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ii. Abstract 


Forskningsspørgsmål: ”Hvordan oplever LGBT+ medarbejdere det danske arbejdsmarked og hvordan kan 
 virksomheder reagere på disse oplevelser for at fremme mangfoldighed of inklusion?”  


Danmark  er  blandt  de  bedste  lande  i  verden  at  bo  og  arbejde  i,  for  personer  som  identificerer  sig 
 udenfor den heteroseksuelle og ciskønnede norm (LGBT+ personer). Dette betyder dog ikke at det 
 danske  arbejdsmarked  er  uden  sine  LGBT+  relaterede  problematikker.  Med  en  stigende  interesse  i 
 LGBT+  miljøet  over  de  seneste  år,  så  ønsker  denne  forskning  at  tage  udgangspunkt  i  det  danske 
 arbejdsmarked. Målet er at udforske hvordan LGBT+ medarbejdere oplever det danske arbejdsmarked, 
 samt undersøge hvilke problematikker der er en manifesteret del af arbejdsmarkedet. Ydermere, så er 
 målet at nå frem til løsninger på disse problematikker, som fremadrettet kan implementeres i danske 
 virksomheder. 


Denne undersøgelse benytter sig af en triangulering af metoder, der bruger et mix af en induktiv og 
 deduktiv tilgang, for at nå frem til svaret på forskningsspørgsmålet. Der er blevet samlet primære data 
 gennem to metoder; Først er der fortaget fire semistruktureret interviews med fire forskellige personer, 
 som alle blev valgt på baggrund af deres LGBT+ status. Dernæst blev der afholdt en workshop kaldet 
 QueerLab,  hvori  fire  personer,  alle  med  en  LGBT+  status,  deltog.  Endeligt  blev  der  indsamlet 
 sekundære  data  fra  nylige  og  relevante  studier,  som  gennem  hele  afhandlingen  blev  brugt  til  at 
 supportere  og  udfordre  de  primære  data.  Formålet  med  at  benytte  dette  mix  af  metoder  er  for  at 
 udforske  arbejdsmarkedet  og  de  oplevelser  som  LGBT+  medarbejdere  har.  Dette  skaber  en 
 sammenhængene forståelse af hvordan man kan modarbejde de manifesterede problematikker. 


Fundene  i  denne  forskning  belyser  at  der  findes  almindelige  problematikker  manifesteret  på  det 
 danske arbejdsmarked. Mens interviewpersonerne alle havde oplevet diskrimination en gang i deres 
 arbejdsliv,  så  var  deres  oplevelser  af  det  danske  arbejdsmarked  overvejende  positive.  Dog  blev  det 
 belyst at personer som ikke har afsløret deres seksuelle orientering eller kønsidentitet på deres job, 
 har en tendens til at internalisere både formel og uformel diskrimination mere end personer som har 
 afsløret deres LGBT+ status. Endeligt, så fandt denne forskning ud af at uformel diskrimination har en 
 ligeså stor effekt på medarbejder trivsel som formel diskrimination har.  


Som et modspil til disse diskriminationsproblematikker, så er denne forskning end med at fremstille 
en guide der indeholder otte ’best practice’ politikker som virksomheder kan implementere hvis de 
ønsker at blive mere mangfoldige og inklusive i et LGBT+ perspektiv. 
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1. Introduction 


Motivation  


Diversity and inclusion are words that today are used in countless discussions all over the world. The 
 workforce nowadays is characterized by increased numbers of women, people from different ethnic 
 backgrounds  and  generations  (Roberson,  2006).  Diversity  can,  therefore,  be  seen  as  differences  in 
 perspectives  among  cultural  groups,  resulting  in  potential  behavioural  differences  (ibid).  Binary 
 genders, age and ethnicity, are, among others, what Bowen and Blackmon (2003) call sources of visible 
 diversity. Visible diversity is, as the name suggests, traits that are visible to everyone. Therefore, these 
 sources  of  diversity  might  be  easier  for  organisations  to  work  with  when  establishing  diversity 
 measures (ibid). The counterpart to visible diversity is invisible diversity; sources of invisible diversity 
 are only visible if individuals choose to disclose them. Sources of invisible diversity include, but are 
 not  limited  to,  religion, socioeconomic  status,  sexual  orientation  and  gender  identity  (ibid). When 
 approaching  diversity  in  relation  to  hiring  and  utilizing  individuals  from  different  backgrounds, 
 inclusion must also be taken into account. Inclusion can be seen as the extent to which individuals 
 from diverse backgrounds are involved in work processes, and the extent to how organisations fully 
 realise the value in diversity (Mor Barak & Cherin, 1998; Roberson, 2006). 


Ozeren (2014) states that “Gay, lesbian, bisexual, transgender (GLBT) employees constitute one of the 
 largest, but least studied minority groups in the workforce.” (Ozeren, 2014, p. 1). While the size of the 
 minority is not a problem in itself, it poses a possible issue when people in the minority group choose 
 to  stay  invisible.  According  to  a  recent  report  made  by  ALS  Research  (2019),  only  42%  of  LGBT+ 


members in Denmark choose to disclose their sexual orientation at work. The main reason for not 
 disclosing it is the fear of the reaction from their environment (ALS Research, 2019). By not disclosing 
 one’s sexual orientation and gender identification, these sources of diversity stay invisible and thereby 
 less manageable by companies (Bowen & Blackmon, 2003). 


With  many  connections  to  the  LGBT+  community,  both  researchers  of  this  paper  find  personal 
 motivation to research the invisible sources of diversity that is sexual orientation and gender identity. 


The study aims to research how these sources of diversity can become a larger part of the diversity and 
inclusion  discourse,  and  eventually  be  translated  into  HR  policies  and  practices  that  can  be 
implemented in Danish organisations. 
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As sexual orientation and gender identity are one of the least studied minority aspects in the workforce 
 (Ozeren, 2014), a focal point of this thesis will be to explore the personal experiences of people from 
 the LGBT+ community working in the Danish Labour market. Even though regulations and protective 
 measures for LGBT+ workplace rights have been developed (Employment Equality Directive 2000/78), 
 LGBT+ employees might face subtle forms of discrimination, for instance, verbal harassment, jokes, 
 and degradation rather than direct homophobic treatment (Ozeren, 2014). The study will, therefore, 
 analyse  four  Danish  LGBT+  employees’  experiences  as  to  whether  they  feel  comfortable  with  their 
 sexual  orientation  and/or  gender  identity  at  work.  The  experiences  will  be  analysed  in  the  light of 
 discrimination  in  the  workplace,  and  also  concerning  current  workplace  policies  regarding  LGBT+ 


employees. 


People who differ in invisible ways such as sexual orientation and gender identity must choose whether 
 to remain silent or to disclose their differences in the workplace (Bowen & Blackmon, 2003). Therefore, 
 the study will include both individuals that have chosen to speak out about their differences, and an 
 individual that has not. A QueerLab will be held in addition to the interviews, with a focus on solutions 
 to current issues surrounding LGBT+ employees in the workplace. 


