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The Institute of Physics, Royal Astronomical Society and the Royal Society of Chemistry have 
a long history of commitment to increasing diversity and inclusion in the physical sciences. 

}ìÐīÐȸĮ��œÐăĴì�ďå�ÐŒðÌÐĊÆÐ�ĴìĴ�ĮÆðÐĊÆÐ�ÅÐĊÐťĴĮ�åīďĉ��ÌðŒÐīĮðĴř�ďå�ĴìďķæìĴș�ÐŘĨÐīðÐĊÆÐ�
and background. Yet our workplaces are not always the inclusive environments we need to 
foster a diverse workforce. 

}ÆāăðĊæ�ĴìÐ�ÅīīðÐīĮ�ĴìĴ�O:�}Ɏ�ĨìřĮðÆă�ĮÆðÐĊĴðĮĴĮ�åÆÐ�ÆĊ�ÆīÐĴÐ�ÅīďÌÐī�ÅÐĊÐťĴĮȘ�
Encouraging an inclusive culture is not only the right thing to do – it can help actively 
cultivate a positive climate for diversity and inclusion for all.

�Ð�ÆÐăÐÅīĴÐ�ĴìÐ�ÐŘĉĨăÐĮ�ďå�ĮķĨĨďīĴðŒÐ�ÐĉĨăďřÐīĮ�ĊÌ�ĴìÐðī�æďďÌ�ĨīÆĴðÆÐĮ�ÅķĴ�ĴìÐīÐ�ðĮ�
much still to do. Some things are small and can be done by individuals. Some things are big 
and need the support of employers and funders.

As professional and membership bodies, we have the responsibility to take the lead.

}ìðĮ�īÐĨďīĴ�ĮÐÐāĮ�Ĵď�ÅďĴì�ðĊåďīĉ�ďķī�ÆďĉĉķĊðĴř�ĊÌ�īÐŨīĉ�ďķī�ÆďĉĉðĴĉÐĊĴ�Ĵď�œďīāðĊæ�
on this important agenda, especially with our partners in higher education, industry and the 
œðÌÐī�ĮÆðÐĊĴðťÆ�ÆďĉĉķĊðĴřȘ�

Together we can make the change: to make science accessible to everyone.

Letter from the CEOs

Paul Hardaker 
CEO
Institute of Physics

Philip Diamond                          
'ŘÐÆķĴðŒÐ�#ðīÐÆĴďī
Royal Astronomical Society

Robert Parker
CEO
Royal Society of Chemistry
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The Institute of Physics, Royal Astronomical 
Society and Royal Society of Chemistry have been 
working together  to create a network of support 
for members of the physical sciences community 
œìď�ðÌÐĊĴðťÐÌ�Į�O:�}Ɏș�ĊÌ�ĴìÐðī�ăăðÐĮȘ��Ð�
established a LGBT+ member-led steering group 
to oversee this work.

To investigate the needs of LGBT+ physical 
scientists, we surveyed those working in the 
ĨìřĮðÆă�ĮÆðÐĊÆÐĮ�ðĊ�ĴìÐ��N�ĊÌ�AīÐăĊÌ�Ĵď�ÐŘĨăďīÐ�
the current climate for LGBT+ physical scientists. 
The survey was followed by a series of individual 
interviews. This report presents a summary of our 
ťĊÌðĊæĮ�ĊÌ��ĊķĉÅÐī�ďå�ÆĴðďĊĮ�åďī�ðĊÌðŒðÌķăĮș�
employers and professional bodies to improve the 
climate for LGBT+ physical scientists. 

}ìÐīÐ�œÐīÐ�Ċď�ĮðæĊðťÆĊĴ�ÌðååÐīÐĊÆÐĮ�ðĊ�
environment between the three subject areas 
īÐĨīÐĮÐĊĴÐÌș�ÐŘÆÐĨĴ�œìÐīÐ�ĮĨÐÆðťÆăăř�ĮĴĴÐÌ�ðĊ�
the analysis.

The data and analysis have allowed us to take a 
small step in understanding the types of issues 
that face our LGBT+ community. It is clear that  
we need to make more progress in ensuring we 
have inclusive working environments for all  
LGBT+ scientists.

1. Doing the best for science 
means retaining LGBT+ scientists
28% of LGBT+ respondents stated that they had 
at some point considered leaving their workplace 
because of the climate or discrimination towards 
LGBT+ people. 

