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The report looks at a number of key areas
and issues brought to light by the research:
the current climate for Lesbian, Gay, Bisexual,
Transgender, Queer and Intersex (LGBTI+) staff
and students at Griffith; current services and
initiatives supporting LGBTI+ students; and
how Griffith can move towards a more inclusive
culture for LGBTI+ staff and students. To
support understanding of the terminology in this
report please refer to the glossary in Annex 1.
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Sexual orientation and gender
identity of respondents (n=1086)
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Griffith University (n=799)

The report makes 13 key recommendations
relating to:

Attendance at events celebrating
sexual and gender diversity (n=799)

•

Improvements to policies and processes
to provide greater protection for LGBTI+
staff and students against discrimination
and harassment including online and
social media forums

•

Improvements to administrative
processes to ensure LGBTI+ people are
able to accurately and easily identify
themselves in student systems

•

Increased visibility on campus at key
University events, online, in marketing,
and in the curriculum, including a
dedicated website and facilities such
as safe spaces and gender neutral
bathrooms

•

In 2017, Griffith University’s Student
Representative Council (SRC) and the
Postgraduate Student Association (GUPSA)
explored the extent to which Griffith University
was an inclusive and supportive environment
for Brisbane and Logan students in relation to
sexual and gender diversity.

Making available appropriate resources
to support LGBTI+ staff and students,
including online resources; access to
counselling; transition, retention and
support activities; and other initiatives
that create a sense of belonging

•

Issues such as increasing numbers of
discrimination complaints from students; recent
findings from the Australian Human Rights
Commission’s (AHRC) report, Change the
Course: National Report on Sexual Assault and
Sexual Harassment at Australian Universities;
and legislative reform within Australia make
this a timely investigation (AHRC 2017).

Dedicated human resources to drive
Pride strategies such as a dedicated
Queer support officer who can drive
leadership, and liaise with the Ally
Network, the Pride Working Group, the
Ally Steering Committee and other areas
of the University involved in LGBTI+
initiatives

•

Capacity-building within academic and
professional staff to support greater
awareness and support for LGBTI+ staff
and students.
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Introduction

Inclusivity for all students at Griffith
University is a central focus for Griffith
University’s Student Representative Council
(SRC) and the Postgraduate Student
Association (GUPSA). LGBTI+ students can be
a particularly vulnerable group, and GUPSA
and the SRC commissioned this report to
explore the extent to which Griffith University
was an inclusive and supportive environment
for Brisbane and Logan students in relation to
sexual and gender diversity (SGD). Students
from Griffith University’s Gold Coast campus
were not included in this survey because these
students are provided for by the Student Guild.
A number of key drivers for this report
include the reports and observation by
students over several years that Griffith lacks
LGBTI+ visibility. An urgent need to investigate
and respond to LGBTI+ student needs has
emerged in more recent times with the rise
in discrimination complaints (formal and
informal) from students on campus and online;
the outcomes of the Australian Human Rights
Commission’s (AHRC) report, Change the
Course: National Report on Sexual Assault and
Sexual Harassment at Australian Universities;
and issues of discrimination that erupted over
the course of the same-sex marriage plebiscite
(AHRC 2017; National LGBTI Health Alliance
2017).
The Australian marriage equality debate
involved particularly strong and visible surges
in acts of discrimination towards the LGBTI+
community across Australia (AHRC 2017; Ecker
& Bennet 2017; National LGBTI Health Alliance
2017; Perkins 2017). During this period, over
90% of LGBTI+ individuals and allies (of 9,500
people surveyed) reported that the marriage
equality vote had a negative impact on them
‘to some degree’ (Ecker & Bennet 2017). The
tensions and issues that surfaced during the
campaign were also evident on the Griffith
campuses. Although the conversations and
confidentially disclosed incidents leading
up to, during and after the national marriage
equality debate were catalysts for this research,
understanding and responding to LGBTI+
issues and support needs is not a sudden
necessity, but rather is long overdue. Specific
Queer student support has been non-existent,

Queer clubs have been stagnant or turbulent in
their leadership, and there has been an ongoing
evident need for increased mental health
support for LGBTI+ students.
Even prior to the Australian marriage equality
debate, discrimination, for LGBTI+ people,
has been an issue both within and outside
university environments (Alessi, Sapiro, Kahn
& Craig 2017; Ellis 2009; Hatzenbuehler,
McLaughlin, Keyes & Hasin 2010; Jones, Smith,
Ward, Dixon, Hillier & Mitchell 2016; Rankin
2016). Despite formal federal and state antidiscrimination legislation in Australia, such as
the Sex Discrimination Act 1984, the Fair Work
Act 2009 and the Anti-Discrimination Act 1991
(QLD), LGBTI+ people continue to experience
discrimination (Herek 2011; Jones et al. 2016;
National LGBTI Health Alliance 2017). As
microcosms of broader society, mistreatment
and harassment of LGBTI+ people is reported
in higher education settings and includes
ostracism, micro-aggression, bullying and
sexual assault (Alessi, et al. 2017; AHRC 2017;
Castro 2017; Dirks, 2016; Formby 2017; Jones,
et al. 2016).
To this end, Griffith University’s SRC and
GUPSA formulated a questionnaire that was
distributed to all Brisbane and Logan students,
exploring barriers to greater LGBTI+ inclusion
and opportunities for strengthening Griffith’s
response to the increasingly more visible needs
of students. This was followed by interviews
and small group discussions with students
and staff to contextualise the findings. More
information on the research methods is covered
under ‘Methodology’.

A note on terminology
The use of inclusive and acceptable
terminology empowers individuals and enables
visibility of important issues. Yet terminology
is contested (AHRC 2017; Alessi, et al. 2017;
Hillier et al. 2010; Jones & Hillier 2013). Using
terms such as Queer, LGBTI or SGD umbrellas
for a wide spectrum of fluid sexual orientations
and gender identities and expressions can be
problematic because these terms are inherently
reductionist and cannot possibly capture the
whole spectrum of sex and/or gender in our
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community (AHRC 2017; Hillier et al. 2010;
Jones & Hillier 2013; Walsh & Hemphill 2006).
Furthermore, the lived realities of the people
who sit behind these labels are incredibly
diverse (AHRC 2017; Alessi et al. 2017; Hillier
et al. 2010; Jones & Hillier 2013; Rankin 2006;
Ng & Rumens 2016; Queensland Association
for Health Communities [QAHC] 2008; Walsh &
Hemphill 2006). In particular, the experiences
and needs of Lesbians, Gays and Bisexuals
and the experiences of people who identify as
Intersex and Transgender peoples are unique
(Bird 2001; Couch et al. 2007; National LGBTI
Health Alliance 2017; QAHC 2008). They
share the experience of non-conformity to
the heteronormative gender-binary (Couch
et al., 2007; Jones & Hillier 2013; National
LGBTI Health Alliance 2017; Ng & Rumens
2016; QAHC 2008). This experience of nonconformity may be accompanied by social
prejudice and discrimination, despite antidiscrimination legislation (AHRC 2017; Couch
et al. 2007; Ng & Rumens 2016; QAHC 2008).
This report in general uses the term LGBTI+ in
an attempt to acknowledge this diversity, and
with the intention of inclusivity. For further
information and detailed definitions of a range
of terminology related to sexual and gender
diversity, refer to the glossary in Annex 1.

Participation and inclusion within
higher education
The Australian government’s agenda of
widening participation and equal opportunity
in higher education aims to encourage
participation of under-represented groups and
ensure that all students have the best possible
chance to graduate and contribute to the
workforce; in other words, to ‘Be remarkable’.
Yet research suggests that a disproportionate
number of LGBTI+ students experience lower
course completion rates than their peers,
and are over-represented in the statistics for
absenteeism, underachievement, depression
and anxiety and premature exit from education
settings (Ahuja et al. 2015; Alessi et al. 2017;
Hillier et al. 2010; Jones & Hillier 2013; National
LGBTI Health Alliance 2017; Skerrett, Kolves
& De Leo 2015; Vincent, 2015). Studies found
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that regardless of their actual identity, a young
person whose sexual orientation, sex or gender
identity is perceived to be non-conforming is
frequently the target of bullying behaviour,
verbal assault and physical violence (Dirks,
2016; Hillier et al. 2010; Jones & Hillier 2013;
Jones et al. 2016; National LGBTI Health
Alliance 2017; Skerrett, Kolves & De Leo 2015;
Vincent, J 2015). In its 2014 From Blues to
Rainbows report, the Alliance found that 66%
of young LGBTI+ people reported experiencing
verbal abuse because of their gender identity
and expression. This is particularly true for
young LGBTI+ students and those who may also
identify as Aboriginal, Torres Strait Islander,
or culturally and linguistically diverse (CALD),
because these groups experience multiple
vulnerabilities (National LGBTI Health Alliance
2017; QAHC 2008). In relation to the health and
wellbeing of transgender people in Australia
and New Zealand (or those who identify as
Trans or gender diverse), the Tranznation
Report by the Australian Research Centre
in Sex, Health & Society found that 10% of
respondents had experienced sexual assault
and/or rape (Couch et. al. 2007).
Furthermore, the number of LGBTI+
individuals who self-identify is frequently
under-reported due to fear of harassment and
discrimination (Couch et al. 2007; Dirks, 2016;
Hillier et al. 2010; Jones & Hillier 2013; Jones
et al. 2016; National LGBTI Health Alliance
2017; Pitts, Couch, Hunter, Croy & Mitchell
2009; QAHC 2008). Fear of discrimination and
harassment often leads to under-reporting
of LGBTI+ issues and concerns, such as
anti-Queer attitudes, microaggressions,
harassment, discrimination and hate crimes;
thus, accurate representation and information
is often missing (Alessi et al. 2017; Coffman,
Coffman & Ericson 2017; Hillier et al. 2010).
Because higher learning institutions such as
universities do not collect information on the
sexual orientation and/or identity of students, it
is difficult to determine LGBTI+ representation
and retention rates (Alessi et al. 2017; Dirks,
2016; Jones et al. 2016; Knight, Tilcsik & Anteby
2016).

