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The proportion of
LGBTQ+ respondents
continues to increase
year-on-year, cementing
the importance of
inclusive organisational
policies and processes.

Increasing the availability

and attendance at
LGBTQ+ awareness
training may assist in
reducing the gap
between the workplace
wellbeing experiences of
LGBTQ+ and non-
LGBTQ+ employees.

81.0% of respondents
agree that it is important
for organisations to be
active in LGBTQ+
inclusion activities

80.1% agree that
LGBTQ+ inclusion has a
positive influence on
organisational culture.

Organisations with a
positive track record of
inclusion are more likely
to attract LGBTQ+
employees and retain
them.

THE 2025 AWEI EMPLOYEE SURVEY
EDITION 1: KEY INSIGHTS
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The annual Australian Workplace Equality Index Employee Survey has
been conducted for 15 consecutive years as part of Pride in
Diversity's suite of offerings.

This year, 149 organisations and 35,670 individuals took part. Of
these respondents, 35,225 are based in Australia, and 445 work in
overseas locations for Australian employers.

This is the largest Australian-wide data set providing significant
insight in the LGBTQ+ culture within providing workplaces specific
and measurable ways to improve the inclusion, visibility, health and
wellbeing of LGBTQ+ employees, by reducing exclusion, invisibility,
homophobia, biphobia or transphobia and stigma in the workplace.

All organisations participating in the survey are actively working to
improve workplace environments for LGBTQ+ employees.
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In this Practice Point, we focus on the 2026 results from Australian-based employees, where applicable,
comparing them to past years to show trends. We also look at the LGBTQ+ and non-LGBTQ+ cohorts,
highlighting relevant differences between responses. Future Practice Points in this year’s series will explore
these cohorts in more depth, discussing the experiences their workplace experiences.

Where comparisons are provided year-on-year, note that this is not a longitudinal survey. Each year,
changes in organisations and in the employees who participate may account for some shifts.

LGBTQ+ demographics

Other demographic data from this year’s respondents is available at the end of this practice point.

This year, 27.4% of respondents are identified' as
being of diverse sexuality, being trans and gender
diverse, or both (n9,772).

Overall, there has been a 3.0% increase this year
and an 11.9% increase since 2024 in the proportion
of respondents in the LGBTQ+ cohort.

3.4% of respondents have both a diverse sexuality
and a diverse gender, up slightly on past years.

Gender Identity

In 2026, of the respondents who advised their gender
identity, 96.2% identified with binary identities
(Man/Male or Woman/Female) and 2.8% had a non-
binary identity ('non-binary’ or ‘a different term’.

Gender Experience

Respondents' gender experience is 95.2% cisgender
(they have a gender identity that aligns with their sex
recorded at birth), with 57.4% of respondents being
cisgender women, and 37.8% cisgender men.

As was seen last year, 3.6% of respondents had a
gender identity that does not align with their sex
recorded at birth (transgender). 1.1% of respondents
did not provide sufficient information to determine
their gender experience.

Since 2023 when we implemented the ABS two step
approach, the proportion of trans and gender diverse
respondents has increased by 32.1% (2026: 3.7% vs
2023: 2.8%); the proportion of people who selected

'non-binary' or 'A different term' has increased by 27.3%

(2026: 2.8% vs 2023: 2.2%); while the proportion of

transgender men and transgender women has doubled.

While these percentages may seem low, given an
estimated working-age population of over 21 million

LGBTQ+ respondents 2024
2025
. . 24.2% 2026
Diverse Sexuality 26.3%
27.1%
3.2%
Diverse Gender 3_6%
3.7%
Diverse Sexuality 21.4%
o
. (e
Diverse Gender = 0.3%
0.3%
(only) ' 03%
Diverse Gender 238;{;
& Diverse Sexuality 32%
. 2024
Gender Identity oot
40.1% 2026
Man or Male 38.9%
38.1%
Woman or 56.3%
Female 57.5%
58.1%
Non-binary or A 2.5%
different term 2.7%
2.8%

Gender Experience

Cisgender Trans & gender diverse

(Men & Women) (Men, Women & Non binary people)
2024 95.5% 3.3%
2025 95.3% 3.7%
2026 95.2% 3.7%

Breakdown of gender diversity

Non Binary People 2.8%
Transgender Men 0.3%
Transgender Women 0.6%

people aged 18 and above, they could represent more than 700,000 Australians.

