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The business case for board diversity is now well-established, but there is still a long way to go in making
this a reality. While conversations around board diversity have focused on gender, race/ethnicity, and
age, LGBTIQ+ (1) diversity has been largely left out of the conversation. The 2022 ELGP program will focus
specifically on equipping young LGBTIQ+ women to contribute to aged care and community boards. This
document sets out why this program is needed.  

LGBTIQ+ women constitute a significant proportion of Western Australia 

The Australian census does not currently collect data on LGBTIQ+ status, however the Australian Human
Rights Commission predicts up to 11% of Australians may be LGBTIQ+, (2) with other research suggesting
this may be as high as 20% for young people (3). 11% of WA’s population of 1.3 million women equates to
approximately 143,000 LGBITQ+ women in WA. There is limited evidence in Australia on the
representation of LGBTIQ+ women on Boards. However, US research found less than 0.3% of Fortune
500 board directors are openly LGBTIQ+ (4) and that LGBTIQ+ women are underrepresented in senior
leadership positions (5).  

LGBTIQ+ people continue to face discrimination and stigma 

Homosexuality was decriminalised in WA in 1989 and everywhere in Australia by 1997. Therefore, many
LGBTIQ+ people have lived experience of the criminalisation of their relationships. While things have
improved (including marriage equality in 2017), LGBTIQ+ people continue to face exclusion and
discrimination, including in workplaces and when accessing services. Proposed new laws (e.g. the
Religious Discrimination Bills) threaten to wind-back protections for LGBTIQ+ people (6).  Although many
LGBTIQ+ Australians live healthy and happy lives, they disproportionately experience poorer mental
health outcomes and suicidal behaviours. This is due to the impacts of stigma, prejudice, discrimination,
and abuse on the basis of being LGBTIQ+ (7).  

Why we need more LGBTIQ+

women on boards
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Many LGBTIQ+ women are not out at work and experience the ‘double
glass ceiling’ effect 

Research shows that “coming out” in the workplace increases confidence, job satisfaction, sense of
connection, and retention (8). Despite this, research from PWC (9) found that 35% of LGBTIQ+ women in
Australia (and 50% in WA, the highest of any state or territory) are not out at work. This is because of the
perceived risk that they will be judged, stereotyped (e.g. ‘manhater’, ‘aggressive’), excluded, and not
promoted. LGBTIQ+ women also face the ‘double glass ceiling’ effect of being both a woman and
LGBTIQ+, making it even more challenging to thrive in their working environment. LGBTIQ+ women are
12% less likely to be out at work then LGBTIQ+ men, face increased rates of sexual harassment and
discrimination, and one in five leave a workplace before the age of 26 due to a lack of inclusion. The
situation is not improving: AWEI found that less LGBTIQ+ women were out at work in 2021 compared to
previous years (10). 
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The experience of being a sexual or gender minority fosters social and emotional intelligence and
cognitive flexibility, i.e., LGBTIQ+ people can “read a room”;  
The experience of coping with identity-related discrimination and “confronting heteronormativity on a
daily basis” requires bravery and builds resilience;  
The process of coming out requires significant personal insight and reflection which improves
empathy and social activism; and 
Less pressure to conform to societally defined roles and narratives leads to greater authenticity
and creativity.   

LGBTIQ+ women bring an important perspective to Boards that improves
decision-making   

There is a significant body of evidence demonstrating that diversity among board members helps
increase the range of perspectives for decision-making (11). Boards that lack an LGBITQ+ lens may
overlook important risks and opportunities. LGBTIQ+ women bring unique strengths to Boards,
developed from their lived experiences. For example, research has found that (12):  

LGBTIQ+ people make up to 11% of the WA population and, due to the impacts of historical and ongoing
discrimination and exclusion, are overrepresented in many health and social services. Boards that are
reflective of their stakeholders are better equipped to provide inclusive and accessible services that meet
their needs. LGBTIQ+ women bring to the boardroom the lived experience of a community that are
important consumers for many not-for-profits (13).  
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Participants at an 
Unconvention

LGBTIQ+ women on Boards can provide role models and help build an
inclusive culture 

LGBTIQ+ women on Boards can provide visible role models for LGBTIQ+ employees and stakeholders
(particularly for other LGBTIQ+ women). Research shows that visible role models and inclusive leadership
are strongly correlated with LGBTIQ+ people being comfortable to “come out” at work (14). 
More LGBTIQ+ inclusive organisations are more productive and profitable, more innovative and have
more engaged and healthy employees. LGBTIQ+ inclusive organisations have outperformed the wider
market by 3% in share price growth over a six-year period and encouraging workers to “come out” could
result in 30% greater team productivity (15).  

There is a need for targeted leadership and governance training
for LGBITQ+ women to address their unique experiences in the
workplace, and build a sense of belonging 

There is a growing understanding of the need for LGBTIQ+ specific leadership training. For example, in
response to the lack of LGBTIQ+ representation on corporate boards in America, Out Leadership runs a
‘QUORUM program’, aimed to progress LGBTIQ+ diversity in corporate governance (16) Noting the
unique experiences and challenges faced by LGBTIQ+ women in the workplace and in broader society,
specific leadership and governance training is required to empower LGBTIQ+ women to overcome the
barriers associated with the dual effects of gender and sexuality. The ELGP LGBTIQ+ specific program will
provide an important safe space for LGBTIQ+ women to form lasting connections, seek inspiration and
courage from each other, and empower each other to be visible role models in their respective
organisations.  
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Emerging Leaders in Governance
Program Spring 2021 Graduating Cohort
promoting Women of Colour on Boards

Author: Emily Scott

Emily Scott (she/her) is current Board Director and former CEO of
Out for Australia, a national volunteer not-for-profit founded in
2013 to provide support and mentoring to aspiring LGBTIQ+
professionals. She has five years experience as a management
consultant with Nous Group, working in the health, ageing and
human services sector, and is currently completing her MBA at the
Australian Graduate School of Management (AGSM). She is
passionate about equity and inclusion and is delighted to be
assisting the Emerging Leaders in Governance Program to deliver
an inclusive and transformational experience for LGBTIQ+ women. 

Emerging Leaders in Governance Program Spring 2022

Emily Scott has provided immense guidance and support to the Engaging Young Leaders on Aged Care
and Community Boards program in shaping the Emerging Leaders in Governance program for the
upcoming cohort for LGBTIQ+ women in Spring 2022.   We thank her for sharing her knowledge and
experience and admire her leadership and advocacy for LGBTIQ+ inclusion and diversity. 
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For more information about the program or the application 

process, please email Program Facilitator, Alicia Curtis - 
alicia@alyceum.com.au or head to the 
www.youngleadersonboards.com.au
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