
Guidelines relating to Discrimination
based on Sexual Orientation, Gender 

Identity and 
Intersexuality in Employment

These guidelines  are  intended to  assist  employees  and recruiters  in 
avoiding  discrimination  based  on  sexual  orientation,  gender  identity 
and intersexuality in the workplace.
The guidelines aim to ensure a genuinely inclusive and safe workplace. 
These  guidelines  are  based  on  the  result  of  the  dialogue  between 
project partners and other associations and stakeholders and focus on 
specific sectors, dimensions, or personal conditions. This is the case for 
transgender persons who continue to face discrimination, isolation and 
fear in the workplace,  an issue which requires specific support from 
employers. 
This issue was firstly included in the final report “Making Equality Real. 
LGBTI Persons and Labour Discrimination in Italy”,1 financed by the 
Avvocatura per i Diritti LGBTI - Rete Lenford by ILGA-Europe, and car-
ried by  Anna Lorenzetti and  Giacomo Viggiani.  A first draft  of  these 
Guidelines was presented in Parma, in the first Seminar of the FHOFIJ 
project (18 May 2018).

This was then implemented by other LGBTI Guidelines, including the 
following: 

- How to be LGBT friendly, University of Warwick;2

- Good Practice Guidelines. Creating an Inclusive staffroom for Les-
bian, Gay, Bisexual and Transgender (LGBT) staff, Lesbian, Gay, 
Bisexual,  Transgender  Teachers’  group,  into  visibility,  diversity 
and equality;3

- Beyond Diversity: An LGBT Best Practices Guide for Employers, 
Pride at Work Canada;4

- Lesbian,  Gay,  Bisexual,  Transgender  and  Queer  Good  Practice 
Guide. Guidance for service providers on how to develop LGBTQ+ 
affirmative practices, Mind for better mind health, Mind out;5

- Best Practices for Mental Health Facilities Working With LGBT 
Clients, APA;6

1 See A. Lorenzetti, G. Viggiani, Hard work. LGBTI Persons in the Workplace in Italy, 
Pisa, ETS, 2016.
2 See https://warwick.ac.uk/services/.../how_to_be_lgbt_friendly.pdf.
3 See https://www.into.ie/lgbt/EducationalResources/LGBT_goodpractice.pdf.
4 See http://prideatwork.ca/resources/.
5 See https://www.mind.org.uk/media/5204367/mind-lgbtqplusguide-2016-webres.pdf.
6 See http://www.apa.org/pi/lgbt/resources/promoting-good-practices.aspx.



- Supporting  LGBT  people  affected  by  cancer,  McMillan  Cancer 
Support.7

Thanks and appreciations go to all the partners and participants in the 
project  FHOFIJ.  The  author  would  like  to  thank  Manuel  Barberini, 
Maria Federica Moscati, Jamie Tulacz, for their advice on the first draft 
and their help in the translation.

7 See https://www.dmu.ac.uk/documents/health-and-life-sciences-documents/research-
lgbt/sharing-good-practice-lgbt.pdf.



Private and public Employers must:
 Avoid discriminatory practices on the basis of personal conditions, 

including sexual orientation, gender identity, intersexuality;
 Be ready to follow diversity criteria relating to LGBTI conditions;
 Promote inclusivity of LGBTI people in the workplace;
 Guarantee that workplaces that are not yet fully inclusive of their 

LGBTI employees do not tolerate verbal abuse or discriminatory 
language;

 Include references to LGBTI conditions in internal and external 
policies; 

 Use politically correct language; words should be sensitive and 
relevant, avoiding the use of a “them and us” approach, which is 
at the root of prejudice;

 Promote a more significant level of participation of LGBTI persons 
in  local  and national  policy  making,  as  well  as  in  trade  union 
activities;

 Take positive actions on role models;
 Make clear that bisexuality is not a confused identity, but a sexual 

orientation in the same way as homosexuality or heterosexuality;
 Introduce an Internal Code or a Charter of Values fighting against 

discrimination and promoting good practices on LGBTI issues;
 Avoid a focus on differences, which creates and reinforces these 

differences; 
 Recognise the intersectional nature of discrimination;
 Establish monitoring and follow up activities, so as to maximise 

positive actions promoting the diversity and inclusion of LGBTI 
workers; 

 Disseminate data on discrimination against LGBTI workers, lead-
ing to changes in practice and encouraging a new deal for LGBTI 
workers.

