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EDITION 8: Applying an Intersectional Lens
INSIGHTS FROM THE 2023 AWEI EMPLOYEE SURVEY

The annual Australian Workplace Equality Index Employee Survey has been running for the past 12 years as
part of the suite of offerings from Pride in Diversity.

In 2023, 178 organisations and 41,157 individuals took part in the survey. Of these, 40,331 respondents are
Australian-based, and 826 work in overseas locations for Australian employers. All organisations
participating in the survey are working to increase and support LGBTQ+-inclusive practices within their
organisations'.

This practice point focuses on the respondents who have an additional aspect of their background or
identity that may affect their workplace experiences along with being LGBTQ+. We look at the difference in
responses from LGBTQ+ respondents who have one or more additional aspects, compared the LGBTQ+
only population, and the impact this has on the opinions and experiences of the respondents. The data
used includes only LGBTQ+ respondents who have agreed to one or more of the following statements: '

e | identify as culturally, linguistically or ethnically diverse, a migrant, refugee or am a person of colour.

e | am someone living with a disability or long-term health condition (may be physical, mental,

intellectual or sensory)
e | am neurodivergent (example Autism, ADHD, Dyslexia)
e | am a person of faith/religious belief.

Within this question, we also ask if a respondent identifies as Aboriginal and/or Torres Strait Islander. We
acknowledge the importance of LGBTQ+ Aboriginal and/or Torres Strait Islander within Australian
workplaces" and the contribution they make to culture and as such publish a dedicated report in alternate
years as part of the Practice point cycle (2022 publication). Aboriginal and/or Torres Strait Islander people
are not individually included in this practice point but may be represented within the data if a respondent
also identifies with another aspect listed. We also ask if respondents identify with “a diversity not listed
above,”. Due to the variety of responses that are received in this area, and the fact that respondents have
used this section to identify as LGBTQ+, we don't include these responses.

" For brevity within graphs the following will be used:
e  LGBTQ+ Only - respondents without an additional aspect
CALD/POC - culturally, linguistically or ethnically diverse, a migrant, refugee or am a person of colour & LGBTQ+
Disability - living with a disability or long-term health condition & LGBTQ+
Neurodivergent - neurodivergent (example Autism, ADHD, Dyslexia) & LGBTQ+
Faith - faith/religious belief & LGBTQ+
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http://www.pid-awei.com.au/content/uploads/2023/03/Practice-Points-2022-Edition-6-Aboriginal-Torres-Strait-Islander-inclusion.pdf

pridein Sponsored  (30ldman

diversity proudlyby  Sachs

How diverse are respondents?

Overall, 10,085 respondents to the survey are LGBTQ+, and 21,002, individual respondents advised they
belonged to one or more of the listed additional groups. Just over 2 of all LGBTQ+ respondents (n5569)
also have an additional aspect that may impact their workplace experience.?

LGBTQ+ Respondents

LGBTQ+ with additional LGBTQ+ only unknown additional aspect
aspect, 55.2% 41.2% 3.6%

The percentage of respondents who have advised Respondent with one or more

being a part of one, two, three or four groups, is highlighted aspect

similar between the LGBTQ+ and Non-LGBTQ+ - 59.1% 287.0%
cohorts, when only one or two aspects are present, ‘ 64.0% '
although LGBTQ+ respondents are 87.9% more 76%
likely to identify with 3, and 287% more likely to

identify with all 4 of the "aspect’ options provided. ' ¥ 72%
This is important to note, and numerically each 3.9%
aspect is counted individually, and therefore the +1 +2 +3 +4
pool of responses looks larger than the individual
respondents.

87.9%
31.9% 07%

1.7% 0.4%

LGBTQ+ Non-LGBTQ+ Difference

Respondents who are LGBTQ+ are 73.8% more 232.4%
likely to identify as living with a disability and

232.4% more likely to be neurodivergent, while

those who are not LGBTQ+ have greater rates of

being of faith/religious belief or being culturally,

linguistically or ethnically diverse, a migrant,

refugee or a person of colour. 73.8%

27.49% 37-2% 37.0% 2949 29.3%

. . . . . 13.9% 16.9%
For the remainder of this practice point we will ° ’ 8.8%

be discussing the responses from those who are

both LGBTQ+ and have an additional aspect, vs ~26.6%

those who are only LGBTQ+, in order to -62.4%

investigate where the additional aspect of

someone’s background or identity has an CALD/POC Faith Disability ~ Neurodivergence

impact on the experiences of LGBTQ+ respondents.

2 235 respondents preferred not to respond to the additional diversity questions and have not been
included in this practice point.
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Personal beliefs

In general, we see similar rates of agreement within opinions and beliefs of LGBTQ+ respondents who have
one of the 4 additional aspects vs those who do not. Of note is the difference in response to the belief there
is more than two genders, where those with another aspect are more likely to agree by 5.2%.

LGBTQ+ respondents with another aspect are also 14.3% more likely to believe their organisation should
put more effort in to this area of inclusion, and 8.5% less likely to believe their organisation is genuinely
committed to LGBTQ+ inclusion.

