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1 Executive Summary 

1.1.1 The purpose of the research was to establish a preliminary baseline dataset 
of the lesbian, gay and bisexual (LGB) community, supported by primary and 
secondary research and qualitative narrative on the barriers to employment, 
skills and training for Londoners with an alternative sexual identity. This in turn 
will help the London Development Agency (LDA) understand how to support 
LGB Londoners while fulfilling their obligations in relation to promoting 
equality and in supporting all Londoners to make a full economic contribution 
to the Capital. 

1.1.2 This research is only a starting point. With a sample size of 447 completed 
surveys as well as interview and focus group data, it provides indicative 
findings that help to challenge stereotypes and assumptions often made about 
the LGB community (e.g. high levels of employment and disposable income).  
It also describes the link between policy, early educational barriers and 
access to the employment market in later life. The report provides some 
unexpected results relevant to London’s economic development and evidence 
to support the often cited anecdotal employment barriers for LGB individuals 
and some indicators as to where support is improving. 

1.1.3 The overarching tenor of the research findings (both qualitative and 
quantitative) is that, despite legislative and policy improvements, actual 
practice and ‘everyday’ experience of discrimination remains prevalent within 
both the workplace and training environments. 

1.1.4 Perhaps given the relatively recent introduction of legislative protection 
around sexual orientation with respect to employment and ‘Goods and 
Services’, it is unlikely that the impact of such protections will be seen for 
many years. Comparisons to other equalities legislation on race, gender and 
disability highlight the time discrepancies between law and social attitudes. 
However, without the drivers stimulated by public bodies such as the LDA, it 
could be argued that employers and service providers would regard equalities 
issues to an even lesser degree.  

1.1.5 In relation to current legal protections it appears from the findings that the 
impact these have on current employment practices, the improvements in 
skills and training for LGB individuals and the abilities for service providers to 
support LGB inclusion remain minimal. More directive action will be required 
by employers and service providers to redress the balance of equality of 
opportunity for LGB populations. 

1.1.6 Lessons can be drawn from the Black, Asian, minority ethnic (BAME)-LGB 
case study on how we can measure the economic contribution of LGB 
communities by: 

• Measuring the size and scope of the community through census data, as 
with all the other equality strands; 

• Mapping the size and number of LGB-led businesses in terms of turn-over 
and jobs created; 

• Mapping the sector distribution of LGB businesses. Historically, the LDA 
has funded business support projects that have an under-representation of 
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a specific equality group and with further research similar trends may be 
seen amongst LGB businesses. 

• Measuring the contribution of the LGB voluntary and community sector.  
 
1.2 Results 
1.2.1 The research has produced baseline figures on issues that have not, as yet, 

been documented or pulled together for public authorities around sexuality 
and employment, training and skills. This includes indicative demographics 
around employment status (disaggregated for gender, age and disability) 
which can be applied to activities targeting these classifications. Race could 
not be disaggregated due to the low levels of respondents (sexual identity and 
race), perhaps suggesting that those from BAME communities who are also 
LGB are both less likely to access LGB groups and services and/or less likely 
to be ‘out’ due to cultural or religious barriers. 

1.2.2 Baseline data on earnings help provide a comparison to the general average 
for Londoners, along with breakouts of types of employment (i.e. industry, job 
role and self employment) which could provide useful comparable information 
for targeted interventions or further research by the LDA. 

1.2.3 With respect to educational attainment (similar to other research findings), the 
LDA now has a baseline on skills levels for the LGB community. This should 
provide an opportunity for cross-tabulation between qualifications and 
employability within the general London population to help target relevant 
vocational training required for skills gaps in the London employment market. 

1.2.4 With regard to barriers to employment, the research provides clear evidence 
of the perceptions and realities of working in London for LGB individuals. 
Quantitative data is now available to support previous (mainly qualitative) 
research that indicates the disadvantages faced by LGB workers.   

1.3 Key Findings 
1.3.1 The key findings from the research can be broken out into three areas: those 

that were unexpected or that challenge previous assumptions, those that 
corroborate general anecdotal evidence about LGB populations and those 
that demonstrate areas where public bodies need do little in terms of 
intervention. 

Unemployment percentages for the LGB community are higher than the 
London average.  
1.3.2 9.1% unemployment for the LGB community as a whole (compared to the 

London average 7.3%) may not be statistically significantly in comparison to 
those for race which are much higher. However, equity with general averages 
does refute assumptions that LGB individuals have better employment 
prospects than their heterosexual counterparts. Additionally, there are 
indications that sub-populations among LGB people may have much higher 
unemployment rates, such as among ethnic minority LGB people. 

Health Factors. 
1.3.3 Health came out as one of the contributory factors to unemployment, which is 

not unlike the mainstream sector. Among survey respondents who were not 
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seeking work, 42.9% stated the reason was long term illness or disability.  
There is some evidence to such that these long term illnesses include mental 
illness brought on by a variety of facts such as homophobia and bullying. This 
is further compounded by institutional barriers within the medical and health 
care agencies and HIV and AIDS in our community. 

12.5% have more than one job. 
1.3.4 This figure is three times the national average estimate, and gives an 

indication of the employment gaps for LGB Londoners. This also refutes the 
stereotype of LGB individuals in well paid, higher level work. Of those 
respondents that state they have more than one job 23% work in the creative 
industries, which is characteristic of the mainstream sector. 

Absence from work for stress-related illness at 18.8%. 
1.3.5 Findings indicate that unsupportive working environments are resulting in 

much higher levels of absence from work than regional general population 
estimates. Impacts on employability (both personal confidence and future 
employers’ perceptions) are distinct barriers for LGB individuals. 

Self-employment for LGB males is much lower than average for London. 
1.3.6 Whilst average self-employment statistics are comparable, LGB male self 

employment in London (5%) is significantly lower than their heterosexual 
counterparts. This severely limits the ability of the LGB community to 
contribute to economic development of London. 

LGB-friendly environment is a factor – linked to City Growth Strategies. 
1.3.7 Nearly 10% cite LGB-friendly working environments as being a motivating 

factor for employment. Industry areas perceived as most supportive link 
directly to City Growth Strategies, providing an opportunity to increase LGB 
community involvement in London’s economic development. 

Income levels similar to average, although 11% are on low incomes. 
1.3.8 Average salary ranges (£20-40K) are equivalent to those for London, although 

this research puts aggregate amounts at the lower end of this scale. 11% of 
the LGB community earn less that £10K per annum – a significant number 
even though less than the national population percentage below the low 
income threshold. Both factors refute the assumptions that LGB individuals 
are ‘better off’. 

Gay and bisexual men earn less than there London heterosexual male 
counterparts. 
1.3.9 A disaggregation of annual earnings from this survey shows that gay and 

bisexual men in London earn significantly less than the London male average. 
Even though lesbian and bisexual women’s salaries are comparable to 
London averages, there still remains a large gender pay gap among the LGB 
population. 
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Public sector (including health and social care) and community-based 
employment dominate. 
1.3.10 Comparable to those industry areas of preference for unemployed LGB 

individuals, the majority of respondents in employment work within the public 
and community sectors (65%). 

Gender Pay Gap is Alive and Well 
1.3.11 0ur findings show that the average income is comparable to mainstream 

communities, but when looking at the gender split within the LGB community it 
clearly shows that the women earn less than men virtually across the board. 
There is a wealth of gender research on equal pay and this matches the 
trends within the London economy. 

Policy into practice – organisational culture change. 
1.3.12 The resounding perception of research participants was that despite the 

existence of internal policies, supportive practice was lacking – particularly 
around monitoring, diversity training and internal communications of policy to 
the workforce. This was particularly challenging for small and medium 
enterprises (SME’s). 

Educational disadvantage. 
1.3.13 Prior negative experiences within education systems (50% in school, 30% in 

higher education) correlate with workforce anxieties, isolation and inability to 
challenge workplace discrimination. For those with low educational 
attainments, and thus lower employability, bullying was identified as a 
contributing factor. The Skills for Life strategy would provide the opportunity 
for inter-agency intervention in this area.  

Homophobia in the workplace and confidence in being ‘out’. 
1.3.14 42% have personal experience of workplace harassment because of sexuality 

and 76% have witnessed such harassment of others. Despite this, 50% have 
never witnessed this challenged by employers. A barrier to change then 
becomes the inability to be ‘out’ in the workplace – 43% are reluctant to be so 
because of their workplace environment. 

Motivations for employment in London. 
1.3.15 70% of respondents relocated to London from elsewhere and of these over 

55% relocated for either economic opportunities or employment. Thus 
attracting LGB communities to the capital to support economic growth is not 
perceived as a barrier. 

Access to job centre or employment agency. 
1.3.16 Throughout the survey, most respondents (employed and unemployed) had 

no issues accessing support from employment agencies or training providers 
(90% and 50%, respectively). 90% of unemployed respondents expected to 
work in the future – thus indicating a positive motivation to contribute to 
London economically. 

Qualification levels and areas. 
1.3.17 Despite educational experiences, 61% were educated to degree level or 

above. The majority studied social sciences or arts and humanities. Barriers 

7 
 



to employment for LGB individuals cannot therefore be primarily linked to low 
skills or educational attainment.  

Employer internal policies and support mechanisms. 
1.3.18 Many employers comply with legal and policy requirements for LGB 

communities. 77% of respondents reported their employers had inclusive 
equal opportunities policies; 46% offered same sex partnership benefits; and 
40% supported LGBT employee groups. LDA programmes such as Diversity 
Works for London could emphasise the practical implementation and 
organisational culture change rather than legal or policy minimums. 

1.4 Recommendations 
1.4.1 The key recommendations are broken down to fit into the LDA’s equality 

vision which is to 

• Promote equality 
• Challenge and eradicate discrimination 
• Provide responsive and accessible services and 
• Ensure that the workforce reflects the diverse population of London 

Promote Equality. 
1.4.2 As with the other equality strands PR campaigns are often used to raise the 

profile of key issues. One of our main recommendations under this aim is for a 
publicity campaign to educate LGB Londoners as to their rights and to 
educate others as to the new regulations and expectations relating to LGB 
employment issues. Poster campaigns and marketing using positive images 
of LGB people could be aimed at employers across the private, public and 
voluntary sector in London. The LDA could build on existing best practice 
through Diversity Works, and other networks to target businesses and 
organisations. 

1.4.3 This research report has provided a baseline from which the LDA can begin to 
gather more information and create programmes that impact on the economic 
contribution of the LGB community. However, there is still someway to go in 
measuring the true population size of this group in the capital. One of our key 
recommendations is to develop a London-based census that includes sexual 
orientation.  

Challenge and eradicate discrimination 
1.4.4 Discrimination in the workplace is a major barrier for many LGB people and 

the finding illustrate the limited access point across London for support and 
advice. Our recommendation could include the establishment of a hotline or 
virtual hub for LGB workers around employment rights. Information held at the 
hub could include employment best practice, a guide for SME employers, and 
a directory of services and support available in London. Potential partnership 
could be developed with well known and accessible service providers such as 
LGBT switchboard who can help map the issues as well as provide crucial 
information about employer’s obligations to this equality group. 

Provide a responsive and accessible service 
1.4.5 The LDA support business growth and development through sector specific 

programmes such as the Cultural Industries Development Agency,  Hospitality 
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Programmes or Women into Construction. This research has captured 
information from a small sample which is not necessarily representative of the 
whole LGB community, but it shows that there are some business sectors with 
an under representation of LGB people for example: Construction and 
Building Trades, Education, Banking and Finance, Health and Youth Work. 
Programmes and PR could be developed targeting these sectors. 

1.4.6 The issue with many existing LDA programmes is that there is no information 
from funded organisations about the number of LGB people that access 
services. So there really is no way of measuring the impact LDA funded 
programmes are having on this equality group. One of our key 
recommendations is the collection of LGB monitoring data from all projects 
funded by the LDA. This could also be promoted to other public, private and 
voluntary sector organisations. 

Reflecting Diversity in the Workforce 
1.4.7 The LDA must be an exemplar employer and be seen as the leading 

equalities employer. For example the LDA are measured in terms of the 
percentage of top 5% earners that are women; the percentage of employees 
declaring that they meet the definition of disabled under the Disability 
Discrimination Act 1995 and the percentage of employees from minority 
ethnic communities. There could be similar targets for LGB employees. 
Recommendations include, monitoring sexual orientation at the recruitment 
stage, developing mandatory diversity training for all employees which 
includes sexual orientation, the creation of LGB mentoring programmes and 
encouraging LGB staff to be ‘out’ at work. 
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	2 Introduction
	2.1.1 The aim of this research project is to gain a better understanding of the barriers faced by lesbian, gay and bisexual (LGB) Londoners in terms of employment, skills and training.  The research will allow the London Development Agency (LDA) to establish an evidence base on which it can make decisions about how and where it should intervene and ultimately to develop new strategies for sustainable engagement with LGB communities in the capital.
	2.1.2 The objectives of the project are as follows:

	2.2 Context
	2.2.1 This report should be read within the particular context of London and the following sections help to clarify definitions and assumptions operating throughout the report and various statistics relating to London, the LGB community and associated economic indicators.
	2.2.2 The LDA is the mayor’s agency for business and jobs and is responsible for developing an Economic Development Strategy for London. The LDA’s vision for the capital is to “make London a sustainable and socially inclusive world city driven by healthy economic growth and equal opportunity”.  Equality of opportunity is a key driver for LDA interventions and, although London is one of the most prosperous cities in the world and is a world leader in terms of business and financial services, there are still “certain communities and equality groups that continue to face profound social and economic barriers”.   While there is a significant evidence base for race, gender and disability there is little evidence available to highlight barriers to employment and skills faced by LGB communities. This report will begin to highlight some of the barriers experienced by this unique group. 
	2.2.3 The LDA’s ethical and economic obligation to ensure that equality of opportunity permeates through its structures and projects is captured in its equality vision:
	2.2.4 The LDA’s work also incorporates four interconnecting themes: developing places and infrastructure, supporting people, encouraging business, and Destination London which promotes inward investment and promotes London as a tourist destination. Each of these themes impacts differently upon each of the equality strands. Under these broad themes the LDA strive to deliver equality of opportunity in employment and service delivery for all, irrespective of their age, race, gender, religion, sexual orientation and whether or not they have a disability. 