  When collecting data, update records with changes regularly and 
confidentially; 

 Support members of staff in developing the right skills; 
 Ensure that security and Data Protection measures are in place 

for monitoring processes; 
 Before asking employees to share personal data on sexual orienta-

tion,  gender  identity  and  intersexuality,  communicate  that  the 
process is  voluntary,  confidential  and that the information they 
share will not be used against them in any way; 

 Remind workers  that  disclosing personal  information is  always 
optional and that this applies to information about all protected 
characteristics, including sexual orientation, gender reassignment 
and intersexual conditions;

 When collecting data, consider asking employees to define their 
sexuality in their own words, for example leaving a blank field for 



the employee to complete, and providing examples of possible re-
sponses;

 Ask  questions  about  sexual  orientation,  gender  identity  and 
intersexuality separately, as they are not the same thing; 

 Not  use  qualifying  or  judgemental  statements  to  preface 
questions.  For  example,  choosing  the  word  “homosexual”  to 
describe the sexual orientation of someone who is attracted by 
the  same  gender  carries  a  negative  connotation.  The  options 
“gay” and “lesbian” should be preferred to cover attraction to the 
same gender. The order in which options are listed on a form can 
convey  the  wrong  message  and  make  people  feel  judged.  For 
example, the option “straight / heterosexual” is often found first 
in the list of sexual orientation options, followed by gay, lesbian 
and so on. Options should always be listed in alphabetical order, 
rather than in this way. The only acceptable exception is to leave 
the “Other, please define” option at the end of the list; e.g. “Select 
the option which best describes your sexual orientation: Bisexual, 
Gay, Heterosexual/Straight, Lesbian, Queer, Unsure, Other, please 
define.” The engagement with LGBTI individuals has highlighted 
the complexity of asking for personal information about gender 
reassignment.  In  this  context  services  might  be  interested  in 
capturing either the person’s gender as assigned at birth (more 
correctly referred to as ‘sex’); or their current gender identity; or 
they might want to know whether that identity has changed over 
time (i.e. transgender identity);

 Ask for information in a way that is comfortable for trans people 
and at  the  same time doesn’t  become too complex  or  alienate 
others; 

 Acknowledge  disclosure/coming  out  and  ensure  that  the  man-
agers discuss with the person whether any adjustment to the ser-
vice provision is required as a result of that disclosure; 

 Help staff to be clear about the organisation’s inclusivity efforts; 
 Raise awareness of issues affecting LGBTI staff among staff and 

management including providing advice and resources;
 Create  a  monitoring  form,  which  states  at  the  beginning  that 

service  users  can  choose  to  answer  all  or  only  some  of  the 
questions, rather than offering a “prefer not to say” option under 
each question;

 Develop a culture of Inclusion and Diversity, ensuring people see 
themselves represented in the environment around them;

 Challenge  homophobic,  biphobic  transphobic  and  interphobic 
comments or jokes. It is important not to remain silent because 
doing so implies that you agree with such comments;

 Make sure that staff social events involving partners are equally 
open to same-sex partners; 

 Respond positively when a colleague comes out; 



 Print  out  and  display  relevant  information  posters  in  the 
staffroom;

 Review  the  anti-bullying  policy  to  ensure  that  it  includes  an 
explicit  reference  to  homophobic,  biphobic  transphobic  and 
interphobic bullying; 

 Measure  the  effectiveness  and  understanding  of  policies  and 
actions on employees and their environment;

 Ensure that guidance and resources are available for managers 
on supporting LGBTI employees;

 Expect  managers  to  make resources and guidance available  to 
LGBTI employees;

 Expect managers to raise awareness of LGBTI issues, relevant to 
their role as a people manager;

 Consider  LGBTI-inclusive  diversity  and  inclusion  as  required 
knowledge for manager roles;

 Stress  the commitment to LGBTI non-discrimination policies, for 
instance, by attending local Pride or LGBTI events or commemor-
ating LGBTI dates such as the International Day Against Homo-
phobia  and  Transphobia  (17  May);  National  Coming  Out 
Day (NCOD,   the  annual  awareness  day,  11  October); TDoR 
(Transgender Day of Remembrance, 20 November); Intersex Day 
of  Remembrance  (also  known  as  Intersex  Solidarity  Day)  (8 
November) or local campaigns for community facilities and ser-
vices; 

 Participate  in  LGBTI  and  community  based  campaigns,  for  ex-
ample relating to legislative changes; 

Private and public Employers should:
 Enact non-discrimination policies to counter discrimination based 

on gender identity, sexual orientation and intersexual conditions;
 Ensure  that  anti-discrimination  and  harassment  policies 

specifically reflect sexual orientation, gender identity and gender 
expression  as  prohibited  grounds  of  discrimination.  Provide 
examples  of  what  homophobic,  biphobic,  transphobic  and 
interphobic discrimination looks like;

 Adopt appropriate guidelines for LGBTI employees, relating to the 
management  of  diversity  based  on  sexual  orientation,  gender 
identity and intersexual conditions;