LGBTI+ individuals are not easy to categorise
or count with a single measure because of
aspects of identity, behaviour and attraction. In
Australia, around 3.2% of the male population
and 3.4% of the female population identify as
gay or bisexual; however, 9% of men and 19%
of women have had some same-sex attraction
or experience (Richters et al. 2014). Thus, in
a university such as Griffith, with more than
50,000 students, there could be up to 10,000
LGBTI+ students enrolled at any one time,
making this a sizable cohort.
To this end, it is essential that Griffith
University creates, supports and maintains
an environment that is desirable, safe and
affirming for all students independent of class,
race, ability and sexual or gender identity.
Furthermore, top ranking universities such as
Griffith are, according to anti-discrimination
policy and ethical standards, expected to
employ staff and produce graduates who are
culturally competent in dealing with diversity
of all kinds in the workplace and their wider
community.
Thus, challenging instances of overt and
covert discrimination against LGBTI+ students
and/or staff and ensuring respect for difference
and human dignity among university graduates
is important (Ahuja et al. 2015; Alessi et al.
2017; Jones et al. 2016; Joule 2015; Wozolek
2017). To this end, Griffith University has
a strong track record in promoting equity,
participation and inclusion through its policies
and systems; for example:
Griffith University’s Strategic Plan 2018–2019,
which seeks to:
1. Provide an excellent educational 		
experience that will attract and retain
students who, regardless of their 		
background, will succeed at university
and become graduates of influence
2. Attract and retain excellent staff who,
through their teaching, research, 		
professional support and engagement,
will positively contribute to Griffith’s
development as a university of influence

Griffith University’s Equity and Diversity
Plan 2014–2017, which aims to:
1.

Respond effectively to, and be 		
progressively transformed by, 		
increased equity and diversity in all 		
aspects of the University’s operations

2.

Enhance the University’s diversity, 		
relevance and responsiveness to local
and global communities by further 		
developing the range and reach of 		
Griffith’s external community 			
partnerships

3.

Consistently underline the significance
and raise the visibility of the University’s
commitment to this Equity Plan, 		
especially through the leadership of the
Equity Champions

4.

Operationalise the principles and goals
of this Plan and realise the equity and
diversity targets of the University’s 		
Strategic Plan 2018–2019.

Griffith University’s Pride Strategy 2016–
2017, which is aligned with best practice
workplace inclusion as recognised by the
Pride in Diversity (PiD) program, promotes
the following:
1.

To champion LGBTI+ equity and inclusion
through the provision of introductory and
ongoing training and education

2.

To provide support and networking for
LGBTI+ students and staff

3.

To assist the University in providing a safe
environment for students and 		
staff irrespective of sexual or gender 		
identity

4.

To organise social events that celebrate
diversity and inclusion

5.

To promote positive attitudes towards
LGBTI+ peoples and to increase visibility
of LGBTI+ equality, including (but 		
not limited to) promotional materials and
awareness initiatives across the 		
University and its campuses

6.

To establish a steering committee of 		
students and staff representatives to act
as an advisory group to Griffith University
on issues of sexual orientation and gender
identity.
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Nonetheless, despite these initiatives, this
report highlights some gaps in LGBTI+ visibility
and engagement, and outlines opportunities
for Griffith to deepen its commitment to equity
and to positive experiences and outcomes for
all students, including those who are LGBTI+.
One guide to support this endeavour is the
Australian LGBTI+ University Guide.
According to a National Consultation Report
conducted by the AHRC in 2015, an Australian
LGBTI+ University Guide was developed in
collaboration with the New South Wales Gay
and Lesbian Rights Lobby, Star Observer,
Transgender Victoria, Organisation Intersex
International Australia, and Out for Australia
(a student mentoring organisation). The
guide aims to provide information about how
well Australian universities cater to the needs
of LGBTI+ students through initiatives such
as inclusive policies and staff training, as
well as offering information, resources and
support. It assists students in making informed
decisions about where to study, and aims to
help universities understand how they can
better support their students (AHRC 2015).
Universities are assessed against 15 criteria on
the basis of information that is publicly available
through university and student union websites.
This list is designed to mirror what information
could be easily accessible to a prospective
student who is considering applying to study at
a university (See Annex 2). The guide’s criteria
include:
1.

A policy protecting LGBTI+ students from
discrimination and bullying

2.

Mandatory training for staff around
LGBTI+ discrimination

3.

Information, resources and welfare
support for LGBTI+ students

4.

Health support for LGBTI+ students

5.

Events for LGBTI+ students

6.

A dedicated society for LGBTI+ students

7.

Consultation with LGBTI+ students (for
example, through representation on
boards and committees)
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8.

Monitoring and data collection around
sexual orientation, gender identity and
Intersex status

9.

An Ally Network for LGBTI+ staff and
students

10. Specific career advice for LGBTI+ 		
students
11. Membership of the PiD program
12. Involvement with the broader community
on LGBTI+ issues (for example, through
local LGBTI+ events, or active 		
engagement with prospective LGBTI+
student applicants)
13. Support for transitioning students
14. Access to sports facilities for Trans and
Intersex students
15. Support for students who identify as
non-binary.
Griffith clearly meets six of these criteria;
however, the other nine are either not met,
or their achievement is unclear because not
enough information is available to students
(See Annex 2).

Methodology

Questionnaire

Sample

A brief questionnaire was distributed to all
Brisbane and Logan students (approximately
15, 000) on 17 September 2017 via the internal
email system, regardless of gender identity. A
follow-up email was sent on 19 October 2017,
and the questionnaire remained open until
31 October 2017. Gold Coast students were
excluded from the questionnaire because the
SRC and GUPSA only administer the Brisbane
and Logan campuses.

In total, 802 valid responses were tallied
(from 813 total responses) because some
students completed it more than once (from
different devices) or indicated that they
were recent alumni. Of these, 84% were
undergraduate students; and 51% were
based at Nathan. (See Figure 1 for a detailed
breakdown of respondents by campus).

Based on questionnaires used in existing
published studies, this one was developed
to explore students’ experiences and views
regarding LGBTI+, and how Griffith can better
support LGBTI+ students and grow an inclusive
culture that values the contribution of LGBTI+
people. The questionnaire comprised 15
open and closed questions and explored SGD,
campus life, perceived discrimination and
support services (see Annex 3).

Questionnaire respondents most commonly
described their sexual orientation and gender
identity as Heterosexual (40%), followed
by Cisgender (16%) and Bisexual (14%).
Others identified as Gay (6%); Lesbian (5%);
Other (5%); Queer (4.5%); Asexual (3%);
Questioning; (3%) Transgender (2.5%) and
Intersex (0.4%) as demonstrated in Figure 2.

Figure 1: Campus where students spend most of their time (n=802)

Figure 2: Sexual orientation and gender identity of respondents (n=1086)
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Note that the question around sexual
orientation and gender identity was offered
as a multiple choice and most respondents
selected more than one option, demonstrating
the multifaceted nature of gender and
sexuality. The relationship between sexual
identities, orientation and gender identity
can be complex—and not necessarily mutually
exclusive, given these are fluid social constructs
(Alessi et al. 2017; Coffman, Coffman & Ericson
2017; Hillier et al. 2010).
While it was not the intention of this
questionnaire to be reductionist, in order to
facilitate comparison, data was categorised
as LGBTI+ and heterosexual. As such, any
respondent who selected Lesbian, Gay,
Bisexual, Transgender, Intersex, Questioning,
Queer, Asexual or Other were coded as LGBTI+
(regardless of whether they also selected
heterosexual or cisgender). Any respondent
who selected heterosexual and/or cisgender
only (i.e. one or both of these options to the

exclusion of any other option) were coded as
heterosexual/cisgender. This distinction is
underpinned by the assumption that students
with a more common sexual orientation or
gender identity will have a different experience
of campus life than those with diverse sexual
orientation and/or gender identity.
Based on this recoding, some 44% of
questionnaire respondents identified as LGBTI+
and 56% described their sexual orientation as
heterosexual (only) and/or gender identity as
cisgender (only). This indicates that the sample
is skewed towards LGBTI+ students. This is not
surprising because these students arguably
have a greater vested interest in the research
and any potential changes within the Griffith
community that may stem from the research.
The Queensland College of Art at South
Bank had the highest proportion of LGBTI+
respondents compared to other campuses, as
per Figure 3.

Figure 3: Proportion of LGBTI+ students per campus (n=799)
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Interviews and small group
discussions
To complement the questionnaire data,
semi-structured interviews and small group
discussions were held with Griffith staff and
students.

Document review
To further contextualise research findings,
a document review was conducted to better
understand the relevant agendas and policies.
This included Griffith University’s:
•

2020 Agenda

In total, 32 students and staff took part in
either a small group discussion or one-on-one
interview between 5 October and 15 November
2017. This included 24 interviews with nine staff
and 15 students, and an additional three small
group discussions with three to six students.

•

Anti-Discrimination Policy

•

Code of Conduct 2016

•

Equity and Diversity Plan 2014–2017

•

Health and Safety Policy 2017

•

Pride Strategy 2014–2017

Interviews and group discussions took place
at Nathan, Logan and South Bank campuses.
They were held face-to-face and consisted of
four to six open-ended questions exploring
similar themes to the questionnaire (see Annex
4 for a complete list of interview questions).

•

Strategic Plan 2018–2019

•

Strategic Plan 2013–2017

•

Student/s Complaints Policy 2017

•

Student Misconduct Policy 2017

•

Student Charter 2016

Participant recruitment

•

Workplace Harassment, Bullying and

The sample was selected through a mixture
of convenience, purposive and snowball
sampling.
For the most part, interested students selfreferred. Questionnaire respondents were
given the option to leave contact details if they
wished to participate in confidential group
discussions and/or interviews (although the
questionnaire remained confidential). Those
who expressed interest in participating were
contacted and an interview arranged for a
mutually convenient time.

Discrimination Policy 2015
•

Health Code of Professional Practice
2014

•

Information Security Policy 2014

Originally an open invitation to all students to
participate in group discussions or interviews
was planned; however, due to the large
number of discriminatory comments in the
questionnaire, only students who indicated
interest in further discussions were contacted.
Word-of-mouth led some students to directly
contact the researchers to have their voices
heard.
Key staff members from Student Services
(Student Diversity and Inclusion, Counselling,
and Welfare), the Library and Campus Life were
invited by the researchers and interviewed for
this study.
Methodology
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Findings

This study found that LGBTI+ visibility and
engagement on campus is somewhat good
in certain areas and very low to invisible in
other places. First, this report will analyse
findings pertaining to Campus Life (Queer club
awareness, membership levels and events).
Second, the current culture and environment
is discussed, where discrimination towards
LGBTI+ people ranged from covert to overt.