	2.3 Definitions
	2.3.1 Before undertaking the research on the barriers faced by LGB populations we must first clarify what we mean by these terms. A difficulty in defining LGB Londoners relates to the complexities associated with conceptualizing an individual’s sexual orientation.  Sexuality is multi-faceted and difficult to define.  McManus  states that there are
	2.3.2 …different conceptions of what constitutes sexual orientation – including attraction, identity, lifestyle, partnership and community … concepts and labels of self-identity vary not only by age, but by a whole range of other social and demographic factors including ethnicity, immigration, socio-economic status and sex.
	2.3.3 Taking into account the difficulties in defining one’s sexual orientation, an individual’s perception, identification and behaviour the definition used in this report emphasises self-perceived identity. For the purpose of this research, LGB individuals are defined as people who identify as lesbian, gay or bisexual. It does not include the transgender community as a specific group, although it would include anyone who is transgender and identifies as lesbian, gay or bisexual.  This definition, by its nature, includes people of all ages, ethnicities, gender, socio-economic status, religions, abilities and immigration status. It also includes people with partners, single people and people who have never had a same sex relationship. LGB Londoners are defined as LGB people who are living, working and/or studying in Greater London. Greater London is defined as the 32 boroughs and the City of London. 
	2.3.4 It is also important to note that much of the existing data on this community treats lesbian, gay, bisexual and transgender (LGBT) people as a distinct community. Without discussing the complexities of including gender identity in studies relating to sexual orientation (as this was outside our remit), it should be noted that throughout this report there are references to both LGB and LGBT.  The focus for the LDA research is on sexual orientation and therefore most of this report refers to ‘LGB’, however when we are referring to the wider community or other research that has been done, we refer to ‘LGBT’ as appropriate.
	2.3.5 The definition of unemployment is internationally agreed and recommended by the International Labour Organisation (ILO), an agency of the United Nations (UN). The Statistical Office of the European Union (Eurostat) and the Organisation for Economic Co-operation and Development (OECD) and other countries use this definition. 
	2.3.6 The Labour Force Survey (LFS) guidelines in the UK differentiate between the following three states of employment for all people aged 16 and over: in employment, unemployed or economically inactive. 
	2.3.7 In general, anybody who carries out at least one hour’s paid work in a week, or who is temporarily away from a job (e.g. on holiday) is in employment. Those who are out of work but do not meet the criteria of unemployment are economically inactive. 
	2.3.8 The term homophobia has been defined as irrational fear or disgust towards lesbians or gay men.  In this report, Homophobia is defined in this survey as the fear of, aversion to or discrimination against gay, lesbian or bisexual people or those perceived to be such.
	2.3.9 The definition of the term discrimination includes bias, favouritism, prejudice, unfairness, inequity, bigotry and intolerance. Thus in the context of this report, discrimination on account of sexual orientation may be defined as unfair or unequal treatment of an individual based on bias, prejudice, bigotry and intolerance towards their real or perceived sexual orientation.  
	2.3.10 From a legal standpoint and as defined in the Employment Equality (Sexual Orientation) Regulations 2003, sexual orientation discrimination may take two forms: direct discrimination and indirect discrimination. These terms are defined as follows:
	2.3.11 Direct discrimination in the context of employment occurs when a job applicant is treated less favourably because of their actual or perceived sexual orientation or because of their association with someone of a particular sexual orientation.  This is in relation to recruitment, terms of work, contracts, working conditions and the support received in accessing training opportunities.  The latter may occur because organisations or individuals within it do not provide or withhold information or refuse to extend support.  
	2.3.12 Indirect discrimination in the context of employment occurs when an organisation has selection criteria, policies, benefits, employment rules or any other practices which have the effect of disadvantaging people of a particular sexual orientation, unless the practice can be justified.  Indirect discrimination can also take the form of harassment and victimisation.  
	2.3.13 This legislation defines harassment as unwanted conduct that violates people’s dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment. The legislation provides protection to LGB workers throughout the entire employment relationship – from recruitment to dismissal. The ban on sexual orientation discrimination applies to terms and conditions, pay, promotions, transfers, training and dismissal.
	2.3.14 Homophobic bullying may occur at work places, in educational or training settings and is seen as a subset of discrimination.  It is a form of harassment faced by LGB people as well as transgender people.  Bullying is defined as a set of behaviours or practices that are repetitive and have a negative or harmful impact  and involves a ‘systematic abuse of power’  on the part of the perpetrator. Homophobic bullying occurs when an individual is subjected to repetitive, negative practices perpetrated because of prejudice or fear or disgust towards those who identify as or are perceived to be LGB persons.
	2.3.15 Homophobic bullying can be differentiated into direct and indirect forms of bullying.  Direct bullying includes both physical aggression and verbal abuse. Indirect bullying involves systematically excluding a person from joining in normal social groups, spreading rumours about an individual’s sexuality and instructing others not to play with someone. 
	2.3.16 Victimisation occurs when an individual is treated detrimentally because they have made a complaint or intend to make a complaint about direct discrimination or harassment or have given evidence or intend to give evidence relating to a complaint about direct discrimination or harassment. 

	2.4 Greater London
	2.4.1 London is one of the most diverse, multicultural, multilingual and multi-faith cities in the world and unique in the UK context. The distinctive demographics of London make its economy extremely dynamic, creative, culturally inspiring and commercially successful. London is a key player on the global economic stage with its only rivals being Tokyo and New York. 
	2.4.2 Projections of the Office for National Statistics (ONS), the LDA, the Greater London Authority (GLA) and Government Office for London (GOL), show that the identity of London’s population - and therefore its workforce – will continue to change. Factors such as global economy, demographics and social trends boost and improve the status of the city’s economy and people. 
	2.4.3 London’s rich diversity and the physical, economic, social and cultural advantages this diversity brings will increase. However, as we move into the future, additional questions are raised about the existing inequalities in the workforce, employment, educational and training opportunities. This inequality is illustrated by disparities in rates of employment and unemployment, direct and indirect discrimination at the workplace, types of jobs corresponding to diversity groups, income levels and support available. A brief look at the latest statistics on the six equality groups (race, age, disability, faith, gender, sexual orientation) is indicative.
	2.4.4 According to the ONS mid-year review 2005 London’s population stood at 7,517,700. The 2001 census gives us the break down by ethnicity: 71.15% White; 12.09% Indian, Pakistani, Bangladeshi or other Asian; 10.91% Black, including African, Caribbean and Black other; 3.15% mixed race; 1.12% Chinese; 1.58% other, including Filipino, Japanese and Vietnamese.  In addition, 52% of London’s population are female, yet fewer women are in employment and those who are employed tend to be confined to less senior and lower paid jobs.  Londoners who are disabled constitute 16% of the working age population.  Disabled workers earn considerably less than non-disabled workers, with a gross average hourly wage for disabled Londoners a fifth lower than for non-disabled Londoners.
	2.4.5 Moreover, latest statistics show that London’s population encompasses at least 14 faiths as well as atheists and agnostics. The majority religion in London is Christian however a significant minority state no religion and the largest minority religion is Muslim. Muslims aged 16-24 in London have lower qualification levels as a group compared with their peers in the general population. The 2001 Census indicated that Muslims have the lowest rates of employment and economic activity and the highest unemployment rate of all the faith groups. 
	2.4.6 London is often seen as a city of young people, but over 15% of London’s population, nearly 1.2 million people, are aged 60 or over. Almost a quarter of a million people in London are aged 80 or over. GLA projections indicate that London’s 60 and over population will increase by 9% between 2001 and 2021, compared with a rise of nearly 14% in the population as a whole. The profile of older London will change dramatically in the coming years, particularly with the increasing proportion of older people from BAME groups - from 12% to 23% by 2021. There are also other significant subpopulations of older people such as LGB and disabled people. See the Appendices for more details and comparisons between London’s population and the survey demographics. 

	2.5 The LGBT ‘Community’
	2.5.1 The LGBT population is representative of the broader London demographic, inclusive of the full range of diversity and hence is a microcosm of society. There is no substantial body of data on the exact number of LGBT people in the UK (or in London) as no national census has ever asked respondents to disclose their sexual orientation. Various surveys have produced a wide range of estimates, but again there is no definitive figure available. Government agencies often use the figure of 5-7% of the population, a conservative estimate which many organisations accept.   According to Phase 1 of the PIP project,  the number of LGBT people in London was thought to be somewhere between 6% and 10% of the total population, increased by disproportionate levels of migration. This equates to an urban population of between 450,000 and 750,000 people. The lower estimate of 6% is equivalent to a population larger than the City of Manchester (440,000 people were residents in 2007). At the higher estimate of 10%, it equates to the combined populations of Lambeth, Lewisham and Southwark.
	2.5.2 This report assumes that LGBT people are found in proportionate numbers across all communities in London.  We know this in part because there are LGBT voluntary and community organisations representing BAME, disabled, older, younger, immigrant, asylum-seeking and faith communities. Additionally, same sex civil partnerships are occurring (in varying numbers) across every London borough.
	2.5.3 LGB people can experience social exclusion due to a number of parameters ranging from ethnicity to age, yet initiatives to tackle social exclusion do not acknowledge or recognise the particular needs of LGB people, nor are preventative measures implemented to stop LGB people being socially excluded. This research report will provide a baseline for the LDA, making it possible in the future to measure the impact of new interventions or recommendations.

	2.6 Economic Indicators
	2.6.1 London has a resident labour pool of 3.8 million people, with one fifth of the 4.6 million jobs being filled by people living outside of London. Most jobs (90%) in London are in the service sector, including the areas of finance and business services, the public sector, tourism, hospitality and the creative and cultural industries. Among London’s working age population, 75% are economically active with the remaining quarter being unemployed and not seeking work or retired.  
	2.6.2 The ONS have used a new statistical model to measure unemployment from November 2006 which takes unemployment estimates from the Annual Population Survey (APS) together with claimant counts to determine estimates which are more precise. The findings show that the national unemployment figure was 5.2% in the 12 months ending June 2007 compared with London, which stood at 7.3%. Areas such as Tower Hamlets are at 14% compared to Richmond-Upon-Thames with 3.6%. Unemployment rates are particularly high for young people aged 16-24 (20%), disabled people (11%) and BAME people (12%). 
	2.6.3 When looking at equalities groups, not surprisingly, there are stark differences. In London the ethnic minority population is 35.3% and when we look at the employment rates for whites in the UK it stands at 75.8% compared to non-whites at 59.9%. London has a younger working age population than the rest of the UK. Almost half (45%) of working age Londoners are under the age of 35 while 19% are over 50. Over one third (37%) of London’s working age population were born outside of the UK and 22% are foreign nationals. Women have lower employment rates (63%) than men (75%) in London and disabled people have very low employment rates (45%). 
	2.6.4 The median total gross weekly earnings in London for full time workers is £541, which is higher than the national average. However, there is a gender imbalance, with men earning £579 and women earning £499.  This approximates to an annual salary of £28,122. The rate of self-employment in London (15.7%) is higher than elsewhere in the UK. 


	3  Methodology
	3.1.1 This research takes a snapshot view of the LGB population in relation to employment by using a number of indicators, including:
	3.2 Background Research
	3.2.1 Researchers conducted a literature review and other forms of knowledge gathering to look at current knowledge and understanding of issues related to the LGB community in London and barriers to employment, skills and training. The literature mainly focused on the strands of, firstly, economic studies focusing on the factors influencing employability, secondly, studies focusing on the socio-psychological aspects influencing the personal and educational achievement and development of young people and finally, studies focusing specifically on LGB people.  
	3.2.2 A discreet piece of work looked at lessons that could be learned from other equality groups, particularly BAME groups. A BAME-LGB case study was completed based on desk research and networking with key decision makers in London. The overall objective of this work was to draw lessons from the race equality strand and examine how, and if, these can be transferred to the sexual orientation equality strand particularly in relation to the issue of unemployment and training.

	3.3 Online Survey
	3.3.1 An online survey of LGB Londoners provided a major source of data for the project. The purpose of the survey was to get quantitative and qualitative data regarding the experiences of LGB Londoners in relation to employment, skills and training. A total of 447 surveys were completed between October 2007 and March 2008. The survey included open and closed questions and took an average of 14 minutes to complete. Survey respondents are from a range of ages, abilities, ethnicities, faiths and represent different genders and geographic areas and occupations. The survey was open to anyone who lives, works or studies in the Greater London area, is over 16 years old and identifies as other than heterosexual. Survey respondents were able to enter a prize draw as a small incentive for participating. A full demographic profile of online survey respondents is available in the Appendices.
	3.3.2 The survey was internet-based, done online using Question Pro and was available 24 hours a day for approximately six months. It used skip logic to guide respondents through the questions as appropriate. Most closed answers appeared in random order so as to minimise bias. Responses from open-ended questions may appear in the report as quotes from ‘survey respondents’.
	3.3.3 The survey questions were thoroughly tested before being finalised and a test survey was carried out at London’s Pride Festival on 30 June 2007. Two researchers did face to face surveys in the crowd at random and had 45 respondents complete the survey. This test was extremely useful in shaping the survey that was eventually used and in shaping other research instruments in the project. A full set of survey questions are included in the Appendices.
	3.3.4 The online survey was widely publicised through project partners, ‘warm’ email contacts, LGBT organisations and social groups, websites, LGBT employee networks, Gaydar Radio and advertisements in the Pink Paper and Diva as well as through word of mouth and more informal social networks. Outreach in relation to the survey was done in order to maximise exposure to the widest possible audience and to capture a diverse base of respondents. Specific groups were targeted in an attempt to offset any disproportionate representation but despite these efforts some groups are poorly represented in the survey.
	3.3.5 Findings from the survey appear throughout the report, mainly as charts and tables. On the charts ‘n’ appears as the total number of valid responses for that particular data set. Although 447 surveys were completed, not all questions were mandatory and respondents sometimes skipped questions. Additionally, data was not included where sample sizes were too small for reliable figures.

	3.4 Interviews
	3.4.1 The purpose of the interviews was to widen the perspective of the research and to triangulate the research. It allowed us to gain further insights from service providers and employers. The data from the interviews is predominantly qualitative. We conducted semi-structured, in-depth interviews with eight organisations which are service providers delivering a range of employment-related services to the LGB community. We also interviewed six employers across London to better understand their challenges and successes in relation to creating more inclusive workplaces for LGB Londoners. Most of the businesses interviewed were major employers in the capital representing the financial, ICT, food & beverage and public sectors. While most employers interviewed were large organisations, one was a small business employing less than 30 staff. Qualitative data from the interviews are discussed in the ‘findings’ section and quotes from interviewees are used in the report. One additional interview was conducted with an academic researcher who has done significant research in this area. The interview questioning route is included in the Appendices.

	3.5 Focus Groups
	3.5.1 Six focus groups were conducted with LGB Londoners both in and out of employment and with a wide range of qualifications, skills and training. There were four focus groups in each of the London sub-regions: north, south, east and west London. Additionally, there was a focus group with young LGB people and one with unemployed LGB people. A total of 30 people participated in the focus groups, resulting in qualitative data based on real experiences across London. Focus group participants were recruited from a variety of sources including the survey, websites, word of mouth and LGBT organisations. Participants were reimbursed for travel expenses to the focus group and given refreshments during the two-hour sessions. Quotes from focus group participants are used throughout the ‘findings’ section. The focus group questioning route is included in the Appendices.

	3.6 Confidentiality and Data Protection
	3.6.1 The data and information collected through the course of the project is subject to the provisions of the Data Protection Act 1998.  All respondents have been ensured anonymity unless permission has been granted otherwise. Research participants have received a full explanation of the research process, been given an opportunity to ask any questions related to the research and will receive a copy of the final report upon request.    

	3.7 Limitations of the Research
	3.7.1 Given the size of the survey and the population of London, the respondents were not fully representative of London’s diverse LGB community.  Respondents have higher qualifications than average Londoners and also do not represent the full range of ethnicities and cultures present in the capital. One demographic area that was particularly not well represented in the survey was from people in manual trades or less skilled jobs, which may give the impression that fewer LGB people work in those sectors. The lack of respondents in these sectors may be attributed to the nature of online surveys.
	3.7.2 Issues related to identity and visibility within LGB populations and particularly certain sub-sectors may play a role in relatively low response rates from LGB BAME people, women, transgender, older people and some religious minorities. Social exclusion most likely plays a role in making it harder to reach people who are ‘in the closet’, members of multiple minority groups or who are isolated in other ways. For example, it is not unusual for LGBT surveys to get low response rates from women, however in order to understand the reasons behind this phenomenon, further research would be needed. 
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	4 The Current Policy Environment 
	4.1.1 Any recommendations resulting from the LDA funded project and other research initiatives to tackle inequality in the workplace for LGB groups will need to be placed within the current and future policy environment. Without due consideration, recommendations may turn out to be cumbersome, out of context or even unfeasible. Drawing from the main arguments of this paper and the topics covered in the findings section, this part of the paper points out a number of policy and legislative developments that are crucial.
	4.2 The Greater London Authority Act 1999/ 2007 and the Human Rights Act 1998
	4.2.1 Section 33 of the Greater London Authority Act states that the Greater London Authority must make appropriate arrangements to secure that ‘due regard’ is paid to equality of opportunity with respect to both the exercise of its functions and in the formulation of the policies and proposals included in any of the strategies. This is a function that may be exercised on behalf of the Authority by the mayor. 
	4.2.2 The phrase ‘equality of opportunity’ may be defined as including the ceasing of discrimination as well as the taking of positive steps to eliminate discrimination.  The GLA has a duty to arrange that in the exercise of any of its main functions, ‘due regard’ is paid to the principle of equal opportunity. 
	4.2.3 Section 404 of the GLA Act 1999 states that in exercising their functions the GLA must have regard to the need:
	4.2.4 In addition, the Human Rights Act 1998 puts obligations on all public authorities (including the GLA) to respect the rights protected in the European Convention on Human Rights. The notion of positive duty that has been introduced through case law, and which is also included in the GLA Act itself, makes it obligatory for the GLA and the LDA to not only avoid violating LGB people’s human rights, but also to take proactive steps in protecting and respecting them. Specific recommendations that were made by this report are relevant in helping the GLA and LDA to better respond to their obligations. Under the GLA Act, Each year the GLA must produce a report which must contain an assessment of the arrangements made to promote equality of opportunity and this could be seen as an opportunity to report on progress made.

