


“

“
”
”

Being an ally doesn’t necessarily mean you fully 
understand what it feels like to be oppressed. 
It means you’re taking on the struggle as your own.

Look for where you’re privileged and make use of that 
to help make things more inclusive and more equal.

The Guide to Allyship

Interviewee, Exploring the Workplace for 
LGBT+ Physical Scientists report



This guide is an introduction to developing good allyship practices. The Institute of Physics, Royal 

Astronomical Society, and Royal Society of Chemistry report 



Expect to make mistakes

•  Begin from the assumption that you know very little. Think of 

this as a reason to get involved and ask questions, rather than 

a reason not to.

•  Approach any situation as a learning opportunity, rather than 

a possibility to get it wrong. Making mistakes is an essential 

part of growing and strengthening our capacity for allyship.

•  When someone raises an issue with something you’ve said or 

done, don’t think of it as a criticism. Instead, understand it as 

an expression of their trust in you to listen, be understanding, 

and make a change. Appreciate and value the labour of those 

who take the time to correct you, and thank them. 

Commit to self-educate

•  Proactively seek out LGBT+ perspectives and educative 

resources, focusing particularly on underrepresented 

identities.

•  Recognise that having the same conversations over and over 

can be emotionally di�icult for LGBT+ people and might make 

them feel as though they have to justify their identity.

•  Ask questions respectfully – understand that no individual 

owes you an answer or an explanation.

Recognise your own privilege

Privilege: A set of advantages a�orded to particular groups, 
based on systems of unequal societal treatment. For example, 
non-LGBT+ people generally experience privilege related to 
having their sexual orientation and gender identity treated as 
the norm by society. See the full glossary.

•  None of us are beginning from a neutral or objective place, 
and if we think we are it’s usually because we’re in a position 
treated as ‘default’ by society as a whole.

•  Recognise your privileged position in a genuine way, ie really 
understand how it may shape your perspective and biases.

•  Be aware that conversations or events that may seem trivial 
to you might be very impactful, in both positive and negative 
ways, for people who experience exclusion based on their 
identity.
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How to be called out/in

•  



“Trans people overall reported a much stronger feeling 
than other groups that policies were not inclusive of 
their needs, that their co-workers were not able to 
have considered conversations about trans issues, 
and that simple indicators of respect, such as using 
the correct pronouns, were not used.

”Exploring the Workplace for 
LGBT+ Physical Scientists report



49%
of all respondents agreed that there 
was a lack of awareness of LGBT+ 
issues from their co-workers.

REPORT STATISTIC

Exploring the Workplace for LGBT+ 
Physical Scientists report



being an 
advocate
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Keep an eye out 

•  Educate yourself on the structural issues LGBT+ people can 
face in the workplace (start with this toolkit).

•  Look out for where policies, facility provision, etc might 
disadvantage LGBT+ people, even if it’s not 

something that a�ects you. Are 
there gender-neutral bathrooms 
in your department? Do your 
organisation’s policies treat 
unmarried or civil partners 
equally to spouses? Does 
your workplace have 
a policy specifically 
addressing LGBT+ dignity 
at work?

•  Be ready to speak up for 
change.

Keep an ear out 

•  Be aware of LGBT+ issues in the news/current events – 
research shows that this can impact significantly on LGBT+ 
people’s wellbeing.

•  Speak up on important issues (e.g. on social media) and 
amplify LGBT+ voices and ways to act (e.g. petitions).

•  Actively suggest ways for your organisation to use their voice 
on issues where possible.

O�er your expertise/skills/time 

•  Take part in or help set up networks, events, mentoring 
schemes, etc 

•  Take opportunities to ask LGBT+ colleagues if there’s anything 
that could be changed to make life easier in your organisation 
that they don’t feel comfortable taking on themselves.



“When I was hired, my line manager asked 
me about my preferred pronouns. Since I 
was very open about being transgender, 
he did what he could to ensure that the rest 
of my department and other co-workers 
also knew about my pronouns. People 
o�en still use the wrong pronouns, but 
sometimes they get it right, and that is 
probably thanks to my line manager.

”Interviewee, Exploring the Workplace 
for LGBT+ Physical Scientists report
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 Here are some suggestions for practical ways 
in which you can help:

•  Put the posters in this toolkit up in your workplace. 

•  Circulate these resources to your colleagues. 

•  Share petitions supporting LGBT+ issues on social 
media. 

•  Ask your LGBT+ colleagues how they’re doing and o�er 
a supportive ear if they need one. 

•  Put your pronouns in your email signature and 
specify them when you verbally introduce yourself. 

•  Contact senior sta� or site managers and suggest 
that the bathrooms in your building be made 
gender neutral. 

•  Take the lead on organising organisational or 
department statements in support of LGBT+ 
people. 

•  Initiate conversations about commemorating 
certain dates - like Pride month (June), but also 
International Day against Homophobia, Biphobia 
and Transphobia (17 May), Bi Visibility Day (23 
September), Intersex Awareness Day (26 October), 
Asexual Awareness Week (fourth week of 
October), and Transgender Day of Remembrance 
(20 November).

•  Contact your workplace’s LGBT+ network and o�er to make 
them a website, help them organise a fundraiser, or escalate 
any concerns they have to your superiors.

•  Ask managers to organise training provided by LGBT+ 
organisations. 

•  Encourage your colleagues to replace ‘ladies and gentlemen’ 
with a more inclusive option (‘colleagues’, ‘everyone’). 

•  Keep your eyes open for exclusionary language (such as ‘he’ 
or ‘she’ or restrictive gender options) in your workplace’s 
policies, systems, or promotional materials, and raise it with 
the relevant person or department.  

•  Call the head of your committee ‘chairperson’ instead of 
‘chairman’. 

•  Make yourself visible as someone LGBT+ people can go to for 
support, e.g. via wearing a rainbow lanyard or putting a sticker 
in your o�ice window.





Alter 

•  



“The actions that most commonly 
contribute to a hostile environment for 
LGBT+ people are frequently small but 
numerous. O�en it is smaller, day-to-day 
interactions that can. These actions might 
seem inconsequential to the antagonist 
and might be unintentional, but they leave 
lasting impact on LGBT+ employees…

”
Exploring the Workplace for 

LGBT+ Physical Scientists report
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Speak up

•  Don’t let inappropriate behaviour go unchallenged, including 
on a microaggression level. This might mean challenging
behaviour directly, but it doesn’t have to. If you’re unable or 
not comfortable to speak out in a given situation, there are 
less confrontational ways of making sure harmful behaviour is 
addressed (see the 5 D’s below).

•  We’re hard-wired to work as a social unit; if other people don’t 
address something we’re more likely to let it go too. We have 
to make a conscious choice to break through that wall. It’s 
easy to convince ourselves we can’t make a di�erence, but in 
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I’m trying to better recognise when my humour might be 
unintentionally harmful to minority groups, and I think the joke you 
made earlier perpetuated negative stereotypes about gay people.

–  I don’t understand why we need rainbow lanyards we’re all 
scientists, sexuality shouldn’t matter!

–  Actually, research shows that whether LGBT+ people feel 
supported in their identities at work makes a big di�erence 
to the science they’re able to do. Straight people can’t fully 
understand because we don’t share the same experiences, but 
we should make sure to listen to LGBT+ scientists – I found the 
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A �nal
 golden rule

Always keep others’ privacy and confidentiality in mind. 



https://www.facebook.com/RoyalSocietyofChemistry
https://twitter.com/RoySocChem
https://www.instagram.com/roysocchem/
https://www.youtube.com/user/wwwRSCorg
https://www.linkedin.com/company/roysocchem/