Campus life
Only 8% of survey respondents have been
or are currently a member of an LGBTI+ club at
Griffith University (16% for LGBTI+ compared
to 2% for non-LGBTI+ as per Figure 4). Some
24% of respondents did not know that clubs
with a Queer focus existed (29% of LGBTI+
respondents compared to 21% of non-LGBTI+
respondents). While LGBTI+ students were
much more likely to be a member of these clubs
than their non-LGBTI+ counterparts, they were
also more likely to not know that such clubs
existed, suggesting more could be done to
communicate and promote their existence.
Figure 4: Membership of an LGBTI+ club at
Griffith University (n=799)

because the only current active LGBTI+ club is
the Rainbow Network, which is based at South
Bank (although it originated from the Nathan
Campus Queer Society prior to its dissolution).
The Rainbow Network has five members on the
Griffith Club page and an online presence in
the form of a public Facebook page as well as
a closed or members-only group known as the
Rainbow Network Society, with approximately
714 members. It is unclear how many of these
online members are current Griffith students,
alumni or allies.
As with Queer clubs, there did not appear
to be a strong prevalence or awareness
of activities or events on campus among
respondents. In total, 9% of respondents have
attended events on campus celebrating SGD
(such as Pride celebration, or IDAHOBIT1) in
the past (12% for LGBTI+ compared to 7% for
non-LGBTI+ as per Figure 5). Some 29% of
respondents were unaware of such events
(38% for LGBTI+ compared to 21% for nonLGBTI+). This reiterates the lack of LGBTI+
visibility and engagement on campus.
Although there was a Queer Society stall at
O-week in the first trimester in 2017, a number
of participants and respondents noted the
general absence of Queer clubs and support
groups, commenting on the lack of visibility
and representation in general as well as during
O-week in Trimester 2 (in stark contrast to the
prevalence of other social, religious or cultural
clubs). In some cases, this void turned students
away from Griffith towards other universities
to find a sense of community and support
elsewhere. Respondents and participants
compared their experience of campus life to
peers at other universities, finding the LGBTI+
community and culture at Griffith wanting:

Per campus, at the time of research,
membership in a Queer club was highest at
Queensland College of Art (QCA) (17% total;
25% for LGBTI+ respondents and 4% for nonLGBTI+ respondents). This is not surprising
1

International Day against Homophobia, Biphobia, Intersex and Transphobia

I have not seen any Pride or IDAHOBIT
events this year. We had some stuff
happening in 2015/2016, like IDAHOBIT
and ‘Gay Prom’ and that was awesome. I’d
love to see that event and others like it be
revived. QUT and UQ has all sorts of queer
events so I have been going there instead.

Findings: Campus Life
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This is not to say that no events took place.
The SRC and GUPSA did hold an IDAHOBIT
event at the Nathan campus alongside a few
students, the SRC and GUPSA staff. At the same
time, there were no attendees from the Ally
Network, academic staff or senior leadership.
Figure 5: Attendance at events celebrating
sexual and gender diversity (n=799)

Studying at university is typically the first
time that students (especially undergraduates)
find themselves away from their home base for
an extended period (Bazarsky, Morrow & Javier
2015; Hillier et al. 2010; Smith et al. 2014). For
most students who identify as LGBTI+ this is
more often than not the first time to explore
their identity without the limiting constraints of
their home, vocational life or secondary school—
which in many cases are not supportive settings
(Epstein et al. 2003).
The process of developing a gender identity
and sexual orientation is a normal process that
everyone experiences, but for those who do
not fit the heterosexual norm, the process is
complicated by contradictory socio-cultural
expectations. According to Kotze and Jacobs
(2012), those who are coming to terms with
their own difference from the norm typically go
through a number of stages that may include:

Clubs and events are an important aspect
of campus life and of building a sense of
community. As one student noted, there is a
lack of ‘fun stuff’:
It’s so annoying that we are always asked
about counselling or mental health
issues. Obviously there is a need for those
services and its important but where’s
the fun events and sense of community?
Why are these things not valued and
supported? There is nothing happening at
Griffith and I have been studying here for
three years already.
These gaps are problematic for a number
of reasons; namely, students need a safe and
supportive environment in which to express
their sexual orientation and gender identity;
students want to have fun and build community
as part of their university experience, and if
those expectations are not met (or there is a
perception that they will not be met), it may
serve as a deterrent for enrolling or graduating
(Ahuja et al. 2015; Narui 2014; Renn 2010).
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Findings: Campus Life

•

Awareness that they feel different from
others and that this might be related to
gender identity or sexual orientation. This
can be a confusing, distressing and stressful
time.

•

Seeking information and reaching out for
support

•

Disclosure to significant others. This can be
a difficult time, and one which can be made
worse by a negative response.

•

Exploration (internal and external) of
gender identities or sexual preferences
and self-labelling. This can be dangerous
phase for people because they can be
experimenting with relationships and/
or abusing alcohol/drugs to reduce their
inhibitions.

•

Integration—the person is able to integrate
and synthesise gender identity and sexual
orientation with other aspects of identity
and personal preference. They know who
they are in addition to being LGBTI+.

These stages are not linear, nor do they
necessarily reflect the experience of every
LGBTI+ person. Nonetheless, it is highly likely
that across the student cohort, there will be
students in each of these phases. This situation
has implications for the type of support services
and campus culture necessary for positive
student experiences and outcomes.

Environment and culture
Unfortunately, the student experience is not
always positive. Less than half (45%) of all
students felt that the environment at Griffith
University was very or extremely supportive
in regards to SGD. Heterosexual students
were more likely to feel the environment
was very or extremely supportive than their
LGBTI+ counterparts (50% compared to 38%
respectively, as per Figure 6). In terms of
campus, QCA students were most likely to find
the environment extremely or very supportive
(58%), while Nathan students were least likely
(39%).

In total, 12% of all respondents reported
experiencing discrimination or exclusion based
on sexual orientation or gender identity while
at Griffith University. However, the experience
of discrimination was more common among
LGBTI+ students (15%) than those who
identified as heterosexual (9%), as per Figure 7.

Figure 6: Supportive environment in regards to sexual and gender diversity (n=799)

Figure 7: Experience of discrimination based on sexual and gender diversity vs
heterosexual students (n=802)
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Experiences of discrimination or exclusion
based on sexual orientation or gender identity
ranged from covert to overt. Most participants
and respondents indicated that they had faced
passive discrimination or microaggressions as
opposed to active and blatant harassment while
working or studying at Griffith. Regardless of
the extent, these incidents should be taken
seriously because they are not conducive
towards an inclusive, safe or supportive
environment for students and staff who identify
as LGBTI+.
Microaggressions, such as homophobic
or transphobic comments masked as a joke
in class or online, were the most common
form of discrimination experienced. Students
reported hearing homophobic remarks during
lectures, such as ‘that’s so gay’ as synonyms
for something being stupid or inferior. These
derogatory comments came from both students
and staff, and in most cases went unchallenged
(thereby implicitly endorsed), although one
student provided an example where a tutor
challenged a homophobic remark made by
a student, and the tutor acknowledged it as
harmful, even if disguised in humour. While it
is one thing for students to express or ignore
homophobic comments, it is another matter
altogether when such comments come from
staff, or staff are unwilling or unable to respond
appropriately when such comments are made.
A student shared that:
You can feel quite invisible as there are
no LGBTI+ examples in the course, and I
have noticed that academic staff are not
supportive or simply unsure how to deal
with anything queer.
According to students and staff, during the
marriage equality campaign, Vote Yes posters
were removed at the South Bank campuses and
replaced with opposing messages. It is noted
that the Brisbane City Council controls some of
the areas where posters were displayed, so it
is unclear who removed the posters. However,
negative responses during the campaign were
not exclusive to Griffith University, because
across Australia the campaign drew out a
visible surge in acts of discrimination against
the LBGT+ community (LGBTI Health Alliance
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2017). This was evident in the survey because
a high number of discriminatory comments
emerged against Griffith’s LGBTI+ community.
There were also reports of derogatory graffiti in
public places such as bathrooms. One student
pointed out that:
More education is needed about queer
people, especially about transgender
people. There is always graffiti on the
walls of the bathroom attacking queer
and transgender people; it’s absolutely
disgusting, but I think it comes from
people who genuinely don’t know any
better.
Several students commented on the overrepresentation of highly vocal (at times
aggressive) religious groups at orientation
events, describing how, on arriving at Mount
Gravatt, they were greeted by a group of
students attempting to intimidate and dominate
space with large religious banners. One
student said that they ‘felt intimidated and
uncomfortable’, and another noted that they
simply found it ‘strange that a uni would allow
this sort of thing’.
While attending an orientation session,
an LGBTI+ student starting his first year in
psychology was confronted by a group of
students near the classroom who ‘made it their
business to be loud and intimidating, claiming
anti-LGBTI+ and pro-Christian slogans’. The
student said that:
Luckily for me I am not easily intimidated,
but had wondered afterwards what
others must have thought or felt, hearing
remarks about “sin”, “Jesus forgives” and
“vote no” on their first day at their new uni.
Students and staff shared a similar
experience at the South Bank QCA campus
during an O-week Market stall day. Some staff
chose to remain present and hand out rainbow
bracelets to anyone in solidarity because
there was no LGBTI+-related club or stall, and
several LGBTI+ students were visibly annoyed
or intimidated.

Respondents in the survey also reported
more extreme incidents of discrimination and
overt homophobia, and which contributed
towards a climate of ignorance and fear among
some students:
The climate of ignorance at this uni is clear
and at times even homophobic. Uni is
often the first place where you can ‘be out’,
so being met with this sort of behaviour
or passive exclusion can be damaging,
especially to those who already deal with
ongoing mental health issues.
I still feel like I can’t be openly affectionate
(e.g. holding hands) with my same-sex
partner whilst on campus because of a fear
of retaliation of either being assaulted by
students who think we are disgusting, or
more importantly, consequences in future
prospects due to a bias created if Griffith
staff who were against our relationship
were to see and either deliberately or
subconsciously discriminate against us.
This is a general thing in society though,
and I have no idea what Griffith specifically
could do.
During an interview, an LGBTI+ participant
was willing to share their experience of
discrimination in class, ongoing harassment
and even assault on campus. As with many
cases of assault, it went unreported. The
student shared that ‘I was just too frightened
and embarrassed to report the incident at the
time’.
Cases of sexual assault and harassment have
been recorded at Griffith University. However,
this problem is not exclusive to Griffith. The
recent report from the AHRC (2017) Change the
Course: National Report on Sexual Assault and
Sexual Harassment at Australian Universities
2017 suggests this is a national crisis. The AHRC
surveyed approximately 30,000 students from
39 Australian universities and found that 94% of
students who were sexually harassed and 87%
of students who were sexually assaulted did
not make a formal report or complaint to their
university (AHRC, 2017).
Furthermore, women and people who do
not conform to social ideas of femininity and
masculinity are at increased risk of gender-

based violence (Allessi et al. 2017; Ellis 2009;
Hillier et al. 2010). These negative effects
can also be multiplied for particular minority
groups, such as Aboriginal and Torres Strait
Islander LGBTI+ people who may have to
contend with discrimination (e.g. racism and
homophobia) on multiple fronts (Adams,
Cahill & Ackerlind 2005). Intersectionality is
an important consideration in particular issues
that Indigenous people, people with disabilities
and people from CALD backgrounds face while
working or studying. Stigma and discrimination
overlap in unique and complex ways to
compound vulnerability, and enact multiple
stigmas (Alessi et al. 2017; Delaney et al. 2015;
Renn 2010).
The degree of discriminatory incidents
reflects underlying attitudes towards
minorities such as LGBTI+ people, which range
from repulsion and pity to appreciation and
nurturing. According to Riddle’s Homophobic
levels of attitude scale (Wall 1995), the levels of
attitude include:
•

•
•
•

•

•

Repulsion/Pity –LGBTI+ people are
seen as unnatural, sick, crazy, immoral
or sinful
Tolerance – will ignore or ‘put up with’
LGBTI+ people
Acceptance – characterised by an ‘it’s
none of my business’ attitude
Support and admiration – aware of the
challenges that LGBTI+ people face in
society
Appreciation – value the diversity
of LGBTI+ people and are willing to
combat homophobia and be LGBTI+
advocates
Nurturance – assumes that LGBTI+
people are indispensable in our society.
They treat LGBTI+ people with genuine
affection and delight and are willing to
be allies and advocates.

