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Foreword from Edith Coleman 

Businesses are facing increasing challenges in a competitive economy and workforces and customer 
bases are more diverse than ever. At this time of economic uncertainty it is clear that we need to 
find innovative ways to stimulate our economy and boost productivity.  
 
Research carried out by ‘Engage for Success’ reported that 70% of employees are not fully engaged 
costing  employers in the UK around  £628m per year and it costs upwards of 150% of their annual 
salary to replace a mid-level employee 

 
The business case for diversity & inclusion is clear. Organisations who get it right enjoy: 

 Increased Productivity 

 Higher staff retention 

 Increased employee engagement 
 
This report presents the findings from focused research which scrutinized the experiences and 
perceptions of lesbian, gay, bisexual and Transgendered (LGBT) people with respect to equality, 
diversity and inclusion in the workplace across the Channel Islands. 
 
It is the first report of its kind to be produced in the Channel Islands and will provide local 
government and employers, with an accurate and detailed picture of how equality and diversity is 
practiced and understood across workplaces.  
 
The research involved a review of best practice across the UK as well as an online survey of the 
experiences of LGBT people working in Jersey and Guernsey. It produces a conclusive argument in 
favour of, and outlines the benefits to, having robust, inclusive and mainstreamed equality and 
diversity practices in our workplaces. 
 
Equality and diversity should not be seen as ‘add-ons’ by organisations but should be part of the 
strategic aim and business models of all organisations. To invest in these processes is to invest in the 
future of your business, company and workforce, which in turn enables organisations to compete 
more effectively in a diverse global economy. 
 
The report acts as a baseline from which we can build and we hope that it helps to consider these 
issues with more certainty and make decisions that are informed and in the best interests of LGBT 
people and society generally.  
 
We would like to thank The Rainbow Project for their assistance with the entire process, the 
committee from Liberate for promoting the survey and to all those people that took the time to fill 
out the on-line survey and participate in one to one interviews.  
 
I am sure that this report will form the basis of more work in this field and significantly contribute to 
more focus from government in this area.  
 
Edith Coleman 
 
 
ASL Executive Services 
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Foreword from Christian May 
 
There has never been a survey of LGBT+ people’s experiences and perceptions of equality and 

diversity in the workplace in the Channel Islands. This is an omission that ASL Executive Services in 

partnership with The Rainbow Project, Northern Ireland, have sought to rectify and we applaud 

them for undertaking this special piece of work that falls outside of their normal business activities.  

We are delighted that ASL Executive Services have chosen to announce the results of the survey at 

two seminar sessions in Channel Islands Pride week. At Liberate, we have all been asked, “what’s the 

point of Pride?” or “do we still need a Pride parade, aren’t we all equal now?” or “straight people 

don’t have a parade, why do gay people need one?” The answer to all these questions is found 

within the results of the survey that show Channel Islands’ workplaces have some way to go to make 

LGBT+ people feel as respected and included as their non-LGBT+ colleagues. 

We could not be more grateful for ASL’s initiative as it provides us with valuable data that we can 

use to inform and direct our work with organisations. One of the areas to come out of the survey as 

needing attention is staff handbooks and policies. These need updating to ensure that LGBT+ people 

are included appropriately and covered equally with their non-LGBT+ colleagues. Another area that 

requires attention is, what might be called, “casual verbal harassment”. The harassment is not 

directed at an LGBT+ individual but is a discriminatory remark said in their earshot, knowingly and 

with malice or not. Some attention is also needed around the approachability of management and 

HR departments when a discriminatory incident takes place. 

Jersey are part way through a process of introducing legislation to protect various characteristics 

from discrimination and Guernsey are looking at updating and expanding their discrimination laws. 

However, legislation has never changed hearts and minds – that is the job of education. Liberate 

believes strongly that education is the key to breaking down barriers that exist between different 

individuals and groups within the workforce. Liberate already offer a free, one hour training course 

on gender and sexuality in the workplace and, as part of Pride week, we are running a day’s teacher 

training giving secondary schools the tools to make their workplaces inclusive for staff and students. 