When we look more closely at the individual groups, we can see that there are some more significant
differences. LGBTQ+ people of faith/religion are the least likely to feel that their organisation needs to do
more for LGBTQ+ inclusion.

® 3.9% .
® 11% ® 11.1%

87.0% 87.7% 87.4% 86.8% 86.5% g5 29

81.6%
79.0% 79.0%

9 70.9%
70.5% 68.0% ’ 68.3%

59.1% 60.4%

Al

An organisation's positive track record in this | believe there are more than two genders | believe my organisation should put more
aspect of inclusion would influence me to join (male/female) effort into LGBTQ+ Inclusion
them

NN
NN

# LGBTQ+ & No intersectionality CALD/ POC  m Faith Neurodivergent Disability =~ ® Maximum Difference

1 - Only questions with more than 7%% discrepancy between the lowest and highest groups are included here.

Out and open

As has been seen in previous practice points, overall, 60.9% of people of diverse sexuality are ‘out’ to all or
most in the workplace., and 50.7% of trans and/or gender diverse respondents are ‘open’ to all or most in
the workplace.

When looking at individuals of diverse sexuality, with an additional aspect, only 55.7% are ‘out’ (compared
to 68.2% of those without). The disparity is not as significant for trans and/or gender diverse respondents
with 51.2% of respondents with an additional aspect being ‘open’, compared to 50.9% of those without.

When we analyse the experiences of LGBTQ+ respondents with the four aspects, we find that those who
also identify with being culturally and linguistically diverse, or a person of faith, are more likely to be ‘out’
about their diverse sexuality than those who are neurodivergent or who are living with a disability or long-
term health condition.
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S AL S S S S S S S AAr7 68.2%
59.7%

Out (all or most) I 56.9%
51.2%
51.0%

ALy 31.8%
40.3%

Not out (few or none) I 43.1%
48.8%
49.0%

ELSS IS SIS LIS LSS IS SIS SIS LIS LSS IS SIS SIS, 50.9%
51.3%
Open (all or Most) I 50.5%
53.0% = LGBTQ+ only
50.9% CALD/ POC

PSS LTSS AAAY 49.1% = Faith
48.7%

| . i
Not open (few or none) a7 Ofo9 2% Neurodivergent

49.1% Disability

Undertaking gender affirmation in the workplace is lowest within the CALD cohort, with 44.6% having never
undertaken any action in this workplace or previously.

Yes No, but | have in a previous workplace No, | have not affirmed my gender identity at any workplace

LGBTQ+ Only 46.2% 11.4% 42.4%
CALD/ POC 42.5% 12.9% 44.6%
Faith 49.2% 13.3% 37.5%
Neurodivergent 46.2% 13.7% 40.1%
Disability 45.0% 15.3% 39.6%

Being happy with the affirmation process which are undertaken within the current workplace, is
overwhelmingly more significant for LGBTQ+ only respondents. Only 10.3% of respondents disagreed
within this cohort compared to 27.4% of respondents living with a disability.

Respondents of faith were the most similar to the LGBTQ+ only group, while less than half of
neurodivergent or those living with disability were happy with the process available to them.

LGBTQ+ only (n97) 69.1% 20.6% 10.3%
CALD/ POC (n79) 59.5% 24.1% 16.5%
Faith (n59) 67.8% 20.3% 11.9%
Neurodivergent (n220) 48.6% 28.6% 22.7%
Disability (n175) 44.0% 28.6% 27.4%
Agree Neutral Disagree

2023 AWEI EMPLOYEE SURVEY PRACTICE POINTS_EDITION 8 APPLYING AN INTERSECTIONAL LENS PAGE |40F7



pridein Sponsored  (30ldman

diversity proudlyby  Sachs

Allyship

Allyship also seems to be influenced by the presence of an additional aspect. 71% of LGBTQ+ only
respondents consider themselves an active ally. Comparing this to all other groups, those who are culturally
and linguistically diverse or those who are a person of faith are less likely to consider themselves active
allies. Respondents who are neurodivergent are more likely by 5.1% to be an active ally.

Active ally Passive ally Not an ally

LGBTQ+ only 71.0% 28.5% 0.5%
CALD/ POC 64.5% 33.7% 1.8%
Faith 61.6% 35.5% 2.9%
Neurodivergent 74.6% 24.3% 1.2%
Disability 71.4% 27.3% 1.3%

Across the board those within the four additional aspect categories are far more likely to advise to “not be
an ally” than those without.

Being too busy is the top response for all groups.as the reason for not being an active ally, but the
secondary reason differs. People thinking that | am LGBTQ+ is the top reason for culturally and linguistically
diverse respondents (18.7%) and those of faith and religion (20.0%). For the neurodiverse cohort concern of
being ridiculed or the target of jokes was agreed to by 20.0% of respondents, and 16.5% of those living with
a disability.