 Review anti-harassment and anti-discrimination policies on a reg-
ular basis (at least every 5 years) to ensure that policy language 
remains current, reflective of corporate values, and meets legis-
lative requirements;

 Introduce a formal code of conduct for employees;
 Introduce a formal code of conduct for suppliers, where they are 

aligned with organisational values around LGBTI inclusion and as 



a way to support organisations that are committed to LGBTI inclu-
sion and diversity;

 “Come out” to LGBTI employees as being positive and inclusive 
places to work;

 Be  aware  that  a  percentage  of  your  colleagues  and  their 
family/friends are gay, lesbian, bisexual or transgender;

 Carry out a survey on workplace well-being for LGBTI persons;
 Remember that collecting data in a voluntary way is not illegal 

and that no risk is posed to the employer which ensures confiden-
tiality and states how the data will be used;

 Remember that there is no “one size fits all” solution to creating 
an inclusive workplace for LGBTI persons;

 Recognise diversity and intersectionality in LGBTI communities, 
avoiding the assumption that what worked for one individual who 
identifies as LGBTI will work for another;

 Create a Diversity Manager and a Sector, Department or Office 
for LGBTI issues;

 Provide a safe environment for LGBTI staff to meet each other, 
offer mutual support, socialise and network;

 Provide space and resources for Employee Resource Groups and 
encourage engagement with them to help understand the specific 
needs of the communities you wish to support; 

 Create a formal diversity committee – with access to a budget – as 
well as an executive champion to drive this agenda forward. 

 Provide peer support in a confidential environment to staff who 
feel  discriminated  against,  harassed  or  bullied  on  the  basis  of 
their sexuality or gender identity;

 Provide a LGBTI mentorship programme;
 Act as a watchdog on diversity statements and policy in relation 

to LGBTI issues, and raise LGBTI concerns with senior manage-
ment;

 Act as a sounding board for proposals from senior management 
and in relation to the development of policy;

 Provide a forum for non-LGBTI staff to meet with LGBTI staff and 
discuss LGBTI issues, with the aim of promoting understanding 
and diversity;

 Be fully inclusive of all LGBTI diversity and promote the benefits 
of a diverse workforce that includes LGBTI staff;

 Implement  organisational  goal-setting  which  includes  topics  of 
discussion or actions that specifically address LGBTI inclusivity 
issues;

 Encourage leadership development of LGBTI employees though 
mentorship  programs  and  targeted  outreach  for  leadership 
opportunities,  helping  LGBTI  people  to  visualise  themselves  in 
positions of leadership and to shape their goals for the future. 
Having  LGBTI  leadership  which  is  “out”  can  demonstrate  an 



organisational commitment to LGBTI inclusion and help attract 
and retain other key players; 

 Be aware that workplace diversity is ‘normal’ and that diversity in 
all  its  forms  is  a  competitive  advantage.  Diverse  perspectives 
drive creativity, innovation and foster a feeling among employees 
that their opinion matters, which encourages them to give their 
best effort and stay at the organisation;

 Be aware that Employee Resource Groups advise on policy review 
and development (i.e., how to change employee benefits packages 
so they are more LGBTI inclusive);

 Suggest potential partnerships with organisations that can sup-
port LGBTI inclusion efforts (i.e., for education, policy review or 
philanthropy);

 Support Employee Resource Groups in advising on issues related 
to LGBTI inclusion relating to internal policies and procedures;

 Provide safe places for LGBTI people to meet, support each other, 
talk  about  issues  related to  sexual  orientation,  gender  identity 
and expression, intersexuality, and work to end homophobia, bi-
phobia, transphobia, interphobia; 

 Make Employee Resource Groups part of the organisational struc-
ture, providing a budget. This shows that the organisation recog-
nises the business and social value of fostering an inclusive work-
place. Financial support for training ensures that everyone in the 
organisation is aware of the organisation’s commitment to creat-
ing an inclusive workplace. Financial support for Employee Re-
source Groups encourages inclusive social events and initiatives. 
Financial support for inclusive benefits helps LGBTI people feel 
valued and cared for in the workplace;

 Encourage staff to overcome the fear of “coming out”; 
 Organise team building or LGBTI support  groups or bottom-up 

groups in paid time; make clear to non-LGBTI persons that homo-
sexuality, transsexuality and intersexuality are no different to any 
other  personal  condition.  This  could  help in  the  empowerment 
and the enhancement of personal awareness;

 Organise a  specifically  trained internal  group,  which can meet 
with management to organise anti-discriminatory activities, pro-
moting diversity related to LGBTI conditions;

 Extend insurance to same-sex partners and rainbow families of 
workers in the absence of a law recognising same-sex unions;

 Introduce equal treatment for homoparentality or social-parental-
ity, in the absence of a law recognising these structures;

