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About Diversity Council Australia. 
Diversity Council Australia (DCA) is the only independent, not-for-profit workplace  
diversity advisor to business in Australia. We offer a unique knowledge bank of research, 
practice and expertise across diversity dimensions developed over 30 years of operation. 
In partnership with our members, our mission is to: lead debate on diversity in the public 
arena; develop and promote the latest diversity research, thinking and practice; and deliver 
innovative diversity practice resources and services to enable our members to drive business 
improvement. DCA works in partnership with members to generate groundbreaking high 
impact diversity research that drives business improvement through providing evidence-
based guidance on how to fully leverage the benefits of a diverse talent pool. 

Written by Cathy Brown, Dr Jane O’Leary, Dr Raymond Trau and Andrew Legg..

This report is embargoed until 4.00 am AEST 16 August 2018.

This is a synopsis of the Report. An electronic copy of the Full Report can be found  
on the DCA website at www.dca.org.au/research/project/out-work-prejudice-pride.
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In 2017, the Australian public was invited to vote on marriage equality.

While to many people, this was regarded as an opportunity to have a say on an 
issue that had been in the public domain, for Australia’s LGBTIQ+ community the 
issue was deeply personal, and the national conversation about their lives and 
relationships was a difficult time. 

While this debate was happening around them, LGBTIQ+ people continued to 
come to work. And so for many Australian workplaces, this national debate 
became a test about what inclusion means for the LGBTIQ+ people in their ranks. 

LGBTIQ+ inclusion is a relatively new component of diversity and inclusion. 
But the conversations we had with over 1600 LGBTQ+ workers about their 
experiences showed us just how important it is for Australian organisations to 
continue to build on that work. 

In this report, we present the evidence about what it means to be out at work, 
and what organisations can do to make everyone feel included. 

This report is a timely contribution to the evidence on how important genuine 
inclusion is for LGBTIQ+ people to stay safe, feel welcome and to contribute  
their best at work.

LISA ANNESE, Chief Executive Officer
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Deloitte is thrilled to be involved with Out at Work, an important research initiative 
undertaken in partnership with Diversity Council Australia, RMIT University,  
QBE Insurance and the Star Observer. 

To date, the evidence on this issue has shown that many LGBTIQ+ individuals 
have felt concerned or worried about coming out in the workplace.  This important 
research, comprising a comprehensive survey and face-to-face focus groups, 
confirms what we already suspected: many individuals are still concerned that being 
out might negatively impact their career prospects and professional development, or 
worse, make them a target for bullying and harassment. 

All employees deserve to be treated equally in the workplace, with dignity and 
respect. It’s my hope that this research will help organisations better understand the 
unique challenges and bottlenecks that might be impacting their own people. 

Making progress on workplace inclusion is critical – not only because it’s the right 
thing to do – but because the evidence overwhelmingly shows that inclusive leaders, 
teams and organisations get better results and see better employee engagement 
outcomes. 

At Deloitte we’re very proud of our progress and track record in LGBTIQ+ inclusion. 
We intend to use this research to have targeted conversations with other businesses 
and help create better, higher performing and more inclusive workplaces for all. 

We would like to thank Diversity Council Australia, RMIT University and the Star 
Observer for their strong leadership and also recognise QBE for their collaboration 
and support on this project. 

Great things happen when all our voices can be heard and Out at Work plays a vital 
role in bringing some of those too often unheard voices to the fore.  

CINDY HOOK, CEO Deloitte Australia.

QBE is committed to creating a culture of inclusiveness and one where our people feel 
confident to bring their whole selves to work. It’s vital for us to be successful, that our 
people can come to work feeling welcome and safe to be their authentic selves. 

We’re proud to be supporting Diversity Council Australia on the Out at Work: from 
Prejudice to Pride research project to better understand what motivates people to be 
out at work, but importantly, identify what the barriers might be so that we, and other 
employers, can address them. 

VIVEK BHATIA, Chief Executive Officer, Australian & New Zealand Operations,  
QBE Insurance. 
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At DCA, we are committed to language that is respectful, accurate and relevant as a 
powerful tool for inclusion. 

Language is Powerful and Evolving.  
Language is a powerful tool for building 
inclusion (or exclusion) at work. The way we 
speak to each other creates a culture in which 
everyone can feel valued, respected, and one 
of the team (included), rather than undervalued, 
disrespected, and out of place (excluded). It’s 
important to acknowledge that language is 
constantly evolving. We recognise that one 
label or description may not be able to capture 
the breadth of the LGBTIQ+ community. Our 
intention has always been to be as succinct as 
we can, but inclusive of everyone.   

Language Based on Lived Experience.  
The terminology we have used in this report is 
based on advice from peak groups representing 
people with lived experience of being LGBTIQ+, 
as well as the generous advice of people from 
the LGBTIQ+ community who gave their time 
to review drafts, participate in pilot surveys and 
contribute to our Think Tanks.

Our Thanks & Appreciation. We would 
particularly like to acknowledge those people 
who reached out to us when we got it wrong. 
We would like to thank them for taking the time 
to help us understand, and also doing the hard 
work of educating others. We acknowledge 
that we may not always get it right, but commit 
ourselves to being open to change and willing to 
continue learning from the people we are hoping 
to represent.

LGBTIQ+ People. For this report we use the 
acronym LGBTIQ+ (lesbian, gay, bisexual, 
transgender/ gender diverse, intersex variation, 
and queer – the ‘+’ recognises that LGBTI 
doesn’t include a range of other terms that 
people identify with, including terms like trans, 
gender diverse, and queer). 

Where we use different acronyms in this report, 
including LGBT, LGBTI, and LGBTIQ, we are 
quoting other studies and using the acronyms 
the authors used.

People with Intersex Variations. While we 
aimed in this research to provide a snapshot 
report of the experiences of people with intersex 
variations, the very low number of respondents 
with an intersex variation meant that this was 
not possible. We have, however, included these 
respondents in the overall findings for LGBTIQ+ 
survey respondents and for this reason have 
included the ‘I’ in the LGBTIQ+ acronym when 
referring to our overall research findings. 

Asexual or Aromantic People. We also note 
that there are other groups who are not covered 
in this report, including though not limited to, 
individuals who identify as asexual or aromantic 
(ACE). The experiences of these people are 
important, and we recognise the need for 
additional and further research into people who 
identify as ACE.

Not Out. LGBTIQ+ people are not a 
homogeneous group. Being ‘out’ means different 
things, and different people use different 
language to describe not being out. In this report, 
we use the terms not out, closeted, concealing 
and hiding to describe different aspects of not 
being out. We recognise that terminology is 
important and have strived to use the language 
shared with us by the people who generously 
gave their time to contribute to this research. 

The Difference Between Disclosure and 
Sharing. Coming out is a disclosure decision, 
but sharing implies a personal choice. We would 
hope that the outcome of this report is that more 
Australian workers can feel safe and comfortable 
sharing who they are at work. 

AN IMPORTANT NOTE  
ON TERMINOLOGY..
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EXECUTIVE SUMMARY.

Our Evidence Base. 

We drew on three data sources to develop this evidence-based approach to 
LGBTIQ+ workplace inclusion:

1. Review of latest research including international and national academic and industry research,  

2. Online survey of over 1600 LGBTIQ+ workers, and

3. Think tanks with over 60 LGBTQ+ workers from a variety of organisations, industry sectors, 
organisational levels, and backgrounds. 

We thank our research participants for generously sharing their stories and insights.  

Challenge common 
assumptions about 
coming out at work (e.g. you 
do it just once, you share ‘all 
or nothing’, context makes 
no difference, it only affects 
LGBTIQ+ employees), 

Better understand why 
LGBTIQ+ workers share 
or conceal their sexual 
orientation, gender identity  
or intersex variation at work, 
and

Show how employers 
can create safe and inclusive 
workplace environments 
where LGBTIQ+ people can 
be themselves at work and 
have a real choice about 
being out at work. 

Our Aspiration. 

Out at Work: From Prejudice to Pride is  
a partnership industry research initiative between 
Diversity Council Australia (‘DCA’), RMIT 
University, the Star Observer, Deloitte, and QBE. 

For LGBTIQ+ people, hiding who they are can be costly to 
their own wellbeing1, as well as to the organisations they 
work for and the broader Australian economy2.

Through Out at Work, we sought to:

‘LGBTIQ+’ refers to lesbian, 
gay, bisexual, transgender/

gender diverse, intersex, and 
queer – the ‘+’ recognises 

that LGBTIQ doesn’t include 
a range of other terms that 
people identify with, or use  

to describe themselves.
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Why Does Being Out at Work Matter? 

Concealing compromises wellbeing. Our survey revealed that LGBTIQ+ 
employees who are not out to everyone at work3 are twice as likely to feel 
downhearted and blue as employees who are out to everyone at work, and almost 
half as likely to be satisfied with their job. 

Being out at work drives performance. Being out at work benefits much 
more than just the LGBTIQ+ person – our survey demonstrates it is linked to better 
innovation, effectiveness, and customer service. LGBTIQ+ people who are out to 
everyone at work are significantly more likely than LGBTIQ+ people who are not to:

• Innovate – LGBTIQ+ workers who are ‘Out to Everyone’ are 50% more likely  
than workers who are not, to indicate their team always looks for new ideas and 
ways to solve problems (38% of workers who are out to everyone versus 25%  
of workers who are not) 

• Provide excellent service – LGBTIQ+ workers who are ‘Out to Everyone’ are 
28% more likely than workers who are not, to always provide excellent customer 
service (46% of workers who are out to everyone versus 36% of workers who  
are not) 

• Recommend – LGBTIQ+ workers who are ‘Out to Everyone’ are 28% more  
likely than workers who are not, to recommend their organisation as a good  
place to work (55% of workers who are out to everyone versus 43% of workers 
who are not). 

LGBTIQ+ Inclusive Cultures Drive Performance. LGBTIQ+ people who work 
in highly LGBTIQ+ inclusive cultures1 are twice as likely as LGBTIQ+ people in non-
inclusive cultures to: 

• Be highly effective – 39% of workers in highly inclusive cultures indicate their 
team always works together effectively versus 17% in non-inclusive cultures

• Innovate – 33% of workers in highly inclusive cultures indicate their team always 
looks for new ideas and ways to solve problems versus 14% in non-inclusive 
cultures

• Provide excellent service – 44% of workers in highly inclusive cultures indicate 
their team always provides excellent customer/client service versus 22% in  
non-inclusive cultures. 

1. Workers in Highly LGBTIQ+ Inclusive Cultures scored their organisation on average at least 5 or above out of 7 on survey 
questions asking how inclusive their organisation is (where 7 = very inclusive, 4 = neutral, and 1 = not inclusive). Workers 
in Low Inclusive Cultures scored their organisation on average less than 4 out of 7. 
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Who’s Out at Work? 

Although Australian organisations are increasingly developing policies to support 
and include their LGBTIQ+ workforce, our research reveals a sizeable proportion of 
LGBTIQ+ employees are still not comfortable being out at work. 

While 74% of LGBTIQ+ respondents in our survey told us that it was important to them to be 
able to be out at work, only 32% were out to everyone with whom they work.

If LGBTIQ+ workers in our survey  
were 100 people, approximately4:

5 would be out to no one.

25 would be out to some people.

38 would be out to most people.

32 would be out to everyone.

Being out is complicated – it means different things to different people. But what is 
critical is that people have a real choice about being out at work. That choice is only 
possible in organisations that have a truly LGBTIQ+ inclusive culture. Truly inclusive 

organisations go beyond just having policies or hosting a Wear It Purple Day morning 
tea. They have genuine and bold leadership commitment to LGBTIQ+ inclusion and are 
willing to stand with their LGBTIQ+ employees, and LGBTIQ+ people everywhere, to call 

out homophobia, biphobia, transphobia and intersexism from wherever it comes.

What Enables Being Out at Work?

More than anything else – it was having an LGBTIQ+ inclusive culture that made 
LGBTIQ+ people feel safe to be themselves at work. 

In fact, having an inclusive culture made more of an impact on whether people were out at work than 
whether their organisation had LGBTIQ+ inclusive policies, was highly active in the LGBTIQ+ arena, or 
had implemented a particular LGBTIQ+ initiative (e.g. Employee Resource Group, Allies Network). 

LGBTIQ+ people in highly inclusive cultures were three times as likely as workers in non-inclusive 
cultures to be out to everyone at work – 37% of workers in highly LGBTIQ+ inclusive cultures were 
out to everyone compared to only 12% of workers in non-inclusive cultures.
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MAKE PEOPLE
VISIBLE (BUT NOT

TOO VISIBLE)

TALENT
KEY 1:

INVISIBILITY

TALENT
LOCK 1:

UNDERSTAND
DIVERSITY OF 

LGBTIQ+ PEOPLE

TALENT
KEY 2:

DILUTED
DIVERSITY

TALENT
LOCK 2:

HAVE THE
COURAGE TO

CALL IT

TALENT
KEY 3:

HARASSMENT

TALENT
LOCK 3:

USE WORDS
THAT WORK

TALENT
KEY 4:

LANGUAGE
THAT EXCLUDES

TALENT
LOCK 4:

DISRUPT
ASSUMPTIONS

TALENT
KEY 5:

ASSUMPTIONS

TALENT
LOCK 5:

BE IN IT
TOGETHER

TALENT
KEY 6:

IT WON’T WORK
IF IT’S JUST US

TALENT
LOCK 6:

“There is often a misconception in the  
straight community that ignoring is the same as 
accepting. But pretending not to see a difference  

is choosing not to understand difference, and 
heteronormativity becomes the default.”

“I’m extremely feminine so don’t appear to  
be queer. Everybody always says “WOW!  
You don’t look gay at all!!” And that’s so  

hurtful, because there is no set look.

“My married male boss makes me sick  
the way he talks about lesbians.  

Things like ‘Lesbians are only okay when  
they are in their 20s and slim.’”

“Saying,’ I don’t care if you’re gay, I’ll treat you  
like you’re normal’ sounds accepting to a straight 
person. But I’ve heard that they don’t care about  

my identity and don’t think I am normal.”

“’Are you married?’ is always a difficult question.  
I’ll say, ‘Well I have a partner’, and they’ll say, 

‘What’s her name?’ Then I say, ‘It’s a he actually.’ 
And then there’s an awkward silence.”

“It’s always the same people who have  
to point things out. We need to recognise that  

that burden has to be shared by allies.”

Talent Lock 1.
Invisibility.

Talent Key 1.
Make people visible, 
but not too visible.

Talent Lock 2.
Diluted Diversity

Talent Key 2.
Understand diversity 
of LGBTIQ+ people.

Talent Lock 3.
Harassment.

Talent Key 3.
Have the courage 
to call it.

Talent Lock 4.
Language that 
excludes.

Talent Key 4.
Use words that work.

Talent Lock 5.
Assumptions.

Talent Key 5.
Disrupt Assumptions.

Talent Lock 6.
It won’t work if it’s 
just us.

Talent Key 6.
Be in it together.

How Can Organisations Create Inclusive Cultures that  
Enable Real Choices About Being Out at Work?
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WHY FOCUS ON OUT AT WORK?

Being Out at Work Matters. 

Authenticity is a valuable trait to have in the workplace – it is linked to significantly 
higher job satisfaction and engagement, greater happiness at work, stronger sense 
of community, more inspiration, and lower job stress5. 

What then does it mean when a segment of the workforce isn’t able to be themselves at work?

For LGBTIQ+ People. Hiding who they are comes at a cost for LGBTIQ+ people – to their 
psychological wellbeing6, job and life satisfaction,7 as well as skills and abilities8. 

For Organisations. When organisations overlook LGBTIQ+ inclusion, they also overlook a significant 
business opportunity. Companies that are supportive of their LGBTIQ workers achieve higher 
productivity and profitability than companies who do not have LGBTIQ inclusive policies9. Recent 
research found that leading LGBTI employers outperformed the wider market by 3% in share price 
growth over a six-year period10. 

For Australia. The financial benefits associated with encouraging not out Australian workers to 
‘come out’ could lead to as much as $285 million in savings per year nationally, including an 11% staff 
retention dividend and a 30% team productivity benefit11. 

The State of Play: Who’s Out at Work?

