A ROADMAP

AN AUDITING TOOL
AN ENGAGEMENT SURVEY

PRIDE IN SPORT INDEX

PRACTICE POINTS - 2026 PSI NATIONAL SURVEY

EXECUTIVE SUMMARY:

The findings reveal systemic
differences in inclusion
experience and capability
across the sporting
ecosystem.

Paid employees report higher
awareness of LGBTQ+ inclusion
policies, greater access to
education and training,
stronger visibility of active
allies, and more confidence in
reporting bullying and
harassment.

In contrast, officials,
volunteers, and athletes
consistently report lower
exposure to inclusion
initiatives, reduced belief in
the importance of active
LGBTQ+ inclusion, and less
confidence that negative
behaviours will be addressed.

LGBTQ+ people are
proportionally more
represented in unpaid roles and
remain underrepresented in
administrative positions.

Across all cohorts, the presence
of visible role models and active
allies is strongly associated with
increased openness, safety, and
wellbeing, reinforcing the need
for whole-of-system inclusion
strategies that extend beyond
paid roles.

Edition 2: Inclusion disparities in
the sporting sector

This year, the PSI National Survey received the largest number of
responses in its history. This has given us the opportunity to provide a
second layer of analysis for the sporting community.

From our Key Insights report, we can see for the first time that people
with an unpaid connection to sport make up more than half of this
year's 1470 responses.

The significant representation of unpaid sporting officials and
volunteers provides the opportunity to compare the differences
between the 631 paid employees (42.9%), the 387 unpaid employees
(26.3%) and the 371 athletes & participants (25.2%) relating to
inclusion activities, training, role models and general feelings of
support compared

2026 Respondent connection to sport

Unpaid Board & Committee Members, Officials
26.3%

Athlete or participant
Parent Guardian,
other, 5.5%

25.2%
We note that many participating organisations may have paid coaches,
officials, umpires, etc., and so this comparison is based on paid and
unpaid connections to the sporting community, rather than the
specific roles being undertaken.

The 5.5% of respondents who are parents or guardians of athletes or
who selected the "other” category are not included in this comparison.

Where significant, differences among LGBTQ+ respondents across
these cohorts will also be compared.
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Demographic representation

To understand the respondents discussed it is important to consider the demographics of the population.
Research has shown that age can have a significant impact on understanding terminology or impacts of
diversity on individual experience.

Age demographics show unpaid officials are twice as likley to be under 45 W Paid
years e ® Unpaid

Under24 I 2.8%
13.2% W Athletes

I 31.1%

25-34 I 7.5%
e 11.9%

I 23.6%
35-44 | 22 .0%
[ 151%

I 21.2%
45-54 | ——— 29.5%
T 17.8%

I 11.1%
55-64 |— 20.4%
T 251%

M 1.4%
65+ I 17.1%
T 15.6%

The age demographics are directly swapped between paid and unpaid cohorts: 66.1% of those in paid roles
are under 45 years of age, compared to only 32.3% in unpaid roles. Within the athlete cohort, responses are
closer to an even split, with 58.5% are over 45.

Gender identity

The gender of respondents is, in the most part, binary. Paid respondents are more likely to be female, while
unpaid are more likely to be male.

Non-binary respondents make up a small portion of both cohorts, and several respondents choose not to
provide their gender identity. Five of the seven of these respondents did not provide a response to sex
recorded at birth. This may be due to concern of being able to be identified, particularly when there are
only a small number of people within an organisation.

oo
I 44 5% Paid
Man or Male I 50.4% B Unpaid
P 23.7%
I 2. 7% W Athletes

Woman or Female [N 47.0%
e 704%

| 0.3%
Non-binary or different term B 1.6%

I 5.4%

| 0.5%
Prefer not to respond 1 1.0%

| 0.5%
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LGBTQ+

I 565%
Non LGBTQ+ I 527%  © F2id

61.7% B Unpaid
B 135%
LGBTQ+ I 17.3% Athletes
36.9%
B 135%
Diverse sexuality [N 16.8%
36.4%
1 0.6%
Trans and gender diverse B 23%
7.0%

Proportionally, LGBTQ+ respondents are more likely to be in unpaid roles. There are also more trans and
gender diverse individuals with unpaid connections with their club than are represented in paid roles.

