of the salient points they was, “If Daewoo has seen it burdensome to pay workers according to the laws of the nation Zambia, they must reduce on the number of Philippines who they give a lot of money so as to satisfy the locals.”
Batswana were always treated better on the project as they we viewed as having better economic status than Zambian, as their government always paid on time. They were addressed better than Zambian would be.
Chef said: Some nationalities are seen as inferior and others as superior, me a Bangladeshi, I no exit on this project, I am no one.
Administrator said: The findings have revealed that superiority complex from certain nationalities is one of the causes of conflicts. Some nationalities are looking down on other nationalities and creates a communication breakdown. There was little or no communication at all among the levels of the organisation due to language barriers, and miscommunication, misrepresentation, and misinterpretation.  A Motswana Administrator in commenting on this disparity because of perceived economic standing said, “We have forgotten who we are and the role we play in each other’s lives as Africans in building the Africa we need in harmonising the beautiful Africa we are dreaming of which can give us anything we need from raw materials to finished products within Africa without being dependent on the G8 countries. Also, it brings hatred amongst us as Africans and the continent at large.
The researcher observed that Gregariousness was a norm and largely embraced and accepted by almost all the nationalities. It can be seen at meal times, everyone eats in their own national groupings, and you will notice some people who are normally very reserved will come alive. This was common for national groupings excerpt for the Bangladeshi’s, who were the minority and seemed to not what to sit together or with the nationals, but would sit as individuals. 
Favouritism was a common occurrence mostly only among Asians. Should there be any difference between a Korean and any other nationality, a Korean will be believed. Both by the Koreans and the local staff in key positions so as to appease the Korean superiors. As a matter of policy salary advances were not allowed for all local staff, however Koreans and some senior staff would be allowed salary advance. 
[bookmark: _nmf14n]Theme 3: Cultural Diversity
[bookmark: 40ew0vw][bookmark: 1gf8i83]Culture is said to be dynamic - it can take many forms and has many levels. It is therefore not surprising that there are varied notions of what constitutes the essence of culture. Hofstede similarly defined culture as "the collective programming of the mind which distinguishes the members of one human group from another... Culture, in this sense, includes systems of values; and values are among the building blocks of culture" (Hofstede, 1984)
Cultural diversity was a source of a lot of intercultural conflict and as uncovered during the research, no one is even aware there is a problem when this is happening. The men cultural issue reported at Kazungula Bridge Project and Daewoo E & C in particular is Professional Ethics Versus Cultural values of a particular ethnicity. In Korean culture for instance, you do not question someone who is older than you in age and army ranking. Its is considered disrespectful, rude and shameful. So, no matter how much stress someone has caused you and no matter that their action may negatively impact the project, it is not an option to confront or question this. On the project which was a multicultural setting this was a constant source of conflict.
Religious Beliefs and Values, the constitution of Zambia declares the country to be a Christian nation but upholds freedom of conscience, belief, and religion for all persons. It prohibits discrimination based on religion and provides for the right of individuals to manifest and propagate religion or belief in worship, teaching, practice, and observance. It protects the freedom of individuals to change their religion or belief. It states no one shall be compelled to take an oath or perform acts contrary to his or her religious beliefs. The law prescribes legal recourse against, and penalties of fines and imprisonment for, violations of religious freedom. Religious freedoms were largely tolerated on the project, people were free to worship however they please provided it does not interfere with the project. Work would go on from Monday to Sunday especially at the peak of the project, Most Zambians being Sunday or Saturday worshippers could not geta day off to attend to their prayers. One worker narrates how he tried to get a day off to go to church and his boss answered, “No problem you go to church, your good pay salary month end.” It was therefore up to the individual. Mornings were always started with a tool box meetings, which was to preceded by prayer, anyone could be invited to offer the morning prayers regardless of ones religious background to promote oneness.
[bookmark: _37m2jsg]Theme 4: Racial Bias/Segregation
Racial Bias/ Segregation is almost an unspoken norm to a certain extent on the project and embraced by most of the workers and management alike, both during work and non-work hours. To the expatriates who were accommodated on site being Filipinos, Koreans, Bangladeshi’s and One Zambian, this was seemingly imposed. The sleeping quarters were separated by Nationality Koreans only would be accommodated in Block A & B, Filipinos, Bangladeshi and Zambia would be accommodated in Block C & D & E, there. It was unheard of to accommodate any of the nationalities in a block not earmarked for them. At project inception, all workers would eat from the same cafeteria, regardless of race, national background or culture, until there were some complaints about meals which were saved, as mostly these meals were prepared to the taste of Koreans, a cultural conflict ensued and management decided The Koreans will eat from 1 dining hall and the Filipinos from another and the locals would be paid meal allowances for them to carter to their own needs. Incidents of racial bias/ segregation: Trainings were held separately, Koreans were trained in their own racial group, while all the other races and ethnicities were trained together.
Recruitment/practice: Until an intervention from the Ministry of Labour and Social security, a Zambian could not hold a management position, those positions were reserved for Korean nationals, and the reason given was for ease of reporting to HQ. Koreans and Filipinos were hired from abroad even for jobs that Zambians were qualified for and had little to no regard of the Zambian Human Resource Practitioners 
Renumeration: Salaries were always paid in good time, local employees were paid in their currency, either Pula or Kwacha. Expatriate workers were paid in United States Dollars. Unskilled workers were paid as per conditions of service and minimum wage guidelines in the Employment code of Zambia. Skilled workers were paid according to the conditions they negotiated and included in their contracts which was governed by the Employment Code. 
General Treatment (hostility, condescending behavior, racial slurs, racial stereotypes)
[bookmark: _1mrcu09]Theme 5: Gender Based Violence/Sexual Harassment
Violence against women was defined in 1993 by the United Nations Declaration on the Elimination of Violence against Women as “any act of gender-based violence that results in, or is likely to result in, physical, sexual or psychological harm or suffering to women, including threats of such acts, coercion or arbitrary deprivation of liberty, whether occurring in public or in private life” General Assembly Resolution 48/104 of 20 December 1993, Article 1.
