Forward
For the last several years the CTU Out@Work council has urged the CTU and its
affiliated unions that we need to have a resource available for union and workplaces
to assist workplaces in managing and celebrating diversity. This resource, led by the
CTU Out@Work Council, is the result of those efforts.
Since Out@Work was established in 2002 the CTU has advocated and campaigned
for equal rights for lesbian, gay, bisexual, transgender, intersex and queer workers
(LGBTIQ). This resource takes this activity further and asks unions and workers to
be equality activists and ensure workplaces are safe and inclusive for workers with
different gender and sexual identity.
The resource is written for unions and workplaces to provide advice and information
on the hard to ask questions as well as the hard to answer ones. Among other
things, it provides information on how to respond when there is discrimination and
prejudice based on sexual or gender difference in workplaces. For people who aren’t
members of unions it explains why unions are important and the benefits that are
gained from workers acting together.
I hope that this resource will add to the great work the CTU Out@Work council
has been doing in defending human rights and fighting against the discrimination
faced by people in the workplace who have a different gender and/or sexual identity
from the mainstream. This resource is important in promoting unions as a means
of achieving equality for LGBTIQ workers and realising the power of our collective
union strength.

Helen Kelly
NZCTU President
August 2013

Unions: what and why
Unions exist for workers to support each other so that they don’t have to face a
problem, or negotiate improvements to their working conditions, on their own.
When workers act together they have strength and safety in numbers and have a
better chance of getting what they need at work and beyond. Everyone has the
right to decent and productive work, in conditions of freedom, equity, security and
human dignity. Unions ensure that, as a worker, your voice is heard, your views are
respected and your rights under the law are upheld.
Unions are democratically run by their members. Union members elect union
representatives (delegates) from workplaces, and make decisions on things like
how the union is run, and what to focus on when negotiating with the employer
and identify issues of concern e.g health and safety risks. Through the CTU, unions
work co-operatively with other unions to improve the position of all New Zealand
workers.
Unions employ union organisers who work alongside union members in a workplace
and who bargain and negotiate with employers. This may include the negotiation
of wages, discussion on health and safety concerns, policies concerning hiring,
firing and promotion and other workplace issues. Union representatives are
encouraged to be involved in equal employment opportunities in the workplaces
on antidiscrimination and policies that promote equity and fair treatment. A United
Kingdom trade union, UNISON, has developed facts sheets on bargaining and other
relevant issues for their LGBTIQ members. These are included in this resource kit.
To join or find your union go to the CTU web site: http://union.org.nz/rights
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About the CTU Out@work
network
Out@work is the New Zealand Council of Trade Unions Te Kaue Kaimahi (CTU)
network for lesbian, gay, bisexual, transgender, intersex, takatāpui, fa’afafine and
queer1 workers (LGBTIQ). The CTU Out @Work Council was established in 2002
and is a recognised constitutional structure of the CTU.
Out@work recognises and celebrates diversity of sexual orientation and gender
identity. Any member of a union, affiliated to the CTU, may join the out@work
network. Out@work enables union members with different and diverse sexual
identities, who may be isolated in their own unions, to be part of a wider union
network that is focussed on the issues that are felt and experienced by LGBTIQ
workers.
LGBTIQ workers are a vulnerable group of workers and commonly face workplace
discrimination and prejudice. The objective of out@work is to ensure visible,
recognised support and be a voice for the issues that union members, who have
different or diverse sexual identity, face in the workplace.
Unions have an important role in creating workplaces that are safe and healthy for
LGBTIQ workers and defending their rights. Particular issues for LGBTIQ workers
include discrimination and harassment at work and denial of partnership benefits
that are eligible to straight couples.
Out@work also focuses and campaigns on the wider issues of discrimination
that LGBTIQ people face in society. Significant areas of work that out@work has
focussed on in the last ten year period are:
͙͙ A biennial conference that brings together LGBTIQ workers and union members
to celebrate diversity and being part of the union movement;
͙͙ Analysing employment law changes as to how they will affect workers who are
more likely to experiences discrimination;
͙͙ A focus on HIV/AIDS policies in the workplaces and education on the
International Labour Organisation resolution passed in 2010 on HIV/AIDs and the
World of Work;
͙͙ Education on international instruments in upholding human rights: the
Yogyakarta Principles and the Montreal Declaration both of which apply human
rights obligations to LGBTIQ people;
͙͙ Letters and approaches to national governments on human rights abuses
affecting LGBTIQ people;
͙͙ Activism on campaigns that are based on issues of equality e.g. the Marriage
Equality campaign.
A number of CTU unions have structures to support LGBTIQ workers to ensure
voice and enforce rights and fight against the discrimination that is faced by LGBTIQ
workers.

1 Out@work uses the term “queer” knowing that not all people feel comfortable with it but does so
in recognition that some people choose this term and also the absence of a better term.

Strong Message from Ban KiMoon: UN Stands With You
14 December 2012
UN Secretary-General Ban Ki-Moon couldn’t make it to ILGA World. Instead, he
sent us an address to be delivered via Charles Radcliffe, Chief of the Global Issues
Section of the UN High Commissioner of Human Rights.
“This week, we celebrate the anniversary of the Universal Declaration of Human
Rights, which proclaimed in its first Article, “All human beings are born free and
equal in dignity and rights.” It bears repeating: All human beings – not some, not
most, but all. No one gets to decide who is entitled to human rights, and who is not.
The past six decades have seen huge advances for many historically marginalized
groups and people, including women, racial minorities and persons with disabilities.
But around the world, far too many lesbian, gay, bisexual, transgender and intersex
people continue to face discrimination, and many States have done far too little to
address the problem.