To consider with this is the proportion of athletes and participants across these cohorts; it is apparent that
LGBTQ+ individuals are underrepresented in all administrative areas of sport, both paid and unpaid roles.

Being out within the organisation, club, or team regarding being LGBTQ+ can be a measure of the culture
and safety within the organisation and provide an understanding of whether inclusion actions are felt at all
levels of the sporting arena.

LGBTQ+ respondents in paid roles are mPaid ®Unpaid Athletes
the least likely to be out or open within
their organisation or club.

81.6%
75.0%

(o)
71.0% 65.2%
50.0% I

Unpaid Officials and volunteers are the
most likely to be out to all or most

53.30%
within the organisation or club. °

NOTE: this data may be skewed by the
presence of LGBTQ+ specific community
clubs, which do not have any paid
respondents, and have a greater
proportion of LGBTQ+ identifying
officials and athletes.

Diverse Sexuality Trans and gender diverse
Out to all or most Open to all or most

Beliefs on inclusion

One of the greatest drivers for change is the belief that it is necessary or will be beneficial.

When considering if it is important that organisations/clubs be active in LGBTQ+ inclusion, 91.1% of Paid
respondents agree, compared to 83.7% of athletes and only 70.8% of officials and volunteers.

We can further see that officials and volunteers have lower agreement rates across all organisational
inclusion statements, including understanding the unique challenges faced by LGBTQ+ people in the
sporting area, and believing that active LGBTQ+ inclusion activities are important.
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Officials and volunteers are between 12% and 30% less likely to = Paid

agree than paid respondents to statements = Unpaid

B Athletes
. [, o1.1%
It is important that organisations/
I 0%

clubs be active in LGBTQ+ inclusion

Work in LGBTQ+ inclusion has a positive
influence on organisational/club culture

| understand the unique challenges that
LGBTQ+
people face in the workplace/sports clubs

It is important people are able to choose e 05.2%
to be out about their diverse sexuality _ 83.7%
without negatie repercssons Y o

It is important people are able to choose NG o5.7%
to be open about their diverse gender _ 82.4%
without negative repercussions I <02

While education and training is not designed to change individual beliefs, it does assist in understanding
the role of inclusion within the organisation and club environment, including legislation regarding
psychosocial safety, which is relevant not only to people in paid roles, but in all areas of volunteering.

49.2% of unpaid officials and volunteers are aware of their organisation/club having a LGBTQ+ inclusion
policy, compared 78.3% of paid respondents. Interestingly, athletes are more aware than officials.

Respondents in paid roles are more likely than
unpaid officials and volunteers by;
e 106.7% to have had awareness or ally
education available to them than officials

How can you ensure that inclusion education
and training is available to unpaid officials and

and volunteers volunteers? It can be more difficult to engage

e 149.2% to have attended awareness or ally unpaid individuals in training when it is difficult
Iedltjcatlon for LGBTQ+ inclusion within the or time-consuming. What strategies can you
ast year _

e 50.2% to agree that LGBTQ+ inclusion put in place to ensure everyone understands the
training should be mandatory for anyone impact of inclusion work?

who manages or supervises other people.

Athletes are even less likely than officials and

volunteers to have had the opportunity to attend training but are 28.8% more likely than unpaid
respondents to agree that anyone managing others should be required to complete LGBTQ+ inclusion
training.

Page 4 of 11
2026 PSI National Survey — Edition 2



LGBTQ+ inclusion training need to be more available to officials and
volunteers

— 78.3%
_ . oo I 49.2%
policy regarding LGBTQ+ inclusion s S 53.9%

Awareness or ally education around LGBTQ+ |GGG /92%
inclusion has been made available throughout [N 33.3% = Paid
the year N 34.0%

- I 63.9%
| have attended awareness or ally education for B 25 7% = Athlete

LGBTQ+ inclusion within the last year g™ o)
. ()

LGBTQ+ inclusion training should be I EG— 7.0%
mandatory for anyone who manages or | IININRNREGEEE 50 6%
supervises other people N 67.8%

| am aware of my organisation/club having a

B Unpaid

Signs of LGBTQ+ inclusion

Visible signs of inclusion can support an overall inclusive culture and foster a sense of safety, enabling
LGBTQ+ individuals to be comfortable being out within their organisation, club, and team.