Relevance of research 


The study will implement a hermeneutic and phenomenological approach to the issue, with a solution-
 driven  focus  on  HR  relevancy.  Theories  such  as  social  identity  theory  (Tajfel  &  Turner,  1986)  and 
 organisational culture paradigms (Meyerson & Martin, 1987) lay a foundation for how people act and 
 why they do so in a given working environment. Some organisational cultures do not allow LGBT+ 


employees to express themselves fully, thus creating a fear of social isolation if they were to disclose 
their sexual orientation or gender identity (Bowen & Blackmon, 2003). The fear of isolation lies in how 
LGBT+ employees perceive the opinion of the majority (Noelle-Neumann, 1991), which is influenced 
by the organisational culture. Moreover, this organisational culture might be leader-driven, or even 
influenced  by  some  individuals’  stereotypes  on  people  who  identify  with  the  LGBT+  community 
(Bloksgaard, 2011), These stereotypes can come to life in employment decisions and retaining efforts. 
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 Through both primary and secondary data collection, this study will focus on the experiences of LGBT+ 


employees in the Danish labour market in order to find solutions to the current issues; ‘coming out’ at 
 work, biases in recruiting, and the efforts of retaining LGBT+ employees. With these issues in mind, 
 the  goal  of  this  study  is  to  create  a  set  of  guidelines  promoting  a  diverse  and  inclusive  work 
 environment where LGBT+ employees feel accepted and comfortable. 


Current Scientific Research 


The topic of LGBT+ employees and the labour market have been studied with a focus on different 
 issues such as job satisfaction, wellbeing and discrimination. To conduct further research, the data 
 from current studies will be used to create a deeper and more coherent understanding of the LGBT+ 


situation on the Danish labour market. A report from ALS Research (2019), “LGBT-personers trivsel på 
 arbejdsmarkedet”, will act as a source of support to claims being made on behalf of primary data and 
 other secondary data. The report is a study of the wellbeing of LGBT people on the Danish labour 
 market, which is built on two surveys that were answered by respectively 721 and 934 LGBT people in 
 Denmark, thus creating a robust set of data to support findings in this thesis. Furthermore, existing 
 literature  made  after  the  Year  2000  surrounding  LGBT+  working  conditions  is  made  to  create  a 
 theoretical framework, as well as to support the findings of this study. The existing literature, as well 
 as the ALS Report (2019), are vital to the thesis as they lay a strong foundation of knowledge that will 
 be implemented to analyse the presented issues further. 


Purpose of the thesis 


The main purpose of this thesis is to create a broader understanding of the invisible diversity that 
 comes in the form of sexual orientation and gender identity. This diversity is faced by companies and 
 employees every day, even though they might not be aware of it. Furthermore, the thesis will analyse 
 why companies in the Danish labour market should keep the focus on the LGBT+ aspect of diversity, 
 as it is set apart from the more widely studied diversity phenomenons like ethnicity, binary genders, 
 age and race. Moreover, the question remains as to how Danish companies can utilize the knowledge 
 on  the  field  to  create  a  healthy  workspace,  with  policies  and  practices  that  protect  the  LGBT+ 


employees from discrimination. If applicable, a specific set of guidelines will be created to be publicly 
available, which implements HR actions and measures for protecting the LGBT+ minority in the work 
environment. These guidelines could help members of the LGBT+ community to feel safer and more 
protected from the recruitment process and throughout their work life in the Danish labour market. 
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 Given the importance of this topic, the aim of this study is twofold: First, the study aims to develop an 
 integrated understanding on themes related to sexual orientation and gender identity in the workplace 
 and the challenges that may occur for LGBT+ employees in the Danish labour market. Second, the 
 study aims to suggest ways in which companies can create a diverse and inclusive environment, with 
 particular regards to the LGBT+ community. This leads us to the following research question: 


“How do members of the LGBT+ community experience the Danish labour market, and how can Danish 
 companies respond to these experiences in order to promote diversity and inclusion?” 


To be able to answer our research question efficiently, some research objectives have been established. 


These objectives will provide us with specific directions throughout the analysis, and are formulated 
 in the questions below: 


• What Experiences Do Members of the LGBT+ Community Have in the Danish Labour Market? 


• Based on Qualitative and Quantitative Data, What LGBT+ Issues Are Currently Manifested in 
 the Danish Labour Market? 


• What Specific Practices Can Be Implemented to Promote LGBT+ Diversity and Inclusion? 


Research Design 


To answer our research question, the study will be conducted through four qualitative semi-structured 
interviews of Danish LGBT+ community members, who are, or have been, in the Danish labour market 
within the last five years. The interviewees consist of two gay men, a bisexual woman and a transgender 
woman, including an HR professional, to create a diverse range of answers. As our interviews only 
include  a  transgender  woman,  this  interview  is  supplied  with  a  podcast  from 
Menneskebiblioteket.  Furthermore, a QueerLab has been developed and will be executed, focusing 
on finding reasons and solutions to an existing LGBT+ issue in the Danish labour market. An empirical 
analysis of existing preliminary research will also be made to support the finding and claims made on 
behalf of the gathered interview data. 
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2. Terminology 


If not stated otherwise, all of these descriptions refer to LGBT+ Danmark (2015).


Bisexual


A  person  who  is  emotionally,  romantically  or  sexually  attracted  to  individuals  of  more  than  one 
 gender, not necessarily in the same way, level or time.


Cisgender


A term that describes a person who conforms with their born sex and often lives up to the societal 
 expectations of their gender. Cisgender is the opposite of Transgender.


Coming Out 


Reaching self-acceptance, being open and honest about sexual orientation and/or gender identity and 
 deciding to share this with other people. Many people experience that they have to come out multiple 
 times since there often is a hetero- and cisgender-normativity. Some people exclusively come out in 
 some social circles while being in the closet in other social circles. (see In the closet).


Drag Queen


A man who occasionally dress as a woman, to entertain and/or challenge their own as well as others 
 perception of gender. Drag Queens are often characterized and exaggerated through their appearance, 
 speech and attitude. Being a Drag Queen is not necessarily synonymous with being  Transgender or 
 Gay.


Gay


A person who is emotionally, romantically or sexually attracted to another person of the same gender. 


Gay is often used but is not exclusive to, homosexual men.


Gender


A term that describes one’s social sex. This is how a person feels about their gender and how others 
perceive it. A person’s gender is not necessarily the same as their sex, see Transgender.
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 Gender Identity


The individual’s experience of their gender and body. A person’s gender is not necessarily the same as 
 their  sex.  A  person  can  also  alter  their  body  with  hormones,  surgery,  etc.  to  express  their  gender 
 identity  more  visually.  The  same  thing  can  be  done  through  clothes,  makeup,  speech  and  overall 
 presentation of oneself.


Heterosexual


A  person  who  is  emotionally,  romantically  or  sexually  attracted  exclusively  to  individuals  of  the 
 opposite sex.


Homosexual


A person who is emotionally, romantically or sexually attracted exclusively to individuals of the same 
 sex.


In the closet 


When a homosexual, transgender, or other LGBT+ member have not disclosed their sexual orientation 
 and/or gender identity.


Intersex


A person who, in relations to their gender identity, identifies with no gender at all.


Lesbian


A female who is emotionally, romantically or sexually attracted to another person of the same gender. 


Lesbian is often used around female homosexuals but also includes female-identified homosexuals.


LGBT+


An  abbreviation  of  Lesbian, Gay,  Bisexual,  Transgender  and  plus.  The  plus  represents  every  sexual 
orientation and gender identity besides the already mentioned ones. The abbreviation is used around 
the large, diverse group of people who are not cisgender nor heterosexual.
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 Pride 


A political indication and celebration of LGBT-identities, often in the form of a parade. Pride are in 
 many places of the world a yearly celebration, where there is a parade through a city that ends in
 a party.