In almost 80 countries, LGBT persons are still criminalized for who they are, how
they look or whom they love. In many more they are subjected to bias and physical
attacks. rather than challenging prejudice, too many Governments yield to it.
I am profoundly concerned about the persistence of homophobia. Those who are
LGBT and intersex are entitled to the same rights as everyone else. They too were
born free and equal.
Despite the serious problems, there are grounds for hope. Recent years have
seen many governments introduce measures to tackle hate crimes, sensitize
State officials and provide legal recourse to victims. After decades of denial, many
States recognize that such discrimination against individuals based on their sexual
orientation and gender identity is a serious human rights challenge.
We have seen extraordinary shifts in social attitudes in many parts of the world.
The tide is starting to turn, thanks in no small part to the efforts of all of you and
your partners on the ground. Just three days ago at United Nations Headquarters in
New York we held a meeting on leadership in the fight against homophobia. Yvonne
Chaka Chaka, the global singing star from South Africa, told participants, “You can’t
just accept equality for some but then withhold it from others because you disagree
with them or you disapprove of them. Equality is equality for all or it ins’t equality at
all.” I fully agree.
Your role as human rights defenders is more important than ever. The United
Nations stands with you as you highlight ongoing abuses, dispel prejudice and insist
on nothing short of freedom and equality for all.
I wish you productive discussions in Stockholm and every success in your critical
work.”

Introduction
Kia ora and welcome to the Out@work gender and sexual diversity resource.
This resource is designed for workplaces and union members; it aims to support
these environments to become more inclusive places for lesbian, gay, bisexual,
trans*, intersex, takatāpui, fa’afafine and queer (LGBTIQ) workers. Through better
understanding and education about the barriers currently facing LGBTIQ in
workplaces and in wider society we hope that unions and workplaces will be able to
create a mindset whereby organisations want to make LGBTIQ feel more included
and through this increase access to unions, to enforce workplace rights and support
LGBTIQ to reach their full potential in their workplaces.
This resource aims to be positive and practical; to answer the questions that
people may have regarding terminology and the experiences of discrimination in
workplaces. It also aims to create dialogue between people and challenge ideas
that may be unintentionally marginalising LGBTIQ in workplaces or unions. Most
importantly it hopes to capture the realities of LGBTIQ and support workplaces
and unions to become discrimination busters, allies and partners with LGBTIQ
communities to make positive changes.
We want people to be pleasantly challenged with this resource, we want people to
think and be engaged while still finding the material accessible. Because we know
people have differing levels of confidence with this topic this resource has been
created to work in several ways. There are resources to have in workplaces to keep
this issue present, there are workshop sessions to promote dialogue and action and
there are options for self learning in specific areas.

Level One
Factsheets and posters that you can distribute in your workplace and to your
network to promote increased understanding and discussion on the how to make
workplaces and unions more inclusive to LGBTIQ.
Factsheets included in this resource are:

Genderbread person
A visual edugraphic that explains the difference between sexuality and gender
identity.

Born free and equal
A Human Rights Commission resource depicting what gender and sexual diversity
means.

Transgender people at work
A Department of Labour guide to employment rights of transgender people in the
workplace.

Transgender people at work worksheet
A one-page worksheet for how to use the DOL resource.

Terminology
Before you can talk LGBTIQ issues in the workplace, make sure you have the lingo.

Attitudes towards LGBTIQ
Dorothy Riddle’s famous scale showing negative through to positive attitudes
towards LGBTIQ. This is a great resource for helping people understand the
difference between being an ally and merely ‘accepting’ the LGBTIQ community.

Participating in homo/bi/trans* phobia scale
Adapted from the Teaching diversity and Social Justice source book, this resource
that looks at how people can participate or challenge homo/bi/trans*phobia on a
continuum.

How discrimination happens in the workplace
A diagram explaining some of the subtle and not so subtle ways LGBTIQ experience
discrimination in the workplace.

How inclusion happens in the workplace
Consider this the antidote to the barriers LGBTIQ people face, it is a five point
holistic approach to making your workplace an inclusive place for LGBTIQ!

Do’s and don’ts of supporting LGBTIQ employees
Some supplementary information to the ‘How inclusion happens’ resource.

How to respond to non-inclusive (or bigoted) language
An edugraphic that explains how you can challenge people who use casually bigoted
language.

I want to say “gay” flowchart
A guide for when to say “gay”.

Transgender workers rights
A UK resource that covers rights and good practices for employers and workers on
gender identity issues.

Lesbian, gay and bisexual workers rights
This UK factsheet contains information about the rights of lesbian, gay and bisexual
workers.

Level Two
Using some of the factsheets and resources above the training modules can be used
by a trained facilitator in workplaces and unions. It is important that the facilitator is
comfortable and familiar with this material.

Workshop 1
Basic gender and sexual diversity training

Workshop 2
Creating inclusive workplaces –designed to follow on from part one.

Workshop 3
Intersex awareness training – based around the Intersexion DVD.

Level Three
For discrimination busters! Links to resources and training on specific issues relating
to LGBTIQ in workplaces.