“Gender-based violence’ is still an emerging and developing term. Originally it was used mostly to replace the term ‘(male) violence against women’, because the word woman refers to both individuals of the female sex and to feminine gender roles in society. Those developing the term wanted to emphasize that violence against women is a phenomenon that is related to the gender of both victim and perpetrator. Many definitions continue to focus solely on the fact that women are victims of violence…. However, there is a development towards extending this definition to all forms of violence that are related to (a) social expectations and social positions based on gender and (b) not conforming to a socially accepted gender role. In this way gender-based violence is increasingly a term that connects all acts of violence rooted in some form of ‘patriarchal ideology’, and can thus be committed against both women and men by women and men with the purpose of maintaining social power for (heterosexual) men”. Gender Matters – Manual on gender-based violence affecting young people Council of Europe, Budapest, 2007.
Below are the details of Gender Based Violence occurrences on the project as uncovered by the research.
Frequency: The findings suggest there was a number of reported cases of gender based violence, however no exact number could be adduced as some reports went different government agencies and few to the administration office.
Nature (Verbal/physical): Both physical and verbal gender-based violence/sexual harassment were reported. A number of Assaults were reported, Indecent Assault by males on fellow males, attempted rape, transactional sex and involuntary excessive long work hours.
Silencing (epistemic injustice): Silencing was present, there is a report of a local general worker that was assorted by a Korean supervisor and he reported to the police and opened a docket, a day later he was paid some money at the office and he agreed to withdraw the case. The researcher could not get the total number of how many people were silenced but observed that almost all the cases that were reported to management died a natural death and the ones that were reported to relevant Government agencies were withdrawn within days of reporting by the victims.
Rape (Victims, Culprits); Local employees were mostly the victims, both male and female. Some males reported to Indecent assault to the Ministry of Labour, stating that named Korean Supervisors where in the habit of fondling the local employees private pants and say they we checking how they compare in size. With the women what was mostly reported is transactional rape perpetrated by Koreans and Filipinos alike. Women Would be coerced into having sex with Korean in exchange for keeping their job otherwise threatened with non-renewal of Contracts, some women general workers we coerced by being given material items as well as work contracts. Some women only reported as attempted rape, when the perpetrator fails to hold his end of the bargain.
[bookmark: _46r0co2]Theme 6: Conflict manifestation
The findings have revealed that the conflicts manifested in verbal and silence. Mostly silence with the fear of getting fired if they raise their concerns, this was for local and Filipino employees, Verbal arguments, insults, treatment towards each other and Sometimes Physical fights. Some workers are dismissed, some are given warning notices and sometimes emotional abuse, mental stress/anger and even unfair treatment- bullying and harassment
The threat of physical violence or actual, was always there, as violence was equal instant dismissal especially for the locals. One could always find locals cussing and threatening to one day physically harm the expatriate supervisors. Actual Physical violence occurred in some instances, however culprits where always removed from the project. 
Verbal conflict and abuse, Verbal conflict was observed among local employees, these being Zambians of various tribal groupings and Motswana’s too. However, no verbal conflict between the Korean supervisors and lower ranking employees of any ethnicity was possible as that was taboo for the Korean supervisors. When a Korean superior speaks the word is final, trying to argue with him would always end in the lower ranking officer being dismissed for being disrespectful. A Bangladeshi Chef narrated how he asked one of the Korean Manager to check the CCTV when he was told some food items were missing from the kitchen, but the Korean Manager insisted it was not necessary all the chef had to make sure it doesn’t happen again. However, the Chef was so aggrieved at the possibility that he might be thought a thief and so he insisted the Korean Manage check the CCTV to clear his name despite the refusal by the manager to do so. Unfortunately for the Chef, the manager did not yield to his demands and a few days later his ticket back home was booked and just like that he left the project. Verbal abuse was common place, Supervisors would shout at the employees and cuss at them for anything thing, which ultimately led to the threat of violence from the locals.
Protest or work stoppage, a number of protests and work stoppages were recorded on the project. Starting from the need to have decent meals, unfair treatment of workers by management e.g withholding wages until the government assures the Contractor of payment, this especially for the Zambian government who constantly defaulted on the payment due date. One of the biggest work stoppages was when the Korean management refused to pay the workers gratuity at 25% of the basic pay as per employment code, and as the Human Resource Management team had already implemented the 25% gratuity clause, management threatened to deduct the amount that was already paid out from the workers’ salaries. This work stoppage led to the arrest of the Project Manager. All these protests and work stoppages further delayed the project completion.  
Non-payment, Workers on site were generally paid their dues on time. However, when the Zambian government continued to default on their certified payments, the workers would receive threats of non-payment, until their Government would pay, this would then lead to an actual delay in paying salaries for the Zambian Labour until such a time that they would protest and have the Government officials intervene, only then would the salaries be paid. All the while their Botswana counterparts would not be affected as their share of the certified payments was always made by due date. 
Tension and Latent conflict, this was the order of day especially that employees could not speak up even when something was wrong due to fear of retribution, which was usually dismissal from employment. As one Civil Engineer said, “Most of us would suffer in silence, to keep the peace and jobs are hard to find nowadays.” This led to always having tension as the latent conflict would have to escalate at some point. As Deutsch states, “Yet the seeds of conflict may exist for long periods of time without actors being aware of them. Often one side, most likely the privileged one, is largely unaware of the existence of tensions. While the less-privileged party may be aware of the situation, and may even consider it unjust, the conflict does not "emerge" until they act to change the situation. (Deutsch, 1973)
[bookmark: _2lwamvv]Theme 7: Effects of the Conflicts on Individuals and the Project
On the individual a number of effects were revealed during the research which include Frustration/Stress/Depression leading to Mental Breakdown, Internalized Racism. One source revealed how at one point a general worker in a fit of rage after having a disagreement with one of his supervisors got into an open Company vehicle which he had no authorization to drive but as they key was in the ignition; he drove off a huff and threatened to drive off the bridge into the river. He was pursued by security and he drove all the way to the police station. He parked the vehicle and walked into the police station to report Daewoo E & C for unfair treatment. The Police however recommended psychological evaluations, the mental evaluation was done and it revealed that he needed psychological help and he was committed to a mental institution. 
Perpetual absenteeism was the effect of conflict on the project, this led to reduced productivity, and a number of resignations hence high staff turnover. All this ultimately culminated to into lost time and delay of project completion.  

