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THE IMPORTANCE OF AN INCLUSIVE
WORKPLACE:

BUSINESS CASE

A diverse workplace reflects our communities. LGBTQ+ employees are increasingly
coming out and thriving in the workplace. There is an increased awareness and
acceptance of LGBTQ+ people. However, there is still a great deal of work to be
done to ensure that all LGBTQ+ individuals are treated with dignity, respect, access
to safe spaces, and are protected from discrimination and harassment.
People who identify as LGBTQ+ may not feel comfortable to reveal their sexual
orientation or gender identity to their employer or co-workers for fear the backlash
that many have experienced in the workplace. LGBTQ+ individuals may lose out on
promotions, become the focus of harassment and/or discrimination in its many
forms; from hurtful comments and inappropriate jokes, to aggressive and
homophobic conduct.
An inclusive workplace free of discrimination and harassment with a positive and
respectful environment is smart business. Employers play a crucial role in setting
the tone and creating a respectful workplace. When individuals feel that they cannot
be themselves at work, they will not fully engage as a part of the team or in work
assignments. If an employee does not feel comfortable or safe to reveal their sexual
orientation or gender identity due to the fear of possible consequences, problems
such as low morale, absenteeism, decreased productivity and lack of retention will
arise.
A business that employs a diverse workplace draws strength from the wide variety of
talent, skills, and perspectives each employee brings to their job. Diversity in the
workplace may enable a broader range of customers and inspire employees to think
beyond their own experiences. Businesses that create an inclusive and supportive
environment strengthen their reputation, their employer brand and therefore draw
better candidates and retain top talent longer. People who feel secure, safe and
supported in their workplace by policies that reinforce acceptance and positivity will
be more loyal, more focused on their job and less distracted and stressed. This
means that your business will prosper.

According to a new
GLAAD study, 20% of
millennials identify as
LGBTQ+.(1)
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Identity, Stress and Mental Health
Mental illness affects all of us, whether it be directly, or indirectly through a family member,
friend, or colleague. According to Statistics Canada, every year, 1 in 5 Canadians experiences a
mental illness.(2) By the time Canadians reach the age of 40, 1 in 2 have – or have had – a
mental illness.(3) These statistics are important because they show the prevalence of mental
illness, whether you identify as LGBTQ+ or not, mental illness still affects us all.
Stress in the workplace is a reality. For LGBTQ+ the impact of stress is even greater and often
results in a feeling of isolation. Individuals who identify as LGBTQ+ experience stigma and
discrimination throughout their lifetime. The fear of losing out on a promotion or opportunities,
being fired, and being mistreated causes many LGBTQ+ individuals to conceal their sexual
orientation and/or gender identify in the workplace. There are even higher rates of fear with
individuals who identity as transgender. Not being one’s true self in the workplace, feelings of
fear and experiences of harassment and discrimination has severe effects on an individual’s
mental health. Studies have found that LGBTQ+ individuals were two and a half times more
likely than heterosexuals to have attempted suicide and have a high risk of depression and
anxiety.(4) LGBTQ+ employees who are "out" at work are reportedly psychologically healthier
than those who conceal their sexual orientation or gender identity.

According to the Human Rights Campaign 2009 survey, individuals who were out in
the workplace were less likely to feel depressed, distracted, exhausted, and less likely
(5)
to avoid social events compared to those who were not out.
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RESPECTFUL
WORKPLACE POLICY
The Nova Scotia Human Rights Act protects LGBTQ+ people from discrimination
based on their sex, sexual orientation, gender, and/or gender expression. It is
illegal for employers and employees to discriminate on the basis of sexual
orientation, gender identity, and/or gender expression.(6)
For employers, having a formal respectful workplace policy is the first step to
ensuring legal issues do not arise in the workplace. LGBTQ+ employees who
are supported by LGBTQ+ supportive policies are more likely to be engaged in
the workplace. Having inclusive policies or specifically LGBTQ+ policies shows a
commitment to your employees. These policies may set the pace for your
organization and result in more individuals feeling they have a choice to disclose
their sexual orientation and/or gender identity. The goal is to create positive
relationships between co-workers and supervisors, a greater commitment,
positive behaviors and attitudes, increased productivity, and lower absenteeism
and higher retention.

WWW.ISLANDS-MAGAZINE.COM
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R E S P E C T F U L
W O R K P L A C E P O L I C Y
AN EXAMPLE

PICTOU COUNTY CHAMBER OF COMMERCE:
The Pictou County Chamber of Commerce is committed to creating an
inclusive and healthy workplace where employees and Chamber
members are valued and treated with dignity and respect. Harassment
based upon an individual’s sex, gender, race, national origin, age,
religion, sexual orientation, or any other legally protected characteristics
will not be tolerated. All employees, Chamber members and persons
using Chamber facilities, are expected and required to abide by this
policy. It is the intent of this policy to prevent discrimination and
harassment of any type.
The Pictou Chamber of Commerce, its employees, Board of Directors,
and members have a responsibility to ensure that the Chamber
environment is free from harassment and shall refrain from actions and
behaviors that might constitute discrimination and/or harassment.
If an individual feels they have been harassed or discriminated against
while at the Chamber or at a Chamber event, they should immediately
report the incident to the Executive Director, Executive Assistant, or to a
member of the Executive of the Chamber Board. Once the matter has
been reported it will be investigated promptly and any necessary
corrective action will be taken. All complaints of harassment and/or
discrimination will be handled in a confidential manner.
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WHAT CAN I DO AS AN
EMPLOYER?
04
01