Thanks and acknowledgements
The CTU Out@work network wishes to express its sincere gratitude to Eleanor
Butterworth from Wellington Women’s Refuge and Mani Bruce-Mitchell for
developing this resource. Their hard work and generosity is much appreciated.
Thanks are also due to Eileen Brown from the Council of Trade Unions and Liz
Robinson from the New Zealand Nurses Organisation for their behind-the-scenes
wrangling of content and design.
Unison union in the UK kindly allowed us to use their resources on LGB and trans*
wokrkers’ rights.
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Participating in homo/bi/trans*
phobia1
Remember there is no ‘one way’ of participating in homo/bi/trans* phobia; rather
most of us will have a range of responses depending on the situation, who is
involved and how safe it is to challenge what is happening. As you read this list
think about what situations you may be at different ends of the spectrum with.

Actively participating
This stage of responding includes actions that directly support the
oppression of GLBTIQ. These actions include laughing at or telling
jokes that put down lesbian or gays, making fun of people who don’t
fit the traditional stereotypes of what is masculine or feminine and
avoiding behaviour that isn’t sex-stereotyped. Engaging in verbal or
physical harassment

Denying or ignoring
Includes inaction that supports LGBTIQ oppression, coupled with an
unwillingness or inability to understand the effect of homophobic and
heterosexist situation. Though not directly homophobic themselves
these actions serve to support the system of suppression of GLBTIQ.

Recognition but no action
This stage of response is characterised by a recognition of
homophobic and heterosexist actions, and the harmful effect of
these actions. However this recognition does not result in action to
interrupt the homophobic or heterosexist situation. Homophobia
or a lack of knowledge about specific actions to take prevent taking
action.

Recognising and interrupting
This stage includes not only recognising homophobic and
heterosexist actions, but also taking action to stop them. Though the
response goes no further than stopping, this stage is an important
transition from passively accepting homophobic or heterosexist
actions. Ie when hearing a queer joke they would not laugh and let the
teller know it is unacceptable.

Educating self
This stage of response includes taking action to learn more about
GLBTIQ persons, heterosexism and homo/bi/trans*phobia. These
actions can include reading, books, attending workshops, talking to
others. This is a prerequisite for the last three stages.

1 Adapted from Adams, M., Bell, L. & Griffin, P. (1997). Teaching for diversity and social justice:
A sourcebook. New York: Routledge. Cited on http://studentaffairs.illinois.edu/diversity/lgbt/
LGBT%20Ally%20Training%20Manual.pdf retrieved 15/11/2012

Questioning and dialoguing
This stage is an attempt to begin educating others about homo/bi/
transphobia and heterosexism. This stage goes beyond interrupting
homophobic and heterosexist interactions to engage people in
dialogue, this response attempts to help others increase their
awareness of and knowledge about homophobia and heterosexism.

Supporting and encouraging
This stage of response includes actions that support and encourage
the anti-homo/bi/trans*phobic and anti-heterosexist actions of
others. Overcoming the homophobia that keeps people from
interrupting this form of oppression even when they are offended by
it is difficult. Supporting and encouraging others who are able to take
this risk is an important part of reinforcing anti-homophobic and antiheterosexist behaviour

Initiating and preventing
This stage of response includes actions that actively anticipate and
identify homophobic institutional practices or individual actions and
work to change them. Examples include teachers changing a “Family
Life” curriculum that is homophobic or heterosexist, or counselors
inviting a speaker to come and discuss how homophobia can affect
counselor-client interactions.
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LGBTIQ rights - the New
Zealand legal framework
The Human Rights Act, 1993 outlaws discrimination in Section 21 of the Act
citing 13 grounds including on the grounds of sexuality. The prohibited grounds of
discrimination are:
a. sex
b. marital status
c. religious belief
d. ethical belief
e. colour
f. race
g. ethnic or national origins
h. disability
i.

age

j.

political opinion

k. employment status
l.

family status

m. sexual orientation
LGBTIQ groups have urged that “gender identity” be added to the prohibited
grounds of discrimination specified in Section 21 to include transgender and
intersex people’s rights. The Human Rights Commission said in 2005 that it
considered that transgender people’s right to be free from discrimination to fall
within the definition of sex discrimination. The New Zealand Solicitor General has
issued an opinion to the effect that transgender people are covered under the ‘sex
discrimination’ provision of the Human Rights Act 1993.
In the Human Rights Commission publication, To Be Who I Am, a report from the
Human Rights Commission’s Transgender Inquiry, clarification of the Human Rights
Act in terms of gender identity is recommended, by specifically including “gender
identity” under the sex category in the Human Rights Act.
The Bill of Rights Act, 1990 sets out to:
1. affirm, protect, and promote human rights and fundamental freedoms in New
Zealand; and
2. affirm New Zealand’s commitment to the International Covenant on Civil and
Political Rights (ICCPR).
The Bill of Rights Act restrains the government’s ability to limit an individual’s
rights and acts as a “constitutional check” on the power of the Executive Branch
of Government and Parliament. When the Bill of Rights was passed it was hoped