[bookmark: _111kx3o]Section B: Findings from management interview schedule
[bookmark: _3l18frh]Demographic findings
[bookmark: _206ipza]4.2.1Presentation of findings on Age
Table 4.9; Age distribution
	Age
	Frequency
	Percentage
	Cumulative %

	20 – 30
	1
	20
	20

	31 – 40
	3
	60
	80

	41 years and above
	1
	20
	100

	Total 
	5
	100
	



From the table above, In terms of age distribution of the Participants, Table 4. 9. Show that the majority were aged 31 to 40 years (60%) and 20 to 30 years (20%) and 41 years and above (20%). This indicates that most of the management team are in the age group between 31 to 40 years
[bookmark: _4k668n3]4.2.2 Presentation of findings on Gender
Table 4.10; Gender distribution
	Gender
	Frequency
	Percentage 
	Cumulative %

	Male
	5
	100
	100

	Female
	0
	0
	100

	Total
	5
	100
	



Table 4.10. Show that by gender, the majority of management Participants that is 100% were males. No management females participated.

[bookmark: _2zbgiuw]4.2.3 Presentation of findings on Designation
Table 4.11; Designation distribution
	Designation
	Frequency 

	Construction manger
	1

	Administrative manager
	1

	Project Manager
	1

	Contract Manager
	2

	Total 
	5



[bookmark: _1egqt2p]4.2.5 Presentation of findings on Ethnicity
Table 4.11; Ethnicity distribution
	Ethnicity
	Frequency
	Percentage
	Cumulative %

	African
	2
	40
	40

	Asian
	3
	60
	100

	Total
	5
	100
	



Table 4. 12. Show that by Ethnicity, the majority of management Participants that is 60% were Asian while 40% were African. The highest percent of 60 shows that there were more Asian management who participated in the study.
[bookmark: _3ygebqi]4.2.6 Presentation of findings on Nationality
Table 4.12; Nationality distribution
	Nationality
	Frequency
	Percentage
	Cumulative %

	Zambian
	2
	40
	40

	Korean
	1
	20
	60

	Chinese
	2
	40
	100

	Total 
	5
	100
	



Table 4.12 Show that by Nationality, the majority of management Participants, that is 40% were Zambians and 40% Chinese, 20% were Korean. The highest percent of 40 shows that there were more Zambians and Chinese management who participated in the study.
[bookmark: _2dlolyb]4.2.7 Presentation of findings on Level of education
Table 4.13; Level of education distribution
	Level of Education
	Frequency
	Percentage
	Cumulating                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                             

	Master Degree
	0
	0
	0

	Degree
	4
	80
	80

	Diploma
	1
	20
	20

	Certificate
	0
	0
	 100

	Total 
	5
	100
	



Table 4.13. Show that by level Education, the majority of management Participants that is 80% have degrees, while 20% have diploma none of the management participants have Master’s Degree The highest percent of 80 shows that most management respondents to the study had degrees.
[bookmark: _sqyw64]The findings are categorized under themes, hereunder listed
[bookmark: _3cqmetx]Theme one: The conflict situations that have been experienced or witnessed between workers of different nationalities at the project.
The findings reviewed those disagreements are based on difference of opinions and difference in values. Superioty complex. The Asian ethnic groups have a tendency to look down on locals. A number of times Asian supervisors especially onsite have disagreements with local workers, usually when they don’t understand each other. The Asian ethnic group had a concern on how local workers assault Chinese staff and Chinese supervisor arguing with local staff.
[bookmark: _1rvwp1q]Theme Two:  The extent on how national background trigger conflicts among employees at Kazungula Bridge project.
The findings from the management review that to a large extent, ethnicity, values and also language trigger conflicts. One of the Chinese manager outlined that Koreans think they are better people and that local Africans do not respect Chinese bosses because they do not understand each other. From the Korean management, they feel that to a large extent, national background triggers conflicts especially coming from language issues and traditional values. For example, Koreans have a hierarchy system in terms of seniority. From the African managers, they outlined that Koreans tended to support their kind even if the other local were correct.
[bookmark: _4bvk7pj]Theme Three: The ways Conflict manifest, effects of conflict and measures to put in place to manage conflicts.
The findings have reviewed from the Korean point, they outlined that usually the locals will accuse their Korean supervisor of bullying or using bad language and disagreement will start from there. The Korean will also take it as a lack of respect for authorities. Conflicts manifest between workers of different nationality through verbal abuse and sometimes silent. Mostly conflicts manifested through physical and verbal attacks.
There is no deliberate policy for conflict management apart from promoting a culture of tolerance and respect for one another. Just encouraging to work well together and always eating together. There have been some negative effects of conflict on workers of different nationality where the project lost some time for completion because the workforce could not agree on something and some workers withdraw labour. This also had led to claims for extension of time for the project. The findings have outlined that some of the measure to manage conflict is by deliberately putting up policy for conflict resolution relating to diversity issues. Putting up a culture orientation lesson and reading material should be provided to promote diversity. Having more locals in key positions who can be taught other languages like Chinese for easy communication.
[bookmark: _2r0uhxc]Section C: Findings from Key Informant
[bookmark: _1664s55]Demographic findings
[bookmark: _3q5sasy]4.3.1Presentation of findings on Age
Table 4.14; Age distribution
	Age
	Frequency
	Percentage
	Cumulative %

	20 – 30
	1
	20
	20

	31 – 40
	2
	40
	60

	41 years and above
	2
	40
	100

	Total 
	5
	100
	


From the table above, in terms of age distribution of the key informant Participants, show that the majority were aged 31 to 40 years (40%) and 20 to 30 years (20%) and 41 years and above (40%). This indicates that most of the key informant respondents are in the age group between 31 to 41 years and above 
[bookmark: _25b2l0r]4.3.2 Presentation of findings on Gender
Table 4.15; Gender distribution
	Gender
	Frequency
	Percentage 
	Cumulative %

