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Abstract

This article is an exploration of how business policies affect the well-being of 
the LGBTQ+ workers. The qualitative methodology that was used to collect 
data was a focus group and a deep discussion with people who are lesbian, 
gay or bisexual, based in most industries. Thematic analysis demonstrated 
that the majority of LGBTQ+ workers view non-discrimination and diversity 
training as the inclusion policies that help employees to feel a sense of be-
longing, feel safe and feel satisfied with their jobs. On the other hand, such 
policies are not in place, and this causes alienation and stress. This study has 
shown that genuine organisational dedication to diversity and inclusion is an 
essential way to create a positive working environment. The results of the 
study have shown that proper policies in the companies not only improve 
the welfare of the LGBTQ+ employees but also the overall performance of  
the organisations. This study highlights the importance of ongoing work to 
help LGBTQ+ employees and proposes the additional investigation of long-
term effects and industry-related practices.
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Introduction

Workplace Context and Importance of LGBTQ+ Inclusion

The history of LGBTQ+ people joining the workplace has received particular 
focus in recent years, which is representative of society as a whole adopting a 
new approach towards inclusivity and equality. LGBTQ+ employees have 
been found to have special issues, such as discrimination, harassment and 
exclusion, which can have a devastating effect on their mental and profes-
sional happiness (Badgett et al., 2013). Alongside doing the right thing, creat-
ing an inclusive environment is crucial to businesses because studies have 
found that diverse and inclusive workplaces promote higher innovation and 
productivity (Hewlett et al., 2013). Research indicates that in cases where 
LGBTQ+ employees feel secure and valued, they will be more willing to par-
ticipate, be loyal and make positive contributions to the success of the organi-
sation (Day & Greene, 2008).

Overview of LGBTQ+ Inclusive Corporate Policies

The most common parts of the corporate policies oriented on the LGBTQ+ 
inclusion include the following: non-discrimination measures, diversity  
trainings and creation of resource groups (Colgan et al., 2007). The non- 
discrimination policy adopted by an organisation can protect the workers 
against harassment, threats or any other forms of prejudice based on their 
gender identity or sexual orientation. Diversity training programmes are 
meant to educate personnel on LGBTQ + issues and instil a climate that is 
defined by respect and understanding (Meyer, 2015). Also, the LGBTQ+ 
employee resource groups act as a means of support and advocacy in the 
organisation (Ragins & Cornwell, 2001). Organisations that are proactive and 
enforcers of these policies assume more favourable working environments 
and increased well-being of the workers (Durso et al., 2012).

Research Gap and Purpose of the Study

Despite the increasing implementation of inclusive policies, there remains  
a significant gap in understanding how these policies specifically affect the 
well-being of LGBTQ+ employees. Much of the existing literature focuses on 
the presence of policies rather than their actual impact (Ozeren, 2014). This 
study aims to fill that gap by conducting a qualitative analysis of LGBTQ+ 
employees’ actual encounters with company policies. By investigating the 
employees’ subjective well-being, this study tries to learn more about the  
efficacy of current policies and identify areas that need improvement.
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Specific Research Inquiries

The foundation of this investigation is on the following research inquiries in order 
to fill the research gap:

•	 How do LGBTQ+ employees perceive the impact of corporate policies on 
their well-being?

	 To better comprehend the individual encounters of LGBTQ+ employees 
regarding inclusive policies and their effects on mental and emotional 
health (Hatzenbuehler, 2009; Meyer, 2003).

•	 What specific elements of corporate policies contribute most to a sense of 
inclusion and safety among LGBTQ+ employees?

	 This question aims to identify the particular aspects of policies (e.g., non-
discrimination clauses, diversity training) that are most effective in 
fostering an encouraging place of employment (Colgan et al., 2007; 
Ragins & Cornwell, 2001).

•	 What challenges do LGBTQ+ employees face in workplaces with insuf-
ficient or poorly implemented policies?

	 This question explores the difficulties encountered by LGBTQ+ 
employees in the absence of robust policies, highlighting the gaps and 
areas for improvement in corporate practices (Griffith & Hebl, 2002; 
Ozeren, 2014).

Review of Existing Literature

Historical Context of LGBTQ+ Workplace Rights

The struggle for LGBTQ+ rights in the work environment has taken a different 
form during recent decades. First, homosexuals, lesbians and transgender people 
faced widespread institutional bias in the sense that there were no legislative 
standards in place to prevent discriminatory acts based on gender and sexual 
orientation. The issue of LGBTQ+ discrimination in the workplace did not 
receive significant focus in the United States until the 1990s (Badgett, 2001). 
The failure of the Employment Non-Discrimination Act to become law in 1994 
was a breakthrough in ensuring that people were made aware of the need to have 
legal protections (BESL et al., 2020; Sears et al., 2021). In certain countries, 
including Canada and the United Kingdom, where the anti-discrimination law 
was implemented, it was quite late (Martín Rama, 2001). In most regions of the 
world, homosexuals and gay people experience legal and social difficulties in 
their efforts to readily integrate into the employment sphere (Kollman & Waites, 
2009). The historical struggle to gain rights at the workplace has been charac-
terised by gradual legal reforms, the campaign of LGBTQ+ organisations and 
the rise in the realisation of the economic benefits of diversity and inclusion 
(Patricia Hynes et al., 2017).