Queer


Is  an  approach  to  both  gender  and  sexuality  that  defines  itself  as  the  opposite  of  the  normative 
 understanding of gender and sexuality.


Sex


Refers to the biological gender of a person.


Stealth


When a trans person lives fully as the gender they identify as, without acknowledging their past. A 
 stealth trans person does not abide by the term trans, as they see themselves fully as the gender they 
 identify with, whereas other trans people like, or feel a need, to be open about their


past.  


Transgender


A  common term for people  whose  gender  identity  differs from the  sex  that  they  were  born.  To  be 
 transgender has nothing to do with sexuality. 


Transition 


Transitioning is the process of adapting to a gender so that the gender fits the Gender Identity. This 
 process can be anything from makeup, clothing, changing of name and pronouns to starting hormone 
 treatment or undergoing a sex-change operation. The transition process is individual, and a person 
 chooses their own transitioning based on their needs and wishes.  


Transman


A person with a male gender identity, that was born as a female. Prefers often to be addressed as he.


Transwoman


A person with a female gender identity, that was born as a male. Prefers often to be addressed as she. 
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3. Theoretical Framework  



3.1 General Tendencies 


Lesbian, gay, bisexual and transgender (LGBT) employees make up one of the largest, but least studied 
 minority groups in the workforce (Ozeren, 2014). Diversity management has tended to focus more on 
 visible aspects of diversity such as age, gender and ethnicity, leaving a limited focus to the variety of 
 challenges LGBT+ employees face in the workplace, from being forced to remain closeted, to actual 
 job dismissal (Ozeren, 2014). In 2019, ALS Research found, based on WHO (Five) Well-being Index, 
 that the average wellbeing at work was lower for LGBT+ people than for the general Danish population. 


The research showed that the average score for well-being amongst gay men was three points lower 
 than  other  Danish men. Furthermore,  the  average  score for lesbian  women  was  eight points  lower 
 than other Danish women. Bisexual and transgender people were found to be worst off when it comes 
 to well-being, scoring 13 points lower than the average Danish population (ALS Research, 2019). 


People who differ in ‘invisible’ ways such as sexual orientation and gender identity have a choice as to 
 whether they want to disclose this information or remain silent about their differences at their place 
 of work (Bowen & Blackmon, 2003). ALS Research (2019) found in a survey that LGBT+ employees in 
 Denmark generally feel that they can be open about their sexuality and/or gender identity in their 
 workplace. More so, discrimination of LGBT+ employees is generally less widespread in Denmark than 
 in the rest of the EU countries, creating a relatively optimistic picture of LGBT+ employee conditions 
 in the Danish labour market.However, ALS Research (2019) reported that 8% of LGBT+ employees 
 have  felt  discriminated  or  harassed  based  on  sexual  orientation  in  their  current  workplace. 


Furthermore, the people experiencing discrimination in the workplace based on sexual orientation 
 were found to have considerably higher risks of developing stress or depression compared to other 
 LGBT+ employees (ALS Research, 2019). 


Examining the LGBT+ group individually, ALS Research (2019) found that gay men in a higher degree 
both feel that they can be - and actually are - more open about their sexual orientation at work, and 
their wellbeing is higher than the LBT-group. On the other hand, transgender people were found to 
be a significantly exposed group. A large number of the transgender people asked in the survey  did 
not feel that they can be open about their gender identity at work, had experienced discrimination in 
the workplace, and/or belongs to the high-risk group for unhappiness (ALS Research, 2019).  
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 Unhappiness  was  in  this  survey  related  to  depression  and/or  long  term  stress,  measured  with  the 
 WHO (Five) Well-being Index. Only 47% of transgender people reported that they are open about 
 their gender identity in the workplace, and 25% of these people have regretted their decision to come 
 out within the last two years (ALS Research, 2019). 


The tendencies described can be manifestations of the general culture that thrives within the Danish 
 labour market or the overall Danish culture. Schein (2004) suggested a definition of culture as: 


 “... a pattern of shared basic assumptions that was learned by a group as it solved its problems 
 of external adaptation and internal integration, that has worked well enough to be considered 
 valid and, therefore, to be taught to new members as the correct way to perceive, think, and feel 
 in relation to those problems.” (Schein, 2004, p. 17). 


Meyerson  and  Martin  (1987)  treats  culture  as  a  metaphor  of  an  organisation,  and  therefore  view 
 organisations as patterns of meanings, values and behaviour. They refer to three different paradigms 
 of  culture  and  cultural  change.  The  integration  and  differentiation  paradigms  will  be  discussed  in 
 further detail. 


When looking at culture from an integration paradigm, there are three central characteristics, namely 
 consistency  across  cultural  manifestations,  a  consensus  among  cultural  members  and  a  focus  on 
 leaders as culture creators (Meyerson & Martin, 1987). From this perspective, the leader is often the 
 primary source of cultural content. The organisational culture has a way of reflecting the leader’s own 
 value  system  (ibid),  making  the  leader  a  role  model  for  the  organisation.  Modelling  is  a  type  of 
 vicarious learning that can lead to change in behaviour without the learner performing the behaviour 
 or  experiencing  the  consequences  (Manz  &  Sims,  1981).  Employees  are  more  likely  to  imitate  the 
 behaviour  of  a  leader  because  of  the  status,  experience  and  prestige  of  being  in  a  higher  position. 


Moreover, leaders have opportunities to influence behaviour due to their reward power (ibid). 


When  approaching  culture  from  a  differentiation  paradigm  view,  culture  is  characterized  by 
differentiation and diversity between members of the organisation (Meyerson & Martin, 1987). Culture 
is here composed of several values and manifestations in between the organisation’s members, where 
some might be contradictory (ibid). 
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 Complex organisations reflect broader societal cultures and often contain elements of racial, ethnic 
 and  gender-based  identifications  (Meyerson  &  Martin,  1987),  and  more  specifically  in  our  case, 
 identifications  of  sexual  orientation  and  gender  identity.  These  different  types  of  subcultures  can 
 either represent disagreement with the organisation’s dominant culture, they can be independent, or 
 they can even enhance the dominant culture (ibid). 



3.2 Coming Out 


Individuals  will  have  a  greater  chance  of  disclosing  information  when  they  believe  that  they  are 
 supported by others (Bowen & Blackmon, 2003). Studies have shown the positive outcomes of ‘coming 
 out’. People that identify as ‘out’ in the workplace display higher affective organisational commitment 
 and greater job satisfaction (Ozeren, 2014; ALS Research, 2019). Coming out in the workplace can also 
 reduce the effects of role ambiguity, role conflict, and job stress related to secrecy (Bowen & Blackmon, 
 2003).  However,  individuals  will  also  remain  silent  when  they  believe  that  their  position  is  not 
 supported by others (Bowen & Blackmon, 2003). An EU report from 2012 found that only 39% of gays, 
 lesbians,  bisexual  and  transgender  people  are  open  about  their  private  life  and  identity  in  the 
 workplace (European Union Agency for Fundamental Rights, 2013). This essentially means that many 
 people avoid talking about their private and social life. ALS Research (2019) found in their survey that 
 9% of LGBT+ employees feel like they cannot, or in a lesser degree can be open about their sexual 
 orientation in their current workplace.  