	Male
	5
	100
	100

	Female
	0
	0
	100

	Total
	5
	100
	



Table 4.15. Show that by gender, the majority of key informant Participants, that is 100% were males. No management females participated.
[bookmark: _kgcv8k]4.3.3 Presentation of findings on Designation
Table 4.16; Designation distribution
	Designation
	Frequency 

	Labour Office
	1

	Kazungula Police
	1

	Political leadership
	1

	Traditional leadership
	2

	Total 
	5



[bookmark: _34g0dwd]4.3.5 Presentation of findings on Ethnicity
Table 4.17; Ethnicity distribution
	Ethnicity
	Frequency
	Percentage
	Cumulative %

	African
	5
	100
	100

	Total
	5
	100
	


Table 4.17. Show that by Ethnicity, all key informant Participants were Zambians. 
[bookmark: _1jlao46]4.3.6 Presentation of findings on Nationality
Table 4.18; Nationality distribution
	Nationality
	Frequency
	Percentage
	Cumulative %

	Zambian
	5
	100
	100

	Total 
	5
	100
	



Table 4.18 Show that by Nationality. All key informants were Zambians

4.3.7 Presentation of findings on Level of education
Table 4.19; Level of education distribution
	Level of Education
	Frequency
	Percentage
	Cumulating                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                             

	Master Degree
	1
	20
	20

	Degree
	1
	20
	40

	Diploma
	1
	20
	60

	Certificate
	2
	40
	 100

	Total 
	5
	100
	



Table 4.19. Show that by level Education, the majority of key informants Participants, that is 40% have certificates, while 20% have diploma, 20% a Master’s Degree and 20% a degree. The highest percent of 40 shows that most key informant respondents had a certificate.
[bookmark: _43ky6rz]The findings are categorized under themes, hereunder listed:
[bookmark: _2iq8gzs]Theme one: The role of political leadership in such a project
The findings from the key informant under the political leadership outlined that they are servants of the people therefore, it is to protect the interest of their own people. There was an excellent relationship within the project office but a bit on and off with the contractor. There were some conflicts when it comes to payments for the contractors who need payments to complete the works as per the schedule. The political leadership felt that fair consultation for employment was not really fair, but the leadership helped in recommendations. The findings have also outlined that they were not satisfied with the number of locals employed on the project vs foreign nationals. The political leadership do intervene in labour matters.  
[bookmark: _xvir7l]Theme Two: Have there being a conflicts at Kazungula bridge project. 
The findings from the labour office outlined that there have been some conflict cases reported and mostly its racism, assault, unlawful dismissal and industrial unrest. Other reports received by the labour office include gender discrimination, sexual harassment and victimization. Most of the groups who perpetrate the said vices are the Asians. The expatriate and the locals are not treated equally. Foreign workers were always favored even though an offence was committed by both parties. The employment code Act does not stipulate any specifics on matters relating to conflict among international co-workers. The labour office should be incorporated and have personnel on site of such projects.
[bookmark: _3hv69ve]Theme Three: The Law enforcement office
The findings from the law enforcement office if they had received reports of conflicts involving co-workers of different nationalities at the Kazungula bridge project should a positive response where a few cases were received. Mostly, the cases were indecent assault, and harassment. There were conflicts triggered by national background and the findings from the law enforcement indicated that, to a large extent, mostly Asians were reported for a number of perceived offences but usually came down to just miscommunication. The Office had also received reports on gender discrimination, sexual harassment and victimization and the group perpetrated the said vices were Asians. Some local employees reported being physically assaulted.  The department of police usually counselled where they could and made a few arrests, even though some cases were withdrawn a day or so after the report. It is recommended to have the police actively involved in the project of such kind so that they can sensitize the workers especially non Zambians workers about crimes that will not be tolerated.
[bookmark: _1x0gk37]Theme Four: The role of the traditional leadership 
The findings from the traditional leadership outline that their role is to protect. Some of the causes of conflict is that it’s the project not doing enough for the chiefdom when they are reaping more. The traditional leadership feels there is no fair consultation for employment of locals. The project hired more people from outside the areas. The traditional leadership reviewed that the foreigners do not even respect. Some things should be in the contract so that as projects start contractors know what is expected of them.   



















          
[bookmark: _4h042r0]CHAPTER FIVE
[bookmark: _2w5ecyt]SUMMARY, DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _1baon6m]5.0 Introduction
The aim of this study was to explore the experiences of conflict among co-workers of different national backgrounds at Kazungula Bridge Project.  The Objectives of the Study included the following:
To establish sources of conflicts that arose among employees of different nationalities at KBP.
To investigate the manifestations of conflict among the international co-workers at KBP.
To assess the effects of conflicts on individual workers and the organisation at KBP. 
To propose ways of mitigating and resolving conflicts at KBP and similar organisation.
[bookmark: _3vac5uf]5.1 Summary of Key Findings
[bookmark: _2afmg28]5.1.2 Demography 
The findings on the demography for this study as outlined that most of the respondents are elderly, and educated. The majority of management staff were from Asia. There were more males who participated in the study and the main ethnic groups was Asian and African. The demography is very important to this study because gender and age are important factors in assessing economic aspects of a population. 
[bookmark: _pkwqa1]5.1.3 Sources of conflicts
The findings have shown that the main source of conflicts at the Kazungula bridge project were Culture differences, Communication issues, Language barrier which sometimes lead to misunderstanding, Miscommunication and disrespect of the law, Corruption and political interferences.
Lack of communication is often a source of conflict. In such situations, the only way of solving the conflict is represented by co-operation which allows each party to find the position and the other party’s arguments if the people involved in the conflict want to cooperate in order to find the most acceptable solution. The information exchange allows each party to access the other party’s thinking and knowledge, mistrust, confusion and misunderstanding being thus highly diminished. 
Disagreement refers to the ethical aspects, the modalities in which power should be exercised, taking into account moral probity and correctness.  Such differences affect both the choice of objectives and methods. Some managers have the tendency to increase and escalade interpersonal conflicts in order to strengthen their positions within the organisation. The ambiguity of the information, the wrong presentation of reality, denaturizing the others’ thinking are the main reasons for incompetent managers. 
In case of limited resources at organisational level, the development of some structural elements affects the possibilities of the other departments. The relations between the departments of the organisation are determined by some people’s reactions to the other people’s needs, by the correctness of the information exchange or the attitude of the members within a department to the other departments and their members.   
The higher chances of some groups to have a social status considered to be more honourable by others represent another reason for a structural conflict (the relations between the production and administration compartments of many companies where we find interactions and feelings that define a conflict state).   