In the next year, we will be looking to increase the training we provide to more sectors and more 

employers, covering more topics. 

Although the survey results show that there is work to be done to improve inclusivity, equality and 

diversity, there are many positives to be taken from the responses offered too. The number of 

LGBT+ people who are out to at least one colleague surprised us all, (we expected a lower number); 

an indication, perhaps, of a level of tolerance or acceptance by individual co-workers. There are also 

organisations across the Channel Islands who are getting it right at a holistic level. Some of them will 

be celebrated at the inaugural Channel Islands Equality and Diversity Awards as part of Pride week. 

Finally, Liberate wish you all every success in implementing and improving your inclusion strategies 

and to invite you to join with your LGBT+ employees in celebrating Pride this week. 

Christian May 

Chairman, Liberate Jersey 
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1. Introduction 

 
This report presents quantitative data on the experiences of lesbian, gay, bisexual and 
transgendered (LGBT) people in employment in the Channel Islands.  It is the first piece of research 
of its kind in the Channel Islands which will inform government and employers of the experiences of 
LGBT people in the workplace.  
 
This report also presents a narrative; it outlines, in the research participants own words, what they 
experience in work and how they feel because of those experiences. Extracts, which appear 
throughout the entire report, are drawn from online entries and one to one interviews with 
participants. They help tell the story of what LGBT people face in work.  
 
A person’s sexual orientation or gender identity is only one aspect of who that person is. It should 
not define them.  People are as diverse and complex as individuals, as they are in groups, and as 
such the experiences and views throughout this report are diverse. They do, however, share a 
common theme  throughout most of the interviews which was the acknowledgment that there is a 
certain level of  negative comments about LGBT people, either direct or indirect, that is be tolerated 
and accepted in the workplace.  
 
 
 

2. Methodology 

 
A brief review of existing research, as well as examining best practice guides from Stonewall and 
organisational reviews, drawn together from a number of different reports and position papers 
across the UK. 
 
It was supported by Liberate, an equality charity which was set up in 2014 to educate and inform on 
a wide range of LGBTQ (Lesbian, Gay, Bisexual, Transgender and Questioning) issues and to support 
those who identify as LGBTQ, their families and friends. Liberate campaign to reform policies and 
laws to ensure that LGBTQ people can enjoy the same freedoms as everyone else across the Channel 
Islands. They also question social attitudes and behaviours that discriminate against LGBTQ people, 
and offer advice and help in tackling homophobia, biphobia, transphobia. 
 
A policy of anonymity was adhered to throughout the research and this policy was adopted and 
agreed for a number of reasons. Firstly, for people who are LGBT who have not come out. Secondly, 
legislation protecting LGBT employees is relatively new and whilst some organisations were happy to 
discuss their policies they were somewhat reluctant to be named. In order to overcome this and 
ensure complete confidentiality the survey was hosted by The Rainbow Project who are the largest 
LGBT organisation in Northern Ireland.  A decision was taken to omit the names of any individuals 
and organisations that took part.   
 
The multi-dimensional methodology for this research included: 
 

 Online Self-Completion Questionnaires 

 Randomly selected one to one interviews  

 Interviews with employers across the public and private sectors  
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 A literature Review 
 
Online Self-Completion Questionnaires 
 
The self-completion questionnaire was designed by The Rainbow Project following discussion with 
members of the Liberate group and a review of relatively comparable surveys in the UK. The Survey 
Question Bank (SQB), co-ordinated by the UK Data Archive at the University of Essex, was also 
examined to assist in formatting the survey.  
 
The questionnaire had already been piloted on three separate occasions by The Rainbow Project 
when they carried out similar research in 2011. The survey ran from 4 July 2016 to 31 August 2016. 
 
The survey was also promoted by ASL Executive Services and Liberate as well as private and public 
sector organisations across Jersey and Guernsey with a link to the survey featuring on various social 
media sites.  
 
One-to-one interviews 
 
Six one-to-one interviews were carried out with randomly selected individuals across the public and 
private sectors, from those who had undertaken the survey and indicated that they were willing to 
participate further.  
 