IT STARTS AT
THE TOP

Being respectful and
inclusive means more than
just obeying the law. It
means making it clear that
being inclusive is expected
in your business and that
differences are celebrated.
To eliminate doubts or
ambiguity, make it clear by
creating a formal respectful
workplace policy. Review
this policy with your
employees and to each new
hire to establish clear
expectations.

You need to practice what
you preach. There is no
such thing as an inclusive
workplace without an
inclusive leadership team.
Regardless of the policies
and programs your business
has in place, all inclusion
efforts will be a waste if the
behavior is not modelled at
the most senior level.

02

DON'T ASSUME
Never assume someone’s
gender identity or sexual
orientation.

03

PUT IT ON
PAPER

05

CHALLENGE
PRECONCEPTIONS
Look at people for who they are
– humans. We are all human
beings. Look beyond
preconceptions and
stereotypes.

FOLLOW
THROUGH
It’s about putting your word
and policy into action. What
are the repercussions for
those who show acts of
homophobia which is
violating your respectful
workplace policy? It is
about following through with
your policy to make your
business a respectful and
inclusive workplace.
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08

CONT.
06

07

Gender neutral washrooms
are a must. Gender neutral
washrooms create safe
spaces for everyone. Many
LGBTQ+ people will avoid
the “male” and “female”
washrooms for an entire
work-day because they feel
unsafe or feel that there is
not a place for them. It is
about making a safe,
respectful, inclusive
workplace.

RESPECT THE
COMING OUT
PROCESS
Be mindful that coming out
takes courage and sometimes
takes people a long time.
Coming out is not something
that you do once. For someone
who identifies as LGBTQ+,
they come out to almost every
person they meet.

09

SUPPORT
GENDER
TRANSITIONING
Trans people continue to face
discrimination, isolation and
fear in the workplace, an issue
which requires specific support
from employers. As an
organization committed to
creating an inclusive
environment for all, providing
specific gender transition
guidelines will be helpful for the
person who is transitioning and
their co-workers. Most of all,
just be open, listen and be
supportive.

COMMUNICATE
INCLUSION
Use gender neutral language
and pronouns within written
documents and policies, not
just “he” or “he/she”. Consider
examining policies that your
business has and how they
may affect someone who is
LGBTQ+. Also use gender
neutral language and pronouns
when communicating to your
employees unless they have
self-identified to you.
Communicate with your staff
about inclusion in your
organization – your vision,
where you are now? and how
are you going to get there?

GENDER
NEUTRAL
WASHROOMS

10

UNDERSTANDING
COWORKERS
There may be concerns,
discomfort, religious issues and
other problems from employees
when working with LGBTQ+
colleagues. As an employer you
should address their feelings and
concerns with education and
discussion, including information,
policies and the standard of
respect in the workplace.
LGBTQ+ TOOLKIT
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L G B T Q +

D E F I N I T I O N S
AN INTRODUCTION

The primary objective of these definitions is to raise awareness to businesses regarding
relevant terminology related to working with LGBTQ+ individuals.
Please note that this is not an exhaustive list, but rather an introduction. It is important to
also note that these terms are subjective and vary depending on the person and their
preference. Sexuality and gender identities are fluid and may change over the course of
a person’s life. It is important not to assume someone’s sexual or gender identity. If you
are unsure on how someone self-identifies – just ask!

G E N E R A L
T E R M I N O L O G Y
LGBTQ+: Lesbian, Gay, Bisexual, Transgender, Queer/Questioning. The + (plus) stands
to incorporate any other sexual orientations and gender identities, such as pansexual,
asexual, and non-binary.
Sexual Orientation: Emotional, romantic, or sexual feelings towards an individual.
Ally / Allies: An ally is a heterosexual and/or cisgender person who supports LGBTQ+
people, who challenges heteronormativity, heterosexism, homophobia, biphobia, and
transphobia.
Heterosexism / Heteronormativity: This term refers to the societal assumption that
heterosexuality is the dominant and therefore the norm, natural and superior. The
dominance of heterosexuality is reinforced through many social structures.
LGBTQ+ TOOLKIT
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CONTINUED
Homophobia, Biphobia, and Transphobia: Hatred, fear, and intolerance towards gays,
lesbians, bisexuals, and transgender people. This hatred often leads to discrimination,
violence and oppression of LGBTQ+ people. Homophobia, Biphobia, and Transphobia
can be individual and systemic.
Sex: The label of female, male, intersex, or in transition. This label is typically assigned
based on a person’s sexual and reproductive anatomy. Sex is not always related to
(7)
one’s gender identity or gender expression.