Organisations should review their internal documents to ensure that language, policies, and processes are
inclusive and welcoming, providing opportunities for all individuals to identify themselves accurately.

2026 AWEI Employee Survey — Key Insights
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Sexual orientation

People of diverse sexuality make up 27.2% of respondents. 53.7% of respondents of diverse sexuality
identify with orientations other than gay/lesbian. Marginal proportional shifts in identities have occurred
over the past four years, but the overall trend shows the breakdown of sexuality has been similar since
2023.

Distribution of respondents of diverse sexuality

2023 2024 2025 2026
48.5% 46.3% Gay, Lesbian
' (Homosexual)
Bisexual
ueer
27.7% 28.2% Q
—8—Pansexual
9.1% 9.9%  =—@=Asexual
8.0% = — — —® 8.6%
3.9% = ~ — ® 45% A different term
2.8% 2.6%

Pronouns

Personal pronouns are words we use to refer to people, when not using their name. Everyone has a set of
pronouns that they use to reflect their identity, whether they are cisgender, transgender, or non-binary.

Of those who responded, 95.5% use she/her or he/him pronouns, the remaining 4.5% use exclusively
gender-neutral (they/them) pronouns, or rolling pronouns (she/he and they)

While everyone has personal pronouns,

explicitly sharing them is often seen as a Use of gender neutral or rolling pronouns

O,
“LGBTQ+ thing”. The pronouns people use o
can be conflated with their gender, and those 4.5%
who use gender-neutral or rolling pronouns 43%
are often assumed to be part of the non- 3.7%
binary community. This is not always the case;
among the 1459 respondents who use Total
gender-neutral or rolling pronouns, 10.1% are She/They
not LGBTQ-+. 1:9%

1.5% 1.4% They/Them

Over time, we have seen an increase in the 0.9% —t . He/They
proportion of respondents who do not 0.7% &= T—— 2% —e— Another pronoun
exclusively use binary-gendered pronouns, 06%
and continued education is key to ensuring 2023 2024 2025 2026

employees respect their colleagues' identities.
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General Views

Work outcomes

Overall, workplace outcome results have remained steady compared to 2025 results in relation to

satisfaction and job security with;

o 82.2% of respondents would recommend their organisation as a good place to work,

e 81.0% are satisfied with their job, and

e 70.9% have no intention of leaving the organisation within the next 12 months.

The difference between LGBTQ+ and non-LGBTQ+ respondents, however is significant in regard to the
impact that LGBTQ+ inclusion would have. LGBTQ+ respondents are;
e 43.9% more likely to be influenced to join an organisation with a positive track record of LGBTQ+

inclusion,

e 371% more likely to consider leaving their organisation for one more inclusive.

Non-LGBTQ+ respondents are more likely by;

e 6.6% more likely to believe their organisations culture will allow them to reach their full potential

e 5.9% to recommend their organisation

e 6.3% more likely to not have any intention to leave.

Analysing cohort differences in employee outcomes can provide a starting point to understanding where
further understanding is required to provide equity of experience across the organisation.
Further analysis of this area will be conducted within future practice points.

