
 

 

  

PRACTICE POINTS - 2026 AWEI EMPLOYEE SURVEY 

 

• Organisations need to 

investigate the specific 

issues affecting their 

LGBTQ+ employees to 

understand and remove 

barriers to inclusion  

• Organisations with visible 

signs of LGBTQ+ inclusion, 

including senior leadership 

speaking about the 

importance of LGBTQ+ 

inclusion, are more likely to 

attract and retain LGBTQ+-

employees and allies. 

• Non-LGBTQ+ leaders tend 

to believe their organisation 

is more inclusive than 

leaders who identify as 

LGBTQ+. 

• Inclusion activities need to 

be co-designed with 

LGBTQ+ employees for 

greatest effectiveness. 

• LGBTQ+ respondents with a 

role model are more likely 

to perceive their 

opportunities for 

advancement as high. 

• Across all sectors, LGBTQ+ 

respondents are less likely 

to agree with positive work 

outcome statements. 

 

 

EDITION 7: Workplace Inclusion 

Impacts 

INSIGHTS FROM THE 2026 AWEI EMPLOYEE SURVEY 

For the second year, measures relating to job, career and employment 

outcomes have been included in the AWEI Employee Survey. The 

statements introduced are grouped into three categories: 

Attracting talent  

1. An organisation’s positive track record in LGBTQ+ inclusion 

would influence me to join them 

2. I would recommend this organisation as a good place to work 

Retaining talent  

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

months 

4. I would consider leaving this organisation for a more LGBTQ+ 

inclusive organisation 

5. It would be easy for me to find a job at least as good as my 

current one 

6. I am secure with my role and do not feel that I will lose my job 

in the next year  

Overall employee satisfaction  

7. My opportunities for advancement are high here 

8. The culture within this organisation will allow me to reach my 

full potential 

9. All things considered; I am satisfied with my job here 

This year’s workplace inclusion report will again provide insight into the 

differing experiences of LGBTQ+ and non-LGBTQ+ respondents but will also 

look more closely at experiences across different industries and sectors.  

It is important to note that all organisations that participated in this year’s 

survey are active in the LGBTQ+ inclusion space, many having participated 

in the AWEI Survey for several years. Regardless of the stage an 

organisation is in their journey, we encourage data comparison with  

• all Australian data, 

• results within their sector and industry,  

• results from other sectors and industries. 
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Overall, 2026 data indicates a positive view of respondents’ feelings of inclusion in their workplaces, and the 

experiences of respondents this year are very similar (less than 5% difference) to those of last year’s 

respondents, with the exception of to statements: 

• Respondent would be able to find a job as good as their current one, less likely by 13.9%, 

• Respondent believes opportunities for advancement are high, less likely by 5.5%. 

 

When statements are considered only through the lens of all respondents, organisations can assume they are 

doing well, even though the higher proportion of non-LGBTQ+ respondents heavily influences the data. For this 

reason, it is important to consider the responses to each statement both as a whole and within various cohorts.  

When reviewing policies and practices, organisations may identify areas where the language or provisions do 

not fully reflect the range of employees, families and relationships within their workforce. These gaps may be 

unintentional, but identifying them can help organisations understand where some employees may experience 

uncertainty, feel less recognised, or have difficulty determining whether a policy applies to them. 

Examples might include: 

• Parental leave policies that refer to maternity and paternity leave without also making clear how leave 

provisions apply to parents of different genders and family circumstances.  

• Parental leave policies that do not clearly address adoption, surrogacy, guardianship or other family 

arrangements.  

• Domestic and family violence policies that use definitions or examples focused solely on heterosexual 

relationships, rather than making clear that support is available to people in same-sex relationships and 

people of all genders 

63.5%

81.0%

68.2%

68.6%

45.3%

10.8%

60.8%

57.9%

79.6%

64.0%

82.2%

70.9%

70.7%

39.0%

10.7%

59.7%

54.7%

80.9%
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An organisation's positive track record in LGBTQ+

 inclusion would influence me to join them

I would recommend this organisation as

 a good place to work

I have no intention to leave this

organisation in the next 12 months

I am secure with my role and do not feel

 that I 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

I would consider leaving this organisation

for a more LGBTQ+ inclusive organisation

The culture within this organisation will

allow me to reach my full potential

My opportunities for advancement are high here

All things considered, I am satisfied with my job here
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It is important to note that over half of all non-LGBTQ+ respondents would be influenced by a positive track 

record of LGBTQ+ inclusion.  