Each of these attitudes was evident in survey
comments, including a disturbing number of
highly homophobic and anti-gay attitudes.
Given the counter-productive nature of these
comments, this report will not specifically
detail these views so as to not lend hate speech
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a voice or give it a platform. Suffice it to say that
these attitudes exist, despite existing policies
promoting equity and an environment free from
such discrimination.
Discriminatory higher education
environments (or the perception of such)
are detrimental to an institution’s reputation
and hamper students’ learning and course
completion. Empirical research has found that
safe and affirming environments directly impact
on a student’s academic experience, intellectual
development, institutional commitment
and persistence in completing a course and
successfully graduating (AHRC 2017; Alessi et
al. 2017). Further, during a recent staff address,
Griffith University’s Vice Chancellor highlighted
and reinforced the importance of retention
rates in all undergraduate and postgraduate
programs.

Support services, networks and
initiatives
Some 17% of survey respondents reported
accessing Student Services in relation to SGD
matters, such as student welfare; counselling
(face-to-face or online); self-help resources
(online); crisis support services; advocacy
services; the Postgraduate Student Association
(GUPSA); the Student Representative Council
(SRC) and the Ally Network. However, by
comparison, these services were accessed by
one in ten non-LGBTI+ students, compared to
one in four LGBTI+ students. Of these services,
face-to-face counselling was most commonly
accessed, as per Figure 8. Students selected
‘other’ to indicate connecting with a trusted
tutor or staff member to ask questions or get
referrals to the listed support services.

Of all those who accessed services, 63%
reported that these services met their needs.
Students based at Logan were most likely to
report having their needs met (89%), as shown
in Figure 9.
Figure 9: Degree to which services met needs

Some 18% of respondents reported that they
faced barriers in accessing services. Students
at Mt Gravatt were most likely to experience
barriers in accessing services (26%), followed
by South Bank students (21%), as per Figure
10. The key barriers that students faced include
awareness of services, delays in accessing
appointments and dispersed campus locations.
Figure 10: Degree to which students
experienced access barriers

Figure 8: Access to Student Services in relation
to sexual and gender diversity inclusion

The utility of the Counselling and Wellbeing
Services (as the most commonly used service)
and the Ally Network (as the only official
LGBTI+ support network) is explored in more
detail below.
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Counselling services
The Counselling and Wellbeing Services (part
of Student Services) was found to be, by far, the
most utilised service accessed for support in
relation to sexual and gender identity. Although
most LGBTI+ Australians live healthy and happy
lives, research suggests that a disproportionate
number experience poorer mental health
outcomes and have higher risk of suicidal
behaviours than their peers. These health
outcomes are directly related to experiences
of stigma, prejudice, discrimination and abuse
on the basis of being LGBTI+ (Jackson, 2017;
National LGBTI Health Alliance, 2017). This
finding suggests that some LGBTI+ students
may need more support than their non-LGBTI+
counterparts, at various times throughout their
degree, in order to successfully complete their
degrees. Extensive empirical research suggests
that LGBTI+ students (youth in particular)
are over-represented in the statistics for
absenteeism, underachievement, depression
and anxiety, and premature exit from education
settings (Castro, 2017; Jackson, 2017; National
Union of Students [NUS] 2015).
The Counselling and Wellbeing Service
operates out of all campuses five days per
week and with a crisis support line available
after hours; however, students are not able
to obtain face-to-face appointments every
day at all campuses because the service is
unable to resource this structure. The service
is intended to support and guide students in
the short term only, and is not marketed as a
long-term solution or service. Most students
make up to four appointments, at which point
they are referred to external services as
required. Clearly, this service is frequently and
consistently used by students. In 2017 alone,
this service supported 2, 500 students across
Brisbane and Logan campuses. LGBTI+ data on
students is not officially collected as per privacy
policies; however, a number of participants who
council students indicated that several clients
identified as LGBTI+.
A number of barriers to accessing appropriate
counselling were identified; namely, (a)
securing an appointment in a reasonable
timeframe; (b) the lack of LGBTI+ discourse and
frameworks; and (c) awareness of the service.

Barrier 1- Appointment timeframes
Overwhelmingly, we found that simply
getting an appointment to access this
service was the main and most prominent
barrier. Students reported waiting times to
be anywhere from 1–4 months. Comments
included:
I wasn’t able to arrange any face-toface counselling sessions at the Nathan
Campus. At all. Despite trying for several
months.
I tried to get help via student welfare and
counselling, and it was so hard to access
or get to see anyone at South Bank (as
opposed to when I studied at Nathan) that I
just gave up.
I was not able to access counselling due to
extremely long waiting periods and I think
more counsellors may be needed as the
current system is overburdened.
I accessed this service not in regards to
a sexuality issue, and I do have to say the
counselling service takes [an] extremely
long time to get an appointment (like a
month waiting period), which can be a
potential barrier.
More often than not, students had to source
support external to Griffith, especially if matters
were urgent or pressing.
One student noted that:
I had to search for [the] counselling service
as it wasn’t obvious, and when I found it I
could not get an appointment for months. I
had to source support elsewhere (external
organisations).
It must be mentioned that despite long
waiting periods, some who met with
counsellors praised their professionalism and
efforts and commented that they felt safe,
supported and they were getting the help they
needed. One student commented that ‘I have
had really good experiences with counsellors
at Nathan; just long waiting periods’.
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Barrier 2- The Lack of LGBTI+ discourse and
frameworks
LGBTI+ students indicated they are often
faced with another layer of difficulty when it
comes to accessing appropriate counselling
services. Several participants commented on
the lack of LGBTI+ discourse and frameworks,
resulting in a disconnect with the appointed
counsellor(s). Several LGBTI+ students noted
that after long waiting periods, they only went
once and did not return.
I didn’t feel they could be of any use to
me as a person who identifies as LGB and
queer.
My councilor [sic] came across as quite
‘inflexible’ when I raised LGBTI+-specific
ideas. I never went back and found support
at an external organisation, which was
costly and impacted on my studies.
Although the counselling staff member I
spoke to regarding support was lovely, I
didn’t feel they understood what it meant to
be gender diverse or fluid and they weren’t
able to respond in a way that really made a
lasting difference to my mental health.
The lack of understanding about issues faced
by LGBTI+ individuals was even more marked
with transgender students than LGB students.
LGBTI+ individuals are by definition sexually
and gender diverse; they are not a homogenous
group, and have different support needs. Some
of the comments from respondents in the
survey included:
The councilor [sic] only mentioned
transitioning via surgery, when I had never
mentioned surgery or if I planned on
getting it.’
I am heterosexual but have a lot of friends
who are LGBTI+ at Griffith. We need
queer-specific support and, for those who
identify as Trans, their support should be
specialised as they have unique needs.
Other support services such as the Health
and Medical Services that provide students
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and staff access to preventative and practical
support for wellbeing were valued, but were
found to lack an understanding of LGBTI+
needs—although the efficacy of this service was
not explored in depth. Participants also praised
the work of the Chaplaincy Service across
campuses. At the same time, they pointed
out that the religious nature of chaplains is a
potential deterrent for LGBTI+ students.
Barrier 3 – Uncertainty about services and
access
Some students indicated that they were
unaware of services available and others were
uncertain as to how to access these services.
Given the potentially sensitive nature of
support needs, students should not have to ask
how to access them; this should be common
knowledge.
I didn’t know where to find them. And I was
too scared to ask.
It was unclear how to contact these
services.
I am unaware of how these services will
help me or how to access them even if I
needed them.
I did not know about student welfare and
counselling services.
No, I did not know about the GP service who
[sic] is aware of LGBTI+ health issues, or
any counselling support.

Ally Network
Established in 2012, Griffith’s Ally Network
consists of staff and students who may or
may not be from the LGBTI+ community and
are passionate about inclusion though the
provision of support. The Network is run by
volunteers and informed by the Sexual and
Gender Diversity Inclusion Strategy known
as Griffith Pride 2016–2017, which was
created to strengthen Griffith’s commitment to
inclusion and equal opportunity in line with the
Australian Workplace Equality Index (AWEI). It
is against this framework that the University’s
performance in LGBTI+ inclusion is ultimately
measured.

Historically, people who were interested
completed Ally-specific face-to-face training
and then volunteered their availability to
support the University’s LGBTI+ community.
Due to limited resources, and Human Resources
input and PiD trainers not being QLD-based,
the requirements have been reduced to
completing a 20-minute online module,
Walking in Rainbow Shoes. It aims to raise
awareness about LGBTI+ inclusion, particularly
in the workplace. Staff Allies can opt to display
a rainbow in their email signature and people
wear rainbow lanyards/badges to indicate their
Ally status (although some line managers are
reportedly reluctant to allow changes to email
signatures).
Although a positive initiative, this research
found that visibility of and engagement from the
Ally Network is minimal. Time and again during
interviews or via the survey the main response
was, ‘What Ally Network?’ or ‘Griffith has an
LGBTI+ Network?’. Similar comments included:
I think I saw a poster once in someone’s
office but that’s it—what do they actually do?
I noticed the library has LGBTI safe space
posters. Is that the Ally Network?
Members of the Ally Network itself were
unclear on their role. A staff member who
had completed the online module and was
recognised as an Ally noted that they were not
clear on what the role actually entailed. They
said:
I am a bit unsure what it means to be an Ally
now—I have the email rainbow signature
but that’s about it. The Network seems a bit
inactive or dormant. Maybe since they are
all volunteers?
A former committee member shared that,
‘Rather than supporting LGBTI+ students
and staff on a practical level, it was about
policy directed by a cisgender straight
white male’.

2

The Go8 comprises eight leading research universities and includes The University of Melbourne,
Australian National University, The University of Sydney, The University of Queensland, The
University of Western Australia, The University of Adelaide, Monash University and UNSW Sydney.