The interviews focused on the experiences of these individuals in work; issues discussed were:  
 

 being open about an individual’s sexual orientation and whether this had an impact on the 
individual 

 exploring reasons why people had decided to disclose their sexual orientation in work, or 
not disclose their sexual orientation, if that was the case   

 general issues around culture in their working environment  

 exploring if it mattered to people whether they were able to disclose their sexual orientation 
in work or not  

 
Interviews with employers 
 
Four interviews with employers with more than 40 employees were undertaken across the public 
and private sector   
 

 equality and diversity policies 

 training 

 monitoring of staff 

 staff support mechanisms and structures for LGBT staff 
 
These interviews were not recorded; however a comprehensive note was taken of the interview, the 
contents of which were agreed by the interviewee to confirm accuracy. It was agreed with 
employers that the information would not be referenced in the report but would rather be used to 
help inform the overall direction of the report.  
 
Literature Review 
 
A short literature review was carried out to contribute to setting some context to the report and 
assisting in identifying some best practice from other organisations and research to include in the 
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recommendations. Research documents, best practice guides and data analysis papers were studied 
from the following sources:  
 
Equality and Human Rights Commission, Great Britain 
The Equality Commission for Northern Ireland 
Stonewall, UK 
Dignity at Work Partnership 
 
 

3. The Business Case for Equality and Diversity in the 
Workplace 
In preparing this report we have used a number of different research papers and workplace guides, 
which look at lesbian, gay, bisexual and transgender (LGBT) workplace equality, from various sources 
across the UK.  It represents a very brief overview of the main issues highlighted throughout the 
literature, as well as outlining the benefits for an organisation when equality and diversity is 
comprehensively implemented.  

 
“I came out to my boss as a lesbian a year ago.  Ever since then she has been sharing sexually explicit 
images of men with me. I find this offensive and embarrassing but I do not feel I can go to HR about 
it as the HR manager is friends with my boss, so I don’t feel anything would be done about it.”  
 
Annoymous Participant 

 
Businesses are facing increasing challenges in a competitive economy and workforces and customer 
bases are more diverse than ever. At this time of economic uncertainty, it is clear that we need to 
find innovative ways to stimulate our economy and boost productivity.  
 
Research carried out by Engage for Success reported that 70% of employees are not fully engaged 
costing employers in the UK around £628m per year and it costs upwards of 150% of their annual 
salary to replace a mid-level employee. 

 
The business case for diversity & inclusion is clear. Organisations that get it right enjoy: 

 Increased Productivity 

 Higher staff retention 

 Increased employee engagement 
 
The research commissioned by the Employers Network for Equality & Inclusion (enei) looks at the 
links between the perception of Inclusive Leadership (IL) and self-rating on performance, 
productivity, satisfaction and well-being. It outlines two sets of factors that underpin the increased 
focus on Inclusive Leadership: 
 

1. The steady increase in employee diversity 
2. Changes in societal, organisational and individual values 

 
There is a view which sees Inclusive Leadership as a tool with the potential to improve performance 
and innovation, create competitive age, attract and retain talented people with diversity of thought. 
One of the key findings was that IL must be role modelled from the top with the leaders displaying 
the behaviours and attitude to embed an inclusive culture. It sets out a definition of Inclusive 
Leadership: 
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‘An Inclusive Leader: a role model exemplar of inclusive behaviour; listens to and seeks out the views 
of diverse people and takes account of these views, without bias, in the decisions they make; 
appreciates that a diverse group of people will generate more creative solutions to problems and 
encourages this; inspires people through a shared vision of future success and motivates them to 
deliver it; leverages difference for high performance and provides responsive excellence to 
customers, clients and service user’s needs; provides positive feedback to boost people’s self-
efficacy; puts effort into helping diverse people identify their talents and develop them for 
performance now and future advancement; communicates authentically and honestly in a way that 
inspires trust, loyalty and well-being.’ 