Bowen  and  Blackmon  (2003)  argue  that  members  of  invisible  minorities,  such  as  the  LGBT+ 


community,  are  particularly  threatened  when  it  comes  to  expressing  one’s  full  identity  in  the 
workplace, in fear of isolation from the workgroup and organisation. In a survey done by ALS Research 
from November 2018 to February 2019, 24% of the LGBT+ respondents said that ‘uncertainty regarding 
the  reactions  from  their  environment’  was  the  reason  they  did  not  want  to  disclose  their  sexual 
orientation  at  work.  For  transgender  people,  this  number  was  at  44%  (ALS  Research,  2019). This 
uncertainty can relate to the ‘spiral of silence’ theory (Noelle-Neumann, 1991), which explains how one 
is  influenced  by  one’s  own  perception  of  the  dominant  opinion  on  an  issue.  The  individual’s 
willingness to express their opinion is influenced by their personal opinion. However, if people are 
unsure if they agree with the majority, they will hesitate to express their opinion (Noelle-Neumann, 
1991). 
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 Furthermore, the people perceiving to hold the popular opinion will speak out, while people perceiving 
 to hold the minority opinion will remain silent, strengthening the majority. Noelle-Neumann (1991) 
 argue  that  for  this  to  happen,  people  must  be  threatened  by,  and  also  fear,  isolation.  Bowen  and 
 Blackmon (2003) argue that the ‘spiral of silence’ theory can be applied in diversity issues within an 
 organisational context, as the potential for social isolation exists in workgroups.  


The Social Identification Model (Tajfel, 1982) assumes that people categorize themselves and others 
 in terms of social categories, and these categories are internalized as an aspect of one’s self-concept, 
 which further leads to social grouping. A social group is defined as “... two or more individuals who 
 share a common social identification of themselves or ... perceive themselves to be members of the same 
 social category” (Tajfel, 1982, p. 15). Social categorizations define a person by including them within 
 some  and  excluding  them  from  other  related  categories  (Tajfel,  1982),  such  as  age,  gender  and 
 ethnicity.  In  a  workgroup,  this  social  categorization,  together  with  personal  identities,  lead  to  the 
 perception that some people are members of the ‘ingroup’ and others are members of the ‘outgroup’. 


According to Tajfel and Turner (1986), individuals prefer groups of people in similar social categories. 


This can, in turn, lead to ingroup favouritism and possible discrimination against the outgroup. Bowen 
 and  Blackmon  (2003)  state  that  similarities  lay  a  foundation  for  open  and  free  communication,  as 
 similar people often know the same things and have similar opinions. However, people with diverse 
 backgrounds  and  attributes  can  provide  additional  contributions  and  points  of  view.  Therefore, 
 categorization and stereotyping that marginalize people based on their demographics may prevent 
 minorities from speaking up. This could cause inefficacy in diverse workgroups (Bowen & Blackmon, 
 2003). 


The  people  in  power  usually  have  little  motivation  to  adjust  their  behaviour,  making  members  of 
 outgroups feel pressured to assimilate into the dominant culture, usually set by heterosexual males 
 (Bowen  &  Blackmon,  2003).  Therefore,  members  of  the  LGBT+  community  might  choose  not  to 
 disclose  their  sexual  orientation  or  gender  identity  until  they  have  carefully  assessed  if  the 
 organisational climate is likely to be supportive or not (ibid). Our society often has a predominantly 
 heteronormative  culture  (Out  Now  Global  LGBT2020,  2013),  where  people  are  assumed  to  be 
 heterosexual and cis-gendered unless there is evidence to the contrary. Therefore, when heterosexual 
 people ‘come out’ by, for example talking about their opposite-sex spouse, it usually goes unnoticed. 


LGBT+ members can use this hetero- and cisnormativity to hide their often invisible differences from 
the workgroup. Hiding in plain sight can help assess the opinion and supportiveness of the workgroup 
in the negotiation of whether to ‘come out’ or remain ‘closeted’ (Bowen & Blackmon, 2003).  
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 Thus, Bowen & Blackmon (2003) argue that the perception of support for different sexual orientations 
 and gender identities outside the norm is a vital part of the decision to disclose this information at 
 work. 


In regards to career choices, a critical implication of coming out is that employees from the LGBT+ 


community will have to repeat the process of disclosing their personal identity every time they switch 
 jobs  (Colgan,  Creegan,  McKearney  &  Wright,  2007).  Colgan  et  al.  (2007)  found  that  the  fear  of 
 discrimination or harassment could lead LGBT+ employees not to seek a promotion if that meant they 
 would  have  to  move  to  a  new  department  or  area,  requiring  them  to  renegotiate  the  coming  out 
 process with new managers and colleagues. Furthermore, same-sex couples can face challenges when 
 one partner is offered a promotion that involves moving, as the other partner would have to find a new 
 job, facing possible discrimination (Pope et al., 2004). 



3.3 Effects of Disclosing One’s Personal Identity at Work 


Bowen  and  Blackmon  (2003)  argue  that  when  group  members  are  freely  expressing  their  personal 
 identity, they will be able to engage in more social exchange than when they are trying to keep their 
 identity concealed. However, LGBT+ employees that are open about their personal identity report two 
 forms  of  discrimination  based  on  sexual  orientation  or  gender  identity:  formal  discrimination  and 
 informal  discrimination  (Ozeren,  2014).  Formal  discrimination  involves  firing  or  failing  to  hire  an 
 individual based on sexual orientation or gender identity, difficulties and barriers in promotion and 
 career development, unequal wages, and the exclusion of LGBT+ employees from benefits. Informal 
 discrimination  concerns  factors  such  as  verbal  harassment,  jokes,  loss  of  credibility  and  lack  of 
 acceptance and respect by colleagues and managers (Ozeren, 2014).  


3.3.1 Discrimination from a Legal Perspective 


Currently,  there  are  efforts  to  reduce  discrimination  based  on  sexual  orientation  in  the  European 
 Union. The general framework for equal treatment in employment and occupation states that 


“Discrimination based on religion or belief, disability, age or sexual orientation may undermine 
the achievement of the objectives of the EC Treaty, in particular the attainment of a high level of 
employment and social protection, raising the standard of living and the quality of life, economic 
and social cohesion and solidarity, and the free movement of persons” (Employment Equality 
Directive 2000/78 §11).  
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 It further states that “... any direct or indirect discrimination based on religion or belief, disability, age 
 or sexual orientation as regards the areas covered by this Directive should be prohibited throughout the 
 community.”  (Employment  Equality  Directive  2000/78  §12).  Gender  identity  is  not  included  in  the 
 Employment Equality Directive, further stating why transgender people might be particularly exposed 
 to discrimination. 


Colgan et al. (2007) argue that legal protections will not necessarily ensure LGBT+ inclusiveness in the 
 workplace,  especially  if  there  is  a  heterosexist  culture  within  where  people  work.  Heterosexism  is 
 discrimination  based  on  assumptions  that  heterosexuality  is  better  compared  to  other  sexualities 
 (LGBT Danmark, 2015). Based on Schein’s definition of culture, heterosexism can be displayed in a 
 variety of ways; for example, in recruitment or career development. 


