LGBTQ+ 101
As an LGBTQ+ owned organization, Hummingbird Humanity is committed to the wellbeing of the LGBTQ+ community. Every human being deserves to feel seen, included,
and celebrated in their workplace. When we achieve this, innovation thrives,
engagement escalates, retention increases, and performance improves across the
board.
We hope this guide serves as a starting point for building bridges of trust and creating
more inclusive environments and successful outcomes for your LGBTQ+ employees.

L
G
B
T
Q
+

The
Acronym

Did you know?
1 in 5 Gen Z identify as LGBTQ+
(NCBNews, 2021)

LGBTQ+ stands for Lesbian, Gay, Bisexual, Transgender, and Queer/Questioning.
The order and letters included can vary, but LGBTQ+ is often accepted as a
standard way to reference the wider community for the sake of brevity and in
recognition of the many gender and sexuality labels it encompasses.
Lesbian: Typically refers to someone who identifies as a woman who is attracted
to women.
Gay: Typically refers to someone who identifies as a man and who is attracted to
men.
Bisexual: A person attracted to people of 2 or more genders, often including their
own.
Transgender: Sometimes shortened to ‘trans’—is a term used to describe a
person whose gender identity does not conform with the sex assigned at birth.
Not all people who find conflict between their gender identity and assignment at
birth identify as transgender, but many do.
Queer: An umbrella term that refers to identities that are outside of social norms
when it comes to gender identity or sexual orientation. It is also used to refer to
people who are attracted to all or many gender expressions. It should also be
noted that "queer" is a reclaimed term with formerly derogatory connotation
and should not be used unless a person identifies that way.
Questioning: A term for people who are unsure of their sexuality and still in the
process of exploring and wish not to be labeled.
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Sexual Orientation, Gender
Identity, and Expression
It’s important to understand, within the
acronym, the difference between sexual
orientation (e.g. lesbian) and
gender identity (e.g. transgender).
Sexual Orientation:
The desire for love or sexual activity with people of the opposite sex, the same sex, or
people of various identities (e.g. lesbian, heterosexual, bisexual).
Gender Identity:
The internal, deeply-held sense of one’s gender which may be the same as or different from
one’s sex assigned at birth. A person’s gender identity man, woman, neither or both (e.g.
cisgender, transgender, non-binary).
Sex Assigned at Birth:
A combination of chromosomes, hormones, internal and external reproductive organs, and
other characteristics (e.g. male, female, intersex).
Gender Expression:
The representation of gender as expressed through one’s name, pronouns, clothing,
hairstyle, behavior, voice, or similar characteristics (e.g. feminine, masculine, androgynous).
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Additional Terminology
Cis-Gender:
A term used to describe a person whose gender identity conforms
with their sex assigned at birth (e.g. assigned male at birth, identifies
as a man).
Non-binary:
A term used to describe a person whose gender identity is not
exclusively male or female. For example, some people have a
gender identity that is neither.
Gender Non-Conforming:
A term used to describe a person whose gender expression differs
gender stereotypes, norms, and expectations in a given culture or historical period.
Two-Spirit:
A term used by some Indigenous and First Nations people as an umbrella term to
describe people who are not straight and/or cisgender. Many Indigenous communities
have specific words in their language to describe these experiences, but some do not.
This term should not be used to describe people who are not Indigenous
Pansexual:
a person who is romantically or sexually attracted to people regardless of gender
expression. They may be attracted to some people more than others, but gender is not
a limiting factor.
Asexual:
(often shortened to “ace”) a person who doesn’t experience a sexual attraction/desire for
sexual activity. Asexuality is widely recognized as a sexual orientation unto itself. While
asexual people may have sex, sex isn’t a definining part of their relationships to others.
Asexual people often experience romantic, emotional, and/or physical attraction to
others. (Other labels that fit on the spectrum of asexuality include demi- or gray-sexual.
Those who fit the more mainstream experience of sexual attraction are commonly
refered to as “allosexual”).
Intersex:
a person with a genetic, genital, reproductive or hormonal makeup that makes
categorizing their sex as male or female less apparent based on bodily features.

