
Working towards employment equity in our organizations is both a goal and a process, and both 

have economic bene�ts. It also makes good business and �nancial sense to have and keep a diverse 

workforce. This infosheet explains why it’s important to build equitable workplaces from an economic 

perspective. It includes the following:

 ● Bene�ts of a diverse workforce

 ● Bene�ts of a fair an inclusive workplace

 ● Bene�ts of working to improve employment equity

Economic bene�ts of 
employment equity

Employment equity infosheet



Bene�ts of a diverse workforce
A diverse workforce is when your sta� identify with a diverse range of racial backgrounds, genders, 

ages, religions, abilities, economic backgrounds, sexual orientations, family types and other di�erences 

we see in our communities. When employers put in place policies and practices to encourage diversity, 

such as fair and equitable hiring and professional development, this can lead to:

Diversity attracts customers and 
workers
Our communities are diverse. Businesses 

and organizations who re�ect this diversity 

in their workforces can have: 

 ● More customers and customer 

loyalty  

When existing and potential clients 

see relatable employees, they feel 

that their experiences and needs will 

be better understood4 

 ● A positive impact on the 

organization’s reputation  

The public tend to have positive 

opinions about organizations that 

prioritize sta� diversity5

 ● More job applicants 

Many people seeking new jobs, 

especially those who have 

experienced past workplace 

discrimination, look for organizations 

with diverse employee representation, 

which widens the talent pool for 

employers6

Diversity results in more innovation
Innovation and creativity thrive when 

workplaces are diverse. Having employees 

with di�erent backgrounds and experiences 

can create an environment where:

 ● Everyone has opportunities to learn 

from those who are di�erent from 

them7  

 ● Sta� feel more welcome to bring up 

new ideas and perspectives8  

 ● Sta� re�ect on their assumptions and 

positions before making decisions9

On the other hand, workplaces where 

everyone has the same values, backgrounds 

and perspectives can lead to:

 ● Decisions based on the �rst suggestion 

due to a lack of critical re�ection 

(often referred to as “group think”)10 

 ● Environments where people feel 

pressured to do what others do, and 

where it can feel risky to suggest new 

approaches or perspectives11 
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How do you get these bene�ts?

Higher pro�ts1
Increased revenue 
resulting from 
innovation2

Growth in markets 
and market share3



Bene�ts of a fair and inclusive workplace
Workplaces that are inclusive, fair and equitable can experience lower costs and higher retention when 

training new employees.17  

Fair and inclusive workplaces bene�t everyone in the following ways:

 ● Absences are less common when workplaces have �exible policies and processes that account 

for di�erent life circumstances18 

 ● Sta� are more productive and ful�lled when they feel safe, accepted and able to “bring their 

whole selves to work”19 

 ● Sta� communicate and collaborate better when workplaces take steps to prevent 

discrimination20 

 ● Sta� are more likely to stay with an employer longer-term when workplaces are adaptable to 

diverse experiences21
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There are many ways to value diversity. An equity-centred approach goes deeper than 

commitments to “celebrate our di�erences.” It urges employers to directly address the 

discrimination that people face because of who they are.12 Listening to the needs of your sta� 

can improve an organization’s capacity to:

Access new perspectives or ones that had been previously excluded 
This increases an organization’s capacity to make well-informed decisions, innovate, adapt in 

times of change, and identify untapped opportunities.13

Understand barriers to employment equity
Sometimes it’s hard to see how our social and organizational structures contribute to inequity, 

especially for those who haven’t been directly impacted. By learning from those who have 

personal experiences of navigating workplace discrimination, businesses and organizations can 

work to improve their policies, priorities and practices so that all employees can thrive.14 

Better respond to diverse needs in the communities they serve (including 
potential customers, community partners, investors, donors or members)15 
For example, some healthcare organizations in Canada speci�cally seek employees who live with 

chronic health conditions, disabilities and impairments in order to better provide care based on 

insights gained from the personal experiences of their sta�.16 

Going deeper with an equity-centred approach



Bene�ts of working to improve employment equity
As an employer, you’ll need to invest time, e�ort and resources to improve employment equity. To build 

fair, inclusive and equitable workplaces and capitalize on the bene�ts this infosheet describes, re�ect 

on your policies and practices, and have conversations with sta� at all levels of the organization about 

their experiences.

Re�ect on policies and practices
An employer’s assessment of the impact 

of rules and how people work provides a 

chance to:

 ● Notice and address hiring and 

promotion processes that may 

exclude quali�ed individuals22

 ● Get at the root causes of inequality by 

understanding how individual acts of 

exclusion and discrimination can be 

embedded in larger systems23 

 ● Increase transparency and 

accountability24  

For example, a study of service and 

manufacturing organizations in 

Ireland found that when leadership 

was open about recruitment 

procedures, pay and promotion 

of marginalized groups, there was 

increased productivity, innovation and 

overall employee retention.24 

Talk about employment equity
Talking about employment equity 

demonstrates leadership accountability.26 

These conversations create a chance to: 

 ● Re�ect on how unconscious biases 

may impact communication between 

teams27

 ● Make a plan for discussing di�cult 

topics28 

 ● Develop processes for safe and 

respectful workplace behaviour29 

 ● Strengthen leadership skills and 

capacities and �nd out where more 

support may be needed30

 ● Improve communication so that 

leadership can e�ectively receive 

feedback—and employees can easily 

provide it31
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British Columbia’s O�ce of the Human Rights Commissioner (BCOHRC) encourages 

the dissemination and exchange of information presented in this publication. All 

material presented in this publication is licensed under the Creative Commons 

Attribution 4.0 International Licence with the exception of photographs and images, 

BCOHRC’s logo, any branding or trademarks, content or material provided by third 

parties and where otherwise indicated. To review the licence, visit:  

creativecommons.org/licenses/by/4.0/

         BCOHRC recognizes the important relationship between protecting the natural 

environment and protecting human rights. One way we reduce our environmental 

impact is by limiting print copies of our reports. However, if you have di�culties 

reading this info sheet in its electronic format, you are welcome to contact our o�ce 

to request a printed copy.

This publication and other employment equity infosheets can be found in 

electronic format on the website of BC’s O�ce of the Human Rights Commissioner: 

bchumanrights.ca/employment-equity/
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