Nearly half of all those who said they were 
trans had considered leaving their workplace 
because of the climate, with almost 20% of them 
considering this often.

To create an environment where the best 
ĮÆðÐĊĴðĮĴĮ�ÆĊ�ŦďķīðĮì�ĊÌ�ĴìÐ�ÅÐĮĴ�ĮÆðÐĊÆÐ�ÆĊ�
be done, everyone needs to feel comfortable 
in the workplace. Our recommendations, in 
ĴìīÐÐ�āÐř�īÐĮș�œðăă�ĊďĴ�þķĮĴ�æīÐĴăř�ÅÐĊÐťĴ�
LGBT+ colleagues, but will ensure all staff and 
colleagues feel welcome.

Summary of key findings
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Key findings

6. Networks bring LGBT+ 
scientists together, helping to 
alleviate isolation, exclusion and 
marginalisation
}ìÐ�ÐŘðĮĴÐĊÆÐ�ďå�ĊÐĴœďīāĮ�œĮ�Ċ�ďŒÐīăă�ĨďĮðĴðŒÐ�
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Building a visibly 
welcoming community
Support for LGBT+ staff needs to be visible and 
not just in place on paper. Senior leaders and 
managers should proactively act as champions 
and advocates by speaking out about LGBT+ 
issues. 

Everyone should be able to bring their whole 
selves to work. The key to this is creating safe 
spaces where people can speak about their lives 
outside work and get to know each other. Small 
daily actions can build up to create an atmosphere 
of hostility, and addressing this requires effort at 
all levels, from the individual to the organisation.

Guidance is needed on understanding and using 
inclusive language, including the use of pronouns. 

Events, networks and conferences should be fully 
inclusive of LGBT+ scientists. Discrimination and 
ìīĮĮĉÐĊĴ�īÐ�ÌðĮĨīďĨďīĴðďĊăăř�ÐŘĨÐīðÐĊÆÐÌ�
by the LGBT+ community and this needs to be 
addressed in statements of professional practice 
ĊÌ�ÐŘĨÐÆĴÐÌ�ÅÐìŒðďķīȘ

Reviewing and improving 
policies
All workplace policies and provision should be 
ķÌðĴÐÌ�Ĵď�ÐĊĮķīÐ�ĴìĴ�O:�}Ɏ�ĮĴåå�īÐ�ĮĨÐÆðťÆăăř�
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Areas for increased action

Introducing and  
improving training
Training that supports LGBT+ staff could be used 
more effectively in nearly all work environments 
including training on transgender inclusion and 
correct pronoun usage, and bystander training.

LGBT+ staff groups should be consulted in 
the development of training, and be given the 
opportunity to participate in its delivery,  
to ensure relevance and increase visibility of 
LGBT+ staff. 

qīďŒðÌðĊæ��ĊďĊȭþķÌæÐĉÐĊĴă�ĮĨÆÐ�åďī�ÌðŨÆķăĴ�
questions, and practical advice on how to use 
language and deal with difference is essential. 

Management and senior leaders need to 
ÐŘÐĉĨăðåř�æďďÌ�ĨīÆĴðÆÐș�īÐðĊåďīÆðĊæ�ĉÐĮĮæÐĮ�
from the training. 

Training options should also be provided for 
managers at every level of the organisation to 
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The Institute of Physics, Royal Astronomical 
Society and Royal Society of Chemistry have been 
working together since 2016 to create a network 
of support for members of the physical sciences 
community who identify as LGBT+ and their 
allies. We initially established a LGBT+ member-
led steering group to oversee this work and they 
concluded that baseline data was needed to help 
inform our work in this area. 
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Strikingly, 25% of those who completed the 
questionnaire declined to answer questions 
ÅďķĴ�ĴìÐðī�ďœĊ�æÐĊÌÐī�ĊÌ�ĮÐŘķă�ďīðÐĊĴĴðďĊȘ�
'ŒÐĊ�Ĵìďķæì�ĴìÐ�ĮķīŒÐř�œĮ�ĮĨÐÆðťÆăăř�ÅďķĴ�
these protected characteristics and even 
though respondents knew that the data would be 
anonymised, there is still a hesitation by many to 
provide this information. 

