
 

BUSINESS CASE 
CONSIDERATIONS 

Creating an inclusive organisation for LGBTQ+ individuals is not just a matter of ethics; it's also a 

strategic business decision that can drive significant benefits. This fact sheet outlines key 

considerations for writing an effective business case for LGBTQ+ inclusion, demonstrating how 

such initiatives can enhance your customer base and loyalty, attract top talent, ensure legal 

compliance, position your organisation as an employer of choice, and ultimately improve the 

health and safety of your LGBTQ+ staff and clients. Embracing LGBTQ+ inclusion is a powerful 

way to foster innovation, protect your brand, and achieve long-term success in an increasingly 

diverse and competitive market. 

 

1. Customer attraction and retention 
• Market Expansion: Demonstrating support for LGBTQ+ inclusion can attract a broader 

customer base. LGBTQ+ consumers and their allies often seek out businesses that align 

with their values and demonstrate inclusivity. 1, 2  

• Brand Loyalty: Inclusive practices foster strong brand loyalty. Customers who feel 

represented and respected are more likely to return and recommend your business to 

others. 1, 2 

• Reputation Enhancement: A reputation for inclusivity enhances your brand’s image, 

positioning your business as progressive and socially responsible. 1, 2 

 

 2. Staff attraction and retention 

• Talent Pool Expansion: An inclusive workplace attracts a wider talent pool, including top 

talent from the LGBTQ+ community. Diverse teams bring varied perspectives, driving 

innovation and creativity. 3, 4  

• Employee Satisfaction: LGBTQ+ inclusive policies contribute to higher employee 

satisfaction and morale, leading to lower turnover rates and reducing recruitment costs. 3, 

4 

• Employer Branding: Being recognised as an inclusive employer makes your business a 

preferred choice for a wider group of potential employees, enhancing your competitive 

edge in talent acquisition. 3, 4 

 

 3. Legal and regulatory requirements 
• Anti-Discrimination Laws: Australian law generally prohibits discrimination based on 

sexual orientation and gender identity. Adhering to these laws is not only mandatory but 

also beneficial for avoiding legal repercussions. 5, 6, 7, 8, 9, 10 

• Compliance with Diversity and Inclusion Regulations: Companies that proactively comply 

with diversity and inclusion regulations are less likely to face legal challenges and more 

likely to foster a positive workplace culture. 5, 6, 7, 8, 9, 10 



• Risk Management: Implementing LGBTQ+ inclusive policies help mitigate the risk of 

lawsuits and protects the company’s reputation. 5, 6, 7, 8, 9, 10 

 

4. Workplace health and safety (WHS) 
• Psychological Safety: LGBTQ+ employees are at risk of psychological injury due to 

harassment, discrimination or exclusion. Inclusive policies and practices help create a 

psychologically safe workplace where all employees can thrive. 11, 12 

• Support Systems: Providing support systems such as culturally competent Employee 

Assistance Programs (EAPs) and inclusive mental health resources can prevent 

psychological injuries and promote overall well-being. 11, 12 

• Reducing Absenteeism: A supportive and inclusive environment reduces stress and 

anxiety among LGBTQ+ employees, leading to lower absenteeism and higher 

productivity. 11, 12 

 

5. Being an employer of choice 
• Building a Positive Workplace Culture: Companies known for their LGBTQ+ inclusion are 

seen as progressive and ethical, making them attractive to both current and prospective 

employees, as well as certain shareholder groups. 13  

• Diversity and Innovation: A diverse workforce, inclusive of LGBTQ+ individuals, fosters a 

culture of innovation. Diverse perspectives lead to better problem-solving and creative 

solutions. 13 

• Competitive Advantage: Organisations that prioritise LGBTQ+ inclusion are often 

recognised as leaders in their industry, giving them a competitive advantage in attracting 

customers, partners, and top talent. 13 

 

6. Staff effectivity, innovativity, productivity, and engagement 
• Improved staff performance: workplaces that create a culture where LGBTQ+ employees 

feel safe to be ‘out’ or ‘open’ about their diverse sexuality or gender, often have 

employees that are more likely to be innovative, work effectively in their team, offer 

excellent customer service, are productive, and are engaged with the organisation. 14, 15, 16 

 

7. Reducing health and wellbeing disparities for LGBTQ+ people 
Successive research has shown that LGBTQ+ people continue to experience adverse health 

disparities when compared to the heterosexual population by a significant margin. 17, 18, 19, 20 

These health disparities arise for a number of reasons including, but not limited to: 

• Minority Stress – which occurs when someone experiences stigma, discrimination, 

prejudice, expectations of rejection, stress about making a disclosure or concealment,  

• Invisible Stigmatised Identity - characteristics of a person that are socially devalued but 

are not readily apparent to others, 17, 18, 19, 20 

• Structure of Healthcare Systems - the systems and processes used are built only with the 

heteronormative binary (heterosexual experience only) in mind and do not provide for 

LGBTQ+ needs, 17, 18, 19, 20 



• Lack of Cultural Competence of Healthcare Providers - non-inclusive environments occur 

because of lack of understanding by healthcare providers of the barriers that LGBTQ+ 

people experience, including assumptions they make, use of non-inclusive language etc. 
17, 18, 19, 20 

Conclusion 
A strong business case for LGBTQ+ inclusion not only aligns with ethical values but also drives 

tangible business benefits. By focusing on customer and staff attraction and retention, legal 

compliance, workplace safety, and becoming an employer of choice, your business can create a 

more inclusive, innovative, and successful environment, and contribute to better health 

outcomes for LGBTQ+ communities. 
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