	4.3 Domestic and European legislation on employment equality – sexual orientation
	4.3.1 In 1997 European Union (EU) members passed the Treaty of Amsterdam, which specifically allowed EU institutions to combat sexual orientation discrimination. Article 13 of the new Treaty of Amsterdam states: “Without prejudice to the other provisions of this Treaty and with the limits of the powers conferred by it upon the Community, the Council, acting unanimously on a proposal from the Commission and after consulting the European Parliament, may take appropriate action to combat discrimination based on sex, racial or ethnic origin, religion or belief, disability or sexual orientation.” 
	4.3.2 Consequently, in 2000 a new directive was agreed requiring all EU member states to ban sexual orientation discrimination, as well as other forms of discrimination listed in Article 13, in employment by the end of 2003.  directives form part of secondary EU law while the Treaty of Amsterdam is primary EU law. This means that both have a higher position in the domestic legal order. Following the EU directive, the UK government conducted a series of public consultation exercises with all organisations and individuals working and interested in employment equality and presented its draft regulations to parliament who agreed to the regulations in June 2003. The outcome of this was the passing of the Employment Equality (Sexual Orientation) Regulations 2003.
	4.3.3 In particular, the regulations ban discrimination on the grounds of sexual orientation in employment and vocational training. They specifically ban direct and indirect discrimination, harassment and victimisation because of sexual orientation. For instance, treating people less favourably than others on grounds of sexual orientation constitutes direct discrimination.  All LGB workers as well as straight men and women throughout the entire employment relationship are protected – from recruitment to dismissal. The ban on sexual orientation discrimination applies to terms and conditions, pay, promotions, transfers, training and dismissal. It is worth noting that discrimination on the grounds of assumed sexual orientation is also banned and it is not important whether a person’s sexual orientation is assumed correctly or incorrectly. 
	4.3.4 This is an important piece of legislation that provides a sound basis for future action, but also a list of caveats that will need to be addressed. For example, the regulations allow discrimination where there is a genuine occupational requirement, which is a ‘genuine, determining and proportionate’ reason for requiring the employee to be of a particular sexual orientation. LGB individuals might also face discrimination by religious organisations. The regulations permit sexual orientation discrimination ‘for the purpose of an organised religion’ where the religion’s doctrine dictates or where required by ‘strongly held religious convictions of a significant number of the religion’s followers’. This links with the point made earlier on the impact of religion on employment and unemployment rates.

	4.4 The Equality Act 2006 and Subsequent Regulations 
	4.4.1 Despite the Government’s commitment to equality for all, the debates around the Equality Act white paper demonstrated the continued and current level of prejudice and intolerance of certain sections of society to the issue of sexual orientation equality. This resulted in the modification of legislation – the introduction of statutory powers to create later regulations rather that direct inclusion within the Act. In 2005/6, draft regulations were consulted upon with respect to the parameters of the regulations, and The Equality Act (Sexual Orientation) Regulations 2007 came into force in April 2007. 
	4.4.2 The Regulations provide for protection against discrimination on the grounds of sexual orientation (or perceived sexual orientation) in relation to goods, facilities and services and apply both to private businesses and public sector bodies. The regulations do not impose a positive duty on businesses or public bodies to pro-actively provide to LGB individuals – from the public sector perspective there is not public duty equivalent to race, gender or disability legislation. However, discrimination (either direct or indirect) in the provision of goods, facilities and services – either by the legal entity itself or by an employee (vicarious liability) – could result in legal challenge.
	4.4.3 This is particularly relevant to the LDA in two aspects. Firstly, in its role of promoting enterprise and economic development in London, ensuring that businesses and companies are aware of the regulations for potential LGB service users or customers falls directly within the remit of this function. Secondly, as a public body providing services, the LDA also needs to consider whether its activities do not directly or indirectly discriminate against LGB individuals.
	4.4.4 As new legislation, there is little case law precedent to guide private sector businesses or public bodies with respect to actions that might be considered discriminatory at present. However, it should be noted that potentially the burden of proof that activities were not discriminatory will fall on the defendant in such instances; and thus a lack of relevant LGB impact assessments or behaviour of staff, for example, could leave businesses and public bodies unable to defend their position due to the disinterest in eliminating discrimination on the grounds of sexual orientation.    

	4.5 The Equalities Review
	4.5.1 In February 2007, the Equalities Review was published providing evidence on a number of persistent inequalities both within the workplace and wider society – both leading to disadvantage . The review considered what discriminatory disadvantage might comprise of and concluded that: “There are factors over and above socio-economic drivers of inequality that affect particular groups to their disadvantage. Gender, age, ethnicity, disability, religion and belief, gender status and sexual orientation can also be specific triggers of discrimination and disadvantage” .
	4.5.2 In relation to workplace discrimination, the review identified the lack of best practice in terms of addressing inequality. It considered how transparency can eliminate indirect discrimination and highlight direct discriminatory practices of employees. This was particularly relevant to sexual orientation. “Information and transparency on equalities can be valuable: employers can improve their reputations with both customers and potential employees by being open about their performance. Some organisations do publish figures on the diversity of their workforce. The Cabinet Office regularly publishes statistics on the gender, ethnic origin, working pattern, disability status and age of civil servants across central government – but not on sexual orientation or religion and belief.”  
	4.5.3 The Review also pointed out that training in the workplace has an unequivocal impact on individual attitudes. It is recognised that parents shape their children’s views; if an employee is taught not to discriminate, discrimination will eventually be eradicated.
	4.5.4 The Review highlighted that research should be carried out to assess the business and economic costs of introducing a statutory positive duty on sexual orientation in the work place. Investigation was also needed to find employment (and social) solutions to possible conflicting freedoms that may emerge with different equality agendas, for example, religion and belief and sexual orientation. Research should also be conducted to examine the impact that sanctioned discrimination in the area of the provision of goods and services has an impact on service delivery to gay people, and its consequential impact on economic behaviour.
	4.5.5 From the perspective of the Equalities Review, an outcome of interventions, research and activities to support the reduction of inequality and disadvantage should be that “Prejudice in society on grounds of age, gender, race, religion and belief, disability, sexual orientation and gender identity will have demonstrably reduced.” However, in terms of ‘who’ should be taking the lead on societal change, the Review was unequivocal – “We will no longer place the burden of tackling this on those who have been discriminated against.”  Thus, public bodies such as the LDA should be taking positive action to redress ‘triggers of disadvantage’.
	4.5.6 The review also saw the link between various factors that create inequality in society – particularly in relation to LGB discrimination. This complexity requires that “action to improve one area will succeed only in conjunction with action in other areas. For example, the lack of data on sexual orientation is linked to people’s reluctance to answer such a question publicly. Poor response will continue to be a problem until discrimination against non-heterosexual people is significantly reduced.”  Only by considering the linkages that might fall outside the purview of certain agencies, and jointly working on solutions, could disadvantage for any particular equality group be tackled.

	4.6 The Equality Act 2006 and the Equality and Human Rights Commission
	4.6.1 With the passing of the Equality Act, a single body to champion equality and human rights was planned and additional equality strands were added including sexual orientation. The Equality and Human Rights Commission (EHCR) has now opened its doors taking over the mandates of the Commission for Racial Equality, Disability Rights Commission and Equal Opportunities Commission and assuming responsibility for more recent legislation on age, transgender, sexual orientation and religion and belief. Crucially, it will take the lead in promoting the development of a human rights culture in Britain. This is an important institutional development and recommendations resulting from this project should bear it in mind. The LDA should work closely with the regional office of the EHRC and through them with London’s voluntary and community sector. 
	4.6.2 Since the EHRC’s official launch in October 2007, the Commission has identified the need to build up expertise and knowledge on the ‘new’ equality strands of sexual orientation, religion and belief and age – in order to bring these equality identities up to the equivalent position of the legacy commission’s work. The commission’s new business plan highlights the enforcement of public duties and equality legislation implementation by public bodies, particularly in relation to newer equalities areas such as sexual orientation; and will undertake “at least fifty actions involving the strategic use of our legal powers including individual cases in the newer areas of our remit (age, religion or belief, and sexual orientation)” .

	4.7 The Discrimination Law Review, the Single Equality Act and the extension of the Positive Duty on Sexual Orientation
	4.7.1 The Discrimination Law Review was established to consider the current legal framework for equalities generally, given the piecemeal approach to protection from discrimination for differing equality groups. By bringing uniformity and simplicity to the anti-discrimination laws in this country and strengthening  existing measures to address persistent inequalities, the intention was to establish a Single Equalities Act that could provide parity with regard to legal protections and help establish where different approaches should be applied to particular groups to ensure non-discriminatory practices in the private and public spheres (including employment, training and access to goods, facilities and services). 
	4.7.2 The review was established in 2006, undertaking review and consultation on existing legislation and case law, producing a white paper and concluding in September 2007. One of the fundamental tenets of the white paper was to consider the extension of existing positive duties for gender, race and disability to include new strands such as sexual orientation.
	4.7.3 The extension of the positive duty to include the sexual orientation equality strand is now included in the forthcoming Queen’s Speech although we are still not aware of the duty’s exact content. If the government decides to extend it to all public services and quite possibly to goods and services provided by private organisation that would mean that the LDA will be obliged by law to take proactive measures to ensure that equality and freedom from discrimination is extended to LGB people in the workplace and in relation to goods, facilities and services. Put another way simply avoiding violating their right not to be discriminated against because of their sexual orientation will not be enough and proactive steps will need to be taken to respect and promote these safeguards at the workplace or other public environments and services whether that would mean monitoring, proactive policies at the corporate level, training or guidance.

	4.8 The Comprehensive Spending Review and Public Service Agreements
	4.8.1 In October 2007, the Government published its future spending plans, the Comprehensive Spending Review, for the three year period from 2008 to 2011. As part of this it also published details of the key improvements they expect to make over that period as a result of this spending, known as the Public Service Agreement (PSA) plans, which are an important indicator of the government’s priorities. 
	4.8.2 PSA 15 aims to address the disadvantage that individuals experience because of their gender, race, disability, age, sexual orientation, religion or belief . Those sections relevant to the LDA in relation to sexual orientation within the ‘Equalities PSA’ include: 
	4.8.3 Reducing the extent to which people feel they experience discrimination in employment due to gender, race, disability, age, sexual orientation, religion or belief.
	4.8.4 Reducing the likelihood that people feel that they have been treated unfairly at work, college or school and when using health services and public transport as a result of their gender, race, disability, age, sexual orientation, religion or belief.
	4.8.5 These areas specifically provide direction with respect to action around individuals experiential perceptions of discrimination in employment (both internally within the public body and externally); and in relation to other services through which the public body may be associated – such as education, work or training. 
	4.8.6 Other PSA’s may be linked (in terms of economic development) to PSA 15 and the LDA should consider (in light of the Equalities Review understanding) how it can combine variables to ensure that barriers to employment, skills and training can be addressed for LGB Londoners.   

	4.9 Equality Standard
	4.9.1 The Equality Standard for Local Government was introduced in 2001 as a tool for mainstreaming the principle of equality in service provision and employment and to combat discrimination associated with race, gender and disability. 
	4.9.2 Following the findings of the Macpherson report in 1999 (the Stephen Lawrence Inquiry), the need for a proactive and systemic approach towards anti-discrimination for public bodies was required to ensure that institutional discrimination did not influence the way in which organisations operated or provided services. The introduction of legislative ‘positive duties’ on public authorities followed, along with the integration of equality requirements into the CPA process.
	4.9.3 The Revised Equality Standard (2007) is inclusive of the newer equality strands of sexual orientation, religion and belief and age. The standard is a means for addressing patterns of institutional discrimination that are embedded in the culture of local administration and governance and applies the principles of fairness and equality in employment and service provision. It does not remove the legal obligations put upon a public body with respect to equalities legislation but provide a framework to assist in ensuring compliance.
	4.9.4 The equality standard covers four areas. These include leadership and corporate commitment, community engagement and accountability, service delivery and customer care and employment and training. 
	4.9.5 Dependent upon the LDA progress against the standard; addressing barriers to employment, skills and training should be linked to aspects of community engagement and service delivery with regard to LGB populations. Monitoring engagement and access to services is a key indicator of the standard’s framework.

	4.10 Availability of Data
	4.10.1 Data relating to LGB communities is currently non-existent as a variable for public sector analysis. The Equalities Review identified this as a key gap in challenging disadvantage for LGB individuals and put the onus of data capture on statutory bodies – “The Government and devolved administrations should also consider how best to collect data on sexual orientation and religion and belief .”
	4.10.2 The lack and poor quality of monitoring by public bodies meant that barriers were not and could not be addressed for certain groups, with specific reference to sexual orientation and gender identity  – “Poor data quality makes it extremely difficult to establish what needs to be done. The review’s experience of both analysing specific sectors and also reviewing the quantity, quality and availability of data more generally highlighted difficulties in compiling a complete picture of inequality in Britain”.
	4.10.3 A clear recommendation from the review stated that to tackle discrimination and the barriers to meaningful participation “Data collection must cover all equalities groups – gender, disability, ethnicity, religion and belief, transgender, sexual orientation, and age – as well as socio-economic status… And data must enable analysis of the interaction between different factors .”
	4.10.4 With respect to demographic data comparators for this research, little evidence is available from London public bodies or national agencies such as the Office for National Statistics (ONS) with regard to LGB Londoners. Data by sexual orientation are particularly poor . The Equalities Review investigated this further and reported that “There is no reliable source of data on this strand in Britain at the moment. This was acknowledged in the recent ONS consultation on the inclusion of a question about sexual orientation in the 2011 Census . However, it has been decided that the 2011 census will not include a question about sexual orientation. The Citizenship Survey is piloting questions on sexual orientation and it is expected that other surveys will soon incorporate civil partnerships as an option within questions about marital status. However, these will still cover only a small minority of lesbian, gay and bisexual people and will not tell us anything about transgender status.” This leaves the onus for data capture within the remit of individual public authorities at present.
	4.10.5 There is also a lack of sexual orientation research at the university level. As argued by Kauffmann, part of the problem is due to the way data is collected in national surveys undertaken by the government .  These surveys do not include information on sexual orientation.  There is no comprehensive or recent information about the wages earned by LGB Londoners and their counter parts that could confirm issues related to wage differentials.  In addition, there is a need to include information on sexual orientation in national surveys such as the census and Labour Force Survey to allow for a longitudinal analysis of the situation of LGB workers and for monitoring wage differentials over time.  