Three overarching areas for increased action 
ÐĉÐīæÐÌ�åīďĉ�ďķī�ťĊÌðĊæĮȚ�

•
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Women reported a less comfortable climate 
than men, and non-binary people reported a less 
ÆďĉåďīĴÅăÐ�ÐĊŒðīďĊĉÐĊĴ�ĴìĊ�œďĉÐĊ�ȧťæķīÐ�
2ȨȘ�}ìðĮ�ĴīÐĊÌ�œĮ�īÐŦÐÆĴÐÌ�Ĵìīďķæì�ăă�ÆăðĉĴÐ�
questions. Lesbians and those who were queer, 
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2.2 The nature of hostility in a supportive environment
A comfortable environment is a subjective 
concept but the issues that cause discomfort can 
ìŒÐ�ĮðæĊðťÆĊĴ�ÆďĊĮÐĪķÐĊÆÐĮȘ�

16% of all respondents indicated that they had 
ÌðīÐÆĴăř�ÐŘĨÐīðÐĊÆÐÌ�ÐŘÆăķĮðďĊīř�ÅÐìŒðďķī�ĊÌ�
30% had witnessed such behaviour in the last 12 
months. 

LGBT+ respondents were more likely to report 
ĴìÐř�ìÌ�ÐŘĨÐīðÐĊÆÐÌ�ÐŘÆăķĮðďĊīř�ÅÐìŒðďķī�
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Trans people overall reported a much stronger 
feeling than other groups that policies were not 
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Despite having reported an overall comfortable 
and LGBT+ supportive environment, 15% of 
respondents felt that LGBT+ people were 
ÐŘĨÐÆĴÐÌ�Ĵď�ÅÐ�ĮÐÆīÐĴðŒÐș�œðĴì�ǡǢɦ�ďå�ĴÐÆìÐīĮ�
reporting this. Likewise, almost 20% felt that 
LGBT+ people were pressured to not come 
out with higher proportions of teachers again 
īÐĨďīĴðĊæ�ĴìðĮ�ȧǡǧɦȨȘ�

I don’t feel oppressed, but I also 
don’t feel encouraged to come out; 

a lot of assumptions are made about me 
and my partner (closeted trans male) that 
make me uncomfortable, and it’s hard to 
distinguish how much of that is my own 
fault vs. not feeling comfortable telling 
people.
Cisgender man, bisexual

What feels like a hostile environment to one 
person is not always obvious to those around 
them. Feelings of discomfort are not necessarily 
the result of overt negativity, and are easy to 
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People are willing to say stuff about 
being LGBT and at the moment, 

trans in particular, that they wouldn’t say 
about race, that they wouldn’t say about 
people with disabilities. It’s very 
interesting at the moment that it’s 
acceptable to speak out against trans 
people, less so for LGB people, although 
it’s still there. I still see it. It’s clear that 
whilst progress has been made, it does 
not yet feel fully embedded into our 
working environments, and that it does 
not take much to allow things to start 
moving backwards. 
Transgender woman, pansexual

There is also a particular issue for universities, 
where there are people with wildly different 
cultural upbringings and perspectives, not all 
of which are inclusive of LGBT+ people, or of 
other races, genders or social classes. Under 
these conditions many behaviours emerge that 
whilst not necessarily malicious, can cause 
considerable harm.

The academic and administrative 
staff are wonderful and supportive. 

But more needs to be done to show 
students that exclusionary and 
derogatory conversation is not okay.  
I’ve been put off academia as a career 
because of how laddish my classmates 
are now.
Cisgender woman, questioning

Yet, there are advantages to the university 
environment. A large student body increases the 
visibility of LGBT+ issues, and makes it more likely 
that there will be support networks – both formal 
and informal. 
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It always comes in the difference 
between addressing LGB issues 

and including the T, I think. I’ve tried to 
push that people include their pronouns 
ďĊ�ĴìÐðī�Ðĉðă�ĮðæĊĴķīÐĮȜ�ÅķĴ�ðĴȸĮ�
ÅÐÆďĉðĊæ�ĪķðĴÐ�ÌðŨÆķăĴ�Ĵď�ĉāÐ�ĴìĴ�
university legislation. Partly because, and 
quite rightly probably, it was brought up 
about how you would police that, I guess. 
If somebody had their pronouns on their 
email signature but was mis-gendered 
repeatedly by accident or on purpose, 
how the university would deal with that? 
How many slaps on the wrist would 
somebody get and how severe would the 
punishment be if it was persistent? That’s 
the point at which that initiative has 
stopped at the moment. I’m not so sure 
how the university should deal with that.
Cisgender woman, lesbian