 
One of the recommendations from the enei report is to identify groups of employees with lower 
perceptions of IL, identify the barriers to inclusion and take appropriate actions to ensure the 
organisation is getting the best out of all its talent. One such minority group is LGBT employees. 
 
ASL Executive Services carried out research which scrutinized the experiences and perceptions of 
lesbian, gay, bisexual and Transgendered (LGBT) people with respect to equality, diversity and 
inclusion in the workplace across the Channel Islands. What is found was compared to the UK where 
34% of LGBT still conceal their sexual orientation. The figure was much lower in Jersey and Guernsey 
at 16%. However, workplace cultures still need to be much inclusive as 32% of LGBT employees have 
heard negative comments made about LGBT people in work which made them feel uncomfortable 
and 21% believe their sexual orientation will have a negative impact on their chances of progressing 
at work. 
 
It is the first report of its kind to be produced in the Channel Islands and it provides local 
government and employers with an accurate and detailed picture of how equality and diversity is 
practiced and understood across workplaces.  
 
The research involved a review of best practice across the UK as well as an online survey of the 
experiences of LGBT people working in Jersey and Guernsey. It produces a conclusive argument in 
favour of, and outlines the benefits to, having robust, inclusive and mainstreamed equality and 
diversity practices in our workplaces. 
 
Equality, diversity and inclusion should not be seen as ‘add-ons’ by organisations but should be part 
of the strategic aim and business models of all organisations. To invest in these processes is to invest 
in the future of your business, company and workforce, which in turn enables organisations to 
compete more effectively in a cutting edge and diverse global economy. McKinsey & Co predict that 
up to 45% of the Fortune 500 companies will come from emerging markets by 2025. Therefore to 
retain or gain market share, companies need a diverse workforce which is reflective of their 
customer base. 
 
The report acts as a baseline from which we can build and we hope that it helps to consider these 
issues with more certainty and make decisions that are informed and in the best interests of LGBT 
people and society generally.  In Jersey, there are social, economic and demographic drivers for 
adopting a planned, island-wide Diversity and Inclusion strategy for both service provision and 
employment. The LGBT report will no doubt form the basis of more work in this field and hopefully 
contribute to more focus from government in this area.  
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4. Demographics of Respondents 
 
Gender Identity 
  
39.0% of respondents identified as male and 50% female and 11% selected an Other category which 
had an additional field which allowed participants to be more specific. This resulted in responses 
such as non -binary, trans man/woman and genderqueer. There was no target set in terms of how 
many participants we would have liked to fill out the survey, although there was an expectation that 
we would have maintained a cross section of respondents.     
 
 

 
 
Chart 1: Breakdown of respondents by gender  

 

When I came out as trans at work, my employers could not have been more supportive and 
handled the news sensitively and appropriately” 
Anonymous Participant   
 
 
 
 
 

 
 

My employer’s Diversity policy was excellent-lived and supported internationally”  
Anonymous Participant- Private sector 
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Chart 2: Percentage breakdown of age 

 
The largest number of respondents came from the age bracket 45-59. It was interesting to note as 
we had anticipated a larger % of respondents in the 16-29 age bracket especially as we used a 
number of social media channel to promote the survey.  

 

 
Chart 3: Breakdown of workplace sectors 
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Of those that responded to the survey, 33% of respondents worked in the public sector, 59% in the 
private sector and 8% in the community, voluntary and non-governmental sector.   

 
 

 
Chart 4: Breakdown of level of earnings  

 
 
The highest earnings over all, was equally between are between £18,500 and £25,000 and £25001 
and £40000.  
 

