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intended to be a substitute for legal counsel on any subject matter.

http://www.stonewall.org.uk 




B2 |Creating workplaces that are 

inclusive of BAME LGBT people

Facilitators | Leah Buckle, She/Her, Empowerment 

Programmes Delivery Officer

Yassine Senghor, She/Her, Client Account Manager, Public 

and Third Sector

Speakers | Mariama Wurie, Product Marketing Manager, 

Google

Vish Gaikwad, Chair / Glitter Cymru and Mental Health 

Outreach Worker / Cardiff County Council 



KEY TERMINOLOGY

LGBTQ - Lesbian, gay, bi, trans, queer

BAME - Black, Asian and minority ethnic

PoC - People of colour  

QTIPOC - Queer, trans, intersex people of colour



Why are we talking about being BAME & LGBT?



KEY STATISTICS

HALF of black, Asian and minority ethnic LGBT 

people (51 per cent) have experienced 

discrimination or poor treatment from others in 

their local LGBT community because of their 

ethnicity. This number rises to three in five black 
LGBT people (61 per cent).



KEY STATISTICS

17 PER CENT of black, Asian and minority ethnic 

LGBT people, have faced domestic abuse from a 

partner in the last year, compared to 11 per cent of 

LGBT people overall. 

45 PER CENT of black, Asian and minority ethnic 

LGBT people, attend LGBT-specific venues or events 

in their local community at least once a month, 

compared to 22 per cent overall.



RACISM WITHIN THE LGBT COMMUNITY



Box ticking

Grievance politics

Aggregate identity

INTERSECTIONALITY!



INTERSECTIONALITY!

• Intersectionality is a prism through which we can understand people’s 

identities, and how they can compound one another. 

• Activism and inclusion that pushes for gender equality, for example, may be 

incomplete if they don’t account for how black women, trans women, and 

disabled women experience inequality and discrimination.  



Class

Wealth

Nationality

Dis/ability Faith

Trans

Status

Race

Sexual

Orientation

MEGender

Identity



PRIVILEGE!

You had it easy

You don’t deserve what you’ve got

You’re a bad person



PRIVILEGE

Privilege is a special right or advantage afforded to a particular person or 

a group of people.

In the context of social inequality, it means some people are treated 

better than others based on characteristics such as their race, religion or 

belief, sexual orientation, class, gender, identity and/or ability.

Many have been impacted by a lack of privilege and thus power due to 

various intersections 



PRIVILEGE & ALLYSHIP

Acknowledging privilege is difficult because our lives aren’t always easy or without struggle. 

Acknowledging your own privilege offers you the opportunity to centre and amplify the 

experiences of others, who may not be afforded the same advantages as you. 

It’s not always safe or possible for people with less privilege to be themselves and often 

harder for them to be valued and respected. When you have privilege you can use it to uplift 

those around you who have less of it.



PRIVILEGE IN THE WORKPLACE?

• Seeing people like you in positions of power within the organisation. 

• Feeling able to contribute in a meeting or creative discussion.

• Having your work ethic praised, rather than disparaged.

• Not worrying about your identity being a barrier to progression.

• Being referred to by your correct pronouns, or having your name 
spelt correctly



CHALLENGES BAME/PoC LGBT FACE AT WORK

• Discrimination during the recruitment process 

• Unconscious bias

• Racial harassment from colleagues 

• The glass ceiling

• Lack of role models



KEY POINTS & POSSIBLE STRATEGIES

• Intersectional anti-bullying and/or anti-discrimination policy

• Ensure BAME LGBT employees are clear on the routes to report bullying and harassment 

and that staff are trained to know what this looks like

• Consider where and how you appeal to potential BAME LGBT applicants

• Display multiple identities on promotional materials, websites and on social media 

platforms 

• Include explicitly inclusive statements on job packs



KEY POINTS & POSSIBLE STRATEGIES cont.

• Understand how bias impacts on hiring and progression

• Making networks more accessible and inclusive 

• Encouraging cross network collaborations

• Encourage feedback from multiple networks on policy and procedure

• Recognition of network contributions during appraisals

• Empower allies 



• Profile role models with multiple identities

• Create proactive questioning and feedback opportunities

• Create access to BAME LGBT inclusive internal and external support 

groups and information

• Support and encourage training and progression opportunities for BAME 

LGBT staff

• Paying people for the work

KEY POINTS & POSSIBLE STRATEGIES cont.



KEY POINTS & POSSIBLE STRATEGIES cont.