Some respondents were able to describe policies 
ĴìĴ�œÐīÐ�ĮĨÐÆðťÆăăř�ĴīæÐĴÐÌ�Ĵď�ĮķĨĨďīĴ�
LGBT+ people, while others felt that most of the 
references to LGBT+ people in their local policies 
were nothing more than lip-service. 

The minimum signalling is to have 
some kind of policy that includes 

LGBT in the statement. The more detailed 
the policy is the more credible it is and the 
more supportive it is for people. 
Cisgender man, gay

Implementation was a recurring theme 
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My feeling is there’s nothing to lose 
by getting involved. Always be 

ready to apologize if you say something 
wrong or you do something wrong. I’m 
white, I’m male, I’m straight, I’m becoming 
grey-haired now. I’ve got all those 
ĮðæĊðťÐīĮ�ďå�ĨīðŒðăÐæÐȘ�AȸŒÐ�īÐÆďæĊðšÐÌ� 
that the best thing I can do is use that  
to change things so that those bits of 
ĨīðŒðăÐæÐ�ĉĴĴÐī�ăÐĮĮ�ðĊ�ĴìÐ�åķĴķīÐȜ�ăďďā�
for where you’re privileged and make use 
of that to help make things more inclusive 
and more equal. 
Cisgender man, heterosexual

Respondents spoke positively of the good 



Exploring the workplace for LGBT+ physical scientists
The current workplace climate

23

}īĊĮæÐĊÌÐī�īÐĮĨďĊÌÐĊĴĮ�īÐĨďīĴÐÌ�ĮðæĊðťÆĊĴ�
numbers of instances where their correct 
ĨīďĊďķĊĮ�œÐīÐ�ĊďĴ�ķĮÐÌȘ�}ìÐř�ăĮď�ìÌ�ÌðŨÆķăĴðÐĮ�
with deadnaming, and the continued use of 
their pre-transition name within organisational 
ĨīďÆÐĮĮÐĮ�ĊÌ�ĮďåĴœīÐȘ�AĊ��ĮÆðÐĊĴðťÆ�
environment this has particular consequences; 
publication records, as well as impact and 
ťĊĊÆðă�ðĊÆďĉÐ�īÐĨďīĴðĊæ�ÆĊĊďĴ�ÅÐ�ÆÆķīĴÐăř�
allocated if the software and systems used to 
track this are not able to account for a change of 
name or gender.

At the university admin level the 
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3.1 Life outside of work 
The ability to be out and talk about their personal 
lives in their workplace will inevitably affect 
the wellbeing of LGBT+ staff. 9ðæķīÐ�ǠǠ shows 
responses to the question of how comfortable 
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Some respondents felt that the physical 
sciences provided a working environment where 
discussions of personal lives or interests outside 
of work could be negative to the workplace. 
wďĉÐ�ÐŘĴÐĊÌÐÌ�ĴìðĮ�īÐĮďĊðĊæ�Ĵď�ķĊÌÐīĉðĊÐ�ĴìÐ�
initiatives that aim to support LGBT+ colleagues.

Although I do not believe there 
would be any particular backlash I 

tend to keep my personal life and 
orientations away from the workplace as I 
don’t feel that it is relevant to work in any 
way, and if I were to bring it up it would 
likely not bring anything positive to my 
workplace environment.
Cisgender man, pansexual

University is meant to be a 
professional working environment. 

So, as to why this questionnaire is asking 
such childish questions is beyond me. 
Outside of the physics department, in 
ĉďīÐ��ĮďÆðă�ĮÐĴĴðĊæș�ĴìðĮ�œďķăÌ�ÅÐ�ťĊÐȘ�
But inside the department we are all just 
scientists, regardless of gender or sexual 
orientation, etc.
Cisgender man, heterosexual

When casual interactions are not available, then 
the sorts of conversation where someone might 
naturally mention details about their partner or 
past, or discover that someone is not homo- or 
trans-phobic, do not come up as often. Some 
respondents found this a positive environment, 
while others found it restrictive. 