4		  Review of Professional Management: A Journal of Management 

Key Theoretical Perspectives on Inclusion and Well-being

Among the basic theories, there are the theory frameworks, with the help of 
which the connection between the practices of the company and the welfare  
of the LGBTQ+ employees can be understood. According to the minority stress 
theory, a person who defines themselves as a sexual minority has to experience 
constant stress due to discrimination, prejudice and social stigma. It is a long-
term trauma that causes them to be both physically and psychologically sick 
(Meyer, 2003). This theory holds that a favourable environment plays a role in 
alleviating such negative effects. According to the social identity theory, every 
person gains identity and self-worth in their identities and group affiliation, 
gender identity and sexual orientation (Tajfel & Turner, 2019). The recognition 
of their identities as LGBTQ+ by organisational policies will lead to employees 
having a heightened level of job satisfaction and psychological wellness (Ragins  
& Cornwell, 2001). The Job Demands–Resources (JD-R) model also gives an 
insight into how work environment resources, such as inclusive policies and 
favourable management, can enhance the well-being of the employees to reduce 
job stress (Bakker & Demerouti, 2007). This model posits that by providing 
adequate resources to their staff members who are gay, lesbian, transgender and 
queer, organisations are putting themselves in a situation of ensuring that they 
create a healthy workplace that will help in engaging with their employees and 
reducing burnout rates.

Empirical Evidence on LGBTQ+ Inclusive Policies

The empirical research has always shown that the well-being of the LGBTQ+ 
employees is positively influenced by the inclusive corporate policy. They dis-
covered that cases of harassment at the workplace and the promotion of the sense 
of safety and inclusiveness are linked to the adoption of non-discrimination poli-
cies and diversity training programmes (Griffith & Hebl, 2002). In addition, it is 
found that LGBTQ+ employee resource organisations are heavily involved in 
social support and building a feeling of camaraderie in corporations (Colgan  
et al., 2007). These organisations not only help LGBTQ+ workers to overcome 
challenges in the work environment but also serve as advocates and policy 
change agents. In research studies related to organisational health and climate of 
employee relations, a conducive working environment has a lot of significance 
in influencing the well-being and empowerment of employees (Jhajharia et al., 
2013). Research carried out by Badgett (2001) discovered that the deeper the 
LGBTQ+ non-discriminatory policy of the given company, the higher the degree 
of involvement among the employees and the lower the employee turnover. This 
is an indication that inclusive workplaces not only offer benefits to LGBTQ+ 
workers but also to the performance of an organisation in general. Likewise, the 
findings of a study conducted by Durso et al. (2012) emphasised the financial 
benefits of inclusivity, stating that organisations with a friendly reputation 
towards LGBTQ+ attract a wider range of talent and have a superior perception 
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in the market. It has also been evidenced that supportive organisational practices 
maintain employee engagement and enhance the sense of belonging by the 
employees to their organisations (Bano, 2023). The impact of high-performance 
HR practices on the perception and experience of employees also has a positive 
influence, which solidifies the role of organisational policies in affecting the 
well-being (Verma & Rathore, 2023).

Gaps and Inconsistencies in the Literature

Although the issues of LGBTQ+ inclusion are well researched at the work-
place, there are still a number of gaps and inconsistencies. There is a critical 
gap in the form of a lack of longitudinal studies that track the long-term impli-
cations of organisational policy on LGBTQ+ employees. Most of the past 
studies are cross-sectional nature, which gives a picture but not the overall 
picture of the impacts as time goes by (Ozeren, 2014). Also, a big part of the 
literature focuses more on major international companies and pays less atten-
tion to small and medium-sized enterprises (SMEs). This creates a knowledge 
gap on the effectiveness of the inclusion policy in small organisations that have 
minimal resources (Priola et al., 2014). The intersectionality should also be 
further studied, in how LGBTQ+ workers with various marginalised identities 
(e.g., race, disability) can feel included in the workplace (Bowleg, 2008). 
LGBTQ+ people are frequently discussed in the existing literature as a homog-
enous group, disregarding the differences within the community. Lastly, draw-
backs exist in the quantification of policy effectiveness. Various researchers 
apply different metrics and scales to evaluate the effects of corporate policies, 
and it is not easy to compare the outcomes and generalise the findings (Hodgins 
et al., 2020). The standardisation of methods of measurement would be benefi-
cial to overcome this problem and give a better understanding of the best prac-
tices related to LGBTQ+ inclusion.

Conceptual Framework

Conceptual Framework Guiding the Study

The research is based on the conceptual model, which comprises the JD-R 
model and the social identity theory, as well as the minority stress theory.  
A mix of the theories makes it a powerful prism in the investigation of the 
impact of corporate practices on the well-being of the employees of an 
LGBTQ+ group. The minority stress theory suggests that people who consider 
themselves as sexual minority are in constant stress, which is provoked by 
stigmatisation, prejudice and discrimination in society, and the effect of which 
affects the mental and physical health of these people negatively (Meyer, 
2003). The theory focuses on the significance of the facilitating environment 
provision that reduces the effects of minority stress that is negative. One of the 
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Figure 1.  Conceptual Research Model.

social identity theories postulated by Tajfel and Turner (1986) is founded on 
the belief that an individual identifies themselves and derives their self-esteem 
when they belong to different groups. This inclusion of the LGBTQ+ employ-
ees may be very helpful in their health and job satisfaction as it makes them 
feel appreciated and accepted in an organisation that values their identity 
(Ragins & Cornwell, 2001). The JD-R Model is an expression of Bakker and 
Demerouti (2007) that assumes that workplace resources, inclusive policies 
and supportive management can lead to more employee well-being by decreas-
ing job demands and offering the level of support employees need. This model 
emphasises the importance of organisational resources in ensuring employee 
engagement and burnout reduction; furthermore, Figure 1 shows the concep-
tual research framework of the study.