that this Act would improve New Zealand’s system of government and provide a
safeguard for those fundamental rights and freedoms “vital to the survival of New
Zealand’s democratic and multicultural society” and provide a set of minimum
standards to which public decision making must conform.
The New Zealand Bill of Rights Act 1990 places limits on the actions of those
in government (including government departments, the judiciary, state-owned
enterprises and local authorities) that interfere with the rights of individuals.
All new legislation is examined to see if it is consistent with the rights and
freedoms affirmed by the Bill of Rights Act. If there are any inconsistencies, then
the government is required to provide a justification for the limits placed on these
rights. The Attorney-General must report any inconsistencies with the Bill of Rights
Act to Parliament when the legislation is introduced.
Section 19(1) of the New Zealand Bill of Rights Act enjoins freedom from
discrimination on the grounds of discrimination in the Human Rights Act 1993.
The Employment Relations Act, 2000 outlines certain requirements regarding
discrimination and links to other Acts. Sections 103, 104 and 105 of the
Employment Relations Act 2000 are relevant to LGBTIQ issues and complaints of
discrimination.
Section 103:
Section 103 (1) (c) outlines that a personal grievance may be taken because of a
claim:
“that the employee has been discriminated against in the employee’s employment;
Section 104:
Identifies the test for discrimination:
For the purposes of Section 103 (1) (c), an employee is discriminated against in
that employee’s employment if the employee’s employer or a representative of
that employer, by reason directly or indirectly of any of the prohibited grounds of
discrimination specified in section 105.
Section 105:
Identifies the prohibited the 13 grounds of discrimination referred to in Section 104
of the Employment Relations Act as set out in Section 21 (1) of the Human Rights
Act 1993.

Discrimination: Seeking Help, Resolving Disputes
and Making Complaints
Employment was the most common area of discrimination identified in the Human
Rights Commission’s Inquiry into discrimination experienced by transgender people.
The Department of Labour (now Ministry of Business, Innovation and Employment)
has developed factsheets for employers and employees:
http://www.dol.govt.nz/er/minimumrights/transgender/Transgenderpeople.pdf.
Both the Human Rights Act and the Employment Relations Act provide processes
for resolving disputes involving discrimination. Either the Employment Relations
Service or the Human Rights Commission can be approached for dealing with a
problem involving discrimination. The Employment Relations Services includes free
access to mediation with the employer.
Complaints of discrimination may be taken to the Human Rights Commission or to
the Employment Relations Authority – but not to both.
The Parental Leave and Employment Protection Act, 1987 provides for paid
and unpaid parental leave if an employee or their partner is pregnant, or formally
adopting a child under six if certain requirements regarding employment are met.
One parent is entitled to paid parental leave of 14 continuous weeks. This may
start up to six weeks before the expected date of birth or adoption. This can be
split between two parents if the criteria tests are met. The rate paid is determined
by the Parental Leave and Employment Protection Act, 1987 and is paid by the
government, not the employer.
The Property (Relationships) Amendment Act, 2001 gives de facto couples,
whether opposite or same sex, the same property rights as existed since 1976 for
married couples on the break-up of a relationship.
The Civil Union Act, 2004 that established the institution of civil unions for
same-sex and opposite-sex couples was passed in 2004. The Act is very similar to
the Marriage Act 1955 with references to “marriage” replaced by “civil union”. A
companion bill, the Relationships (Statutory References) Act, passed at the same
time, removes discriminatory provisions on the basis of relationship status from a
range of statutes and regulations. All couples in New Zealand, whether married, in a
civil union, or in a defacto now generally enjoy the same rights under law.
The Marriage Equality Act, 2013 is now law and ensures that all people, regardless
of sex, sexual orientation, or gender identity, have the opportunity to marry if they
so choose.
Currently there are no specific barriers preventing an LGBTIQ individual from
adopting children, except that a male individual cannot adopt a female child. Now
the Marriage Equality Act is passed same-sex couples are able to adopt children
jointly. Unmarried couples and couples in civil unions, whether same-sex or
opposite-sex, cannot jointly adopt children.

The Sentencing and Parole Act and the Crimes Act, 2002 has a hate crimes clause
which includes sexual orientation and gender identity in Section 9(1)(h) of The
Sentencing and Parole Act 2002, although it has not yet been invoked in the context
of a hate crime against an LGBTIQ person. New Zealand LGBTIQ communities
were concerned about the continued existence of the provocation (Section 169 of
the Crimes Act 1961) argument which they held had mitigated the seriousness of
homophobic homicides through reducing probable, intentional murder convictions
to the lesser charge and penalty of manslaughter.
In August 2009, the Crimes (Provocation Repeal) Amendment Bill was introduced
to repeal sections 169 and 170 of the Crimes Act, although its introduction largely
stemmed from the trial of the murder of Sophie Elliot by her boyfriend, rather than
stemming from the LGBTIQ community. The repeal Bill passed its third reading on
26 November 2009.
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The genderbread person is from itspronouncedmetrosexual.com

How inclusion happens at work
“Inclusion means attention to the whole workplace culture, not
just individualised ‘cases’”1
In the past few years there has been a move away from the term ‘tolerance’ when
talking about the rights and needs of LGBTI workers in favour of talking about
‘inclusion’. This is because implicit in the term tolerance is the idea of enduring
or tolerating some ‘other’ that one would not necessarily chose to, it can also be
seen as more attitudinal than action; inclusion on the other hand is about action
and about the process by which we behave and treat others in our environment.
Inclusion is ‘the degree to which an employee perceives that he or she is an
esteemed member of the workgroup through experiencing treatment that satisfies
their need for belongingness and uniqueness’2.
LGBTI are often ‘invisible minorities who differ from the majority on dimensions
that are not always apparent, inclusion relies on much more than policies to protect
rights, it is an organisational culture and programme where LGBTI can achieve their
full professional potential3. Organisations and teams that truly embrace diversity and
inclusion (of all minority groups) have been found to have a wide range of benefits
including ability to generate more innovative solutions, lower staff turnover, more
engaged workforce and appealing to a wider pool of candidates for recruitment4.
The below diagram is the ways in which inclusion can be initiated in workplaces;
consider it an antidote to the ‘How discrimination happens’ handout!