Cohort differences in Work outcome measures

An organisation's positive track record in LGBTQ+
inclusion would influence me to join them

| would recommend this organisation
as a good place to work

My opportunities for advancement are high here

I have no intention to leave this organisation
in the next 12 months

| am secure with my role and do not feel that
| will lose my job in the next year

It would be easy for me to find a job at
least as good as my current one

The culture within this organisation will
allow me to reach my full potential

| would consider leaving this organisation
for a more LGBTQ+ inclusive organisation

All things considered, | am satisfied with my job here

2026 AWEI Employee Survey — Key Insights

2026
LGBTQ+

64.0%  NON LGBTQ+

| 82.7%

57.4%
82.2%
79.2%

| 83.9%

54.7%

55.1%
55.1%

70.9%
68.1%

I 72.4%

39.0%

37.6%
39.6%

70.7%

70.5%
71.2%

59.7%
37.4%

1 61.2%

10.7%

24.7%
5.3%

81.0%

78.6%
82.4%
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Workplace Wellbeing

Closetly aligned with workplace outcome experiences is the consideration of health and wellbeing factors.
As part of an organisation’s health and safey obligations, these measures can provide insight into concerns
about psychological safety and engagement within the organisational environment.

Across all measures, the average agreement has stayed conisitent across the past 6 years with no more than

than 5.4% change to any statement.

Health and wellbeing scores remain steady

2021 2022 2023 2024 2025 2026
91.0%
90.0%
88.1%
84.0%
83.9%
82.9%
80.9% 81.4%
80.7
79.1%
77.7% 774%
76.5% 77.0%

| feel...

... safe & included within my immediate
team
... productive here
...accepted for who | am here
=@ .. | can be myself here
—=@— .. engaged with the organisation & my role

... mentally well here

... a sense of belonging here

Unfortunately, this consistency is also apparent when comparing year-on-year results between non-LGBTQ+
and LGBTQ+ respondents, where LGBTQ+ respondents have lower agreement to all statements.

This year, there was between 3.7% and 11.0% lesser agreement for LGBTQ+ respondents.

Significant disparity between cohorts continue

| feel...

... a sense of belonging here -11.0%

.. mentally well here -10.5%

... engaged with the organisation & my role -8.6%
... | can be myself here  -9.6%
..accepted forwho |l am here  -9.1%
... productive here -5.7%
... safe & included within my immediate team -3.7%
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Difference
LGBTQ+
Non-LGBTQ+

71.0%
79.8%

71.7%
80.2%

74.4%
81.4%

76.1%
84.2%

78.7%
86.5%

80.8%
85.6%

87.9%
91.2%
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Beliefs and impacts of inclusion work

For organisations developing their inclusion strategy or evaluating the impact of their inclusion activities, it
is important to understand how your employees view the LGBTQ+ inclusion culture and the work that has
already been done.

This year, 81.0% of respondents agree that it is important for employers to be active in LGBTQ+ inclusion, a
figure that has remained high over the past 5 years. (2025: 80.1%, 2024: 85.7%, 2023: 88.6%, 2022: 84.9%),
including 78.2% of non-LGBTQ+ respondents.

Furthermore, within the non-LGBTQ+ cohort;
e 76.7% agreed that Work in LGBTQ+ inclusion has had a positive influence on organisational culture
e 74.1% agree they understand the unique challenges that LGBTQ+ employees face in the workplace,
e 75% agree that LGBTQ+ inclusion training should be mandatory of all employees who manage or
supervise others
e 88.9% agree they understand why their organisation puts effort into LGBTQ+ inclusion.

The agreement rates for all these statements is higher within the LGBTQ+ cohort by up to 25%.

This shows that it is not just LGBTQ+ employees who feel that inclusion activities are beneficial in the
workplace.

Inclusion activities important to most respondents 2006
LGBTQ+
81.0%
It is important that employers ° Non-LGBTQ+
be active in LGBTQ+ inclusion 90.2%
78.2%
80.1%
Work in LGBTQ+ inclusion has a positive
influence on organisational culture 90.8%
76.7%
. 79.1%
I understand the unique challenges that
LGBTQ+ employees face in the workplace 92.1%
74.5%
) . . 78.1%
LGBTQ+ inclusion training should be mandatory
for anyone who manages/supervises employees 87.9%
75.0%
o 89.6%
| understand why my organisation
puts effort into LGBTQ+ inclusion 93.3%
88.9%

In the first year that all respondents were asked, over 92.0% of respondents agreed it is important for an
LGBTQ+ employee to be able to choose to be open or out within the workplace without negative
repercussions. It is encouraging that respondents have recognised the importance that LGBTQ+ employees
should be available to make this decision, but the barriers to LGBTQ+ employees being out or open remain.
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Working with others

The comfort levels and beliefs that underpin the potential for negative consequences do not always align
with the acceptance that people can be ‘out’ or ‘open’ without negative repercussions.