Comparing LGBTQ+ and non-LGBTQ+ employees, shows that LGBTQ+ employees are;  

• 43.9% more likely to join an organisation with a positive track record of inclusion &  

• 371.0% more likely to consider leaving for a more inclusive organisation. 

If an organisation is not attracting LGBTQ+ employees, among other reasons it could be that inclusion work is 

not visible on external-facing websites, so LGBTQ+ people are not being attracted to apply for roles.  

If an organisation has low levels of active allyship, this could also be a contributing factor. Compared to passive 

allies, non-LGBTQ+ active allies are; 

• 52.3% more likely to join an organisation with a positive track record in LGBTQ+ inclusion, &  

• 181.7% more likely to consider leaving their organisation for a more inclusive organisation.  

Across all other work outcomes measures, agreement to statements is up to 6.2% less likely for LGBTQ+ 

employees.   

NOTE: For the remainder of this report, all graphs will show the difference between LGBTQ+ and non-LGBTQ+ agreement.  

A negative percentage indicates that the LGBTQ+ cohort is less likely to agree with the statement  

A positive percentage indicates that the LGBTQ+ cohort is more likely to agree with the statement than the non-LGBTQ+ cohort. 
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 in the next 12 months

I am secure with my role and do not feel that I 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

I would consider leaving this organisation for
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The culture within this organisation will allow

me to reach my full potential

My opportunities for advancement are high here

All things considered, I am satisfied with my job here
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Sector analysis 

Participating organisations in the 2026 AWEI Employee survey were distributed across all 6 sectors.  

SECTOR ORGANISATIONS RESPONDENTS 

PRIVATE COMPANY 97 17,986 

FEDERAL GOVERNMENT 21 9,207 

STATE & LOCAL GOVERNMENT 13 & 3 Total 16 3988 & 732 Total 4,720 

HIGHER EDUCATION 11 2,957 

NFP/CHARITY/NGO 4 355 

 

Across sectors, the proportion of LGBTQ+ respondents differs by 36.0%, with private companies having the 

lowest and the higher education sector having the highest.  

 

NOTE: to enable analysis, state and local government responses have been combined, and NFP/NGO sector 

responses cannot be included because they do not meet the organisation and response number thresholds.  

A breakdown of responses by industry is included at the end of this report. 

Attraction and retention of employees through LGBTQ+ inclusion 

When it comes to LGBTQ+ inclusion as a driving force for attraction, respondents in the higher education 

sector are the most likely to agree that this is an important factor for them, while state and local government 

respondents are the least likely to agree. 

 

 

 

 

 

By considering this along with the potential to lose employees for more LGBTQ+ inclusive organisations, 

proportionately, those in the state and local government sector again have the most significant difference 

where LGBTQ+ employees are; 

• more than twice as likely to be attracted by a positive record of inclusion (66.2%), and  

• 4.5 times more likely to consider leaving for a more inclusive organisation (459.5%).  

Organisations committed to LGBTQ+ inclusion can analyse their results to assess whether their 2026 

respondents perceive this inclusion as genuine.  
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State & Local government- LGBTQ+
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Of the 27,735 respondents who believe their organisation is genuinely committed to LGBTQ+ inclusion, 

8.2% (4.7% non-LGBTQ+ and 18.2% LGBTQ+) would consider leaving for a more inclusive organisation.  

Respondents from state and local governments are the most likely to still consider moving to a more 

inclusive organisation, compared with respondents from all sectors. This indicates that for respondents who 

value LGBTQ+ inclusion, an organisation can increase retention by demonstrating genuine commitment. 

Organisations can consider how their commitment to inclusion is communicated through external-facing 

websites, recruitment information and forms, and social media platforms, and whether these 

communications are welcoming and relevant to a diverse range of potential applicants. LGBTQ+ 

respondents are more likely to agree with both statements, suggesting that the level of commitment to 

inclusion may be the issue rather than the genuine nature of this commitment. It is important to ensure that 

this support is consistent throughout the year (though it may be more prominent on days of significance), 

so that commitment is seen as genuine and not “rainbow washing”. 

Within internal platforms, commitment must be demonstrated through the availability of allies and 

executive sponsors, the ability for employees to participate in events, and the visibility of commitment to 

supporting all areas of LGBTQ+ inclusion rather than focusing on only one area. 