Compared to paid respondents, unpaid officials & volunteers are between 36.8% and 48.2% less likely to
agree to these statements and are the least likely to feel that there is a genuine commitment to LGBTQ+
inclusion within their club.

Athletes agree to statements regarding visible signs between 24.5% and 41.6% less than paid employees,
and overall are 21.1% less likely to feel that there is a genuine commitment to LGBTQ+ inclusion within their
club.

The individual comfort of people within the organisation or club will also play a part in overall feeling of
safety and inclusion for LGBTQ+ individuals.

LGBTQ+ inclusion training needs to be more available to officials and
volunteers

E—— 87.2%
I 53.4%
support for LGBTQ+ people D 65.8%

Work or related initiatives concerning LGBTQ+ | 79.1%
inclusion have been regularly communicated | N 40.9% .
0 W Paid

throughout the year I 46.2%

mU id
I 833% P
) ADOUL e /0 9% = Athletes
LGBTQ+ inclusion e =3 5o,

Communication of inclusion initiatives for | NG 63.1%
LGBTQ+ people during sporting | NG 43.0%
events/matches has been positive I 49.3%

I— BT7.6%
o [N 59.4%
to LGB Inclusion I 69.1%

There are visible signs of organisation's/club's

| have heard our leaders speak positively about

My organisation/club is genuinely committed
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Role models and active allies

The presence of active allies within organisations, as well as the availability of LGBTQ+ role models, can
have a significant impact on the health and wellbeing of others.

Paid respondents are the most likely to know of active allies in their area or as executive allies or sponsors,
and for LGBTQ+ individuals 72.2% of paid respondents have been positively impacted by their presence.

While Unpaid respondents are the least likely to be know of active allies, the impact is almost as significant

for them with 68.5% agreeing.

Allyship overall sits with 47.5% of all respondents being active allies. Though paid employees are more likely
to consider themselves active allies, than the other cohorts.

Paid respondents are most likely to be active allies, with unpaid
respondents most likey to be "not an ally"

Active ally Passive ally Not an ally
Unsurprisingly, paid respondents are also most likely to know of
active allies in their organisation, either at the executive or area
level. Understanding the areas where active

Another measure of the importance of active allies is the impact allies are not present may provide an

on the sense of inclusion for LGBTQ+ people. For paid
respondents, the impact is greater, with 72.2% agreeing that

understanding of inclusion culture.

active allies have had a positive impact. This reduces to 68.5% When people see others being allies, it
for unpaid LGBTQ+ respondents, and 52.2% for LGBTQ+ often leads to increased overall allyship?
athletes.

M Paid

The presence of active allies impacts inclusion
B Unpai

I 81.9%
I 54.5%
S 60.7%

— 68.3%
I 38.1%
D 41.4%

— 72.2%
— 68.5%
S 52.2%

| know of active allies within
my immediate area/club

| know of active executive allies or
sponsor/s within my organisation

Active allies have positively impacted

my sense of inclusion here
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Active allies can be individuals who are not LGBTQ+, and so it is more likely to know of active allies,
however, having role models who LGBTQ+ people can look up to, and see themselves represented in sport,
is likely to have a greater impact on individuals feeling that they would be included, particularly within
recruitment and enrolment phases.

Unpaid LGBTQ+ respondents most likely to know of role models
W Paid
There are visible role models within the  NRNNEIIN 33.7% ® Unpaid

management, senior leadership or executive _ 71.7%  m Athletes
positons | N 47 3%

I 61.4%
There are visible role models elsewhere here _ 80.0%
S se.0%

Paid respondents are the least likely to know of role models

within their organisation or club, particularly within the It is difficult to have a role model for all

senior leadership level. . . - ..
P areas of diversity within an organisation

Unpaid respondents are the most likely to have role models.  or club. Consider how you can work with

other sporting groups, teams and clubs to

The availability of role models for LGBTQ+ individuals has a -
significant impact on a person’s outness, compared to when build cross-over support.

there are no role models.