3.3.2 Discrimination in Recruiting 


The recruitment process is often the first meeting a candidate has with an organisation. It is, therefore, 
 important for the organisation to give an excellent first impression. Unfortunately, the recruitment 
 process  does  not  come  without  problems,  especially  when  it  comes  to  discrimination  against 
 minorities, hereunder LGBT+ candidates. A study done by Pichler, Varma and Bruce (2010) found that 
 recruiters  rate  candidates  differently  based  on  their  sexuality  and  gender.  Especially  gay  men  and 
 women  were  rated  differently  than their  heterosexual  peers.  On  the  contrary,  ALS  Research  (2019) 
 found that most leaders and HR employees do not consider sexual orientation or gender identity when 
 hiring.  However,  there  seem  to  be  attitudinal  barriers  for  inclusion  when  recruiting  transgender 
 candidates  (ALS  Research,  2019).  Furthermore,  Pichler  et  al.  (2010)  found  that  the  rating  was 
 dependent on the gender of the recruiter and whether or not they had undergone diversity training. 


Gay men were often rated lowest by male recruiters and are often seen fit to feminine jobs, whereas 
 lesbian women are often seen as more fit for masculine jobs (Pichler et al., 2010).  


Anonymising job applications can be a way of reducing bias in recruitment (Rinne, 2018). The idea is 
to reduce discrimination towards minorities and to heighten the likelihood of them getting invited to 
a  job  interview.  In  research  done  by  Rinne  (2018),  it  was  found  that  anonymised  job  applications 
levelled out the playing field for minority groups. It did pose some new tendencies, though, that had 
the  opposite  of  the  desired  effect.  Companies  that  usually  promoted  diverse  hiring  had  no  way  of 
making a preferential treatment of minority candidates, as they could not distinguish them from other 
candidates. The most pressing issue found in the research was when applicants from minorities were 
portrayed more negatively due to the anonymisation of their applications.  
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 Negative signals such as interrupted labour or lower level of education were more negatively valued 
 when the candidates’ minority group status is unknown to the recruiter (Rinne, 2018). 


In another research done by Foley & Williamson (2018), here focusing on reducing gender bias, their 
 findings were also mixed. Like with the research done by Rinne (2018), they found that anonymising 
 job applications did, in fact, have the desired effect, to some extent, but they were also met with results 
 that had the opposite effect. In their research, they found that recruiters actively seek out implicit 
 cues, that can help identify the gender of the applicant. Thereby stereotyping the applications and 
 making their assessments based on said stereotypes. Foley and Williamson (2018) do not disregard 
 anonymisation  of  job  applications,  rather  than  companies  should  assess  their  internal  context, 
 including  diversity  policies  and  implementation  of  these,  before  choosing  whether  to  implement 
 anonymous applications or not. 


3.3.3 Discrimination During Employment 


While potential employees are discriminated on the base of gender and sexuality in the recruitment 
 process, discrimination also occurs when employees are already hired. The discrimination based on 
 sexual orientation or gender identity is often grounded in occupational gender division. This gender 
 division contributes to stereotypical ideas of male and female qualities and competencies (Bloksgaard, 
 2011). Furthermore, men and women are expected to fit into these categories, and those who break 
 with  the  ideas  of  ‘appropriate’  work  for  men  are  often  met  with  scepticism  and  can  experience 
 ambivalence and uncertainty regarding their own identity and self-image (Bloksgaard, 2011). 


A  common  stereotype  that  gay  men  and  lesbian  women  face  is  that  they  are  attracted  to  non-
 traditional career occupations for their gender (Chung, 1995). Lesbian women are often stereotyped as 
 truck drivers, mechanics and other male-dominated occupations, while gay men are stereotyped as 
 hairdressers, nurses, flight attendants and other female-dominated occupations (Pope et al., 2004). 


However, lesbian women also face stereotypes based on their sex, while gay men benefit from gender 
privilege  (Gedro,  2009).  While  gay  men  and  lesbian  women  are  stereotyped  for  their  sexual 
orientation, bisexuals are often faced with expectations and demands of both the heterosexual and 
homosexual  community  to  ‘commit’  to  an  orientation  (Bowman,  2003).  Transgender  people 
experience a more general negative attitude in the labour market as a whole (ALS Research, 2019). This 
attitude  might  occur  because  people  do  not  understand  the  motivation  behind  moving  from  one 
gender and, but not exclusively, towards another gender (Bech, 2018). The stereotypes that occur are 
caused by individuals’ subjective perceptions. These perceptions are not necessarily factual and are 
based on one’s own subjective opinions of others (Brink & Nel, 2015).  
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 These perceptions can be reasoned in narrow-mindedness, lack of knowledge of others, or it might be 
 a result of time-saving mechanisms (ibid). 


Because  sexual  orientation  and  gender  identity  is  not  necessarily  observable,  direct  discrimination 
 based on these factors requires knowledge or suspicion of the employee identifying as LGBT+ (Ragins 


&  Cornwell,  2002).  Individuals  might,  however,  experience  indirect  discrimination  through  hostile 
 work environments. For example, it was found that openly gay employees who reported workplace 
 discrimination were found to receive fewer promotions than employees not reporting discrimination 
 (Ragins & Cornwell, 2002). Although regulations and protective measures for LGBT+ employees have 
 been  passed  in  the  EU,  LGBT+  employees  also  face  subtle  forms  of  discrimination  such  as  verbal 
 harassment,  jokes  and  disparagement  that  include  homosexual  content  rather  than  direct 
 homophobic treatment  (Ozeren,  2014).  This  is  consistent  with the findings  of ALS  Research  (2019) 
 where more people experienced a generally negative attitude or condescending comments regarding 
 their  sexual  orientation  or  gender  identity  than  they  experience  negative  comments  or  behaviour 
 directed at themselves.  


Both  direct  and  indirect  discrimination  can  have  detrimental  effects  on  LGBT+  employees.  ALS 
 Research (2019) found in a survey that one out of every ten LGBT+ persons at one point has switched 
 jobs because it was too difficult being in the organisation due to their sexual orientation. Furthermore, 
 a third of transgender people (34%) in Denmark has at one point chosen to switch jobs because it was 
 difficult  being  in the  organisation  due  to their  gender  identity.  The  number  of  transgender people 
 choosing to leave is, therefore, higher than the rest of the LGBT+ population. Looking at these results, 
 there  is  a  culture  in  some  Danish  organisations  that  can  affect  involuntary  job  change  for  LGBT+ 


people. However, it is essential to note that this is not the case for most Danish organisations.  


While LGBT+ employees face discrimination based on their sexual orientation or gender identity, it 
 seems that seniority and position in the organisation might affect how much discrimination they face. 