Important Note:
Global Indigenous Identities: There are other terms for indigenous identities across the
world, that resemble transgender, gender non-conforming, and non-binary identities as
well. In Mexico’s Oaxaca state, there are muxes, who dress as women and sometimes
assume “traditional female roles within the family and society.” Hijra is an identity from
South Asia that the Supreme Court of India recognized in 2014 as a “third gender.”
Though some people may classify these identities as transgender, some people of these
identities may reject the label of transgender as being a term imposed upon indigenous
cultures by colonizing powers. (DOH, 2020)

Did you know? 1 in 100 births have bodies that differ from standard male or female. (ISNA, 2008)
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Pronouns
Nothing may be more personal than the way in which people refer to us through our
name and pronouns. Using a person’s chosen name and desired pronouns is a form of
mutual respect and basic courtesy. Examples include “she/her” or “he/him” or genderneutral pronouns, such as “they/them”.
Some folks have difficulty using “they” in the singular form. However, we do it all the
time! If a wallet is left behind, we would say “someone left their wallet, we should try to
find them!”

Did you know?
The Oxford English Dictionary traces the singular use of “they” as early as the 1375
romance poem William and the Werewolf. (Oxford, 2018)
You cannot always guess someone's pronouns based on their appearance or gender
expression. For example, you may see someone who appears to you to be distinctly
masculine or feminine, but they may be non-binary and use they/them pronouns. It is far
better to ask than to make an assumption. Here's how:

USES THE WRONG PRONOUN

What if I make a mistake?
If you misidentify someone’s pronoun,
apologize succinctly and move on. A simple
and sincere, “I’m sorry,” followed by correct
pronoun usage, is ideal. Don’t over-emphasize
the mistake or redirect the conversation to be
about the apology.
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LGBTQ+ & Microaggressions
Microaggressions are the everyday slights, indignities, insults, put-downs, and invalidations that
marginalized populations experience in their day-to-day interactions with well-intentioned
individuals who are unaware that they are engaging in an offensive or demeaning way. Here
are some examples of how these manifest in relation to the LGBTQ+ community:
Microassaults:
Small behaviors that are intentional and purposely hurtful (e.g.,
using the wrong name or pronouns, name-calling, or making
derogatory statements or threatening gestures).
Microinsults:
Rude statements that are usually unintentional or unconscious
that indicate ignorance or bias (e.g., asking inappropriate
questions about genitals or surgical status, redirecting
someone to another bathroom, or making facial expressions
that reveal confusion or disgust).
Microinvalidations:
Statements or actions that are usually unintentional or
unconscious that ignore, minimize, or nullify a person’s identity
(e.g., having only two options for sex/gender on forms, telling
gender non-conforming people that they should not be upset if
people are confused by their gender, or saying ‘I am sure they
didn’t mean it that way’ in response to a report of
antitransgender prejudice”).

How do I interrupt microaggressions?

UCSC’s microaggression language toolkit.

Do's & Dont's
Part of acknowledging our humanity is that no human being is perfect. We all make
mistakes and unintentionally harm others. Here are some tips on language to avoid that
might harm LGBTQ+ folks:
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There are many slurs and much derogatory
language that references LGBTQ+ people. There are
also many terms LGBTQ+ don't use anymore, which
include:

* This was originally used to diagnose people with mental illness, and has been used so
frequently by people opposed to LGBTQ+ communities, that it has taken on a negative
connotation.
** This is a medical term used to refer to people who lived as their gender identity. It is
not something that feels good or kind to transgender people.
*** Derogatory if one doesn't identify that way, or if you're not using it to specifically to
refer to someone who identifies as such.

Avoid backhanded compliments
While you may intend to be supportive, comments such
as the following can be hurtful, or even insulting:
"Wow! I would have never
known you were gay!"