 
 
Chart 5: Breakdown of size of organisation  

This shows the greatest percentage of respondents were from organisations with more than 61 
members of staff, although a good spread of respondents from varying sizes of organisations. 
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Many larger companies have best practice policies-I have had the best experiences in workplaces 
with LGBT aware/friendly policies. I have heard more outright homophobia in the workplace here in 
the last year than I did in 10 years in England.” 
Anonymous Participant 

Socio-Economic Group 
 
 

 
Chart 6: Percentage Breakdown of Employment Status  
 

5. In the Workplace  
 
 Visibility of LGBT Employees 
 

Please circle all numbers that apply to you... 
% 
 

One or more of my colleagues knows my Sexual Orientation 83 

My line manager/supervisor knows my sexual orientation 63 

My Human Resources department knows my sexual orientation 48 

Management know my sexual orientation 55 

My clients/service users know my sexual orientation 30 

No one in work knows my sexual orientation 16 
Table 1: Percentage breakdown of respondents and disclosure of sexual orientation  

 

 
“In a previous job, I was the only woman in a male environment. I can remember them joking 
one day about stereotypes. They went round the room picking on each other’s nationality, 
saying, “You’re a jock”, “You’re a paddy”. When they came to me, they said, “You’re a dyke”. 
I had not come out at work and this embarrassed me. They made an assumption about my 
sexuality based on my appearance.” 
Anonymous Participant 
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Do you think that your sexual orientation would have an impact on your 
chances of progressing professionally at work?  

 

 
Chart 7: Percentage breakdown of impact on progression 

6. Encounters at work 
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23% - Negative comments 
have been directed at me by 
another employee about my 
sexual orientation /gender 
identity in a light hearted 
manner which made other 
people feel uncomfortable 

 

20% - Negative comments 
have been directed at me by 
another employee about my 
sexual orientation /gender 
identity in a light hearted 
manner which made me feel 
uncomfortable 

 

17% - Negative comments 
have been made about LGBT 
people by people that made 
others feel uncomfortable 

 

12% - Negative comments 
have been directed at me by 
another employee about my 
sexual orientation/gender 
identity which made me feel 
uncomfortable. 

 

32% - Negative comments 
have been made about LGBT 
by people I work with that 
made me feel uncomfortable 
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Please indicate which, if any, of the issues identified below have happened to 
you in your CURRENT workplace? 
 

Please circle all numbers that apply to you... 
 % 

Negative comments have been directed at me by another employee 
about my sexual orientation which made me feel uncomfortable 12% 

Negative comments have been made about lesbian, gay or bisexual 
people by people I work with that made me feel uncomfortable 32% 

Negative comments have been directed at me by another employee 
about my sexual orientation which made others feel uncomfortable 4% 

Negative comments have been made about lesbian, gay or bisexual 
people by people I work with that made others feel uncomfortable 17% 

Negative comments have been directed at me by another employee 
about my sexual orientation in a light hearted manner which did make 
me feel uncomfortable 20% 

Negative comments have been made about lesbian, gay or bisexual 
people by people I work with in a light hearted manner which did not 
make me feel uncomfortable 23% 

None of the above 
 42% 

Table 2 : Percentage breakdown of respondents of who respondents first approached when they made a complaint, 
across workplace sectors  
 

 
 
 
 
 
 
 
 

Have you ever had reason to make a complaint about another employee to 
management in your CURRENT or PREVIOUS employment regarding an 
incident or incidents in work relating to your sexual orientation or perceived 
sexual orientation? 
 
Yes 19% 

No 81% 

 
Nearly 1 in 4 respondents had reason to make a complaint in their current or previous employment 
regarding an incident or incidents that happened in work relating to their sexual orientation.  
 

Who did you first approach with your complaint? 
 % 

Management 40 

Human resources 27 

Another employee 7 

Trade union representative 7 

Other (please specify) 20 

20% of people would feel 
comfortable approaching 
their manager but are not 
sure they would receive 
any support 

16% of people would not 
feel comfortable in 
approaching their manager 
if they were the victim of 
homophobic or transphobic 
bullying  
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Table3: Percentage breakdown of respondents of who respondents first approached when they made a complaint, 
across workplace sectors  
 

How was your complaint dealt with? 
 

Chart 8: Percentage breakdown of how complaints were dealt with  

 Other included: Didn’t complain, General feedback given to the whole team 
 

 

“I am sure that the fact I was gay was one of the reasons used when I was made redundant 

but I can’t prove it.” 
Anonymous Participant 

 
Were you happy with the outcome you received? 
 