For example, experiences of a generally negative attitude towards the LGBT+ community was found 
to be higher in unskilled jobs, as well as manual labour workplaces (ALS Research, 2019). Moreover, 
LGBT+ employees with low seniority experienced more discrimination and were more prone to leave 
the  organisation  because  of  the  said  discrimination.  If  the  employee  had  more  than  five  years  of 
seniority at their current organisation, the number of people leaving (4%) were lower than if they had 
under five years of seniority (9-13%) (ALS Research, 2019). 
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3.4 Policies 


As  discrimination  based  on  sexual  orientation  and  gender  identity  can  lead  to  LGBT+  employees 
 seeking out of the organisation, diversity and inclusion policies can be an excellent way to address 
 discrimination. Ragins & Cornwell (2002) found that gay employees working in organisations that had 
 supportive policies and practices received greater compensation and had more positive work attitudes 
 than employees in organisations lacking such policies. Furthermore, non-discriminative, supportive 
 workplace  policies  may  lead  to  higher  levels  of  organisational  citizenship  behaviour  and  job 
 satisfaction, and could also reduce job anxiety for LGBT+ employees (Wang & Schwarz, 2010). These 
 policies constitute both diversity training programs related to LGBT+ concerns, and explicit written 
 guidelines to prevent discrimination based on sexual orientation and gender identity. ALS Research 
 (2019) found that very few Danish organisations have workplace policies specifically addressing LGBT+ 


employees. Only 6% of leaders and HR employees report that their workplace policies address sexual 
 orientation, whereas 2% report that their workplace policies address gender identity. When asked why 
 the workplace policies do not address these subjects, 45% reported that they “do not think there is a 
 need for it”, and 30% reported that “they have not thought about it” (ALS Research, 2019). However, 
 as  supportive  workplace  policies  can  produce  positive  effects  (Ragins  &  Cornwell,  2002;  Wang  & 


Schwartz, 2010), there might be a need for these policies to emerge. Ragins and Cornwell (2002) found 
 that  organisational  policies  and  practices  had  a  strong  impact  on  the  perceived  sexual  orientation 
 discrimination.  It  was  found  that  gay  employees  were  less  likely  to  report  either  experiencing  or 
 observing  sexual  orientation  discrimination  if the  organisation  had  written  policies  forbidding  this 
 type of discrimination. This includes sexual orientation in their definition of diversity, or if they offered 
 same-sex partner benefits (Ragins & Cornwell, 2002). Although the experiences and perceptions differ 
 for members of the LGBT+ community, it is reasonable to think that inclusive and diverse policies and 
 practices will have similar effects for the community as a whole. 



3.5 Benevolent Discrimination 


Some professionals engage in discrimination without even noticing it. The act is framed as positive 
and  well-intended  but  contributes  to  maintaining  positions  of  superiority  and  inferiority  amongst 
groups of people. This type of discriminatory practice is called benevolent discrimination (Romani, 
Holck & Risberg, 2019). It is subtle and structural, performed in solidarity with the inferior other, and 
within a hierarchy that is taken for granted. Benevolent discrimination is therefore seen as relevant 
when performed towards employees from the LGBT+ community, as it can be connected to ingroup 
favouritism  and  marginalization  of  the  outgroup  (Tajfel  &  Turner,  1986),  leaving  the  majority, 
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 heterosexual employees, on the top of the hierarchy and superior to LGBT+ employees (Romani et al., 
 2019). The act can manifest itself in sexist ways such as carrying a woman’s luggage (Fehr & Sassenberg, 
 2009), reinforcing beliefs about women to be weak. It can also be displayed in heterosexist ways if a 
 heterosexual  leader  suggests  that  an  LGBT+  leader  talks  to  another  LGBT+  employee  about  their 
 issues,  because  “they  are  the  same”.  Benevolent  heterosexism  is  here  displayed  in  the  question  of 
 whether the LGBT+ person is not the same as the heterosexual leader. Benevolent discrimination can 
 also be displayed when the management unknowingly forces a role model (Manz & Sims, 1981) upon 
 an LGBT+ leader by making the said leader the face of diversity for the organisation, and giving the 
 leader time to work on diversity issues during work hours. 


Romani  et  al.  (2019)  conceptualise  benevolent  discrimination  along  three  dimensions:  “(1)  a  well-
 intended effort to address discrimination within (2) a social relationship that constructs the others as 
 inferior and in need of help, which is granted with (3) the expectation that they will accommodate into 
 the existing hierarchical order.” (Romani et al., 2019, p. 1).  


In the first dimension - intentionally framing actions as well-intended - benevolence is presented as a 
 charitable act. The framing of the act is kind and anti-discriminatory from the view of one’s position 
 in the existing social order (Romani et al., 2019). Looking back at the forced role model example, one 
 can frame the act as well-intentioned and as a strategy for creating more diversity in the organisation. 


This framing is argued to blind the actors of benevolent discrimination. The good intentions motivate 
 the actors, making it challenging to realize they are engaging in discriminatory practices (ibid). 


Furthermore, Romani et al. (2019) emphasize the social relationship between actors and the recipients 
 of benevolence. Differences are structured into unequal social orders, with one group constructed as 
 being more disadvantaged and, therefore, in need of help from those who are more fortunate. Using 
 the  forced  role  model  example,  the  management  constructs  LGBT+  employees  as  being  more 
 disadvantaged, and the (heterosexual) management is there to help the unfortunate by trying to create 
 more LGBT+ diversity. 


Finally, the actor of benevolence expects that the recipient will accommodate into the existing social 
 order, and not challenge it (Romani et al., 2019). Furthermore, the actor expects gratitude and loyalty 
 in  return  for  their  kindness.  The  forced  role  model  example  here  suggests  that  the  LGBT+  leader 
 should  be  grateful  for  being  able  to  work  on  diversity  issues  during  work  hours.  The  existing 
 hierarchical  social  order  is  naturalised,  and  the  recipient  of  benevolence  is  deprived  of  resilience. 


Employees are blind to this discrimination because the subordinating order is perceived as normal 
(Romani et al., 2019). 
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3.6 Phenomenology and Hermeneutic Approach 


When conducting research, one question must always be answered: What is knowledge, and how is 
 this knowledge obtained? This thesis surrounds the subject of members of the LGBT+ community and 
 the Danish labour market. We wish to explore this theme and deepen our knowledge on it through 
 interview subjects and workshops. The data we will gather this way will be understood in a specific 
 way. To make sense of this data, we will have to explain our use of scientific theories, to describe how 
 we, as researchers, make scientific progress with this data. 


We are conducting interviews, gaining knowledge of the subjects’ experiences in the Danish labour 
 market,  as  well  as  hosting  action-based  workshops  based  on  diversity  issues.  With  these  data 
 collection methods in mind, a mix of a phenomenological and hermeneutic approach to our research 
 methods would make the most sense. 


Phenomenology focuses on trying to understand social phenomena from a human perspective (Zahavi, 
 2014).  Reality  is,  therefore,  a  subjective  term,  that  an  individual  form  themselves.  By  utilising  a 
 phenomenological  approach,  we  wish  to  explore  LGBT+  issues,  as  experienced  by  the  subjects 
 themselves. We are gaining access to their reality, or rather, their “Lifeworld” as Edmund Husserl calls 
 it. Phenomenology itself does not distinguish the individual people, but the individuals’ subjectivity is 
 needed to understand the lifeworld in which the phenomenon exists (ibid). With this theory in mind, 
 we wish to conduct qualitative interviews with people who are a part of the LGBT+ minority and who 
 have  worked  on  the  Danish  labour  market,  so  that  we,  as  researchers,  can  gain  access  to  their 
 lifeworlds. 


