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THE EXPECTATION OF INCLUSION
Working adults spend the majority of their 
waking hours at work. With over 40 hours spent 
in the office each week, few places can have 
as big an impact on a person as that of the 
workplace. Company culture has become an 
increasingly important deciding factor during 
the job search, as millennial’s and younger 
generations seek greater diversity and inclusion 
policies (1). 

Job seekers now expect companies to 
adopt LGBTQ-inclusive practices, including 
awareness training, inclusive management 
strategies, and paid benefits that expand family 
leave to include a broader need. Implementing 
diversity and inclusion policies is a win-win 
situation for employees and companies alike 
since organizations that adopt LGBTQ-inclusive 
practices perform better financially than 
companies that do not adopt them (2).

While there has been incredible progress in the 
public support of the LGBTQ community, there 

are still strides to be made in the adoption of 
actionable diversity and inclusion efforts in the 
workplace. Research shows the bottom-line 
benefits and importance of LGBTQ-inclusive 
policies, but actionable first steps towards 
improving your workplace are not always clear. 

Given the benefits of implementing inclusive 
policies, FifthColor, with the support of additional 
research, has discovered eight best practices for 
implementing inclusive policies and programs. 
Our team found valuable resources and data 
that helped us assess the current impact of 
these practices in the workplace. Efforts have 
increased over the past 20 years, largely due 
to America’s top corporations shaping public 
opinion and valuing diversity in the workplace. 
Though there has been noteworthy progress, 
there is still a long way to go to sustain more 
inclusive spaces where everyone can thrive 
together. 

NOTEWORTHY PROGRESS: CLOSER THAN 
YESTERDAY, FAR FROM PERFECT

Before the 18 and 19th centuries, there 
were few organizations and resources for 
the LGBTQ community. The increase in 

accessible public media and the alignment of 
human rights activists forged a movement in 
support of the LGBTQ community in the 20th 
century. Today, staying up-to-date on LGBTQ 
current news requires diligent monitoring 
by public affairs and marketing teams. It is  
important for companies across the world 
to consistently gather new information on  
violence, laws, and other related issues that 
impact the LGBTQ community and beyond. 

Recently, companies have started taking a 
public position not only on LGBTQ inclusion 
in the workplace but also on acceptance and  
rights in the communities where they do 
business (2).

PayPal, a worldwide online payment system, 
made big plans in April 2016 to open a new 
global operations center in Charlotte, North 
Carolina, bringing over 400 new jobs to the 
area. Those plans were canceled by PayPal 
CEO Dan Schulman when a North Carolina law 
passed that would prevent local governments 

continued on next page.
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BREAKING DOWN A WORKPLACE: THE 
POWER OF CULTURE

In the past, this data has been difficult to  
gather in the workplace since employees 
may not be comfortable sharing their  

sexual orientation or identity. Regardless of 
the inclusive culture, nearly one-half of LGBTQ 
Americans remain closeted in the workplace 
(2).

Discrimination against LGBTQ employees 
doesn’t always come from the top. Fifty-three 
percent of LGBTQ workers report hearing 
jokes from their coworkers about lesbian or 
gay people (4). In one year, around 75% of 
employees surveyed reported experiencing at 
least one negative interaction related to their 

LGBTQ identity at work. Forty-one percent  
said they experienced more than ten types 
of these interactions throughout the year (5). 
Negative interactions between employees 
are costly and can lead to a hostile work 
environment with decreased productivity and 
growth. Research shows that LGBTQ employees 
who do not feel comfortable coming out  
at work are far less likely to be promoted 
within the organization (2), and employees who 
experience more negative interactions than 
positive are 13 times more likely to quit their 
job (5). 

continued from page 2

from banning discrimination based on sexual 
orientation. The decision by PayPal was based 
on the company’s strong belief that everyone 
has the right to be treated equally, and this Anti-
LGBTQ law would hinder that right (2). PayPal is 
one of the many companies that have actively 
spoken out against such laws. Apple, Airbnb, 
Twitter, Google, and Facebook continually 
communicate to lawmakers that such policies 
are bad for their employees, bad for business, 
and bad for the overall economic development 
of the area (6).

