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But some say there is still
a long way to go before
diserimination will die out.
Maxine Boersma reports

n Lord Browne left his
role as BP chief wxecn-
thna amild rumours about

zexualliy, he said it
wauhnpl:.l ummp!am.e o be gay in
businmss",

T Temirk wis mais in 2007, But
is Lhe workplace of 2012 any mare gy
Triendly™

Adtitudes do seem to be changing in
the eorporate world, with BE per denl
af Fortune 500 firms now bBunming
crimination on the basis ol’sniunj url
entation. In the UK, leading compa-
nies are included among the 3002
Workplace Equality Index af Britzin's
most gay friendly employers produced
by , the eampaigning argani-
salbon.

There i & legal imperative oo the
Mo Bquality Act brought existing
wqualities  legislation together and
introduced “the pablic sector equality
duty”, requiring public bodies to deal
with Inequalities experienced by staff
anel custommenrs.

According  be Colleen Humphicey,
Stomewall's  directar  af  workpl
diverzity: “1t's hard to baliove but 10

Ralph Fe,
Trewor ﬂﬂ ol CanlilT School of
Social Scienoes and Duncan Lewls of
Plynmmh Buslma& School, and pul-
lished by Bloomsbury Academie Tt
reveals how lesblan, gay and bisexual
employees are much more likely io

‘Diversity :‘hamplons fill
me with dread. i | knew a
company was not gay
friendly | probably wouldn't
2o and work there’

report fll-dreatment, particnlary from
TSRS,

They experience humilistion, intin-
idation ond hints that they should
quit. In the largest stady of its kKind,
LGBT employess worn shown ta be 12
times mawwe likely than straight col-
Ieagues to be given hints to leave and
four times more likely o be threal-
enedd. Gay or bisexunl smployens were
alsn fve times more likely to report

international cuseomers.

processes In plice are able o provide
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wialenee ot work compared with heter-
rerual colleagues, and the fgures
show om escalating pattern of (11 treat-
ment.

Working In & non gay-friendly s
mesds envivonment can beave employ-
o foeling isolaled Decase they can't
be themsslves.

Stoppwnll mesearch found thal les-
bian, gay and bisexval staff whe
worked b such enviromments found it
difficult to develop working relation-
ships with colleagues, with thelr con-
fidence amd creativity suffering. The
wlfort of self-censoring their behaviour
wias dralndng

Critically, companies lailing to fos
ter @ combortable envirenment for gay
staff, are missing ol Lis Bing
managing partner for people al Ernst
4 Young, ohasrves that in the past
VRN VEATE, tll.e diversity agenda hos

moved from a “nkee lo de” Bplnetmu
vhird extged Business ralionabe”,

She saye “Due Lo e cOFment eco-
nsmic environment, the only way
firms can grow s o increase market
share &0 you need the best people -
the most falented helerosexual and
gy emiployees alike will be deterred
by an environment in which stall
ean't truly be themselves. And fishing
i & narvow pool of straight white
neen MEAns you lmit the chance to

Rapld change on sexual diversity

from Page 1

itself on its record of diversity. In
1997, it provided full domestic benefits
to lesbians and gays. Fred Balboni,
IBM’s global leader for business ana-
lytics and optimisation, stresses that
diversity is “deep in the DNA of IBM
because it creates innovation”.

He says: “Populations of the world
are very diverse so it is important to
stay close to our clients, to look and
act like them. LGBT is a subset of a
broader diversity agenda as it creates
innovation. It’s also good for social
justice, so right for our people.”

IBM’s “Eagle” — employee network
groups in the local community -
started in the US about 15. years ago
and now operate in 25 countries. The
company’s “About You” indicator
enables employees to identify them-

selves formally as LGBT workers.
This then enables HR staff to track
equal pay and caréer advancement.

Dianah Worman, diversity adviser
at the Chartered Institute of Person-
nel and Development, reminds
employers that once staff are “out”
they cannot go back. Employers can
raise expectations for gay staff but
people will grow disillusioned if noth-
ing is delivered.

She thinks champions and other ini-
tiatives work well but personal
responsibility must also be cultivated
and line managers equipped to look at
the issues in a broader context. Rigid
cultures of any kind can be daunting
so people need both to feel respected
and respect their colleagues.

Stonewall’s Diversity Champions
programme offers specialist resources
for organisations seeking to become

an employer of choice for LGB talent.
A starting point is asking staff what
they want — for example via anony-
mous surveys — building in a question
on sexual orientation.

But for some employees, gay
friendly policies cannot mask the fact
that problems remain. According to
one senior media professional: “The
idea of a diversity champion fills me
with dread. If I knew that a company
was not gay friendly then I probably
wouldn’t go and work there — not
because I would be concerned that
people wouldn’t respect me, but
because I wouldn’t want to work
somewhere that doesn’t display the
kind of tolerance and equality that I
believe should run through all of soci-
ety. I recognise that it doesn’t, but it
is up to me to make my own choices
and stand up for myself.”

hring in amazing talent.

Lord Browne leaves his office for the.
last time after resigning as BP chiel
wsxpcutiva in 2007: have things changed
since then? Cluri Bisty

“1 speak persomally as a leshian,™
says Mz Bingham. “The acocleration
in my parsonal devalopment has been
strikdug since ont. T have a
reaponElbility to model this in the
Tasiness, creating an a\mdummmt
Whers everyone can BLI

“There’s a pm\m
for getting it rjg‘h
VY lmpartant, whuther
clients or leading teams: thar waul. w
see o leader they can trust. We are
alsn increasingly asked to demon-
strale oul d.ivarnta.' cradentials, eqpe-
clally in the US.",

Tap of !he Stonewall ndex, Ernst &
Young can now measure the business
case after conducting global research
araund the comrelation of employes
engagement and the performomee of
Business unlts, There was a clear link
between those businesses with high
cngmgement seores and the best profit-
ability.

Law frm Smmmons & Simmens LLP
was another award winner. Partner
David Stone s co-chair of the firm's
LOAT network. He agvess being gay
Iriendly is o social and business
imperative, with banks aml Fnancial
institutions especially ke to see this
in suppliers. Geod practice helps
attract the best lawyers and support
ataff - and retain them.

Fostering a more gay Friendly envi-
ponment means having ehied exeou
tive or board level acconntability for
peliey and lnking the equality and
diversity strategy to the company’s

and walues, Policies should be
audited to ensure they tike leshian,
gay and bissual factors inte account
and invidents must be manbtored,

Having gay stalf as vigible role mod-
els and senior lead champions alsc
helps - ns does engaging “straight
allies" io support equality, aften with
“reverss  menlofing”  programmes,
which can see juntor stafl coaching
o senior collegues.

Gy networks also offer o social and
business fimection and help gauge
reaction o policy, Edueation works
shops and engagensnt  programms
with clienis are also elfective #s is
invalving gay  partners. Companies
must offer guidanee on challenging
Thomophabic behaviour,

Staffl need to be supported glolbally,
to: me being gay s ilegal in more
than 70 countries, and with different
legislative fromewaorks ahroad, post-
ings cvergeas noed caoreful mansge-
ment.

IBM i another company that prides
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