"He's so handsome, I would
have never guessed he was
transgender."

"You're so brave."
"You look just like a
real woman."
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Allyship 101
Our workplaces have a long way to go when it comes to being inclusive. According to a
survey conducted by Inclusive Leaders Group, over half (53%) of LGBTQ+ employees
had heard lesbian and gay jokes at work, while 37% had heard bisexual jokes, and 41%
had heard (Inclusive Leaders Group, 2020). Allyship requires action, and it starts at the
personal level. Here are 5 starter tips from The Equality Institute:

1.
2.

Educate yourself on what the
letters mean, especially the
spectrum
of
gender
and
sexuality. Remember: it's not just
two boxes, male and female, or
straight and gay. There is a lot of
gender and sexual identity
diversity. Think outside the box.

Educate yourself on the laws
which may or may not protect
your LGBTQ+ loved ones. For
example, as of 2022, it's still legal
to deny someone LGBTQ+ (or
assumed to be) access to
housing
or
public
accommodations in about 27
U.S. states. If you disagree with
that, speak up and vote to
promote
change--LGBTQ+inclusive protections can also
happen at the city or county
level. Find out the status in your
area at www.LGBTMap.org

3.
4.
5.

Have a zero-tolerance polcy with
microaggressions
(subtle
comments which are acts of
exclusion). For example, speak
up if you hear "That's so gay."
Approach your allyship from a
place
of
curiosity
not
confrontation(i.e. "What did you
mean when you said, "that's so
gay?")
Add your pronouns to your email
signature and your LinkedIn
profile and start sharing them at
the beginning of meetings to
"normalize" the sharing of
pronouns and send a signal that
LGBTQ+ folks can trust you to
come out.
Look for ways to personally
connect with your LGBTQ+
colleagues
simply
by
being
yourself,
asking
open-ended
questions, and having empathy.
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Uncover your own bias: Increasing your awareness around your implicit biases will help
you learn how to be an LGBTQ+ ally. A good starting point: Take Harvard's Implicit
Association Test (IAT), which tests your sexual orientation and transgender bias.

Additional Tips from GLAAD on allyship:
Don't make assumptions about a person's sexual orientation.
Sexual orientation is about who we're attracted to. Gender identity is about our own
personal sense of being a man or a woman, or neither of those binary genders. Cisgender and transgender people can be gay, lesbian, bisexual, straight, or any other
sexual orientation.
You can't tell if someone is transgender just by looking.
Transgender people don't look any certain way or come from any one background. Many
transgender people do not appear "visibly trans," meaning they are not perceived to be
transgender by others. It is not possible to look around a room and "see" if there are any
transgender people. (It would be like a person looking around the room to "see" if there
are any gay people.) You should assume that there may be transgender people at any
gathering or in any space.
Don't ask a transgender person what their "real name" is.
For some transgender people, being associated with their birth name is a tremendous
source of anxiety, or it is simply a part of their life they wish to leave behind. Respect the
name a transgender person is currently using. If you happen to know the name someone
was given at birth but no longer uses, don't share it without the person's explicit
permission.
Be careful about confidentiality, disclosure, and "outing."
Some LGBTQ+ people feel comfortable disclosing their identity, while others do not. An
LGBTQ+ person's identity is personal information, and it is up to them to share with
others. Do not casually share this information, speculate, or gossip about a person you
know or think is LGBTQ+ if they haven’t shared publicly. Not only is this an invasion of
privacy, it also can have negative consequences in a world that is very intolerant. LGBTQ+
people can lose jobs, housing, friends, or even their lives when other people find out about
their identity.
Be patient with a person who is questioning or exploring their gender identity.
A person who is questioning or exploring their sexual orientation or gender identity may
take some time to figure out what's true for them. They might, for example, use a name or
pronoun, and then decide at a later time to change the name or pronoun again. Do your
best to be respectful and use the name and pronoun requested.