50.5%

49.6%

50.9%

51.7%

49.4%

64.9%

65.5%

60.8%

63.5%

67.1%

All respondents

Private

Company

Higher

Education

Federal

Government

State & Local

Government

LGBTQ+ Non-LGBTQ+

Proportion of respondents who agree their organisation

is genuinely committeed to LGBTQ+ inclusion, and 

would not consider moving to a more inclusive 

organisation. 

18.2%

19.2%

19.8%

17.2%

16.3%

4.7%

4.9%

5.5%

4.4%

3.7%

LGBTQ+ Non-LGBTQ+

organisation is genuinely committeed, but  

would consider moving to a more inclusive 

organisation. 

370.9%

352.6%

351.9%

459.5%

25.9%

5.5%

25.8%

5.7%

23.5%

5.2%

23.5%

4.2%

I would consider leaving

 this organisation for a more

LGBTQ+ inclusive organisation

Private- LGBTQ+

Private- Non-LGBTQ+

Higher Education- LGBTQ+

Higher Education- Non-LGBTQ+

Federal Government- LGBTQ+

Federal Government- Non-LGBTQ+

State & Local government- LGBTQ+

State & Local government- Non-LGBTQ+

Suggested survey statements to support organisation analysis: 

• I know of active allies within my immediate area 

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

• I have heard our executive leaders speak positively about LGBTQ+ inclusion 

LGBTQ+ respondents' 

• experiences of bullying and harassment  

• satisfaction with the outcome if reported. 
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Employees recommending the organisation to others 

Respondents in the private sector are the most likely to recommend their current organisation to others. 

LGBTQ+ employees are less likely than non-LGBTQ+ employees to recommend their current organisation as a 

good place to work.  

 

Current and former employees can attract or deter others from joining an organisation by; 

• Choosing to share (or not) recruitment opportunities with others, 

• Using social networking to promote the benefits of working with an organisation,  

• Leaving reviews on platforms that may not speak favourably about experiences within an organisation.  

Understanding why an employee may not recommend the organisation is the first step in addressing this. We 

can consider a respondent’s sense of safety and inclusion within their team, and the impact this has on their 

willingness to recommend their organisation to others. Of the 28,029 respondents who feel safe and included 

in their team; 

• Between 76.4% and 90.8% of respondents would recommend their organisation,  

• LGBTQ+ respondents are less likely to recommend, even when they are feeling safe and included, 

except for respondents in the state and local government sector. 

• Private sector respondents are the most likely to need to feel safe and included to recommend their 

organisation to others. 
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Page 7 of 15 

 

Safety and inclusion in the workplace can be supported throughout the employee lifecycle by considering 

whether policies, processes and workplace practices meet the needs of a diverse workforce.  

This can include: 

• reviewing the language used in policies relating to family and parental leave, EAP access and other 

employee benefits to ensure it is clear how they apply to employees with different identities, 

relationships and family structures 

• reviewing application forms and other processes to identify questions, language or requirements 

that may unintentionally create barriers for some applicants 

• ensuring people leaders and managers understand the potential impact of workplace incivility and 

are equipped to identify and respond appropriately to concerning behaviours 

 

Intention to leave and job security 

Overall, 70.9% of respondents have no intention to leave their organisation in the next year. Across all sectors, 

non-LGBTQ+ respondents are more likely to intend to stay than LGBTQ+ respondents. 

Respondents in the private sector have the greatest difference in experiences with LGBTQ+ respondents, 7.3% 

less likely to be intending to stay with their current organisation.  

 

A person feeling that their role is secure could be a contributing factor in considering moving on.  

• Higher education respondents are least likely to feel secure in their role and have the greatest 

difference between LGBTQ+ and non-LGBTQ+ respondents.  

• Private sector respondents have almost no difference between LGBTQ+ and non-LGBTQ+ respondents 

and are the second most likely to feel secure. 

• Federal government respondents are the most likely to feel secure in their roles.  

Suggested survey statements to support organisation analysis: 

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

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

• Workplace incivility behaviours targeting employees of diverse sexuality/diverse gender are acted upon 

quickly here 

• Managers/leaders are willing to address workplace incivility behaviours that target employees of 

diverse sexuality/diverse gender 

• have heard our executive leaders speak positively about LGBTQ+ inclusion 

LGBTQ+ respondents 

• I faced barriers with background/criminal checks because I was known by another name or gender 

• I found the recruitment process to be inclusive of diverse gender applicants 

• Colleagues make an effort to use my personal pronouns   

• There are visible … diverse role models within senior leadership or executive positions here/ elsewhere 

in the organisation  
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-5.1%
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72.7%

69.9%

74.0%

68.4%

71.1%

68.5%

72.2%

I have no intention to

leave this organisation

 in the next 12 months
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Of the 4,587 respondents who do not feel secure in their current role, up to 38.9% also intend to leave their 

organisation, with LGBTQ+ respondents in private companies and non-LGBTQ+ respondents in the federal 

government sector most likely to plan to leave. 