	4.11 Summary
	4.11.1 As can be inferred from the above discussion, the impact of equalities policies and legislation in terms of countering discrimination faced by LGB employees at work is still unclear.  Most LGB people would likely agree that we have made significant gains on the policy front in the last decade. The gains we have made have created a strong platform from which we can address and redress inequalities in employment and other areas of life. The difficult task ahead seems to be in making sure the policies are understood and implemented and in creating a strong evidence base from which to benchmark future progress.
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	5 Lessons Learned
	5.1 Introduction
	5.1.1 One of the aims of the research was to examine existing mechanisms used to measure the economic contribution of other minority groups and to make recommendations as to how these indicators can be extended to include LGB communities in London. This section focuses on lessons from race equality in order to examine if these can be transferred to the sexual orientation equality strand particularly in relation to the issue of unemployment and training. The multi-strand approach to inequalities has recently gained considerable momentum. With the establishment of a single equality body, the Equality and Human Rights Commission, and the introduction of a Single Equality Act the UK is moving towards a human rights vision of equality. This approach allows tackling inequalities faced by certain groups, such as LGB people, in a holistic way and addresses caveats in legislation such as protection from multiple forms of discrimination.
	5.1.2 While attempting to learn from this comparison, two caveats will need to be taken into account. First, there is scarce evidence on the LGB community, which has been characterised as ‘hard to reach’ and very mobile. Second, in the absence of concrete evidence, assumptions are easily made, while opportunities such as the Discrimination Law Review may be missed. For instance, the Equalities Review called for comprehensive data on the productivity of LGB communities so that a business case is built for the extension of the positive duty to sexual orientation. Moreover, unpublished evidence from the Discrimination Law Review suggests that no concrete data has been submitted that would support positive measures to combat harassment in the workplace on the grounds of sexual orientation. 

	5.2 The ‘Business Case’ for Equality
	5.2.1 It is easy to assume that employers should pursue equality in the workplace and training opportunities. However, this is not always the case for a number of reasons. Employers are an extension of the community to which they belong. Undoubtedly, Britain has taken some important steps towards equality for LGBT communities. However, there is still a long way to go. In a 2007 quantitative survey on British attitudes towards LGBT people it was illustrated that while a significant majority of Britons do not appear prejudiced against LGBT people, millions have witnessed the damage done by the few who are. For instance, more than a third of adults say they have witnessed homophobic bullying in schools and one in six has witnessed anti-gay bullying in the workplace. 
	5.2.2 Promoting and safeguarding equality in the workplace may also seem to employers an unprofitable activity, a waste of time or a ticking box exercise. It demands collection of sensitive data and staff time for monitoring and evaluation and resources. Therefore for any measures to be taken by employers to bring equality for LGB groups, it is important to illustrate to them their value not only for the community but also for the business itself.
	5.2.3 For example, according to the LDA, diversity gives businesses the opportunity to grow and move into new markets, sourcing a wide range of customers. It can also help create an inclusive working environment, motivating existing employees and improving productivity.  According to Stonewall, gay staff who are ‘out’ to their colleagues and supported by their employer are 20-30% more productive than those who are not ‘out’.  
	5.2.4 In addition, diversity in the workplace gives employers the opportunity to find better suppliers and new investors, and gain a competitive advantage by providing consistently better services to existing customers. A comprehensive Equal Opportunities Policy that is applied consistently throughout the organisation can help businesses find and retain skilled and versatile employees and help increase creativity and innovation. For instance, according to the LDA, businesses with a diverse workforce are more strongly placed to attract and retain quality staff, while well-led diverse teams can outperform homogenous teams by as much as 15%. 
	5.2.5 Diversity also gives the opportunity to increase penetration of overseas markets in a globalised economy and win larger public and private sector contracts as they are increasingly being awarded on the basis of non-financial criteria such as diversity and inclusiveness. There is evidence to suggest that the different perspectives and experiences of a diverse team can enable businesses to be more competitive in serving the needs of their customers and expand into new markets and activities.
	5.2.6 As indicated by the Equalities Review carried out under Trevor Phillips, chair of the new EHCR, inequality is one of the key barriers to progress and prosperity. Despite a strong public value of fairness and equality, prejudice persists. This has serious negative consequences for the treatment of women, people of different ages, BAME people, disabled people, people with particular religious beliefs, transgender people, and LGB people. This prejudice forms a backdrop for the other three key problems that are holding progress back: 

	5.3 Measuring the Economic Contribution of Equality Groups: a BAME – LGBT case study 
	5.3.1 The economic contribution of a community can be defined as the way in which businesses and households contribute to the economic wealth of a country or a region. In other words it is the value of products and services generated by businesses and individuals that contributes towards Gross Domestic Product. Measuring the contribution of certain equality groups to the economy of a specific geographical area – such as London – is not a straightforward task. This is particularly true for the LGB community which is under-researched and not always visible. It is only recently that sexual orientation was accepted as legitimate on the equality agenda.
	5.3.2 In the absence of comprehensive data that would help understand the economic contribution of LGB groups, lessons need to be drawn from other equality groups where data have a longer and more visible history. An examination of existing mechanisms and indicators used by other equalities groups include the economic contribution of:
	5.3.3 The equality group-owned businesses;
	5.3.4 Number and size of equality owned businesses;
	5.3.5 Turnover of business;
	5.3.6 Sector distribution;
	5.3.7 Productivity and profitability;
	5.3.8 Investment, sales and purchasing;
	5.3.9 Capacity building and infrastructure;
	5.3.10 The equality group and labour market participation;
	5.3.11 Employment and unemployment levels;
	5.3.12 Household income;
	5.3.13 The equality group and self-employment and
	5.3.14 The equality group and education, skills and training.
	5.3.15 These indicators are used to measure the economic contribution that we will focus on in this report. For example, the unemployment levels of BAME communities in London compared with the finding for the unemployment levels of LGB communities established through the primary research. This will support recommendations made on how indicators can be extended to LGB communities in London.

	5.4 Equality Group-owned Businesses
	5.4.1 Firstly, to avoid confusion it is important to define certain key words to describe ethnic minority communities.  We use the term BAME to refer to all groups who are discriminated against on the grounds of their race, culture, colour, nationality or religious practice. Definitions used in this section of the report are taken from the LDA’s Redefining BME Businesses as being the most meaningful for analysing minority ethnic-owned businesses. A Black-owned business is defined as ‘a business in which a majority of the owners are Black’.

	5.5 Indicator 1: Numbers and sizes of equality-owned businesses
	5.5.1 GLA research in 2004 indicated that in the private sector 10,000 businesses in London are Black-owned. This corresponds to 4% of all London businesses. Data from the 2004 London Annual Business Survey (LABS) reveals that there were almost 39,000 Asian-owned businesses in London in 2004. This was about 14% of all London businesses covered by the survey. Bearing in mind the difficulty in accessing LGB sample groups, a feasibility study needs to be carried out to find out the percentage of LGB businesses within the various sectors.
	5.5.2 For instance, Black-owned businesses provide around 70,000 jobs to the London economy while they tend to be small (61% have 1-4 employees, compared to 49% for White-owned businesses and 48% for all London businesses).  Small businesses tend to be extremely successful hence in certain industries the predominant business model is for a small to medium size firm. Asian-owned firms provide around 300,000 jobs to the London economy. Most Asian businesses are relatively small – 56% of businesses have one to four employees. An examination of the size and scope of the LGB business sector, for example the number of jobs LGB businesses provide will indicate the impact these businesses have on the economy.

	5.6 Indicator 2: Turnover of businesses
	5.6.1 The latest London Business Survey estimated that the turnover of Black-owned firms in London is around £4.5 billion. They tend to concentrate in the lower size band of up to £50,000 compared to all businesses. The total turnover of Asian-owned firms in London was around £60 billion in 2003/4. This means that Asian-owned businesses make up a similar share of all businesses as the Asian share of London’s population. Asian-owned businesses comprise 14% of all businesses, while 15% of London’s working-age population is Asian. The distribution of businesses over turnover bands is similar for Asian-owned firms and all businesses. Around 60% of business sites have turnover of less than £500,000 a year both for Asian-owned businesses and London businesses.
	5.6.2 Asian-owned businesses tend to be slightly more likely to be in the smaller size bands and slightly less likely to have turnovers of above £1 million a year. These differences are comparatively small however, and may not be statistically reliable. It is unclear what the turnover of LGB-owned businesses is or how to measure it.

	5.7 Indicator 3: Sector distribution
	5.7.1 Another important indicator of economic contribution is the sector distribution of a particular equality group. For instance, most Black-owned businesses are in business services (Fig. 1).
	5.7.2 The biggest sector for Asian-owned businesses in London is the wholesale and retail sector (35%). Business services is the second biggest sector (27%). Taken together these sectors account for approximately 63% of all Asian-owned businesses in London. The main difference between the sectoral distribution of Asian-owned businesses and businesses in general is their relative over-representation in the wholesale and retail sector and the relative under-representation in business services.
	5.7.3 Having a large presence in one sector may mean that Asian-owned businesses are particularly affected by certain trends. Likewise the under-representation of Asian-owned businesses in the business services sector may have implications for the ability of Asian-owned businesses to take advantage of future growth in this sector. Business services is one of the highest-productivity and fastest-growing sectors in the London economy.  It would be interesting to know the sectoral distribution of LGB businesses both in terms of services (e.g. wholesale, retail), but also in terms of private versus voluntary. In terms of voluntary and community sector LGB organisations, what are the areas they mainly cover and what is their contribution as employers and as non-profit businesses?

	5.8 Indicator 4: Productivity and profitability
	5.8.1 Indicators of a specific group’s productivity are also important. For instance, looking only at Black-owned businesses, productivity (measured in terms of turnover per employee) is lower on average (Fig.2). According to GLA research, average productivity characterises all businesses owned by BAME groups.  The possible causes for this discrepancy indicate the areas where additional efforts need to be made, particularly by regional decision makers (e.g. additional support, advice and research). For instance, BAME-owned businesses tend to be underrepresented in the highest productivity sectors such as financial and business services.
	5.8.2 On the other hand, Black-owned businesses appear to have weathered the recent slowdown in the economy better than average. In fact, more Black-owned businesses report continued growing turnover and profit than the average for all businesses. Similarly, during the same period 42% of Asian-owned businesses experienced a rise in turnover and profitability. In terms of profitability over the 12 months preceding the survey, around 75% of Asian-owned businesses reported that they had increased or stayed the same, compared with only around 25% who reported a decrease. This was broadly in line with the reported performance of all businesses. When transferring these findings to the LGB community we notice that no research has been undertaken in Britain into sexual orientation and productivity of individuals. A piece of research might enable policy makers to demonstrate that equal treatment in the workplace leads to an improvement in productivity. This is a recommendation recorded in the Equalities Review published in February 2007. 

	5.9 Indicator 5: Investment, sales and purchasing
	5.9.1 An equally important indicator is the amount invested and the percentage of sales and purchases. For instance, it has been found previously that BAME businesses tend to be small. Therefore the amount they invest is indicative of their growth rate, competitiveness, increasing returns to scale and market dominance. For example, access to finance is often mentioned as one of the key challenges for BAME firms and groups. According to the LDA report Redefining BME Businesses and the 2001 Ram and Smallbone Ethnic Minority Enterprise, access to finance is a serious problem particularly for African and Caribbean businesses. This affects investment in organisation infrastructure, capital equipment and staff training.
	5.9.2 To understand this gap for BAME communities, the GLA 2004 survey on the contribution of black businesses asked about the top reasons for problems accessing external finance. Figure 3 presents these findings.
	5.9.3 Equally important is the examination of the customer base of BAME business activity. For instance, several studies have suggested that BAME businesses find it difficult to win contracts from big businesses and government. To mention one example, the 2001 Annual Report of the Ethnic Minority Business Forum indicated that procurement from the government was one of the major challenges facing BAME business. Therefore, the biggest part of their sales derives directly from consumers. The identification of the barriers faced by LGB businesses and groups while accessing finance and business support would help devise strategies to address inequalities in this area.

	5.10 Indicator 6: Capacity building and infrastructure
	5.10.1 The infrastructure of a business is indicative of its ability to deliver and also of the types of gaps faced. For instance, BAME businesses are more likely than average to be ‘lo-tech’. This could offer an explanation of the low productivity levels of BAME businesses as discussed above. The main reason for this gap is attributed to BAME employees being less likely than average to use computers on a daily basis (Asian employees are least likely). On the other hand, BAME businesses are more likely to have introduced new products or services. In addition, they are more likely to have derived significant benefit and increased revenues from their innovations.
	5.10.2 Equally important is good management, business support and advice. For instance, the British Bankers Association 2002 report Ethnic Minority Business in the UK: Access to Finance and Business, indicated that African and Caribbean businesses experience communication problems with banks. In terms of management, research suggests that the role of the chief executive in BAME businesses tends to be more directly controlling than the average but this is often because there is no senior management team. Finally, managers in Black-owned businesses are less likely than average to have received their management experience on-the-job within the same organisation. 
	5.10.3 A clear idea in terms of the infrastructure needs of LGB businesses is needed. Scarce evidence that has been made available will need to be explored further. For example, an in-depth study of LGBT voluntary and community organisations in London and their capacity and infrastructure needs was completed and could be replicated with businesses.  Future research will need to build upon this project’s findings and learn from the methodological and research caveats it faced. For example, additional research could be carried out on LGB businesses outside the voluntary and community sector such as social enterprises and the private sector.
	5.10.4 It is beyond the scope of this report to do a detailed mapping of the LGB business sector however if further research was done into this sector and it was found that 6% of London businesses are owned by LGB people, this could equate to:-
	5.10.5 A potential turnover of up to £25 billion pounds for London’s LGB businesses;
	5.10.6 15, 000 businesses would be LGB owned and
	5.10.7 105, 000 jobs provided by the LGB sector

	5.11 Indicator 7: Employment and unemployment levels
	5.11.1 Perhaps one of the most significant indicators of a particular group’s economic contribution is the number of people in unemployment and the types of jobs occupied by those who are in employment. The number of people in employment is also an indicator of a group’s welfare. There are various reasons for this. First, unemployed people report lower levels of general well-being which in turn leads to mental and physical health problems.  Second, being out of employment is one of the major causes of poverty. According to Blanden and Gibbons, families with an unemployed parent have a significantly increased chance of falling below the poverty line.  Third, unemployed people whose situation does not change over a short period have less chances of subsequently finding a job due to the attrition of human capital or because employers screen out those with past unemployment spells.  Finally, crime and antisocial behaviour, lack of confidence in society and the justice system, isolation and disengagement with the community are all factors that have been associated with high levels of unemployment.
	5.11.2 Past experience of measuring unemployment within BAME groups has indicated three variables that play a significant role: religion, education and the general level of deprivation in the individual’s neighbourhood. The effects of religion, education and multiple deprivation on employment rates of BAME groups have always been considered important variables, but for the first time the census included questions that confirmed this assumption. 
	5.11.3 For instance, the entry for White British Christians in the 2001 Census suggests that compared with someone with no religion, the average White British Christian has a probability of employment that is higher. The results also suggest that Muslim men are less likely to be employed than those with no religion. These lessons should be transferred to the LGB community by examining the variable of religion as a sub-indicator. It might be expected that the impact of religion and faith would be higher within the LGB group which can be excluded or not acknowledged by some churches and faith organisations. For example, the Employment Equality (Sexual Orientation) Regulations 2003 permit sexual orientation discrimination ‘for the purpose of an organised religion’ where the religion’s doctrine dictates or where required by ‘strongly held religious convictions of a significant number of the religion’s followers’.
	5.11.4 The same should apply for the variable of education. Education has a positive, increasing and significant impact on employment for all ethnic groups, with the largest impact for higher qualifications. It is worth noticing that the effects were generally higher for ethnic minorities than for the White British group. It would be interesting to compare the impact of education within the LGB group and then with mainstream population. However, a caveat that needs to be pointed out and concerns statistical information on LGB communities is the disparity of these data and the difficulties in collecting them.
	5.11.5 Despite these difficulties, however, some studies have been carried out and hence future surveys and policies will need to build upon them. For example, the Equalities Review, published in February 2007, gave evidence that due to homophobic bullying in schools, LGBT groups are likely to quit their education early. They therefore have lower educational skills and as a result the loss in productivity is estimated at £80 billion a year.
	5.11.6 The Equalities Review also noted:
	5.11.7 It is also worth noticing the significance of multiple deprivation for unemployment rates. For those BAME communities living in more deprived areas there are fewer employment opportunities. What is even more interesting is the ethnic diversity of this effect. While the White group also suffers lower employment rates in highly deprived areas, the marginal effects are generally larger for BAME groups. Given the disproportionate representation of BAME groups in relatively deprived, urban areas, the impact of the local area on employment, if not addressed by policy measures, has the potential to widen ethnic differences in labour market outcomes. This is something that could be transferred for the LGB community as it would be important to investigate the variable between groups living in very deprived areas and less deprived areas and also compared with the mainstream population. If policies are to encourage equality and wider inclusion in the labour market they should do so considering the impact of unemployment and deprivation for all equality groups including LGB.
	5.11.8 It is often perceived, and perpetuated through the media, that all LGB people come from affluent, White, middle-class backgrounds. Evidence suggests however, that LGB people come from all socioeconomic backgrounds, with no particular difference amongst the LGB population. LGB people can therefore experience social exclusion, yet initiatives to tackle social exclusion do not acknowledge or recognise the particular needs of LGB people, nor are preventative measures implemented to stop LGB people being socially excluded. 