North Carolina isn’t the only state that continues 
to pass these discriminatory policies. Still 
today, in more than half of all U.S. states, state 
law does not explicitly prohibit employment 
discrimination based on sexual orientation  
and gender identity (3). Starting in 1975, 
companies have taken it upon themselves 
to implement nondiscrimination policies 
as part of a broader diversity and inclusion 
initiative. AT&T became one of the first major 
American corporations to adopt a policy 
prohibiting discrimination against employees 
based on sexual orientation in 1975. As the 
civil rights movement progressed, global 

nondiscrimination policies became standard 
ways for companies to address issues for all 
groups (2). Nondiscrimination policies help 
guide future generations into a more inclusive 
world. Compared to previous generations, 
straight employees under 35 years of age 
are 1.6 times more likely to know an LGBTQ 

colleague and 3.6 times more likely to join  
an ally group (5). The study by Boston Consulting 
Group also showed that straight employees 
under 35 are nearly three times more likely to 
find value in an LGBTQ employee being out (5). 
Although less than half of the United States 
has nondiscrimination laws, 71% of Americans 
approve of laws that would protect them  
from discrimination (2).

continued on next page.

“Nondiscrimination 
policies help guide 
future generations 

into a more 
inclusive world.”
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THE STARTING LINE

The U.S. Chamber of Commerce 
researched the growth and success of 
businesses through LGBTQ inclusion 

and found:
56% of companies surveyed started their 
LGBTQ-inclusive practices with a written 
statement prohibiting discrimination based on 
sexual orientation and gender identity (2).

22% of companies surveyed started with 
employee resource groups, such as diversity 
and inclusion groups, LGBTQ alliance, and  
more (2).

19% of companies surveyed started with the 
adoption of same-sex benefits coverage (2). 
Less common benefits offered by companies 
include paid family leave, which expands  
the meaning of maternity leave to include  
more than just mothers, and tax equalization, 
which reimburses an LGBTQ employee for 
additional federal and state taxes they pay  
on same-sex spouses’ medical benefits.

Ultimately, people care about inclusion. 
A 2017 Deloitte study found that 80% of 
respondents believe inclusion is an important 
factor in choosing an employer, and 72% said 
they would leave an organization for one they 
believe is more inclusive (2). This is why the 
majority of Fortune 500 companies include 
sexual orientation and gender identity in their 
nondiscrimination policies. Additionally, 91% 
of Fortune 500 companies have made public 

commitments to the LGBTQ community, as 
well as trans-inclusive benefits (5). Without 
engaging the LGBTQ community, businesses 
miss out on a large segment of the market. 
According to a 2016 study, there are over 10 
million members of the LGBTQ+ community. 
Beyond business ROI, allowing employees to 
bring their true selves to the office every day 
creates better performance, more love for the 
job, and a happier environment.

continued from page 3
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STEPPING UP: EIGHT STEPS TO ENSURE 
AN LGBTQ-INCLUSIVE CULTURE.

Establish formal policies 

Establish formal policies for nondiscrimination 
and bias-free hiring.

Companies need to have a formal policy 
against discrimination based on race, religion, 
sexual orientation, gender identity, and more. 
Businesses of all sizes should abide by their 
written policy with actionable consequences 
and zero tolerance for discrimination. As 
previously mentioned, federal, state, and local 
laws differ and may already prohibit certain 
types of discrimination. For more information, 
visit the U.S. Equal Opportunity Commission: 
https://www.eeoc.gov/employers/small-
business/general-non-discrimination-policy-
tips

Define respect 

Define respect and how you demonstrate 
it in the workplace (4). For companies to  
successfully implement an inclusive 
environment, they must educate their staff and 
define clear expectations of respect. Companies 
can establish pronoun guidelines to help  
create an expectation of inclusion through 
language (5). Leaders should equip teams 
with proper vocabulary along with signs 
of unconscious bias. Top-level employees 
should proactively facilitate conversations 
and connections to establish a culture of 
inclusivity among all staff. Through knowledge 
and intervention methods, employees can shift  
the burden of bias to the entire workforce and 
away from a minority community.

Allow employees to self-identify 
as LGBTQ
Allow employees to self-identify as LGBTQ 
(5). Allowing employees to select their 
pronouns through an internal system sets a 
clear expectation of inclusion from the start 
of an application. Self-identification is an 
important foundation for diversity and inclusion  

Advancing effective inclusion in the workplace requires adequate leadership, 
planning, and knowledge. Companies need to design and define a stepped plan 
for their organization to hold themselves accountable. Implementing impactful 

inclusive practices demands a conscious effort from leadership and willingness from staff 
to make their space a better place for everyone.