People of faith are the most likely to cite conflict with personal beliefs as stopping them being an active ally.
The most likely group to feel it would be frowned upon by someone with influence over their career are
those who are neurodivergent.

IS S LS LSS SIS 13.6%

People thinking that | am of diverse sexuality or gender stops 18275/%?
. . |
me from being an active ally 18.8% ?
15.7%
PSS 135%
Concern of being ridiculed or the target of jokes stops me 182?8‘%
. . | b
from being an active ally 20.0%
16.5%
LSS 5.4%
Being an active ally would be in conflict with my personal 10.4% 16.6%
. |
beliefs or values 8.0% o # LGBTQ+ Only
7.9%
KAAALSS SIS A 127% CALD/ POC
| do NOT have a personal interest in LGBTQ inclusion or in 14.2% 19.4%
being an active ally 11.9% > m Faith
11.3%
S T8% Neurodivergent
Being an active ally would be frowned upon by 11“11%?/0
s I
someone/people with influence over my career 17 0% Disability
15.7%
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Bullying and Harassment experiences

A correlation between the presence of additional background or identity aspects and increased experiences
of bullying and harassment is also visible within the data. All cohorts are more likely to advise they have
experienced mild or serious behaviours than LGBTQ+ only respondents.

The most significant discrepancy is a 1417.2% increase in people of faith and religion experiencing serious
bullying and harassment targeting their diverse gender and/or trans experience (9.2%), compared to those
who do not have any additional aspects (0.6%). Even with the four groups, there is a 65% increase between
those who are living with a disability (5.6%), the lowest reporting cohort and those of faith or religion.

A A N %).1 %5

> ) . 4%
b Mild Bullying and harrasment T 14.0%
T 15.4%
= 14.7%
(2]
w NN 1.6%
o . . 2.7%
.S Serious Bullying and harrasment —3104.4%

1%

3.3%

SOOI 12.7% 23.79
@ Mild Bullying and harrasment I 23.0%
o 26.4%
8 26.6%
b M 0.6%
o . . 7.6%
&  Serious Bullying and harrasment ~ FEETT 9.2%
6.0%

M LGBTQ+ Only CALD/ POC  m Faith Neurodivergent Disability

For those that have experienced negative behaviours, reporting also differs depending on the level of
harassment experienced and if it is directed at the individual’s diverse sexuality or gender. In this regard we
are looking at small numbers of respondents, but this data shows that these additional aspects may have a
significant impact on an individual’'s comfort level of reporting LGBTQ+ targeted bullying and harassment.

In all cases, people of faith are more likely to report than any other cohort, with the only exception being
LGBTQ+ only respondents, who are more likely to report serious bullying directed at their diverse sexuality.

Respondents who reported behaviours

ORI 30 7 ‘;?7 0%
. (o)

2
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K 32.5%
v x\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\‘5\0\3;\\\\\\\\\\\\\ 77.4%
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= 60.8%
53.7%
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3 IV e 57.9%
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2
5 80.0%
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«' LGBTQ+ Only CALD/ POC m® Faith Neurodivergent Disability
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Conclusion

As the experts in LGBTQ+ inclusion, we do not want to presume to provide advice around the steps which
may need to be undertaken to support employees with other aspects of their background or identity which
may impact their workplace experiences. However, Pride in Diversity is aware that, at times, employees who
are LGBTQ+, and have an additional aspect, may feel they do not belong to any particular network. PID
research from 2020 showed that some LGBTQ+ culturally diverse people experienced racism in LGBTQ+
spaces, and homophobia in cultural diversity spaces. Sapphire research from 2018 and 2023 showed that
many LGBTQ+ women do not feel comfortable in gender equity initiatives but felt the LGBTQ+-inclusion
initiatives were geared towards men and didn’t address their challenges.

Looking at this data through an intersectional lens shows us that having multiple aspects can exacerbate
the negative experiences which LGBTQ+ respondents face. It is important that organisations work
collaboratively across all diversity and inclusion networks and groups when developing policies, procedures
and actions around inclusion initiatives.

Of most importance is to understand the barriers that people may experience due to their additional
diversity aspects have a greater impact on their workplace experience, than the impact of being part of the
LGBTQ+ community alone.

Actions
1. Organisations should consider designing inclusion initiative across multiple diversity strands, so
people who identify with several aspects can feel seen.
2. Organisations should focus on boosting visibility of a range of LGBTQ+ people, with different
experiences, backgrounds and identities, in events, storytelling platforms, imagery, etc.
3. Ensure that LGBTQ+ networks have diverse leadership teams, so the voices of different people are
represented.

i Results reflect the attitudes and knowledge of respondents from organisations working in inclusive practices.

iln 2024 the question regarding Aboriginal and/or Torres Strait Islander identity has been updated and rather than including it in the
intersectionality matrix with 3 options (yes, no, prefer not to respond) has been given a dedicated question and enables respondents to choose one
of 5 options based on best practice answers (Aboriginal, Torres Strait Islander, Aboriginal & Torres strait islander, Neither, Prefer not to respond)
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