	5.12 Indicator 8: Household income
	5.12.1 The salary levels and types of jobs that members of equality groups tend to have is also an important indicator for its economic contribution. These variables, in a way, indicate the success of those who are already in employment as opposed to those who are striving to get into employment and the unemployed (analysed above). For instance, BAME groups are more likely to be overeducated than the White group in the UK.  Additionally, by only looking at employment rates, one can never get a comprehensive indication of the welfare of a particular group. For example, if those groups are in jobs for which they are overeducated. It is important to note, however, that ‘over-education’ and the latest technological changes have had an overall impact in employment leading to more overqualified people in low paid, low skilled jobs. However, it is important to compare rates between equality groups and mainstream populations and the LGB community should be no exception.
	5.12.2 With regard to the BAME community, one of the most comprehensive studies on the occupational attainment by BAME groups in the UK suggested that first-generation Black, Indian and Pakistani migrants faced significant ethnic penalties in terms of access to professional and managerial jobs. Heat and Yu used data from the General Household Survey and Labour Force Survey to illustrate factors such as lack of UK-attained educational qualifications and language skills affected first-generation BAME groups. Again, while subsequent generations have invested heavily in increasing their skills, direct labour market discrimination still exists. Heath and McMahon’s study also concluded that the occupational attainment of BAME groups is very similar across generations.  
	5.12.3 Figures 4 and 5 are taken from the 1991 and 2001 Samples of Anonymised Records (SARs), and indicate the changes in social class distribution between different BAME groups and also between them and their White British counterparts. This variable is particularly important for the LGB community as accurate data could help dispel the myth of the ‘pink pound’ which is a term describing the purchasing power of the LGBT community in the UK. Purchasing power is the amount of value of goods or services compared to the amount paid.
	5.12.4 As indicated by the Equalities Review and the 2007 Stonewall study, there is a prevailing stereotype that gay people are White, middle-class, male and have high disposable incomes due to the fact that they do not have dependents. This myth is perpetuated by market researchers who conduct surveys with a narrow range of respondents, and by the LGB community themselves. The gay press, for example, recognises that it is beneficial to present the community as affluent and status-oriented as such conclusions encourage companies to target the ‘pink pound’ and place adverts.  The latest Labour Force Survey indicates differences in earning for men and women by ethnic group. These can be significant but there is no evidence base to suggest that this could also be the case for LGB groups.

	5.13 Equality Groups and Self-employment 
	5.13.1 An important form of economic activity is self-employment. The increase or decrease of self-employment rates as well as the impact of tax charges, insurance and entrepreneurship are important indicators of a group’s economic contribution. Self-employment also matters for a group’s welfare as working for oneself may be a positive choice to exploit particular talents or motivations and may be rewarding in terms of life and job satisfaction. Self-employment can also help balance the difficulties faced by certain groups in becoming employees, such as discrimination. 
	5.13.2 On the other hand, long working hours to run a marginal business should not appear as the only alternative to a labour market in which discrimination limits  the opportunities available to a certain group whether BAME, LGB or otherwise. For instance, it is interesting to look at the reasons and rates of Asian self-employment. According to Clark and Drinkwater, within BAME communities paid labour market discrimination leads to higher self-employment.  Finally, some aspects of BAME culture may enhance entrepreneurial ambitions.
	5.13.3 It is important to consider this indicator for the LGB community particularly since over the last few years overall self-employment rates have increased considerably in the UK. For example, according to the ONS Labour Market Survey, in the year to September 2003 the number of self-employed people in the UK had increased by 8.9% while the number of employees remained unchanged. Previous research on self-employment and its impact for BAME communities has led to a number of conclusions that could also be relevant for the LGB community:

	5.14 Equality Groups, Training and Skills 
	5.14.1 The London Skills Commission is a partnership that involves agencies in planning, delivery and support of employment, training and labour market policy. London’s competitiveness is a major priority for the LDA and they aim to ensure that London’s diverse residents who are seeking employment are able to compete effectively for employment opportunities.  
	5.14.2 Skills audits undertaken for BAME communities show a number of barriers to training and skills, which include:
	5.14.3 Poor educational attainments;
	5.14.4 Language barriers;
	5.14.5 Access to affordable training;
	5.14.6 Care responsibilities and
	5.14.7 Cultural and religious barriers.
	5.14.8 Skills for individuals are often a passport to the labour market and effective mapping of LGB skills is important to see the parallels between the two equality groups. 

	5.15 Summary
	5.15.1 When examining other equalities groups an assessment of economic contribution begins to paint a picture about levels of participation. Indicators which are generally used by other equality groups to measure participation and economic contribution include the business sector, labour market participation (e.g. employment and unemployment levels and household income). Other contributory factors include education and achievement, training and skills development, poverty and deprivation. 
	5.15.2 The primary research that follows will focus on labour market participation as a useful measure of economic contribution. As stated earlier, it is beyond the scope of this report to do detailed research and analysis of the economic contribution of the business sector which is potentially an important piece of research for policy and decision makers.
	5.15.3 


	6 Main Findings
	6.1 Introduction
	6.1.1 The results of the research conducted for the project over the last year show a snapshot of the employment situation for LGB Londoners and have uncovered key variables which exist related to employment for this community. The sections below detail the general findings from the research and are followed by a section on each of the variables: education, community engagement, networking, health, visibility, government policy and knowledge of rights within the LGB community. Where relevant, background research is discussed at the beginning of some sections in order to set the context and history of the topic. Some of the data simply provide a baseline from which to compare progress while other pieces of information make comparisons to London statistics.
	6.1.2 The primary research data gives a snapshot of the current LGB community in Greater London. While not fully representative of the wide diversity of cultures and identities present in London, the demographic data from the online survey (Appendix A) still shows the heterogeneity of the LGB community and includes people from many different faiths, abilities, ethnicities, ages, nationalities and gender identities. See the methodology section, footnotes and notes for a more detailed explanation of the data, charts and tables.
	6.1.3 An interesting trend in the data indicates that 69.6% of respondents to the online survey relocated to London as adults (from the age of 17), perhaps due to a combination of the economic and social opportunities available. This is true both for people from around the UK and for people from around the world. Among online respondents, 3.8% hold a visa or work permit, 4.9% describe themselves as ‘economic migrants’ and 28.9% have permanent residency status. When asked about motivating factors related to their move to London, respondents rated the LGBT community quite high (Fig.6). A small but significant number of respondents from both the online survey and the focus groups spoke about running away from home to London because their families did not accept their sexual identity. This situation leaves young people quite vulnerable in terms of housing, education and employment prospects. London is clearly considered an LGB hub both for people from around the world and within the UK. The region acts as a draw for LGB people who bring with them their talents, skills and potential to contribute to the city’s prosperity.
	6.1.4 In terms of current accommodation, online respondents were almost equally split between owning their own home (46.6%) and renting (41.7%), although 10.2% stay with friends, family or partners rather than renting. Of online survey respondents, 29.6% currently live with their partners and half have lived with a same sex partner at some time. 

	6.2 Employment Status
	6.2.1 Of the entire survey sample, 84.8% are employed, which includes self-employment, part time work, full-time work and temporary jobs. The unemployed respondents were split into the two groups of unemployed and seeking work (8.5%) and unemployed but not seeking work (4.7%), which would include people who are not able to work because of health reasons, people caring for loved ones and students who are not otherwise employed. Retired respondents made up 2.0% of the sample. Figures 7-9 show the demographic breakout by gender, age and disability with employment status. Data on ethnicity and religion was simply too scant to produce reliable charts and is discussed in the following sections. It should also be noted that the survey has somewhat lower numbers of female and transgender participation. 

	6.3 Unemployment
	6.3.1 A number of studies have examined the factors influencing the ‘employability’ of an individual.   Employability is defined as the factors influencing an individual’s opportunities to enter the labour market.  These include education, family structure, skill level, disability status, age, demand for labour and bias among employers toward a particular social group due to their religion or ethnicity. These studies do not explore the manner in which sexual orientation influence the employment opportunities of an individual.  
	6.3.2 Measures of unemployment and low wage employment are key indicators as to the extent and nature of barriers faced by LGB Londoners in entering London’s labour market, however there is limited information on these aspects. There is a large body of evidence about the factors influencing an individual’s employability in the UK generally. These provide insights into the factors shaping the labour market in the UK and the experiences of minorities in terms of their job search in the UK.  Findings suggest that discrimination is one of the factors influencing employability and that individuals are discriminated against on the grounds of their social identity.  Drawing on these findings, it is suggested that discrimination on the grounds of sexual orientation is one of the major barriers faced by LGB Londoners in securing employment.  Further research is needed to confirm the extent of and nature of barriers faced by LGB Londoners in finding employment.  The need for more studies about work issues affecting LGB people in the UK with particular reference to London has been identified by other scholars as an area for further research. 
	6.3.3 The unemployment rate is 9.1% overall for respondents (Table 1).  This compares to the 2006 UK’s overall unemployment rate of 5.5% and the London-wide rate of 7.1%.  There are wide variations in the unemployment rates for various sub-groups of the population. While further research on LGB unemployment is clearly needed, there is some evidence from the survey that LGB people are experiencing overall higher rates of unemployment in London. Of particular concern are people re-entering the job market after ill-health, LGB ethnic and religious minority groups, transgender and disabled LGB people.
	6.3.4 Among unemployed respondents, most (92.1%) have been looking for a job for less than two years while some have been looking for paid work for more than five years. When asked about the type of work unemployed people would like to be in, the most frequent response was either the creative industries or caring professions such as social work. Most (67.6%) had been on a taught course in the previous year designed to help develop skills that might be useful in a job. 
	6.3.5 Just over one third (38.4%) of respondents have experienced a period of unemployment for more than six months since completing full-time education or training. Less than one fifth of respondents (16.4%) had left a job in the previous three months. Most (93.2%) have been in paid employment in the past and the top reason for leaving their previous job was health reasons (Fig. 10). Most (89.8%) expect to work in the future. 
	6.3.6 Among all unemployed respondents, 55.9% had claimed state benefits or tax credits (including state pension, allowances, child benefit or national insurance credits) in the previous week. Of those respondents who were unemployed and not seeking work, the main reasons cited were either studying or a long-term illness or disability.  
	6.3.7 Evidence in relation to the occupational choices of LGB people suggests discrimination as a factor influencing LGB workers’ pattern of entry into the labour market.  Almost one quarter (23.0%) of survey respondents edited their CVs to be less visibly gay or lesbian and 25.7% have ‘come out’ in a job interview. LGB job seekers received most of their support in terms of information from voluntary-sector organisations, friends and professional unions. 
	6.3.8 A small but significant minority of respondents feel unable to access employment resources (Fig. 11) and some (5.8%) have experienced harassment or discrimination based on sexual orientation from an employment advisor or job counsellor. This figure appears to be due in part to the fact that most people do not ‘come out’ to job counsellors or advisors. Focus group participant’s experiences with job centres have been predominantly negative.  They felt that the information provided was dated and not comprehensive and there was a lack of timely help.  Participants noted that the processes involved and the culture at job centres undermine their confidence. Job centres were perceived as more of a hindrance than a help and also catering for mainly manual or lower-skilled jobs.
	6.3.9 Unemployed respondents have done a variety of activities to find work as shown in Table 2.
	6.3.10 When asked which aspects of their identity have the greatest influence (for better or for worse) on employment prospects, educational qualifications and age were at the top of the list (Fig. 12). However, 54.2% of BAME respondents cited ethnicity as a major factor and 45.7% of female respondents cited gender as a major factor compared to 20.2% male respondents and 50% of ‘other’ respondents. When asked specifically about the barriers to employment, respondents most frequently cite low confidence levels and minority status or membership in a number of minority groups. Ethnicity, age, sexual orientation, gender, nationality and health were all perceived to be barriers for respondents.
	6.3.11 A very common experience among unemployed LGB people appears to be the experience of homophobia at work. It manifests in different ways, in terms of the everyday work culture and undermining of one’s contribution.  The commonality in these was the masking of homophobia at work places and the difficult and awkward work circumstances for LGB people.  As a result they were sometimes forced to leave their jobs. 
	6.3.12 Among unemployed focus group participants, the biggest barriers to gaining employment that were cited were low self-confidence, age, homophobia, lack of experience or qualifications and health issues. These issues which impact on employability can be supported by LDA interventions. Interventions could include targeted job brokerage services, sector specific skills training to address the issues of low self-confidence and appropriate qualifications and improving chances of employment.
	6.3.13 Barriers faced by participants in finding work include the intersection of variables such as age, health and sexual orientation. LGB people in some sectors, for example the media, have to consider the impacts of being ‘out’ in their jobs. Additionally, certain practices adopted by employers in recruitment such as occupational health assessments affect the opportunities of employability, particularly in the health sector. This was expressed as a particular problem by transgender people. Decisions to be ‘out’ to employers at the time of data collection varied.  That said, in most cases, LGB job-seekers consider the diversity policies of an organisation and the work culture in their employment decisions. 
	6.3.14 Evidence in relation to the factors influencing occupational choices among members of an identity group and those of LGB Londoners is limited and fragmented.  A key relevant finding in these studies is that individuals are discriminated against in the labour market on the grounds of social identity.   Pang argues that perceived discrimination is as detrimental in its effects as real discrimination. Even the belief that discriminatory practices exist in a particular sector or company is sufficient to deter potential employees from seeking work in them. In her study on the job choices among Chinese young people, job-seekers were dissuaded from seeking employment outside the Chinese catering industry, due to their fear of discrimination in other economic sectors in the UK. Palmer (1993) suggests that around a quarter of LGB employees avoid certain types of jobs, because of concerns of discrimination and the hetero-normative culture dominant in them.  
	6.3.15 Qualitative data from focus groups and interviews suggests that LGB people feel particularly excluded from the following sectors:
	6.3.16 Alternatively, qualitative data suggests that LGB people feel that the following sectors are more friendly and welcoming to LGB workers:
	6.3.17 The above data, while based on qualitative primary research, should not be taken to mean that there are no problems for LGB workers in the ‘friendly’ sectors or that there are not any examples of good practice in the previous section. This information is highlighting general trends and perceptions of the LGB community and there will obviously be many exceptions to the above list. With that said, the information could be utilised by the LDA to offer more targeted forms of support to LGB communities. The LDA’s City Growth Strategies are working with businesses to create a healthy injection of funds for sectors such as health and social care, tourism, print and publishing and fashion and jewellery. There is an opportunity for the LDA to monitor how well-targeted its programmes are to LGB communities, especially in sectors cited as those that are particularly welcoming to LGB people. A key question highlighted from the data asks what lessons can be learned from these sectors which can be duplicated in others so that all sectors within the London economy go some way to reducing exclusion and discrimination.