Although Australian organisations are increasingly developing policies to support 
and include their LGBTIQ+ workforce, our research reveals a sizeable proportion of 
LGBTIQ+ employees are still not comfortable being out at work. 

While 74% of LGBTIQ+ respondents in our survey told us that it was important to them to be able to 
be out at work, only 32% were out to everyone with whom they work. 

If LGBTIQ+ workers in our survey  
were 100 people, approximately12:

5 would be out to no one.

25 would be out to some people.

38 would be out to most people.

32 would be out to everyone.
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Insights from LGBTIQ+ Talent  

We drew on the insights and experiences of over 1600 LGBTIQ+ workers,  
shared through an online survey and think tanks, to answer the following  
two key questions:

Why do LGBTIQ+ individuals 
share or conceal their 
LGBTIQ+ identity or status  
at work?

Their insights and recommendations for organisational action are presented in the following report.

What can Australian organisations 
do to make their workplace a safe 
and inclusive place for LGBTIQ+ 
workers to be themselves?
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A COMPELLING BUSINESS CASE. 

Market Leading LGBTI employers have outperformed the wider market by 3% in share
Share. price growth over a six-year period13.  

Productivity  LGBTIQ+ workers in highly LGBTIQ+ inclusive organisational cultures2 are more 
& Profitability. than twice as likely as workers in non-inclusive cultures to indicate their team 

always works together effectively – 39% of workers in highly inclusive cultures 
versus 17% in non-inclusive cultures.

 LGBTIQ+ employees who are out to everyone at work are 35% more likely than 
workers who are not, to indicate their team always works together effectively – 
42% of workers who are out to everyone versus 31% of workers who are not. 

 The financial benefits of encouraging workers who are not out to ‘come out’ could 
save as much as $285 million a year, including an 11% staff retention dividend and a 
30% team productivity benefit14. 

 Companies that adopt LGBTI-supportive policies achieve higher productivity and 
profitability than those companies that are not supportive of LGBTI employees15. 

Innovation. LGBTIQ+ workers in highly LGBTIQ+ inclusive organisational cultures are more 
than twice as likely as workers in non-inclusive cultures to indicate their team 
always looks for new ideas and ways to solve problems – 33% of workers in high 
inclusion cultures versus 14% in non-inclusive cultures.

 LGBTIQ+ employees who are out to everyone at work are 50% more likely than 
workers who are not, to indicate their team always innovates – 38% of workers 
who are out to everyone versus 25% of workers who are not. 

 27% of LGBT employees who are not out indicated that hiding their identity at work 
had held them back from speaking up or sharing an idea16. 

 Lesbian and gay employees who have to conceal their sexual orientation at work 
have reduced creativity and innovation, while being out at work increased their 
confidence in sharing new ideas17. 

Customer LGBTIQ+ workers in highly LGBTIQ+ inclusive organisational cultures are twice 
Service.  as likely as workers in non-inclusive cultures to always provide excellent customer 

service – 44% of workers in highly inclusive cultures versus 22% in non-inclusive 
cultures. 

 LGBTIQ+ employees who are out to everyone at work are 28% more likely than 
workers who are not, to always provide excellent customer service – 46% of 
workers who are out to everyone versus 36% of workers who are not. 

2 Workers in Highly Inclusive Cultures scored their organisation on average at least 5 or above out of 7 on survey  
questions asking how inclusive their organisation is (where 7 = very inclusive, 4 = neutral, and 1 = not inclusive).  
Workers in Non-Inclusive Cultures scored their organisation on average less than 4 out of 7. 
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Employment  LGBTIQ+ workers in highly LGBTIQ+ inclusive organisational cultures are seven 
Brand. times more likely than workers in non-inclusive cultures to recommend their 

organisation as a good place to work – 56% of workers in highly inclusive cultures 
are very likely to recommend versus 8% in non-inclusion cultures. 

 LGBTIQ+ employees who are out to everyone at work are 28% more likely than 
workers who are not, to be very likely to recommend their organisation as a good 
place to work – 55% of workers who are out to everyone versus 43% of workers 
who are not. 

 Almost three quarters of allies (72%) say that they are more likely to accept a job 
at a company that is supportive of LGBT employees than one that is not18.

Engagement. LGBTIQ+ workers in highly LGBTIQ+ inclusive organisational cultures are 84% more 
likely as workers in non-inclusive cultures to be always proud of the work they do – 
46% of workers in highly inclusive cultures versus 25% in non-inclusive cultures.

 LGBTIQ+ employees who are out to everyone at work are 34% more likely than 
workers who are not, to be always proud of the work they do – 51% of workers 
who are out to everyone versus 38% of workers who are not. 

 Gay and lesbian employees who are covered by LGBT-supportive policies are 
significantly more committed to their employers19.

 Disclosure has been linked to greater participation with others in the work 
environment and higher engagement or improved interpersonal relationships20. 

Exertion.  LGBTIQ+ workers in highly LGBTIQ+ inclusive organisational cultures are 47% 
more likely than workers in non-inclusive cultures to always be willing to work extra 
hard to help their team succeed – 53% of workers in highly inclusive cultures versus 
36% in non-inclusive cultures. 

 LGBTIQ+ employees who are out to everyone at work are 19% more likely than 
workers who are not, to always be willing to work extra hard to help their team 
succeed – 56% of workers who are out to everyone versus 47% of workers who 
are not. 

Retention. LGBTIQ+ workers in highly LGBTIQ+ inclusive organisational cultures are half as 
likely as those in non-inclusive cultures to think about leaving their jobs – 17% of 
workers in highly inclusive cultures strongly agree or agree that they are thinking of 
leaving versus 37% of workers in non-inclusive cultures. 

 LGBTIQ+ employees who are out to everyone at work are 18% more likely than 
workers who are not, to not be thinking about leaving their jobs – 46% of workers 
who are out to everyone strongly disagreed or disagreed that they are thinking of 
leaving versus 39% of workers who are not. 

 LGBT employees who are not out and feel isolated at work are 73% more likely 
than ‘out’ employees to leave their job21.

 Gay and lesbian employees are almost twice as likely as heterosexual Caucasian 
men to indicate they have left a job in the past five years because of workplace 
unfairness22.
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Minimising Australian LGBTIQ+ workers are almost 50% more likely to have experienced 
Risk.  harassment and/or discrimination in the past year than non-LGBTIQ+ workers 

(31% versus 21%). This risk can be significantly reduced by working in inclusive 
teams – workers in inclusive teams were close to seven times less likely to have 
experienced discrimination in the preceding year than those in non-inclusive teams 
(7% versus 47%)23.

 LGBTIQ+ employees who are out to everyone at work are 47% more likely than 
workers who are not, to disagree that their organisation unfairly discriminates 
against LGBTIQ+ workers (50% of employees who are out to everyone strongly 
disagreed versus 34% of workers who are not). 

Highly Inclusive Cultures Drive Performance. 
Our survey of over 1600 LGBTIQ+ workers found that employees in organisations that are highly 
LGBTIQ+-inclusive are at least twice as likely as employees in non-inclusive cultures to work 
effectively, innovate, and provide excellent customer/service. They are also seven times more likely 
than employees in non-inclusive cultures to recommend their organisation as a good place to work 
(56% versus 8%). 

Highly Inclusive Cultures Drive Performance: Highly vs Non-LGBTIQ+ Inclusive Cultures.
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Being Out at Work Drives Performance. 
LGBTIQ+ employees who are out to everyone at work are significantly more likely to work effectively, 
innovate, and provide excellent customer/service than LGBTIQ+ employees who feel they need to 
conceal their LGBTQ+ identity or intersex variation. 

Being Out at Work Drives Performance. 
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A COMPELLING PERSONAL COST.

Wellbeing.. LGBTIQ+ workers who conceal their identity are twice as likely as workers who 
do not, to feel downhearted and blue all or most of the time (15% versus 7%).

 LGBTIQ+ workers in non-LGBTIQ+ inclusive organisational cultures are 
almost four times more likely than workers in highly inclusive cultures to feel 
downhearted and blue all or most of the time – 31% of workers in non-inclusive 
cultures versus 8% in highly inclusive cultures.

 ‘Coming out’ in a safe environment increases emotional well-being, including less 
anger and depression and higher self-esteem24.  

Career... LGBTIQ+ workers who conceal their identity are 56% more likely than LGBTIQ+ 
workers who do not, to report that their rate of promotion is lower than others 
in a similar position – 18% of workers who were not out strongly disagreed that 
their rate of promotion is lower than others in similar positions compared to 28% 
of ‘out’ workers.

 LGBT workers who are out may even stand a better chance than workers who 
are not ‘out’ of being promoted: as workers who are not out expend energy 
being concerned about how they are perceived by others and use enormous 
effort concealing their identity, which leaves them less energy for actual work25.

 LGBTIQ+ workers in non-LGBTIQ+ inclusive organisational cultures are six times 
more likely than workers in highly inclusive cultures to strongly agree that their 
rate of promotion is lower than others in a similar position in their organisation – 
20% of workers in non-inclusive cultures versus 3% in highly inclusive cultures.

Connections... LGBT workers who feel forced to lie about their identity and relationships 
typically don’t engage in collegial banter about such things as weekend  
activities – banter that forges important workplace26.

 For some people, disclosing and discussing their LGB identity with others at 
work represents a way of coping with prejudice and discrimination, as disclosing 
creates opportunities for personal and meaningful conversations about identity-
related issues27.

 “I don’t want special treatment, I just want the same opportunities as anyone else  
and not to have to conceal who I am at work. It’s exhausting having to hide that.”
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Accomplishment. LGBTIQ+ workers who conceal their identity are 58% more likely than workers 
who do not, to indicate that they accomplish less than would like at work (30% 
of ‘’not out’ workers accomplish less than they would like all or most of the time 
versus 19% of ‘out’ workers). 

Engagement. LGBTIQ+ workers who conceal their identity are much less likely than workers 
who do not, to indicate that they are always: inspired by their job (20% versus 
31%); enthusiastic about their job (26% versus 40%); and proud of their job 
(38% versus 51%).

 LGBTIQ+ workers in non-LGBTIQ+ inclusive organisational cultures are half as 
likely as workers in highly inclusive cultures to always feel inspired by their job – 
11% of workers in non-inclusive cultures versus 27% in highly inclusive cultures.

Satisfaction. LGBTIQ+ workers who conceal their identity are almost half as likely as 
workers who do not, to be satisfied with their job (16% versus 29% strongly 
agree).

 LGBTIQ+ workers in non-LGBTIQ+ inclusive organisational cultures are three 
times less likely than workers in highly inclusive cultures to be satisfied with 
their job – 8% of workers in non-inclusive cultures strongly agree they are 
satisfied with their job versus 24% in highly inclusive cultures.

Non-Inclusive Cultures Compromise Careers. 
We found that LGBTIQ+ workers in non-LGBTIQ+ inclusive organisational cultures are significantly 
more likely than employees who work in highly inclusive cultures, to experience negative career 
and work outcomes such as feeling that their career is blocked and having a lower sense of 
accomplishment (see Figure below).

Non-Inclusive Cultures Compromise Careers: Highly vs Non-LGBTIQ+ Inclusive Cultures..
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Non-Inclusive Cultures Compromise Wellbeing.  
LGBTIQ+ employees in non-LGBTIQ+ inclusive organisational cultures are also significantly more likely  
than employees in highly inclusive cultures, to have their wellbeing compromised. For instance, they are 
well over three times more likely to feel downhearted and blue all or most of the time (see Figure below).

Non-Inclusive Cultures Compromise Wellbeing: Highly vs Non-LGBTIQ+ Inclusive Cultures.

Concealing Compromises LGBTIQ+ Workers’ Careers.  
We found that LGBTIQ+ employees who conceal their identity at work are significantly more likely 
than employees who do not, to experience negative career and work outcomes such as feeling that 
their career is blocked and having a lower sense of accomplishment (see Figure below).

Concealing Compromises LGBTIQ+ Workers’ Careers: Out to Everyone vs Not Out to Everyone
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Concealing Compromises LGBTIQ+ Workers’ Wellbeing.   
LGBTIQ+ employees who conceal who they are at work are also significantly more likely  
than employees who do not, to have their wellbeing compromised. For instance, they are  
twice as likely to feel downhearted and blue, as well as  less likely to feel calm and peaceful  
(see Figure below).

Concealing Compromises LGBTIQ+ Workers’ Wellbeing: Out to Everyone vs Not Out to Everyone.
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What does it mean to be out at work? We asked our research participants this 
question and they told us that there is no simple answer – the word ‘out’ has different 
meanings for different individuals and groups within the LGBTIQ+ community.  

It’s About Living Authentically. 
One theme that came up consistently from a majority of 
research participants was that being out at work meant being 
authentic at work.

“Being able to be your true self and being authentic.”

“For me it means being able to be comfortable and authentic 
about who I am which is important.”

“By being in a safe environment you can be the best 
possible version of yourself.”

For most LGBTIQ+ participants this meant being able to be themselves at work without having to ‘edit’ 
themselves in day-to-day interactions – feeling comfortable to talk about their family, partner, and home 
life, and not having to be constantly on guard when people ask personal questions.  

“Living authentically means not having to think about what you say or the terminology you use.”

“It means sharing my life – not having to double think what I am going to talk about.”

For some however, authenticity was something they felt lucky to have rather than something they 
could readily expect. 

“I am able to be my true self at work – understanding fully that this is a very fortunate position  
to be in.”

BEING OUT AT WORK:  
IT’S COMPLICATED...

CHAPTER SNAPSHOT    

Being ‘out’ means different things to different people. But for more than three quarters of those 
who weren’t out to everyone, the most important meaning was being able to be themselves at 
work without having to ‘edit’ themselves in day-to-day interactions. For trans and gender diverse 
people being out at work was a different experience to being out for gay men or lesbian women, 
for instance, it could include feeling colleagues did not need to know about their gender history or 
being out merely by existing (e.g. where they had transitioned later in life). However, consistent for 
the vast majority of LGBTIQ+ participants was that coming out was repetitive, and involved juggling 
multiple strategies, based on different audiences, weighing up different social and professional 
risks, all at different times during their lives and careers. Most notably, critical to all though, was not 
being outed against their will.  

76% of LGBTIQ+  
employees who were 
not out to everyone at  

work agreed that being 
out at work would help 

them feel able to be their 
authentic selves at work..
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It’s Different for Trans/Gender Diverse People 
Trans and gender diverse people were significantly  
less likely to be out than gay men or lesbians. 

For trans/gender diverse people there were a number of 
nuanced differences about what ‘out’ meant. For many, living 
authentically simply meant that people did not need to know 
about their gender history:

“My organisation is wonderfully supportive of gender diverse 
employees and communities. My decision to not be out at 
work is personal – I believe gender to be very personal and 
nobody’s business but one’s own.”

“I transitioned before coming to this workplace and I don’t 
want anyone to know about it because it’s none of their 
business – they might see me as less of a man if they knew. 
This way I can be who I am without having to worry what 
people think. I am totally accepted for who I am, not who  
I was before.”

For others, this was clearly an issue of discrimination  
and fear of past negative experiences:

“A lot of my hesitation is around just wanting to avoid  
the possibility of discrimination altogether.”

For others, the issue was safety. Trans and gender diverse people face significantly higher rates of 
violent and non-violent abuse than cisgender people28, something that our participants were acutely 
aware of: 

“Every new client I’m scared that it might be my last time walking the earth as I enter their house.”

For others, existing policies and procedures meant they could be 
outed against their will when  
applying for jobs: 

“Give me a choice to NOT disclose. The reason HR know I am 
a trans man is because it was policy for HR to process police 
checks when I started at my current workplace. When I got 
offered the job I went through an awful panic because there 
was not an option to obtain my own police check. This meant 
I had to have a really awkward conversation with HR before 
I had even completed probation about being a trans man. 
I passed so there was no outing myself in an interview.  I 
asked HR to change the police check policy so all staff had an 
option to pay and get a check done – provide the police check result (which as no ID documentation 
with prior names attached) and then be reimbursed. I heard the policy was changed afterwards 
from others, but staff were not informed of any change formally. I guess if people took seriously 
the issues trans people face in the workplace then this is followed up and policies are circulated and 
you are aware there is a particular level of respect about these sensitive issues. It is not just trans 
people this impacts but potentially people who have divorced or experienced family violence who 
don’t want prior names known.”