Employees of diverse sexuality fare better, where 91.4% of non-LGBTQ+ respondents agree they are
comfortable with an employee talking about, and 93.3% are comfortable with an employee bringing to an
event, their same gender or gender diverse partners in a work-related context.

The same levels of agreement are not shown within questions

that are related to comfort and acceptance for trans and gender Comfort using Gender-neutral
diverse employees. pronouns

o 82.6% 82.9%
90.6% of non-LGBTQ+ agree it is important that an employee 815%
can be open without negative repercussions, and 81.8% agree
that a person of a diverse gender would be welcome in their
team. Only 54.7% agree that there are more than the two binary 2024 2025 2026
genders, and 79.8% are comfortable using gender-neutral
pronouns.

This could mean that only half of this year's respondents are able to be accepting of a non-binary colleague
in their workplace or team, and 20% would find it difficult to use their correct pronouns.

18.5% of trans and gender diverse respondents using rolling or gender-neutral pronouns who are open to
all or most have been deliberately misgendered in the past year, and only 59.1% agree that colleagues
make an effort to use their personal pronouns.

There are also the lower comfort levels around the availability of all-gender facilities or employees using the
toilet facility, which may not align with their sex recorded at birth.

The ability for a trans and gender diverse person to be able to use the facilities of their affirmed gender, to
be addressed by their affirmed name and pronouns, are all important factors when considering the possible
repercussions of being open about their trans and gender diverse experience in the workplace.

It is important to note that within LGBTQ+ respondents, there are lower levels of average agreement to all
statements compared to the statement related to trans and gender diverse colleagues being able to share
their experience without negative repercussions.

LGBTQ+ employees are also less likely overall to agree that a trans and gender diverse person would be
welcome in their team or would be fully supported by the team if they were to begin affirming their gender,
which could indicate further disparities between the cohorts' understanding of what would create a
welcoming and supportive environment.

For workplaces to truly enable LGBTQ+ people to be out and open without negative repercussions
organisations need to ensure that all employees are aware of what is a negative repercussion, and the
impact that overt discomfort can have on a person’s willingness to be out or open at work.
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Lower comfort levels may lead to unintended negative
repercussions for trans and gender diverse employees

It is important employees are able to choose to be open
about being trans and gender diverse without negative
repercussions here

A person of diverse gender would be welcome in my team
and treated no differently than anyone else

If a member of my team were to begin openly identifying
as a gender which is different from their sex recorded at
birth, they would be fully supported by my team

| believe there are more than two genders (man/woman)

| would be comfortable using gender-neutral pronouns
(e.g., They/them/their) for an employee here

I would be comfortable having ‘all-gender' or 'gender-
neutral' toilets on our floor/area (in addition to facilities
specifically for men and women)

| would be comfortable with other employees using a toilet
of their choice that may not align with their sex recorded at
birth

Awareness & Ally Training

50%

LGBTQ+

Non-LGBTQ+

T 96.8%

90.6%
83.6%
91.8%
81.6%
89.0%
78.6%
54.7%
92.7%
79.8%
91.1%
76.3%
86.5%
61.7%
60% 70% 80% 90% 100%

65.0% of respondents have advised that training focused on LGBTQ+ diversity and inclusion has been made
available to them in the past year. However, fewer respondents are attending training each year, with this
year's respondents 4.5% less likely to have attended training compared to last year. Over the past three
years, access to training has remained steady, though there has been a 13.3% decline in attendance (2026:

41.1%, 2025: 43.1%, 2024: 47.4%)

Attendance at LGBTQ+ awareness or ally training remains

Awareness or ally training for LGBTQ+ inclusion has
been made available throughout the year

| have attended awareness or ally training here for
LGBTQ+ inclusion within the last year

2026 AWEI Employee Survey — Key Insights

65.5%
65.0%
61.5%
66.6%
43.1%
41.1%
39.4%
42.1%

2025

2026
LGBTQ+
Non-LGBTQ+
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Bullying and harassment behaviours

Bullying and harassment behaviours, both workplace incivility and serious bullying, toward LGBTQ+

individuals in the workplace continue to be witnessed. Compared to last year's respondents, fewer

respondents have witnessed most types of behaviours, with the exception of serious bullying targeting

employees of diverse sexuality.