 Introduce improvements to workplace organisation, for example, 
by introducing gender-neutral, inclusive language in advertising 
materials on intake and screening forms, websites, notice boards 
and in waiting areas, with the purpose of creating a welcoming 
environment and sending out a positive message for LGBTI work-
ers;



 Stigmatise cases of discrimination and promote internal debate in 
such cases;

 Formulate  an “LGBTI issues plan”  governing issues relating to 
LGBTI workers and addressing issues such as timeline, dress, fa-
cilities usage for transgender workers and/or the extension of fa-
milial benefits for rainbow families, especially in the absence of a 
law regarding homoparentality;

 Introduce an internal  award for staff who propose an arrange-
ment in line with LGBTI anti-discrimination policies;

 Consider the possibility of creating a “performance” index linked 
to the promotion of diversity and inclusion, which is built into the 
“appraisal” process used to evaluate individuals’ work perform-
ance;

 Link diversity to goals and values and define measurable object-
ives and milestones;

 Encourage staff to attend organisational LGBTI networks/support 
groups in paid time;

 (in the case of frontline staff) Ensure that the first point of contact 
treats everyone with equal respect, regardless of their identity;

 Support role-models, for example LGBTI staff who are ‘out’;
 Encourage  all  staff  and  volunteers  to  challenge  negative  com-

ments and ‘jokes’ about LGBTI people and/or LGBTI issues, and to 
ensure that people know this is their responsibility. This particu-
larly applies to managers who have responsibilities for ensuring 
equality in the workplace, for services provided under statutory 
employment regulations and where there is no legislative duty:

 Explore ways of creatively integrating LGBTI issues into the work 
organisation rather than separating them out or having them as 
an “add-on”;

 Monitor the sexual orientation, gender identity and intersexuality 
of all staff and service users, in line with confidentiality and data 
protection  protocols  and with  an  opt-out  option  for  those  who 
prefer not to disclose this information. This enables gaps in ser-
vice provision and staffing balance to be identified. Any form used 
needs  to  state  clearly  what  the  information  will  be  used  for. 
Without this monitoring, the exclusion of LGBTI people will con-
tinue to be ignored;

 Consider  information  about  staff  members’  sexual  orientation, 
gender identity and intersexuality strictly confidential and ensure 
that these subjects are treated as such by HR departments;

 Ensure confidentiality for all staff and service users, unless they 
personally choose to be ‘out’ themselves. Confidentiality can be a 
matter of personal safety rather than purely about privacy; 

 Keep up-to-date information about local LGBTI groups and organ-
isations and other relevant resources. This will assist with staff 
awareness, referrals and networking;



 Consider using a neutral venue for meetings, or a place where 
LGBTI people feel safe to be open, such as an LGBTI Centre or In-
formation point;

 When working with LGBTI people, remember that they are least 
likely to be ‘out’ in the place they live, because of the possibility 
of harassment and of their personal safety being compromised. 
This may particularly be an issue in neighbourhood work;

 Review the organisation’s dress codes;
 Rather than stating what is appropriate and professional dress for 

men and women or dictating whether people should wear skirts 
or trousers/pants, stating that employees must meet professional 
standards in their attire. 

 Examine policies, while keeping in mind all  the ways gendered 
language  enforces  stereotypes  and  minimises  the  existence  of 
gender queer and gender non-binary people within organisations;

 Have active LGBTI Employee Resource Groups, for which budgets 
are provided;

 Ensure your benefits package is relevant to all employees, so as 
to  meet  the  needs  of  LGBTI  employees,  related  to  medical 
coverage, parental leave, bereavement, etc.;

 Be informed about current LGBTI issues; 
 Talk about issues that affect  LGBTI people alongside the other 

equality issues discussed in the staffroom;
 Ensure inclusive language is used;
 Perform  regular  reviews  to  ensure  benefits  packages  remain 

relevant to employees;

Especially, in the case of transgender Workers: 
 Acknowledge the person who is there and their current gender;
 Ask  how  to  refer  to  someone:  asking  for,  and  using,  the 

appropriate  name,  title  and  pronoun  for  trans  people 
demonstrates acceptance;

 Arrange for changes to name and gender in internal informatics 
systems, in email addresses, ID badges, uniforms, phone director-
ies, websites and internal records;

 Allow transgender workers to contravene gender-normative dress 
codes and use dress codes according to their perceived gender;

 Recognise  and  adopt  appropriate  guidelines  for  employees  in 
transition,  for  transgender,  non-binary,  queer,  questioning  or 
gender non-conforming employees, relating to the management of 
diversity based on gender identity at work;

 Allow transgender employees to use the facilities that correspond 
to their gender identity;



 Be  careful  in  areas  where  gender  segregation  may  exist  as  a 
policy and ensure that the needs of transgender people are in-
cluded.