32% of trans/gender 
diverse employees who 

were not out agreed that 
they would lose their job 
if they were out at work, 
compared to just 6% of 

LGB employees.

79% of trans/gender 
diverse employees who 

were not out agreed 
that their colleagues 

would feel uncomfortable 
around them if they were 
out at work, compared to 
32% of LGB employees. 

49% of trans/gender 
diverse employees try  

very or somewhat hard 
to keep their identity 
secret or private from 
colleagues, compared  
to 13% of LGB workers.
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Others told us that they were out, just by existing:

“For lots of trans people and transwomen who transition late in 
life, we don’t have a choice. We are out just by existing.”

For transwomen, this has a particular impact on the work they 
are able to do: 

“For trans and gender diverse people who aren’t perceived as cis or can’t pass as cis, that impacts in 
some industries whether you can be customer facing. And I am aware for trans women, because 
the presentation standards for women in general are far more demanding, they have been denied 
being able to work with the customers until they meet a certain standard of appearance.”

Furthermore, the experience of being misgendered by colleagues, whether intentional or not, had a 
negative impact: 

“Even after six years, people still misgender me at work, despite passing 100% as male. There are 
many more people in my workplace who know I’m trans than those I’ve directly told. After six 
years, it’s still a topic of gossip.”

28% of trans/gender 
diverse employees had 

been misgendered  

WHAT IS MISGENDERING?.

Misgendering is using language to refer to a person that is not aligned with how that person 
identifies their own gender or body29. 

Misgendering can be intentional or unintentional, but research suggests that as many as three out 
of five Australians purposely misgender someone as an act of disrespect30.

If you do make a mistake, apologise promptly and move on, it will likely make the person feel 
more uncomfortable if you dwell on the mistake. Try to avoid making the same mistake again.

17.4%

15.2%

4.3%

30.4%

21.7%

8.8%

2.2%

Trans/Gender  
Diverse Workers:

“People at work refer  
to me using gender  
pronouns that match  
those I use for myself”.

Strongly Disagree. 17,4%.

Disagree. 8.8%.

Somewhat Disagree. 2.2%.

Neither Disagree or Agree. 15.2%.

Somewhat Agree. 4.3%.

Agree. 21.7%.

Strongly Agree. 30.4%.

It’s Up to LGBTIQ+ People to Decide When and How to Come Out. 
Participants spoke about the importance of not being outed against their will. This was seen as 
both an invasion of privacy and taking away the agency of LGBTIQ+ people to decide how and when 
they would come out. One participant talked about being outed by a manager to clients:

“One of my bosses intentionally outed me as trans to clients and continued doing it after I told  
her to stop and explained why it’s not okay to do that.”
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Another experienced being outed by a colleague: 

“A colleague of mine outed me to my manager. I then had to go on and explain to them, what it 
meant to be queer and trans.”

One participant suggested that disclosure without consent should be considered a disciplinary matter:

“There should be zero tolerance for outing people without their consent and disciplinary action 
should follow non-consensual disclosures.” (Trans man)

It’s Repetitive. 
“You have to come out again, and again, and again, and again…”

A common theme across all respondents was that coming out isn’t a one-off. In a heteronormative 
world, coming out is something that LGBTIQ+ people do constantly, even multiple times a day:

“My manager asked me about my weekend, what I was doing and who I was doing it with.  
I told her, my girlfriend. I think I was the first person she was close to who was different. It was 
about showing her I’m normal. It helped changed her mind on things and that’s why I came out 
to her. When I moved teams and had those conversations, I thought *sigh*, I have to come out 
again.” (Lesbian woman)

The strain of repeated coming out was evident from a number of respondents: 

“I am a relatively private person by nature however am always open about my sexuality if the 
topic comes up. Having said that, there are occasionally some circumstances where this can be 
uncomfortable, e.g. when people have made assumptions about me having a wife or girlfriend  
and I need to directly explain my partner is a male.” (Gay man)

Respondents also talked about the burden being placed on LGBTIQ+ individuals’ to repeatedly 
counteract heteronormative assumptions: 

“I still feel confronted when new colleagues walk into my office and ask me who the man in the 
picture is with me and whose children’s pics do I have on my wall.” (Gay man)

It Involves Multiple Tactics. 
For many LGBTIQ+ people we spoke with, living authentically every day at work was an 
aspiration rather than a reality. 

Being out at work required a process of ‘social gymnastics’31 in which day-to-day interactions at work 
involved juggling a range of identity management strategies. 

In particular, participants described three strategies32 used to respond to the stigma of being an 
LGB employee – counterfeiting (constructing a false identity), avoiding (avoiding opportunities that 
may reveal their LGB attributes), and integrating (revealing their LGB attributes and managing the 
consequences of being out). Some relied mainly on one strategy, but most drew on all three strategies, 
at different times and with different people. 
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Counterfeiting.

Constructing a false identity. 
 

23% of LGBTIQ+ workers 
make sure they don’t behave 
the way people expect gay, 
lesbian or bisexual people  
to behave. 
 
 
“When I lived in Indonesia I 
created a fake husband who 
had died to avoid talking about 
the fact I am a lesbian.”

“I try and keep my home life 
at home and my work life at 
work (even going by different 
names).”

“I have a daughter and 
sometimes I use her as a 
shield as once I say I have a 
daughter they automatically 
think I’m not gay.”

Avoiding.

Avoiding opportunities that 
may reveal their LGBTIQ+ 
attributes.

21% of LGBTIQ+ workers 
usually remain silent when 
co-workers talk about dates, 
romances, and friendships. 
 

“Being bisexual, I feel I can 
easily omit some parts of 
my sexuality in personal 
conversations with colleagues 
who I am not very close to.”

“My colleagues bring 
their family life into the 
workplace, but I don’t. I find 
I do edit myself in these 
environments.”

“I am more masculine and 
fit a certain (Jock/Rugby) 
stereotype and so people 
assume that I am straight and 
I often don’t correct them.”

Integrating.

Revealing their LGBTIQ+ 
attributes and managing the 
consequences of being out.

47% of LGBTIQ+ workers 
display objects (e.g. 
photographs, magazines, 
symbols) which suggest  
that they are gay/lesbian/
bisexual/queer.

“I do not apologise for who  
I am.”

“I have found my colleagues 
to be very supportive of my 
sexuality. To be honest I 
demand it.”

“I have a photo of my partner 
on my screen saver and I’m 
very open about it at work.”

LGBTIQ+ Workers’ Counterfeiting Strategy.
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LGBTIQ+ Workers’ Avoiding Strategy.

LGBTIQ+ Workers’ Integrating Strategy.
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It Involves Multiple Audiences. LGBTIQ+ workers may also vary how out they are for different 
audiences, varying their strategy according to the employer they work for, or their team, manager, or 
for particular colleagues and/or clients. 

“Sometimes there are levels of coming out depending on if it is small teams or large teams or 
internal or external, or on-shore or off-shore teams.”

The Cultural Factor. For people working with international clients or teams, issues could be complex 
because of different policies in each location as well as cultural and religious norms: 

“The policies in each of our companies around the world are so different, depending on the country 
you are in. Some are very inclusive and proud. Some you do not talk about it at all.”

Some people talked using tactics such as avoiding mentioning the gender of their partner as a way of 
keeping their identity hidden:

“Working in Asia is different from working here; I don’t have any hesitations being out here. Over 
there, I would try to talk about my partner and keep it neutral. It makes it easier.”

“There is an unspoken amount of disclosure you can give depending on the different religious or 
cultures of the people you are talking to.”

While others tried to adapt to the local cultural norms by avoiding any conversation not related to 
business:

“Those of us who work with offshore teams – the Indian team in particular – you have to be quite 
careful about what you admit. It’s easy to cause offence if you talk about anything that is not strictly 
business.”

The Client Factor. People in client and customer-facing roles faced a dilemma about whether or 
not to come out to customers and clients. For one person, it was because of the clients that they 
themselves were comfortable being out:

“I work in community service… and because we work 
with clients with levels of disadvantage, it’s almost an 
expectation that you will be supportive of everyone.”

However, for others the decision was a nerve wracking one:

“There are different levels as to how much you can 
give out. I can give out more information to my work 
colleagues but I hold back more with clients. I always 
think, ‘Will they think less of me?’”

The client factor also played into business decisions about how supportive organisations were of staff:

“During the plebiscite, my organisation had a big client – we are talking about a multi-million-dollar 
client – who has said, ‘If you publicly support marriage equality you will lose our business.”

37% of LGB workers try 
very or somewhat hard to 
keep their identity secret 
with clients or customers, 

compared to just 13%  
with colleagues.
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It’s Calculated – Risks Versus Rewards… 

“Coming out is not all rainbows and flowers, there are consequences…”

Clearly, an evaluation of whether to come out or hide needs to involve ongoing calculated assessments 
of the possible risks versus rewards for LGBTIQ+ workers. It involves constant reading of social 
interactions, weighing decisions about possibility of being discriminated against33, rejected or excluded 
by others, including at work34.

“I am always making calculated decisions about what to say, like if I am having a coffee with a client 
they might ask a question like, ‘Where did you go to school?’ and I have to make a calculated 
decision [as a trans woman], because I went to a boys’ high school, and I have to think about 
whether to answer or evade.”

One respondent told us it can feel like a complex, calculated, nuanced dance, with multiple steps, 
which change based on who you happen to be dancing with at the time:

“The pressure at any given moment to dance around the situation or the conversation. Do you 
avoid it completely or come out again? You become very adept to it. To make sure other people’s 
experiences [of you coming out] are ok, even though you yourself are ok with everything.”

Career Risks. For many, the calculation involved weighing up 
the impact on their career. A number of respondents told us 
that their careers had been impacted or that they had found 
themselves in vulnerable employment situations once they 
were out:

“My boss thinks making direct homophobic statements at off 
site events is funny. On one occasion, he said twice during 
the night that we have diversity and that I ticked all the 
boxes – gay, immigrant-born Australian. I didn’t think it was 
funny but wasn’t empowered to call it out as there would 
be consequences for me in relation to work allocation.”

Social Exclusion Risks. Some participants talked about 
being excluded from social interactions, due to homophobic 
attitudes (and the surprising inclusive support they received 
from leaders): 

“I’m a project manager engineer and one time we had 
a site visit at Port Hedland. It was a remote area and a 
really blokey blue-collar environment. It was tough. I never 
mentioned anything about my partner. But people gossip 
and everyone ended up knowing. Everyone shared a room 
with a colleague except me. I had a room to myself because 
no one was comfortable sharing with me. Eventually my 
boss said, ‘This is ridiculous! We can share.’ People can be 
really supportive like that but still I just didn’t feel welcome.”  
(Gay man)

For others, exclusion could be subtler, and based on gendered-norms of what it means to be a ‘man’:

“Once we went for drink and I got a wine and one guy said to me, ‘So you’re not going to have a 
beer like the other blokes?’’ (Gay man)

23% of LGB employees 
who were not out and 
53% of trans/gender 

diverse employees who 
were not out agreed 
that if they came out 
their career prospects 

would be stifled. 

26% of LGB employees 
who were not out and 
53% of trans/gender 

diverse employees who 
were not out agreed 
that if they came out 

they would be excluded 
from informal networks.
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It Should be a Real Choice. 
In this sense, respondents spoke of the importance of being out at work being a real choice, not a 
constrained choice being made based on fear of negative consequences.

“Some people are gay but don’t participate in any of the LGBTI initiatives we have at work, and 
that’s ok as long as they’re not making that choice because they feel there would be negative 
consequences if they were open and out.”

It’s About the Personal Being Political. 
It was only 20 years ago that homosexuality was finally decriminalised in all Australian states and 
territories35 and just five years ago, that gender identity and intersex status became protected 
attributes in federal anti-discrimination law36. As a result, many LGBTIQ+ people have had negative 
interaction with the law, particularly gay men who have living memory of a time that the law 
criminalised their relationships. This historical discrimination continues to impact on the experiences of 
gay men, even at work:  

“I remember the first time we had a support group meeting, we were paranoid the police would rock 
up to the meeting.” (Gay man)

Legal discrimination has meant that LGBTIQ+ people have had a lot to lose if their identity was 
publically known and many people have lost a lot. In 2016, the NSW Parliament apologised to the 
people who were a part of the first Sydney Mardi Gras for the discrimination they suffered and ongoing 
effects that this has had on their lives37. This cost was highlighted by one participant who spoke of the 
domino effect that being out could have on people simply because of being themselves: 

“There goes your family, there goes your job, there goes your entire life.”

Many more people described to us the experience of losing jobs because of being gay:

“I lost my job three times for being gay. In the … 80s...90s… and 2000s. You can’t shy yourself away 
though. It does make you feel as if you are more disposable.” (Gay man)

“I was made redundant twice, I have been abused.”

This legal discrimination is an ongoing issue for LGBTIQ+ people, which today is prevalent in 
exemptions to anti-discrimination laws that allow some organisations to refuse to hire or terminate 
staff because they are LGBTIQ+. 

It’s About Other Identities as Well. 
LGBTIQ+ people are not a homogeneous group. How each individual experiences being out in the 
workplace is impacted by the intersections of their LGBTQ+ identity, intersex status, and intersections 
of class, cultural background, gender, disability and so on. 

Gender. The intersection between gender and sexuality was particularly complicated for women. 
Some women experienced sexual harassment as a result of being fetishised for their sexuality: 

“Men just tend to get a bit creepy around bisexual women, I find it’s much easier / safer to disclose 
as lesbian.” (Bisexual woman)

“I had sexual overtures that came as a consequence of coming out at work.” (Lesbian woman)
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Others highlighted the difficulty of being a woman in the workforce, and expressed hesitation about 
wanting to add another ‘barrier’ to their progression in the workplace. This issue highlights the ‘double 
jeopardy’38 that LGBTIQ+ women face, where the combination of being a woman, and having a non-
heterosexual identity combine to make it more difficult for them, relative to cisgender-gay-men or 
cisgender-heterosexual-women, to progress in the workplace:  

“I already face barriers as a young woman and think this would be even worse as a queer woman.” 
(Bisexual woman)

Women also faced sexism and misogyny in the workplace, 
highlighted in this quote from a woman who saw her own 
abilities treated differently once she transitioned: 

“My other experience with intersectionality... is being trans 
in the workplace and workplace misogyny, and I often find 
cis women aren’t interested – they’re like, ‘Welcome to 
our world.’ I work in a technical environment. Prior to my 
transition I was always assumed competent until proven 
otherwise and now I am assumed incompetent until proven 
otherwise.” (Trans woman)

Culturally Diverse LGBTIQ+ People. Coming out can mean different things to people from non-
Western cultures. For some people, it’s a barrier to being out, that doesn’t relate to work. 

“It’s not necessarily work that stops me from being out but my own background/culture.”

Other participants talked about how work could be a safe space for people from culturally diverse 
backgrounds to be out, when they weren’t able to be open about their sexuality at home: 

“A lot of intersectional groups came-out during the marriage equality debate, but out at work, while 
still being closeted at home. This person I worked with who was from a Muslim Lebanese cultural 
background would come in to work every day with a smile on her face but once 3pm hit, she would 
have to psych herself up to go home and hide herself all over again. The value of being out at work 
for her was a lot more impactful.”

LGBTIQ+ People with Disability. One respondent described how her sexuality was pathologised in 
the same way her disability was by people without disability: 

“When I am in the Deaf community, acceptance of sexuality is just there. They don’t care. They 
really don’t care. So it can be hard to go back to the hearing community. In the Deaf community, 
it’s just accepted. In the hearing community, it’s like there always has to be a cause and a cure for 
everything and they are like ‘Can’t you just fix it [your sexuality]?’ (Omnisexual woman)

LGBTIQ+ People in Regional Areas. Being outside the city capitals was raised as something that 
could make it difficult for people to be out, and even unsafe: 

“One friend of mine lived in regional NSW and when she came out as middle aged mother she 
stopped being safe in her community – she even had people beat her up. I told her to come and live 
in Sydney where she’d be safer but that’s her home and she wants to stay.”