Equal opportunity/diversity policies need to
͙͙ be known - communicate policies and programmes internally and
externally
͙͙ include ‘clear and institutionalised ways of implementing policy’
͙͙ be enforced by managers/HR

Managers and HR need to
͙͙ be leaders in creating inclusive workplace environments
͙͙ understand the benefits of diversity
͙͙ being quick and proactive to sanction bi/trans*/homophobia
͙͙ support LGBTIQ events and networks with time and resources
͙͙ support physical changes to environment eg gender neutral toilets
͙͙ prioritise the building of knowledgeand on how to support
LGBTIQ and action solutions
͙͙ be proactive not reactive

Diversity training needs to
͙͙ dispel myths and stereotypes
͙͙ raise awareness of the issues faced by LGBTIQ
͙͙ provide personal stories and different sources of information to
help employees recognise how to bring inclusion to life. (Siva
2009)
͙͙ provide people with the language and tools to be inclusive
͙͙ start positive dialogue on inclusive workplaces

Organisations need to
͙͙ help LGBTIQ groups form, be sustained and find mentors
͙͙ make inclusive language an organisational goal
͙͙ consider process of engagment to social networking opportunities
for LGBTIQ employees
͙͙ ways of including LGBTIQ in diversity metrics, ‘processes in place
for tracking career advancement of diverse employee groups’
(Silva 2009)
͙͙ make knowledge of resources and groups for LGBTIQ part of
induction

Individuals need to
͙͙ develop self-awareness and remain open to education and
information
͙͙ learn and use the correct pronoun for transgender and transsexual
employees
͙͙ demonstrate your acceptance of LGBTIQ individuals in public and
visible ways
͙͙ participate in LGBTIQ activities as an ally
͙͙ never make homo/bi/transphobic jokes (Silva 2009 - www.hci.
org/files/field_slides)

1 Jones, D. , Windelov, K., Daniel, A., Drew, M., Randall, J., (2012) Out at work: Sexual orientation and
gender minorities in the New Zealand Workforce. Paper for HRINZ Research Forum, University of
Auckland Business School. Page 10
2 Hore et al (2011, p 1265) cited in Jones, D. , Windelov, K., Daniel, A., Drew, M., Randall, J., (2012)
Out at work: Sexual orientation and gender minorities in the New Zealand Workforce. Paper for
HRINZ Research Forum, University of Auckland Business School. Page 2.
3 Silva, C & Warren, A.K. (2009) Building LGBT- inclusive workplaces – Engaging Organisations and
Individuals in Change. Catalyst, New York. Page 2
4 Ibid page 3

Negative levels of attitude
towards homo/bi/trans*
people and community1
Although most of us probably consider ourselves to be supportive of LGBTIQ,
our behaviour and attitudes tend to be on a continuum running from negative to
positive. Below is the Riddle scale that can help us differentiate between overt
homo/bi/trans* phobia, merely ‘accepting’ LGBTIQ and becoming an ally.

Repulsion
Homo/bi/trans* people seen as a ‘crime against
nature’. LGBTIQ are sick, crazy, immoral, sinful,
wicked etc. Anything is justified to change them,
prison, hospitalisation, negative behaviour therapy,
electroshock therapy etc…

Pity
Heterosexual chauvinism. Heterosexuality is more
mature and certainly to be preferred. Any possibility
of ‘becoming straight’ should be reinforced and those
who seem to be born ‘that way’ should be pitied.

Tolerance
Homosexuality is just phases of adolescent
development that many people ‘go through’ and
most will ‘grow out of’. Thus LGBTIQ people are less
mature than ‘straights’ and should be treated with the
protectiveness and indulgence one uses with a child.
LGBTIQ should not be given positions of authority
because they are still working through their adolescent
behaviour.

Acceptance
Still implies there is something to accept.
Characterised by such statements as ‘you are not a Gay
to me, you are a person’, ‘what you do in your own bed
is your own business’, ‘that is fine with me as long as
you don’t flaunt it’.

1 Riddle, D., (1994). The Riddle scale. Alone no more: Developing a school support system for gay,
lesbian and bisexual youth. St Paul: Minnesota State Department.

Positive levels of attitude
towards homo/bi/trans*
people and community
Support
Work to safeguard the rights of LGBTIQ. People at
this level may be uncomfortable themselves, but they
are aware of the homo/bi/trans*phobic climate and
irrational unfairness.

Admiration
Acknowledges that being LGBTIQ in our society takes
strength. People at this level are willing to truly value
examine their homo/bi/trans*phobic attitudes, values
and behaviours.

Appreciation
Value the diversity of people and see that LGBTIQ as
a valid part of that diversity. These people are willing
to combat homo/bi/trans*phobia in themselves and
others.

Nurturance
Assumes that LGBTIQ people are indispensible in our
society. They view LGBTIQ with genuine affection and
delight, and are willing to be allies and advocates
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Worksheet to accompany
Department of Labour resource
“Transgender people at work”
LGBTIQ people in the workplace: how
does it work?
In June 2011 the Department of Labour released the document “Transgender
people at work”.
Read the book and then discuss in groups the following questions.
1. This guide was developed in response to what Inquiry?
2. What surprised you about its contents?
3. How useful would this be at your work place and why?
4. How much work would you, as a person, as a union need to do to be a true trans*
advocate?
5. Are there any gaps?
6. What can you do in your workplace to raise issues around trans* people and how
might you make your work place a safer, more inclusive, trans* friendly place?
7. Do you have any examples from the past (protect the persons identity)? How
was the issue handled? In light of the discussion today think about what you
might do differently faced with the same or similar situation.
8. If the Labour department produced a guide for
A) Gay – Lesbian – Bi-sexual people
B) Queer (gender non conforming) people
C) Intersex people
what would be the same, what would need to be different – Discuss.
9. Is your union and/or work place a safe place for all LGBTIQ staff and their allies
and if its not what are you going to do?
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Terminology
Ally
Someone who confronts heterosexism,
homophobia, biphobia, transphobia,
heterosexual and genderstraight
privilege in themselves and others; a
concern for the well-being of lesbian,
gay, bisexual, trans, and intersex
people; and a belief that heterosexism,
homophobia, biphobia and transphobia
are social justice issues.