 Include  Transgender  and  non-binary  people  in  monitoring 
activities, in order to reduce invisibility; 

 Include  coverage  for  drugs  related  to  transition  related  costs 
(including gender affirmation surgery) in benefits packages; 

 Ensure that all gender transition related costs are covered;
 Support gender transition in the workplace;
 Provide  documented  processes  and  ensure  that  supporting 

guidelines are in place to assist someone transitioning. Transition 
guidelines  should  clearly  delineate  the  responsibilities  and 
expectations of supervisors, colleagues, and other staff, as well as 
clearly stating that any employee who wishes to transition will be 
supported. These guidelines should outline: expectations as to the 
kind  of  support  transitioning  employees  will  receive  from 
management;  expectations  for  management  and  other  staff  to 
facilitate a successful workplace transition; related policies and 
practices  for  assisting  with  the  transition  process,  such  as 
washroom  accommodations  healthcare,  dress  code,  anti-
harassment  policies,  confidentiality  and  privacy,  individual 
accommodation needs; recognising the person’s new name, and 
training for management, staff, and clients.

Especially, in the case of intersex workers: 
 Ensure health leave and the coverage of costs related to inter-

sexual conditions;
 Organise activities and training in order to raise awareness of in-

tersexual conditions;

Guidelines in Recruitment Process
Employers and Recruitment Agents must: 

 Reject  discriminatory  requests  from an  employer  relating  to  a 
person’s sexual orientation, gender identity or intersexual condi-
tion, as well as any other characteristic protected under anti-dis-
crimination laws. A recruitment agent receiving a discriminatory 
request  from  a  client  must  inform  them  that  they  are  acting 
against the law and let them know that they are putting them-
selves and the client at risk of receiving complaints of discrimina-
tion; 

 Carefully consider the specific requirements of job vacancies so 
that descriptions provide clear and detailed information about job 
requirements and duties which all potential applicants can clearly 
understand.  Job  descriptions  should  adopt  gender  neutral  lan-
guage, without discrimination based on sexual orientation, gender 
identity and intersexual condition;



 Avoid the use of discriminatory language in job descriptions and 
references to a person’s sexual orientation, gender identity or in-
tersexual condition, as well as any other characteristic protected 
under anti-discrimination laws, unless they are part of the genu-
ine requirements of the job; 

 Consider  where  job  postings  are  advertised  and  how they  are 
written;

 Avoid discriminatory advertising relating to a person’s sexual ori-
entation, gender identity or intersexual condition, as well as any 
other characteristic protected under anti-discrimination laws, in 
the creation of a job description;

 Avoid gendered language; 
 Ensure that job postings reach a diverse range of communities 

and people;
 Ensure that applicants not dressed in clothing considered “gender 

appropriate” are not removed from the candidate pool; 
 In telephone interviews, avoid excluding candidates because the 

tone of their voice is either too high or too low, or doesn’t match 
assumptions of what someone should sound like;

 Be sure that recruiters know how to interact with referees who 
might not be aware of a previous employee’s gender transition 
(e.g. a candidate’s previous employer who knew them by a differ-
ent name and as a different gender); 

 Avoid unconscious bias in recruiting (as in hiring ) practices; 
 Ensure that recruiters and hiring managers are trained about the 

many  forms  of  unconscious  bias  that  play  out  in  the  hiring 
process, to ensure they are selecting the best person for the job, 
regardless of differences;

 Not allow myths and stereotypes to influence the decision when 
selecting an applicant;

 Avoid unnecessary, offensive or embarrassing questioning about 
the  person’s  sexual  orientation,  gender  identity  or  intersexual 
condition during an interview;

 Avoid questions about the person’s familial status during an inter-
view;

 Not invade the candidate’s privacy relating to their sexual orient-
ation,  gender  identity  or  intersexual  condition during an inter-
view;

 Facilitate  disclosure  by  using  gender  neutral  terms  (such  as 
‘partner’) and not using language that makes assumptions; 

 Make sure that the selection process is fair and non-discriminat-
ory;

 Educate others involved in the recruitment process about their 
obligations relating to fair and non-discriminatory selection irre-
spective of a person’s sexual orientation, gender identity or inter-
sexual condition.



Employers and Recruitment agents should: 
 When creating a job description, avoid references that discourage 

LGBTI people from applying or imply that only certain applicants 
will be considered;

 (During an interview) not make assumptions based on the candid-
ate’s sexual orientation, gender identity or intersexual condition; 
ask potentially discriminatory questions about family responsibil-
ities or make assumptions about their childcare arrangements.