Figure 11: Respondent perceptions of the climate in their workplace, by whether they 
were out to their co-workers as being LGBT+ 

Proportion

  Very uncomfortable        Uncomfortable        Neither comfortable or uncomfortable        Comfortable        Very comfortable

25 75 1000 50

Out to most ǠǥɦǠǟɦ ǠǣɦǤǨɦ

Out to a few ǠǨɦ7% ǠǨɦǤǢɦ

Not out 30%Ǡǡɦ ǠǥɦǢǧɦ

Out to some Ǥɦ
2%

23%ǣǣɦ26%

Out ǠǠɦǤɦ ǣǟɦǣǣɦ

ǣɦ

2%

Ǡɦ
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I’m not out to anybody. I’m single, 
and have never had a relationship, 

pretty lonely to be honest. Most of my 
colleagues, gay or straight seem to be 
fairly happy. There is a staff LGBT 
network here but I’m too scared to go 
along to any events. I probably have 
devoted too much of my life to research 
and my career. My parents probably 
expect grandchildren someday but I’ve 
always been the busy, high-achieving 
scientist. In this way, the climate of STEM 
is actually a useful shield for not-out 
people like me. I can distract and immerse 
myself in my work and stay on my own.
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I am a bisexual woman in a 
relationship with a heterosexual 

man, because of this, many people 
assume I am straight, including queer 
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For the main part, positive LGBT+ messaging 
on websites was seen as a good thing, but 
respondents pointed out that for some larger 
organisations, putting information on a website 
can be done easily and can seem like a token 
gesture. For new or small enterprises, face-to-
face conversations or more personal social media 
interactions might better serve this function 
instead. For some, the visible presence of 
individuals at LGBT+ supportive events was much 
more important than a formal presence on their 
company website. 

Committee members, dedicated champions and 
role models, and openly out colleagues were all 
considered invaluable. However, respondents 
felt it was important that role models and 
ÆìĉĨðďĊĮ�œÐīÐ�ĊďĴ�ķĮÐÌ�Į��ĪķðÆā�ťŘ�åďī�
diversity problems. The burden can be too much 
or misplaced if staff with diverse characteristics 
are simply asked to take on additional work in 
order to solve 6 (n)-15 (a)-l04e on additional work in 
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The speakers in question are denouncing trans 
women on social media and personal blogs, 
rather than in the workplace. But there is an 
ðĉĨďīĴĊĴ�ÆďĊŒÐīĮĴðďĊ�Ĵď�ÅÐ�ìÌ�œðĴìðĊ�ĮÆðÐĊĴðťÆ�
organisations about the messages that are sent 
out when behaviour that negatively impacts on 
others in the workplace is not addressed. 

Respondents welcomed visibility schemes, such 
as rainbow lanyards, stickers or pins for all staff 
to wear or display in support of LGBT+ colleagues. 
}ìÐř�ăĮď�ŒăķÐÌ�ÅďĴì�ðĊĴÐīĊă�ĊÌ�ÐŘĴÐīĊă�
networks for LGBT+ people, formal and informal. 
The annual LGBT+ STEMinarviii was particularly 
welcomed.

}ìÐ�ðĊÆăķĮðďĊ�ďå�ĴìÐ�īðĊÅďœ�Ŧæș�ďī�ĮďĉÐ�
other LGBT+ identifying detail, within slides for 
lectures, seminars and conferences was also 
welcomed, although it was acknowledged that on 
some occasions, such as while working overseas, 
this might not be safe to do. 

The survey responses suggested that reactions 
Ĵď�O:�}Ɏ�ÌðĮÆăďĮķīÐ�īÐ�ďåĴÐĊ�ĮĴðăă�ÐŘĴīÐĉÐș�
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3.2 Scientists are in an international community
Questionnaire respondents from both academia 
and industry stated that working with people 
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Such consequences are not limited to industry. 
An academic interview participant described his 
work teaching in China as putting him “in limbo”, 
because whilst being gay wasn’t illegal there, 
it was still considered shocking. Being “out” 
with colleagues would have created negative 
perceptions of his work. 