 

For organisations wanting to investigate potential 

factors leading employees to plan to leave, it is 

important to understand their experiences. Reasons for 

LGBTQ+ and non-LGBTQ+ employees may be similar, 

though if organisations are seeing significant differences 

between the two cohorts, or outside the sector average, 

it is important to consider these factors. This could 

include areas such as; 

• Witnessing and experiencing bullying and 

harassment  

• Satisfaction with reporting outcomes 

• Feelings of mental wellbeing and belonging  

• Outness and openness of LGBTQ+ respondents 
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26.7%
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30.6%
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28.6%
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Government

LGBTQ+ Non-LGBTQ+

Proportion of respondents who intend to leave 

their organisation and do not feel secure in 

their role. 

Suggested survey statements to support organisation analysis: 

• I feel mentally well here 

• I feel a sense of belonging here 

Witnessing or experiencing bullying and harassment: 

• I have witnessed workplace incivility behaviours targeting employees of diverse sexuality/ trans 

and gender diverse employees here 

• I have witnessed serious bullying targeting employees of diverse sexuality/ trans and gender 

diverse employees here 

• I have experienced discrimination here that I know was due to me being LGBTQ+ 

Percentage of respondents out/open 

Perceptions of inclusion  

• If a member of my team were to begin openly identifying as a gender which is different from their 

sex recorded at birth (affirm their gender), they would be fully supported by my team 

0.1%
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-2.6%

-4.2%

67.2%

67.1%

61.6%

66.8%

79.7%

81.8%

66.8%

69.7%

I am secure with my role

 and do not feel that I will

 lose my job in the next year
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Higher Education- LGBTQ+
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Federal Government- LGBTQ+

Federal Government- Non-LGBTQ+

State & Local government- LGBTQ+

State & Local government- Non-LGBTQ+
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Potential for growth and advancement 

Along with job security, the capacity for skills growth and development, as well as career progression, are 

important factors to staying with an organisation long term.  

Overall, LGBTQ+ respondents are less likely to believe the culture of the organisation will support them to 

reach their full potential. State and local government respondents are the least likely to feel that their 

workplaces’ culture will allow them to reach their full potential. However, the private sector shows the most 

significant difference, with LGBTQ+ respondents 8.0% less likely to agree than non-LGBTQ+ respondents.  

For many LGBTQ+ people, the cultural fit may lie in the actions of non-LGBTQ+ colleagues, the organisation’s 

willingness to address bullying and harassment behaviours, or the outward signs of acceptance. 

LGBTQ+ respondents who agree there has been visibility and promotion of an internal employee network 

for LGBTQ+ employees and allies are more likely to agree they can reach their potential in the organisation.  

The presence of an LGBTQ+ network has the most significant impact on LGBTQ+ respondents in the private 

sector.  

 

Respondents from the private sector and the federal government are most likely to believe that there are 

opportunities for advancement. The federal government sector is the only sector that shows a significant 

difference between cohorts, and where LGBTQ+ respondents are more likely to agree than non-LGBTQ+ 

respondents. 
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One of the greatest barriers for many LGBTQ+ employees to advance, particularly into leadership roles, is a lack 

of role models available in those positions. The data shows that LGBTQ+ respondents in workplaces with visible 

allies, executive leaders and sponsors, and other visible symbols of inclusion are more likely to be out or open 

about their diverse sexuality or gender.  

66.0% of respondents of diverse sexuality who have visible role models of diverse sexuality within their senior 

leadership or executive agree that their opportunities for advancement are high, compared to only 39.1% who 

do not have role models. 

Respondents with trans and gender diverse role models show a similar relationship, where 63.3% of 

respondents with role models feel opportunities for advancement are high compared to only 42.8% of 

respondents who do not have role models. Again, those within the private and federal government sectors 

show the most significant impact. 