Guidelines in training activities
Private and public Employers should: 

 Train their members and staff and promote professional training 
among workers on LGBTI Issues;

 Provide training for all staff - paid and unpaid - on LGBTI issues. 
This gives out a clear message that discrimination against LGBTI 
people is not acceptable and improves people’s understanding of 
the discrimination that LGBTI people may face; 

 Ensure that introductory training includes the company’s policy 
on discrimination and awareness of LGBTI issues; 

 Ensure there is training and support for staff to challenge dis-
crimination and that they have access to LGBTI affirmative prac-
tice training;

 Include reflection on LGBTI issues in supervisions and catch-ups;
 Evaluate the impact of training activities;
 Implement organisation-wide Diversity Training for all employees, 

including  a  review  of  discrimination  and  harassment  policies, 
education on the use of respectful (vs. harmful) language;

 Detail  how the organisation will  support  an employee who has 
experienced and/or witnessed discrimination and/or harassment;

 Organise  training  for  all  employees  at  all  levels  of  the 
organisation  with  similar  content,  so  as  to  ensure  that  anti-
discrimination policy initiatives are embedded in the day-to-day 
functioning of the organisation;

 Provide specific training for people managers, so that they feel 
invested in the care and well-being of those who work for them 
and  responsible  for  ensuring  that  their  teams  interact  in  a 
professional and respectful manner; 

 In  training  activities,  remind  services  and  health  professionals 
that some of their patients may be transgender;

Public Authorities should: 



 Provide  comprehensive sensitivity  training on LGBTI issues for 
providers  of  victim  support  services  and  law enforcement  offi-
cials;

 Organise special training for judges, lawyers, trade union profes-
sionals and employers, on topics and issues relating to LGBTI and 
discrimination in the workplace, to remedy any knowledge gaps 
on these issues.

Social and public Actors should: 
 Actively  co-operate  to  train  legal  professionals  (lawyers  and 

judges),  trade  union  professionals,  and  public  officers  about 
LGBTI discrimination, and to create awareness campaigns for the 
victims, being mindful to use the correct language when doing so.

Guidelines in Information and Communication Activities
Public and private Organisations should:

 Make sure that equality and diversity policies and statements are 
on display and publicised; 

 Display a visible non-discrimination statement, for example: ‘our 
organisation provides equality of services and care to everyone, 
regardless  of  people’s  age,  disability,  gender,  gender  identity, 
race, religion, belief or sexual orientation.’ Having LGBTI inform-
ation on display creates a welcoming atmosphere;

 Use images of LGBTI people in a wide range of publicity materi-
als,  not  only  in  documents  which are specifically  aimed at  the 
LGBTI community. This sends out a clear message that the organ-
isation recognises the positive contribution that LGBTI people can 
make to our society and that the entire organisation is welcoming 
to LGBTI people;

 Display posters which publicise such groups and/or which feature 
positive images of, or statements about, LGBTI people;

 Ensure that posters and information are clearly visible and that 
they remain on display.

 When publicising events and consultations, remember that many 
LGBTI people do not go to gay venues. Publicise events and ser-
vices in mainstream venues and publications as well as in special-
ist arenas;

 Make sure that staff know about the organisation’s policies.

Guidelines in the Use of Language
Public and private Organisations should:

 Use correct language and appropriate terms;
 Avoid using derogatory terms to describe LGBTI people; 



 Never refer to LGBTI issues as “problems” “delicate issues” or 
“ethical issues”, as these are derogatory connotations; 

 Make sure that staff listen to how LGBTI people describe their 
own identity, gender, partners and relationships and ensure that 
they reflect this choice of language;

 Ask clients  for  their  preferred gender pronoun when they first 
access your services. Encouraging this practice with every new 
client  will  send a very positive and inclusive message to other 
members of the public; 

 Avoid making assumptions about  a  person’s  sexual  orientation, 
gender identity or intersexuality; 

 Encourage  the  use  of  inclusive  and  gender  neutral  language: 
rather than using “he” or “he/she”, it is acceptable and preferred 
to  use  “they”  as  a  singular  gender  natural  pronoun;  refer  to 
partners instead of boyfriends and girlfriends or husbands and 
wives;

 If unsure of appropriate language ask an LGBTI person/group for 
guidance;

 Make sure that the language used in standard forms, as well as 
the  behaviours  displayed  by  members  of  staff,  do  not  assume 
people are heterosexual or cisgender;

 Ensure  all  staff  and  service  users  know  that  there  is  zero-
tolerance of discriminatory language;

Guidelines in Networking Activities
 Create a Committee or a permanent Working Group on LGBTI is-

sues;
 Implement similar competencies to those found in anti-discrimina-

tion public Committees or equality bodies, in order to fight anti-
LGBTI discrimination;

 Support  LGBTI  communities  by  advertising the  organisation  in 
LGBTI publications, sponsoring LGBTI events or working in part-
nership with LGBTI organisations;