The Constitution of the University’s Equity
Committee requires that the Ally Network
critically review and analyse plans and reports
relating to equity, diversity and social inclusion
from groups and other elements and provide
constructive advice and support. An annual
report is submitted to the Executive Group
and the Equity and Diversity Council. The
researchers were unable to locate reports to
the Equity Committee from the Ally Network
for 2016 and it is unclear if an annual report is
underway for 2017.
A limited timeframe for this study meant that
a robust comparative analysis was not fully
completed; however, this study benchmarked
Griffith against the Group of Eight’s (Go8) Ally
Networks and LGBTI+ services or facilities2.
A comparison of Ally Network and LGBTI+
initiatives to other leading universities (La
Trobe, Queensland University of Technology,
Sunshine Coast, Southern Cross, Curtin,
Western Australia, Wollongong and Otago) was
conducted.
Common facilities at these leading
universities are staff and student ally networks,
dedicated social spaces for LGBTI+ students
and public celebrations of events such as
IDAHOBIT. The University of Sydney and Otago
University have paid LGBTI+ staff positions and
Monash University offers a Queer leadership
scholarship. Most Go8 universities were
found to have gender neutral facilities and all
universities had a visible Ally Network with
website pages that were easy to navigate,
including detailed and downloadable contact
lists or full profiles.
An online search of Griffith’s Ally Network
led to an outdated page and, in searching for a
list of contactable staff Allies, it was not only
unclear whether the list was current, but the
user also needed to add an extra step by adding
found names into the portal’s phonebook
search before finding any useable contact
details. Furthermore, the ‘Join the Ally Network’
link did not seem to work. This may deter
students and staff from joining in the first place.
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One student said,

Towards a more inclusive culture

This is great, but where is the higher level
uni staff representation to make a speech or
acknowledge this day?

The overarching theme was the need for
heightened LGBTI+ visibility, awareness and
engagement. In the survey, respondents were
asked to rate the importance of a range of
initiatives for promoting SGD and inclusion on
a five-point scale from ‘not at all important’ to
‘extremely important’.

There was no formal representation
from Griffith University at Nathan campus
on IDAHOBIT day and no events took place
at the Mt Gravatt or Southbank campuses.
Historically, the Head of Campus at Logan
ensured that this event was fully supported.
It remains unclear if this will continue to be a
priority under the new Pro Vice Chancellor’s
guidance.
Understandably, as volunteers, not all allies
are able to go above or beyond duty, and the
people who do are not able to sustain this level
of engagement. Allies pointed out that,

A safe environment for all (regardless of
gender sexual orientation or gender identity)
was considered the most important by all
students. However, all initiatives were, on the
whole, rated relatively important, more so by
LGBTI+ students (as per Figure 11).
Figure 11: Importance of initiatives for
promoting equality and inclusion (n=799)

We can’t consistently sustain these events
as volunteers. There needs to be a formal
position created for this to be sustainable,
visible and for such [an] initiative to be
monitored and evaluated as with any
performance review.
Another ally noted that:
The biggest issue I feel the movement faces
is the lack of LGBTI+ folks who actually
want to do something, not talk about it but
actually volunteer to write something or
work a stall. Maybe this would improve with
more regular face-to-face coffee catch-ups
or engagement?
An ally and senior manager suggested that:
In order to create effective change, Allies
need to be, and feel, supported and
recognised with endorsement from not only
supervisors but the whole university in a
coordinated collective approach to support,
engage and retain students and staff—as
suggested in several current strategic and
policy documents.
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In the questionnaire responses, there seemed
to be a tension between calls for dedicated
LGBTI+ services (such as a Queer officer and
safe spaces) versus a safe environment for
all. While inclusion was nearly universally
valued, there were different perspectives about
strategies to achieve it. On the one hand, some
participants felt that improved inclusion would
be enhanced by dedicated LGBTI+ space(s) and
support; on the other hand, some felt that there
should be no distinction in space, language
or services because this could perpetuate
exclusivity and emphasise ‘otherness’.
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As much as some students viewed the Library
Safe Space initiative in a positive light, several
students referred to the need for a dedicated,
permanent LGBTI+ room, Queer lounge or safe
space on each campus.
One student said:
Where are our spaces where we can
connect with community, support each
other, reach out or just hang and feel safe
to be ourselves? Putting an LGBTI sticker
on the library door is not the same thing.
You come to uni thinking you will be openly
supported but then the harsh reality sets
in pretty quickly, that LGBTI people are not
valued. Organisations create spaces and
programs when they recognise its value.
Griffith has done much for other groups
but lacks any visible support for LGBTI
students.
Several other students, including those who
identify as LGBTI+, noted that everyone should
be treated the same, ‘that we offer nothing
“special”’ and ‘we should not further segregate
space(s) or make it exclusive’.
One student said:
I think that regardless of your orientation or
gender, you should feel safe and welcome
at uni. I have a disability and have an idea
of stigmatisation and discrimination, and I
know it’s doesn’t make life easy, and I think
the uni should continue supporting these
groups—all marginalised groups, whether
it is LGBTI+ or disabled or any other. I don’t
think there should be designated spaces—
that just divides the community; the whole
idea is not to separate people and groups,
but to include them. If a ‘safe’ space is
required then it should be just a place
where anyone can feel safe as we all have a
right to that and need it at times.
Students made a number of additional
suggestions towards creating a more LGBTI+inclusive culture at Griffith, including: (a)
dedicated LGBTI+ resources; (b) inclusive
marketing, communications and events; (c)
equity education and training; (d) policy and
systems reform; (e) workplace culture; (f)
curriculum development and inclusive teaching;
and (g) gender neutral bathrooms.

(a) Dedicated LGBTI+ resources
The number one response or suggestion that
surfaced from this research was that students
and staff value the idea of a dedicated LGBTI+
or Queer support officer who could closely
work with the University and the existing Ally
or Equity Committees to create and promote
visibility and support for Griffith University’s
LGBTI+ community. A recent study across
UK universities noted the critical importance
of ‘regular and ongoing engagement with
students’ and specifically recommended that
universities implement systemic engagement
with gender diverse students throughout the
year, rather than simply during O-week or days
like the IDAHOBIT (NUS, 2015).
Students and staff commented that this
form of engagement would better support and
promote LGBTI+ inclusion and acknowledge
LGBTI+ issues as unique. Several said that
simply having someone on campus that ‘would
have some understanding of where they
were coming from’ would be a great source of
connection and support. This strategy does not
mean the person would have ‘all the answers’
but at least would be a point of contact for
events, advocacy, referrals and connection to
the wider LGBTI+ community. This officer could
support students and staff by having more
Queer-friendly events and create the visibility
that is currently lacking. Participants said that
displaying posters showing love and support for
our LGBTI+ community was good, but more is
needed to create a safe community where there
is zero tolerance for LGBTI+ discrimination.
Counselling staff noted that:
More staff training (face-to face and
online) in LGBTI+ discourse and context
is desperately needed. Counsellors
themselves need specific LGBTI+ resources
or toolkits to better support students. In
conjunction, a dedicated LGBTI+ officer
would be a great support.
One student noted that:
A queer officer could actively support
LGBTI+ students, and such a service could
help advertise and promote further events
and support available for the students who
identify as LGBTI+, and create awareness
and visibility.
Findings:
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Participants and respondents, overall,
suggested that this person could be a staff
member who would be available to SDG
students who need to connect and engage and
get guidance to access other support services.
In addition, linking with the Ally Network,
they could help coordinate events and create
visibility, thus promoting a more supportive
and inclusive SDG culture and working
environment at Griffith. This person could
lead the Ally Steering Committee, manage the
allies, monitor the Pride Strategy in conjunction
with the Committee and sustainably organise
events (See Annex 5 for a suggested position
description).

(b) Inclusive marketing,
communications and events
Another common theme in the responses
was the need for heightened visibility of
LGBTI+ representation in marketing and
communications at Griffith University.
Clearly, visible support and representation
for the LGBTI+ community at Griffith University
is lacking. Many students commented that,
even in their final year at Griffith, they had
been unaware of events and support services
available and this left them feeling invisible and
unrecognised. More often than not students
sought support and/or attended events outside
of Griffith University. Participants were keen
to point out that the lack of Queer visibility at
Griffith, compared to other universities, was
disappointing to most and upsetting and even
infuriating to others.
Where are the LGBTI+ support staff and
services? Why is it not supported and
transparent? We had no LGBTI+ events at
our campus this year and there are a lot of
LGBTI+ students here. This needs to come
from higher levels in the University and
now … it might be too late for us who are
finishing but it could get a whole lot better
for new students.

page 28

Findings:
Towards a more inclusive culture

Another student shared that:
There is nowhere to go for support other
than the counselling service. Sometimes
you just need to connect with community.
Griffith has nothing for us and if you look
at other unis, there are queer rooms,
events, support networks, gender neutral
bathrooms; all sorts of things. Some of my
friends are thinking about changing unis
because of this.
Participants and respondents shared the
need for representation in marketing materials,
orientation weeks and open days to promote
and create awareness and visibility:
Why are we not represented in Griffith’s
marketing materials? Wouldn’t it make
more sense to promote LGBTI+ inclusivity?
More students might come to Griffith if
there was more visible support.
You need to ensure the visibility of LGBTI+
support and that all students and staff
understand that Griffith welcomes sexually
and gender diverse people, and that
discrimination, harassment or exclusion is
not acceptable nor part of Griffith culture.
Marketing materials need to encourage
imagery of both heterosexual and LGBTI+
students and staff’ to reflect and represent
us.

Student diversity and inclusion
sessions
In an attempt to enhance visibility and
support for LGBTI+ students, the SD&I team
rolled out social inclusion activities in the form
of regular ‘coffee catch-ups’ for students who
identify as LGBTI+ and allies. This initiative
was piloted in Semester 2, 2016, and was well
received at Nathan, Logan and Gold Coast
campuses, with a further 10 sessions conducted
in 2017. Limited resources prevented sessions
from taking place at Mt Gravatt and South Bank
campuses.

The sessions are semi-structured and led
by a student equity programs officer and a
peer mentor. Students receive a free coffee
in a safe environment as a way of promoting
support services or providing external referrals
as required and guidance around relevant
academic information. The aim of these
sessions is to increase the community visibility
and give students a space to ‘be themselves’ in a
safe and supportive environment. This initiative
reflects strategic responsibilities of the Equity
and Diversity Plan and the Pride Strategy. The
SD&I staff noted that:
These sessions promote social support and
opportunities for conversations around
self-identity, community events and
common issues.
A recent evaluation of this initiative showed
that 100% of students who participated
would recommend it to others. Other positive
outcomes include not only the forming of
groups outside of these sessions where
students would support each other with
systemic and academic issues, but also
increasing of access to community events and
sourced referrals.
SD&I conducted an evaluation of these
sessions and students overall found this
initiative to be supportive and useful:
I don’t think there’s needs any
improvement, just more, like
advertisements on campus maybe or more
coffee catch-ups! I love them.
It was great to chat to others and mingle
with new people. I am not ‘out’ to many
people, so the environment was good as
it would not have outed me to others with
whom I may not be ready to tell.
It would be great to involve academics.
As positive as the outcomes have been to
date, the SD&I unit is dependent on The Higher
Education Participation and Partnerships
Program (HEPPP) funding, which was
recently cut considerably for 2018. SD&I aims
to continue their coffee catch-up sessions
as much as possible; however, due to staff

redundancies and competing priorities it
is unclear if it will be sustained, let alone
expanded to all campuses.