 
Chart 9: Percentage breakdown of the outcome of results across workplace sectors 
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74% of respondents were unhappy with the outcome they received and indicated that they were 
happy with the outcome received, reflected highest in those that responded from the private sector. 
 
 

6. Workplace Policies

Does your employer have work place policies which explicitly identify equal opportunities 
for people who are same sex attracted?   

 
Yes, there is an equal opportunities policy which explicitly identifies 
people who are same sex attracted 35% 

No, there is an equal opportunities policy which does not mention same 
sex attracted people 16% 

No, there is no equal opportunities policy that I am aware of 16% 

Don’t know 
 33% 

Table 4: Percentage breakdown of respondents who are aware of their organisations equal opportunities policy across 

workplace sector 

 

“My employer’s Diversity policy was excellent-lived and supported internationally”  
 
 
 
Anonymous Participant- Private sector 
 

 

Anti-Bullying and Harassment Policy 
 
Over a third of respondents (39%) said that homophobic bullying is explicitly mentioned in their 
organisations anti-bullying policy.  
 

If you were a victim of homophobic bullying at work, would you approach your 
employer/manager for support or to make a complaint? 
 

Yes, I would feel comfortable approaching my employer/manager and I am 
confident that I would receive support 59% 

Yes, I would feel comfortable approaching my employer/manager but I am 
not sure that I would receive support 20% 

No, I would not feel comfortable approaching my employer/manager 16% 

Don’t know 
 6% 

Table 5: Percentage breakdown of how comfortable respondents would feel approaching employers if they were the 
victim of homophobic bullying in work, across workplace sectors 
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How comfortable would you be approaching my employer/line manager 
 
 
 

 
Chart 10: Percentage breakdown of how comfortable respondents would feel approaching employers /line manager 
 

9. Recommendations 
 

Collaborate 
Government, employers and the LGBT sector should work collaboratively to make workplaces more 
inclusive for all employees, including lesbian, gay, bisexual and transgendered staff. Too many are 
hearing negative comments either about their own sexual orientation or LGBT people generally and 
too many believe that their sexual orientation will have a negative impact on their chances of 
progressing at work.  
 
Recommendation one 
Having robust equality and diversity policies and practices throughout an organisation is something 
employers should seek to achieve in order to bring greater benefits to the organisation as a whole, 
as well as to employees within the organisation. 
 

 Organisations, regardless of size or structure, should recognise the benefits of equality and 
diversity in the workplace and acknowledge the need to have it central to the functions and 
ethos of the organisation. How, and to what degree, initiatives are implemented within a 
particular organisation will depend, to a large extent, on the nature and size of the 
organisation itself. 
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 Employers should review, renew, or develop, robust equality and diversity policies and 
practices throughout their organisation. This should include an Equality and Diversity 
Statement, Policy and Action Plan, Anti-Bullying and Harassment Policy, family friendly 
policies, network support groups and monitoring policy. 

 Organisations should review and renew how they communicate with staff, particularly 
around these issues. 

 Organisations should review, renew or develop their equality and diversity training 
provision, content and duration ensuring a minimum level is in place, which includes 
compulsory equality and diversity training for all staff, with reference to sexual orientation. 

 
Recommendation two 
There are some examples of good practice of LGBT equality and diversity research and workplace 
guides however these tend to have a UK emphasis. There is very little Channel Island specific LGBT 
equality and diversity workplace guides apart from those contained on JACS website 
 
 

 Government in partnership with LGBT sector, Trade Unions and other parties should develop 
detailed LGBT equality and diversity workplace guides. These guides should include 
information and advice regarding; the establishment of LGBT network support groups, anti-
homophobic & transphobic bullying policy guides, guides on how to monitor the sexual 
orientation and gender identity of staff and equality and diversity statement and policy 
guides. 
 

 The LGBT Sector should further develop Sexual Orientation and gender identity awareness 
training to be delivered to employers that includes best practice advice on why LGBT 
equality should be implemented in the workplace and how it should be done; including roles 
and responsibilities of line managers, senior managers and staff.  
 