The founding idea of hermeneutics is the connection between understanding and interpretation. The 
 interpretation is what creates the understanding of a given text, and the understanding is what helps 
 one interpret the text. One moves back and forth between the understanding of a particular part of a 
 given text and the understanding of the text as a whole (Pahuus, 2014). This circular motion is referred 
 to  as  the  hermeneutic  circle,  symbolising  the  continuum  cycle  between  understanding  and 
 interpretation. Using this approach to the collected primary and secondary data, one must be aware 
 that the data itself is interpreted. In other words, the data is the interpretation of a given phenomenon, 
 based  on  the  prejudice  of  the  subject.  This  prejudice  thereby  creates  the  fore-structures  of 
 understanding, based on the prior experience of the subject.  


This is what hermeneutic Hans-Georg Gadamer calls a pre-judgement (ibid). Our approach to this 
research is very much hermeneutic in that we continuously interpret new data and thereby gain new 
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 knowledge;  thereby  broadening  our  horizon  of  understanding.  With  a  broader  horizon  of 
 understanding, we go back to our theories and method and see them in a new perspective, with the 
 knowledge  we  have  gained  from  the  interviews,  workshops  and  secondary  data.  By  utilising  this 
 circular motion, the hermeneutic spiral, we gain a deeper and more nuanced view on our research as 
 a whole. 


The main goal of the interviews is to create a narrative that explains the interviewees’ lifeworld. We 
 seek to see these experiences as a part of a more cohesive understanding, which is why we also include 
 hermeneutics.  The  hermeneutic  approach  is  more  concerned  with  the  whole,  rather  than  the 
 individual parts. We are using a phenomenological approach to analyse and explore the individual 
 parts, and a hermeneutic approach to take these individual parts and use them in a broader spectrum. 


We are essentially taking the interviewees life-worlds and broadening our horizon of understanding 
 through them. Since the hermeneutic approach is holistic (Pahuus, 2014), we can use these individual 
 parts  to  create  a  whole  that  is  more  than  the  sum  of  the  individual  parts.  The  phenomenological 
 approach is thereby strengthening our hermeneutic approach to this research.  


By  utilising  both  a  phenomenological  and  a  hermeneutic  approach,  our  research  will  give  us 
meaningful narratives based on our interpretations. A weakness with this mix is that it can sometimes 
be hard to distinguish between interpreted data from the ‘objective’ data. 
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4. Methodology 


In order to answer the research question, thorough research has to be made. The following section 
 will outline the research conducted, in addition to providing the steps that were made to reach the 
 results in this study. First, the topic delimitation of this thesis will be discussed. This will give insight 
 into  our  reasoning  for  conducting  this  study.  Second,  the  research  structure  will  be  assessed.  The 
 structure includes the research approach, the research strategy, the data collection methods, and their 
 possible limitations. Our intention throughout the methodology is to give a comprehensive overview 
 of  the  steps made  and  to  critically  and  consistently  reflect  upon  the  choices  made  throughout  the 
 process. 



4.1 Topic Delimitation 


We aspired for this thesis to be centred around diversity in the workplace, especially concerning the 
 experiences  of  LGBT+  employees  in  the  Danish  labour  market.  Denmark  is  part  of  the  European 
 Union, which has several laws concerning discrimination that account for all of the countries involved 
 (Employment Equality Directive 2000/78). However, we recognize that there might be cultural and 
 social differences between the countries, and therefore this study will not necessarily be applicable to 
 other countries in the EU. Thus, this study is limited to the Danish Labour market.  


Furthermore, LGBT+ is an umbrella term for a wide range of sexual orientations and gender identities. 


The data from our literature review has mostly focused on the lesbian, gay, bisexual and transgender 
 employees in Denmark and elsewhere, not necessarily including other sexual orientations or gender 
 identities based on a lack of data. As a result of this, we found it interesting to try and translate the 
 experiences from LGBT+ employees in the Danish labour market into finding common ground where 
 diversity  and  in  terms  of  sexual  orientation  and  gender  identity  is  appreciated,  without  excluding 
 anyone from our scope.  


As a means to secure that the findings are within the topic delimitation, all participants in this study 
needs to fulfil two requirements: they have to fit within the LGBT+ definition, and they have to have 
worked in the Danish labour market within the last five years. 
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4.2 Research Structure 


When deciding upon what research structure to use, we had to consider what research approach and 
 research  strategy  would  be  deemed  appropriate.  These  considerations  will  be  discussed  in  the 
 following chapters. 


4.2.1 Research Approach 


The data collected, interpreted and analysed in this thesis leads to a mixture between an inductive and 
 a deductive approach to research. The reasoning for a deductive approach is the extent to which we 
 had theory provided at the beginning of our study. In deductive research, a theory is first developed 
 and then tested to explain causal relationships between variables (Saunders, Lewis & Thornhill, 2009). 


As this thesis has not only a cause-effect approach but also an intention to understand how humans 
 interpret their social world and develop a theory thereafter (Saunders et al., 2009), we have chosen an 
 inductive  approach  as  well.  Saunders  et  al.  (2009)  state  that  it  is  perfectly  possible  to  combine 
 deduction and induction and that it often is advantageous to do so. 


In this thesis, we intend to research how people from the LGBT+ community experience the Danish 
 labour  market.  This  is  done  on  the  background  of  our  literature  review  and  findings  done  by  ALS 
 Research  in  2019,  which  suggests  that  LGBT+  employees  do  not  have  the  same  job  satisfaction  as 
 heterosexual and cisgender employees. The data collected will be interpreted and set up against the 
 literature review. Furthermore, the data will be analysed to the point where we can draw suggestions 
 and conclusions that will lead us to make suggestions and draw conclusions as to how the Danish 
 labour market can promote inclusivity. 


4.2.2 Research Strategy 


The research strategy for this study is to conduct action research limited to a case study. We chose to 
 use action research in this paper, as this was thought to be particularly suited to answer the ‘how’ 


questions in this study (Saunders et al., 2009). With the study concerning the LGBT+ community in 
the Danish labour market, action research seemed like an obvious choice, as it includes the people 
that experience these issues first-hand (Saunders et al., 2009). Furthermore, the use of action research 
was grounded in the fact that the research was of genuine concern to the participants. Action research 
starts with a specific context and with a clear purpose. A diagnosis is made as we find facts and analyse, 
which makes us able to plan a decision about the actions that should be taken (Saunders et al., 2009). 
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 However, our research is limited to the use of a case study. A case study can be defined as “a strategy 
 for doing research which involves an empirical investigation of a particular contemporary phenomenon 
 within its real-life context using multiple sources of evidence” (Robson, 2002, p. 178). As the scope for 
 the study was to analyse LGBT+ people’s experiences in the Danish labour market, a case study was 
 deemed appropriate for this. A case study will have the ability to answer the ‘why?’ ‘what?’ and ‘how?’ 


questions  (Saunders  et  al.,  2009),  allowing  us  to  include  interviews,  workshops  and  documentary 
 analysis for the purpose of collecting data.  


In this study, we are not able to implement any actions derived from the research and further evaluate 
 the outcomes of these actions in a further context. Therefore, closing the loop of action research will 
 not be possible (Saunders et al., 2009). However, we are able to give a possible proposition for actions 
 to be considered towards promoting diversity and inclusion in the Danish labour market. 


By employing a case study in our action research, we can collect experiences from LGBT+ people in 
 the Danish labour market, as well as diagnosing the Danish labour market in forms of inclusivity and 
 discrimination with particular regards to LGBT+ diversity. The research strategies allow us to collect 
 data through multiple sources, employing triangulation in the study. Triangulation is defined as the 
 use of different data collection techniques to ensure validity and reliability (Saunders et al., 2009). 