hummingbirdhumanity.com
hummingbirdhumanity.com

8

“There is no such thing as a single-issue struggle because we do not live single-issue
lives.” - Audre Lorde
LGBTQ+ people are Black, Brown, Indigenous, people of color, sex workers,
undocumented, immigrants, disabled, poor, incarcerated, elderly, and a number of other
marginalized identities. Understand that LGBTQ+ people come from all backgrounds and
life experiences
Know your own limits as an ally.
Don't be afraid to admit when you don't know something. It is better to admit you don't
know something than to make assumptions or say something that may be incorrect or
hurtful. Seek out the appropriate resources that will help you learn more. Remember
being an ally is a sustained and persistent pattern of action; not an idle or stable noun.
Did you know? Employees report feeling exhausted from spending time and energy
concealing their sexual orientation (17%) and gender identity (13%).
(Inclusive Leaders Group, 2020)

Organizational Allyship
Now that we’ve shared some information on how to start your personal journey
to becoming an LGBTQ+ ally, here are some actions from Medium you and other
colleagues can take to advocate for LGBTQ+ employees in the workplace:
Ask about employment equity in your workplace policies. It should
clearly state that every team member and job applicant has a right to
equal treatment with respect to employment without regard to sexual
orientation, gender identity, or gender expression.
Find out if anti-discrimination and harassment policies include
protections for LGBTQ+ employees from homophobia, biphobia, and
transphobia.
Speak up when you hear exclusionary, derogatory, or inappropriate
comments in the workplace. Staying silent makes you complicit.
Instead of "Hey guys", refer to a group of people as team, folks,
everyone, y’all, etc.
Understand that one LGBTQ+ individual doesn’t represent the whole
group and is not a stand-in for the entire community. Each person’s
experience is unique and generalizations should not be made.
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Ask for gender-inclusive bathrooms.
Remove gendered language from job postings.
If your workplace celebrates Mother’s Day or Father’s Day, be sure to
celebrate same-sex couples and non-binary parents as well. Some
may celebrate these days while others may feel totally uncomfortable
and erased. Check in with your LGBTQ+ parent coworker to see what
feels best for them.
Advocate for professional development trainings focusing on
LGBTQ+ affirming practices.
If you find yourself getting frustrated or upset when a colleague
points out a gaffe or blind spot of yours, step back to listen and selfreflect.
If you work in a medium to large organization, encourage and
support the formation of an LGBTQ+ network or resource group so
that LGBTQ+ employees have visible role models, peers, and
organizational support.
Use meetings with your LGBTQ+ ERG to learn what LGBTQ+ issues
are arising where your company does business, and to help form
strategic responses with support from external LGBTQ+ experts and
consultancies.
June is LGBTQ+ Pride Month, and a time when many brands
showcase support for LGBTQ+ people. June should not be the only
time this support is exhibited, but it is the loudest time of year for
allies to express support for the community.
Don’t assume that this list doesn’t apply to you, a well-intentioned
person. Be thoughtful: think about what position of privilege you
occupy in the world and how it might differ from the barriers and
obstacles LGBTQ+ people face every day.

