
CELEBRATING DIFFERENCE:

HOW BUILDING LGBTI INCLUSIVE 

CULTURES BENEFITS EVERYONE



ACKNOWLEDGEMENT OF LAND 

Jack Buckskin, Kaurna and Narrunga man, with his own shield



LEARNING OBJECTIVES

• Defining LGBTIQ - key terminology and concepts
• Why LGBTIQ people experience difficulties generally and in aged care
• Understanding the business case for diversity and inclusion
• Strategies to increase diversity and inclusion in the workplace



“We treat everyone the same”



KEY TERMINOLGY, LANGUAGE 

& CONCEPTS



SAME SAME BUT DIFFERENT

SEX

Biologically based

Assigned based on visual 

inspection of genitals

GENDER 

IDENTITY

Social construct

Identity-based

SEXUAL 

ORIENTATION

Based on attraction

Self-determined



HOW MANY PEOPLE ARE LGBTIQ?

1The Second Australian Study of Health and Relationships, 2014. 
(Over 20,000 people aged 16 – 69 yo, telephone survey.)
2Clark, T. C., et al (2013) Youth’12 Overview: The health and wellbeing of New Zealand secondary school students in 2012. Auckland, New Zealand: 

The University of Auckland.
3 https://ihra.org.au/16601/intersex-numbers/

Population Numbers

Same-sex attracted 9% of men and 19% of women 

Trans and gender diverse 3%

Intersex 1.7%

https://ihra.org.au/16601/intersex-numbers/


UNDERSTANDING SEXUAL ORIENTATION

Behaviour

Attraction

Identity

Sexual and/or romantic feelings or attraction

– who someone is attracted to physically 

and emotionally

Sexual activity or behaviour – what a person 

does and with whom

Sexual identity – How someone describes 

themselves (heterosexual, bisexual, 

lesbian) or presents themselves



INTERSEX



TRANS & GENDER DIVERSE PEOPLE

Someone who identifies their gender as different to the sex assigned to them at birth

Cisgender is a descriptor to state you identify with the sex you were assigned at birth (i.e. 

you are not trans or gender diverse)

Gender dysphoria in clinical parlance – diagnosis needed for access to services

People can correct/alleviate feelings of dysphoria by ‘transitioning’ or ‘affirming their 

gender’ 

Process may involve counselling, hormones (optional), and surgery (optional). 



NON-BINARY

“a person’s gender identity may be an identity 
other than male or female” 
- Australian Human Rights Commission

Approximately half of young transgender 
Australians have a gender identity other than 
male or female

Non-binary people fall under the umbrella term
‘transgender’ or ‘gender diverse’

Sexual orientation, gender identity & intersex status discrimination Info Sheet, Aust. Human Rights Commission

Strauss, P., Cook, A., Winter, S., Watson, V., Wright Toussaint, D., Lin, A. (2017). Trans Pathways: the mental health experiences and care pathways of trans 
young people. Summary of results. Telethon Kids Institute, Perth, Australia. 



EXPLORING GENDER: AN EXAMPLE



THE WEDDING CAKE MODEL:

Everyone ever born is either male or female

Everyone identifies with the gender assigned to them at birth

Everyone is attracted to the “opposite” gender 

Everyone abides by gender roles and stereotypes

CIS/HETERO-NORMATIVITY



Gendered interactions begin as soon as the sex of the baby is assigned



GENDER STEREOTYPES



GENDER ROLE TRANSGRESSIONS



INTERSECTIONALITY

Person

Ability
Language

Education

Class

Sexuality

Religion

Culture
Race

Age

Sex

Location

Gender

Social 
Status

OPPRESSION PRIVILEGE



IMPACT OF DISCRIMINATION

& OPPRESSION



IMPACT OF DISCRIMINATION

• LGBTIQ+ people experience ‘minority stress’

• This is the result of hetero- and cissexism NOT related to being LGBTIQ+

• There are serious health implications of minority stress and discrimination

– General physical health 

– Alcohol & Other Drug use (incl. tobacco, esp. LBQ women) 

– Obesity (women, esp. Gen X) 

– Cancers (breast cancer 2-3 x higher, HPV-related such as penile & anal cancer)

– Gay & bi men are 3 x more likely to have an eating disorder

– Mental health, self harm and suicide 

– Social isolation and loneliness



MARSHA’S STORY

Lambda Legal filed a federal lawsuit against a aged care facility in Illinois, 
USA, for failing to protect their client Marsha Wetzel (a resident of the 
facility), from the harassment, discrimination and violence that she has 
endured at the hands of other residents because of her sex and sexual 
orientation. 

This is Marsha's story.

https://youtu.be/d8qd7-pq0E8

https://youtu.be/d8qd7-pq0E8


INVISIBILITY

“I worked in five nursing homes over 27 years, and I only encountered one person - one 
man - who was openly gay. That tells you something.”
- Mary Blanchett, a nursing-home administrator who formerly ran a group that helps gay seniors plan retirement. 

Barriers can include assumed heterosexuality, lack of respect, fear of being harassed by 
staff or clients in aged care facilities, and fear of being “outed.” 



HISTORY & CONTEXT FOR OLDER LGBTI PEOPLE

• Heterosexism in individuals and culture and institutions, systemic.