36% of LGBTIQ+ 
employees who 

identified as a man 
were out to everyone 

compared to only 30% 
of those who identified 

 as a woman.
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Older v Younger LGBTIQ+ People. Historical 
discrimination has a clear impact on the experiences of 
workers from different age groups being out at work. 

“Given my age, 45, I still have some hangovers about not 
openly discussing my male partner until I know someone 
well at work. But I don’t hide it completely. Once they 
know me, they know about Kev (my partner) and I talk 
openly about him/us.”

Staff who have lived through criminalisation and much deeper 
societal stigmatisation were less likely to be out. 

“Older workers in my company who’ve been there for years 
and years and have never been out at work or perhaps 
even in their personal life – they’re going to find it much 
harder to come out at work than workers in their twenties 
or thirties.”

However, some employees also made assumptions on the likelihood of support from colleagues, 
based on their age: 

“I am much more likely to discuss with colleagues around my age, but older colleagues do not seem 
to be as open minded, and as such I hold back from discussing it with them.”

It’s Not Always About Being Out
Increasingly, young people are rejecting the idea of labelling their sexuality or gender identity at all, and 
actually find the idea of coming out limiting. With the increasing visibility of queer relationships, some 
people feel that authentically living your life doesn’t include labelling your identity, or having to explain 
yourself to others. 

“I am me. I am just me. There is no label, but people are so focussed on labels.”

Being out at work  
was very important to  
1 in 2 older LGBTIQ+ 

workers compared to only 
1 in 3 younger LGBTIQ+ 
workers – it was very 

important to 50% of those 
aged 55 and over and 

48% of those aged  
30-54 years but only  
34% of those aged  

under 30 years  

TO UNDERSTAND WHAT IT’S LIKE, FLIP YOUR PERSPECTIVE.

“Have there ever been any heterosexuals that have been out at work? No.”

Many LGBTQ+ people have been asked invasive and inappropriate questions. 
To flip your thinking, try this quiz that a U.S. Professor39 gave students: 

Questions for Heterosexuals.
1. What do you think caused your 

heterosexuality?

2. When did you decide you were a 
heterosexual?

3. Is it possible your heterosexuality is  
just a phase you may grow out of?

4. Why do you insist on flaunting your 
heterosexuality? Why can’t you just be what 
you are and keep quiet about it?

5. Why do you heterosexuals feel compelled to 
seduce others into your lifestyle?

6. Have you considered therapy to change your 
heterosexual tendencies?



32

DCA © 2018 • COMMERCIAL-IN-CONFIDENCE (AVAILABLE TO DCA MEMBERS ONLY)

BEING OUT AT WORK:  
RISKS VERSUS REWARDS. 

CHAPTER SNAPSHOT    

LGBTIQ+ workers told us they make ongoing calculated assessments of the possible risks 
versus the rewards of being out. For trans and gender diverse people, the risks of coming out 
were rated much higher than lesbian, gay or bisexual workers, with 32% of trans and gender 
diverse employees agreeing that they would lose their job if they came out at work compared to 
just 6% of LGB employees.  Employees who were not out were twice as likely to believe that their 
career prospects would be stifled (41% of workers who were not out compared to 20% of workers 
who were out to most) and two and a half times more likely to be concerned they would make 
colleagues uncomfortable around them (70% compared to 24% of workers out to most). The ability 
to be authentic at work was regarded by workers from all LGBTIQ+ groups as being the greatest 
benefit of being out at work. 

“Coming out is not all rainbows and flowers, there are consequences…”

A central theme to emerge in this research was how important it was for LGBTIQ+ workers to be 
able to make a real choice about being out at work, rather than a constrained choice based on fears of 
negative consequences.

 “While I’m really open and feel comfortable being out – I head up the Pride Network – I’m conscious 
that a lot of people in the organisation mustn’t be. Just doing the math – there are about four openly 
gay people in my office and we can’t be the only LGBTI people in an office of 500. Statistically, it 
has to be more like 30 to 50. That’s what concerns me – there must be some people who aren’t 
comfortable to be out.”

The Risks: Social Exclusion and Lost Career Opportunities.
LGBTIQ+ workers told us they make ongoing calculated assessments of the possible risks versus 
rewards of coming out at work, with the risks focusing on adverse impact to their career and to their 
social inclusion at work. 

Social Exclusion Risks. LGBTIQ+ participants were more likely to be concerned about social 
exclusion than career risks. In particular, they were concerned about the risk of colleagues feeling 
uncomfortable around them (37% strongly agreed, agreed or somewhat agreed), being excluded from 
informal networks (29%), people avoiding them (27%), and being harassed (18%). 

Career Risks. Career risks were also of concern with LGBTIQ+ participants being most concerned 
about their career prospects being stifled (23% strongly agreed, agreed or somewhat agreed), not 
being promoted (21%), losing the opportunity to be mentored (14%), and not getting pay rises (12%). 
LGBTIQ+ participants as a group were less likely to be concerned about their career being ruined (9%) 
or losing their job (6%). Having said this, this was a significant concern for trans and gender diverse 
workers and workers who had more than one LGBTIQ+ attribute – 29% of trans/gender diverse 
workers and 26% of multi-group workers agreed that their career would be ruined.
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Trans/Gender Diverse Workers. These career and 
social exclusion risks were significantly more pronounced 
for trans and gender diverse workers. 

Workers with Multiple LGBTIQ+ Attributes. These 
workers experienced ‘double jeopardy’ when it came to 
risks, being twice as likely to be concerned about the risks 
of being out at work. For instance, 24% of workers with 
multiple LGBTIQ+ attributes (e.g. worker who is a lesbian 
and gender diverse) agreed that they would lose their job 
if they came out at work compared to just 6% of LGB 
workers. Similarly, 24% of multiple attribute LGBTIQ+ 
workers agreed they would not get a pay rise if they came 
out at work compared to 12% of LGB workers.

32% of trans/gender diverse 
employees agreed that they 
would lose their job if they 

came out at work compared 
 to just 6% of LGB employees. 

47% of trans/gender diverse 
workers agreed that they 

would be harassed at work  
if they came out compared 

 to 14% of LGB workers.

Career Risks of Coming Out at Work: By Various LGBTIQ+ Groups. 
(% strongly agree, agree, somewhat agree).
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Social Exclusion Risks of Coming Out at Work: By Various LGBTIQ+ Groups. 
(% strongly agree, agree, somewhat agree). 

Out to No One LGBTIQ+ Workers. LGBTIQ+ respondents who were out to no one at work were 
unsurprisingly much more concerned about risks than workers who were out to most. For instance, 
41% of workers who were out to no one agreed that their career prospects would be stifled if they 
came out at work compared to half that many (20%) of workers who were out to most at work (see 
Figure overpage). 
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Career Risks for LGBTIQ+ Workers: Out to No One vs Out to Most. 
(% strongly agree, agree, somewhat agree). 

Social Exclusion Risks for LGBTIQ+ Workers: Out to No One vs Out to Most. 
(% strongly agree, agree, somewhat agree).
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The Rewards: Authenticity.
The ability to be authentic at work was regarded by workers from all LGBTIQ+ groups as being the 
greatest benefit of being out at work. 

LGBTIQ+ Workers’ Rewards of Coming Out at Work.
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BEING OUT AT WORK:  
IT’S IMPORTANT... 

CHAPTER SNAPSHOT    

Being able to disclose is important to all groups, though it is greatest for lesbian workers  
(57% indicated it was very important to them). Sharing their LGBTIQ+ status is less important  
for bisexual workers (25% very important) and workers who are trans/gender diverse  
(26% very important). 
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Personal Importance  
of Being Out at Work

3 ‘Lesbian, Gay and Bisexual Combined’ includes five respondents who were attracted to people of the same sex  
(either exclusively or not) who did not specify a categorical survey response for gender

3
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WHO IS OUT AT WORK?

CHAPTER SNAPSHOT    

While 74% of LGBTIQ+ respondents in our survey told us that it was important to them to be 
able to be out at work, only 32% were out to everyone with whom they work. Lesbians and gay 
men are most likely to be out at work – 37% of lesbians and 38% of gay men were out to everyone 
at work. Least likely to be out to everyone at work were bisexual workers (16%) and workers who 
had more than one LGBTIQ+ attribute (14%) – for example they may be transgender and gay, 
or bisexual and have an intersex variation. Of particular note, workers who are trans or gender 
diverse were most likely to hide their identity – 28% are out to no one at work, compared to only  
4% of LGB workers. 

Although Australian organisations are increasingly developing policies to support 
and include their LGBTIQ+ workforce, our research reveals a sizeable proportion of 
LGBTIQ+ employees are still not comfortable being out at work. 

While 74% of LGBTIQ+ respondents in our survey told us that it was important to them to be able to 
be out at work, only 32% were out to everyone with whom they work.

If LGBTIQ+ workers in our survey  
were 100 people, approximately40:

5 would be out to no one.

25 would be out to some people.

38 would be out to most people.

32 would be out to everyone.

LGBTIQ+ 
Workers Overall 
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Lesbian and Gay Workers 
Lesbians and gay men are most likely to be out at work –  
80% are out to everyone or most people at work, with 37%  
of lesbians and 38% of gay men being out to everyone at work 
(see Figure on page 40). 

Bisexual Workers 
Workers who are bisexual are least likely to be out at work – only 
16% of bisexual people being out to everyone at work. 

Our findings about bisexual respondents echo international 
research41 on the experiences of being out. Bisexual respondents 
offered a range of reasons for their relatively lower levels of 
outness at work. 
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For some, disclosing that they are bisexual while they were dating or partnered with someone of the 
opposite gender wasn’t comfortable:

“I am also in a heterosexual relationship so people assume I am straight and I don’t feel comfortable 
correcting them.”

While for others, it was ‘bi-erasure’, that is, assumptions that all relationships are either homosexual or 
heterosexual that made this a difficult decision to come out to colleagues as bisexual: 

“If you have been known as someone who is in a long term relationship/marriage with one gender 
(in my case same sex), when that relationship breaks down and you start dating alternate genders it 
can be very difficult to be open with colleagues.”

“More education about the erasure of bisexuality – I am currently in a relationship with a member 
of the opposite sex, though I identify largely as lesbian. There seems to be a lack of understanding 
around this.”

As our sample indicates, there is clearly a gendered angle to this, impacting bisexual men and women 
in different ways. For women, experiences of sexual harassment (also detailed above) and gendered 
attitudes towards bisexual women led some bisexual women to conceal that they were bisexual from 
colleagues.  

“Individual attitudes among some (male) colleagues dissuade me from being open about my 
bisexuality in their presence. I think this is more a function of straight male attitudes to bisexual 
women than specific structures in the workplace.”

Conversely, for men, bisexuality can also be a particular barrier to acceptance, not just in the 
workplace, but also in the wider community.

“The reasons behind me not being out at work are the same as the reasons I face in the wider 
community. Bisexual men are not ‘welcomed’, ‘trusted’ or ‘accepted’ as openly as bisexual women, 
lesbians, and gay men.”

Trans and Gender Diverse Workers
Workers who are trans or gender diverse are most likely to be out to no one at work. As detailed 
earlier, gender is a very personal thing for many trans and gender diverse people. Revealing their 
gender history may not be an important part of their identity. 

“I don’t share my transgender history with anyone...be that at home or at work. Since I  
transitioned many years ago my physical and psychological/social gender are entirely matched  
and nobody would have any reason to suspect otherwise. I’m effectively not transgender  
anymore, I’m just male.”

But for some people, having a trans-identity provided a source 
of resilience: 

“Because most trans women don’t pass as cisgender, we 
tend to be very ‘out’ as a defence. It’s about resilience. 
There’s nothing that can be done about the way others 
perceive us. It’s about building resilience in the trans 
person.”

Only 22% of trans or 
gender diverse employees 

are out to everyone at 
work and 28% are out  

 to no one at work.
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A number of respondents highlighted the fact that inclusion for trans and gender diverse people was 
well behind gay and lesbian inclusion, which may be a very relevant factor in rates of disclosure. 

“At the end of the day, trans rights are about 20 years behind gay rights.”

“Trans people are constantly made invisible. Our workplace is a huge support of LBG rights but often 
just completely overlooks trans people.”

Out at Work: Workers 
who are Lesbian, Gay, 
Bisexual, or Trans/
Gender Diverse.

Workers with More Than One LGBTIQ+ Attribute. 
An important and unique component of this research was examining the experiences of people  
with more than one LGBTIQ+ attribute (for example they may be transgender  
and gay, or bisexual and have an intersex variation). 

Only 14% of this group were out to everyone at work – 
compared to 37% of lesbians and 38% of gay men. 

The vast majority of this group were people who identified 
as trans and gender diverse as well as being lesbian, gay or 
bisexual (117 of 127 respondents). 

Our focus group findings suggest their lower rate of disclosure is a function of two factors. Firstly, 
workers who are trans/gender diverse tend to experience more employment-related exclusion 
and discrimination than lesbians, gay men or people who are bisexual. Secondly, having more than 
one LGBTIQ+ attribute created a form of double-jeopardy in which these workers’ gender identity, 
intersex status and/or sexual orientation combined to create ‘double’ the degree of exclusion and 
discrimination. 

“I’m trans and lesbian. Transphobia is a lot more complex and embedded than homophobia.  
People hide it, but you can tell.”
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Out to some people.

Out to most people.

Out to everyone.
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Only 14% of workers with  
more than one LGBTIQ+ 

attribute are out to everyone 
at work and 14% are out  

to no one at work.
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Out at Work to Who? 
LGBTIQ+ workers are most likely to be out to their immediate 
colleagues and least likely to be out to customers and clients. 

For many, the value of being out with colleagues lies in 
enhanced working relationships: 

“It allows you to connect on a deeper level with your 
colleagues, you naturally feel more comfortable working 
with them”

And was also a source of comfort at work: 

“I am truly blessed to work with colleagues and immediate 
manager who are supportive and comfortable with 
my identity and talking about my relationship with my 
husband.” (Gay man)

But extending that disclosure beyond immediate colleagues 
was difficult for some people: 

“My immediate team and colleagues are supportive and 
I have disclosed by sexual orientation on formal data 
however I’m not vocal beyond our team.”

“While some colleagues (I work in healthcare) are great, I am certainly apprehensive to ‘go in’, 
particularly with male colleagues.”

There was a clear distinction, however, between being out to colleagues and out to clients and 
customers. Respondents expressed, fear and uncertainty about potential ramifications: 

“Many of my customers are deeply homophobic which makes being out very hard.”

“I can give out more information to my work colleagues but I hold back more with clients. I always 
think – will they think less of me?”

“The people who know you don’t care. For clients you often think do they need to know, how will 
they react once they know and that uncertainty can be scary.”

Respondents also indicated that they could use different strategies, for example concealing to some 
groups, and not others: 

“Sometimes there are levels of coming out depending on if it is small teams or large team’s client or 
internal. Or on-shore or off-shore teams.”

49% of LGB workers openly 
talk about their identity 

with colleagues, while only 
9% do with clients/ 

 customers or suppliers

22% of trans/gender 
diverse workers openly  
talk about their identity 
with colleagues, while  
half that many do with 
clients/customers (10%)  

 or suppliers (11%). 
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LGB Workers’ Out at Work: To Various Stakeholders.

Trans/Gender Diverse Workers’ Out at Work: To Various Stakeholders.
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WHAT ENABLES  
BEING OUT AT WORK? 

CHAPTER SNAPSHOT    

More than anything else, it is having an inclusive culture that makes LGBTIQ+ people feel  
safe to be themselves at work and able to have a real choice about being out at work.  
An LGBTIQ+ inclusive culture requires genuine and bold leadership, including the preparedness  
to call out homophobia, transphobia, biphobia and intersexism, even if it came from potential 
clients or customers. Policies and strategies that recognise the specific needs of and sometimes  
just the existence of LGBTIQ+ people are also key to enabling LGBTQ+ people to feel comfortable 
about sharing their identity at work.

“There’s more than just putting your brand in rainbow colours.”

“I recall 15-20 years, anti-homophobic posters were displayed around the office. 
It was heartening to know there was someone supporting LGBTI rights whom I 
could contact if I needed it. I’ve never forgotten that day and understand the benefit 
of maintaining similar initiatives/messages of support. It is as relevant today as it 
seemed back then.”