	6.4 Employment
	6.4.1 The Trades Union Congress (TUC) estimates that one in ten working people are LGB   and this number is likely to be even higher in London. If the number of workers in London is close to five million, then there are an estimated half a million LGB workers in the capital.
	6.4.2 Information is available about the key economic sectors in London.   These show that London’s workforce is employed in a diverse range of economic sectors. Almost 50% of London’s workforce is employed in the following sectors:  financial, creative industries, retail trade and transport and logistics.  Higher education, social work, manufacturing, construction, voluntary and charity services and tourism-related industries are the other major employment providers in the city. In addition, the public sector is one of the largest employers in the UK and particularly in London. The findings from this research will help create a picture of which sectors have a higher representation of LGB workers. Two of the LDA’s interconnecting themes- Supporting People and Encouraging Business- have several actions which can influence the levels of participation from LGB communities. For example, barriers between work and education can prevent young people entering the job market. The data below gives some insight into LGB workers by sector. This information can be useful to the LDA, particularly in light of its themes to encourage business by ‘creating a vibrant creative sector’, or ‘strengthening the international reputation of London as a leading fashion city’. 
	6.4.3 One aspect of employment opportunities relates to the choices that individuals have in securing work in different sectors of the economy. This is important because low wage employment can have almost as large an adverse effect as unemployment on future prospects of finding better jobs or increasing earning power  . Stewart argues that low-wage jobs act as the main conduit for repeat unemployment and considerably increase the prospects of being unemployed. 
	6.4.4 Previous evidence based on qualitative studies reviewed for this report provides insight into the type of work performed by LGB workers. These suggest some concentration of LGB workers in the public sector, particularly health and social services, criminal justice institutions and the housing departments and voluntary sector.  There is no information in relation to the nature of work performed by LGB people in the private sector or their entrenchment in different types of private sector jobs. In particular, estimates of LGB persons in the financial, creative industries, trade and construction and their quality of work is not available. Except for anecdotal evidence in various Stonewall monitoring reports, there is very little comprehensive information on the situation of LGB employees in the private sector. 

	6.5 Factors related to career path and job choice
	6.5.1 LGB workers find jobs in all the usual ways that one would expect (Table 3), with 11.7% getting a job via someone they knew who worked there. The majority were motivated by either money or location but 9.5% stated seeking a more LGB-friendly environment as a motivating factor. Among all respondents, 35.3% are members of trade unions or staff associations.
	6.5.2 Evidence exists in both the US and the UK of wage differentials between LGB and heterosexual workers and the fact that it is an effect of discrimination faced by LGB workers.  Blandford,  based on his analysis of data between 1989-96, argues that gay and bisexual men experienced an income disadvantage relative to their heterosexual peers, while lesbian and bisexual women enjoy a wage premium. A consistent pattern in the findings of these studies shows that gay men earn less than their heterosexual counterparts.  Evidence in relation to the earnings of lesbians vis-à-vis their heterosexual counterparts showed a mixed pattern.  Clain, S. H. and K. Leppel,  observed variations in wage differentials across different regions and between different educational and occupational groups among men.  Among women, differences were observed between those with children and those without and between various age groups.  
	6.5.3 Badgett argues that evidence of “higher than expected earnings for lesbians means not that discrimination does not occur but to see clearer evidence of it we must take into account the larger body of research on lesbian work related choices…”.   The career choices made by lesbians are influenced by a number of factors, including the need to provide for themselves and their children without any expectation of help from a male earner. This may influence decisions to pursue advanced education, enter higher-paying non-traditional jobs and working long hours to strive for mobility within their sector.   Badgett highlights the need for more research on the circumstances of lesbians to understand the potential discrimination they face in the labour market.  Furthermore, the 2001/2002 Gay & Lesbian Census also surveyed LGB people on earnings across the UK and found that average weekly earnings were £491 compared to £457 for the UK as a whole as of April 2007. 
	6.5.4 The above-mentioned studies provide an international perspective on the situation of LGB people at work and some of the potential issues related to wage differentials. However, many of these studies are taken from very small samples and it is clear that further research, particularly in a London context, is needed.
	6.5.5 Earnings of survey respondents vary, with 56% earning between £20-40,000 per year, before taxes (Fig. 13). This compares to the average employed Londoner’s earnings of £39,418 per year.  However, if we compare the findings from Figure 14 with the London average annual earnings of £50,183 for men and £26,978 for women, we see some interesting results.  This disputes previous research and suggests that lesbians are earning on a par with their heterosexual counterparts, but supports the findings that gay and bisexual men earn less than their heterosexual counterparts, at least in London. This is certainly an area that warrants further study. If we look only at employed survey respondents by gender, women earn less than men virtually across the board (Fig. 14), which confirms that the gender pay gap is alive and well within the LGB community. 
	6.5.6  
	6.5.7 Of all the working age respondents in the survey, 10.3% are self-employed. This compares to the most recent London-wide average of 10.8%.  Among only those who are employed, 12.2% are currently self-employed. This compares to the London-wide average of 16.0%.  Almost a third (28.8%) of respondents have been self-employed at some time. Differences begin to emerge when examining gender more closely. Female respondents appear to have comparable rates of self-employment to London averages while gay and bisexual men have significantly lower rates. The London-wide self-employment rate for working age males is 15.2% and for working age females is 6.1%, as compared to the figures in Table 4. 
	6.5.8 Earning differences exist between those who are employed and those who are self-employed. Variations appear at both the lower and higher end of the earnings scale (Fig. 15), perhaps signalling the potential for self-employed workers to ‘out earn’ their employed counterparts after lower earning ‘start-up’ years.
	6.5.9 Potentially there are interventions which could be put in place to boost the opportunities for LGB people and could include promoting the LDA’s business support projects to LGB communities interested in self-employment as an option. Examples could include supporting LGB specific events which raise the profile of mainstream programmes and employment support projects for starting a business. 
	6.5.10 Drawing on Pang and Palmer’s findings reported earlier it may be hypothesised that perceptions about the bias and prejudice towards sexual orientation among various employers can act as a barrier for LGB people to seek jobs in key economic sectors in London. In order to conclude about this, there is a need for further research on the aspects of (i) employer’s perception and attitudes towards sexual orientation issues and (ii) LGB Londoners perception and experience in securing work in different economic sectors.
	6.5.11 Among all employed respondents, 67.2% are in permanent posts, 8.7% are on long-term contracts, 7.9% are on short-term contracts, 5.6% are doing temporary or seasonal work, 12.5% have more than one job and 29.1% are looking for a new job to replace their main job. Of those who are looking for a new job, most state reasons related to better pay and location, however, 8.3% stated the reason being a homophobic work environment. Additionally, 4.6% stated the reason being that they are not able to be ‘out’ at work.
	6.5.12 For employed respondents, 66.6% work in the public or voluntary sector, with almost half working in the public sector alone (Fig. 16). This is consistent with the fact that the public sector is a major employer in London. The public and voluntary sectors are traditionally considered equal opportunity employers and therefore may attract a disproportionate number of LGB workers. This is also an opportunity for the LDA to support and encourage the extension of indicators to measure the contribution of LGB communities. For example, monitoring participation levels of LGB communities in LDA funded programmes. 
	6.5.13 Occupation and industry preferences for respondents are shown in Tables 5-6. This is generally comparable to the dominant London service sectors and the growth of creative and finance sub-sectors. 
	6.5.14 A common finding in the studies reviewed is that LGB employees are concerned about the manner in which equality policies are implemented in their organisation.   LGB employees in some organisations feel that preventing homophobia is not a priority for their employers. Although their employers may have a policy, it was an ‘add-on’ rather than being an integral part of a cohesive programme of work to prevent discrimination.   Respondents voiced strong concerns about the fact that LGB people are forced to carry the burden of ‘blowing the whistle’ before management takes action.  This research is consistent with the findings of our quantitative and qualitative data.
	6.5.15 Employed survey respondents rated their workplaces and supervisors in terms of tolerance levels and attitudes about sexual orientation. While most felt that they worked in generally open and welcoming environments, 14.6% rated their workplace as intolerant and homophobic and 11.6% rated their immediate supervisor as intolerant and homophobic. Among all respondents, 14.5% said that they actually left a job due to homophobia.
	6.5.16 Subtle behaviours can be problematic when they overlap into the social and personal realm, as this is often where discomforts arise in the workplace. LGB people often feel silenced in social situations related to work. Part of the problem is with a hetero-normative organisational culture where everyone is assumed to be heterosexual. The invisibility of sexual orientation becomes a hindrance and levels of ‘outness’ can make a difference to levels of homophobia, solidarity among the LGB workforce and the degree to which people feel that they fit in. When asked about levels of socialising with co-workers, 36.8% of respondents said that they never or rarely socialised with co-workers (Fig. 17). These situations present particular challenges for LGB workers and employers alike.
	6.5.17 When asked about anxiety levels related to homophobia in the workplace, half of the respondents stated some levels of worry or anxiety in the previous twelve months (Fig. 18). These findings are worrying and signal the need for these issues to be addressed by managers and employers.
	6.5.18 Almost half (44.7%) of all respondents spoke of experiencing social barriers in relation to employment, for example a general feeling of ‘not fitting in’. Of respondents who had specifically not received a promotion, lost their job or did not get a job in the first place, 44.6% felt that this was due in full or in part because of their sexual orientation. Although these experiences are more about perceptions among LGB workers, this is clearly a part of the problems and barriers which need to be resolved in the workplace. Additionally, these findings may indicate mobility and advancement disadvantages for LGB workers.
	6.5.19 Qualitative data shows that LGB people have been subjected to various forms of homophobia in their work places. These include: 
	6.5.20 Additionally, the following unwelcomed behaviour was experienced by LGB respondents in the workplace:
	6.5.21 Qualitative data shows a tension for LGB workers between just wanting to get the job done and being able to be ones’ self and comfortable at the workplace where so much time is spent. Respondents also felt that management is often not responsive to the concerns of LGB workers. Support from the management is minimal and often challenging homophobia depended on individual actions or initiatives from LGB people themselves.
	6.5.22 LGB workers challenged homophobic behaviour on their own in the workplace on many occasions.  Support from the management for LGB people who are victimised at work varies, as does the prevalence and levels of homophobia in organisations. For example, in the context of a public sector organisation, lower- level management were not aware of LGB issues and were not interested in implementing equalities policies as compared to those in higher level management.  Support from higher-level management was critical in resolving homophobic bullying for one respondent. Some experienced humiliating comments and stereotypical caricaturing of LGB people.  LGB people often challenged such behaviour at work places and it was felt that homophobic incidents are perpetuated by a minority. In countering bullying, some have received support from their line managers; peers have rallied around; and in one instance the line manager disciplined those that perpetuated homophobic bullying. In this context, being ‘out’ was vital for the safety of LGB people at work places. Resorting to legal redress was seen as time consuming and stressful. 
	6.5.23 Qualitative data from the care/health sector shows the importance of support from peers even if there is no wider support.  Employees who bullied LGB people were challenged and disciplined on some occasions by co-workers. In contrast, the experience of LGB people in the education sector was that although there was an equalities policy, the management did not know how to support LGB employees victimised by homophobia. 
	6.5.24 LGB employees experience of countering homophobic bullying and harassment through internal grievance procedures seem to be less effective in different work settings.   Employers were predominantly indifferent to the issues raised by LGB employees.  Managers ignored, or contributed towards homophobic comments and incidents.   In addition, LGB employees face the risk of being victimized for voicing their concerns. Those that reported homophobic incidents were perceived as problem creators rather than as victims.   Denvir et.al found that employees who brought complaints were either demoted or forced to resign.  They also faced problems in finding new jobs due to difficulties in obtaining references from previous employers.
	6.5.25 Evidence in relation to the proclivity of LGB employees to seek legal redress on the grounds of sexual orientation discrimination is mixed.  A study by Colgan et.al indicates that two-thirds of respondents were willing to take a grievance forward.   Findings in other studies suggest that few employees have opted for legal recourse.   Casebourne et.al suggest that only 3% of those experiencing problems reported it to the employment tribunal or took legal recourse.   Although evidence indicates that bullying is faced by LGB employees across ethnic and gender divides, most cases were brought by white men.   There appears to be a gap between the intention to take a grievance among LGB employees and those resorting to legal redress. Reasons for this are not clear. Whether people take recourse to other laws or simply do not take action against bullying remains a mystery.  
	6.5.26 A number of reasons are suggested for the limited number of cases brought to tribunal to date under the sexual orientation regulations.  Firstly, victims may take action under different laws and secondly, some groups do not have access to lawyers or are able to bear the costs associated with legal disputes.   However, it is not clear from the Savage et.al study as to who faces constraints in bringing cases on the grounds of sexual orientation discrimination and why.  Thirdly, Aston et.al found a relatively high risk of taking the case to tribunal in terms of exacerbating any existing effects of discrimination.   Those who brought complaints tended to leave the organisation   and it is argued that often the reason for pursuing legal action was a need for external validation of their victimisation rather than the financial cost per se.   However, taking a case to an employment tribunal can be equally cumbersome and stressful.  As a result, many victims settled their cases before reaching a final hearing. Given the uneven evidence on this aspect, it would be useful to explore further the extent to which LGB employees opt for legal recourse in London and why.
	6.5.27 Much of the qualitative data gathered supports the evidence stated above and many respondents spoke of leaving organisations rather than taking an official grievance forward.

	6.6 Employer Actions
	6.6.1 Figure 19 shows the various types of policies and support that employers have put in place and also the number of LGB workers who do not know what types of benefits their employer provides. These findings can provide the LDA with opportunities to influence participation levels. If almost a quarter of respondents are not sure what benefits their employers provide specifically for LGB workers, and there is a high proportion of LGB communities working in the public and voluntary sectors then the LDA can provide toolkits to these employers.
	6.6.2 Qualitative data shows the following key actions that employers could take in order to help LGB people feel more welcome in the workplace:

	6.7 Employer perspectives and good practice
	6.7.1 Evidence suggests that most employers do not collect data on sexual orientation.   Aspinall and Mitton argue that there is a need to develop strategies for collecting information related to sexual orientation at work through national surveys.   Cowan and Stonewall suggest that employers may face constraints in implementing equalities policies in their organisations.   According to their study, although many employers are willing to monitor sexual orientation, they expressed the need for support to do so. Many public sector employers such as the Civil Service find it difficult to implement the equality regulations around sexual orientation due to the lack of reliable baseline data or statistics about the LGB population.   
	6.7.2 The invisibility of LGB employees is suggested as a barrier faced by employers in collecting information on sexual orientation at workplaces.   Case et.al argue that it is possible to collect information about sexual orientation through large national level surveys if the concerned organisation can demonstrate its ability to protect the confidentiality of the data.   Furthermore, as pointed out by Stonewall, success with monitoring sexual orientation issues is related to an evidence of change in the workplace.  
	6.7.3 Semi-structured interviews took place with a number of employers across London. Feedback from the interviews allowed for a glimpse into the current practices of employers, challenges being faced in relation to sexual orientation and examples of best practice. While the number of interviews was small, it allowed for employers to provide examples of good practice and current issues. Much of the qualitative data from these interviews supports recent case studies on this topic.  
	6.7.4 Qualitative data from the interviews suggests there are very different issues between large employers and smaller and medium-sized businesses in London. Any potential responses to these issues should therefore have options that are appropriate for the size and scope of the business. Issues arising from employer interviews identified monitoring, internal communication, training and organisational change as the key areas in relation to sexual orientation equality in the workplace.
	6.7.5 In terms of monitoring the sexual orientation of employees, four out of six of the employers we spoke to have instituted voluntary monitoring for workers and job applicants. One large employer who has been monitoring since 2006 has a participation rate of 66% of the current workforce. It is thought that there is widespread under-reporting regarding sexual orientation and many employers are uncomfortable with the idea of mandatory reporting requirements. Perhaps the biggest block to monitoring sexual orientation by employers is a lack of expertise in how to design a monitoring system, how to use the data and how to ensure privacy at the same time. Additionally, the resource burden on SMEs is potentially a barrier for monitoring to be fully embraced by this sub-sector. If employers use external agencies for recruitment, there is an added problem in ensuring that the agency is using similar monitoring standards and techniques. Getting an accurate picture of diversity from monitoring requires trust on the part of both the employee and the employer, yet this is far from the reality in many work environments.
	6.7.6 Another critical tool for employers in ensuring equality is through training of staff and management. Again a key issue is whether or not the training is mandatory and what the training would include. Most employers balk at the idea of mandatory training and in larger organisations it is likely to be computer-based rather than in person. Many employers who do provide ‘diversity training’ lump together all equalities strands, which may mean that sexual orientation gets a cursory amount of attention. SMEs may not have the resources to provide adequate training even if they had the will to offer it. While all staff would surely benefit from high quality diversity training that included or focused on sexual orientation, it is the managers and supervisors who especiall need these tools and resources. The mid and lower-level managers are perhaps the most effective means of communicating and enforcing policies and practices related to equalities.
	6.7.7 Perhaps one current indicator of the levels of sexual orientation equality is the number of LGB senior executives in London who are comfortable disclosing their sexual orientation. While we do not have hard data on this subject, many of those we interviewed indicated anecdotally that there were many people in their organisations who are not willing to be ‘out’.  
	6.7.8 Employers who were interviewed gave numerous examples of good practice in relation to LGB workplace equality. These included the following:
	6.7.9 From our conversations with employers in London, a number of issues have been highlighted. Businesses, especially larger organisations, are clearly beginning to understand the business case for diversity, including sexual orientation. Cultural, legislative and economic drivers for change are starting to have an impact on businesses in relation to sexual orientation and will likely help to create organisational change for many years to come. Larger organisations must now focus on the tasks of communication and the implementation of policies as well as the issues outlined above, while SMEs still have a long way to go in terms of the development of policies and practices. Programmes like Stonewall’s Diversity Champions are excellent vehicles for publicity, especially for large employers, but the focus must now shift to implementing policies and enabling SMEs to create more inclusive environments.
	6.7.10 Findings in the reviewed studies provide an understanding about the factors influencing the implementation of equalities policies and the benefits that may accrue to organisations if implemented. Evidence in these findings also suggests that few organisations have implemented equalities policies, in part due to the absence of enforcement mechanisms. Proper monitoring of sexual orientation would allow for appropriate allocation of resources and service provision to the LGB community and provide accurate data for policy formation and equalities information. There is a gap in information in terms of mapping the implementation of these policies in the context of London and the related reasons.  
	6.7.11 Tackling equality issues in the workplace, especially around sexual orientation, is clearly a complex task and one that will not be resolved overnight. Large businesses must not only make the commitment but also be willing to enforce policies. Companies must clearly communicate a message of inclusion and acceptable behaviour to all workers. Of course, organisational change is difficult and we are still in the early stages of creating real equality in terms of sexual orientation. It may take some time yet for employers to embed the systems, policies and practices into their organisations. 

	6.8 Key variables
	6.8.1 In doing the background and field research for the project, researchers became aware of a number of recurring themes related to the key variables for LGB people in regard to employment. Themes surfaced in the focus groups and interviews that were reinforcedThe following areas detail each of these themes in turn.  

	6.9 Education 
	6.9.1 This section looks at the variable of education in relation to employment and includes research and experiences related to school, college, university, further education and training experiences outside of employment.
	6.9.2 Education for LGB people can be a double-edged sword in that it may serve to equip people with the necessary knowledge and skills for a future career but it may also sometimes be a place of terror and abuse. Many LGB students feel obliged to hide their sexual orientation for fear of bullying. This represents an enormous amount of energy that is required from LGB students in addition to all the usual demands of education or training. For this reason, some LGB young people are not well prepared for jobs and may leave school early or run away from home in order to find a safer environment. This scenario has potentially disastrous consequences for future employment. A study on barriers to employment among youth by Equality North East show that long-term unemployed people face constraints in terms of securing information and meeting the costs of training for skills development. 
	6.9.3 Among survey respondents 25.1% are currently studying towards a qualification. The current breakdown of qualifications gained to date can be seen in Figure 20, while Table 7 shows the subject areas studied related to the qualifications. Almost a quarter (23.5%) of all respondents are considering going back into education in the next year. The number of survey respondents with a degree or higher level qualification is much higher (61.88%) than the London-wide number of 28% . This is possibly due to the nature of bias in online surveys, however further research would be advised on this topic.
	Further analysis by cross-tabulation of the subject areas studied with current occupations indicates a high correlation between subject areas and occupations. This perhaps indicates that LGB students are studying the ‘right’ subjects, in other words in areas where jobs are available. 
	6.9.5 The qualitative data and the experiences of the respondents highlight some of the facts that limit the participation levels of the LGB community in adult education, skills development and training. As with other equalities groups, there appears to be a need to raise the profile of available support to encourage greater levels of participation, particularly in skills development programmes including adult training in areas where there are employment opportunities or skills mismatches. Over the last four years the LDA has invested over £4 million in the City Fringe area, which includes Camden, Islington, Tower Hamlets and Hackney. Two of these areas have visible LGB communities (i.e. Islington and Hackney) and it is crucial if the LDA are to reach LGB groups that the profile is raised through community specific events such as Pride for LGBT communities, Outburst for BAME LGBT or support for second tier LGBT organisations to aid socially excluded LGB communities to access mainstream provision. There could also be scope for the LDA to deliver LGB specific programmes. Other equalities groups such as faith groups have had a range of targeted provision, for example job skills programmes delivered from the London Muslim Centre. 
	6.9.6 Participants had varying experiences in relation to further education, including exposure to homophobic comments in places of further education and awkward and difficult socialisation with peers due to assumptions about sexual orientation. Additionally, Table 8 shows the top sources of information on adult learning by LGB respondents. 
	6.9.7 Qualitative data shows that experience among the participants in schools was predominantly negative. These included the following:
	6.9.8 Lack of support to LGB students compounds their difficulty in schools. There is little support for LGB people who face abuse regularly, either from the school or from other agencies, and this may be more prominent amongst transgender people.  Bullying in schools has a long term impact on the lives and mental health of LGB people and can adversely affect their self-confidence, self-esteem, educational aspirations and future employment prospects, hence earning potential. Experience with homophobic bullying is complex, due to the intersection of other aspects of an individual’s identity such as the interplay of gender, ethnicity and sexuality.  
	6.9.9  Homophobic bullying in education can be differentiated into direct and indirect forms of bullying. In addition to those forms of bullying, LGB students and teachers are also vulnerable to a more subtle form of discrimination due to the dominant celebration of heterosexist cultures in schools.  This may have an impact on potential employment levels of LGB individuals in the teaching profession. Both Nixon and Biddulph argue that the culture in most schools is dominantly hetero-normative and that heterosexism is perpetuated in the content of the school curriculum and every day interaction in various spaces – class rooms, playgrounds and staffroom - within schools. 
	6.9.10 Findings from a number of studies show that homophobic bullying is widespread in all levels of schools – primary, middle and secondary schools - in the UK.  There are varying estimates about the extent of bullying, and in particular homophobic bullying, in schools. Estimates in some studies suggest that in any given year 75% of pupils are being bullied in UK schools.  Almost two-thirds of pupils who identify as LGBT or are perceived to be LGBT had experienced homophobic bullying in UK schools.   The various studies reviewed for this report focused on the national contexts. There is very little city-specific information, particularly in London, as to the numbers of LGB young people in schools and the extent of homophobic bullying.  
	6.9.11 Studies on homophobic bullying in schools suggest that LGB young people tend to leave school early.   Few studies have focused on the obstacles that LGBT school-leavers may face in terms of securing employment. Berberet has documented the constraints faced by young people outside schools and their difficulty in accessing housing and other supportive services.  The prospect of long-term unemployment is likely to be higher among this group.  
	6.9.12 Among survey respondents, more than half (52.9%) had experienced homophobic bullying in school (up to the age of 18) and of those who did, the majority described it as being either ongoing (43.2%) or on several occasions (50.4%). Almost a third of respondents (29.7%) had experienced homophobic bullying at college or university and of those people, the majority also described it as being either ongoing (16.0%) or on several occasions (68.9%). This is clear evidence that homophobic bullying is a persistent, ongoing problem for young people in London’s educational facilities. 
	6.9.13 The intention of bullies is not uniform. In some cases the use of slurs and degrading language about the identities of LGBT people was seen as a joke and it stemmed from a lack of awareness of its harmful impact. In other cases, bullies intended to humiliate and disparage students. Regardless, it can lead to particularly negative employment outcomes for LGB young people in terms of constraining their potential access to training and skills development.   
	6.9.14 The adverse impact of homophobic bullying on the physical and emotional health of victims has been documented in many studies. The consequences of bullying may last a lifetime. Victims of homophobic bullying often feel isolated, withdrawn, lonely, anxious, frustrated and embarrassed.   Many have low self-esteem and experience anxiety and depression.  In extreme cases, bullying victims may commit suicide.  Withdrawal from social and school life increases the risk of victims turning to truancy or violent acts,  engaging in substance abuse or acting out in anger and turning to criminal activities.  All these factors have long-term implications for LGB individuals and their participation in education and employment as an adult.
	6.9.15  The issue of school phobia is reflected in the data on absenteeism. Rivers found that 72% of LGBT adults had a regular history of absenteeism at school.  The DoCSF report notes that half of those who have experienced homophobic bullying have skipped school at some point because of it.   Consequently this resulted in lower academic achievement.  Other studies also show the adverse impact of bullying on a child’s physical and emotional well being, which in turn affected their achievement in school as well as their socio-economic position in adult life.   A study by Equality North East  further suggests that people who drop out of school find it difficult to enter the labour market due to lack of qualifications. 
	6.9.16 Retrospective studies with LGBT adults who were victims of bullying in schools show that those who were victimised in schools were more likely to be victimised in the work place . Homophobic bullying victims often have low self-esteem, experience loneliness in their adult life and find it difficult to maintain friendships or close relationships.  Similarly, adults who were bullies in school were prone to carry on a pattern of dominating behaviour into their workplaces and into their close personal relationships. 
	6.9.17 The various studies summarised above provide some understanding about the forms of homophobic bullying in schools and the way it impacts on victims and bullies. There is still limited comprehensive information about the forms and impact of homophobic bullying in different types of and levels of schools in London. Moreover, since policy implementation often occurs at the borough level, it is important to have borough-level information about the forms, extent and impacts of homophobic bullying in schools, in order to devise appropriate policies to support LGB young people studying in London. In addition, while there is evidence about the circumstances of LGB people in schools, estimates of LGB people and their situation in higher education institutions are not clear. 
	6.9.18 In terms of routes to employment, volunteering has enabled LGB people to enhance their employability in terms of learning new skills and knowledge about a particular sector and entry to networks. When it comes to volunteering (defined as unpaid help to benefit other people or the environment), 17.2% of respondents had done regular (at least monthly) formal (via groups, clubs or organisations) volunteering in the past year, while 54.9% had done informal volunteering at some time. A small number of respondents (13.8%) had never done volunteering. 

	6.10 Public support & perceptions
	6.10.1 Another important variable related to LGB employment is the level of public support for LGB issues and levels of LGB community engagement. While there is very little data on the LGB community, studies do suggest that LGB people face social exclusion, discrimination and prejudice in many areas of life including the labour market.  The UK Government task force defines social exclusion as follows:  
	6.10.2 As can be inferred from the above definition, social exclusion can take many forms and includes exclusion from the social, economic or political spheres of a society.  For example, political exclusion of an individual or a social group may contribute to their exclusion from the labour market and constrain their participation in other cultural aspects specific to a city or a region.  Drawing on these findings, it is reasonable to suggest that exclusion from the labour markets of the city may be one of the various ways in which LGB Londoners are excluded from the city processes.  Labour-market exclusion is reflected not only in the levels of unemployment among LGB Londoners but also in many of the other experiences reported above. 
	6.10.3 Among survey respondents, most (63.0%) have avoided talking about personal issues for fear of a homophobic reaction. This underscores the importance of creating an environment that is proactively welcoming to LGB people and which will foster a sense of openness and feelings of safety. 
	6.10.4 This section summarises the evidence in relation to discrimination of LGB employees in the work place. At work, LGB people may face both direct and indirect forms of discrimination, affecting their health, income and productivity in the short and long term. Homophobic bullying in schools, and the discrimination faced by LGB persons at work affects not only an individual’s employment opportunities, but also has significant social costs – as victims are constrained to contribute fully towards the economy and other aspects of society. LGB people are subjected to various forms of discrimination in everyday life in relation to their real or perceived sexual orientation.  
	6.10.5 A study by Berthoud and Blekesaune analysed the employment disadvantages faced by different social groups over a period of twenty years.  They found that the various factors influencing employability intersected in complex ways and cumulatively added to the disadvantages faced by some social groups. For example, the situation of three groups: older people, women and members of ethnic and religious minorities had worsened over time in terms of their opportunities to find work. In addition, an individual has multiple identities.  Each of their various identities may intersect with one another and with other variables of employability, contributing to multiple disadvantages in the labour market. The study also found that LGB people with disabilities were excluded by both the non-disabled LGB communities and heterosexuals. These multiple forms of exclusion had affected their access to support services and public places. The report concludes the need for more research in the area of sexual orientation and disability in the UK.   
	6.10.6 Based on available evidence, it can be suggested that some groups within the LGB community may experience relatively higher levels of and types of intersecting disadvantages. LGB Londoners constitute a heterogeneous group in terms of age, gender, ethnicity, disability and religious affiliation. There is an increasing visibility within the BAME LGB community. There is also evidence that suggest various sub-groups within the LGB community may be disadvantaged in different ways.  
	6.10.7 The occupational characteristics of LGB employees who brought cases to tribunal indicate the prevalence of homophobic attitudes and practices in different organisations within the public and private sector.  Forms of discrimination faced by LGB employees include discrimination related to recruitment and promotion within a sector, wage discrimination, harassment and bullying.    
	6.10.8 Homophobic bullying and harassment in the work place occurs in many forms. LGB employees face verbal abuse, for example name calling, humiliation and inappropriate questions about their sexuality as well as physical abuse. LGB workers from various ethnic and religious backgrounds, irrespective of their status and knowledge of rights, have been bullied and harassed in their work places.   Bullying can be perpetrated by colleagues alone or by colleagues along with their managers. 
	6.10.9 Findings in some studies suggest the incidence of bullying and harassment is relatively lower in workplaces that have LGB-friendly policies.  The Casbourne et.al. survey found that the proportion of those who have experienced bullying varied from 24% in organisations classed as good-practice employers to nearly 50% in those that did not have any explicit policies.  Between 4% and 8% of people claim to have been dismissed because of their sexual orientation.  
	6.10.10 It is difficult to conclude on the extent of bullying faced by LGB workers without further research. Social attitude surveys conducted by Stonewall provide some insight into the severity of homophobic bullying in the UK.   A key survey finding relevant to this study is that one in six respondents in the UK were prejudiced (or felt less positive) towards LGB people. A majority of respondents were prejudiced against at least one minority group. People who are prejudiced against any ethnic minority are twice as likely as the population as a whole to be prejudiced against gay or lesbian people. In general, there was a strong positive co-relation between those holding racist attitudes and their attitudes towards other minorities, including disabled people and LGB people. There was also a gendered pattern of prejudice - with men having more problems than women in accepting people that they perceive to be different.  The poll also found high levels of prejudice towards minority groups combined with higher levels of denial of existence of prejudice and a lack of contact with minority groups. These findings indicate the potential threat of discrimination faced by LGB employees at workplaces in the UK. 
	6.10.11 Homophobia and discrimination adversely impact their victims as well as the organisations where they are present. LGB employees experiencing discrimination have low self-confidence, high levels of stress, are de-motivated and suffer from depression and anxiety. The risk of committing suicide is high among such employees.  The related issues of low staff morale, absenteeism, reduced productivity, recruitment and retention problems, costly legal action, damaged image and reputation and loss of client and customer confidence equally affects the organisation.   Savage argues that there is a need for further quantitative research to measure the impact of discrimination on LGB employees and their organisations.   
	6.10.12 A majority of survey respondents (Fig. 21) witnessed homophobia occurring in a work environment. Homophobia is defined in the survey as the fear of, aversion to or discrimination against gay, lesbian or bisexual people or those perceived to be LGB. Furthermore, half of the respondents have never witnessed homophobia being challenged in a work environment (Fig. 22).
	6.10.13 Almost half of survey respondents have been harassed because of their sexual orientation in an employment situation (Fig. 23). Slightly more respondents have witnessed others being harassed based on sexual orientation in the workplace (Fig. 24). Despite these experiences, only 2.0% of respondents had ever taken an employer to tribunal or initiated legal proceedings based on issues relating to sexual orientation.
	6.10.14 Additionally, 41.8% of respondents reported being victims of discrimination (outside of the employment arena) that was based on sexual orientation. This underscores the need for holistic responses to discrimination both inside and out of the workplace. A third of respondents (34.9%) have been victims of discrimination based on other equality issues such as ethnicity, age, gender, disability, faith or refugee status.