Explanation of Key Concepts and Their Interrelationships

Minority Stress: This concept refers to the unique stressors faced by LGBTQ+ 
individuals due to their marginalised status. These stressors include external 
events of discrimination and internal processes such as the expectation of 
rejection and internalised homophobia (Meyer, 2003). Corporate policies that 
promote inclusivity and protect against discrimination can alleviate these 
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stressors, thereby enhancing LGBTQ+ employee well-being (Hatzenbuehler, 
2009).

Job Demands–Resources (JD-R): Job demands (such as workload and emo-
tional pressures) and job resources (such as support and autonomy) are believed 
to impact employee well-being according to the JD-R Model (Bakker & 
Demerouti, 2007). Corporate policies that are inclusive work as important job 
resources that assist LGBTQ+ individuals to avoid stress, and they also encourage 
engagement (Schaufeli & Bakker, 2004).

Social Identity: Perceived membership in social groups is the source of an 
individual’s self-concept, as stated by social identity theory (Tajfel & Turner, 
2019). LGBTQ+ employees who feel accepted and valued in their workplace 
are likely to have higher self-esteem and job satisfaction (Day & Greene, 
2008). Corporate policies that recognise and celebrate diversity contribute to 
feeling a part of a community and having a positive social identity (Ashforth & 
Mael, 1989).

Interrelationships: The following are the interrelationships between these 
concepts:

	 Minority Stress and Social Identity: Inclusive policies with a supportive 
environment by recognising the LGBTQ+ identity will alleviate minority 
stress, improve social identity and well-being (Meyer, 2015; Ragins & 
Cornwell, 2001).

	 Social Identity and JD-R: Inclusive policies lead to positive social identity, 
which in turn increases the perceived access to job resources, thus resulting  
in increased employee engagement and decreased burnout (Bakker & 
Demerouti, 2007; Tajfel & Turner, 2019).

	 JD-R and Minority Stress: Inclusion in corporate policies allows adequate 
job resources to reduce the consequences of minority stress, which 
enhances the overall well-being and job performance (Meyer, 2003; 
Schaufeli & Bakker, 2004).

Methodology

Qualitative Research Design and Approach

The study is qualitative research aimed at outlining the impact of corporate 
policies on the mental health of the LGBTQ+ employees. The qualitative 
research approach is highly appropriate to the current study because it gives a 
more elaborate description of phenomena and perceptions of interviewees 
(Creswell & Poth, 2018). It is an interpretative methodology and attempts  
to provide insight into the way the business policy affects the lives of  
LGBTQ+ employees by explaining them in a sought-after detail. The proposed 
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qualitative research will help to illuminate the dark side of inclusion in  
the workplace environment and its impact on the welfare and well-being of 
employees (Denzin & Lincoln, 2017).

Description of the Sample and Sampling Techniques

This study employed 250 LGBTQ+ employees in different industries and organi-
sations located in Delhi, India, as the sample. Delhi, as a capital city in India, has 
a diversified and multicultural workforce and is, therefore, the most suitable place 
to collect data. It is home to a large number of foreign businesses, state machinery 
and start-ups, and that is why it is a good place to investigate the impact of corpo-
rate policies on the LGBTQ+ community of the various organisations. Delhi is 
also more convenient and easily accessible in regard to deep interviews and focus 
groups. The other areas that may be employed to enhance the sample are the tech-
nology sector, finance, health sector and education.

Moreover, Delhi has been leading the campaign in favour of LGBTQ+ rights 
in India, where the organisations and programmes have been promoting inclusiv-
ity and diversity in the workplaces (S et al., 2024; Suma & Abhilasha, 2023). This 
kind of environment is best suited when the corporate policy effectiveness is con-
sidered. In this context, a purposive sampling method was used, which allowed 
including people with relevant experience in corporate policies and capable of 
providing substantial data for the current research (Palinkas et al., 2015). 
Furthermore, the individuals who have learned about or are directly familiar with 
the phenomenon under analysis were selected (Michael Quinn Patton, 2014). The 
size of the sample is understood on the concept of saturation that involves the  
collection of data until they have exhausted the new issues (Guest et al., 2006). 
The diversity of the sample was maintained to ensure that there is representation 
of a wide range of opinions, representing different gender identities, sexual orienta-
tions and areas of employment. This study has employed 250 LGBTQ + employ-
ees; however, this is the total number of participants, and not the number of 
employees who are providing full-length narrative accounts. Since there is a wide 
range of different workplace experiences between LGBTQ+ employees based on 
the gender identity, organisational culture and the industry type, a wider pool was 
required so that the dataset provides an adequate range of information, naturally, 
on the principles of qualitative information power (Malterud et al., 2016). To 
achieve depth and still achieve representational diversity, the participants were 
strategically distributed into the three qualitative methods instead of using all 
three of them. A small group comprising 40 participants was interviewed semi-
structuredly and produced rich narratives essential to thoroughly interpret the 
themes (Kvale & Brinkmann, 2015). The study used a bigger sample of 160 par-
ticipants in 20 focus groups (around 8 people in each group) and was able to 
address the concept of interactional dynamics, shared discourses and collective 
understanding of the concepts of inclusivity and discrimination (Krueger & Casey, 
2015). Also, 50 respondents were involved in 4 organisational case studies, which 
gave a situational understanding of policy implementation and institutional  
practices (Yin, 2018). It overlapped somewhat, but it still consisted of 250  
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unique participants. This distribution maintained the analysis viability of the 
study as it allowed exploring a broad range of workplace realities that could  
not be realised using interviews alone (Patton, 2015).