What organisational factors facilitate or enable LGBTIQ+ individuals to come out at work? 

To explore this question, we asked survey respondents how LGBTIQ+ inclusive their organisation 
culture was, what LGBTIQ+ initiatives their organisation had in place, and whether they were out at 
work. We then considered what organisational factors (i.e. organisational culture, organisational activity, 
organisational initiatives) were most strongly correlated with LGBTIQ+ people being out at work. 

It’s More Than Just Policies: Culture is What Counts. 
“I work in an organisation which boasts about inclusion policies they have developed and 

implemented. This is great, but the written policy is where it ends. Much of my workplace, while 
very friendly, is a ‘boys club’ and doesn’t take too kindly to men who are attracted to other men.”

“D&I policies mean nothing if the people in the company don’t believe in those values”

“Our policies are pretty good, but we need more grass roots cultural acceptance.”

More than anything else – it was having an LGBTIQ+ inclusive culture that made LGBTIQ+ people 
feel safe to be themselves at work. Far and away the organisational factor that was most strongly 
correlated with LGBTIQ+ people being out at work was how LGBTIQ+ inclusive their organisational 
culture was. 

• LGBTIQ+ people in highly inclusive cultures were three times as likely as workers in non-inclusive 
cultures to be out to everyone at work – 36% of workers in highly inclusive cultures were out to 
everyone compared to only 12% of workers in non-inclusive cultures.  
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Having an inclusive culture made more of an impact on whether people were out at work than 
whether their organisation had LGBTIQ+ inclusive policies, was highly active in the LGBTIQ+ arena, 
or had implemented a particular LGBTIQ+ initiative such as an Employee Resource Group or an Allies 
Network (see Figure below).  

Non-LGBTIQ+ Inclusive Culture

Highly LGBTIQ+ Inclusive Culture

No Visible LGBTIQ+ Leaders

Visible LGBTIQ+ Leaders

Leaders Do Not Publicly Support

Leaders Do Publicly Support

Non-LGBTIQ+ Inclusive Policies

LGBTIQ+ Inclusive Policies

Low Level of LGBTIQ+ activity

High Level of LGBTIQ+ activity 

20% 30% 40% 50%0% 10%

11.5

36.4

23.6

41.0

25.3

37.4

25.6

38.5 

25.2

37.5

% of LGBTIQ+ Workers who are ‘Out to Everyone’: By Various Organisational Factors.

Genuine Bold Leadership is Critical for Culture.
“I don’t even have to think about [coming out] in my current organisation. The leaders here are so 

supportive of it.”

Leadership was the organisational factor next most strongly correlated with LGBTIQ+ people being 
out at work (after having an LGBTIQ+ inclusive culture).  Survey and focus group findings revealed that 
leadership was required by both leaders who are LGBTIQ+ and leaders who are Allies. 

LGBTIQ+ Leaders. Specifically, ‘having visible LGBTIQ+ people in senior leadership and management 
roles’ was the organisational factor most strongly correlated with LGBTIQ+ people being out at work.  
LGBTIQ+ people in organisations with visible LGBTIQ+ leaders policies were significantly more 
likely than people in organisations no visible LGBTIQ+ leaders to be out to everyone at work – 41% 
of workers in organisations with visible leaders policies were out to everyone compared to 24% of 
workers in organisations with none. 

“Having senior management who are openly LGBTIQ+ makes a big difference. I’m lucky that 
my current workplace has at least four that I can think of off the top of my head. Straight allies 
taking part in events like World AIDS Day and Intersex Awareness Day also makes me feel more 
comfortable being openly gay at work.”

“The company has LGBTI leaders in the leadership team so that makes a big difference. People see 
that. The company also celebrates key dates like Wear It Purple – and almost every single person in 
the office turned up wearing purple!” “It’s great when leaders take a strong position and role model 
acceptance – I like to see out leaders and straight leaders talk about gay people in their lives.”
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Allied Leaders. While visible LGBTIQ+ leaders were important, it’s not enough to rely on LGBTIQ+ 
leaders to do all the work of creating inclusion for LGBTIQ+ staff. Leaders who were not LGBTIQ+ 
themselves could be allies, and such allies were extremely important.  

The organisational factor that was next most strongly correlated with LGBTIQ+ people being out at 
work was senior leaders publicly expressing their support for LGBTIQ+ inclusion. LGBTIQ+ people 
in organisations with leaders who publicly support LGBTIQ+ issues were significantly more likely 
than people in organisations with no such leaders to be out to everyone at work – 38% of workers 
in organisations with supportive leaders were out to everyone compared to 25% of workers in 
organisations with none. 

Such leadership could be incredibly affirming for people: 

“When I came out to the store manager, he did not know what transgender meant. I explained the 
concept to him, and when he understood, he immediately asked what he can do to help me, and 
told me that he would not tolerate any negative behaviour from the other staff in regard to my 
transition. I was impressed that he went from zero knowledge to instantly having my back.” 

Leadership Can’t Be Tokenistic. When we spoke to focus group participants, they revealed that 
it was not enough to just have leaders who made a token gesture every now and then (such as an 
occasional email). Leaders need to show genuine and bold commitment to LGBTIQ+ issues.  

“Genuine support and acceptance by actions that stem beyond the generic emails and speeches 
about diversity and acceptance.”

Genuine Leaders. Participants valued it when leaders demonstrated their genuine commitment 
to LGBTIQ+ issues through displaying visible symbols or connecting with the community over social 
issues: 

“The CEO has a queer flag flying in his office but as far as I know does not identify as LGBTIQ.”

“Our CEO posted a blog post after the attack at the gay disco in Florida last year, sharing his outrage 
and support to the LGBTI community. That was a very effective way of showing that the company 
is tolerant and inclusive.”

Bold Leaders. Participants told us that there was a profound impact from bold leaders, who were 
willing take a stand and to call out homophobia, transphobia, biphobia and intersexism, even if it came 
from potential clients or customers. One participant talked about the way senior leaders responded to 
the potential for backlash during the marriage equality debate:  

“If a customer calls with backlash, we had a script that asked them if they would like to close their 
account.”

Leaders taking a public stand on marriage equality had a really important and profound impact for 
employees during the postal survey in 2017: 

“If my group CEO will back me on marriage equality, will stand beside me and fight for me, I know 
don’t need to filter myself at work.”
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But, Policies Are Still Important.
“The lack of formal policies and procedures, and lack of acknowledgement of LGBTIQ people on 

the diversity pages on the intranet were issues that caused me grief prior to coming out to my 
manager.”

“Just write an inclusive practice policy or a diversity policy that covers LGBTQI people.”

After inclusive culture and visible supportive leadership, having LGBTIQ+ Inclusive Policies/Strategy 
was the organisational factor next most strongly associated with LGBTIQ+ people being out at work. 
LGBTIQ+ people in organisations with LGBTIQ+ inclusive policies were nearly one and a half times 
more likely than people in organisations with no policies to be out to everyone at work – 36% of 
workers in organisations with inclusive policies were out to everyone compared to 25% of workers in 
organisations with none. 

Recognise Our Existence. Policies and strategies that recognised the specific needs of and 
sometimes just the existence of LGBTIQ+ people were key to enabling LGBTQ+ people to feel 
comfortable about sharing their identity at work. 

For some, just having policies that recognised LGBTIQ+ people was a signal that an organisation took 
LGBTIQ+ inclusion seriously, even where organisations were just starting out in their diversity and 
inclusion journey:  

“Have a policy for a start. We are only dealing with gender equality in my business now.”

Gender Transition Policies. For trans and gender diverse people having policies that recognised 
their specific experiences and needs sent a message that the organisation would support them: 

“There is almost no mention of transgender people/gender diversity at all in our policies. A statement 
of support would have meant the world to me when I was contemplating the terrifying prospect of 
transitioning at work – I had no idea how it would go.”

“There is no transition policy at all, so that would be a good start. It would help educate cis people to 
understand trans and gender diversity, and even within the LGBTIQ community.”

“Having some LGBTQ friendly policies in writing is nice, because the likelihood of there being 
another trans person in your workplace is very small, so it’s nice to know that even if you are alone, 
there is support. More importantly, it’s great if you don’t have to ‘out’ yourself in enquiring about 
these policies, but rather that they are freely available.”

Inclusive Family Policies. Furthermore, ensuring policies were inclusive of LGBTIQ+ people’s 
experiences, for example family formation, was important to a number of respondents. 

“Make sure parental leave policies are inclusive of foster care, surrogacy and adoption.” 
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LGBTIQ+ Inclusive HR Policies

Celebrates LGBTIQ+ Days of Significance

Publicly Supportive Senior Leaders

Anti-Discrimination Compliance Training
(LGBTIQ+ relevant content)

LGBTI Employee Network

LGBTI Strategy

Visible LGBTI Senior Leaders

LGBTI Allies/Champion

LGBTI Allies/Champion

Marriage Equality Statement of Support

LGBTI Workplace Inclusion Awareness Training

Participated in Pride in Diversity's Australian
Workplace Equality Index

Inclusion/Transition Policies 
for Gender Diverse Employees

Reports on LGBTI HR-Related Metrics
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MAKE PEOPLE
VISIBLE (BUT NOT

TOO VISIBLE)

TALENT
KEY 1:

INVISIBILITY

TALENT
LOCK 1:

UNDERSTAND
DIVERSITY OF 

LGBTIQ+ PEOPLE

TALENT
KEY 2:

DILUTED
DIVERSITY

TALENT
LOCK 2:

HAVE THE
COURAGE TO

CALL IT

TALENT
KEY 3:

HARASSMENT

TALENT
LOCK 3:

USE WORDS
THAT WORK

TALENT
KEY 4:

LANGUAGE
THAT EXCLUDES

TALENT
LOCK 4:

DISRUPT
ASSUMPTIONS

TALENT
KEY 5:

ASSUMPTIONS

TALENT
LOCK 5:

BE IN IT
TOGETHER

TALENT
KEY 6:

IT WON’T WORK
IF IT’S JUST US

TALENT
LOCK 6:

“There is often a misconception in the  
straight community that ignoring is the same as 
accepting. But pretending not to see a difference  

is choosing not to understand difference, and 
heteronormativity becomes the default.”

“I’m extremely feminine so don’t appear to  
be queer. Everybody always says “WOW!  
You don’t look gay at all!!” And that’s so  

hurtful, because there is no set look.

“My married male boss makes me sick  
the way he talks about lesbians.  

Things like ‘Lesbians are only okay when  
they are in their 20s and slim.’”

“Saying,’ I don’t care if you’re gay, I’ll treat you  
like you’re normal’ sounds accepting to a straight 
person. But I’ve heard that they don’t care about  

my identity and don’t think I am normal.”

“’Are you married?’ is always a difficult question.  
I’ll say, ‘Well I have a partner’, and they’ll say, 

‘What’s her name?’ Then I say, ‘It’s a he actually.’ 
And then there’s an awkward silence.”

“It’s always the same people who have  
to point things out. We need to recognise that  

that burden has to be shared by allies.”

Talent Lock 1.
Invisibility.

Talent Key 1.
Make people visible, 
but not too visible.

Talent Lock 2.
Diluted Diversity

Talent Key 2.
Understand diversity 
of LGBTIQ+ people.

Talent Lock 3.
Harassment.

Talent Key 3.
Have the courage 
to call it.

Talent Lock 4.
Language that 
excludes.

Talent Key 4.
Use words that work.

Talent Lock 5.
Assumptions.

Talent Key 5.
Disrupt Assumptions.

Talent Lock 6.
It won’t work if it’s 
just us.

Talent Key 6.
Be in it together.

How can organisations create inclusive cultures that  
enable real choices about being out at work?

Finding a solution.
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“There is often a misconception in the straight 
community that ignoring is the same as accepting. 
But pretending not to see a difference is expressly 

choosing not to understand difference, and just 
results in heteronormativity becoming the default.”

INVISIBILITY.
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INVISIBILITY..
• More than 40% of LGBTIQ+ respondents worked in organisations where 

LGBTIQ+ people were either not specifically included in HR policies or they 
did not know if they were. Three quarters worked in organisations that did 
not have a specific policy to support trans or gender diverse people through a 
transition or they were not aware if they did. 

• LGBTIQ+ people reported being told to ‘keep it to yourself’, and gay, lesbian 
and bisexual respondents (in particular) talked about working in a culture of 
‘don’t ask, don’t tell’ in relation to their sexuality.

• Invisibility was evident in the way relationships were not mentioned or were 
ignored by colleagues – For example, one person whose engagement was 
dismissed by his colleagues was shortly afterwards asked to contribute to a 
celebration for a heterosexual colleague’s engagement. 

• LGBTIQ+ employees reported feeling invisible and unimportant when 
their organisation ignored events of significance for LGBTIQ+ people (e.g. 
making no comment during the debate on marriage equality) or failed to 
celebrate diversity days for LGBTIQ+ people (e.g. transgender day of visibility, 
international day against homophobia, biphobia and transphobia). 

• LGBTIQ+ people reported feeling acknowledged and valued when their 
organisation displayed visible signs of inclusion such as LGBTIQ+ safe 
signs, rainbow flags, images of non-normative bodies on the intranet, and/or 
LGBTIQ+ pride groups. 
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MAKE PEOPLE VISIBLE (BUT NOT TOO VISIBLE).

• While it’s good to make sure LGBTIQ+ people are visible in your organisation, 
don’t make them too visible. Consult to find the right balance between 
celebrating and welcoming LGBTIQ+ people and shining such a spotlight on 
them that it draws unwelcome attention and they feel uncomfortable or put 
on display for the benefit of the organisation42.

• Be visible in signs – Display signs of inclusion such as rainbow flags, ally 
lanyards, signs that the organisation is LGBTIQ+ welcoming, set up and 
resource employee resource groups (Pride Groups), and hold events to mark 
days such as Wear It Purple, or Pride festivals. But don’t be tokenistic. Ensure 
initiatives are resourced.

• Be visible in policies – Include sexual orientation, gender identity, and intersex 
status in D&I policies, have transition policies and supports in place for staff 
who are trans or gender diverse, ensure your parental leave policies recognise 
LGBTIQ+ people. But don’t be tokenistic. Ensure LGBTIQ+ people are 
consulted about policies and other staff are trained in LGBTIQ+ inclusion.

• Be visible in communications – Use images of a gay dad with kids as part of 
your communication about flexible work, profile lesbians or bisexual female 
leaders, include pictures of non-binary bodies on the intranet. But not too 
visible – if transgender people don’t want others to know their gender history, 
make sure it’s not mentioned.

• Be visible in public – For example, by marching in Mardi Gras or taking a 
public stance on LGBTIQ+ issues such as marriage equality, and make sure 
that stance is backed up by leaders internally and in the public domain.

• Be visible in initiatives – Include sexual orientation, gender identity, and 
intersex status in D&I activities and everyday conversations.

• Tell staff it’s ok to be out at work, including to customers and in different 
geographical locations.

• Build deeper connections with the LGBTIQ+ community even if no one  
is out (yet).

• Make some bathrooms gender neutral, and introduce gender-neutral dress 
codes.

Be visible with LGBTIQ+ celebrations.

“The only thing I would increase is the recognition of pride and celebrating it 
on a local level in the offices. Especially this time of year with Mardi Gras. It 
would be nice to see physical representation of the company supporting the 
community.”

Each August Deloitte celebrates GLOBE month, to coincide with Wear It 
Purple Day. Throughout the month of August, Deloitte runs a multi-faceted 
communication campaign that brings faces, stories and names of Deloitte’s 
LGBTIQ+ employees and allies to the fore. In 2017, this campaign included a 
significant visual poster campaign in all offices – featuring colourful “GLOBE” 
artwork – giving information to LGBTIQ+ employees and also allies. 
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The campaign concluded with packed-out Wear It Purple events all around the 
country where senior leaders, LGBTIQ+ individuals and allies came together to 
talk about the importance of LGBTIQ+ inclusion in the workplace.