There’s an expected responsibility 
on individuals to make sure that 

collaborations will be protected, placing 
LGBTI academics in situations in which 
we feel we have to return to the closet for 
the sake of the collaboration. Institutions 
should be way more assertive stating to 
international collaborators that our 
ÆďĉĉķĊðĴðÐĮ�īÐ�ÌðŒÐīĮÐș�ĊÌ�ȵĴìĴȸĮ�ĴìĴȶ�
and not leave it to individuals to navigate 
their identity through on their own with 
regards to international collaborators.
Cisgender man, gay

International contact is by no means all bad – one 
interview participant spent several years working 
in Sweden where “they accepted anybody and 
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3.3 Networks bring LGBT+ Scientists together 
��āÐř�ÆĴðďĊ�ðÌÐĊĴðťÐÌ�Åř�īÐĮĨďĊÌÐĊĴĮ�œĮ�ìŒðĊæ�
LGBT+ networks for staff or students. We asked 
respondents what sorts of networks they had 
available in their institutions, and the results were 
varied, as shown in ťæķīÐ�Ǡǡ. 

Environments with a focus on students were 
much more likely to have formal and/or informal 
networks in place, with student networks 
ÆďĊĴīðÅķĴðĊæ�ĮðæĊðťÆĊĴăř�Ĵď�ĴìÐ�īÐĮĨďĊĮÐĮ�åďī�
teachers, doctoral students and other university 
employees.

Figure 12: LGBT+ networks available to respondents within their workplace, by job type
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Despite this, teachers were much less likely to 
have networks available to them, with less than 
40% of respondents aware of networks of any 
āðĊÌȘ�}ìÐ�ďĴìÐī�ĮÆðÐĊĴðťÆ�ÐĉĨăďřÐīĮ�œÐīÐ�ăĮď�
lacking in this respect, again with less than 40% 
aware of any network at all, but the networks that 
were present were often formally recognised by 
their employer.

}ìÐ�ÐŘðĮĴÐĊÆÐ�ďå�ĊÐĴœďīāĮ�œĮ�Ċ�ďŒÐīăă�ĨďĮðĴðŒÐ�
ĊÌ��ĮðæĊðťÆĊĴ�ÆďĊĴīðÅķĴďī�Ĵď��ĮķĨĨďīĴðŒÐ�
climate for LGBT+ scientists but even the 
different attitudes within LGBT+ networks raised 
issues. Respondents felt that within LGBT+ 
networks there were still prevailing attitudes 
ďå�ÐŘÆăķĮðďĊș�ĊÌ�ÌÐĮÆīðÅÐÌ�ìðÐīīÆìðÐĮ�ďå�
ĮĨÐÆðťÆ�O:�}Ɏ�ÆìīÆĴÐīðĮĴðÆĮș�œðĴì�ÐŘĉĨăÐĮ�
including negativity towards cisgender white 
ĉÐĊș�ÐŘÆăķĮðďĊ�ÌķÐ�Ĵď�æÐĊÌÐī�ďå�ÐŒÐīř�ĴřĨÐș�ĊÌ�
ÐŘÆăķĮðďĊ�ÌķÐ�Ĵď�ÅÐðĊæ��ĮÐŘķăðĴř�ďĴìÐī�ĴìĊ�æř�
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3.4 Doing the best for science
28% of LGBT+ respondents stated that they had 



35

Exploring the workplace for LGBT+ physical scientists
Relevant issues for the physical sciences

The problem as I see it is that, 
there’s a view of scientists – 

science is impartial and shouldn’t have 
politics. Therefore, scientists must be 
amorphous, faceless things without any 
identity or any politics or any this that or 
the other, and that’s not true. It’s the 
scientists who do the science and we do 
better science when we’re comfortable.
Cisgender man, gay

If we are to retain talent and allow scientists 
to thrive, they need to feel comfortable in the 
workplace, and this means acknowledging, and 
working with, the human side of science too. 
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This report describes a complicated workplace 
environment for LGBT+ physical scientists, but 
the fact that the environment is felt overall to be 
supportive towards LGBT+ scientists should be 
celebrated. While we have made good progress 
as a sector over the last 10–15 years, there is still 
a lot more to do to create an environment where 
LGBT+ people can be fully themselves and the 
best science can be carried out. 

This data and analysis has allowed us to take a 
small step in understanding the types of issues 
that face our LGBT+ community, but we need to 
continue to make progress. 