This was a general outlay of the possible causes of conflicts. If we take into consideration the specific conflict types, we may also identify further motives generating conflicts according to their peculiarity:  Interpersonal conflicts – the main reasons are: the differences in professional training; stress resistance, effort capacity; non-correspondence of character and behavior; sexual harassment; sexism;  Intergroup conflicts – the main reasons are: wrong communication; different value systems; different purposes; organisational ambiguities; dependence of limited resources; mutual department influence, dissatisfaction to the professional status. The efficient solution for conflict situations imposes the identification and consciousness of conflicts in order to act properly, to utilize the positive effects as well as to reduce the negative effects (the possible ones). 
[bookmark: _39kk8xu]5.1.4 The manifestations of conflict
Manifest conflict is the stage when the two parties engage in behaviors which evoke responses from each other. The most obvious of these responses are open aggression, apathy, sabotage, withdrawal and perfect obedience to rules. Conflicts manifest between workers of different nationality through verbal abuse and sometimes silent. Mostly conflicts manifested through physical and verbal attacks. 
Manifestation through the following:
Body language – A person’s body language is one of the most common ways to tell whether something is amiss. Often, people do not realize the body language they adopt, so focusing on body language can be essential in recognizing if an employee is bottling a problem up. Examples of body language to watch out for include: Avoiding eye contact – this can show nervousness towards a person. Crossed arms – someone who feels under attack may adopt crossed arms, which shows defensiveness. Frowning – these expresses discontent and sometimes anger towards a person and/or situation. Position – people may stand or face away from others to show their discontent.
Behavioral changes – Changes in normal behavior show that something is wrong. For example, people may withdraw from situations, not contribute, and remain quiet, even though this is out of their usual character.
Clique formation – Employees should always work together as a team for the benefit of the company. If you notice a division of the team into obvious groups, this may indicate a conflict between certain people. This also applies if you see people taking sides or ganging up on others.
Slowed productivity – When people feel unhappy in their work environment, their morale and motivation tend to decrease and they focus less on their work. If you notice a reduction in productivity, consider asking employees if there is a particular reason for this.
Anxiety – People who experience conflict may seem anxious and on-edge. For example, they may avoid social interactions and constantly question their work.
Words and comments – The way employees express themselves verbally can indicate if conflict is occurring. If people are upset, their words become much more emotive. You may also notice sly and odd comments made between people, and some employees may even be rude and inappropriate towards others.
Complaints – Listen to how people talk about their job, colleagues, and their work. If they frequently complain, this indicates dissatisfaction and may be a sign of conflict. You should also take extra care to focus on any negative responses in staff surveys.
Loss of trust – Trust is essential in workplaces. Employees must be able to trust each other and people in management. Distrust may indicate conflict and feelings of anxiety.
Increased sickness levels – Higher sickness levels can indicate staff dissatisfaction and a lack of willingness to come into work. Furthermore, frequent conflicts can lead to mental health implications such as stress, anxiety, and depression. We all get sick from time to time, but if there are noticeable patterns you should ask why.
High staff turnover – If you experience a high staff turnover and a large number of staff leaving, there is usually a reason why. You should investigate this to prevent current employees from leaving and to make your company a better place to work
[bookmark: _1opuj5n]5.1.5 The effects of conflicts
The negative effects of workplace conflict can include work disruptions, decreased productivity, project failure, absenteeism, turnover and termination. Emotional stress can be both a cause and an effect of workplace conflict.
Unresolved issues of interpersonal tension and conflict can create emotional stress for employees, politicize the workplace and divert attention from the organisation's mission. If employers do not act, conflicts will escalate into larger problems, discrimination and harassment complaints may increase, and the employer's reputation could be damaged. Other possible consequences of failing to manage workplace conflict include:
Absenteeism. Unscheduled absences drive up employers' costs through benefits outlays, the use of replacement workers, higher stress levels among employees and a decrease in overall employee performance.
Turnover. When employees mistrust management or perceive the organisation as acting unfairly, turnover may increase. This can lead to recruiting and training expenses for new hires and the costs attributable to a slippage of performance until new employees become fully proficient in their jobs.
Unionization. When employees perceive their employers as unfair, they are more inclined to seek outside resources such as a union to help protect them and to negotiate on their behalf on matters such as employment, compensation and benefits.
Litigation. An employee who cannot achieve a resolution of a workplace conflict may seek outside legal help, which can cause an organisation to mount a costly defense or agree to an expensive settlement. Lawsuits resolved in an employee's favor can result in significant financial penalties for the employer and can even produce criminal or civil sanctions.
[bookmark: _48pi1tg]5.1.6 Ways of mitigating and resolving conflicts at Kazungula Bridge Project
Provide conflict resolution training. You can reduce the negative impact of conflict by helping employees develop the skills they need to successfully resolve the conflicts that occur in their lives. This gives people more confidence in their ability to resolve both personal and professional conflict. It also makes people more effective at addressing minor conflicts as they occur, instead of allowing them to become major distractions.
Provide communication skills training. By providing communication skills training, employees can increase their ability to communicate effectively with a diverse range of individuals, and manage the communication problems that are often at the heart of organisational conflict.
Help staff develop positive work relationships. Give employees a chance to get to know each other better and to feel more comfortable with each other. This can be done by providing opportunities for social interaction on a continuous basis, by giving assignments that put staff into contact with people they don't normally interact with, and by providing cross-training opportunities.
Implement team building activities. You can significantly improve team relationships and performance through the team development process. Such activities provide an opportunity for team members to get more comfortable with each other, to identify acceptable behaviors and modes of interaction, and to determine how team problems and conflicts will be resolved.
Develop strong communication channels. You can improve communication within a team or organisation by strategically employing informational and problem-solving meetings, and by utilizing a diverse range of organisational communication tools. Such tools include face-to-face discussions, e-mail, texting, videoconferences, online meetings, bulletin boards (both physical and electronic), voice mail and faxes.
Create an environment that encourages participation. This can be done through formal employee involvement programs such as self-directed work teams, and suggestion systems that ask for employee input and reward people for their participation. This is especially important because research has shown that employee involvement programs have a positive impact on both individual and organisational performance.
Provide conflict mediation training for leaders. No matter how hard you work at reducing dysfunctional conflict (conflict that hinders performance and prevents you from achieving organisational goals), sooner or later it is going to occur. Therefore, organisational leaders should develop their conflict mediation skills so they can help employees resolve the conflicts that will inevitably arise.
Provide third-party conflict mediation services. There will be times when a manager or supervisor cannot mediate a conflict between employees. During these times, it helps if employees feel they have an experienced, objective third-party where they can confidentially address a conflict situation.
Make sure employees are clear about organisational goals and priorities. Generally speaking, conflicts occur because of differences over facts, goals, methods or values. By ensuring that employees (especially the members of a given work team) are on the same page regarding objectives, priorities and plans, you will decrease the chances that dysfunctional conflict will occur due to differences over facts, goals or methods.
Treat everyone fairly. This may seem obvious, but many managers are accused of preferential treatment, and it is incumbent upon organisational leaders to make sure they are behaving in an egalitarian fashion. Even the appearance of preferential behavior can create conflict situations.
[bookmark: _2nusc19]5.2 Conclusion
The study reviewed that there is a very huge role national background plays in triggering conflicts among employees because some nationalities overvalues their tradition. Language diversity and skin colour played a major role in triggering conflicts. Income of some workers and the differences in culture and traditions, language constraints, insults and differences in religions belief play a significant role in triggering conflicts. Challenges encountered by the workers are that most workers have had a very hard negative experience from language differences. There is Language barrier and culture clash among workers and management. Ignorance and no teamwork spirit on most of the workers. Some workers have a superiority complex. While some workers from the Asian ethnicity always think they know more and are more intelligent than those from other ethnicity like African. They think they are better financially.
[bookmark: _1302m92]5.3 Recommendation
How can these conflicts be reduced and resolved? The findings have reviewed the following ways on how to reduce and resolve conflicts: 
The first recommendation is having labour officers on site to ensure understanding and adherence to Labour Laws, this would help and protect both the Employer and Employers. Second recommendation to have seminars on cross cultural understanding for all concerned (Labour Laws, Conflict Resolution, Human Rights & mutual respect) organized at the onset of the project and at regular intervals. Third recommendation is to have deliberate team building interventions, including mixed team building and boarding facilities. Fourth recommendations is implementing effective formal communication channels for reporting and handling any form of conflicts. And the fifth and final recommendation to ensure multicultural organisations and governments at large carry out further research.
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Appendix 1: Research Tools