The annual QBE Pride Month has a clear purpose: to contribute to an inclusive 
workplace that is safe and supportive for everyone; and create an environment 
where the attributes that make each of us unique are acknowledged, valued 
and celebrated. After a soft launch in 2015, the initiative has become bigger and 
better each year. In 2017, QBE launched an internal campaign, “Bring your selfie 
to work”, which was actively led by both LGBTIQ+ and Ally Leaders and widely 
supported by our people. Through awareness campaigns, educational speakers, 
internal symbols, profiling the lived experiences of LGBTIQ+ people, along with 
celebratory events, the importance of LGBTIQ+ Workplace Inclusion and the role 
each individual can play, remains central to QBE Pride Month’s purpose.

Have senior leaders be visible on marriage equality.

The words and actions of an organisation’s most senior leaders are of the utmost 
importance in terms of organisational cues that allow LGBTIQ+ individuals to 
bring their whole selves to work. The emphasis placed on these words and 
actions is particularly important during challenging times such as the recent 
postal survey on Marriage Equality.

Deloitte’s CEO and executive leadership team were very conscious to set a clear 
expectation that our values of respect and inclusion be upheld by all employees 
during this period. Deloitte’s CEO consulted closely with our LGBTIQ+ Network 
steering committee, who were central to the development and implementation 
of Deloitte’s response to the Marriage Equality Plebiscite and approach taken 
both internally and externally.

Roundtables were held to understand the sensitivities, potential triggers, impacts 
to wellbeing and mental health that could be expected during this difficult period. 
A number of recommendations were made and implemented back to the firm as 
a result of these discussions including:

•  Development of an integrated internal communication campaign focusing on 
maintaining wellbeing and mental health

•  Advising staff of Employee Assistance Programs and other channels available 
for support

•  Advising staff options for special leave if needed

•  Letting staff know of Deloitte-endorsed volunteer activity they could 
participate in during work hours (including volunteering at various Australian 
Marriage Equality retail stores and organising AME calling events in Deloitte 
offices using Deloitte resources)

•  National approach for result day morning teas in all offices, with on-site 
Employee Assistance Program staff available.
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Have visible employee role models.

“You still need visible role models to feel included.”

In addition to visible support from senior leaders and ‘OUT’ role models in 
leadership, Deloitte believes it is important to profile everyday LGBTIQ+ 
employees to show that being out isn’t just a privilege for those few who have 
‘made it’ into senior leadership. At Deloitte’s largest employee Town Hall event 
“State of the Nation” – two LGBTIQ+ individuals shared their stories with 
7,000 staff about being LGBTIQ+ at Deloitte. Filmed at the Opera House and 
Broadcast to nine office locations around the country, the two individuals shared 
bravely and eloquently their individual experiences to a rapturous applause and 
standing ovation. Creating these moments that allow non-LGBTIQ+ individuals 
to empathise on feelings to which they can relate: feelings of being excluded or 
loneliness – made a great difference in our firm’s LGBTIQ+ inclusion journey.

Have visibility across the industry.

“Work could have a more formalised LGBTIQ network or mentoring program 
for the industry.”

500 Queer Scientists is a new visibility campaign for LGBTQ+ people and their 
allies working in STEM and STEM-supporting jobs. The campaign creates forums 
for LGBTQ+ STEM professionals to share their stories and encourage others 
within these fields.43 

Have visibility in public.

The Star Sydney is an Official Supporter of the Sydney Gay & Lesbian Mardi 
Gras, and participates in the Mardi Gras parade, with up to 100 staff members, 
celebrating the diversity of The Star’s workforce and guests. 

Since 2015, The Star has been a Major Partner of Queer Screen, a Sydney-based 
not-for-profit arts and community organisation that showcases quality LGBTI 
screen content through year round film screening and events including Mardi 
Gras Film Festival and Queer Screen Film Fest. 

This provides opportunities for The Star Entertainment Group’s Diversity group, 
Spectrum, to hold social events at special screenings during the festivals, as well 
as run dedicated workshops covering LGBTI issues.

https://www.500queerscientists.com/
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“People mainly talk about sexuality when it  
comes to LGBTIQ+ but we have three issues here – 

sexuality, gender and sex. These are three  
different communities and types of inclusion  

we need to have strategies for.”

DILUTED DIVERSITY.
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DILUTED DIVERSITY.
• Stop only focusing on lesbian, gay and bisexual issues, and overlooking trans 

and gender diverse people, or people with intersex variations (as well as 
people who are or identify with being pansexual, agender, on the aromantic 
and asexual spectrum, queer, omnisexual etc.)

• No more GLANELS (gay and lesbian only panels) – Don’t brand everything as 
LGBTIQ+ if you’re only focusing on one segment of the community.  

• Stop ignoring gender diverse and non-binary people’s experiences. 
Respondents told us that they didn’t see non-binary people represented in 
workplace communications or at leadership level. 

• Stop assuming everyone’s experience of being LGBTIQ+ will be the same. 
LGBTIQ+ women experience ‘double jeopardy’ where their gender and 
LGBTIQ+ status combine to make it more difficult for them in the workplace. 
The experiences of people from culturally diverse backgrounds differ to those 
from non-culturally diverse backgrounds. Bisexual women have different 
experiences to transwomen who identify as heterosexual. 

• Stop assuming people don’t have more than one LGBTQ+ identity. Recognise 
that people with multiple LGBTIQ+ attributes (e.g. trans/gender diverse 
people who are also LGB) can experience double jeopardy. 
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UNDERSTAND DIVERSITY OF LGBTIQ+ PEOPLE.

• Think about LGBTIQ+ inclusion from three separate spheres – sexual 
orientation, gender identity/expression and intersex issues – and devise 
workplace strategies accordingly.  

• But also recognise people may have more than one LGBTIQ+ attribute (e.g. gay 
and have an intersex variation) and more than one strategy might be relevant.

• Learn about all segments of the LGBTIQ+ community – Not just lesbian, gay 
and bisexual people. There are lots of great resources to help understand 
the full spectrum of lived experience for LGBTIQ+ people – for instance, find 
out about different identities44, read up on intersex inclusion45, find out about 
asexuality46, watch this video about transitioning at work47, or organise some 
workplace training on inclusion. 

• Use the acronym correctly – If you organise an event for LGBTIQ+ people 
make sure that you include representation of people from a diversity of 
LGBTIQ+ identities (i.e. not just gay and lesbian people) as part of the event. 
It’s fine to organise something for one section of the community, but if you 
are doing that, make sure you advertise it in that way. 

• Get knowledgeable on gender diversity – To many D&I practitioners ‘gender 
diversity’ refers to the inclusion of women, but to LGBTIQ+ people ‘gender 
diversity’ refers to a wide range of expressions of gender that exist outside 
the binary of man and woman.  

• Recognise the impact of gender – LGBTIQ+ women’s experiences will be 
different to men’s. Create safe spaces for LGBTIQ+ women to support each 
other. 

• Get knowledgeable on LGBTIQ+ history – Homosexuality was only 
decriminalised in all Australian states and territories in 1997. Trans and gender 
diverse people are still fighting for legal recognition across Australia. Therefore, 
older LGBTIQ+ people will have very different experiences to younger people.  

• Use DCA’s definition of diversity to understand how someone’s cultural 
background, disability status, carer status, gender etc. as well as their 
professional identity, may also influence their experiences of being LGBTIQ+. 

Promote a diversity of role models –  
Deloitte’s Outstanding 50 LGBTI Leaders. 

In 2016, Deloitte released Australia’s first list of 50 LGBTI Executives, with the 
purpose of providing visible role models to LGBTI Australians of all ages. The list 
was published in the Australian Financial Review’s BOSS Magazine and featured 
household names such as Alan Joyce, Jennifer Westacott and Michael Ebeid. In 
2018, Deloitte partnered with Google Australia and took an inclusive approach 
to look beyond only executive leaders and provide a wealth of new role models 
including: public sector; government; and small and medium-sized business. The 
second list was published in May 2018, and consciously sought out a diverse 
group of LGBTIQ+ leaders from across the LGBTIQ+ spectrum, from a wide 
variety of cultural backgrounds, ages, genders etc. This conscious targeting 
showed the public how diverse the LGBTIQ+ community really is. The impact of 
these campaigns has been immense, with the combined reach surpassing 
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4 million Australians via traditional print, digital and social media channels. 
Deloitte will continue to profile these role models throughout the year, to help 
and create more inclusive workplaces in every industry, around the country.

Develop resources for trans and gender diverse people

The Victorian Government values diversity and promotes inclusion. It has 
affirmed the right to equality, fairness and decency for LGBTI Victorians and 
is committed to removing discrimination from Victorian laws, services and 
society48. As part of this commitment, the Victorian Department of Premier and 
Cabinet developed Trans@DPC, a resource for trans employees, their managers 
and colleagues who are seeking guidance on transitioning at work.

Create supportive environments for LGBTIQ+ women

Sapphire is an initiative of Pride in Diversity that was developed to generate 
greater awareness of the unique challenges faced by LGBTIQ+ women in the 
workplace.  The Sapphire initiative seeks to provide women with an opportunity 
to openly express and discuss some of these challenges in a safe, non-
confrontational professional environment.

Diversify your panels

“Ensure that every single person from the acronym is represented in events 
you hold. So if it’s a gay and lesbian event, don’t call it an LGBTIQ+ event.”

Adapt the principles of the Male Champions of Change Panel Pledge49 to 
LGBTIQ+ events – if you’re invited to be part of an LGBTIQ+ event, ask who 
else is speaking and ensure that there is a diversity of people who represent 
different lived experiences of gender identity, sexuality, and intersex status, as 
well as cultural backgrounds, ages, disability status etc. 

Diversify your recruitment strategies

The Star Observer is a community owned news organisation serving Australia’s 
LGBTIQ+ community since 1978. To help organisations achieve better workplace 
outcomes for LGBTIQ+ people, Star Observer now has a publication called 
LUXE, which focuses on workplace diversity and inclusion, career options, and 
leadership issues. LUXE offers employers a very easy way to directly reach 
LGBTIQ+ people when they are recruiting.

Diversify your talent pool

“Trans people have undergrad degrees at twice the rate of the general 
community. But our employment levels are terrible. So employ us.”

To improve recruitment of trans and gender diverse people, connect with 
specialist recruitment services like the Trans Employment Program Australia. 
Their purpose is to improve recruitment for trans and gender diverse people, 
through offering services to individuals to assist them with transition in the 
workplace, as well as services for organisations.

http://malechampionsofchange.com/wp-content/uploads/2015/08/MCC107_QuickGuide_2015_V10.0-9.pdf
http://transemploymentprogram.org.au/
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HARASSMENT.

“My married male boss makes me  
quite sick the way he talks about lesbians.  
Things like, ‘Lesbians are only okay when  

they are in their 20s and slim.’”
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HARASSMENT.

“My current employer is an active supporter of LGBTIQ issues.  
However I work with clients who hold homophobic views which can  
make work life difficult as I have to hide who I am.”

• Stop homophobia, transphobia, biphobia and intersexism – Don’t tolerate 
inappropriate comments from managers, clients, or staff. 

• Put a stop to derogatory comments, casual homophobia, and ‘jokes’, 
including comments that might be passed off as ‘boys-club’ banter in male-
dominated work environments.

• Stop sexual harassment – Gay, lesbian and bisexual participants in particular 
recounted numerous experiences of sexual harassment such as being 
taken to strip clubs, being asked inappropriate questions. LGBQ women, 
in particular, reported being propositioned and sexually harassed, that were 
minimised by colleagues because the people were LGBTIQ+. 

• Stop asking sexual questions – It’s not ok to ask someone about their sex life 
just because they are LGBTIQ+. 

• Stop asking inappropriate questions – It’s not ok to ask transgender people if 
they have had surgery. 
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HAVE THE COURAGE TO CALL IT.

• Develop and implement clear guidelines about inappropriate language and 
ensure these are communicated and demonstrated from senior leadership. 
Ensure workplace conversations are respectful at all times, particularly when 
people have differing worldviews.

• Use DCA’s WordsAtWork to develop a Courage to Call It campaign. Calling 
out non-inclusive language can be difficult, but it’s incredibly important. When 
we confront someone about their language, not only are they less likely do it 
again, they are also more likely to change their views on what is appropriate 
behaviour – as are any bystanders50.

• Make complaint processes clear and fair, and ensure complaints are 
investigated appropriately and sensitively.

• Have zero tolerance for sexual harassment and make sure training recognizes 
the experiences of LGBTIQ+ people. 

• Be bold – Take a stance to not serve clients who are homophobic. For 
example, during the marriage equality postal survey one large company had 
a script ready to deal with any potential backlash over the company’s support 
for marriage equality. 

• Be an Upstander – Not a Bystander.  An upstander51 speaks or acts in support 
of an individual or cause, particularly someone who intervenes on behalf of a 
person being attacked or bullied. 

• Train leaders about inclusion, appropriate behaviours, building culture and 
emotional intelligence. 

• Work is not the place to talk about someone’s sexual practices or medical 
history. If you wouldn’t ask the question of a cisgender or heterosexual 
person, don’t ask an LGBTIQ+ person. 

 Develop a Courage to Call It campaign.

“If colleagues would more often call out sexist, racist and homophobic banter, I 
would be more assured that they would openly support me if someone made 
an offensive remark about me.”

DCA’s Words At Work: Building Inclusion through the Power of Language52 
includes tips on developing the courage to call out non-inclusive language in the 
workplace. 

Cut out offensive jokes.

The Australian Human Rights Commission explains that ‘Jokes and banter 
can amount to unlawful discrimination, sexual harassment or racial hatred in 
particular circumstances’. Make sure this is clear in your harassment and bullying 
policies.  

https://www.dca.org.au/research/project/wordsatwork-building-inclusion-through-power-language
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Stop asking inappropriate questions.

“People should educate themselves about what questions are inappropriate to 
ask a trans person – and not ask those questions.”

Check out the ABC’s ‘10-Point Guide to Not Offending Transgender People’53.

Have zero tolerance for sexual harassment.

“I had sexual overtures that came as a consequence of coming out as a  
lesbian woman.”

Ensure that sexual harassment training includes examples of sexual harassment 
of LGBTIQ+ people so that the message is clear that it will not be tolerated 
towards anyone.

Update your complaint policies.

RMIT’s Diversity and Inclusion: Diverse Genders, Sexes and Sexualities Action 
Plan54 sets out guidelines on how to review and improve bullying, discrimination, 
harassment and complaints policies and procedures, specifically in relation to 
LGBTIQ+ people: 

• Audit and update procedures for legal compliance and diverse genders, sexes 
and sexualities inclusion

• Provide training and support for those involved in complaint resolution, and

• Monitor complaints and use to inform work.

http://www.abc.net.au/news/2016-04-15/a-ten-point-guide-to-not-offending-transgender-people/7326584
http://mams.rmit.edu.au/ffhiswwdt8gmz.pdf
http://mams.rmit.edu.au/ffhiswwdt8gmz.pdf
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“Terms such as ‘Oh I don’t care if you’re gay,  
I’ll treat you like you’re normal.’ To a straight 

person this sounds accepting. As a gay woman, 
I’ve heard that they both don’t care about my 
queer identity and don’t think I am normal.”

LANGUAGE  
THAT EXCLUDES.
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LANGUAGE THAT EXCLUDES.
• Over and over again, respondents reported hearing and seeing non-inclusive 

language that alienated and excluded them – For example, women being 
asked about their “husband” and men about their “wife” rather than partner. 

• Stop misgendering – For trans and gender diverse people, misgendering was 
a consistent obstacle to feeling included, whether intentional or unintentional 
it still had a very negative impact on those affected. Misgendering is also 
associated with lower job satisfaction and higher discrimination against trans 
employees55. 

• Participants reported hearing the phrase “that’s gay” to describe something 
negative. 

• Terms like “cultural fit” exclude LGBTIQ+ people because cultural fit is often 
used to mean “not like me [heterosexual and cisgender]”.  
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USE WORDS THAT WORK.

• Check out DCA’s Words at Work that provides guidance on inclusive 
language. Learn to recognise and avoid heteronormativity and understand the 
impact that heteronormative language can have on people at work. 

• Challenge yourself to be open to new ideas about language. Trust people with 
lived experience. Language is constantly evolving and it’s ok to get something 
wrong. If you make a mistake, apologise and move on. 

