
Case Study: LGBTQ+ 
Inclusion in the 
Workplace

Where queerness and disability intersect —
and what workplaces get wrong

Hugh O’Keeffe · Inclusion Lead · Onvero
9 July 2026



2

One identity the world eventually sees. 

One I still choose to share — in every 

new room.

Gay man. Living with limb -girdle muscular dystrophy. Two identities, 

one career.

Text Slide

Coming out 
twice
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Text Slide

Pride events physically 

inaccessible to many disabled 

people. Venues without step -

free access. Sensory 

environments that exclude. A 

culture centred on youth and 

able bodies.

Disability spaces

Support groups and networks 

that assume everyone is 

straight and cisgender. 

Language, imagery and 

social norms that erase queer 

identity. Missing from both 

conversations.

LGBTQ+ spaces

Two movements, two blind spots
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Infographic 
Slide

The data: a compounded experience

6.4%
of disabled people in England 
identify as LGB+ — over double the 
2.6% for non -disabled people

ONS Census 2021

1 in 5
LGBT disabled people don’t feel 
they can be themselves at work

Stonewall Work Report 2018

40%
of LGBTQ+ people are disabled — a 
far bigger intersection than most 
organisations recognise

ParaPride

The audience you’re designing for is bigger than you think.



Designing processes 
that challenge both 
biases

5

Text Slide

Recruitment

Audit job ads, interviews and 
assessments for heteronormative 
and ableist assumptions at once.

Retention

Ask ‘What do you need to thrive?’ in 
every joining conversation — the 
whole person, not one trait.

Promotion

Look at who gets sponsored, stretch 
assignments and visibility — through 
an intersectional lens.
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Centre the voices of queer 
disabled employees

• Mentorship and sponsorship should 

actively include people with intersecting 

identities — not treat them as edge 

cases.

• Learn from those leading the way: 

ParaPride, Regard (est. 1989), UK Black 

Pride.

• Don’t silo your networks — disability and 

LGBTQ+ groups should talk, and people 

should belong to both.

Reflection

“If you sit at the intersection, 
neither network fully 
represents you — unless you 
deliberately build that 
bridge.”



Destigmatise intersectionality

Every action either 

includes or excludes. 

There is no neutral.

• Normalise conversations about identity —

all of it, not just the comfortable parts.

• Ask, don’t assume — a diagnosis won’t tell 

you what someone needs.

• Make your own events genuinely 

accessible — including your Pride 

celebrations.

• Prejudice is active. Being forgotten is just 

as harmful.
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Intro Slide
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Four things to take back

Text & Image Slide

Train intersectionally

Equip leaders and HR to understand 
compounded identities — not just single 
characteristics.

Audit your processes

Review recruitment, onboarding and 
promotion for heteronormative and 
ableist bias.

Bridge your networks

Get disability and LGBTQ+ groups 
collaborating — joint events, shared 
learning, mentoring.

Ask the question

“What do you need to thrive?” — before 
anyone has to disclose, justify or prove.



Thank
you.

Hugh O’Keeffe

Inclusion Lead · Onvero

hugh.okeeffe@onvero.org.uk

linkedin.com/in/hughok

Onvero supports 400+ organisations with training, guides and expert 

support on building inclusive workplaces.

Explore membership at onvero.org.uk
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