Androgyne
Person appearing and/or identifying as
neither man nor woman, presenting a
gender either mixed or neutral.

Asexual
Person who is not sexually attracted
to anyone or does not have a sexual
orientation.

Acronyms
Acronyms try to inclusively capture
the different groups within ‘queer
community’ (those that are under the
umbrella of gender and sexual diversity).
Preferred acronyms differ from group to
group and are ever-evolving as analysis
and language changes. This resource
uses LGBTIQ (lesbian, gay, bisexual,
trans*, intersex and Queer), other
common ones are LGBTIQA (Asexual
and Allies) or LGBTIAQQ (includes those

Questioning their sexual identity), PSA
uses GLITTFAB (Gay, Lesbian, Intersex,
Takatāpui, Trans*, Fa’afafine and Asexual,
Bi).

Bigendered
A person whose gender identity is a
combination of male/man and female/
woman.

Biphobia
The fear of, discrimination against, or
hatred of bisexuals, which is often times
related to the current binary standard.
Biphobia can be seen within the LGBTIQ
community, as well as in general society.

Bisexual
A person emotionally, physically, and/
or sexually attracted to males/men and
females/women. This attraction does
not have to be equally split between
genders and there may be a preference
for one gender over others.

Cisgender
Describes someone who feels
comfortable with the gender identity
and gender expression expectations
assigned to them based on their physical
sex.

Coming Out

Drag

Coming out (of the closet) or being
out refers to disclosing one’s samesex sexual attraction or one’s nonconforming gender identity. Coming
out is usually a complex and dynamic
process, often said to begin with coming
out to oneself, ie acknowledging one’s
identity, usually following a period of
questioning. People must often continue
to make the choice whether to out
themselves in most new situations.
Staying ‘in the closet’, and allowing
or even fostering other people’s
assumptions of heterosexuality or
gender identity, is often an attempt to
avoid homo/bi/trans*phobia. A person
can come out as trans before or while
transitioning, and afterward to those
unfamiliar with their previous sex.

The performance of one or multiple
genders theatrically.

Drag King
A person who performs masculinity
theatrically.

Drag Queen
A person who performs femininity
theatrically.

Fa’afafine

Someone who wears clothes of another
gender/sex, this is a more preferable
term to Transvestite that can be
considered out of date or offensive.

Fa’afafine is a Samoan term that literally
means ‘like a woman’. Fa’afafine is often
used to refer to people born male who
express feminine gender identities
in a range of ways, but is sometimes
used more broadly refer to all Pacific
people who do not identify with or live
according to common understandings
of their birth gender. Sometimes the
term ‘third sex’ is used. Other similar
Pasifika terms include Fakaleiti (Tongan),
akava’ine (Cook Islands Māori), Fiafifine
(Niuean), Vaka sa lewa lewa (Fijian).

Discrimination

FTM / F2M

Cross Dressing

Prejudice + power. It occurs when
members of a more powerful social
group behave unjustly or cruelly to
members of a less powerful social group.
Discrimination can take many forms,
including both individual acts of hatred
or injustice and institutional denials of
privileges normally accorded to other
groups. Ongoing discrimination creates
a climate of oppression for the affected
group.

Disorders of Sex Development (DSD)
This is a term that has recently
appeared in some medical contexts in
place of ‘intersex’ .There is opposition
to use of the term DSD from some
intersex people who disagree with its
medicalisation, and in particular, the
reference to ‘disorders’.

Abbreviation for female-to-male
transgender or transsexual person.

Gay
1. Term used in some cultural settings
to represent males who are attracted
to males in a romantic, erotic and/
or emotional sense. Not all men who
engage in “homosexual behavior”
identify as gay, and as such this label
should be used with caution. 2. Term
used to refer to the LGBTIQ community
as a whole, or as an individual identity
label for anyone who does not identify
as heterosexual.

Gender Binary
The idea that there are only two genders
– male/female or man/woman and that
a person must be strictly gendered as
either/or.

Gender Confirming/Aligning Surgery
Medical surgeries used to modify one’s
body to be more congruent with one’s
gender identity. See “Sex Reassignment
Surgery.”

Gender Identity
A person’s sense of being masculine,
feminine, or other gendered.

Gender Normative
A person who by nature or by choice
conforms to gender based expectations
of society. (Also referred to as
‘Genderstraight’.)

Gender Oppression
The societal, institutional, and individual
beliefs and practices that privilege
cisgender (gender-typical people) and
subordinate and disparage transgender
or gender variant people. Also known as
“genderism.”

Gender Variant
A person who either by nature or by
choice does not conform to genderbased expectations of society (e.g.
transgender, transsexual, intersex,
genderqueer, cross-dresser, etc.).

Genderqueer
A gender variant person whose gender
identity is neither male nor female, is
between or beyond genders, or is some
combination of genders. Often includes
a political agenda to challenge gender
stereotypes and the gender binary
system.