S E X U A L
O R I E N T A T I O N S
Asexual: An asexual person is an individual who does not experience sexual attraction.
Bisexual / Bi: The term bisexual describes people who are emotionally, romantically,
and/or physically attracted to men and women.
Gay: A male (anyone who identifies as male) who is sexually or romantically attracted to
other males. Other LGBTQ+ people, such as lesbians, may also self-identify as gay.
Lesbian: A female (anyone who identifies as female) who is sexually or romantically
attracted to other females.
Pansexual: The term pansexual, which refers to a person who is sexually or
romantically attracted to three or more genders.
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CONTINUED
G E N D E R I D E N T I T I E S
& E X P R E S S I O N S

Cisgender: A term that indicated someone who identifies with their birth-assigned
gender. Cisnormativity refers to the social belief that everyone should be cisgender,
that being cisgender is the dominant and therefore the norm, natural and superior
gender identity.
Gender Binary: This term refers to the concept in our society that there are only two
genders (male and female) and that they are fixed categories that are opposite from
another.
Gender Expression: How one conveys their gender, typically through appearance,
dress, mannerisms, etc.
Gender Identity: One’s sense, understanding, and experience of one’s own gender,
whether it be femaleness, maleness, a mix of the two, or something else entirely.
(7)
Gender identity does not necessarily have anything to do with one’s physical sex.
Genderqueer, Non-binary, or Gender Non-Conforming: Gender identities outside of
the binary system of male and female. For example, an overlap of the two, neither
genders, etc.
Intersex: An umbrella term for a wide range of conditions that a person is born with,
involving reproduction or sexual anatomy that society has deemed not to fit the typical
definitions of female or male.
LGBTQ+ TOOLKIT
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CONTINUED
Trans-Identified, Transgender or Trans: An umbrella term referring to a person who
self-identifies with a gender other than the one assigned at birth. The term includes, but
is not limited to, transgender, trans woman, trans man, gender non-conforming, or
gender queer.
Transition: The process of which an individual goes through to bring their gender identity
(and sometimes physical body) in line with their gender identity. This process varies from
person to person. A person’s transition may include coming out to more people, changing
one’s name, changing one’s legal documents, changing one’s body through medical
procedure such as surgery and hormones, or all or none of these.

S E X U A L O R I E N T A T I O N &
G E N D E R I D E N T I T I E S
Coming Out: The process of revealing one’s sexual orientation or gender identity to
other people. Due to our heteronormative society people are often presumed as
heterosexual. Coming out can often be a lifetime process for LGBTQ+ people.
* It is crucial to never out a person without their consent.
Intersectionality: The concept of interconnected and overlapping social categories
related to oppression and/or discrimination such as race, gender, class, ethnicity,
nationality, sexual orientation, religion, age, ability, mental illness, etc.
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CONTINUED
Two-Spirit: This is an umbrella term that seeks to encompass a wide variety of
sexually and gender diverse identity concepts from numerous Indigenous cultures and
languages. The word “two-spirit” comes from the concept of having both male and
female spirit. Many of the cultures traditionally recognized the existence of a third
gender, and/or conceptualized gender in a way that is completely different from
(9)
Euro-North American society.
Queer: The term has historically used as a negative term but has largely been
reclaimed as an umbrella term or self-identification by and for people with diverse
sexual orientation and gender identities. It is a popular option for self-identification
because its meaning is not fixed or specific, therefore one is not required to fit
themselves into a box.
* Keep in mind that some individuals still take offence to the term. Always ask
the person how they self-identify, and use the term(s) they prefer.
Questioning: A term used to describe those who are exploring and/or discovering their
gender identity, gender expression, sexual orientation, or a combination of these.
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R E F E R E N C E S

(1) http://www.glaad.org/blog/new-glaad-study-reveals-twenty-percent-millennials-identify-lgbtq
(2) http://www.statcan.gc.ca/pub/82-624-x/2013001/article/11855-eng.htm
(3) https://www.rainbowhealthontario.ca/wpcontent/uploads/woocommerce_uploads/2011/06/RHO_FactSheet_LGBTQMENTALHEALTH_E.pdf
(4) http://www.camh.ca/en/hospital/about_camh/newsroom/for_reporters/
Pages/addictionmentalhealthstatistics.aspx
(5) https://williamsinstitute.law.ucla.edu/wp-content/uploads/Business-Impact-LGBT-Policies-Full-ReportMay-2013.pdf
(6) https://humanrights.novascotia.ca/content/know-your-human-rights
(7) http://ccdi.ca/wp-content/uploads/2016/06/20150528-Report-LGBT-Inclusion-in-the-WorkplaceEN.pdf
(8) http://positivespaces.ca/sites/positivespaces.ca/files/psi-starter-kit-english.pdf
(9) http://positivespaces.ca/sites/positivespaces.ca/files/psi-starter-kit-english.pdf
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Pictou County Chamber of Commerce
115 MacLean Street
Bridgeview Square
New Glasgow, NS
B2H4M5
Office: (902)755-3463

http://www.pictouchamber.com
info@pictouchamber.com
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