Approaches to Collecting Data

Data were collected through case studies, focus groups and in-depth interviews. 
The in-depth interviews provide a secure environment where the participants can 
feel free to discuss themselves, and their deepest thoughts and feelings can be 
explored (Kvale, 2011). The focus groups allow dynamic discussion because 
group members exchange their opinions and demonstrate the coherence of their 
perceptions and interactions of personal experiences in the group (Krueger & 
Casey, 2014). Information on best practice and challenges is presented in contex-
tualised case studies of particular organisations that have known inclusive poli-
cies (Yin, 2018). All these approaches guarantee a high quality of data gathering, 
as they would allow studying the effect of corporate policies on the well-being of 
LGBTQ+ employees and considering them in a comprehensive manner. The 
detailed interview guide is provided in Appendix A, and selected transcript 
excerpts are presented in Appendix B. The option of splitting the participants into 
interviews, focus groups and case studies was, hence, a conscious methodological 
approach that aimed at a trade-off between the depth of analysis and feasibility 
(Creswell & Poth, 2018). These interviews generated rich, individualised narra-
tives and comprised the interpretative heart of the research, whereas the focus 
groups allowed recognising the patterns that were created as a result of collective 
(shared) discussion, thereby exposing the nature of social processes that make 
inclusion and exclusion to be constructed at workplaces (Krueger & Casey, 2014; 
Kvale & Brinkmann, 2015). The case studies provided another layer of contextual 
insight as they were able to connect the experiences of the employees with the 
structural factors such as HR practices, internal communication norms, as well as 
the organisational culture. This hierarchical structure gave us the opportunity to 
address the richness of the LGBTQ+ experiences in the workplace without an 
overwhelming amount of information. It is also in line with the principle of quali-
tative triangulation, where two or more sources of data enhance the validity, 
strength and context of the results (Denzin, 2009).

Data Analysis Procedures

Two trained qualitative researchers helped code the data with an aim of enhanc-
ing the analytical rigour of the research and ensuring reduced subjective bias 
(Braun & Clarke, 2006; Creswell & Poth, 2018). Even though a single 
researcher collected data, a second researcher specialising in qualitative the-
matic analysis was involved in the coding process to increase credibility, and 
the opinion of one analyst did not influence the interpretive decisions (Lincoln 
& Guba, 1985; Patton, 2015). The two coders were familiarised with the dataset 
and were required to review a preliminary sample of the interview and focus 
group transcripts independently in order to determine meaningful data units 
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(Guest et al., 2012). This move enabled both coders to have an open and induc-
tive mindset towards the material, form some initial impressions and build 
temporary codes without being affected by the impressions of the other coder. 
Two coders were critical at this phase in enhancing reflexivity, preventing 
interpretive drift and enhancing the credibility of the initial stages of the analysis 
(Miles et al., 2014). Qualitative data are obtained through interviews, focus 
groups and case studies and processed with the help of thematic analysis. This 
methodology involves finding, analysing and reporting on patterns of data 
(themes) (Braun & Clarke, 2006). It involves getting familiarised with the data, 
encoding it, creating themes, evaluating the topics, defining and identifying the 
themes and, lastly, publication of the report. Inter-coder reliability was achieved 
by setting up a structured comparative procedure. The coders, then, convened 
after the first independent coding and checked and contrasted the codes that 
were given to the same transcripts. Cases of disagreement were analysed care-
fully, and coders were allowed to have an analytical conversation to determine 
the rationale behind different interpretations (Guest et al., 2012). Instead of 
using a numerical reliability coefficient, the consensus-building strategy was 
realised, which is largely prevalent in qualitative research, wherein depth and 
conceptual accuracy are considered more important than statistical agreement 
(Miles et al., 2014). A shared codebook was created through the progressive 
refinement and clarification of definitions of the codes, and this reflected a 
common ground of interpretation and removed ambiguity of concepts. This 
codebook was, then, used on the remaining data, and this guaranteed uniform-
ity in terms of the code choices and increased reliability of the analysis that 
occurred in all interviews, focus groups and case study data. The process of 
consensus-making made it possible to interrogate meanings within the data at 
a deeper level without compromising the methodological transparency. 
Furthermore, the analyses of the narratives and personal testimonies provided 
by participants are scrutinised with the help of a narrative analysis to be able to 
provide a deeper insight into their lived experience (Riessman & Kohler, 
2008). The combination of thematic and narrative analysis types allows for a 
full understanding of the data, both general themes and particular stories that 
demonstrate the impact of business policies on the welfare of LGBTQ+ 
workers. In order to make the comparably huge qualitative data analytically 
manageable and methodologically rigorous, data analysis was conducted in 
steps (Miles et al., 2014). The initial coding of transcripts of the focus groups 
and interviews was done in a preliminary section to produce a stable and con-
ceptually sound codebook (Guest et al., 2012). The categories could be refined, 
and the overlapping themes could be condensed with the help of such coding, 
ensuring conceptual consistency of the framework in the context of other data, 
that is, other participants (Braun & Clarke, 2006). This was carried out in 
stages, and this assisted in avoiding too much analytical load and inter-coder 
reliability (Miles et al., 2014). Once the codebook had been completed, the 
entire corpus of interviews, focus groups and case study materials was method-
ically subjected to the codebook, depth and breadth were then achieved without 
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any impact on the quality of the interpretations. This analytical method, which 
has been established on a phased analysis, is in tandem with the best practice 
of thematic and narrative analysis, particularly when analysing multi-source 
qualitative designs (Glaser & Strauss, 1967). The development of final themes 
was an iterative and interpretive process that was not confined to the coding 
process only. After coding all the data with the refined codebook, the pattern 
analysis of the interviews, focus groups and the data collected in the case study 
was done so as to identify areas of convergence, divergence and conceptual 
richness. The thematic groups were clustered and analysed, which were recon-
sidered once again using a constant-comparison method to ensure that each of 
the thematic groups was analytically distinct, and that it was supported by 
more than just a few pieces of data. It was also done by going back into the raw 
data and ensuring that the themes were not forced by the researchers but were 
based on stories of the participants (Lincoln & Guba, 1985). The themes had 
gone through a number of cycles of refinement where the thematic boundaries, 
names and definitions were refined in order to enhance coherence and richness 
of interpretation (Braun & Clarke, 2021). A theme was also kept when it exhib-
ited conceptual clarity, was repeated in a significant part of the data, and had 
deep empirical evidence in at least two of the three sources of data (interviews, 
focus groups, case studies). This strict and multi-level procedure helped to 
make sure that the final thematic framework was a true reflection of the lived 
experiences and prevailing patterns based on the narratives of the LGBTQ+ 
employees (Creswell & Poth, 2018).