4.3 Data Collection 


4.3.1 Semi-Structured Interviews 


After  assessing  different  data  collection  methods  within  qualitative  research,  we  found  that  semi-
structured interviews would give us the best results as we would follow an interview guide, yet still 
being able to explore topics that come up during the interview (Saunders et al., 2009). As we intended 
to  explore the  individual  experiences  of  LGBT+ people  in the  Danish  labour  market  and to let the 
informants freely express themselves, questionnaires and structured interviews were found to be less 
useful. A standard range of questions would also give us a lack of depth and flexibility (Saunders et al., 
2009), as the research included a range of minorities within the LGBT+ community. To answer the 
research  question,  however,  a  set  of  themes  needed  to  be  addressed.  Therefore,  unstructured 
interviews  were  also  deemed  inappropriate,  as  these  interviews  are  more  useful  to  explore  general 
areas of research (Saunders et al., 2009). 
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 The  selection  of  interviewees  consisted  of  four  participants  in  total;  two  men  who  identified 
 themselves as openly homosexual, one participant identifying as an openly transgender woman, and 
 the last participant identifying as a closeted bisexual woman. In order to answer the research question, 
 it was of importance that they had all been working in the Danish labour market. The interviewees 
 will be introduced further in the analysis.  


The advantages of using non-standardized qualitative interviews as a data-gathering method in this 
 thesis are reasoned through four elements, namely, the purpose of the research, the significance of 
 establishing  personal  contact,  the  nature  of  the  data  collection  questions,  and  the  length  of  time 
 required and completeness of the project (Saunders et al., 2009). 


The purpose of the research 


As we wanted to interview people from different parts of the LGBT+ community, we saw the need for 
 a  flexible  approach,  as  all  our  interviewees  could  have  different  perspectives  of  the  Danish  labour 
 market  that  we  would  like  to  investigate  further  (Kvale  &  Brinkmann,  2015).  The  semi-structured 
 interview allowed us to build on our interviewees’ responses to further understand the meanings that 
 they ascribe to different themes. Steering the conversation towards specific themes made it possible 
 to open up for new information from the interviewee (ibid), adding depth to our data (Saunders et al., 
 2009). 


The semi-structured interview opened up for creating a planned questionnaire, and to further have 
 the flexibility to create new questions along with the conversation if we touched on an interesting and 
 relevant  theme  (Kvale  &  Brinkmann,  2015).  Furthermore,  developing  an  interview  guide  made  it 
 possible  to  prepare  questions  and  themes  based  on  already  existing  data  from  earlier  research.  It 
 opened up for varying the order of the questions depending on the flow of the conversation (Saunders 
 et al., 2009). Given the specific context of this thesis, which involves personal experiences of people 
 from the LGBT+ community, semi-structured interviews gave us the flexibility to alter our interview 
 guide to each individual interviewee, as well as to retrieve a deeper understanding of their personal 
 experiences.  


The significance of establishing personal contact 


As  we  in  this  thesis  wanted  to  obtain  personal  experiences  on  possible  sensitive  subjects  from 
participants in the LGBT+ community, it was thought as necessary to establish personal contact. Our 
participants identify with the LGBT+ community.  
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 They have a personal interest in telling their story, and also a personal interest in the outcome of the 
 thesis. An interview provides an opportunity for the interviewees to receive feedback and personal 
 assurance about how the information will be used (Saunders et al., 2009, p. 324). All of our interviews 
 started with an informal chat, where we presented ourselves and got to know the participants a little 
 better to build trust. After that, we introduced the thesis and the interview and made it clear how the 
 information  will  be  used  later  on.  After  the  interview,  we  reassured  the  participants  of  the  use  of 
 information and opened up for any questions they might have. 


The nature of the data collection questions 


Conducting semi-structured interviews is a highly appropriate data collection method when there are 
 a large number of questions to be answered when the questions are  intricate and open-ended, and 
 when the order and logic of questioning may need to be varied (Easterby-Smith et al. 2008; Jankowicz 
 2005). As our research question and strategy has a hermeneutic approach, and we are searching for 
 people’s subjective experiences, there was a need for open-ended questions, as well as the possibility 
 to vary the order and logic of the questioning. Semi-structured interviews lead to the advantage of 
 probing,  allowing  us  to  ask  follow-up  questions  to  explore  the  contexts  or  themes  from  the 
 interviewees’ initial answers (Saunders et al., 2009), and to create depth and understanding in our data 
 until the interviews did not supply new information. 


The  interview  guide  for  this  study  surrounded  two  topics,  namely  the  participants’  personal 
 experiences with being LGBT+ in the workplace, and a theme concerning the workplace. As LGBT+ is 
 an  umbrella  term  for  different  sexualities  and  gender  identities,  and  because  of  differences  in 
 backgrounds, work and contexts, the interview guide was altered for the intention of each interview. 


The  interview  guide  can  be  found  in  Appendix  1,  and  follow-up  questions  can  be  reviewed  in  the 
 transcripts of each interview. 


The length of time required and completeness of the process 


We  informed  the  participants  about  the  time  needed  to  complete  each  interview,  along  with  the 
motivation and scope for our project was seen as essential in the planning process, as we wanted to 
establish clear expectations for the interview beforehand. We scheduled one-hour interviews with all 
participants in February, making sure every interviewee was able to participate. The interview length 
was set to one hour to ensure enough time to go through the interview guide, as well as the possibility 
to ask further questions if any theme needed disclosure.  
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 The length of the interview also ensured enough time for the participant to ask questions. Saunders et 
 al. (2009) emphasise that one should aim to obtain data that answers to all research questions, and 
 that  participants  should  have  the  right  to  decline  any  questions  asked.  As  the  questions  in  the 
 interview guide had the possibility to touch on some sensitive subjects, we paid close attention to the 
 interviewee’s right to leave any questions unanswered in the briefing. 


Preparation and execution of the data collection process 


Saunders et al. (2009) emphasize the importance of a thorough preparation process before conducting 
 the interview. To appear professional and demonstrating credibility towards the participants, we chose 
 to use a framework of eleven components provided by Saunders et al. (2009) when preparing for the 
 interviews. The purpose of this framework is not only to demonstrate credibility but also to reduce 
 bias in the collected data. The details of this framework will be described more in-depth below. 


Level of knowledge 


Knowledge about the research topic and the  organisational or situational context is essential when 
 conducting the interview, as it helps demonstrate credibility and could encourage the interviewee to 
 offer more detail on the topic under the interviewee (Saunders et al., 2009). We spent the first four 
 weeks reviewing the literature on the subject to gain a deeper knowledge in the field, which made us 
 more equipped to gain the right data which were needed to answer our research question. During and 
 after collecting data, we naturally gained more knowledge on the subject, which made us go back and 
 revisit the literature, adding new literature as well as understanding the current ones in a new way. 


Level of information supplied to the interviewee 


Credibility may be further promoted by supplying relevant information with the participants before 
the  interview  (Saunders  et  al.,  2009).  Before  the  interviews  took  place,  we  sent  out  emails  to  the 
participants regarding the scope of the thesis, and what themes we would be discussing during the 
interviews. By doing this, the interviewees would be allowed to prepare themselves for the discussion, 
creating a richer set of data. 
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