LGBTQ+ respondents are between 3 and 4 times more likely to agree they have witnessed these behaviours

in their workplace.

LGBTQ+ respondents witness bulling and harrasment behaviours

significantly higher

>0 8.0%
=2 £ . 7.4%
§ % Sexuality
PR 4.2%
85 6.5%
[SRe] 3.1%
< 2 Gender
S5 6.0%
B! 1.9%
o 3.2%
o £ , 5.8%
S, Gé; Sexuality
37 3.1%
35 2.7%
Q2 2.3%
o & Gender
wv Cc ()
g 15% 4.4%

2025
2026
LGBTQ+

3.6 times

15.2% Non-LGBTQ+
3.1 times
4 times
12.4%
3 times

79.0% of non-LGBTQ+ respondents are aware of confidential avenues to report bullying/harassment related
to one's diverse sexuality and/or gender, but this reduces to 71.7% for LGBTQ+ respondents which could
indicate that the confidentiality element in some organisations is not meeting the needs employees.

When considering the actions of the organisation
and other employees when bullying and
harassment behaviours occur, this year up to
8.9% fewer respondents feel that workplace
incivility behaviours are acted upon quickly
compared to last year’'s respondents.

55.6% of respondents feel that workplace
incivility targeting diverse sexuality is acted upon
quickly, and this reduces to 53.5% for behaviours
targeting an employee’s diverse gender.

The belief that managers or leaders are willing to
address workplace incivility behaviours has also
reduced by a further 4% from last year, with
65.2% of respondents agreeing that managers
would address behaviours targeting diverse
sexuality and 64.1% agreeing that managers
would address behaviours targeting diverse
gender.

Again, we see that non-LGBTQ+ respondents feel

Workplace incivility behaviours targeting
employees ... are acted upon quickly here

behaviours will be addressed at higher rates than their LGBTQ+ colleagues.

2026 AWEI Employee Survey — Key Insights

60.1%
55.6%
diverse sexuality
53.2%
56.8%
58.7%
53.5% 2025
diverse gender 2026
49.8% LGBTQ+
55.2%
Non-LGBTQ+
Managers/leaders are willing to address
workplace incivility behaviours targeting
68.1%
65.2%
diverse sexuality
62.5%
66.7%
67.2%
64.1%
diverse gender
60.0%
66.2%
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Being ‘out’ or ‘open’ at work.

For people of diverse sexuality, diverse gender or who have a trans experience, the survey looks at the rates
at which they can bring their whole self to their workplace. When discussing a person’s diverse sexuality, we
talk about them being ‘out’ or ‘not out’. When discussing a person'’s diverse gender or trans experience, we
use the terms ‘open’ or ‘not open’, acknowledging that many people with a trans experience are living
authentically and bringing their whole selves to work without revealing their gender history.

When we talk about being ‘out’ or ‘open’ at work, it is important to recognise that this is generally not
something that happens once and is finished. LGBTQ+ people often feel they are constantly evaluating if
they need to edit their language, personality, presentation, or style to maintain their safety in different
environments. The following data shows the overall shifts based on the individual year's respondent cohort.

Being Out at Work

There is a slight increase in the number of respondents who are ‘out’ this year compared to last year's
respondents. However, since 2020, we have seen a 8.3% decline in the proportion of respondents from
diverse sexualities who are ‘out’ to all or most people and a 17.5% increase in those ‘out’ to few or none in
their organisation. The largest proportion of respondents, 40.6% of diverse sexuality, are ‘out’ to everyone
at work.