Ethical Considerations and Approval

The ethical consideration played a leading role in the conducted study as the 
topic was a sensitive one. Informed consent was subsequently signed by all the 
participants, and it was used to ensure that the participants were fully informed 
about the objectives and procedures of the study and had an option to withdraw 
from the study at their convenience (Flick, 2014; Orb et al., 2001; Wiles et al., 
2008). The study was also carried out following the ethical standards to ensure 
that the rights and well-being of the people who took part in the research study 
were established and were not compromised.

Findings

Detailed Presentation of Qualitative Findings

Qualitative findings of the research provide a more in-depth and detailed under-
standing of how corporate practices affect the well-being of LGBTQ+ employees. 
In-depth interviews, focus groups and case studies helped to determine various 
themes and patterns that helped to understand the lived experience of LGBTQ+ 
employees in various organisational settings in detail.
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Key Themes and Patterns in the Data

Theme 1: The Importance of Inclusive Policies

Most respondents emphasised how crucial the inclusion of policies, including 
 non-discrimination policies and diversity training, was in creating a feeling of 
safety and belonging. This was because these policies were mentioned as the basis 
of their well-being in their working environment. Individuals in organisations  
with effective anti-discrimination policies had much lower concerns about being 
worried about their gender and dreading their sexual orientation. This is in line with 
the concepts of minority stress theory, which posits that a supportive environment 
could reduce the adverse effects of societal stigma and prejudice (Meyer, 2003).

Theme 2: The Role of Leadership and Management Support

The other theme that kept recurring was the important role of leadership and man-
agement in implementing as well as practising inclusive policies. There was a 
strong emphasis on the commitment of the leadership towards diversity and inclu-
sion to create a legitimate and supportive work environment by the participants. 
The present observation supports the JD-R Model that highlights the importance 
of organisational resources, including supportive management, in enhancing the 
well-being of employees and reducing burnout (Bakker & Demerouti, 2007).

Theme 3: The Impact of LGBTQ+ Employee Resource Groups

Many respondents admitted that LGBTQ+ employee resource groups made a 
positive impact on their sense of belonging and support in the organisation. These 
communities offered an avenue of advocacy, socialising, peer support and 
enhanced job satisfaction and engagement. It is a theme that is so close to the 
social identity theory, which argues that positive group membership has the poten-
tial to improve individual self-esteem and well-being (Tajfel & Turner, 2019).

Theme 4: Experiences of Microaggressions and Subtle Discrimination

Despite the inclusive policies, some of the participants all noted that they still 
faced microaggressions and even subtle cases of discrimination. These events 
contributed to a sense of exclusion and stress, although these events were  
not explicit. This observation raises such a problem of policy and practice 
discrepancy as far as the existence of policies is not enough without a success-
ful implementation and change of culture (Ragins & Cornwell, 2001).

Participant Quotes and Narrative Illustrations

Such powerful narratives that explain these themes were provided by the partici-
pants. According to one of the participants, the non-discrimination policy is good, 
but the daily support of my manager is the key to making a difference. In one of 
such situations when a microaggression happened to me, she was quick to react, 
and I felt loved and safe. One of the respondents said, the LGBTQ+ resource 
group in my company has been my lifeline. It does not only concern policy but 
also being connected and supported by my peers.
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Integration of Findings with the Conceptual Framework

The results are consistent with the theoretical base of the minority stress theory, 
social identity theory and the JD-R Model. The significance of inclusive policies 
and leadership support is similar to the minority stress theory, which focuses on 
reducing stress by facilitating environments (Meyer, 2003). The beneficial effect 
of LGBTQ+ employee resource groups can be aligned with the idea presented in 
the social identity theory about the benefits of belongingness to a group (Tajfel & 
Turner, 2019). Besides, the management and organisational resources promote 
well-being through the JD-R Model, reduction in job demands and support 
(Bakker & Demerouti, 2007). The mentioned cases of microaggression and subtle 
discrimination point to the policy-practice discrepancy, which indicates that the 
introduction of inclusive policies would require extensive implementation and 
cultural transformation to achieve the maximum benefits of such policies (Ragins 
& Cornwell, 2001). These facts imply that policies themselves are an essential 
starting point, but they cannot be effective without the active engagement of the 
leadership and the formation of a truly inclusive organisational culture.

Discussion

Interpretation of Results in Relation to the Literature

The main objective of this research was to understand the influences of the poli-
cies of a corporation on the well-being of LGBTQ+ employees, their perceptions, 
the effectiveness of certain aspects of the policies and the issues that arose in the 
case of the weak policies. The results show that the inclusion policy and non-
discrimination provisions, diversity training and LGBTQ+ resource groups have 
a considerable positive impact on the sense of belonging and safety among 
LGBTQ+ employees. The results are consistent with the ideas of minority stress 
theory, which suggests that the positive effects of negative aspects of social stigma 
can be alleviated by diminishing external stress factors with the help of positive 
surroundings (Meyer, 2003). Also, the focus on leadership and management assis-
tance is connected with the JD-R Model, which accentuates the contribution of 
organisational resources to well-being promotion (Bakker & Demerouti, 2007).