The support felt by people from different gender 
ĊÌ�ĮÐŘķă�ðÌÐĊĴðĴðÐĮ�ŒīðÐÌ�ĮðæĊðťÆĊĴăř�ĊÌ�
this will inevitably impact on LGBT+ staff mental 
health and wellbeing. More needs to be done to 
ensure that all LGBT+ staff feel supported and 
ÆďĉåďīĴÅăÐȘ�'ŘĴī�ĮĴÐĨĮ�œðăă�ĊÐÐÌ�Ĵď�ÅÐ�ĴāÐĊ�
to help groups at particular risk, such as non-
binary and trans scientists, to access the same 
level of support and comfort as their cisgender 
ìÐĴÐīďĮÐŘķă�ÆďăăÐæķÐĮȘ�}ìðĮ�ĉÐĊĮ�ĨřðĊæ�
attention to details in policies, processes and 
procurement, and encouraging forward and 
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Individual Employer Learned Society

Ɍ  Show visible support for the 
LGBT+ community by wearing 
rainbow lanyards and pins.

Ɍ  Be respectful to others 
particularly thinking of your 
use of language and always 
asking/using people’s correct 
pronouns.

Ɍ  Include your LGBT+ status 
and pronouns in your online 
presence/email signature and 
through blogs, social media.

Ɍ  Speak out about LGBT+ 
issues.

Ɍ  Familiarise yourself with 
some of the LGBT+ scientists 
working in your area, and 
suggest them as speakers 
or press contacts when the 
opportunity arises.

Ɍ  Be aware of the implications 
of mental health and wellbeing 
of LGBT+ staff if they are not 
working in a comfortable 
environment.

Ɍ  Recognise your own mental 
health and wellbeing.

Ɍ  Set clear behaviour 
ÐŘĨÐÆĴĴðďĊĮ�åďī�ăă�ĮĴååȘ

Ɍ  Collect and publicise data 
on LGBT+ staff and their 
ÐŘĨÐīðÐĊÆÐĮ�Ĵď�ðĉĨīďŒÐ�
policies, practices and 
procedures.
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4.2 Reviewing and improving policies
A working environment is only truly supportive 
if that support is underpinned by policies and 
procedures. 

The survey respondents said that while policies 
that ensured LGBT+ people were included in 
standard working practices, like parental or 
adoption leave or medical leave, were increasingly 
widespread, policies intended to address poor or 
ÌðŨÆķăĴ�ÅÐìŒðďķī�œÐīÐ�ďåĴÐĊ�ăÆāðĊæȘ�

Ensuring that the international nature of science 
ðĮ�ăĮď�īÐŦÐÆĴÐÌ�ðĊ�ĴìÐĮÐ�ĨďăðÆðÐĮ�ðĮ�ÐĮĮÐĊĴðă�
so that LGBT+ staff who travel or collaborate 
internationally are aware of the support available 
to them. There should be considerations for 
LGBT+ staff and students who have come out 
while in the UK, but are returning home to less 
inclusive countries.

Creating an environment where everyone feels 
welcome means addressing discrimination and 
harassment of every kind, whether this is the  
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4.3 Introducing and improving training
Training that supports LGBT+ staff could be used 
more effectively in nearly all work environments. 
Respondents would value more practical training, 
particularly targeting negative or harmful 
behaviours, such as use of homophobic language 
or misuse of pronouns. If carefully done, this 
sort of training could be invaluable to those 
respondents who as allies wished to call out and 
address this kind of behaviour. 

LGBT+ networks can be used to guide and inform 
training.

Training options should be provided for managers 
Ĵ�ÐŒÐīř�ăÐŒÐă�Ĵď�ÐĪķðĨ�ĴìÐĉ�Ĵď�īÐĮďăŒÐ�ÌðŨÆķăĴ�
situations, and to help staff action policies and 
practices that support LGBT+ staff. Training 
ĊÐÐÌĮ�Ĵď�ÅÐ�ĮÆðÐĊÆÐȭĮĨÐÆðťÆș�Ĵď�ÐĊææÐ�œðĴì�
nuances of the physical sciences environment. 