Hermaphrodite
An out-of-date and offensive term for
an intersexed person. (See ‘Intersexed
Person’.)

Heteronormativity
The assumption, in individuals or
in institutions, that everyone is
heterosexual, and that heterosexuality

is superior to homosexuality and
bisexuality.

Heterosexism
Heterosexism is a system of attitudes,
bias, and discrimination in favor of
opposite-sex sexuality and relationships.
It can include the presumption
that everyone is heterosexual or
that opposite-sex attractions and
relationships are the only norm and
therefore superior.

Heterosexual Privilege
Those benefits derived automatically by
being heterosexual that are denied to
LGBTI. Also, the benefits homosexuals
and bisexuals receive as a result of
claiming heterosexual identity or
denying homosexual or bisexual identity.

Homophobia
The irrational fear or hatred of
homosexuals, homosexuality, or any
behavior or belief that does not conform
to rigid sex role stereotypes. It is this
fear that enforces sexism as well as
heterosexism.

Homosexual
A person primarily emotionally,
physically, and/or sexually attracted to
members of the same sex.

Intersex
Intersex people are born with any of
a number of physical variations that
means they do not fit expectations of
either male or female physical sex (eg
they have genitals that are atypical, XXY
chromosomes, etc). Intersex anatomy
is not always visible at birth, and may
become apparent at puberty, later
or not at all. Surgery is performed on
some intersex infants and children to
physically align them with the sex they
are assigned. This practice is criticised,
particularly by intersex people. A child’s
sex assignment may not match the

gender identity the person develops as
they grow up. This can mean that some
intersex people can face gender identity
issues similar to a transgender person.

Lesbian
Term used to describe female-identified
people attracted romantically, erotically,
and/or emotionally to other femaleidentified people. The term lesbian
is derived from the name of the
Greek island of Lesbos and as such is
sometimes considered a Eurocentric
category that does not necessarily
represent the identities of Maori, Pacific
Island, African and other non-European
ethnic groups. This being said, individual
female-identified people from diverse
ethnic groups, embrace the term
‘lesbian’ as an identity label.

MTF / M2F
Abbreviation for male-to-female
transgender or transsexual person. An
equivalent Māori term is tangata ira tane.
“MtF” is sometimes used for a trans
woman / ‘male to female’. Equivalent
Māori terms are whakawahine, hinehi,
hinehua. Many people prefer the terms
male or female, in line with their gender
identity.

Outing
Involuntary disclosure of one’s sexual
orientation, gender identity, or intersex
status, can be used as a bullying or
abusive tactic against LGBTI.

Pangendered
A person whose gender identity is
comprised of all or many gender
expressions.

Pansexual
A person who is sexually attracted to all
or many gender expressions.

Takatāpui
The traditional meaning of takatāpui is
“intimate companion of the same sex”.
Many Māori people have adopted this
term to describe themselves, instead of,
or in addition to, terms such as lesbian,
gay, bisexual, queer or trans. It refers to
cultural and sexual/gender identity. Also
spelt takataapui.

Variations of Sex Development
(VSD)
Variations of Sex Development (VSD)
is an alternative to DSD proposed by
human sexuality expert Professor Milton
Diamond.

Queer
1. An umbrella term which embraces
a matrix of sexual preferences,
orientations, and gender identities of
the not-exclusively- heterosexual-andgender nonconforming community.
Queer includes lesbians, gay men,
bisexuals, trans*people, intersex
persons, the radical sex communities,
and many other sexually transgressive
(underworld) explorers. 2. This term is
sometimes used as a sexual orientation
label instead of ‘bisexual’ as a way of
acknowledging that there are more
than two genders to be attracted to, or
as a way of stating a non-heterosexual
orientation without having to state who
they are attracted to.

Reclaimed words
Takes words that have been used as
insults or offensive terms and reclaims
and redefines their meaning in positive
or affectionate light by their target.
It is important to remember that for
some people these words will still be
considered offensive or appropriate only
for members of the group to use, so
tread carefully. Examples within LGBTIQ
communities include : queer, dyke and
fag.

Rainbow
Commonly used as a symbol for unity
and diversity within queer community
and pride associated with being gender
and sexuality diverse. Displaying the
Rainbow flag or sticker is a powerful way
to show that an organisation, business
or individual is queer friendly.

Sex
A medical term designating a certain
combination of gonads,chromosomes,
external gender organs, secondary sex
characteristics and hormonal balances.
Because usually subdivided into ‘male’
and ‘female’, this category does not
recognize the existence of intersexed
bodies.

Sex Identity
How a person identifies physically:
female, male, in between, beyond, or
neither.

Sexual Orientation
The desire for intimate emotional and/
or sexual relationships with people of
the same gender/sex, another gender/
sex, or multiple genders/sexes.
Sexual Reassignment Surgery (SRS)
A term used by some medical
professionals to refer to a group of
surgical options that alter a person’s
“sex. Also known as ‘Gender Confirming
Surgery.’

Trans*
An abbreviation that is becoming
increasingly popular umbrella term used
to refer to a gender variant person or
to the gender variant community as a
whole Trans (without the asterisk) is
best applied to trans men and trans
women, while the asterisk makes special
note in an effort to include all noncisgender gender identities, including

transgender, transsexual, transvestite,
genderqueer, genderfluid, non-binary,
genderless, agender, non-gendered,
third gender, Fa’afine, bigender, and
trans man and trans woman. . The use of
trans* allows a person to state they have
a gender variant identity without having
to disclose hormonal or surgical status/
intentions.