• Ageism intersects with homophobia & heteronormativity. 

• Background of Dr George Duncan murder (1972, drowned after being thrown into the River Torrens 
by a group of men believed to be senior police officers), and of homosexuality being criminalised in 
their younger years (only ended 1975 in SA after outrage at Duncan murder).

• Former officer alleged that it was a common practice for Vice Squad officers to throw gay men into 
the river, that certain officers assaulted homosexuals and that once they had chased a man while 
firing shots.

• Mistrust of authority. 

• Many older LGBTI people have no children or family. 



INTERNALISED PREJUDICE

• ‘Internalised homophobia’ or ‘internalised transphobia’ are negative feelings that people have 
about themselves if they have internalised the prejudice of the culture.

• One study (Rosenfeld, 2000) found that those who recognised their homosexuality back before the 
advent of gay liberation, were much more likely to have internalised homophobia. The others were 
more likely to have a positive view about homosexuality, and to be open about their gay or lesbian 
identity.

• Homosexuality was officially a mental illness, many older LGBTI people were pathologised or 
underwent enforced treatment. (DSM until 1973)

• A lifetime of passing as heterosexual. 



GEN SILENT: TRAILER

https://www.youtube.com/watch?v=fV3O8qz6Y5g

https://www.youtube.com/watch?v=fV3O8qz6Y5g


MICHAEL KIRBY, FORMER HIGH COURT 

JUDGE
Some LGBTI residents in aged care facilities are reluctant to reveal their sexuality because of fear of 
how fellow residents might react.

“It’s a legitimate concern. It's true that some of the other residents grew up with all kinds of prejudices 
and attitudes and hostility - and even hatred - towards gay people. 

There's a lot to be done, and it's not easy.

It tends to be a last lingering generation that has the attitudes of prejudice. You've just got to get over 
your demons. That is, I think, the challenge in aged care. Help older people who have prejudice get 
over their demons."



THINGS ARE GETTING BETTER

• LGBTIQ aged care packages
• New targeted services and projects (e.g. Seniors Information Service has expanded to include 

LGBTIQ, LGBTI Virtual Visitors Scheme, COTA SA project)
• Greater media visibility
• Legislation changes e.g. Marriage Equality
• Aged Care Diversity Framework (2017)  
• Increased commitment to diversity and inclusion
• Rainbow Tick Accreditation being pursued by some
• Gradual cultural change 



THE BUSINESS CASE FOR DIVERSITY & 

INCLUSION 



DIVERSITY MAKES BUSINESS SENSE
Diverse teams:

• Better able to solve complex problems

• More creative

• Exhibit a broader thought process

• More productive

• Longer tenure

• Enhance organisational reputation

• Maintain competitive advantage

• Reduce risk

Source: Pride in Diversity Business Case, acon, NSW 



ANTI-DISCRIMINATION LAW

STATE LAW

It is unlawful under the Equal Opportunity Act (1984), for anyone to be treated unfairly because of gender 
identity, sex or sexual orientation

FEDERAL LAW

Sex Discrimination Amendment (Sexual Orientation, Gender Identity and Intersex Status) Act 2013

These acts include provisions that provide that in certain circumstances the discrimination will not be 
unlawful (“exemptions”) – religious

State and Federal bodies for recourse – Human Rights and Equal Opportunity Commissions



CREATING SAFE & INCLUSIVE ENVIRONMENTS



PRACTICAL TIPS

• Intentionally welcoming environment (visual signs, facilities, marketing)

• Emphasise privacy and confidentiality

• Self-education and continuous learning

• Inclusive and respectful language

• Forms and surveys 

• Consultation and engagement 

• Policies and guidelines supporting diversity

• Embed in safety and quality (Rainbow Tick Accreditation)



HUMAN RESOURCES TIPS

• Screen for homophobia/transphobia in interview process

• Include commitment to diversity and inclusion in job descriptions

• Ensure bullying and harassment policies explicitly name homophobic and 
transphobic bullying

• Include information in orientation training

• Create ‘peer’ worker roles or encourage LGBTIQ people to apply for roles at your 
organisation

• Ensure employee forms/records are inclusive

• Support for transition policy

• Advertise job opportunities in LGBTIQ channels



STEP UP!

• Challenge homo/transphobic language, jokes, behaviour, 

assumptions and culture by anyone within your service (staff or 

clients).

• You may need to intercede where colleagues and clients make 

enquiries or statements which could be deemed to be intrusive, 

unwanted or discriminatory.

• Example: https://youtu.be/ZuDPWYfVn6g?t=28m19s

https://youtu.be/ZuDPWYfVn6g?t=28m19s


WHY IS IT IMPORTANT? 
Warren Talbot, former High Court Judge

Warren moved into an Independent Living Unit run by Uniting, Australia's 

largest faith-based aged care provider,  in 2014. Uniting has the Rainbow Tick. 

"Knowing that there was a policy, and even the application forms I filled in, there 

was a reference to LGBTI people there. It made me feel quite relieved and 

comfortable that that aspect of my life wasn't going to be an issue."



THANK YOU!

Holley Skene
Holley.skene@shinesa.org.au

Janiece Pope: 
Janiece.pope@shinesa.org.au

mailto:Holley.skene@shinesa.org.au
mailto:Janiece.pope@shinesa.org.au