Did you know? A quarter (25%) of LGBTQ+
employees report staying in a job due to a
LGBTQ+ inclusive work environment.
(Inclusive Leaders Group, 2020)
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Assess Your Organization’s
LGBTQ+ Competency
Here are some questions from the DOH’s Unity Project that you can bring to your
employer to begin assessing your organization’s LGBTQ+ competency:
The following questions can give you a sense of the employer’s/referral’s
LGBTQI+ competency. All of the questions will ideally be answered affirmatively,
unless the criteria differ otherwise.
• Has the employer’s/referral’s staff received training on LGBTQI+ issues?
• How many of the staff at the organization (or, if more relevant, site) were
trained out of how many total staff, and what were their roles? (You want to
see a high proportion of staff, above 50 percent, trained, and across different
areas of the organization, including executive level, secretarial and security
staff, in addition to workforce staff)
• Was pre- and post-training knowledge tracked in each training,
and what were the outcomes? (You will want to know how many
people answered questions correctly pre- and post)
• Did the training that staff received include information about
gender non-conforming and non-binary people?
• Did the training include information on intersex people?
• Did the training include information about microaggressions?
• Do staff have experience using names other than an employee’s legal name,
e.g., someone’s affirming name, that’s typically associated with a gender other
than the sex assigned at birth?
• Are staff familiar with pronouns other than he/him/his and she/her/hers?
• Are staff familiar with the pronoun set “they/them” being used for any other
reason than referring to a group of people?
• Does the non-discrimination policy for the employer include sexual orientation,
gender identity, and gender expression (or variants, e.g., it specifically
mentions transgender people instead of the broader categories of
genderidentity and expression)?
• If the employer offers health insurance, do they offer plans that cover
transition-related care?
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Community Allyship
Part of an organization’s successful DEI initiatives includes corporate social
responsibility and social impact. GLAAD has a great list of ways in which individuals, as
well as leadership and the organization, can show up for LGBTQ+ employees, loved
ones, and all other members of the community beyond Pride month:
Extend support to the political fight. True corporate allies do not donate to
candidates or elected officials who introduce, vote yes, or otherwise support antiLBGTQ+ legislation (such as blocking access to gender-affirming care for trans
youth) or block passage of pro-LGBTQ+ legislation like the Equality Act. Develop
criteria to vet elected officials and political donations by evaluating candidate
platforms and LGBTQ+ voting records.
Use your company’s influence, privilege, and internal resources to speak out against
local and national anti-LGBTQ legislation. Examples of points to leverage include
social media, marketing, public relations, and government affairs, to speak out
against local and national anti-LGBTQ legislation. Engage with other businesses and
connections, provide leadership and encouragement to do the same. Speak out and
support pro-LGBTQ legislation when proposed.

Did you know?
There have been 238 anti-LGBTQ+
bills filed in the U.S. in 2022.
(NBCNews, 2022)

Support LGBTQ+ media via advertising buys to get your message heard. Include
LGBTQ+ publications, digital and print, in media plans during Pride and all year
round.
Support the notion of Pride 365 and plan LGBTQ+-inclusive campaigns and support
for the community year-round, not just during Pride month.
Tell authentic and accurate LGBTQ+ stories, spotlighting LGBTQ+ people and issues
year-round on social media, in editorial, and in internal communications, with
consideration for how these stories enter into a cultural context and conversation.
Don’t market to the moment, join the movement: Give back to LGBTQ+ advocacy and
direct service non-profits. Involve LGBTQ+ employees in deciding the causes and
organizations to support, and include state and local organizations, as well as
organizations led by and serving transgender people and LGBTQ+ people of color.
Beware of rainbow washing practices.
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What is Rainbow Washing?
A Guide to Companies’ Unethical Practices.
We hope this guide serves as a starting point for your LGBTQ+ allyship journey. There is
an abundance of language and terminology that may not be covered in entirety here.
This does not mean that the language is new, just that the language is new to you or
people have found a way to describe something they did not have words for in the past.
Language is complex, imperfect, and ever-evolving. Remaining curious and taking time
to explore resources to better understand new language you encounter is part of being a
good ally.
We may not necessarily understand someone’s experience of the world, but we can
always practice empathy. We can acknowledge and validate people’s experiences that
may differ from our own. We can educate ourselves on how to uplift each other and
celebrate our uniqueness. Lastly, we can treat everyone as we would like to be treated;
with care, compassion, and respect.

Additional Resources
The Anti-Violence Project
Out & Equal Workplace Advocates
Straight for Equality
National Center for Transgender Equality
The Sylvia Rivera Law Project
The Trevor Project
GLAAD
Human Rights Campaign
National LGBTQ Task Force
Equality Federation
Asexual Visibility and Education Network
Family Acceptance Project
Family Equality
LGBT National Help Center
It Gets Better Project
Stonewall Museum & Archives
Out for Work
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