Informed Consent Form for KBPO Key Informants and Employees

You are invited to participate in a research study being conducted within the Kazungula Bridge Project. The study seeks to examine conflicts among co-workers of diverse nationalities. This research is part of a Master’s thesis for partial fulfillment of a Master of Science in Peace, Leadership and Conflict Resolution degree. This is a research project being conducted by Chilufya Mumbi, a student at the University of Zambia. Your participation in this research will take approximately 45 minutes.

 
PARTICIPATION
Your participation in this is interview is voluntary. You may refuse to take part in the research or withdraw from the interview at any time without penalty. You are free to decline to answer any particular question you do not wish to answer for any reason. The choice you make will have no bearing on your job or on any work-related evaluations or reports.

BENEFITS
You will receive no direct benefits from participating in this research study. However, your responses may help us learn more about conflict Management in workgroups of diverse nationalities.
 
RISKS
The possible risks or discomforts of the study are minimal. You may feel a little uncomfortable answering personal questions on the conflicts that you may have directly been involved in.

CONFIDENTIALITY
Your interview answers will only be seen by my supervisor and myself. Any information about you will have a number on it instead of your name. Therefore, your responses will remain anonymous. No one will be able to identify you or your answers, and no one will know whether or not you participated in the study.

At the end of the interview, you will be asked if you are interested in participating in additional focus group discussions. If you choose to participate your responses may no longer be anonymous. However, we will ask you and others in the group not talk to people outside the group about what was said in the group and no names or identifying information would be included in any publications or presentations based on these data, and your responses will remain confidential.

CONTACT
If you have questions at any time about the study or the procedures, you may contact my research supervisor, Dr. Julius Kapembwa via phone at +260956-797851 or via email at j_kapembwa@yahoo.com. 

If you feel you have not been treated according to the descriptions in this form, or that your rights as a participant in research have not been honored during the course of this project, or you have any questions, concerns, or complaints that you wish to address to someone other than the investigator, you may contact the University of Zambia Institutional Review Board at P.O. Box 32379, Lusaka via Dr. Jason Mwanza, Chairperson, Humanities and Social Sciences, Research Ethics Committee. 


CERTIFICATE OF INFORMED CONSENT

· I have read the above information, or it has been read to me.
· I have had the opportunity to ask questions about it and answers have been given to my satisfactions.
· I voluntarily agree to participate
· I am 18 years of age or older


Name of Participant__________________________________________
Signature of Participant_______________________________________
Date______________________


	


INTERVIEW SCHEDULE FOR SKILLED AND UNKILLED WORKERS
I welcome you to take part in a research study being conducted within the Kazungula Bridge Project. The study seeks to examine conflicts among co-workers of diverse nationalities. This research is part of my Master’s thesis for partial fulfillment of a Master of Science in Peace, Leadership and Conflict Resolution degree at the University of Zambia. Taking part in research is open to everyone and your response will be recorded with complete confidentiality. Your participation is entirely on voluntary basis. You can refuse to take part or withdraw from the interview at any stage of answering with no objection or offence on my side. When responding to questions, you should keep in mind that your feelings and expression is going to contribute into the development of new research findings which will foster better relations among workers of diverse nationalities who are working together. I therefore encourage you to be as informative as possible. Your participation in this research will take approximately 45 minutes. Please note that this research study is approved by both the University of Zambia and Kazungula Bridge Project.   Your names will not be recorded and you are assured of anonymity in the report. The research is purely for academic purposes to further advance knowledge in this area of scholarship. 