Respondents with a role model are more likely to be out or open by;
e 72.2% for paid respondents (with a role model: 57.4% vs. without a role model: 33.3%)
e 105.0% for unpaid respondents (with a role model: 82.0% vs. without a role model: 40.0%)
e 133.7% for athlete respondents (with a role model: 77.9% vs. without a role model: 33.3%)

B Paid
H Unpaid
m Athlete

The impact of role models on willingness to be out / open

57.4%
Have one or more role

model

82.0%
77.9%

33.3%
Do not have a role

40.0%
model ’

33.3%
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Bullying and harassment behaviours

Within these areas, we look at two levels of behaviour.

¢ Uncivil behaviours are low-key, low-intensity acts of negative treatment, including, but not limited
to jokes, innuendo, insults, rude comments, use of inappropriate language, etc.

e Serious bullying and harassment captures serious negative treatment, including, but not limited
to: direct verbal attacks, psychological behaviours (e.g., threats, manipulation or stalking), social
behaviours (e.g., spreading rumours, etc that are deliberately mean, humiliating or exclusionary),
physical behaviours (e.g., pushing, tripping or hitting), cyber behaviours (e.g., using email, mobile
phones, chat rooms, social media to abuse, humiliate or threaten)

Athletes are least likely to feel that incivility behaviours will be addressed or acted upon quickly.

In conjunction with the availability of education and training, this may indicate that club officials and
volunteers are unaware of the harm that can be caused by this level of negative behaviour, and of their role
in ensuring the sporting arena is safe for all athletes, participants, spectators, and other officials and

volunteers.

Along with the belief that these behaviours will be
addressed, it is important that avenues for reporting
them are known and accessible to all people involved
in the sporting field.

79.7% of paid respondents are aware of clearly
communicated confidential avenues to safely report
bullying/harassment related to one's diverse sexuality
and/or gender, but this reduces to 65.8% of officials
and volunteers and 49.5% of athletes and
participants.

Confidential avenues for reporting negative
behaviours are essential...but ensuring everyone
(s aware of these avenues, and then
encouraging people to report, becomes the key
to a culture of safety and inclusion

Athletes are least likely to feel incivility will be acted upon or

addressed

Any uncivil behaviours targeting
people of diverse sexuality
are acted upon quickly here

Any uncivil behaviours targeting
trans and diverse gender people
are acted upon quickly here

Managers/leaders are willing to address
uncivil behaviours that target
people of diverse sexuality

Managers/leaders are willing to address
uncivil behaviours that target
trans and diverse gender people

2026 PSI National Survey — Edition 2

M Paid

70.8%
69.9% [ | Unpald

55.9% m Athletes

70.0%
63.3%
49.2%

773%
72.8%
61.4%

773%
68.7%
59.9%
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All Respondents were asked to hypothesise who they would be most comfortable reporting behaviours to if
they were to witness uncivil or serious negative behaviours. Respondents were provided the following
options.

e Manager/leaders

e MPIO, Grievance officer or equivalent

e Both manager/leader &/or MPIO, Grievance officer or equivalent

e My Club Officials

e My State Governing Body

e My National Governing Body

e Sport Integrity Australia

e | would not report

e Other

While the majority in both cases respondents felt they would report to their manager or leader, or to both
their manager/leader and to the MPIO, Grievance officer or equivalent, there was a small proportion

advised they would not report these behaviours or that they would do something else. In most cases, this
“other” option advised that they would call out or address the behaviour directly with the other individual.

Given that this is a theoretical question, it is interesting that some respondents are not comfortable
reporting bullying and harassment behaviours to anyone. This could indicate underreporting of negative
behaviours and a reduction in officials' or managers' ability to address behaviours before they escalate. This
could also reflect respondents who are unaware of confidential avenues to report behaviours.

What action would be taken "if" negative behaviours were witnessed. M Paid
B Unpaid
Incivility - I 1.0% Athletes
L would not report  MH—— 1.5%
’ 3.3%

A 2.2%
Other action I 1.8%

3.0%
Serious behaviours - I 0-7%O 00,
. (o]
| would not report ] 5 4%
D 1.7%
Other action NG 15%
3.1%

Officials and volunteers are the most likely across almost every area to have witnessed negative behaviours
of any severity towards either people of diverse sexuality or trans and gender diverse people, and athletes
are more likely to have witnessed serious behaviours than paid employees.

