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Rainbow Coalition of Yellowknife (RCYK) is an outreach program designed to 
support queer and trans youth in Yellowknife. RCYK is dedicated to creating a 
safer space for queer and trans youth in Yellowknife through: raising awareness 
about queer or trans issues and identities; helping queer or trans youth 
build confidence; supporting parents of queer and trans youth to accept, 
understand and love their children; providing advice or support to community 
agencies and organizations about queer and trans issues; advocating for 
a safer more equitable territory for queer and trans youth, and; operating a 
Rainbow Youth Centre in Yellowknife.

WRITTEN BY : Jacq Brasseur for Rainbow Coalition of Yellowknife

This material was printed with the support of the Government of the 
Northwest Territories.

Electronic versions of this toolkit and other resource materials available 
online at www.rainbowcoalitionyk.org/resources
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Everybody deserves to feel safe at work...

 According to the Canadian Centre for Diversity and 
Inclusion, almost one-third of LGBTQ+1 Canadians have experienced 
discrimination in the workplace. A survey commissioned by Telus 
found that one-third of Canadians don’t find their workplace safe 
or inclusive for gay and lesbian employees, and as high as 45% of 
Canadians don’t find their workplace safe or inclusive of transgender 
employees. Looking at these statistics, we can assume that there is a 
likelihood that LGBTQ+ employees in workplaces around the North 
experience homophobia, transphobia or biphobia in the workplace or 
feel unsafe at work.

 In order for people to be productive and to grow as 
professionals, they need to feel comfortable at work. For LGBTQ+ 
people, a safe and comfortable workplace might look different than 
what it looks like for people who are heterosexual or cisgender2. 
Often, people don’t realize that their workplace even has LGBTQ+ 
employees, but this is most likely due to the fact that over half of 
LGBTQ+ Canadians aren’t open about their identity at work. This 
means that there are most likely LGBTQ+ employees that you don’t 
know about!

 By reading and implementing some of the suggestions in 
this toolkit, you can create a safer work environment for LGBTQ+ 
employees, as well as LGBTQ+ clients or customers that might access 
your business, company, organization or agency.

 Everybody deserves to feel safe at work, and you can help 
make that happen!

1 LGBTQ+ refers to the lesbian, gay, bisexual, transgender, Two-Spirit,  
queer & questioning community
2 Cisgender is a word that describes people who identify as the same 
gender that they were assigned at birth; not transgender
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Tip 1Have the knowledge.

Knowing which words to use and what questions to ask is really daunting, 
but it’s really important. Without having a simple understanding of 
the challenges and issues of what your LGBTQ+ co-workers, staff or 
employees might be experiencing, you won’t be able to establish the 
policies, procedures and measures to ensure that LGBTQ+ people are 
safe at work.

Rainbow Coalition of Yellowknife creates and maintains resources on 
our website. Other good places to learn from are organizations like 
Egale Canada, GLSEN (Based in the United States), PFLAG Canada, the 
Canadian Centre for Diversity and Inclusion, and the Canadian Centre 
for Gender and Sexual Diversity. 

You can also contact RCYK about hosting a workshop in your workplace 
to help educate staff, co-workers, managers and employees about 
LGBTQ+ issues and identities.

• Make books or articles related to LGBTQ+ people in your 
sector available in any workplace libraries or databases.

• Include “working with LGBTQ+ customers or clients” in any 
training. (e.g. in a restaurant setting, you could instruct wait 
staff to make sure that they try and stay away from gendered 
pronouns)

• Support relevant conference opportunities that touch on 
LGBTQ+ issues and identity.
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Make it explicit.Tip 2

It can be tempting to assume that issues regarding LGBTQ+ specific 
bullying or violence are automatically included in any rules or policies. 
It’s important to say it out loud and make it explicit for all staff in your 
workplace. That way, they know that they weren’t left out.

Some LGBTQ+ people might not feel comfortable being “out” at work, 
which means that they may have a hard time asking about their rights. 
By being loud and clear about the fact that LGBTQ+ workers have the 
right to work free from discrimination or bullying, staff won’t have to ask 
questions that may out them.

RCYK can work with you on creating an “explicitly accepting” 
workplace. Some examples of this include:

• Put up “positive space” posters up around the workplace.
• Ensure that anti-homophobia and anti-transphobia policies 

exist to protect staff, and that there’s a grievance procedure 
available for people to access if there’s a problem.

• During orientation, be sure to discuss anti-discrimination 
policies in relation to LGBTQ+ identity.

• Work to include gender neutral and inclusive language in 
meetings and staff get-togethers. (e.g. instead of inviting staff 
to “bring their husbands and wives”, try suggesting that staff 
“bring their partners”)
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Update documents.

All workplaces have policy and procedure manuals that include anti-
discrimination, human resource policies, strategic plans or other 
aspects of work. These policies and procedures should be inclusive of 
LGBTQ+ people, experiences and identities.

Many workplaces also have forms and documentation that either 
employees or customers/clients have to fill out. The majority of forms 
aren’t always inclusive of LGBTQ+ identity. Imagine if the first point 
of contact to a business or organization is through a form, and you’re 
unable to fill out the form because the boxes don’t work for you. Many 
LGBTQ+ people would choose to go elsewhere.