----- Out to everyone

== == Qut to most

= -Selected few only 234% B o . . . . .
19.4% @ " == -F —_— -
= -Not at all I S o— ‘-
127% = B e @ 142%
. 0
2020 2021 2022 2023 2024 2025 2026

Being Open at work.

Trans and gender diverse respondents show a different trend when looking at their level of ‘openness’
regarding their gender experience. Respondents from the past four surveys have been open to all or most
people within their organisation at increasing rates, with this year at 58.2%, a proportional increase of 24.1%
since 2020.

....... 36.2%
30.7% B
----- Open to everyone ° . S . -m /D -~
----- d N ° ~g 9
253% B°° o, * — D/ 26.2%
=== Open to most ol e Yo, o -- o
- - e o ecommms
22.42/0 O ; P s . - _ w1
=i -Selected few only 21.6% S - - S Y -
= - - ‘-B\
= -Not at all TS0 156%
2020 2021 2022 2023 2024 2025 2026
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Allyship

For survey purposes, we discuss allyship in three ways:

e Active Ally: someone who actively (not passively) supports an inclusive workplace culture for
employees of diverse sexuality and/or gender. All outwardly visible activities are considered active
allyship (including wearing pins, using pronouns in email signatures, serving on committees, etc.).

e Passive Ally: someone who supports LGBTQ+ inclusion but not through actions that provide a visible
and obvious sense of support or inclusion to LGBTQ+ people, regardless of intention.

e Not an Ally: someone who does not support LGBTQ+ inclusion.

The proportion of respondents who agree they are an active ally has increased slightly this year compared
to last year, by 3.7%. Overall, respondents are still more likely to be passive in their allyship.

For the first time in many years, we have seen a reduction in respondents as passive allies, but respondents
to this year's survey were more likely to advise not being an ally at all by 56.7%.

Allyship from one member of the LGBTQ+ community to another remains the most likely active allyship,
with LGBTQ+ respondents 2.3 times more likely to be active allies than non-LGBTQ+ respondents.

LGBTQ+ employees still providing most allyship support to others

Active ally ™ Passive ally © Not an ally
63.6% 64.9%

59.7%
56.1%

9 37.7%
36.3% 33.9%

27.8%

6.3% 7.4%
4.0% ° 2.5%

2025 2026 LGBTQ+ Non-LGTBQ+
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Demographics

The following demographics are provided to enable a greater understanding of where responses this year
have been received compared to the past years. While is it important to acknowledge each area below, it is
also important to investigate co-contributing factors when analysing organisational data.

Sector & Industry

Participation is spread across all organisation sizes. 30.9% of all organisations participating this year are
large organisations (those with between 2000 and 8000 employees). There was a 35.7% increase on last
year in the proportion of significant size organisation participation and a 10.5% increase in proportion of
small-sized organisations. The proportion of respondents from significant organisations increased 27.5%,
with all other organisation groups reducing.

Participation by organisation size Participation by organisation size
# organisations % responses
2024 2025 2026 2024 2025 2026
(n169) (n147) (n149) (n42219)  (n35380)  (n35670)
55 49 = - Significant 37.8% 38.9% - 44.0%
P — e
8 = = = = 46 (8000+) 26.0% oI 34.5%
49 I 0 Large (2000- =7
8000)
. 206% = = = == < _ _ .
32 25 ~ )8 1999)
= Small (<500 5.5% 9
o ( ) 5 79 4.0%
Non-profit organisations remain under-represented % respondents by sector
this year, with only 2.0% of responses, while % respondents
gover‘nment orgahlsatlons (federal, state and local) 2024 2025 2026
have increased this year to account for 35.3% of
responses. Responses from the Higher Education 71.4%
sector has almost doubled since last year. 5149 Private Company
B (o]
Acknowledging these differences is important, as an 353% Public Sector
organisation’s size and sector may either enhance
. . - . . Lo 19.7% Higher Education
or hinder its ability to engage in inclusion activities 6 A2 11.2%

and provide a diverse representation of individuals 349 2.1% NFP/ NGO/ Charity
within the management structure.