 

 

Moving organisations  

Respondents from the private sector are most likely to feel it would be easy to get a job elsewhere equivalent 

to the one they currently hold. Across all sectors, LGBTQ+ respondents are less likely to feel this, with higher 

education sector LGBTQ+ respondents 15.4% less likely to agree than their non-LGBTQ+ colleagues.  
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Within free-text survey comments, LGBTQ+ employees have expressed the cognitive load of moving 

organisations to be higher due to needing to consider the safety of being ‘out’ or ‘open’ in the workplace, 

finding community and establishing themselves again. For some, it may take time before they are willing to 

bring their whole selves to a new workplace. 

Of the 788 respondents who have experienced workplace incivility targeting their diverse sexuality, 41.2% agree 

it would be easy to get a job as good as their current role, and 28.6% do not agree.  

Respondents in the private sector are the most likely to agree when they have experienced workplace incivility.  

 

 

Overall satisfaction.  

It is not surprising that overall satisfaction is lowest within the state and local government sector, given the 

responses above, including security in the role, opportunities for advancement, and the fact that respondents in 

this sector are the least likely to recommend their organisation to others.  

 

Suggested survey statements to support organisation analysis: 

• I feel mentally well here  

LGBTQ+ respondents 

• I have experienced workplace incivility targeting my diverse sexuality / diverse gender 

• I have experienced serious bullying targeting my diverse sexuality / diverse gender  

• The satisfaction with the outcome if reported  

• I have experienced discrimination here that I know was due to me being LGBTQ+ 

• I have experienced discrimination here that I suspect was due to me being LGBTQ+ 
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easy to find another job

28.6%
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When we consider this alongside feeling engaged with the organisation, only 2.7% of respondents who are 

satisfied with their job (n25,311) do not feel engaged with the organisation or the role, and these rates are 

relatively consistent across all sectors. 

 

 

Calls to action  
1. Ensure your organisation’s commitment is visible internally and externally on your website 

2. Have all leaders speak about LGBTQ+ inclusion  

3. Provide allyship training & support to leaders and employees who wish to be allies 

4. Listen to the feedback of your LGBTQ+ staff and allies to improve your inclusion culture 

5. Ensure your organisation is ready to address LGBTQ+ targeted bullying & harassment  

6. Participate in the AWEI submission and survey to understand how well your actions are meeting the 

needs of your employees. 

  

87.8%

88.1%

86.8%

88.0%

86.0%

All respondents

Private Company

Higher Education

Federal Government

State & Local Government

Satisfied with job overall and engaged with 

organisation and role  

2.7%

2.6%

3.2%

2.7%

2.4%

Satisfied with job overall But not 

engaged with organisation and 

role  

Suggested survey statements to support organisation analysis: 

• I would recommend this organisation as a good place to work 

• I feel engaged with the organisation and my role 

• I feel accepted for who I am here 

LGBTQ+ respondents 

• I have had a positive experience of inclusion within my immediate work area/team 

• I have had a positive experience of inclusion within my immediate work area/team 

• Recruitment experiences for trans and gender diverse employees 

© 2026 Pride in Diversity -  

Permission is given to cite any of the data within this factsheet, provided the following reference is utilised. 

Pride in Diversity (2026). Australian Workplace Equality Index (AWEI) Employee Survey. ACON’s Pride Inclusion Programs 
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Private sector, industry analysis  

The following graphs show differences among major industry groups that participated in this year's survey. 

Industries are limited to those with 5 or more participating organisations and more than 1,000 responses.  

ANZSIC Primary Industry # organisations # responses 

B)-Mining 3 728 

C)-Manufacturing 9 1052 

D)-Electricity, Gas, Water and Waste Services 3 753 

E)-Construction 4 700 

F)-Wholesale Trade 2 89 

G)-Retail Trade 5 2237 

H)-Accommodation and Food Services 1 355 

I)-Transport, Postal and Warehousing 4 664 

J)-Information Media and Telecommunications 4 867 

K)-Financial and Insurance Services 17 4062 

L)-Rental, Hiring and Real Estate Services 9 1290 

M)-Professional, Scientific & Technical Services 29 4364 

N)-Administrative and Support Services 3 202 

Q)-Health Care and Social Assistance 3 284 

R)-Arts and Recreation Services 2 339 

   

   

 

 