 Government in partnership with the LGBT sector, supported by government, should design 
and develop an online advice and assistance ‘toolkit for employers’ which gives advice and 
assistance on how to implement LGBT equality in the workplace. 

 

 The LGBT sector, in partnership with Stonewall could publish a Channel Islands specific 
LGB&T Workplace Equality Index  

 

Recommendation three 
Government should assist businesses in facing the increasing challenges of operating in a 
competitive and diverse economy. 
 

 Government could establish an Equality & Diversity Small Grants Scheme. This Scheme 
should seek to award small and medium sized enterprises with grants to enable them to 
obtain expert advice on developing and implementing equality and diversity policies and 
practices throughout their organisations. 

 

 Government could financially assist the LGBT sector in developing programmes and training 
packages for employers on how to implement 



 

19 
 

Top Tips for employers 
This is a very brief overview of some of the issues which employers should consider if they are 
introducing equality and diversity programmes into their organisation. 
 
Equality and Diversity Statement 
 
In consultation with staff, employers should develop a robust equality and diversity statement. If an 
organisation already has an equality and diversity statement, consideration should be given to 
reviewing the statement to ensure it is comprehensive. 
 
A good statement will include, in its detail, a commitment to equality and diversity. It will 
acknowledge everyone’s right to a harmonious working environment and their right to equality of 
opportunity. A good statement will also state that diversity is valued within the organisation. 
 
Further to this, a good statement will outline the benefits to equality and diversity for staff and the 
organisation such as recruitment, retention and promotion of the best possible people. It will outline 
that it is the responsibility of all staff to promote equality and diversity and respect one another. 
Finally a good equality and diversity statement will outline that discrimination is unacceptable, 
include the grounds that discrimination is not acceptable on, including sexual orientation and gender 
identity and detail the consequences of engaging in discrimination. 
 
Equality and Diversity Policy 
 
Employers should view an equality and diversity policy as central to the functioning of the 
organisation. To ensure staff ‘buy in’ and understand the requirements of the policy, it should 
always be developed, updated, amended and enacted in full consultation with staff. 
 
This policy should not be considered by anyone within the organisation as an ‘add on’ but rather as a 
driving tool for the progression and advancement of both the staff and the organisation. 
 
The policy should cross-reference any other relevant policies such as the organisation’s anti-bullying 
and harassment policy as well as the equality and diversity statement. The policy should also be 
accompanied by an action plan, where appropriate, to ensure that any required actions are 
delivered to allow staff to monitor progress and be involved. 
 
The policy should outline why the organisation is promoting equality of opportunity, including the 
legal requirement to do so. These measures could include; 
 
a) Equal Treatment 
 
LGBT people should be afforded the same workplace entitlements as their heterosexual 
counterparts, such as partner/civil partner benefits, flexible leave, same sex adoption leave or 
maternity/paternity leave and the like. There should be no barriers for LGBT employees based on 
their sexual orientation. 
 
b) Communication 
 
Communication with staff should be as comprehensive as possible, particularly relating to equality 
and diversity issues. Whether this is by way of information or seeking view-points or feedback, 
channels of communication with staff should be robust and standardised. 
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Consulting with staff and keeping them informed of the reasons why things are happening 
throughout the organisation is important in gaining staff to ‘buy in’ to organisational change. 
Methods such as notice boards, intranet, email, organisational magazines/e-zines etc. should be 
utilised for this purpose and tailored to the requirements of the organisation. 
 
c) Awareness Raising and Training 
 
It should be compulsory for all staff to be trained in equality and diversity issues, including sexual 
orientation and gender identity issues. 
 
There should be dedicated equality and diversity training with specific reference to sexual 
orientation and other equality strands. 
 