When it comes to the actual actions undertaken when behaviours are witnessed, paid respondents are the
least likely to have personally called out behaviours, and most likely to advise “someone else” called out the
behaviour.

Unpaid officials and volunteers are the most likely to personally call out behaviours or to report them to
their “manager/leader &/or MPIO, Grievance officer or equivalent person”
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B Paid
B Unpaid

I 5o = Athletes
R Y
targeting people of diverse sexuality here D 8 5% =
. (o]

I 3.2%
I 5.5%
DI 42%

I 5.8%
— 8.1%
I 61%

I 2 5%
I 3.5%
I 36%

Witnessing bullying and harassment highest among officials & volunteers

| have witnessed serious bullying
targeting people of diverse sexuality here

| have witnessed uncivil behaviours
targeting trans and diverse gender people
here

| have witnessed serious bullying targeting
trans and diverse gender people here

A significant portion of bullying and harassment behaviours are not called out
at the time they are witnessed

Incivility behaviours witnessed

) I 36.0%
| called out the behaviour N 57.9%
- 43.3%

, I 38.0%
| reported the behaviour I 26.3%
s 16.7%

M Paid
) I 28.0%
Someone else called out the behaviour I 158%
e 16.7% ® Unpaid
] . 12.0%
No one called out the behaviour I 21.1%
e 26.7% = Athletes

Serious behaviours witnessed

) I 57.1%
| called out the behaviour I 77.8%
- 60.0%

. I 33.3%
| reported the behaviour I 38.9%
. 133%

P 23.8%
Someone else called out the behaviour I 11.1%
[ 20.0%

I 19.0%
No one called out the behaviour I 11.1%
I 20.0%
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Extend inclusion beyond paid roles. Inclusion strategies should apply to all connections to sport,
including volunteers, officials, coaches, umpires, athletes, and participants. Policies, behavioural
expectations, and safeguards should be consistent across paid and unpaid roles, recognising that
volunteers and officials often shape the day-to-day culture of sport.

Set clear expectations from the outset. Inclusion standards should be embedded in codes of
conduct, competition rules, and participation agreements, and reinforced at induction, registration,
and season commencement to ensure expectations are understood across all levels of the
organisation.

Prioritise accessible education and training. Officials, volunteers, and athletes report lower
awareness of LGBTQ+ inclusion initiatives and less confidence responding to inappropriate
behaviour. Organisations should provide role-appropriate, time-efficient education, with a focus on
gender diversity, bystander action, and psychosocial safety.

Strengthen reporting pathways for everyone. Confidence in reporting bullying and harassment
decreases significantly outside paid roles. Confidential reporting options should be clearly
communicated to volunteers, officials, athletes, and participants, with clarity around who to report to
at club, state, and national levels.

Support early intervention and accountability. Leaders, coaches, and officials should be
empowered to address incivility early and consistently, reducing escalation and reinforcing safe and
respectful sporting environments.

Invest in visible allyship. Active allies have a strong positive impact on inclusion but are least
visible to unpaid respondents and athletes. Organisations should support, recognise, and normalise
allyship across all levels, equipping allies with practical actions rather than awareness alone.

Increase visibility of LGBTQ+ role models. Visible role models across leadership, officiating,
coaching, and participation pathways are strongly associated with increased openness and safety.
Visibility should be supported safely and voluntarily, without relying on individuals to self-advocate.

Use data to target action. Disparities across cohorts demonstrate the need for evidence-informed
strategies. Participation in the Pride in Sport Index and engagement with Pride in Sport supports
targeted action, accountability, and continuous improvement toward safer, more inclusive sporting
environments.

Please note these recommendations are relevant and applicable to all types of organisations within the
sport and recreation. This list of recommendations is not exhaustive. It is vital for organisations to engage
with and participate in the Pride in Sport Index (PSI), as it provides a more comprehensive, evidence-
informed approach that extends beyond these recommendations. Participation in the PSI helps
organisations to better understand, track, and enhance their LGBTQ+ inclusion efforts effectively.

For more information, please visit www.prideinsport.com.au/psi

Pride in Sport members - please speak to your Relationship Manager for support and how to best use this
information to shape your LGBTQ+ inclusion activities and promote safer, welcoming, and more inclusive
sporting environments.
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