Members of Pride in Diversity can request summary data for their organisations sector, size or industry for
their analysis purposes.
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Location of respondents

Responses were obtained from all states and territories. This year, responses from New South Wales
proportionally dropped by 19.2%, with all other states and territories increasing. Most significantly;
e Victoria up by 17.2%,
e Northern Territory up by 15.3%,
e Western Australia up by 12.4%,
e South Australia up by 10.3%,
e ACT up by 9.8%.

This increase in dispersion supports a greater capacity to understand differing experiences across Australia.

2026

Morthern Termritony
0%

Tasmania
11

Respondent location data was reintroduced in 2026, and shows that little has changed since 2024, with
most respondents working in Capital City locations. Just over 15% of respondents are in regional, rural or
remote locations. Of significance, is the distribution of Northern Territory respondents where 19.4% are
from rural and remote locations and almost half of respondents are from outside capital city locations.

Capital City - (City Centre)  m Capital City- (City Suburbs) ~ ® Regional city or town M Rural and Remote (Countryside and far
from any towns or cities)

2024 | 53.7% 1308% 127% W 29%
2026  53.5% BiZsmz2%e w0y
2026 by state/territory
ACT  64.0% S4B — 0,49
NSW  51.9% 1309% 0 159% B 13%
NT  30.6% 231%  269% L 19.4%
QLD | 433% 1300%  243% W 24%
SA  59.0% 1262%  108% NN 40%
TAS  47.4% 253%  253% 2%
VIC  59.2% IEoZme0%m— 0.9%
WA  47.7% 1347% 4% T 62%
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Role within the organisation

The distribution of respondents across the organisational hierarchy has remained similar since 2023 and
reflects the distribution of employees within organisations, where the majority are individual contributors.
Proportionately, people managers are more likely to be in the top 2 levels, with 92.1% of level 1
respondents and 75.3% of level 2 respondents having one or more direct reports. However, consideration
should be given to the significant differences in the number of respondents at each level.

Hierarchy distribution % with direct reports

Level 1. Leadership team 1044,

[o)
(CEO or equivalent & those reporting... 3.2% 92.1%

Level 2. Reporting to level 1 - 25 4% 6739,
Senior staff (including EA/PA to... e 75.3%

Level 3. Reporting to level 2 - 65.5% 6141,
Employees/ Individual Contributor 70 26.7%

Level 4. Reporting to any level 5 9% 231,
-New Workforce entrants 270 11.1%

Employment type has not changed significantly in most cases since it was last asked in 2024. 84.1% of
respondents are full-time, 9.7% part-time, 4.1% on fixed term contracts and 2.0% casual or temporary
employees. There was a 81.6% increase in respondents who are in unpaid intern or volunteer roles, though
this is still less than 1% of all respondents.

The time with an organisation is also of interest, particularly in relation to being aware of allies, inclusion
activities and other areas of organisational culture. This year, we have seen some subtle shifts, with fewer
repspondents to the survey who have been with their current organsiaiton for 3 years or less. This year
fewer people are working outside of office environments as a regular occurance, the most signifcant drop is
those who rarely work in an office (90-100% out of office) with a 23.0% reduction.

Time with organisation Working location
More than 20 9.0% 90-100% out of 12.0%
years 11.3% office 9.2%
17.0% . . 9.1%
11-20 years 20% ff ’
Y 17.7% 0% in office 9.2%
12.5% . . 16.9%
7-10 years 40% ffi :
Y 12.9% 2025 o I otfice 18.5%
16.6%
4-6 years 18 22/ 2026 60% in office ;i?:j’
. (o] . (o]
30.6% . . 10.7%
1-3 years 27 7% 80% in office 11.5%
14.3% . . 9
Less than 1 year 239 90-100% in office -’56639 .
. (o] . (o]
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Personal demographics

Age

The age of respondents has been collected annually, and we can see that although there have been some
minor shifts, though of note is the 22.3% increase of those in the 45-54 age group and 10.4% fewer
respondents in the 25-34-year group. For the age groups, the option over 65 is available. This cohort has
remained consistent over the past four years, at a rate of 1.4% to 1.7% of all responses and is included in
the over 55s group.