Time:
Age: 
Designation: 
Gender:
Ethnicity:
Nationality:
Marital Status:
Level of Education:
Years of Service:

1. What kinds of negative experiences have you had or observed working with others with different national back grounds than your own? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
2. What role if any does national background play in triggering conflicts among employees at Kazungula Bridge Project? Kindly give detailed response (ethnic Conflicts/over values traditions /on language diversity/skin colour/religion/insults/income or poverty/education/laziness etc. __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
3. To what extent in your view does national background trigger conflicts among employees at Kazungula Bridge Project? Kindly give detailed response (ethnic Conflicts/ over values traditions /on language diversity etc. __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
4. Can you kindly state the causes of conflicts among employees of different nationalities at Kazungula Bridge Project? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
5. Are the nationalities ranked in any order? If so, what is that order? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
6. In what forms do these conflicts manifest? E.g., physical fights, silence, etc. __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
7. How can these conflicts be reduced and resolved? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
8. What do you see as the disadvantages of working with employees from a different national background? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
9. What do you see as the most challenging aspect of a diverse workforce? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
10. What steps have you taken to meet these challenges? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________  



Thank You!



Key Informant Interview Schedule (Labour Office)

I welcome you to take part in a research study being conducted within the Kazungula Bridge Project. The study seeks to examine conflicts among co-workers of diverse nationalities. This research is part of my Master’s thesis for partial fulfillment of a Master of Science in Peace, Leadership and Conflict Resolution degree at the University of Zambia. Taking part in research is open to everyone and your response will be recorded with complete confidentiality. Your participation is entirely on voluntary basis. You can refuse to take part or withdraw from the interview at any stage of answering with no objection or offence on my side. When responding to questions, you should keep in mind that your feelings and expression is going to contribute into the development of new research findings which will foster better relations among workers of diverse nationalities who are working together. I therefore encourage you to be as informative as possible. Your participation in this research will take approximately 45 minutes. Please note that this research study is approved by both the University of Zambia and Kazungula Bridge Project.   Your names will not be recorded and you are assured of anonymity in the report. The research is purely for academic purposes to further advance knowledge in this area of scholarship. 

Time:
Age: 
Designation: 
Gender:
Ethnicity:
Nationality:
Level of Education:
Years of Service:

1. As an office tasked with Labour Matters and Employee relations, have you ever received reports of conflicts involving co-workers of different nationalities at Kazungula Bridge Project? ____________________________________________________________________________________________________________________________________________________________
2. What is the nature of the labour disputes that have been reported to your office by either Employees or Management at Kazungula Bridge Project? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
3. Did your office ever get any reports on gender discrimination, sexual harassment and victimization? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
4. If the answer to Question 4 is yes, which group of employees mostly perpetrated the said vices? ______________________________________________________________________________
5. From your involvement with Kazungula Bridge Project, do you think expatriate workers and local workers are treated equally? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
6. As a department, how did you resolve the matters that were reported into your office involving international co-workers. ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
7. Does the Employment Code Act stipulate any specifics on matters relating to conflicts among international co-workers? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
8. What would you recommend is implemented at the inception of such Projects to reduce the occurrence of such conflicts? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________ 

Thank you very much.


Key Informant Interview Schedule (Kazungula Police)

I welcome you to take part in a research study being conducted within the Kazungula Bridge Project. The study seeks to examine conflicts among co-workers of diverse nationalities. This research is part of my Master’s thesis for partial fulfillment of a Master of Science in Peace, Leadership and Conflict Resolution degree at the University of Zambia. Taking part in research is open to everyone and your response will be recorded with complete confidentiality. Your participation is entirely on voluntary basis. You can refuse to take part or withdraw from the interview at any stage of answering with no objection or offence on my side. When responding to questions, you should keep in mind that your feelings and expression is going to contribute into the development of new research findings which will foster better relations among workers of diverse nationalities who are working together. I therefore encourage you to be as informative as possible. Your participation in this research will take approximately 45 minutes. Please note that this research study is approved by both the University of Zambia and Kazungula Bridge Project.   Your names will not be recorded and you are assured of anonymity in the report. The research is purely for academic purposes to further advance knowledge in this area of scholarship. 

Time:
Age: 
Designation: 
Gender:
Ethnicity:
Nationality:
Level of Education:
Years of Service:

1. As a Law Enforcement Office in Kazungula have you ever received reports of conflicts involving co-workers of different nationalities at Kazungula Bridge Project?____________________________________________________________________________________________________________________________________________________________________________________________________________________________________
2. What is the nature of the conflicts that have been reported to your office by either Employees or Management at Kazungula Bridge Project?__________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
3. To what extent in your view does national background trigger conflicts among employees at Kazungula Bridge Project? Kindly give detailed response (ethnic Conflicts/ over values traditions /on language diversity etc._____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
4. Did your office ever get reports on gender discrimination, sexual harassment and victimization? ______________________________________________________________________________
5. If the answer to Question 4 is yes, which group of employees mostly perpetrated the said vices? ______________________________________________________________________________
6. Did any of these conflicts that were reported to you escalate into violent conflicts?_________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
7. From your involvement with Kazungula Bridge Project, do you think expatriate workers and local workers are treated equally? ____________________________________________________________________________________________________________________________________________________________
8. As a department, how did you resolve the matters that were reported into your office involving international co-workers. __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
9. What would you recommend is implemented at the inception of such Projects to reduce the occurrence of such conflicts? ____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________

Thank you very much.