Transgender
A person who lives as a member of a
gender other than that expected based
on anatomical sex. Sexual orientation
varies and is not dependent on gender
identity. Transgendered people may
or may not use some form of medical
intervention to better align their physical
sex with their gender identity, and may
or may not have any interest in such
a procedure. Gender reassignment
services are sometimes called gender
realignment by trans people. They
include but are not limited to hormone
treatment and surgeries, such as
mastectomy and genital reconstruction.
Transgender is sometimes also used
as an umbrella term characterising all
gender variant identities in the same
way trans* does.

Transition
This term is primarily used to refer to
the process a gender variant person
undergoes when changing their
bodily appearance either to be more
congruent with the gender/sex they
feel themselves to be and/or to be in
harmony with their preferred gender
expression.

Transman
An identity label sometimes adopted by
female-to-male transsexuals to signify
that they are men while still affirming
their history as females. Also referred to
as ‘transguy(s).’

Transphobia

Transwoman

The irrational fear of those who are
gender variant and/or the inability to
deal with gender ambiguity.

An identity label sometimes adopted by
male-to-female transsexuals to signify
that they are women while still affirming
their history as males.

Transsexual
A person who identifies psychologically
as a gender/sex other than the one
to which they were assigned at birth.
Transsexuals may experience a profound
sense of having the wrong sexual
anatomy and many wish to transform
their bodies hormonally and surgically to
match their inner sense of gender/sex.

Ze / Hir
Alternate pronouns that are gender
neutral and preferred by some gender
variant persons. Pronounced /zee/
and /here,/ they replace ‘he’/’she’ and
‘his’/’hers’ respectively.

This resource is based on three sources:

Transvestite
This term is largely out of date in NZ
(preferred term is usually cross dresser)
, but it refers to someone who enjoys
dressing in clothing generally identified
with the opposite gender/sex.

1. Eli R. Green (eli@trans-academics.org) and
Eric N. Peterson at the LGBT Resource Center
at UC Riverside (2003-2004)
2. http://itspronouncedmetrosexual.com/
3. Unreferenced source from Ministry of
Defence NZ
4. http://en.wikipedia.org/
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How discrimination happens at
work
This scale shows the discrimination that happens in workplaces; from subtle and
often unintended discrimination to more obvious abusive acts of discrimination.
Laws protecting against overt discrimination are important but for LGBTIQ to be
able to fully access their rights and flourish in their professions means a broader
understanding of how discrimination happens in working environments is needed.

Making LGBTIQ invisible
͙͙ Colleagues and management assuming no LGBTIQ in workplace
͙͙ No mention or promotion of LGBTIQ community, events or issues.
͙͙ No policies covering rights of LGBTIQ or policies not being
enforced or discussed.
͙͙ No attempt to be inclusive of LGBTIQ in language or
organisational culture. (Silva 2009)
͙͙ Making LGBTIQ invisible can lead to people feeling like it is not
safe to be ‘out’ at work, where someone’s preference is to be
out and they cannot this can cause considerable stress and
disengagement .

Being denied promotions, opportunities, jobs and
chances to network socially.
͙͙ Discrimination at the recruitment stage.
͙͙ Not being seen as the appropriate person to meet with certain
clients, represent the organisation or attend training opportunities
due to sexuality/ gender Identity
͙͙ Being denied access to informal social networking opportunities
that can advance an individuals career , for example use of ‘Old
Boys/Girls’ networks to exclude those who are not hetero or cis
gendered. (Silva 2009)

Colleagues discomfort and embarrassment
͙͙ Can be seen where people dont know what language to use or
lack confidence to be inclusive, where people hold homo/bi/
trans* phobic attitudes that become apparent in their discomfort
or exclusion of LGBTIQ colleagues, this can be closely related to
invisibility.
͙͙ Relying on stereotypes to understand LGBTIQ colleagues (eg
assuming gay male colleague wont be interested in attending a
‘family event’ open to other employees) (Out @ Wk Paper) or
assuming a lesbian colleague is attracted to female coworkers.
͙͙ Assuming all members of LGBTIQ communitiy know each other/
share the same values.

͙͙ Colleagues discussing/speculating on LGBTIQ sexual, gender
identity, bodies, lives behind their LGBTIQ coworkers backs.
͙͙ Refusal to use the correct language or pronouns
͙͙ Expecting LGBTIQ colleagues to be the only ones who challenge
discrimination or promote inclusion.

Exclusion by homo/bi/trans*phobic comments,
‘jokes’ and insults
͙͙ Thoughtless homo/bi/trans*phobic remarks - ‘That’s so gay’, ‘she
looks like a tranny’
͙͙ Using homo/bi/trans* phobia to modify behvaiour: ‘you two look
like a couple of poofs the way you are horsing around’
͙͙ Allowing the presence of homo/bi/trans* phobic material in your
workplace -e.g. petition against marriage equality.
͙͙ Trying to hurt the target with offensive comments, innuendo and
gossip (eg mimicing someone who is transitionings voice, making
lewd comments about their sex life).

Harrassment and physical intimidation
This too exists on a spectrum many of which are covered in earlier
categories, including:
͙͙ Micro agressions - witholding information, unfair criticism or
allocation of work
͙͙ Physical, sexual or verbal abuse
͙͙ Lewd comments, invasive questioning, inappropriate touching,
standover tactics, threats, inciting others to act and generally
making workplace hostile for out LGBTIQ workers