86.5%

62.5%

79.5%

49.4%

87.4%

61.7%

82.1%

63.2%

87.2%

65.2%

C)-Manufacturing - LGBTQ+

Non-LGBTQ+

G)-Retail Trade - LGBTQ+

Non-LGBTQ+

K)-Financial & Insurance  - LGBTQ+

Non-LGBTQ+

L)-Rental, Hiring  etc - LGBTQ+

Non-LGBTQ+

M)-Professional, etc,- LGBTQ+

Non-LGBTQ+

Positive track record in LGBTQ+ inclusion would influence me to join

85.5%

89.8%

71.2%

78.1%

85.7%

88.9%

85.6%

89.6%

85.0%

65.2%

C)-Manufacturing - LGBTQ+

Non-LGBTQ+

G)-Retail Trade - LGBTQ+

Non-LGBTQ+

K)-Financial & Insurance  - LGBTQ+

Non-LGBTQ+

L)-Rental, Hiring  etc - LGBTQ+

Non-LGBTQ+

M)-Professional, etc,- LGBTQ+

Non-LGBTQ+

I would recommend this organisation as a good place to work
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74.4%

74.0%

60.6%

66.1%

71.2%

75.6%

63.0%

74.8%

64.7%

70.3%

C)-Manufacturing - LGBTQ+

Non-LGBTQ+

G)-Retail Trade - LGBTQ+

Non-LGBTQ+

K)-Financial & Insurance  - LGBTQ+

Non-LGBTQ+

L)-Rental, Hiring  etc - LGBTQ+

Non-LGBTQ+

M)-Professional, etc,- LGBTQ+

Non-LGBTQ+

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

62.8%

63.9%

70.1%

69.4%

64.5%

67.7%

73.1%

76.0%

73.3%

68.6%

C)-Manufacturing - LGBTQ+

Non-LGBTQ+

G)-Retail Trade - LGBTQ+

Non-LGBTQ+

K)-Financial & Insurance  - LGBTQ+

Non-LGBTQ+

L)-Rental, Hiring  etc - LGBTQ+

Non-LGBTQ+

M)-Professional, etc,- LGBTQ+

Non-LGBTQ+

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

41.3%

45.7%

44.4%

46.4%

41.6%

41.1%

49.6%

49.0%

47.5%

46.5%

C)-Manufacturing - LGBTQ+

Non-LGBTQ+

G)-Retail Trade - LGBTQ+

Non-LGBTQ+

K)-Financial & Insurance  - LGBTQ+

Non-LGBTQ+

L)-Rental, Hiring  etc - LGBTQ+

Non-LGBTQ+

M)-Professional, etc,- LGBTQ+

Non-LGBTQ+

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

20.9%

4.1%

34.6%

8.1%

25.0%

5.7%

22.0%

4.5%

22.2%

6.0%

C)-Manufacturing - LGBTQ+

Non-LGBTQ+

G)-Retail Trade - LGBTQ+

Non-LGBTQ+

K)-Financial & Insurance  - LGBTQ+

Non-LGBTQ+

L)-Rental, Hiring  etc - LGBTQ+

Non-LGBTQ+

M)-Professional, etc,- LGBTQ+

Non-LGBTQ+

I would consider leaving this organisation for a more LGBTQ+ inclusive organisation
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68.4%

72.7%

51.9%

57.5%

67.0%

69.2%

65.5%

74.9%

67.4%

72.0%

C)-Manufacturing - LGBTQ+

Non-LGBTQ+

G)-Retail Trade - LGBTQ+

Non-LGBTQ+

K)-Financial & Insurance  - LGBTQ+

Non-LGBTQ+

L)-Rental, Hiring  etc - LGBTQ+

Non-LGBTQ+

M)-Professional, etc,- LGBTQ+

Non-LGBTQ+

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

66.3%

61.3%

52.7%

54.4%

62.1%

61.0%

62.9%

66.9%

64.7%

64.4%

C)-Manufacturing - LGBTQ+

Non-LGBTQ+

G)-Retail Trade - LGBTQ+

Non-LGBTQ+

K)-Financial & Insurance  - LGBTQ+

Non-LGBTQ+

L)-Rental, Hiring  etc - LGBTQ+

Non-LGBTQ+

M)-Professional, etc,- LGBTQ+

Non-LGBTQ+

My opportunities for advancement are high here

84.8%

87.5%

72.9%

75.8%

83.3%

85.0%

81.8%

87.3%

81.9%

84.4%

C)-Manufacturing - LGBTQ+

Non-LGBTQ+

G)-Retail Trade - LGBTQ+

Non-LGBTQ+

K)-Financial & Insurance  - LGBTQ+

Non-LGBTQ+

L)-Rental, Hiring  etc - LGBTQ+

Non-LGBTQ+

M)-Professional, etc,- LGBTQ+

Non-LGBTQ+

All things considered, I am satisfied with my job here