Library initiatives
Libraries are often places where people are
generally welcome to explore any topic without
judgment. In September 2016, Griffith launched
their libraries as LGBTI Safe Places. Since then,
all Griffith University Library entrances display
an LGBTI safe place sticker. The initiative aims
to ensure Griffith maintains an atmosphere of
mutual respect and trust by providing a safe
place for LGBTI+ students and staff to work
and study. According to the Pro Vice Chancellor
(Information Services) at the time:
Griffith University has always been a place
where everyone is welcomed with open
arms no matter your background, and we
believe providing a safe place for LGBTI
staff and students is a natural progression
of this. (O’Brien 2016)
The LGBTI safe place sticker is used to show
that Griffith University is welcoming, supportive
and actively engaging with LGBTI+ staff and
students. When asked about this initiative,
participants’ comments ranged from positive or
indifferent to critical.
To be honest, I was really happy to see the
LGBTI+ safe space stickers. It’s better than
nothing.
I have always loved libraries and used to
work in one. I think this is a really positive
move but it does not mean there is really
any engagement with the LGBTI+ students.
You can’t call a library a safe space. Can
people talk freely? Can they share their
stories and find acceptance? No, and these
are the things that a safe space needs.
A Library staff member and Ally Network
Committee member shared that they wrote
a piece on the Library Safe Space initiative
for a national library magazine and had
received many calls and emails from other
libraries wanting to roll out a similar initiative.
Subsequently, Toowoomba’s council library is
now a safe space, which is a positive step.
Findings:
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The Library, in conjunction with the Ally
Network, organised free LGBTI+-related
lectures. At QCA on 12 October 2017, they
held a session, Moral panic & media mayhem.
How far have we come on safety of LGBTIQA+
youth?, with prominent LGBTI+ guest speakers,
and allowing for a panel discussion and a Q&A.
Approximately 80 people attended this event.
During an interview, one of the speakers said
that:
Several students and staff made reference
to not only the importance but also the
timeliness of the event given the air of
heightened anxiety due to the marriage
equality debate and current political
climate.

Griffith needs to be more inclusive and
address how students and staff can become
allies rather than ignorant to LGBTI+
issues. There should be educational spaces
available to open the mind sets of others
who don’t believe in queer and gender
fluidity.
On commenting that this is an educational
institution that encourages (or should
encourage) critical thinking, a student noted:
Surely that gives Griffith the opportunity
to educate people about LGBTI+ people
and issues and why inclusion and diversity
is important not only for Griffith, but for
society as a whole.

Other Library initiatives implemented were
designed to ensure that all current and new
front-line Library staff complete the Walking
in Rainbow Shoes module, which is now part
of the online orientation process. They also
include LGBTI+ topics in their newsletters and
organised the Marriage equality survey result
to be televised in all the libraries.

Some students commented on the
challenges of the intersectionality of being
LGBTI+, identifying as having a disability, and
coming from a culturally and linguistically
diverse background while studying at Griffith:
‘There is just not enough awareness and
education. Staff have been rather tactless and
incompetent, affecting my mental health’.

(c) Equity education and training

(d) Policy and systems reform

Another common theme to emerge from
respondents and participants was the need
for equity training and education: possibly
for students, but mostly for professional and
academic staff, including tutors.

Many people noted the need for not only the
creation of inclusive policies, but also the visible
promotion of zero tolerance of discrimination
towards LGBTI+ people across campuses and at
all events. Clearly, it is vital that educators and
equity practitioners in higher education need
to ensure that the university setting for LGBTI+
people is created, supported, maintained
and promoted in the same way as it is with
all students: desirable, safe and affirming
independent of class, race, ability or sexual and
gender identity.

Participants and respondents shared that
all Griffith staff urgently need to attend or
undertake LGBTI+ sensitivity training and in
doing so, instil and spread LGBTI+ awareness,
empathy and understanding.
One student requested that we educate staff
and students because ‘discrimination hurts but
ignorance is just as harmful’:
We need and deserve a more accessible
and evident display of support and
acceptance across ALL campuses by
promoting and training Allies of the LGBTI+
support groups.
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In terms of operating systems, this study
found that Griffith has adjusted gender fields
on forms to M/F/X, which is a positive finding.
However, this is yet to trickle through to
research ethics guidelines, and at the same
time, Student Services indicated that they
sometimes experienced glitches between the
‘point and click’ system and the PeopleSoft
operating system when changing pronouns.
For example, when a student did make changes

at Student Services, it would not always be
communicated effectively to other systems.
This has resulted in people being addressed
incorrectly at counselling appointments or in
class, causing further distress, embarrassment
or discomfort.
One staff member who is also a postgraduate
student with Griffith said that:
LGBTI+ individuals or the LGBTI+ cohort
of students should be included in policy
and practice aimed at not only facilitating
access to further learning but be actively
and visibly supported to ensure their
retention whilst fostering a zero-tolerance
stance on LGBTI+ discrimination. Griffith
is not visibly or actively engaging in this
space.
The latest Strategic Plan 2018–2019 no
longer mentions any priorities relating to
LGBTI+ staff, students or the Ally Network. The
previous Strategic Plan 2013–2017 identified
one of its main priorities as ‘Maintain the Ally
Network to support LGBTI+ staff and students’.
One postgraduate student put it this way:
The only way to effect positive change is
through policy reform and implementation,
the visible support and promotion of
LGBTI+ campus life, staff training and, last
but not least, an overhaul of curriculum to
include aspects of LGBTI+ culture and voice.
Maybe then staff will listen to students and
get their preferred names and pronouns
right instead of embarrassing them in front
of a full class.
For policy to be effectively implemented it
must be supported with appropriate resources
(NUS, 2015).

(e) Workplace culture
While the main focus of this research was
on student experiences, staff who participated
in this research also reflected on Griffith as a
workplace. A number of staff who identify as
LGBTI+ confided that they often feel compelled
at work to avoid issues, and that there is no
Queer research.

Universities can be challenging places
to pursue research agendas on workplace
heterosexism and homophobia (Creed 2005;
Rumens 2017). Fear of ostracism has led many
LGBTI+ individuals to remain closeted while
working and/or studying at university. Some
academics choose not to write on LGBTI+ issues
to avoid being stereotyped as ‘Queer scholars.’
Some LGBTI+ academics may choose not to
research LGBTI+ issues within the institutions
that employ them. Ozturk and Rumens (2014)
suggest that universities, business schools and
management departments can be intensely
heteronormative institutions and some LGBTI+
academics are dissuaded from researching
LGBTI+ issues. At Griffith, a longstanding
academic shared that ‘Queer theory and
topics simply do not align with the neo-liberal
agenda.’
We found other workplace culture issues to
include overworked staff and under-resourced
departments that focus on student welfare
and wellbeing. The Counselling Service in
particular has very high demand, with long
waiting periods for students booked in for
appointments and this, unfortunately, has
become the norm. Others commented that the
overall workplace culture, particularly Student
Services, is highly pressured due to staff and
services being overburdened and underresourced. One senior manager noted that
‘There is a persistent culture of good people
being overworked and under-resourced,
leading to “burnout” and a fairly high staff
turnover’. Another asked:
Where is the due diligence and professional
support from the University? Students have
dropped out of their courses due to feeling
excluded or not supported, some of them
from our LGBTI+ cohort.

(f) Curriculum development and
inclusive teaching
We didn’t ask specific questions in the
survey regarding the teaching environment
or the curriculum; however, a common theme
emerged from the open-ended questions in the
survey and in the interviews. Students indicated
challenges in that LGBTI+ representation or
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voice in the curriculum is absent, ignored or
even at times dismissed. Some LGBTI+ students
and staff felt it was important to have LGBTI+
voices in their course curriculum, specifically in
law, human services, social work, nursing and
midwifery, and psychology.
A psychology tutor shared in the survey that:
The students were required to enter data
collected in class from an experiment to
an online document, and we were using
gender as a variable. Only male or female
tick boxes were offered. After class I
had one student approach me literally in
tears because they could not answer this
question and submit their data (I believe the
student was transgender). I spoke to the
convener about this. I don’t know if anything
has been amended for this year’s cohort.
M/F/ Gender is often used as a variable
in classes involving statistics. I don’t
know what can be done to change this. I
supported this student the best I could—I
really felt for them. Staff should be made
aware of potential issues such as this and
need awareness and response strategies if
something were to arise in class.
A social work student said:
We discussed this issue as part of our
course. Social workers ought to be
inclusive and so should be aware of forms
of discrimination and ways to alleviate
negativity.
A psychology student in a counselling course
had a question around SGD that was ignored,
and swiftly dismissed. She noted that:
As a lesbian ‘who came out later in life’ I
found this rather strange given that this
is a counselling course in the School of
Psychology. No one pressed the issue or
asked for further clarification. It bothers me
to date. This an institution for learning and
it’s unacceptable behaviour.
A law student noted that ‘an openness to
debate political ideology exists but no LGBTI+
examples were readily found in our course
content’.
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Others addressed the long-overdue point
that curriculum needs to include an LGBTI+
voice, reflect their experiences, and that there
is an expectation of inclusivity in all academic
writing.
A nursing student suggested that:
Key degrees should incorporate
compulsory LGBTI+ training (e.g. teaching,
nursing, social work). As a member of
the LGBTI+ community, I get very underrepresented in a very heteronormative and
heterosexual-centric course.

(g) Gender neutral bathrooms
Another key issue that several LGBTI+
students and staff raised was the need for
gender neutral bathrooms on campus.
We definitely need gender neutral
bathrooms so that transgender or gender
fluid persons feel safe and comfortable.
This has been an amazing addition at other
universities across Australia.
One student claimed that, ‘At the moment,
the only ones are the disability access
bathrooms, which I feel uncomfortable using
in case someone with mobility issues needs it’.
While specially designed bathrooms
specifically built to be gender neutral can
be costly, there are other flexible ways of
implementing gender neutral bathrooms that
do not require significant investment. Members
of the Ally Network are currently undertaking
a review of some such ideas, so it would be
advisable to consult with these members to
identify a range of possible alternatives to the
current system.
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1. Implement, enforce and clearly advertise
zero tolerance policies regarding
homophobic, bi-phobic, Transphobic and
Queerphobic behaviour, harassment and
bullying in any and all Griffith University
spaces, including online.