The following guide outlines eight steps for companies to help implement inclusive 
policies and programs. This structured framework is intended to be accompanied by 
further training and initiatives that help administer a more inclusive culture. These steps 
are provided from research and examples and may be modified to match the needs of 
individual companies.

initiatives, as it helps facilitate dialogue around 
diversity goals. Voluntary self-identification 
also allows companies to collect data on their 
employees to offer equitable resources and 
support to underrepresented groups within 
their company.  

http://fifthcolor.com
https://www.eeoc.gov/employers/small-business/general-non-discrimination-policy-tips
https://www.eeoc.gov/employers/small-business/general-non-discrimination-policy-tips
https://www.eeoc.gov/employers/small-business/general-non-discrimination-policy-tips
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Create a safe environment and reporting 
structure

Worse than experiencing an insult related to 
your identity is receiving no support when 
you report the incident. Companies must 
designate a confidential go-to person to report 

Formulate an internal and external 
communication plan

Just like in a brand strategy, companies must 
have clear communication practices to make 
sure everyone is informed. An organized 
communication plan will accelerate response 
time, improve overall communication, and 
ensure the best practice of authenticity 
and transparency (2). Companies can then 
measure the progress of business performance 
against equity and inclusion key performance  
indicators. Companies that measure 
performance without looking at their diversity 
and inclusion efforts are missing a large piece 
to the whole “culture” puzzle.

Create ally groups, programs, or training (2, 5).

Allyship programs are effective in educating 
participants and giving them tools to recognize 
discrimination and intervene. Getting more 
employees involved allows for quicker  
integration of inclusive practices. Pairing 
inclusive practices in D&I or HR departments 
with additional efforts in government affairs, 
community engagement groups, and employee 
resource groups will increase the success of 
these efforts.

Formulate a communication 
plan

incidents. Flawed reporting processes signal 
to employees that the company does not 
care. For most companies, the HR department 
takes responsibility for this important role. 
HR should have procedures in place to hold  
people accountable for harassment, bias, or 
any other discriminatory acts that may arise 
between employees.

Support the LGBTQ community 
outside of the workforce
Actively showing support by participating 
in local activities, events, fundraisers, public 
education efforts, or supporting LGBTQ-owned 
businesses lends credibility to a company’s 
inclusion efforts (2). Published statements are 
a necessary step in advancing diversity and 
inclusion for a company, but actionable items 
like the above can have a great impact on local 
communities. 

Do it because it’s the right thing 
to do
Do it because it’s the right thing to do, not 
because it makes you look good.

Authenticity in the workplace fosters greater 
loyalty, employee engagement, and overall 
satisfaction. Employees build off of each other’s 
confidence, and when they are allowed to be 
their true selves, it inspires a transfer of passion 
and happiness.Create a safe environment 

Create ally groups

http://fifthcolor.com
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ENGAGE, ALIGN, IMPROVE.

The above steps are proven through 
research to be some of the most accessible 
and effective initiatives for companies 

to implement diversity and inclusion in their 
workplace. These solutions are meant to embed 
a change or improvement in a culture where 
LGBTQ employees are happier, healthier, and 
more productive in the workplace. 

Allies also find great value in these practices, 
which help create a supportive and enjoyable 
workplace. Companies can attract and retain 
better talent as a result of their LGBTQ-inclusive 
practices, which allows for internal and external 

growth for the whole organization.

The U.S. Chamber of Commerce found that, for 
the most part, companies report success in 
engaging with non-supportive employees on 
an individual basis. They reported that for some 
companies that practiced LGBTQ inclusion 
efforts, employees who took significant issue 
or could not be respectful of either their fellow 
employees or their company’s mission were 
considered “not in line” with company values 
(2).

R E S O U R C E S
LGBTQ+ Pride month is about visibility, education, and inclusion. FifthColor is a proud ally and is 
dedicated to continuing efforts to create an inclusive world for every person by providing research 
and resources to our community of followers. Whether you can donate, schedule a training, or 
educate yourself through research, we invite you to explore the following organizations and all they 
offer to the LGBTQ and ally community.  For more information, please visit the links below.

The Trevor Project is a national non-profit 
organization that provides crisis intervention 
and suicide prevention services to youth in 
the LGBTQ community. Donations are greatly 
appreciated to ensure LGBTQ youth have a place 
to turn in times of crisis. The organization also 
provides training designed for adults who work 
with youth to educate and train professionals 
on LGBTQ suicide prevention.

Udemy offers a variety of online diversity and 
inclusion training courses.

As an ally, you can familiarize yourself with 
proper terminology and definitions, along with 
brands that support diversity and inclusion in 
their mission

http://fifthcolor.com
https://www.thetrevorproject.org/
https://www.udemy.com/courses/search/?q=Diversity+training&ranMID=39197&ranEAID=Q*Sg3glZ%2Ffs&ranSiteID=Q.Sg3glZ_fs-wbYOnqMM6Z4JGIrLH6Fidg&utm_source=aff-campaign&utm_medium=udemyads&LSNPUBID=Q*Sg3glZ%2Ffs
https://www.usatoday.com/story/news/2017/06/15/lgbtq-glossary-slang-ally-learn-language/101200092/
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