RCYK offers support to help managers and employers review 
documents. 

• If you’re asking for a person’s gender or sex on a form, ask 
yourself if it’s relevant or required. If it isn’t, consider taking it 
out entirely, or simply leaving a blank space for people to fill in 
their own.

• Include gender-neutral pronouns and language in policies 
and procedures. (e.g. “they” instead of “he or she”; “partner” 
instead of “husband or wife”)

• Ensure that as many forms or policies as possible support 
LGBTQ+ people who might not use their legal name.

Tip 3
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Speaking of policies and procedures, be sure that any human resource 
policies include LGBTQ+ staff members’ experiences. Workplaces 
should support all staff, regardless of their sexual or gender identity. This 
also includes the staff selection process: LGBTQ+ people shouldn’t feel 
like they’re excluded from being hired.

In the same way that people with disabilities or visible minorities have 
unique needs at work, LGBTQ+ people also have specific support 
requirements. For example, LGBTQ+ people are at a higher risk of 
mental health issues, addiction and poverty.

Not only can you point staff in the direction of RCYK if they need support, 
but we can also work with your workplace to put procedures in place 
that work to support all staff.

• Make sure that LGBTQ+ staff members have the same rights in 
terms of their partnerships as heterosexual staff. (e.g. if a staff’s 
partner has a family member pass away, they should have the 
same rights as a heterosexual staff member to take time off for 
the funeral or service)

• Any workplace counselling service should be accepting and 
respectful towards LGBTQ+ people.

• Consider including LGBTQ+ identity under any affirmative 
action policies.

Support all staff.Tip 4
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Support initiatives.

When doing any workplace fundraising event or charity campaign, 
consider donating to local or national LGBTQ+ organizations. LGBTQ+ 
organizations often have to operate on little to no money due to a lack 
of understanding of the importance of LGBTQ+ focused groups.

For many people, particularly young people, there’s a constant 
fear of accessing any social service or accessing any help from an 
organization that isn’t  LGBTQ+ focused because of a fear of violence 
or discrimination. 

Supporting these organizations financially not only shows that a 
company or organization values and is inclusive of diversity, but it is also 
a really great promotional tool. LGBTQ+ people often choose to shop 
at LGBTQ+ friendly companies.

Consider donating to Rainbow Coalition of Yellowknife, NWT Pride, St. 
Patrick High School’s L.I.F.E. Group, Sir John Franklin’s GSA, Hay River 
Pride or other Northern LGBTQ+ organizations.

• Host a bake sale with rainbow-coloured treats.
• Sponsor organizations with a company donation.
• Consider volunteering as a group at a local Pride event or 

festival.
• Give employees or staff time off to be able to attend LGBTQ+ 

related events or festivals.

Tip 5
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People often think that homophobic and transphobic bullying or 
violence is only something that happens to young people. In reality, 
violence or bullying targetting somebody’s sexual or gender identity at 
work is really common. In reality, bullying based on somebody’s actual 
or perceived sexual orientation can be legally considered as sexual 
harassment, while bullying based on somebody’s actual or perceived 
gender or gender expression can be grounds for a human rights 
complaint.

It’s important that homophobic, biphobic and transphobic comments, 
violence and bullying are taken seriously by workplace supervisors. 
It’s also important that management or senior staff recognize that 
homophobia and transphobia should not be tolerated in the workplace. 
This means that it’s necessary to believe and listen to staff members  
who bring this sort of discrimination to the attention of management.

• Anti-discrimination policies should explicitly name that 
discrimination based on gender expression, intersex status, 
sexuality and relationship status is prohibited.

• Put preventative measures in place to protect LGBTQ+ people 
rather than waiting for something homophobic or transphobic 
to happen.

• Provide employees with information about how to file a human 
rights complaint.

• Have policies in place that allow staff to stand up to clients or 
customers who make homophobic or transphobic comments 
or actions.

End violence.Tip 6
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Looking for more?

 If you’re looking for even bigger ways to implement 
LGBTQ+ inclusivity in the workplace, don’t worry! 

 The Rainbow Coalition of Yellowknife is always willing to 
work to support workplaces in creating a safer place for LGBTQ+ 
people. We’re able to host workshops, consult on workplace 
policies and procedures, offer peer support to employees and 
even give you ideas of how to celebrate and recognize your 
LGBTQ+ staff.

 We also encourage all employers to check out Pride At 
Work, a Canadian organization that empowers employers to 
foster workplace cultures that recognize LGBTQ+ employees 
through dialogue, education and thought leadership.

www.prideatwork.ca
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Contact us!

If you have any questions, thoughts or concerns, don’t hesitate 
to contact us!

Rainbow Coalition of Yellowknife
P.O. Box 1751 Stn. Main

Yellowknife, NT
X1A 2P3

5112 52nd Street
Yellowknife, NT

X1A 1T6

867-444-RCYK
info@rainbowcoalitionyk.org
www.rainbowcoalitionyk.org
facebook.com/rainbowcoyk

@rainbowcoyk