• When you’re talking to colleagues, try asking about their “partner” instead of 
“husband” or “wife”. 

• Use resources developed by peak groups such as ACON, the LGBTI Health 
Alliance and others to better understand inclusive language for trans and 
gender diverse people – for example,  ACON’s Language Guide To Trans 
and Gender Diverse Inclusion56, or the National LGBTI Health Alliance’s 
Information Sheet inclusive language guide, Respecting People of Intersex, 
Trans and Gender Diverse Experience57.

• Learn about why misgendering can be so damaging to trans and gender 
diverse people. 

• Use the correct pronouns! If you’re not sure which pronouns to use, ask the 
person, but make sure to do so privately and respectfully. 

• Review your workplace forms to ensure they are inclusive. Think about 
whether you need to ask about gender on forms, and make sure to include an 
option for people who don’t identify as male or female. 

Follow DCA’s 5 steps to inclusive language.

1. Context matters: Language that may be fine outside of work can be non-
inclusive at work. Sometimes people can use terms about themselves or their 
friends that are not appropriate for others to use about someone in a work 
context. 

2. Keep an open mind: Be open to changing what you have always thought is 
‘normal’, respectful and appropriate to say. You don’t have to be perfect – just be 
willing to learn.

3. If in doubt, ask: If you’re not sure what terminology someone prefers, just 
ask them! Ask the person or contact organisations that make up and represent 
given diversity groups.

4. Focus on the person: Focus on the person first, rather than the demographic 
group they belong to.  Only refer to an individual’s age, cultural background, 
gender etc. if it is relevant.

5. Keep calm and respond: Sometimes our unconscious biases mean we can 
say things that exclude others – even when we do not intend to.

https://www.acon.org.au/wp-content/uploads/2017/11/External_Language-Guide-17396_print_V12A.pdf
https://www.acon.org.au/wp-content/uploads/2017/11/External_Language-Guide-17396_print_V12A.pdf
https://lgbtihealth.org.au/sites/default/files/Alliance%20Health%20Information%20Sheet%20Inclusive%20Language%20Guide%20on%20Intersex%2C%20Trans%20and%20Gender%20Diversity_0.pdf
https://lgbtihealth.org.au/sites/default/files/Alliance%20Health%20Information%20Sheet%20Inclusive%20Language%20Guide%20on%20Intersex%2C%20Trans%20and%20Gender%20Diversity_0.pdf
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Stop misgendering.

“Stop misgendering me and other trans people, even if it is unintentional.”

Misgendering is using language to refer to a person that is not aligned with how 
that person identifies their own gender or body58. 

Misgendering can be intentional or unintentional, but research suggests that 
as many as 3 out of 5 Australians purposely misgender someone as an act of 
disrespect59.

If you do make a mistake, apologise promptly and move on, it will likely make the 
person feel more uncomfortable if you dwell on the mistake. Try to avoid making 
the same mistake again.

Learn about pronouns.

“Just use gender pronouns that match my gender identity.”

Most but not all intersex people and trans people who identify as women prefer 
being described as ‘she’. Most but not all intersex people and trans people who 
identify as men prefer to be described as ‘he’. Some people who identify as 
women or men may prefer to be described using only their first name instead of 
a gendered pronoun. We can ask people directly how they wish to be described. 
We can respect the dignity of each individual by respecting that person’s wishes 
regarding use or non-use of pronouns. Ask privately whenever possible to 
reduce discomfort60.

Review your workplace forms.

Often, collecting information about someone’s gender is unnecessary. Always 
start by asking yourself ‘is this really necessary’? If the answer is ‘yes’ then the 
best option is to be inclusive, make sure to include an option for people who 
don’t identify as male or female. Try using phrases like “self-described” rather 
than “other”.  Have a look at this excellent guide from Pride in Diversity, Let’s 
Talk Gender 61.

http://www.prideinclusionprograms.com.au/publication/lets-talk-gender/
http://www.prideinclusionprograms.com.au/publication/lets-talk-gender/
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ASSUMPTIONS.

“’Are you married?’ As a gay man, it’s always 
a difficult question. It typically goes along the 
lines of, ‘Well I have a partner’, and then they 

say, ‘What’s her name?’ and then I say, ‘It’s a he 
actually.’ And then there’s an awkward silence.”
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ASSUMPTIONS.
“I’m extremely feminine, so I don’t appear to be queer whatsoever. Everybody 

always says, ‘WOW! I had no idea! You don’t look gay at all!!’ But that’s so 
hurtful, because there is no set look.”

• Don’t assume heterosexuality – The assumption that everyone is straight 
can be frustrating and difficult for LGBTIQ+ people, requiring them to come 
out over and over again. For people who were bisexual, this assumption 
was particularly difficult if they were dating someone of a different gender to 
themselves. 

• Don’t just assume someone is LGBTIQ+ because of how they look. 

• Don’t assume gender refers only to men and women: this erases the 
experience of non-binary and gender diverse people. 

• Don’t assume that homosexuality, bisexuality and pansexuality is just about 
sex. Comments about sexual activity and sexually explicit comments are not 
ok because someone identifies as LGBTIQ+. 

• Don’t assume it’s ok to ‘out’ someone – A number of participants, particularly 
trans people, spoke about the impact that being outed by colleagues and 
managers had on them. 

• Don’t make assumptions on people’s capabilities based on their gender, 
sexuality, or presentation. Being gay doesn’t make men only suited to 
‘emotionally-based’ tasks. 
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DISRUPT ASSUMPTIONS.
“I’ve noticed that when I talk with HR or other admin who don’t know me, 

they assume that I am straight – so if I say (for example) “Can I bring my 
partner?” they will say, “Yes he can come” etc. There is a presumption  
about heterosexuality. It isn’t very welcoming.”

• Encourage staff to get to know their colleagues as individuals, whose sexual 
orientation and gender identity is just one part of who they are as a person, 
and so may or may not influence how they would like to be treated.

• Disrupt assumptions through LGBTIQ+ awareness training. Make sure 
training sessions include people who are non-LGBTIQ+. But don’t assume, 
for example, that just because someone is gay or lesbian they understand the 
experiences of trans and gender diverse people, or even people who are bi or 
pansexual. 

• Disrupt assumptions by asking questions in an inclusive way – For example, 
instead of asking a man if he has a girlfriend or wife, try asking if he has a 
partner, and make sure workplace events include ‘partners’ not just ‘husband’ 
or ‘wife’. 

• Disrupt heteronormativity and heterosexism in policies and everyday 
conversations – Heteronormativity is viewing heterosexuality as the ‘normal’ 
or preferred sexual orientation, rather than one of many possibilities. 
Heterosexism is prejudiced attitudes or discriminatory practices against 
people who aren’t heterosexual. In the workplace, this can manifest in 
policies or practices that don’t recognise same-sex partners, or workplace 
conversations that exclude LGBTIQ+ parents by assuming LGBTIQ+ people 
don’t have children.

• Heteronormativity also gives fixed gender roles to men and women, and 
results in stereotypes about the type of work than they are most suited 
to (e.g. women are better carers, and men are stronger), limiting the 
opportunities for everyone in the workplace. Try disrupting assumptions about 
the type of work that men and women do to create a more equal workplace 
for everyone. 

• Never ‘out’ someone without their permission. 

Disrupt assumptions by changing how you ask questions.

Always using the terms ‘husband’ and ‘wife’ can reinforce the idea that people 
are always in heterosexual relationships (e.g. asking a male employee “So what 
does your wife do?”). The words ‘partner’ or ‘spouse’ can be used to include 
everyone. In the same way, always referring to ‘mum and dad’ can make many 
families feel excluded – including families headed by same-sex couples, single 
parent families and non-binary or gender diverse parents. Instead, try referring to 
‘parents’ or ‘carers’.
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Disrupt assumptions through training.

As the leading employer support program for LGBTI workplace inclusion,  
Pride in Diversity offers training and consulting services to assist organisations 
with all aspects of LGBTI workplace inclusion (e.g. LGBTI Awareness, LGBTI 
Ally Training, Employee Network Group Training, Training for HR Staff, Contact 
Officers, Diversity Teams and Executives).

Disrupt assumptions in your policies.

In recognition that families come in all shapes and sizes, Medibank updated their 
parental leave policies to support all parents, including adoptive parents, foster 
parents, kinship arrangements, surrogacy situations and same-sex couples62. 
Medibank wanted to ensure that employees had access to a flexible suite of 
options for employees caring for children, and encourage both parents to take an 
active role in childcare.

Navigate assumptions through building relationships – 
Deloitte’s LGBTIQ+ Mentoring Program. 

In 2017 Deloitte launched a national LGBTIQ+ mentoring program, where a more 
junior LGBTIQ+ staff member is mentored by a more senior LGBTIQ+ manager, 
director or partner. As opposed to more traditional professional development 
mentoring programs, the purpose of the GLOBE mentoring program is for 
the more senior manager to share their own experience in being LGBTIQ+ in 
the workplace, to help the more junior employee navigate some of the more 
common challenges they may face and also provide introduction and access to 
LGBTIQ+ friendly professional networks and/or events. After a successful 2017 
pilot program, Deloitte formally launched the national GLOBE mentoring program 
in 2018.

http://www.prideinclusionprograms.com.au/
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IT WON’T WORK  
IF IT’S JUST US. 

“One of the biggest burdens that falls  
on the LGBT minority is the need to educate,  
or shut up and put up. It would be a relief if  

people from the majority could do this for us.”
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IT WON’T WORK IF IT’S JUST US.
“It’s always the same people who have to point things out. We need to 

recognise that that burden has to be shared by allies.”

• Don’t ask LGBTIQ+ people to do all the work on LGBTIQ+ inclusion by 
themselves. Participants told us how exhausting it could be when they were 
constantly the person called on for any LGBTIQ+ related advocacy at work – 
From simple things like approving the Mardi Gras tweet to being the person 
constantly called on to speak at events.

• Don’t leave the burden of role modelling to LGBTIQ+ people. Respect should 
be an organisational value, not left up to LGBTIQ+ people only. 

• Don’t leave calling out inappropriate behaviour to LGBTIQ+ people alone. If 
LGBTIQ+ people are always the ones to call out inappropriate language and 
behaviour it can become exhausting, and they can feel like ‘troublemakers’. 
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BE IN IT TOGETHER.
“There is a serious lack of education and awareness that not everyone is the 

same. It is not right that those who choose to be out then become somewhat 
of a guinea pig and an educator for the rest of the workforce. Some people 
just want to exist and not be the point of reference.”

• Develop active and equal partnerships between LGBTIQ+ and non-LGBTIQ+ 
allies that ensure a balance between ‘nothing about us without us’ and 
always relying on LGBTIQ+ people to do the work on inclusion. 

• Allies should include senior leaders who will speak out in support of LGBTIQ+ 
people and issues that affect them (but don’t force them to, it needs to be 
genuine).

• Good allies are well informed and committed – Encourage non-LGBTIQ+ 
people to attend LGBTIQ+ events and training. 

• Good allies are visible allies – Over and over again, respondents told us that 
being able to see visible signs of inclusion in the workplace made them feel 
safer, more comfortable and able to perform better at work. Simple things like 
rainbow flags, lanyards, stickers, socks and shoelaces sent a message that 
LGBTIQ+ people were supported, and literally brightened LGBTIQ+ people’s 
day. Pride in Diversity offers a range of products for allies to show their 
support. Check out: http://www.prideinclusionprograms.com.au/shop/

• Make sure Pride networks are open to allies – Pride networks can be an 
important space for LGBTIQ+ colleagues to network together in a safe 
and non-judgmental space. But allies can and should be part of events and 
activities. Some organisations have allies as part of their Pride groups, others 
have allied events, other still have Ally networks. See what works in your 
organisation and with your level of organisational maturity. 

• Encourage ‘out’ senior leadership – Having ‘out’ leaders is an important 
component of inclusive organisations. To ensure that the burden of role 
modelling isn’t always on LGBTIQ+ people, organisations should also 
promote active and equal partnerships with allies. 

Partner with allied leaders.

Deloitte’s CEO, Cindy Hook, is the executive sponsor of Deloitte’s LGBTIQ+ 
network and leadership forum – “GLOBE”. Through CEO support and 
leadership, Deloitte has significantly expanded its work on LGBTIQ+ inclusion. 
Cindy has also championed and encouraged other senior leaders to step up 
and stand behind the firm’s LGBTIQ employees – with the firm releasing a film 
featuring the Deloitte executive and office managing partners talking about the 
importance of LGBTI inclusion. She has also ensured that LGBTIQ inclusion 
is prominent in the firm’s wider inclusion strategy by ensuring equal time and 
representation at significant employee events such as the firm’s twice-yearly 
State of the Nation and annual partner conference.  

http://www.prideinclusionprograms.com.au/shop/
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Partner with community.

QBE actively supports LGBTIQ+ people in the community through external 
partnerships. Through our long-standing partnership with the Sydney Swans, 
we support the annual Pride Game, which was recently heralded at the LGBTI 
Awards, as well as their float at the 2018 Mardi Gras. We have collaborated 
with our ‘neighbours’ in our Park St premises to co-host events and the QBE 
Foundation enabled four at-risk students to continue their undergraduate 
studies through its support of the Pinnacle Foundation’s mentoring program for 
LGBTIQ+ students. 

Create partnerships across industry.

Recently Alcoa hosted Perth’s first LGBTI Inclusion Best Practice Forum at 
the Chamber of Minerals and Energy and in Perth shared their LGBTI inclusion 
journey with industry peers63. A Refinery Manager shared his personal journey 
in embracing inclusion, including his role sponsoring and being global co-Chair of 
Alcoa’s LGBTI action group, EAGLE (Employees for Alcoa Gay Lesbian Equality).  
The Forum, attended by Shell, Woodside, Newmont Mining, Worley Parsons 
and other organisations committed to inclusion, discussed the business case for 
being an LGBTI inclusive workplace. The group highlighted shift work, remote 
locations and mindset as the key challenges to establishing support for inclusive 
workplace practices. 

Help allies get knowledgeable.

The Department of Human Services has an LGBTI Yammer Group that provides 
a safe environment for staff to connect and support each other. There is also an 
LGBTI Inclusion e-learning package called ESSentials that explains the LGBTI 
acronym and the unique challenges faced by the LGBTI community.

Make your allies visible.

LendLease (UK) issued one thousand multi-coloured laces to its building sites 
across the UK to encourage workers to lace their boots with rainbow colours in 
support of an inclusive and diverse workforce.

Connect allies.

The Aurizon LGBTIQ and Allies Network, ‘ALLin’, has over 400 members and 
this is growing64. ALLin has local leads in many Aurizon worksites and an active 
Steering Committee delivering on Aurizon’s LGBTIQ Inclusion Strategy. ALLin 
helps Aurizon foster a culture of acceptance and inclusion of LGBTIQ individuals. 
The network does this through social events, educational opportunities, 
community support and outreach, and ensuring that Aurizon’s workplace policies 
are inclusive and equitable.

https://www.humanservices.gov.au/sites/default/files/8378-1609en.pdf
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An important and unique contribution of this 
research was examining the experiences of workers 
with more than one LGBTIQ+ attribute (for example 
they may be transgender and gay, or bisexual and 
have an intersex variation). 

Research to date has mostly looked at the experiences of gay men and lesbians, with limited focus on 
the experiences of bisexual, trans and intersex people and workers who may have multiple intersecting 
LGBTIQ+ attributes (e.g. lesbian transwomen). 

Of the 8% of Australian LGBTIQ+ workers who had multiple LGBTIQ+ attributes, the vast majority 
were people who identified as trans and gender diverse as well as being lesbian, gay or bisexual  
(117 of 127 respondents). 

Less Likely to Be Out at Work.
LGBTIQ+ workers who had multiple LGBTIQ+ attributes were less likely to be out at work –  
only 14% of this group were out to everyone at work compared to 37% of lesbians and 38%  
of gay men. 

A UNIQUE SNAPSHOT:
WORKERS WITH MULTIPLE LGBTIQ+ ATTRIBUTES.

8% of LGBTIQ+ workers we 
surveyed had more than  
one LGBTIQ+ attribute.

14.2%

44.1%

14.2%

27.5%

Workers With  
More Than One 
LGBTIQ+ Attribute..