 Support networking activities with NGO LGBTI organisations;
 Build relationships with local LGBTI groups and ask them to be 

closely involved during the development of monitoring forms (as 
well as of new services, and other initiatives);

 Where possible, consult with your LGBTI service users, staff and 
volunteers and the local LGBTI community and organisations on 
strategic development; 

Guidelines in Legal Activities



 Provide stronger legal instruments against discrimination on the 
grounds  of  sexual  orientation,  gender  identity  and  intersexual 
conditions in the workplace; 

 Ensure that  the punishment for  discrimination and harassment 
against  LGBTI  persons  in  the  workplace  is  firm and  effective, 
while ensuring free legal assistance to victims; 

 Take any reports of homophobic, biphobic, transphobic, and in-
terphobic behaviour within the workplace seriously,  and act on 
them promptly; 

 Have information about reporting hate incidents to the Police;
 Encourage staff members to report incidents of homophobic, bi-

phobic, transphobic, and interphobic abuse, whether they occur 
within or outside the workplace. 

Guidelines in Health Activities
Public and private Health services providers must: 

 Understand the concerns of LGBTI users and clients;
 Educate staff to foster inclusive behaviours; 
 Implement  training  activities  relating  to  the  specific  needs  of 

LGBTI users and clients; 
 Acknowledge the emotional and sexual lives of LGBTI users and 

clients/consumers;
 Ensure respect for privacy; 
 Carefully monitor the trans status of patients: this can allow tar-

geted information to be sent to relevant people, in a sensitive way 
that is accepting and affirming of their identity;

 Be sensitive regarding domestic and family life and the status of 
LGBTI clients or users; 

 Recognise that the families of lesbian, gay, and bisexual people 
may include people who are not legally or biologically related;

 Strive to understand the ways in which a person’s lesbian, gay, or 
bisexual orientation, or a person’s gender identity and intersexu-
ality may have an impact on his or her family of origin, and their 
relationship with their family of origin;

 Strive to recognise the challenges related to multiple and often 
conflicting norms, values,  and beliefs  faced by lesbian,  gay,  bi-
sexual,  transgender and intersex members of  racial  and ethnic 
minority groups;

 Consider the influences of religion and spirituality in the lives of 
lesbian, gay, bisexual, transgender and intersex persons;

 Strive  to  recognize  cohort  and  age  differences  among  lesbian, 
gay, bisexual, transgender and intersex individuals;

 Strive to understand the unique problems and risks that exist for 
lesbian, gay, bisexual, transgender and intersex youths;



 Strive to understand the impact of HIV/AIDS on the lives of LGBTI 
individuals and communities;

 Consider the impact of socio-economic status on the psychological 
well-being of lesbian, gay, bisexual, transgender and intersex cli-
ents and users;

 Increase knowledge and understanding of homosexuality, bisexu-
ality, transsexuality and intersexuality, through continuing educa-
tion, training, supervision, and consultation;

 Create a local network on gender medicine which considers the 
specific needs of LGBTI persons;

 Create a workgroup on the needs of LGBTI users and clients, to 
implement inclusive health policies and services for LGBTI con-
sumers; 

 Provide a culturally affirmative environment, with clinically com-
petent behavioural health care for LGBTI users and clients;

 Provide  specific program models for LGBTI clients;

Especially regarding mental health, mental professionals must: 
 Strive to understand the effects of stigma (i.e. prejudice, discrim-

ination, and violence) and its various contextual manifestations in 
the  lives  of  lesbian,  gay,  bisexual,  transgender  and  intersex 
people;

 Be aware that lesbian, gay, and bisexual orientations are not men-
tal illnesses;

 Be aware that same-sex attractions, feelings, and behaviour are 
normal  variants  of  human sexuality  and that  efforts  to  change 
sexual orientation have not been shown to be effective or safe;

 Recognise how the attitudes and knowledge about lesbian, gay, bi-
sexual, transgender and intersex issues may be relevant to assess-
ment and treatment;

 Seek consultation or make appropriate referrals where required; 
 Strive to recognise the unique experiences of bisexual individuals, 

who are affected by negative individual and societal attitudes to-
ward bisexuality expressed by both heterosexual and gay/lesbian 
people;

 Strive to distinguish issues of  sexual  orientation from those of 
gender identity or intersexuality when working with lesbian, gay, 
bisexual, transgender and intersex clients;

 Strive to be knowledgeable about and respect the importance of 
lesbian, gay, and bisexual relationships;

 Strive to understand the experiences and challenges faced by les-
bian, gay, bisexual, transgender and intersex parents;



 Recognise  the  particular  challenges that  lesbian,  gay,  bisexual, 
transgender and intersexindividuals  with physical,  sensory,  and 
cognitive–emotional disabilities experience; 

 Strive to include lesbian, gay, bisexual, transgender and intersex 
issues in professional education and training;

 As part of their duty of care, healthcare professionals should be 
comfortable discussing sexual orientation, gender identity and in-
tersexuality;

 Provide a safe place for LGBTI people with mental illness to gain 
additional assistance with their emotional recovery and wellness. 