wÐĊðďī�ăÐÌÐīĮ�ĮìďķăÌ�ăÐÌ�Åř�ÐŘĉĨăÐș�ĊďĴ�
ÐŘÆķĮðĊæ�Ĩďďī�ĨīÆĴðÆÐ�Åř�ĉÐīðĴ�ďå�ĴìÐðī�ĮÐĊðďīðĴřș�
but reinforcing institutional policy through their 
actions.
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Individual Employer
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LGBT+: An acronym used to represent lesbian, 
æřș�Åð�ĊÌ�ĴīĊĮ�ĨăķĮ�ďĴìÐī�ĮÐŘÐĮș�ĮÐŘķăðĴðÐĮ�ĊÌ�
æÐĊÌÐīĮ�ĮķÆì�Į�ðĊĴÐīĮÐŘș�ĪķÐÐīș�ĪķÐĮĴðďĊðĊæș�
ĮÐŘķă�ĊÌ�ĨĊĮÐŘķăȘ�}ìÐ�ȵɎȶ�ðĮ�ðĊĴÐĊÌÐÌ�Ĵď�
ensure our work is inclusive of any groups with 
related characteristics. 

Lesbian: Refers to a woman who has an 
ÐĉďĴðďĊăș�īďĉĊĴðÆ�ĊÌȥďī�ĮÐŘķă�ďīðÐĊĴĴðďĊ�
towards women.

Non-binary: 
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Transgender man: A term used to describe 
someone who is assigned female at birth but 
ðÌÐĊĴðťÐĮ�ĊÌ�ăðŒÐĮ�Į��ĉĊȘ�}ìðĮ�ĉř�ÅÐ�
shortened to trans man, or FTM, an abbreviation 
for female-to-male.

Transgender woman: A term used to 
describe someone who is assigned male at 
ÅðīĴì�ÅķĴ�ðÌÐĊĴðťÐĮ�ĊÌ�ăðŒÐĮ�Į��œďĉĊȘ�}ìðĮ�
may be shortened to trans woman, or MTF, an 
abbreviation for male-to-female.

Transitioning: The steps a trans person 
may take to live in the gender with which they 
identify. Each person’s transition will involve 
different things. For some this involves medical 
intervention, such as hormone therapy and 
surgeries, but not all trans people want or are 
able to have this. Transitioning also might involve 
things such as telling friends and family, dressing 
ÌðååÐīÐĊĴăř�ĊÌ�ÆìĊæðĊæ�ďŨÆðă�ÌďÆķĉÐĊĴĮȘ

Transphobia: 
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2b. LGBT+ characteristics of the respondents

Gender identity 
Table 4: Gender break down of respondents  
to the survey

Gender Number of responses

Man 285

Woman 184

Non-binary 36

Table 5: Trans status of the respondents

Number of responses

Cisgender 450

Transgender 37

Sexual orientation  
Table 6: Sexual orientation characteristics of the 
respondents

Sexual orientation Number of respondents

�ĮÐŘķă 20

�ðĮÐŘķăȥĨĊĮÐŘķă 90

Gay 179

Gay woman/Lesbian 45

>ÐĴÐīďĮÐŘķă 103

Other 30

A large number of those who responded did 
ĊďĴ�œĊĴ�Ĵď�ÌðĮÆăďĮÐ�ĴìÐðī�æÐĊÌÐī�ďī�ĮÐŘķă�
orientation characteristics. 
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2c. Interview participants 
We asked questionnaire participants to indicate if they would be willing to take part in follow up 
work for the survey. 12 respondents were subsequently interviewed.

Table 7: Characteristics of the interview participants

Role Gender Cis or Trans Sexual orientation Age group

wÆðÐĊĴðťÆ�īďăÐ Man Cis Gay 40 - 49

University Woman Cis �ðĮÐŘķă 30 - 39

University Man Cis Gay 40 - 49

wÆðÐĊĴðťÆ�īďăÐ Woman Cis Lesbian 30 - 39

University Woman Trans qĊĮÐŘķă 30 - 39

University Man Trans Gay 40 - 49

University Woman Cis Lesbian 20-29

University Non-binary Trans �ðĮÐŘķă 40 - 49

University Man Cis >ÐĴÐīďĮÐŘķă 40 - 49

Doctoral  student Man Cis Gay 20-29

University Man Cis >ÐĴÐīďĮÐŘķă 50-59

wÆðÐĊĴðťÆ�īďăÐ Man Cis �ðĮÐŘķă 40 - 49
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