	6.11 Networking
	6.11.1 In addition to bias and prejudice among employers, LGB employees face the risk of being excluded from informal networks. As these networks are often the conduits for securing key information related to promotion and opportunities, exclusion can have serious implications for chances of promotion. Colgan et.al found that the fear of discrimination and harassment can influence LGB employees’ decisions to avoid promotion and stay within certain parts of an organisation.   
	6.11.2 In the context of self-employed people, perceptions and attitudes of contacts and networks regarding sexual orientation may act as a barrier to potential clients or business opportunities. Across a range of sectors, membership in networks can influence one’s opportunities to find work.  LGB people face constraints in terms of tapping into existing networks.  These perceptions and lack of available networks may have a negative impact on LGB businesses. For example, the LDA support the development of business networks that will enable local businesses to tap into Olympic opportunities. However, without monitoring evidence, little is known as to whether LGB business owners or self-employed people are actually exploiting these emerging opportunities. 
	6.11.3 On the supply-side those larger companies that are successfully winning Olympic tenders may also be interested in the diversity of their own supply-chain. Organisations such as CompeteFor or Supply-London could support private sector diversity within their supply-chain by offering capacity building and promotional support to LGB businesses to enable them to take up new business opportunities in the Capital. For example, support through the Gay Business Association, or gender specific enterprise programmes that are already funded by the LDA, second tier organisations or community based organisations who provide information through events to encourage involvement in mainstream services.

	6.12 Health & Illness
	6.12.1 Disability and ill health have a clear impact on employment. In London, disabled people have a much lower employment rate (45%) than non-disabled people (74%). There is some evidence to suggest that the LGB community is particularly impacted in relation to disability and work due to a variety of factors such as the mental health effects of homophobia and bullying, institutional barriers within medical and health care agencies and HIV and AIDS in our community.  
	6.12.2 Among survey respondents who were not seeking work, 42.9% stated the reason being a long term illness or disability. Health factors were also a primary reason for leaving respondent’s last job. Among employed respondents, 18.8% had time off work in the previous year due to stress caused by or made worse by their work. A significant factor related to unemployment levels is health. Workplace stress indicators for LGB workers suggest a potential causal link between unsupportive workplace practices and LGB employment barriers.

	6.13 Visibility
	6.13.1 Findings in many studies suggest that ‘invisibility’ is a dominant survival strategy among LGB workers in order to reduce the risks of being bullied, isolated or treated differently .  Bowen and Blackmon in their seminal article on ‘Spirals of Silence’ argue that the threat of isolation and the corresponding fear of isolation is high for LGB employees and as a result they can be hesitant to be open about their sexuality .  This is a powerful mechanism that contributes to silencing LGB employees in the workplace. These findings suggest that LGB employees remain invisible due to fears about their career progression. For example, Hunt’s study illustrates that LGB workers in the health and social sector perceived ‘coming out’ would be detrimental to their career prospects because of prejudice among decision makers towards sexual minorities .  Often, LGB employees in these sectors aimed to accomplish much more than their heterosexual counterparts in order to counterbalance what they viewed as risks posed by their sexual orientation. Evidence shows that LGB employees’ willingness to come out in their organisation depends on a number of factors.  These include: attitude and support of senior staff, perceptions about an organisation’s ability to maintain confidentiality, methods of data collection and language used surveys.
	6.13.2 LGB employees in the public sector who ‘came out’ found their situation precarious because of having to “tread a tightrope between being out and pursued for their specialist knowledge or out and persecuted for their presumed perversities” .  Fear of as well as anticipation of discrimination and unfair treatment influenced LGB employee’s decisions to be visible or to challenge homophobic bullying incidents.  
	6.13.3 Colgan et.al., in their study on LGB workers found other factors influencing the visibility of LGB employees. These included temporary employment status, lack of visible senior LGB managers, previous negative experiences of discrimination and harassment and macho or religious attitudes and behaviours of co-workers. Their study underscores the desire to be ‘out’ among LGB employees from various equality strands and occupations may be constrained by organisational context. 
	6.13.4 Findings in other studies also support the premise regarding the influence of organisational culture among LGB people, in terms of their decision to be visible at work .  In organisations where homophobic bantering and bullying is dominant, LGB employees feel less confident that they will be treated fairly and are anxious about responses from colleagues if they come out .  Burke suggests that the perception of LGB people as deviant within the police service, together with the macho sub-culture of the police and the role of the police as regulators of deviance created a difficult environment for LGB employees to be transparent about their sexual orientation . While it should be acknowledged that the Met Police have made great strides in the last 15 years, the legacy of these attitudes may live on in the organisational culture. 
	6.13.5 Concealing one’s identity at work can result in high levels of stress and anxiety among LGB employees and impact productivity.  For example, Driscoll et.al found that LGB employees in the police service often lived 'double' as opposed to 'integrated' lives . The stress caused by leading two discrete existences affects one’s mental health and ability to perform effectively at work.  In addition, concealing one’s identity at work can inhibit the everyday social exchange and task exchange among employees and reduce productivity and efficiency.  Moreover, coming out is an emotionally demanding process and this in itself can impact on one’s career options and mobility . In organisations where there is already a negative climate of opinion, it adds to the stress and burden on LGB workers. 
	6.13.6 The invisibility of LGB employees can reinforce the cycle of discrimination in an organisation.  Since reporting bullying incidents often necessitate that LGB people be ‘out’ about their sexuality, very often LGB employees do not report such incidents [Stonewall, 2007].  TUC [2005] documents draw attention to the fact that it is the very 'invisibility' of LGB employees in an organisation that differentiates this form of discrimination from other forms such as racism and sexism and makes it difficult to counter. It is easy to get caught in a vicious circle, for in becoming visible, LGB workers risk being victimized.  However, invisibility can act as a powerful mechanism to silence LGB people further.  As argued by Bowen and Blackmon (2003), the inability of minorities to be open about their sexual orientation at work due to perceived or real prejudices and bias reinforces the process of them being further silenced over time.  It also results in consolidation of majority opinion and voice over time.   
	6.13.7 The qualitative studies reviewed above have explored the situation of employees in the public sector and in the health and the social services sector. A comparative focus on the situation of LGB people in different organisational settings would be useful to identify barriers and opportunities faced by LGB employees in coming out. 
	6.13.8 Among respondents, almost half (43.1%) were not ‘out’ to everyone in their lives and of those people, 77.6% were not ‘out’ to all or most work colleagues. Levels of ‘outness’ varied by sector and workplace.  The impact of being ‘out’ was not always the same among participants. In some cases, being ‘out’ contributed to their safety and in others, those that were ‘out’ were victimized.  Hence, LGB people face a dilemma in their decision to be ‘out’ or not in the workplace, as the implications cannot be predicted. Perceptions of and judgements related to the level of homophobia in an organisation influenced when and where LGB people were ‘out’ at work. 
	6.13.9 Experiences of being ‘out’ at work varied by the following aspects: (i) geographic location of the work place; (ii) the nature of the sector and (iii) the employees’ position within the organisational hierarchy. Additionally, acceptance of LGB people may vary within the same organisation. While it may be accepted among employees at the higher levels, those at mid-management or lower levels may be exposed to homophobic comments or vice versa.  
	6.13.10 Perceptions about the time and place of ‘coming out’ varied among LGB people. Some respondents wanted to establish themselves first in a particular sector while others felt strongly that they wanted to be ‘out’ all the time. Additionally, the length of interaction with and comfort levels around colleagues is an influencing factor. 
	6.13.11 Some of the reasons attributed for not being ‘out’ at the workplace are as follows: 
	6.13.12 LGB workers need to feel safe in order to be ‘out’ in the workplace. Safety means that LGB workers feel that they have ‘back up’ and support from others, have enough security and self confidence in their own identity and have organisational and legal support behind them. Safety also includes not having any negative repercussions or backlash for coming out, either formally or informally.

	6.14 Policy Framework
	6.14.1 Legislation and regulations which impact on sexual orientation can have a potentially huge positive or negative impact on employment. The legacy of policies such as Section 28 or the criminalisation of homosexuality are just two examples of the negative policy legacy left in the UK. The passage of more recent legislation which attempts to create sexual orientation equality is certainly a very positive step for the LGB community. See section 5 for a further discussion of specific policies.
	6.14.2 Qualitative data suggests that government and policy-makers could take the following additional steps to move equality forward:
	6.14.3 It was generally felt that enforcement of these laws will make a difference over time within an organisation, as countering homophobic bullying and prejudices towards LGB people should eventually become the norm rather than the exception. 
	6.14.4 The influence of some religious groups that are openly hostile towards LGB people in the political process and in the policy-making process in the UK is an issue of concern for the LGB community. The potential conflicts between hostile religions and the LGB community is a source of tension in areas of employment as well as in all other spheres of life.

	6.15 Knowledge of Rights
	6.15.1 Levels of awareness regarding the rights of LGB people in relation to employment is an important variable, as this will partly determine the success of sexual orientation equality. If there are high levels of ignorance regarding employment rights within the LGB community, this may also indicate even higher levels of ignorance among non-LGB colleagues and managers. 
	6.15.2 Awareness about equality policies was not uniform among focus group members. The impact of equalities legislation was perceived to be minimal as yet. It was viewed that employers will find a way to skirt around such laws.  There is a perceived need to monitor enforcement of equalities policies at work places. The extent to which equalities legislation has been implemented needs to be mapped. 

	6.16 Summary
	6.16.1 There is evidence to suggest that individuals are discriminated against in the labour market in London because of their sexual orientation. In addition, other factors such as education, public perception, networking, health, visibility and Government policy affect an individual’s employability. There is evidence to suggest that identity based discrimination can impact both on educational achievement and entry into the labour market. In the context of LGB people, such discrimination occurs in a variety of ways at different geographies – as homophobic bullying in schools and unequal treatment in the labour market.
	6.16.2 The LGB worker carries the constant burden of assessing and scanning the horizon of the workplace or potential employer for levels of homophobia and degrees of safety. This burden continues in relation to regular decision-making with regard to disclosure of one’s sexual orientation. Additionally, LGB workers who are ‘out’ feel a burden of responsibility to be LGB spokespeople for the community and pressure to be ‘perfect’.
	6.16.3 Challenging homophobia in the workplace is scary and intimidating for LGB people and the support of colleagues and managers is crucial. There is often confusion as to who should be responsible for challenging homophobic comments and behaviour in the workplace.
	6.16.4 The above findings have provided new evidence in relation to the many and varied LGB experiences related to employment, skills and training. It has included evidence from secondary sources as well as primary quantitative and qualitative data. The following sections turn the focus to identifying gaps in research in relation to the topic and recommendations for the LDA.


	7 Gaps in Research
	8 Recommendations
	8.1 Promote Equality 
	8.1.1 In response to the findings related to discrimination and negative stereotyping of LGB communities recommendations include creating a publicity campaign to educate LGB Londoners as to their rights and to educate others as to the new regulations and expectations relating to LGB employment issues. This could include a media and poster campaign aimed at employers, employees and job advisors across London. Additionally, campaigns should include positive images of LGB people and their families.
	8.1.2 The LDA should link with the work of the EHRC and discuss potential collaboration in relation to workplace equality.
	8.1.3 The LDA could use its existing networks and projects, such as Diversity Works to target SMEs in relation to sexual orientation diversity best practice.
	8.1.4 With many questions still surrounding the LGB population in London it is essential that a clearer picture of its dimensions are evidenced, as highlighted in the previous section. In addition, the development of a London-based census that includes sexual orientation may also enable us to calculate the LGB economic contribution to the capital.

	8.2 Challenge and Eradicate Workplace Harassment
	8.2.1 Discrimination in the workplace is clearly a barrier for many LGB people and there are limited access points for support and advice, so recommendations under this aim include the development of a hotline or a virtual hub for LGB workers as to employment rights, reporting issues and best practice advice for employers.  This could take the form of a virtual hub on LGB employment best practice, with a guide for employers of SMEs; a partnership with the LGBT Switchboard which could also map the degree of the problem by sector and an information sharing and networking area. This work should specifically include information for employers on their obligations relating to LGB equality.
	8.2.2 A specific employer LGB toolkit could be developed for small, medium and large organisations; building on the work of Stonewall’s Diversity Champions to include guidance on LGB equal opportunities, legal obligations, monitoring, recruitment, support networks and other actions identified in section 6.6.2.
	8.2.3 The research has shown that some sectors are in need of particular help in relation to LGB issues and by prioritising these sectors, the LDA will have a greater impact overall. Targeting some of the above actions to the following high priority sectors would be advised:
	8.2.4 The LDA could fund a model project with SMEs on sexual orientation diversity via the Diversity Works programme. This should be evaluated and the LDA should consider future funding needs in relation to SMEs and LGB equality. This work should also consider facilitating business mentoring to enable best practice employers around LGB equality to link with SMEs who need additional help and resources.
	8.2.5 Although schools are not part of the LDA’s remit there are promotional initiatives that are possible not necessarily directly with schools but through youth initiatives that target 14 –16 year olds. Recommendations include:

	8.3 Provide Responsive and Accessible Services
	8.3.1 As with other equalities groups, in order to measure the impact funded programmes are having on diverse communities we must know how many are actually accessing existing provision. Where there are highlights in this report in areas of opportunities (e.g. skills development programmes or City Growth Strategies) it is important that they are reaching LGB groups. Therefore recommendations include:
	8.3.2 There is also an opportunity for the LDA to influence the diversity of Olympic contractors by working with organisations such as the Gay Business Association (GBA) or gender specific projects that can support the promotion of equality and diversity within supply chains. The recommendations include:
	8.3.3 The numbers of LGB businesses in London could be mapped with the help of groups like the GBA in order to gain a clearer picture of LGB led and owned businesses operating in the Capital. The size and number of LGB businesses in terms of turnover, job creation and sector distribution would provide an evidence base for the LDA.
	8.3.4 Support for a London Centre for young LGB people who have run away from home that will focus on the linked issues of housing, education and employment. This could be done in partnership with an organisation such as Albert Kennedy Trust.
	8.3.5 Outreach and support through business support and enterprise programmes to actively engage with LGB businesses. 

	8.4 Reflecting Diversity in the Workforce
	8.4.1 Being an exemplar employer and being seen as a leading equalities employer is the first point of call for the LDA. For example the LDA are measured in terms of the percentage of top 5% earners that are women; the percentage of employees declaring that they meet the definition of disabled under the Disability Discrimination Act 1995 and the percentage of employees from minority ethnic communities. The recommendations under this aim include:
	8.4.2 Link with the Learning and Skills Council to address LGB issues in Further Education around employability, accessing training, skills gaps and monitoring in priority sectors.
	8.4.3 The support and promotion of LGB volunteering and organisational recruitment of more LGB volunteers, as this leads to employability and increases confidence and self-esteem.
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