• Monitor BAME LGBT satisfaction rates

• Provide mentoring and reverse mentoring opportunities for BAME 

LGBT staff

• Diversifying interview panels and working groups

• Support community groups that represent multiple/intersectional 

identities

• Proactively consult with BAME LGBT service users on feedback, 

barriers and areas of improvement



Case study 1

Racism in the LGBT community

Femi is visiting a well-known gay bar with some colleagues after work and has invited you to come along, 

where a drag queen is performing a comedy act on stage. During the stand-up, the drag queen notices 

that Femi is a person of colour and makes a joke that makes Femi visibly uncomfortable, before saying 

“Don’t worry, I’m not racist, I have a colour TV”. The crowd, including Femi’s other colleagues, laughs, 

and on noticing that Femi isn’t laughing, one of his colleagues tells him to get a sense of humour, and 

that his ex-boyfriend was also a person of colour. You organised the night out with colleagues, what 

could you do to be an effective ally? 



Case Study 2

A new employee has started at your organisation, called Ayesha and she is interested in joining 

network groups. Ayesha is a Muslim bi woman of colour who uses a wheelchair. How do you 

advise her?



BAME LGBT+ Inclusion: My Journey

Vish Gaikwad

Chair / Glitter Cymru

Mental Health Outreach Worker / Cardiff County Council 

Twitter: @GlitterCymru

Email: GlitterCymru@gmail.com







My Tips For BAME LGBT+ Inclusion

1. Listen to BAME LGBT+ voices

2. Do your research and know the challenges 

3. Acknowledge intersectional identities - remember the Equality Act 2010

4. Put out consistent visible and supportive communications   

5. Set up and support staff networks 



Mariama Wurie

She/Her

Product Marketing Manager  

Google
LinkedIn: https://www.linkedin.com/in/mwurie

Confidential + Proprietary

http://www.linkedin.com/in/mwurie
http://www.linkedin.com/in/mwurie


Why am I here?

Mariama Wurie

Marketing Analyst at Google for 3

years

Lover of travel, QTIPOC, and 

smiling too much

Proud member of Gayglers

and the Black Googler

Network

Help groups maintain / build relationships with 
QTIPOC  organizations around London

Consult on QTIPOC events &  inclusion for 
the community



In 2019, Gayglers (the LGBTQ+ employee resource at Google) took huge 

strides to prioritize the voices the  LGBTQ+ community of color by :

● Creating an internal group focused on the QTIPOC community

● Funding and hosting 2 key events aimed at pioritizing the voice of this

community

○ UK Black Pride Event @ Google

○ Tech for LGBTQ+ Black Empowerment (Black History Month dinner)

● Making QTIPOC an integral part of the 2020 Gaygler plan to continue the 

work started in 2019

Bringing QTIPOC center stage of the Google LGBTQ+ Community



UK Black Pride Event @ Google

Theme: UK Black Pride, Celebrating the voices of 

the  QTIPOC community

Details: Partnership between Google & UK Black 

Pride  to host an external event that highlighted the 

voices of  the QTIPOC community, features musical 

acts, art  exhibit, panel, fireside chat, and 

networking  opportunity

Attendees: 150+ QTIPOC community members 

and  allies

Outcome: Close relationship and partnership with 

UK  Black Pride, Networking / future collaboration 

between  attendees, panelists, musicians



Tech for LGBTQ+ Black Empowerment Event (Black History 
Month Dinner) Theme: Empowering QTIPOC in Tech

Details: Curated an intimate dinner between 
tech  companies focused and nonprofits that 
focus on the  QTIPOC community

Attendees: 50 driven and committed
professionals

Outcome: Relationship building and 
networking for  Google, tech companies, 
and non-profits, tangible  steps for future 
work together (key points for  collaboration 
were internal advocacy, skills training,  evnet
support)



Google’s work with Stonewall BAME Network

Gayglers has always had a close relationship with Stonewall (we work closely on 

partnership, charity, etc.)

In 2019, we solidified relationship with BAME network when their co-chairs attended 

the Black History  Month dinner.

This support has (and will continue to) manifest in a number of ways:
● Internal Advocacy (spreading awareness of BAME events with the Google 

community, both QTIPOC  and when applicable, broadly)

● Partnership (partnering when hosting events by providing support with event space, 

speakers, etc.)
● Discussion (maintaining an open line of communication between Gayglers and the 

BAME network to  keep the door open for new opportunities and ways of working

together)



Thank you for attending this workshop.

Refreshments are now being served in 
Marble Hall.