29.4%
29.4% 3544
27.4% 27.8%
24.9% 22.4% 45-54
25-34
16.0%
0,
12.7% 55+
5.7% @ e — O —— —— ® 43% =@ Under 25
2020 2021 2022 2023 2024 2025 2026

Other background or identity attributes

While the AWEI employee survey does not explicitly focus on other areas of diversity, we do ask about
aspects of respondents’ backgrounds or identities that may have an impact on experiences or attitudes.

Overall, 82.5% of respondents, 77.7% of LGBTQ+ and 84.5% of non-LGBTQ+ respondents, advised having
one or more of the listed attributes they feel contributes to their workplace experiences, an additional 3.1%
advised they have attributed not listed.

This includes, 946 individuals (2.7%) are Aboriginal, Torres Strait Islander, or both, representing a 12.5%
increase since 2023".

28.5% of LGBTQ+ respondents identified 3 or more attributes that impact their time at work providing
evidence that collaboration with other diversity networks is essential in order to create a holistic approach
to inclusion.

Proportion of respondents with listed attributes

2023 2024 2025 2026 Caring responsibilities (0-18 Year old)
36.7% Considered a mature age employee
17 35.8%
Culturally, linguistically or ethnically diverse,
a migrant, refugee or a person of colour
9 28.6%
25 8% 26.9% 538?0 A person of Faith/religious belief
. (o]
0%
22.8% 21.6% === Neurodivergent
18.7%
15.3% 2% ==@==| jving with a disability or long-term health
condition
11.0% Caring responsibilities (19+ Year old)
Aboriginal and/or Torres Strait Islander
2.4% 2.7%
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ACTIONS

10.

11.

DESIGN a DEl strategy and action plan to increase LGBTQ+ inclusion

ENSURE that your executive leaders promote and speak about it and its importance.

PROVIDE the opportunity for visibility of inclusion by providing banners, Pride flags, rainbow stairs,
Pride lanyards, pins, and technology backgrounds that people can use

ENABLE employees to participate in LGBTQ+ days of significance and use these days to show
executive leader support for these initiatives.

ALLOW time within the workday for employees to engage with DEI networks and event planning
PROMOTE LGBTQ+ awareness and ally training, and ensure that all employees have access to
regular training to keep up to date with cultural and societal changes

USE internal media and networks to promote and share stories of allyship to increase understanding
of what allyship looks like across the organisation

BE consistent with activities, ensure that inclusion is a daily action, and not seen as rainbow washing
by only being visible or spoken about on days of significance

ACKNOWLEDGE that certain groups within the LGBTQ+ population are less visible/represented
and/or face additional/different barriers, and review your LGBTQ+ inclusion initiatives to ensure they
are relevant and meaningful for those populations.

ACKNOWLEDGE that LGBTQ+ people may be represented in other populations covered in your
organisation’s DEI strategy (e.g. gender equity, accessibility, multicultural, etc.) and review those
initiatives to ensure they are relevant and meaningful for LGBTQ+ people.

PARTICIAPTE in the AWEI Employee Survey to understand and act on your organisation’s particular
challenges for LGBTQ+ inclusion.

"In 2023, we implemented the standards set out by the Australian Bureau of Statistics (ABS)' regarding the collection
and dissemination of data relating to sex, gender, and sexual orientation.

i In 2024 this question was asked separately to all other diversity questions in line with best practice to enable
respondents to identify as one, both, or neither background. More detailed analysis will be able to be provided in
future years.

Copyright ©2025 ACON'S Pride Inclusion Programs
Any content extracted from this publication must be done so only with the prior consent of ACON's Pride
Inclusion Programs and must be referenced accordingly.

Pride in Diversity (2025). THE 2025 AWEI EMPLOYEE SURVEY PRACTICE POINTS EDITION 1: KEY INSIGHTS.
ACON's Pride Inclusion Programs.
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