1.1. Include examples of LGBTI+ people’s

experiences of bullying, harassment and
vilification in policy documents to ensure
that staff and students throughout
the University better understand
unacceptable behaviour that can cause
distress.

2. Include ‘respect for a student’s identity’

in the University’s Code of Conduct and
create processes where students and
staff could easily change names and/
or pronouns to prevent situations where
students and/or staff are misnamed or
misgendered online or in person.

2.1. Consult with relevant areas of the

University to streamline administrative
processes and database management
relating to collection and storage of
gender fields on forms, in databases and
in research ethics guidelines that are
amended to consistently and efficiently
support accurate use of pronouns and/or
name changes.

3. Create a clear and visible online repository
(e.g. dedicated LGBTI+ website) for
relevant resources such as existing
policies and complaint procedures,
contacts and supporting resources
to address homophobic, bi-phobic,
Transphobic and Queerphobic behaviour,
and establish a point of contact on campus
so students and/or staff can easily
report acts of harassment and bullying
committed against them or against
someone they know. This would be in line
with the Safe Campuses Taskforce agenda
and University Australia’s ten-point action
plan to raise awareness of sexual assault
and harassment and lift the visibility of
support services for students.

4. Fund, recruit and employ dedicated full-

time Queer officer(s) to support and
advocate for LGBTI+ students, actively
increase LGBTI+ visibility across campuses
and engage and connect with other
university networks and the wider LGBTI+
community (see Annex 5 for suggested
position description).

4.1. Ensure that this new role is supported

by the Executive Group and strategically
offers ongoing resources and support to
the Ally Network, Pride Working Group,
Ally Steering Committee and any LGBTI+
initiatives to allow these to fulfil their
remits and remain active and visible.

4.2. Support relevant areas of the University

under the guidance of the Ally Steering
Committee to undertake a range of
awareness-raising activities that create
improved visibility of LGBTI+ people
on campus. This includes symbolic
actions of support, such as raising
the rainbow flag at all campuses, and
participation in the Brisbane Pride
march and other affiliated events such as
Pride Fair day, International day against
Homophobia, Biphobia, Transphobia
and Intersex-phobia (IDAHOBIT), Trans
Remembrance day, Intersex Awareness
day and Wear it Purple day.

5. Provide funding to recruit and employ

additional counsellors at each campus to
meet the increasingly high demands on
this service and to support the ongoing
mental health needs of all our students.

5.1. Employ and develop counsellors and

medical staff who have the skills,
knowledge and experience of supporting
people who identify as LGBTI+. Ensure
the development and marketing of our
capacity to support people who identify
as LGBTI+.

6. As part of Griffith’s HR recruitment

protocols, include the completion of the
online Walking in Rainbow Shoes unit as
part of the workplace health and safety
induction, and encourage capacitybuilding among staff by providing relevant
LGBTI+ seminars and/or PiD workshops.
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7. Ensure that LGBTI+-related market stalls

are visible at O-week, Bounceback Market
days and any other University events.

8. Provide resourcing and implement

diversity and cultural capability training for
all clubs officers and representatives as a
prerequisite for funding.

8.1. Brief clubs and groups participating in

orientation or Market days or any other
events about respectful behaviour and
Griffith University’s zero tolerance for
discrimination towards LGBTI+ vendors,
clubs, students and/or staff.

9. Introduce multipurpose accessibility

bathroom facilities on all campuses,
ensuring that these bathroom locations
are included in relevant signage and are
clearly identifiable on campus maps.

10. Ensure effective monitoring of social media
protocols in relation to critical incidents in
order to address student and community
concerns and to contain reputational risk.

11. Review marketing materials and resources
to increase visibility of LGBTI+ diversity
and inclusion.

12. Set up and support an academic

curriculum review committee in each
School to review and update course
content to increase LGBTI+ inclusion
and visibility (see Annex 6 for LGBTI+
-inclusive teaching guidelines).

13. Introduce a Vice Chancellor’s Excellence

Award for Gender Diversity and Inclusion
in the annual awards for professional and
academic staff and a Queer Leadership
Scholarship for students; for example:
https://www.monash.edu/students/
scholarships/current/view/monashqueer-leaders-scholarship-5788.
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Annex 1 – Glossary of terms
Cisgender: A term to describe a person whose
gender identity corresponds with the sex the
person had or was identified as having at birth.
Cisnormativity: Coined as a term to describe
a normative regime in which it is ‘normal’ for
individuals to be cisgender, and whose personal
gender identity is the same as the sex category
they were assigned at birth.
Gender: The term gender refers to the way in
which a person identifies or expresses their
masculine or feminine characteristics. Gender
is generally understood as a social and cultural
construction. A person’s gender identity or
gender expression is not always exclusively
male or female and may or may not correspond
to their sex.
Gender identity: The term gender identity
refers to a person’s deeply held internal and
individual sense of gender.
Gender expression: The term gender
expression refers to the way in which a person
externally expresses their gender or how they
are perceived by others.
Heteronormativity: Typically understood as a
normative regime that requires individuals to
inscribe themselves into a hierarchical sexual
order, but it is also mobilised as an analytical
category to examine how heterosexuality
acquires a normative status in society against
which LGBTI+ individuals are often cast as
‘abnormal’ and ‘unnatural’.
LGBTI+: An internationally recognised acronym,
which is used to describe Lesbian, Gay,
Bisexual, Trans and Intersex people collectively.
Many sub-groups form part of the larger
LGBTI+ movement.

SOGII: An internationally recognised acronym
that is used to describe sexual orientation,
gender identity, and intersex status collectively,
primarily for the purposes of law and
policy, most often in human rights and antidiscrimination law.
Intersex: The term intersex refers to people
who have genetic, hormonal or physical
characteristics that are not exclusively ‘male’
or ‘female’. A person who is intersex may
identify as male, female, intersex or as being of
indeterminate sex.
Microaggressions: The everyday verbal,
nonverbal, and environmental slights, snubs,
or insults, whether intentional or unintentional,
which communicate hostile, derogatory,
or negative messages to target persons
based solely upon their marginalised group
membership. These hidden messages may
invalidate the group identity or experiential
reality of target persons, demean them on a
personal or group level, communicate that they
are lesser human beings, suggest they do not
belong with the majority group, threaten or
intimidate, or relegate them to inferior status
and treatment.
Trans: The term Trans is a general term for a
person whose gender identity is different to
their sex at birth. A Trans person may take steps
to live permanently in their nominated sex with
or without medical treatment.*
*Throughout different cultural contexts,
transgender identities have specific terms. For
example, in some Aboriginal and Torres Strait
Islander communities some Sistergirls and
Brotherboys are also Trans people.

Sexual orientation: The term sexual orientation
refers to a person’s emotional or sexual
attraction to another person, including, among
others, the following identities: heterosexual,
gay, lesbian, bisexual, pansexual, asexual or
same-sex attracted.
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Annex 2 – Australian LGBT+ uni guide
Criteria
1. Is there a policy that protects LGBT+
students from discrimination and
harassment?
Does the University have a policy in place
that specifically makes reference to LGBT+
people? Does it refer to harassment
and/or discrimination on the grounds of
sexuality, gender identity, intersex status
bodily diversity or atypical physical sex
characteristics? Does it mention possible
sanctions for those who transgress the
policy?
2. Do all staff receive mandatory training
on the policy to protect LGBT+ staff
and students from discrimination and
harassment and to ensure that the policy is
enforced?
Do all staff attend or take part in mandatory
training on the inclusion of same-sexattracted people to ensure they know how
to enforce transgressions of the policy? Is
there also mandatory training on Trans and
gender diversity awareness and on Intersex
status, to promote the understanding and
inclusion of people born with atypical sex
characteristics and to ensure staff know how
to enforce transgressions of the policy?
3. Is monitoring conducted and data collected
around sexual orientation and/or gender
identity and Intersex status?
Do the University and/or students’ union
monitor the sexual orientation, gender
identity and Intersex status of current or
prospective students so they can better
tailor their services? Are the reasons for
the collection of this information explained
so that students feel comfortable about
declaring it?
4. Are welfare and support services,
information and resources offered for
LGBT+ students?
Do the University or students’ union
(SRC) offer tailored support to L, G, B
and/or T students and/or students with
intersex variations—either through specific
information, counsellors, programs or
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welfare representatives? Is information
available from either the University or
students’ union on issues such as coming
out, bullying and harassment, homophobia,
biphobia, Transphobia, disclosure or
stigma? Is it clear where this specific
support can be accessed?
5. Is there a society for LGBT+ students?
Is there a specific society in the students’
union or University for L, G, B and/or T
students and/or students with Intersex
variations? Are these societies active, do
they hold regular meetings and is it clear
how to approach and become involved in
them?
6. Are events held specifically for LGBT+
students?
Are specific one-off or regular events for
L, G, B and/or T students and/or students
with Intersex variations or on LGBT+ issues
held by the students’ union or University?
These could be social nights in the students’
union, regular events held by a society, a
parade entry or trip to events such as Pride,
the commemoration of IDAHOBIT or Intersex
Awareness day or academic, political or
other conferences covering such areas.
7. Is consultation done with LGBT+ students?
Are L, G, B and/or T students and/or
students with Intersex variations consulted
as part of the University or students’ union
decision-making processes? For instance,
is there an L, G, B and/or T representative
and/or students with Intersex variations
representative on the students’ union
council or on, say/for example, the
University’s diversity committees? Are there
other ways in which the views of L, G, B and/
or T students and/or students with Intersex
variations can be communicated or in which
those students are consulted?
8. Is there an Ally Network for LGBT+ staff
and students?
Is there a network for L, G, B and/or T staff
and/or staff with Intersex variations that
is supported by the University? Does this
welcome non-LGBT+ allies? Does this
network extend to LGBT+ students?

9. Is career advice provided specifically to
LGBT+ students?
Do the University, the campus career
service or students’ union provide specific
information or advice to L, G, B and/or T
students and/or students with Intersex
variations regarding the workplace? Do they
provide information on organisations they
could consider joining to meet other LGBT+
people in their chosen industry?
10. Is the University a member of Pride in
Diversity?
Is the University a member of Pride in
Diversity (PiD), a not-for-profit workplace
program designed specifically to assist
Australian employers with the inclusion
of LGBT+ employees? This is a sign to
prospective students that the University
takes the inclusion of LGBT+ people
seriously.
11. Is there engagement with wider
LGBT+ communities or with external
organisations on LGB, Trans and Intersex
issues?
Does the University sponsor, support or
consult with any LGB, Trans and gender
diverse or Intersex-led organisations,
events, programs or initiatives external to
campus? Does it have links with external
organisations on LGB, Trans and/or
Intersex matters, for instance with potential
employers regarding making the workforce
a safe and supportive place for LGBTI
graduates? Does the University reach out to
prospective LGBTI students?