Corporate Policies and LGBTQ+ Employee Well-being

The extensive non-discrimination policies were identified as important in pro-
moting an inclusive workplace. The respondents have always stated that they 
feel safer and more appreciated in organisations where such policies are well 
upheld. It is a crucial part of anxiety and fear reduction in the case of being open 
about a person’s gender identification or sexual orientation of a person at work. 
The results confirm the idea that the inclusive corporate policies not only shield 
the LGBTQ+ employees against the overt discrimination but also cover the 
implicit forms of exclusion and microaggressions, which are widespread and 
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detrimental (Ragins & Cornwell, 2001). The role of the manager and the leader-
ship is crucial in the successful adoption of the inclusive policies. The leaders 
should be able to actively support and model diversity and inclusion, which send 
a strong signal to all in the organisation to adopt an acceptance and support 
culture (Day & Greene, 2008). Respondents emphasised situations when the 
management intervention in overcoming discriminatory behaviour contributed 
greatly to their sense of belonging and well-being. LGBTQ+ employee resource 
groups became one of the critical elements of the support system in organisa-
tions. Through these groups, LGBTQ+ employees receive a space to advocate, 
socialise and find peer support; these elements are crucial in developing a sense 
of community and strength among the LGBTQ+ employees (Colgan et al., 2007). 
The fact that such groups exist speaks to the seriousness of the organisation in 
terms of inclusivity and offers physical advantages to the welfare of the employ-
ees, which the social identity theory confirms (Tajfel & Turner, 2019).

Comparison with Previous Studies

In line with previous studies, the research established that the well-being of 
LGBTQ+ employees is positively influenced by inclusive corporate behaviours 
(Badgett et al., 2013; Griffith & Hebl, 2002). However, the conclusions of this 
research contribute to the existing field of knowledge as they focus on the fact that 
such policies can be successfully carried out only with the support of the highest 
management and the top-tier leadership. Managerial support is important in 
enhancing employee interest and reducing burnout, which demonstrates the 
emphasis of the JD-R Model on job resource provision (Schaufeli & Bakker, 
2004). Moreover, the results of the study correspond to the minority stress theory 
by Meyer (2003) by portraying how the external and internal stress levels among 
LGBTQ+ staff can be decreased by including them in an inclusive setting, thereby 
enhancing their mental and job satisfaction (Meyer, 2003). The narratives pro-
vided by participants emphasise the applied significance of such theoretical 
frameworks, showing the ways in which inclusive policies can be successfully 
implemented in order to facilitate supportive workplaces.

Practical Implications

This research has many policy and managerial implications. To begin with, organ-
isations must create and strictly implement extensive non-discrimination policies 
that specifically cover LGBTQ+ workers. Such policies should be ensured by the 
frequent diversity programmes to educate all employees on LGBTQ+ topics and 
the necessity of inclusivity (Meyer, 2015). Second, there should be leadership 
dedication. Leaders and managers are to be trained on supporting LGBTQ+ 
employees and working on the discriminatory practices. An open working envi-
ronment, whereby individuals feel free to share their differences, can thrive when 
the top management sets an example (Day & Greene, 2008). Third, the organisa-
tion must be actively involved in creating LGBTQ+ employee resource groups. 
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The groups offer essential social and professional assistance to the LGBTQ+ 
employees and make them feel more connected and a part of the work environ-
ment (Colgan et al., 2007). Lastly, organisations must always review and advance 
their policies and practices to keep them in line with the changing requirements of 
LGBTQ+ employees. The feedback by the employees on a regular basis can assist 
in determining the gaps and areas that need improvement so that the policies are 
not just there but also effective to facilitate a truly inclusive work environment 
(Griffith & Hebl, 2002).

Conclusion

Summary of the Main Findings

This article aimed to explore the impact of business policies on the welfare of 
LGBTQ+ workers using qualitative research, which showed some critical results. 
To start with, non-discrimination clauses and diversity education initiatives are 
key to the development of a feeling of safety and belongingness in LGBTQ+ 
workers. The participants continuously stated that these policies considerably 
decreased their feelings of anxiety and fear that were related to their gender iden-
tification or sexual orientation. This finding is appropriate to the theory of minor-
ity stress proposed by Meyer (2003), which highlights the importance of inclusive 
environments, which minimise the harmful impact of intolerance and shame in 
society. Second, it was discovered that the role of leadership and management 
support is a key contributor to the successful implementation of inclusive policies. 
The respondents have reported that observable and active encouragement of 
leaders and supervisors encouraged an atmosphere of tolerance and appreciation, 
alongside restating the commitment of the company to diversity. This observation 
gives some weight to the JD-R model, which focuses on the importance of organi-
sational resources to the general well-being of the employees (Bakker & 
Demerouti, 2007). Third, the LGBTQ+ employee resource groups were found to 
be critical in offering social and professional assistance in boosting the sense of 
community and belongingness among employees. The social identity theory 
states that these groups will play a crucial role in the advancement of LGBTQ+ 
rights at work and the establishment of a friendly environment in which employ-
ees can share their experiences with each other (Tajfel & Turner, 2019).

