International Equality, Diversity and Inclusion Conference – Toulouse July 2012

Stream title: The business case for equality, diversity and inclusion – Is there one?
Stream organizer : Dr Christine Nightingale – Head of Equality and Diversity, De Montfort University, Leicester, UK. Contact : cnightingale@dmu.ac.uk 
It is often cited that there are at least three good reasons why businesses, public bodies and organisations should take account of equality, diversity and inclusion; these are: 
· the legal case (human rights and equality legislation), 
· the moral and ethical case (equal and fair treatment for all) and 
· the business case (loss of potential income from protected groups such as disabled people, gay, lesbian, bisexual and trans-gendered people and so on).

The business case for equality, often cites that the workforce will be more loyal and more efficient (Guasp and Balfour 2009), that the organization will be more responsive to market needs, more creative, and convey a better image (Thomas and Ely, 1996). There is evidence that diversity indeed leads to better performance, sometimes under moderating conditions (Bell and Berry, 2007 ; Cox and Blake, 1991 ; Watson et al. 1993 ; Kochan et al, 2003). In practice, many of the reasons given for a business case accentuate the negative; that is that taking account of equality considerations reduces the risk of litigation, dissatisfaction and complaints.  Submissions for this stream should offer to present research that explores the hypothesis that: ‘There is a positive business case for taking account of equality, diversity and inclusion’. 
Contributors might 
· focus on the equality agenda in the contributing countries generally or:

· focus on one or more of the protected areas such as: race and ethnicity, age, disability, sex, gender re-assignment, religion or belief and sexual orientation.

· Identify data which demonstrates the increased participation of individuals from protected groups following controlled interventions

· Show evidence of either a loss or improvement in business revenue or business reputation following an equality related incident/intervention.
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