Out to No One

Out to Some

Out to Most

Out to Everyone

Our survey and focus group findings suggest their lower rate of disclosure is a function of workers 
with multiple LGBTIQ+ attributes mainly consisting of people who are lesbian, gay or bisexual and 
trans and gender diverse (92% of the multi-attribute LGBTIQ+ workers we surveyed).  
These participants told us… 

Greater discrimination. They experience more employment-related exclusion and discrimination 
than lesbians, gay men or people who are bisexual. 

Double jeopardy. That having more than one LGBTIQ+ attribute created a form of double-jeopardy 
in which these workers’ gender identity, intersex status and/or sexual orientation combined to create 
‘double’ the degree of exclusion and discrimination. This was certainly borne out by the survey findings 
that showed that multi-LGBTIQ+ attribute participants were twice as concerned about the risks of 
coming out as LGB workers (see Figure on page 75).  
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Less Important To Be Out at Work.
It was less important for workers with multiple LGBTIQ+ attributes to be out at work – only 28% 
of these workers stated that it was very important to them compared to 44% of LGBTIQ+ workers 
overall (57% of lesbian, 47% of gay, and 26% of trans and gender diverse workers). 

28.3%

39.4%

8.7% 1.6%

22.0%

Personal Importance of  
Being Out at Work:  
Workers Who Have More  
Than One LGBTIQ+ Attribute.

Risks of ‘Double Jeopardy’.
These workers experienced ‘double jeopardy’ when it came to risks, being in many cases twice as 
likely to be concerned about the risks of being out at work. For instance, 24% of workers with multiple 
LGBTIQ+ attributes agreed that they would lose their job if they came out at work compared to just 
6% of LGB workers. Similarly, 49% of multiple attribute LGBTIQ+ workers agreed that people would 
avoid them if they came out at work compared to 25% of LGB workers (see Figure below).

People would avoid me

I would be harassed

I would not get a pay rise

I would lose my job

20% 30% 40% 50% 60%0% 10%

LGB Workers Multi-Attribute LGBTIQ+ Workers

23.6

49.0

13.6

41.6

6.0

23.2

11.7

24.0

Risks of Being Out at Work: Multi-Attribute LGBTIQ+ Workers vs LGB Workers..

Very Important

Somewhat Important

Neither

Somewhat Unimportant

Very Unimportant
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GLOSSARY
65

. 

Aromantic: A person who does not experience romantic attraction.

Asexual: Someone who does not experience sexual attraction. 

Bisexual: Someone attracted to people of the same gender or opposite gender. We have used the 
term ‘bisexual’ in this report, but we include in this group people who would also self-describe as 
pansexual. 

Cisgender: A term used to describe people who identify their gender as the same as what was 
assigned to them at birth (male or female). ‘Cis’ is a Latin term meaning ‘on the same side as’. 

Gay: A man sexually attracted to other men. 

Heteronormativity: A worldview that promotes heterosexuality as the ‘normal’ or preferred sexual 
orientation rather than one of many possibilities. Often in combination with heterosexism (which can 
be defined as prejudiced attitudes or discriminatory practices against homosexuals by heterosexuals). 
Heteronormative worldviews also usually ascribe fixed gender roles to men and women, and view 
gender as binary. 

Intersex: Intersex is a term for people born with atypical physical sex characteristics. There are many 
different intersex traits or variations including genetic, hormonal or physical characteristics that are not 
exclusively ‘male’ or ‘female’.  Intersex people may identify as either men, women or non-binary. 

Lesbian: A woman sexually attracted to other women.

Pansexual: Someone attracted to people of diverse genders, and gender identities.  

Plus +: For the purposes of this report, the + refers to people who fall within the broad identities 
described above, but don’t identify with these labels. We understand that language is often 
contentious, and that there are some people we have not included. We acknowledge that any one 
“label” or description cannot adequately define the rich diversity within our community. Our intention 
is to be as succinct as we can with our words, but inclusive of all.

Queer: A term used to describe a range of sexual orientations and gender identities. Although 
once used as a derogatory term, the term queer now encapsulates political ideas of resistance to 
heteronormativity and homonormativity and is often used as an umbrella term to describe the full 
range of LGBTIQ+ identities. We use the term ‘queer’ to refer to lesbian, gay, bisexual and pansexual 
respondents. 

Transgender / Trans / Gender Diverse: These are umbrella terms that describe people who identify 
their gender as different to what was assigned to them at birth. Some trans people position ‘being 
trans’ as a history or experience, rather than an identity, and consider their gender identity as simply 
being female, male or a non-binary identity. Some connect strongly with their trans experience. The 
processes of transition may or may not be part of a trans or gender diverse person’s life.
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APPENDIX A:
RESEARCH METHODOLOGY. 

This project focused on investigating the following two research questions:
Why do LGBTIQ+ individuals share or conceal their LGBTIQ+ identity or status  
at work?

What can Australian organisations do to make their workplace a safe and inclusive 
place for LGBTIQ+ workers to be themselves?

Three sources of evidence were drawn upon, namely industry and academic 
research, an online survey, and think tanks. 

Industry & Academic Research. 

We conducted an extensive review of international and national academic and industry research to 
establish what it tells us about coming out decisions, the impact of concealing identity, and LGBTIQ+ 
workplace inclusion. The findings were drawn upon to develop the online survey, as well as to inform 
questions for the Think Tanks and interviews. 

Online Survey.

We conducted an online survey to provide LGBTIQ+ workers from a diversity of backgrounds with the 
opportunity to offer their insights into being out at work.

Survey. Questions were structured around four areas: (i) About You (i.e. demographics including sexual 
orientation and gender identity; (ii) Managing Your LGBTQ+ Identity and/or Intersex Variation at Work; 
(iii) Costs and Benefits of Being Out at Work; and (iv) Work and Personal Outcomes. A distinctive 
aspect of this research was that it allowed LGBTIQ+ people to identify multiple and intersecting 
attributes. Our sample was therefore inclusive of people with multiple LGBTIQ+ attributes, who 
constitute a significant portion of our sample (7.9%, n=127). Questions were developed in consultation 
with experts in the field, LGBTIQ+ workers, and LGBTIQ+ community groups to understand the 
factors that may hinder or facilitate coming out. 

Scales. Academic scales were used to measure the prevalence of disclosure, how respondents 
managed their LGBTQ identity or intersex variation at work, identity expression, compartmentalisation 
of work and non-work lives, the perceived costs and benefits of disclosing respondents’ LGBTQ+ 
identity or intersex variation at work. The scales included: Ragins and Cornwell’s Disclosure Scale66; Day 
and Schoenrade’s Disclosure in the Workplace Scale67; Button’s Identity Management Strategies Scale 
(modified)68; Martinez et al.’s Relational Authenticity for Transgender Employees Scale69; Rosenmann 
and Safir’s Identity Compartmentalization Scale70; Ragins et al.’s Perceived Risk of Disclosure Scale 
(modified)71; Button’s LGBTI-Inclusion Climate Scale (modified)72; Ware et al.’s Short-Form Health Survey 
Scale (modified)73; and Schaufeli et al.’s Short-Form Work Engagement Scale (modified)74. 

Sample. The survey was administered using a non-probability/convenience sampling method. Online 
sampling is an established method in reaching out to and recruiting respondents from hard to reach 
and stigmatised groups such as LGBT people75. The survey was distributed through DCA’s member 
email distribution list, trusted social media groups for LGBTIQ+ people, sponsor employee resource 
groups, community groups and the Star Observer. Findings are based on the responses from 1614 
LGBTIQ+ workers based in Australia who completed the survey (see Appendix C for Survey Sample 
Characteristics). 
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Statistical Analysis. SPSS software was used to run a series of cross-tabs (contingency tables) to 
identify possible differences in responses. For each contingency table, a chi-squared statistic was 
calculated to determine whether there was an association between the two variables at the 95% 
confidence level. For contingency tables considered statistically significant, adjusted standardised 
residuals greater (in absolute size) than +/-1.96 were examined to determine what was driving the 
association. Where sample size allowed we present survey findings for LGBTIQ+ respondents as a 
group, as well as particular employee segments within this (e.g. culturally diverse LGBTIQ+ workers, 
LGBTIQ+ workers with a disability etc.)  

Variable Creation. For analytical purposes, we created the following variables from survey items: 

− Highly Inclusive Versus Non-Inclusive Organisational Culture – Respondents completed four 
items relating to LGBTIQ+ organisational inclusion. Each respondent’s responses were used to 
create a composite score out of 7 (where 1 = no inclusion, 4 = neutral, and 7 = high inclusion). 
Respondents in Highly Inclusive Cultures were those who had a composite score of 5 or over out of 
7.  Respondents in Non-Inclusive Cultures were those with a composite score of less than 4. 

− High Activity Versus Low Organisational Activity – High Activity organisations were those where 
respondents indicated their organisation had implemented at least nine of a list of 14 LGBTIQ+ 
initiatives (adapted from Pride in Diversity’s Australian Workplace Equality Index). Low Activity 
organisations were those where the respondent indicated their organisation had implemented less 
than four LGBTIQ+ initiatives. ‘Don’t know/not sure’ responses were excluded from consideration. 

− Yes My Organisation Has Implemented this LGBTIQ+ Initiative – ‘Yes’ respondents had indicated 
that their organisation had implemented a given initiative, while ‘No’ respondents were those who 
had indicated either ‘No’ or ‘Don’t Know’.

− Out to All Versus Not Out to All – Out to All workers indicated this on the survey, while Not Out to 
All workers indicated that they were Out to Most, Out to Some or Out to No One. 

Limitations. Previous studies have shown that online research produces results which are at least 
as accurate (and sometimes more accurate) than telephone research. However, a benefit of this 
approach is the removal of any interviewer bias that may come into play when discussing sensitive 
issues. Online surveys also have the advantage of allowing people to respond at their own pace, giving 
them enough time to properly consider important and complex issues. However, it is possible that 
this methodology over-samples the computer literate population that on average may be more highly 
educated than the general population of workers.

Think Tanks. 

We held Think Tanks to build a deep understanding of the barriers to and enablers of LGBTIQ+ workers 
feeling comfortable to be out at work if they choose. 

Think Tank Sample. We facilitated two Think Tanks with over 60 participants from a range of LGBTQ+ 
identities, organisations, industry sectors, organisational levels, and backgrounds. We shared the 
Think Tank invitation through DCA’s member email distribution list, trusted social media channels and 
sponsor employee resource groups.  

Format. Think Tanks were structured around three main questions: (i) What does being out at work 
mean to you? (ii) What has been your experience of being out at work? and (iii) What can organisations 
do to enable LGBTIQ+ employees to feel able to be their authentic selves at work?

Analysis. Thematic analysis was conducted on the Think Tank data. 
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APPENDIX b: 
OUR SURVEY SAMPLE. 

Our Overall Sample of  
LGBTIQ+ People

 (n=1614).

People who are Lesbian, Gay,  
Trans and Gender Diverse,

OR have an Intersex Variation (LGBTIQ+)
(Single Attribute)

 (n=1487).

People who have a combination  
of LGBTQ+ attributes

and/or have an Intersex Variation
(Multiple Attributes)

 (n=127).

LGB people who did 
not specify gender

 (n=5).

Lesbian women
 (n=425).

Gay men
 (n=739).

Bisexual  
men and women

 (n=268).

People who are LGB AND  
Trans/Gender Diverse

(2 attributes)
 (n=117).

People who are LGB AND  
have an Intersex Variation

(2 attributes)
 (n=4).

People who are Trans/Gender 
Diverse AND have an

Intersex Variation
(2 attributes)

 (n=2).

People who are LGB AND  
Trans/Gender Diverse AND
have an Intersex Variation

(3 attributes)
 (n=4).

People who 
are Lesbian,

Gay or 
Bisexual  

(LGB)
 (n=1437).

People who 
are Trans /

Gender  
Diverse
 (n=46).

People who 
have an
Intersex 
Variation

 (n=4).

Made up of two branches:

Branch 1: Branch 2:
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APPENDIX c: 
DEMOGRAPHICS OF OUR SURVEY SAMPLE.

Below is the breakdown of the 1,614 survey participants in terms of their characteristics.
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STATE  
ACT 7.5% 2.0%
NSW 41.8% 31.2%
NT 0.4% 1.0%
QLD 12.5% 20.2%
SA 3.6% 7.3%
TAS 1.2% 2.2%
VIC 26.8% 25.2%

WA 6.1% 10.9%

INDUSTRY  
Agriculture, forestry and fishing 0.7% 2.2%
Mining 2.2% 1.8%
Manufacturing 0.7% 9.1%
Electricity, gas, water and waste services 2.1% 1.2%
Construction 1.7% 8.4%
Wholesale trade 0.3% 4.1%
Retail trade 2.2% 10.0%
Accommodation and food services 1.4% 5.8%
Transport, postal and warehousing 1.8% 4.8%
Information media and telecommunications 6.1% 1.8%
Financial and insurance services 10.6% 3.9%
Rental, hiring and real estate services 1.2% 1.6%
Professional, scientific and technical services 13.6% 7.4%
Administrative and support services 5.2% 3.28%
Public administration and safety 19.7% 7.1%
Education and training 11.4% 8.2%
Health care and social assistance 14.5% 11.9%
Arts and recreation services 1.6% 1.5%

Other services and other  
inadequately described industries 2.8% 6.0%

PARENTAL STATUS   

Parents 21.5% NA

ORGANISATION SIZE  
Under 250 27.0% NA
250–499 7.3% NA
500–999 9.5% NA
1000–4999 28.1% NA
5000+ 28.1% NA

Demographic Achieved Sample  ABS Census 2011 
 Profile  (Delimited to Working Age) 
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ROLE  
Senior executive 5.8% NA
Managerial  18.5% NA
Deputy managerial 23.3% NA
Employee 48.6% NA

Entry-level 3.8% NA

LOCATION  
Urban 72.2% 

Regional & Remote 27.8% 

ABORIGINALITY   

Aboriginal and/or Torres Strait Islander 2.5% 1.3%

DISABILITY   

With disability 10.6% 9.3%

Demographic Achieved Sample  ABS Census 2011 
 Profile  (Delimited to Working Age) 
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APPENDIX D: 
PRIDE IN DIVERSITY’S AUSTRALIAN WORKPLACE 
EQUALITY INDEX 2018 ‘OUTNESS’ RESULTS77.

To what extent are you out at work (in regard to your sexual orientation?)

 Gay Men Bisexual Gay/Lesbian Bisexual Trans/Gender Intersex 
  Men Women Women Diverse  
Responses (n=1875) (n=258) (n=781) (n=758) (n=211) (n=12)

Completely out at work 65.0% 12.8% 63.5% 17.9% 38.9% 25.0%

To a moderate extent 22.8% 19.0% 24.1% 21.0% 22.8% 25.0%

To little extent 7.9% 26.4% 9.2% 26.0% 19.0% 8.3%

Not at all 4.3% 41.9% 3.2% 35.1% 19.4% 41.7%

Are you out to your manager (in regard to your sexual orientation)?

 Gay Men Bisexual Gay/Lesbian Bisexual Trans/Gender Intersex 
  Men Women Women Diverse  
Responses (n=1794) (n=150) (n=756) (n=492) (n=170) (n=7)

Yes 88.4% 48.0% 88.9% 51.6% 77.7% 71.4%

No 11.7% 52.0% 11.1% 48.4% 22.4% 28.6%

Which statement best describes your openness in regard to  
your gender identity or trans history at work?
 Trans/Gender 
 Diverse 
Responses (n=334)

People know that I have a trans history or that I am gender diverse 30.2%

My gender identity is completely hidden at work 24.9%

I have gradually started to change my gender expression at work, but there  
has been no formal change in how I identify at work or how I am perceived 14.1%

I have transitioned, people only know me as my affirmed gender 6.3%

Prefer not to respond 24.6%
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Please state your level of agreement with the statement  
“I am comfortable disclosing my intersex status at work”.
 Trans/Gender 
 Diverse 
Responses (n=334)

Strongly agree 22.2%

Agree 16.7%

Neither agree nor disagree 24.1%

Disagree 3.7%

Strongly disagree 18.5%

Prefer not to respond 14.8%
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