Importance of Inclusive Corporate Policies

The necessity of inclusive policies of the corporations cannot be overestimated. 
These actions are not cosmetic to provide friendly working conditions to 
LGBTQ+ individuals. Broad non-discrimination policies, training on inclusion 
on a regular basis and the creation of support groups among workers are viable 
interventions that organisations can take in order to support their LGBTQ+ 
employees. Such programmes help in the minimisation of both overt and subtle 
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discrimination in such a way that every employee has a chance to labour in an 
inclusive environment that is free of discrimination (Ragins & Cornwell, 
2001). The leadership should also communicate these policies. Managers  
and leaders must not be merely supportive of such policies, but they must be 
put into action and enforced. This superficial support is important towards  
fostering the culture that truly appreciates diversity and inclusion and, thereby, 
enhancing the well-being of employees and organisational cohesiveness  
(Day & Greene, 2008).

Final Reflections on Well-being and Organisational Culture

The advantages of the inclusive corporate policy go beyond the well-being of the 
LGBTQ+ employees to the overall organisational culture. By making organisa-
tions dedicated to diversity and inclusion, organisations consequently promote a 
culture of respect, collaboration and innovation, besides providing a welcoming 
environment to the marginalised groups. All increases in an inclusive workplace 
when people are respected and given the freedom to completely commit them-
selves to their work, involvement, satisfaction and productivity (Badgett et al., 
2013). When companies are driven by diversity and inclusion, chances are higher 
that they become competitive, by virtue of being in a position to hire and retain 
employees who have a greater diversity of backgrounds. This diversity and 
inclusion also reflects well in the reputation of the organisation, which in turn 
makes it an employer of choice by individuals in need of a friendly and progres-
sive workplace (Colgan et al., 2007). In conclusion, the research results may be 
utilised to highlight the paramount role of the LGBTQ+ inclusive company poli-
cies in order to ensure the LGBTQ+ employees remain healthy and happy and 
promote a cordial working environment. By accepting and integrating the princi-
ples, organisations can have a diverse workplace where everyone feels appreci-
ated, respected and empowered to achieve their goals.

Recommendations

Practical Recommendations

The organisations should work towards the development and implementation 
of non-discriminatory acts that extend beyond national borders, and that would 
provide the employees of the LGBTQ+ organisations with direct protection. 
Extensive policies are needed in every part of work, such as recruitment, 
advancement, welfare and professional ethics in the workplace (Colgan et al., 
2007). In order to make sure that these policies are communicated and imple-
mented properly, the companies are supposed to train all employees on diver-
sity and inclusion regularly. One of the main purposes of such training must be 
to raise awareness of the LGBTQ+ issues, fight against stereotypes, and foster 
respectful and inclusive behaviour (Meyer, 2015). Also, the organisation of an 
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inclusive organisational culture depends on the leadership commitment. 
Managers and leaders are to be trained on how to assist gay and lesbian workers 
and eliminate any discriminatory actions in a timely and efficient manner  
(Day & Greene, 2008). The inclusion should be reinforced with visible top 
management support, which will set a good example to the whole organisation. 
Moreover, organisations ought to institute and encourage employees of the 
LGBTQ+ groups. These organisations are able to offer important peer support, 
raise the LGBTQ+ issues within the company and form a feeling of community 
among the employees (Colgan et al., 2007).

Policy Suggestions

In order to enhance the well-being of the workplace environment, organisa-
tions ought to embrace a holistic strategy that considers both inclusive policies 
and the general wellness programmes. This may be through the introduction of 
specialised mental health services that specifically focus on the special needs 
of the LGBTQ+ personnel, such as counselling services and support groups 
(Meyer, 2003). They should also be assured of having comprehensive health-
care benefits that are responsive to the LGBTQ+ needs, such as transitional 
healthcare to transgender employees (Ragins & Cornwell, 2001). This neces-
sitates organisations to engage in a periodic consideration of their policies and 
revise them to capture the loopholes in their policies and also keep up with the 
best practices in the field of diversity and inclusion. This can be accomplished 
by conducting normal employee feedback, diversity audit and benchmarking 
against other industry standards (Griffith & Hebl, 2002). It should also create 
a safe and anonymous reporting, discrimination and harassment system. The 
employees should have the expectation that their issues are going to be consid-
ered and handled in the absence of any fear of punishment and retaliation 
(Badgett et al., 2013).

Future Research Directions

Future research should focus on the impacts of inclusive policies on the health 
and productivity of LGBTQ+ employees in the long-term. Longitudinal studies 
are highly advisable in order to know the long-term effects of these policies 
towards retention, job happiness and the company culture in general (Meyer, 
2003). Also, studies aimed at exploring the efficacy of certain policy compo-
nents, some of which are ERGs and diversity training programmes, should be 
conducted, which would help to determine the best practices and improvement 
areas (Colgan et al., 2007). More studies on the experiences of LGBTQ + 
employees in various sectors and organisations of different sizes are also 
required. Big companies have been given the lion’s share of the literature  
on inclusive policymaking. Nevertheless, SMEs can also face their share of 
obstacles and opportunities (Priola et al., 2014). In order to gain a deeper  
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understanding of the diverse experiences of the LGBTQ+ population, intersec-
tionality studies should be examined, considering a combination of the racial, 
gender and socio-economic status problems with gender identity and sexual ori-
entation (Bowleg, 2008). Also, the effectiveness of inclusive policies in consid-
eration of cultural context should be investigated in the future. The comparative 
analysis among various nations and geographical areas would point to the cultural 
norms and laws as determinants of how these policies would be applied and 
effected (Kollman & Waites, 2009). By working on these aspects of improve-
ment, researchers will be able to improve the progress of LGBTQ + inclusion 
and well-being in the workplace.