Key Informant Interview Schedule (Kazungula Political Leadership)

I welcome you to take part in a research study being conducted within the Kazungula Bridge Project. The study seeks to examine conflicts among co-workers of diverse nationalities. This research is part of my Master’s thesis for partial fulfillment of a Master of Science in Peace, Leadership and Conflict Resolution degree at the University of Zambia. Taking part in research is open to everyone and your response will be recorded with complete confidentiality. Your participation is entirely on voluntary basis. You can refuse to take part or withdraw from the interview at any stage of answering with no objection or offence on my side. When responding to questions, you should keep in mind that your feelings and expression is going to contribute into the development of new research findings which will foster better relations among workers of diverse nationalities who are working together. I therefore encourage you to be as informative as possible. Your participation in this research will take approximately 45 minutes. Please note that this research study is approved by both the University of Zambia and Kazungula Bridge Project.   Your names will not be recorded and you are assured of anonymity in the report. The research is purely for academic purposes to further advance knowledge in this area of scholarship. 

Time:
Age: 
Designation: 
Gender:
Ethnicity:
Nationality:
Level of Education:
Years of Service:

1. What would you say is the role of Political Leadership in such projects? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
2. How is the relationship between the Political leaders and Kazungula Bridge Project? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
3. What are the causes of conflict if any between Political leaders and Kazungula Bridge Project? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
4. Is there any fair consultation for Employment of Locals from the necessary Local Authorities into Kazungula Bridge Project? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
5. Is the Political leadership in Kazungula satisfied with the number of locals employed on the project vs foreign nationals? ____________________________________________________________________________________________________________________________________________________________
6. Does Political leadership intervene in resolving matters of conflict arising on the project between local workers and foreign workers? ____________________________________________________________________________________________________________________________________________________________
7. From your involvement with Kazungula Bridge Project, do you think expatriate workers and local workers are treated equally? ____________________________________________________________________________________________________________________________________________________________
8. Has Kazungula Bridge Project encouraged community participation in project matters in your view? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
9. What would you recommend is implemented at the inception of such Projects to reduce the occurrence of conflicts and enhance worker relations? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________ 

Thank you very much.



Key Informant Interview Schedule (Kazungula Traditional Leadership)

I welcome you to take part in a research study being conducted within the Kazungula Bridge Project. The study seeks to examine conflicts among co-workers of diverse nationalities. This research is part of my Master’s thesis for partial fulfillment of a Master of Science in Peace, Leadership and Conflict Resolution degree at the University of Zambia. Taking part in research is open to everyone and your response will be recorded with complete confidentiality. Your participation is entirely on voluntary basis. You can refuse to take part or withdraw from the interview at any stage of answering with no objection or offence on my side. When responding to questions, you should keep in mind that your feelings and expression is going to contribute into the development of new research findings which will foster better relations among workers of diverse nationalities who are working together. I therefore encourage you to be as informative as possible. Your participation in this research will take approximately 45 minutes. Please note that this research study is approved by both the University of Zambia and Kazungula Bridge Project.   Your names will not be recorded and you are assured of anonymity in the report. The research is purely for academic purposes to further advance knowledge in this area of scholarship. 

Time:
Age: 
Designation: 
Gender:
Ethnicity:
Nationality:
Level of Education:
Years of Service:

1. What would you say is the role of traditional leadership in such projects that are in traditional land and jurisdiction? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
2. How is the relationship between the traditional leaders and Kazungula Bridge Project? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
3. What are the causes of conflict if any between traditional leaders and Kazungula Bridge Project? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
4. Is there any fair consultation for Employment of Locals from the chiefdom into Kazungula Bridge Project? ____________________________________________________________________________________________________________________________________________________________
5. Is the traditional leadership in Kazungula satisfied with the number of locals employed on the project vs foreign nationals? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
6. Does traditional leadership intervene in resolving matters of conflict arising on the project between local workers and foreign workers? ____________________________________________________________________________________________________________________________________________________________
7. From your involvement with Kazungula Bridge Project, do you think expatriate workers and local workers are treated equally? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
8. Has Kazungula Bridge Project encourage community participation in project matters in your view? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
9. What would you recommend is implemented at the inception of such Projects to reduce the occurrence of conflicts and enhance worker relations? ______________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________ 

Thank you very much.



Key Informant Interview Schedule (Kazungula Traditional Leadership)

I welcome you to take part in a research study being conducted within the Kazungula Bridge Project. The study seeks to examine conflicts among co-workers of diverse nationalities. This research is part of my Master’s thesis for partial fulfillment of a Master of Science in Peace, Leadership and Conflict Resolution degree at the University of Zambia. Taking part in research is open to everyone and your response will be recorded with complete confidentiality. Your participation is entirely on voluntary basis. You can refuse to take part or withdraw from the interview at any stage of answering with no objection or offence on my side. When responding to questions, you should keep in mind that your feelings and expression is going to contribute into the development of new research findings which will foster better relations among workers of diverse nationalities who are working together. I therefore encourage you to be as informative as possible. Your participation in this research will take approximately 45 minutes. Please note that this research study is approved by both the University of Zambia and Kazungula Bridge Project.   Your names will not be recorded and you are assured of anonymity in the report. The research is purely for academic purposes to further advance knowledge in this area of scholarship. 

Time:
Age: 
Designation: 
Gender:
Ethnicity:
Nationality:
Level of Education:
Years of Service:

1. What would you say is the role of traditional leadership in such projects that are in traditional land and jurisdiction? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
2. How is the relationship between the traditional leaders and Kazungula Bridge Project? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
3. What are the causes of conflict if any between traditional leaders and Kazungula Bridge Project? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
4. Is there any fair consultation for Employment of Locals from the chiefdom into Kazungula Bridge Project? ____________________________________________________________________________________________________________________________________________________________
5. Is the traditional leadership in Kazungula satisfied with the number of locals employed on the project vs foreign nationals? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
6. Does traditional leadership intervene in resolving matters of conflict arising on the project between local workers and foreign workers? ____________________________________________________________________________________________________________________________________________________________
7. From your involvement with Kazungula Bridge Project, do you think expatriate workers and local workers are treated equally? __________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
8. Has Kazungula Bridge Project encourage community participation in project matters in your view? ________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
9. What would you recommend is implemented at the inception of such Projects to reduce the occurrence of conflicts and enhance worker relations? ______________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________ 

Thank you very much.
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