13. Does the University provide access to
sports facilities for Trans and Intersex
students?
Does the University have a policy in place to
enable access to sports facilities by people
who are transitioning or have transitioned
and/or to people born with atypical sex
characteristics who may wish to compete
in their birth and legal gender? Does the
University have in place specific private
changing facilities for people with innate or
acquired variations in sex characteristics?
14. Does the University provide support for
transitioning students?
Does the University have simple
administrative procedures for change of
name and gender in official documentation
that also ensures protection of privacy?
15. Does the University support students who
identify as non-binary?
Does the University have gender neutral
toilets and changing facilities? Do University
forms permit use of a non-binary gender
marker such as ‘X’?

12. Are the health needs of LGBT+ students
supported?
Does the University support inclusive safer
sex education programs and initiatives for
LGBT+ students such as specific advice
and information or access to the HPV
vaccination? Does the University provide
care for students who wish to, or are,
transitioning? Does the University provide
health support such as counselling and
post-surgical function for students born with
Intersex variations?
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Table 1
Griffith University – Criteria assessment

Table 1 adapted from: https://lgbtiuniguide.org.au/griffith-university/
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Annex 3 – Questionnaire

4.

1. Are you a current or former
undergraduate or postgraduate
student at Griffith University?

Yes

Undergraduate

No

Postgraduate

I am unaware of LGBTI+ Clubs
at Griffith

Alumni
2.

At which campus do you spend the
most of your time?

5.

Nathan

Have you attended any events on
campus celebrating sexual and
gender diversity (such as Pride or
IDAHOT)?

Mt Gravatt

Yes

Logan

No

The Conservatorium (The Con)
– South Bank

I am unaware of any sexual
and gender diversity events on
campus

Queensland College of Art
(QCA) – South Bank
Off Campus (Offline Griffith
student or Open Universities
student)
3.

Have you been, or are you
currently, a member of an LGBTI+
Club at Griffith?

6.

Extremely supportive

Select one or more of the following
options to describe your sexual
orientation and gender identity.

Very supportive
Supportive

Lesbian

Somewhat supportive

Gay
Bisexual
Transgender
Intersex
Questioning
Queer
Asexual

How supportive is the environment
at Griffith University in regards to
sexual and gender diversity?

Not at all supportive
7.

Have you experienced any
discrimination or exclusion
based on sexual orientation or
gender identity while at Griffith
University?
Yes
No

Heterosexual
Cisgender
Other
Annex 3
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8.

Have you accessed any of the
following student services in
relation to sexual and gender
diversity inclusion?

9.

Did these support services meet
your needs?
Yes
No

Student welfare services

N/A

Counselling (Face-to-face)

Please explain
_____________________________
_____________________________
_____________________________

Counselling (Online)
Self-help resources (Online)
Crisis support service

10. Did you face any barriers in
accessing these services?

Advocacy services
Postgraduate Student
Association (GUPSA)

Yes
No

Student Representative Council
(SRC)

N/A

Griffith Ally Network

Please explain
_____________________________
_____________________________
_____________________________
_____________________________
_____________________________

None of the above
Other (please specify)
_____________________________
_____________________________
_____________________________

11. How supportive is the environment at Griffith University in regards to sexual
and gender diversity?
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☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

12. What can Griffith do better to
support LGBTQI+ students?
__________________________________
__________________________________
__________________________________
__________________________________
__________________________________
13. How can Griffith grow an inclusive
culture that values the contribution
of sexually and gender diverse
people?
__________________________________
__________________________________
__________________________________
__________________________________
__________________________________
14. Would you like to participate in,
and contribute towards, upcoming
focus groups?
Yes - Feel free to contact me.
Yes - However, I will look out
for the emails regarding focus
groups and decide then.
No thanks - Not at this time.
15. If you would like to be contacted to
participate and contribute towards
an upcoming focus group, please
provide your contact details below.
This is entirely voluntary.
Name: ___________________________
Email: ___________________________
Phone: ___________________________
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Annex 4 - Interview questions
Discussion questions
The interviews begin with general
questions about societal views to
encourage discussion flow, then
follow up with more specific questions
about views and/or experiences and
suggestions.
The main questions are designed to
gather data from participants regarding:
1.
2.
3.
4.

Experience to date
What is working well
What is not working
Suggestions for improvement

1. Regarding sexual and gender
diversity inclusion, what has been
your experience to date at Griffith
University as a:
• Domestic or international student?
• Staff member
• Student and staff member
2. What is Griffith University currently
doing that is working in this space?
Why?
3. What is currently not working at
Griffith University regarding sexual
and gender inclusivity? Why not?
4. What can Griffith University do
to improve its sexual and gender
diversity inclusion approach?
Reflective practice
After each interview or group
discussion, a reflective process is used
to take notes and/or debrief to capture
main ideas or emerging themes.
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Annex 5 - Queer Support Officer
position description

POSITION DESCRIPTION

and gender diverse support programs and
events across Griffith University’s Brisbane
and Logan campuses. The Support Officer
uses expertise in change management to
effectively engage, promote, and deliver
strategic activities that result in equitable
and inclusive student outcomes. This
position provides strategic advice relating to
sexual and gender diverse equity, diversity
inclusion including legislative compliance
and monthly reports to relevant University
committees.

Key Accountabilities
• Provide support and networking for

sexual and gender diverse students
through activities or events, and
link students with existing support
services and/or networks such as
Clubs, the Counselling and Wellbeing
Service, Health Services and Student
Services.

Background
Mainly based at Nathan campus with
travel between South Bank, Mt Gravatt
and Logan campuses as required for
events or to support students. The Queer
Support Officer will work alongside a
range of internal and external stakeholders
including, but not limited to, the Ally
Network, the SD&I team in Student
Services, the Postgraduate Student
Association, the Student Representative
Council (Advocacy), the Ally Network, Pride
Working Party/Group and the wider Queer
community, to enhance SGD awareness and
support the experience of students who
identify as SGD, which is key to this role.

Role Objectives
Working under the broad supervision
of TBC, the Support Officer is responsible
for the development, coordination,
implementation and evaluation of sexual
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• Champion sexual and gender diverse
equity and inclusion through the
provision of introductory and ongoing
training and education for students
and staff.
• Organise and coordinate social events
that celebrate diversity, inclusion and
wellbeing such as IDAHOBIT, Wear it
Purple day, RUOK? day, Harmony day,
Transgender Remembrance day and
so on.
• Engage and collaborate with the
Ally Network and/or the Pride
working party of student and staff
representatives to act as an advisory
group to Griffith University on issues
of sexual orientation and gender
identity and support the development
of the Pride Strategy for 2018–2020.
• Assist the University in providing an
inclusive environment for students
irrespective of sexual or gender
identity.

• Promote positive attitudes towards
sexual and gender diverse people
and increase (on campus and online)
visibility of sexual and gender diverse
equality, including (but not limited to)
promotional materials and awareness
initiatives across the University and its
Brisbane and Logan campuses.
• Develop a range of strategies to
enhance visibility and engagement
of students who identify as sexual
and gender diverse, enhancing
where possible existing support and
processes, and piloting innovative
strategies where needed, engaging
with external stakeholders such as Out
for Australia, Open Doors, QUaC and
others.
• Take a proactive role in assisting
student leadership bodies such as
the SRC and/or GUPSA with ongoing
activities, events and projects.
• Provide strategic advice and updates
relating to sexual and gender diverse
equity, diversity inclusion and
engagement in monthly/quarterly
reports.
• Ensure compliance with relevant
legislation and University policies
and procedures, including equity and
health and safety and exhibiting good
practice.
• Promote fair, ethical and professional
work practices in accordance with the
University Code of Conduct.

Selection Criteria

understanding of issues and events
specific to people who identify as
sexual and gender diverse or LGBTI+.
• Significant experience in developing
and delivering equity and diversity
programs to a high standard.
• Demonstrated ability to work at both
group and individual support level.
• High level of organisational skills and
a demonstrated ability to manage
concurrent programs/events.
• High level of written and oral
communication skills including
a demonstrated ability to write
comprehensive, succinct reports.
• Ability to work both independently
and to work collaboratively as part of a
multi- functional team.
• Knowledge and understanding of
equal academic opportunity principles
and practices, and sensitivity to
issues relating to student equity and
aspiration for and transition to tertiary
study.
• Experience in organising and
managing functions/events for large
groups.
Desirable
• Recent work experience in student
equity or student support within a
university or similar setting.
• High level of computer literacy and
experience, using it to enhance
students’ learning experiences.

Essential
• Tertiary qualification in a relevant
area (e.g. social sciences, humanities,
education).
• Strong interpersonal skills and a
demonstrated ability to develop a high
level of rapport when working with
people from diverse backgrounds,
particularity a deep knowledge and
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Annex 6 - Inclusive teaching and
learning resource list
Australian Research Centre in Sex,
Health and Society (ARCSHS) - The
Centre is dedicated to the advancement
of knowledge and applied skills in sexual
health research and education locally,
nationally and internationally. Their
core competencies are in research and
research methodologies, education and
training, and policy advocacy. http://
www.latrobe.edu.au/arcshs
Classroom Management Tools by the
Intergroup Relations Center, Arizona
State University, including ‘ground rules
for dialogue’, ‘conflict de-escalation
strategies’, ‘addressing disruptive
behavior’ and ‘generating constructive
dialogue’. www.asu.edu/irc/resources/
factools.html
Cultural and Inclusive Practice
Toolkit - Flinders University - This
toolkit is designed to support university
faculties to monitor their own practice
for strengths and identify areas for
development. It is not a prescriptive,
fixed set of practices. The toolkit can be
used by individuals for self-reflection or
by small groups to facilitate discussions,
and includes strategies and suggestions
for enhancing inclusive practices in a
variety of University settings through
case studies and anecdotes. www.
flinders.edu.au/cdip/tookit.htm

page 52

Annex 6

Gay and Lesbian Health Victoria An independent unit within the Health
Science Faculty at La Trobe University
that encourages and fosters research
into all aspects of homosexuality, sexual
attitudes and behaviours, gender, and
any issues related to or of relevance to
the lesbian and gay community. www.
glhv.org.au
Inclusive Teaching Strategies – A
collection of articles on creating
inclusive classrooms in Universities.
Center for Teaching, Vanderbilt
University, US. www.vanderbilt.edu/
cft/resources/teaching_resources/
interactions/diversity.htm
Liggins, S, Wille, A, Hawthorne, S &
Rampton, L 1993, Affirming diversity:
an educational resource on gay,
lesbian and bisexual orientations, New
Zealand Family Planning Unit, Auckland
Educational Unit.
Robinson K, Irwin J & Ferfolja, T (eds)
(2002), From here to diversity: the social
impact of lesbian and gay issues in
education in Australia and New Zealand,
Harrington Park Press, New York, NY.