Limitations

Acknowledgement of the Study’s Limitations

These results indicate the effect of business practices on the health of LGBTQ+ 
workers, and a few shortcomings must be admitted. To begin with, the qualitative 
nature of the study predetermines the fact that the results cannot be applied to all 
the LGBTQ+ employees and organisations. Perhaps, the sample is not sufficiently 
representative of the entire spectrum of experiences that exist among the LGBTQ+ 
community, even though it is sufficient to perform the qualitative analysis 
(Creswell & Poth, 2018). Also, the study is founded on self-reported information, 
which can be vulnerable to such biases as social desirability bias and recall bias 
(Podsakoff et al., 2003).

Discussion of Potential Biases and Constraints

A number of biases and limitations would have affected the results of this research. 
Although purposive sampling can be effective in ensuring the participants possess 
the relevant experience, it is also subject to selection bias, which is a significant 
shortcoming. It is also possible that, due to the experience with policies of the 
companies, the research participants had a better or worse experience than the 
non-participants, which could have affected the outcome (Michael Quinn Patton, 
2014). Also, it is possible that the findings are only relevant to the specific cultural 
and organisational setting of the interviews and focus groups. Employees, identi-
fying themselves with the LGBTQ+, might have different views and experiences 
based on their place of residence or sector because of the cultural differences in 
approach to the LGBTQ+ issues and variations in organisational practices 
(Kollman & Waites, 2009). Moreover, the reliability and veracity of the responses 
are questionable because the data relied upon are self-reported. The data might be 
inaccurate because of either the pressure applied on the respondents by social 
factors to give answers that would be accepted or because they failed to give 
details that were relevant (Podsakoff et al., 2003).
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Addressing Limitations in Future Research

To address these limitations, it is suggested that subsequent research ought  
to incorporate bigger and more diverse samples in order that the findings can 
be generalised. This would be most suitable using a mixed-method design of  
qualitative and quantitative data in the scenario of understanding the value of 
the corporate policies on the health and happiness of the people who are a 
sample of the LGBTQ+ community (Creswell et al., 2007). In the case when 
the quantitative data are also used, the qualitative data may be proven and 
provide more generalised results. The hypothesis is that learning about the 
long-term consequences of the inclusive policies on the LGBTQ+ employees 
is possible through longitudinal research. This would allow the researchers to 
track the developments in employee welfare and organisational culture in the 
long-term perspective, which would provide valuable information on the long-
term sustainability and transforming effects of such policies (Taris & Kompier, 
2003). Future research must also attempt to include individuals whose culture 
and organisational setting are more varied nature in order to uncover the role 
that these variables play in determining the efficacy of corporate policies. Such 
comparative studies among the countries and the level of industry may point 
out the best practices and the contextual factors that influence the policy imple-
mentation and the result (Kollman & Waites, 2009). Last, the accuracy of the 
data obtained could be enhanced by the use of methods that reduce self-report 
bias, such as the provision of anonymity and indirect questioning methods. 
Triangulating the results with various sources of data, including records of 
employees, organisational reports, as well as external observations, can also 
contribute to minimising self-reported information and decreasing reliance on 
self-reports (Podsakoff et al., 2003).
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Appendix A: Interview Guides

Introduction:

•	 Brief introduction of the researcher and purpose of the study.
•	 Explanation of confidentiality and anonymity.
•	 Overview of the interview structure.
•	 Obtain verbal consent to proceed.

Questions:

•	 Can you describe your overall experience as an LGBTQ+ employee in 
your organisation?

•	 What specific corporate policies does your organisation have in place that 
you believe are designed to support LGBTQ+ employees?

•	 Can you provide an example of how these policies have positively 
impacted your well-being at work?

•	 Have you ever experienced any challenges or negative incidents related to 
your sexual preference or gender identity in the workplace? If so, how did 
the organisation handle it?

•	 How effective do you think your organisation’s diversity and inclusion 
training programmes are?

•	 Do you feel that leadership and management in your organisation are 
supportive of LGBTQ+ employees? Why or why not?

•	 What role do LGBTQ+ employee resource groups play in your organisa-
tion, and how have they impacted your experience?

•	 Are there any additional policies or initiatives you believe would further 
support LGBTQ+ employees in your organisation?

Appendix B: Selected Transcripts of Interviews  
and Focus Groups

Note: The passages included in this appendix represent representative samples 
of interviews and focus groups that have been implemented through the use  
of the interview guide as described in Appendix A. A selective presentation of 
the transcripts has been done to reveal some of the main themes that are  
pertinent to the objectives of the study without revealing the participants.

Interview Transcript Excerpt

Interviewer: Can you describe a specific instance where your company’s policies 
positively affected your well-being?
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Participant: Sure. Last year, we had a situation where a colleague made an 
insensitive comment about LGBTQ+ people. Our HR department quickly inter-
vened, providing a mandatory training session on diversity and inclusion. They 
also offered me personal support, which made me feel valued and safe in my 
workplace.

Interviewer: How do you feel about the diversity training programmes in your 
organisation?

Participant: I think they are very effective. The sessions are not just tick-box 
exercises; they genuinely aim to educate people and foster an inclusive environ-
ment. The trainers possess extensive expertise and foster an environment that is 
secure and conducive to learning and inquiring.

Focus Group Transcript Excerpt

Facilitator: What role do LGBTQ+ employee resource groups play in your 
organisation?

Participant 1: The resource group has been incredibly supportive. It is a space 
where we can share experiences, advocate for changes and connect with others 
who understand our challenges.

Participant 2: I agree. The group has helped me feel less isolated and more con-
nected to the organisation. It also gives us a collective voice to influence policies 
and practices.