Guidelines in school
The education sector is a particular case in point as it is still perceived 
to be difficult to work in this sector for LGBTI persons.

 Teachers and professionals should make schools safe and welcom-
ing places for LGBTI children, adolescents, and young adults, who 
often face tremendous hostility from their family and community 
during their formative years;

 Professors and teachers should make individual decisions as to 
whether to disclose their sexual orientation, gender identity or in-
tersexuality. When they are out, the school should support them 
as role models.

Guidelines in law enforcement
 Provide  comprehensive sensitivity  training on LGBTI issues for 

law  enforcement  officials  on  LGBTI  issues  and  specific  crimes 
(such as hate crimes); the training activities should include the 
correct way to report abuses and discriminations;

Guidelines for Trade Unions
Trade unions can play a key role in promoting well-being and social 
inclusion  for  LGBTI  people  in  the  workplace,  as  in  society  more 
generally. 
For this purpose, Trade Unions should:

 Increase  representation  of  LGBTI  workers  in  the  Trade  Union 
movement;

 Pay attention to discriminatory practises against LGBTI persons 
even when they seem to be non-existent;

 Encourage  LGBTI  workers  to  join  the  Union,  and  develop 
organised structures for their involvement at a local and national 
level; 

 Consider  advertising  explicitly  that  they  will  protect  LGBTI 
persons  against  discrimination  in  the  workplace  and  might 



consider publicising their services in the wider LGBTI community, 
e.g. in LGBTI magazines, websites and forums; 

 Consider a specific office or/and person,  charged with working 
solely on LGBTI issues;

 Attend,  fund  and  publicise  Union  activities  at  annual  Pride 
parades  and  other  LGBTI  events.  This  could  include  providing 
sponsorship for a Pride parade and having a presence at Pride 
with banners, campaigning materials and union information;

 Put in place measures to raise the Union’s profile and visibility so 
that LGBTI groups and individuals can see that joining a Union 
could have positive benefits;

 Create  a  climate  in  the  Union  that  enables  LGBTI  workers  to 
‘come out’ in the Union; this will be important in engaging LGBTI 
people to help the Union promote LGBTI rights at work. 

 Provide opportunities for LGBTI members to meet and network;
 Work closely and build alliances with NGO’s and LGBTI organisa-

tions and reach out to people at local levels; 
 Put in place a Union policy on LGBTI rights and mandate this in 

all Union decision-making bodies and at all levels of the union;
 Publicise Union policies and commitments to LGBTI equality in 

Union journals, newsletters and in the general and LGBTI media;
 Produce campaigning materials on LGBTI equality issues that can 

be used in organising and recruitment;

Good Practices for Public Authorities and Public Administration
Public Authorities should: 

 Aim to reduce discrimination against LGBTI persons; 
 Consider the possibility of including “rainbow” clauses in public 

procurement procedures, following the example of green public 
procurement; 

 Promote a different approach to LGBTI issues and diversity as a 
general value;

 Sign conventions or agreements with providers relating to inclus-
ive behaviour;

 Play a role in introducing good practices combating discrimina-
tion  against  LGBTI  persons.  This  is  particularly  important  be-
cause it could address the needs of victims of discrimination;

 Work closely with other social sector actors e.g. Trade Unions and 
company associations, LGBTI associations, human rights associ-
ations and NGO’s – to challenge the framework of discrimination 
against LGBTI persons; 

 Encourage “awareness” in order to tackle discrimination as a so-
cial problem and to eliminate invisibility; 



 Promote the creation of internal and external committees or com-
missions, to investigate the phenomenon of and to carry out more 
research on the issue of discrimination against LGBTI persons;

 Join national and international networks of public administrations 
combating discrimination based on gender identity, sexual orient-
ation and intersexuality;

 Develop and disseminate LGBTI issues through social media, au-
dio-visual  materials,  publications  and  other  sources  of  easy-to-
comprehend information;

 Promote professional training among workers in private and pub-
lic companies;

 Implement support services and information points on the topic of 
LGBTI;

 Promote  non-discrimination  policies  to  counter  discrimination 
based on sexual orientation, gender identity and intersexuality;

 Advertise vacancies and services in the LGBTI press and through 
local LGBTI groups. LGBTI people come from all sectors of the 
community. Good access principles still apply;  

 Ensure that they provide appropriate access in terms of all equal-
ity issues. 