Consideration should also be given to seeking guidance and expertise on the development and 
delivery of equality training from outside organisations that have knowledge and the skills base to 
effectively contribute to the organisations training programme. 
 
d) Bullying and Harassment 
 
Workplace bullying and harassment, if left unchecked, will have huge negative impacts on an 
organisation’s staff and by extension, outputs. Recruitment and retention will suffer as well as 
organisational image and reputation. A good practice organisational equality and diversity policy will 
cross-reference the organisations anti-bullying and harassment policy. 
 
e) Monitoring 
 
Organisations should monitor the makeup of all their staff at each stage of their employment, from 
recruitment to retention and promotion to those leaving, as well as senior managers and various 
grades. This will help identify where there may be under-representation of particular staff. The 
sexual orientation of staff should also be monitored but there are a number of measures that need 
to be in place before this can be done effectively. 
 
Management ‘Buy-in’ 
 
For equality and diversity to work in an organisation it requires senior management buy in. The best 
models are those that demonstrate buy in from either senior management or chief executive level.  
Depending on the nature and size of the organisation, this individual should also represent issues 
relating to equality and diversity across and throughout the organisation. 
 
Moreover, individual equality strands should be represented at senior or line manager level, 
including sexual orientation and gender identity. What extent this is carried out will also depend on 
the nature and size of the organisation.  These representatives should come together as required, 
discuss equality and diversity issues, identify improvements of policy or implementation and seek 
solutions. 
 
Bullying and Harassment 
 
Bullying and harassment can cost an organisation heavily in terms of poor organisational outputs, 
damaged credibility, poor image, recruitment and retention problems, low staff morale, increased 
absenteeism and reduced productivity. 
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The benefits for employees and an organisation to having robust anti bullying and harassment 
policies which are effective, is the opposite; higher staff morale, better organisational image and the 
like. Motivation among staff can also be increased as the organisation demonstrates that it is 
fulfilling its duty of care to staff with a strong and clear anti bullying and harassment policy. 
 
The contents of a good anti-bullying and harassment policy will outline that bullying or harassment is 
unacceptable as well as states the grounds of protected characteristics, including sexual orientation 
and gender identity. It will also outline what constitutes bullying and harassment, such as intrusive 
questioning of someone’s sexual orientation, abusive language, unwelcome jokes and/or physical 
abuse and state that the organisation is committed to tackling it. 
 
Further to this the policy should clearly outline what steps staff should take, should they believe they 
are, or a colleague is, the victim of bullying or harassment under the terms of the policy. The 
procedure for complaints, grievances, disciplinary procedures as well as support procedures 
(depending on the nature and size of the organisation this could include harassment officers), should 
be clearly outlined. Confidentiality must be adhered to and guaranteed under any anti-bullying and 
harassment policy to reassure LGBT staff. 
 
A good anti-bullying and harassment policy will also identify and deliver on measures that help 
improve reporting, particularly if reporting is low and staff absenteeism is high for example. 
 
The entire policy will require detail which is developed and consistent with the particular nature and 
size of the organisation, and is as robust as possible. An anti-bullying and harassment policy will only 
be as effective as the organisation allows it to be; policies such as an equality and diversity policy, 
equality statement, staff monitoring, communication and anti-bullying and harassment policies 
should all be seen as complimentary to one another and not in isolation. 
 
 
Staff Support Networks 
 
Staff support networks, particularly for minority communities, are a source of support that 
organisations should give the flexibility for staff to establish and engage with. LGBT staff support 
networks offer LGBT staff the opportunity to meet and engage with other people who are same sex 
attracted. 
 
Staff support networks can serve a number of different functions. Participants can build personal 
capacity, increase confidence, contribute to the progression of the organisation and increase 
awareness of particular issues throughout the organisation. Employers can use the network as a 
source of consultation also. 
 
Employers should consider giving staff who are support network members time off to meet during 
working hours, provide support in terms of travel if necessary and provide a secretariat if required. 
LGBT staff must consider the best method of running a staff support network, ensuring that the 
widest possible pool of employees is given access to relevant information and the ability to join the 
network. 
 
Source 1. www.engageforsuccess.org  

Source 2.  enei report 

Source 3.  www.theguardian.com 

http://www.engageforsuccess.org/
http://www.theguardian.com/
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