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Abstract

Background and objective: This research project explores the intricate dynamics of internal
discrimination and prejudice within the LGBTQIA+ community in Denmark. Despite the
country's reputation as a progressive and inclusive haven, instances of discrimination,
marginalization and abuse continue to challenge the safety and well-being of LGBTQIA+
minorities. It also examines discrimination within the organizational space and the role of queer

policies, support groups and networks, delving into the multi-layered nature of the issue.

Methods: Qualitative data is obtained through interviews with DEI/LGBTQIA+ experts and
community members in a cross-sectional time horizon. Thematic analysis techniques are
employed to explore recurring themes and discriminatory experiences. A queer intersectional

lens is applied to examine the intersections of identities in shaping discrimination.

Findings: Nordic exceptionalism and heteronormativity play a significant role in shaping
discrimination, privileging some LGBTQIA+ groups while marginalizing others.
Intersectionality is crucial in understanding the complexities of discrimination experiences.
Within the firm, discrimination based on heteronormative privilege is also found. This is
challenged by DEI initiatives. The study highlights the need for encompassing DEI policies and
the role of external actors in promoting safe spaces, inclusivity, and human rights.

Deconstructing norms and challenging dominant ideologies are essential.

Theoretical framework: The study is guided by Queer Theory and Intersectional Systems
Theory. | present a new theoretical framework, the Systemic Queer Lens.

Significance: The research provides valuable insights into the complexities of Danish
LGBTQIA+ internal discrimination and the role of queer initiatives to address inequalities in
the workplace. It uncovers how Nordic exceptionalism and heteronormativity intersect to shape
power dynamics and privilege within the community. The findings contribute to the
understanding of discrimination experiences among LGBTQIA+ minorities and highlight the
importance of addressing intersectional perspectives in DEI policies and activism. The study
aims to inform future research, policy development, and educational initiatives designed to

create more inclusive and equal societies and spaces.

Keywords: LGBTQIA+, internal discrimination, DEI initiatives, heteronormativity,

intersectionality, power dynamics, safe spaces, external actors.
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Terminology

In this section, | define and explain the terms and acronyms used in the project. Other terms
used less often will be included in a footnote. However, it is worth noticing that this list does
not include every relevant term related to the LGBTQIA+ community, and if curious, you may
access the Stonewall list of LGBTQIA+ terms (STONEWALL, n.d.-a), for more information.

Ableism: Discrimination or prejudice against individuals with disabilities.
Acephobia*: Irrational fear of, aversion to, or discrimination against asexuality or
asexual/aromantic people.
Ageism: Prejudice or discrimination against a particular age group, especially the elderly.
Aromantic: A person who experiences little or no romantic desire or attraction towards
others.
Asexual: A person who does not experience sexual desire or attraction towards others.
Bias: A settled and often prejudiced outlook.
Biphobia: Irrational fear of, aversion to, or discrimination against bisexuality or bisexual
people.

¢ Bisexual: A person characterized by sexual or romantic attraction towards more than one
gender.

¢ Cisgender: A person whose gender identity corresponds with the sex the person had or was
identified as having at birth.
Coming out*: LGBTQIA+ people's self-disclosure of their sexual orientation.
Ethnic minorities: People who belong to an ethnic group that is a relatively small part of a
population.
Gay: A man who is sexually or romantically attracted to other men (homosexual).
Gender identity: A person's internal sense of being male, female, some combination of male
and female, or neither male nor female.
Gender: The behavioral, cultural, or psychological traits typically associated with one sex.
Genderfluid: A person whose gender identity is not fixed.
Heteronormativity: Based on the attitude that heterosexuality is the only normal and natural

expression of sexuality.
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Heterosexism: Discrimination or prejudice against non-heterosexual people based on the
belief that heterosexuality is the only normal and natural expression of sexuality.
Heterosexual: A person who is sexually or romantically attracted to people of the opposite
sex.

Homophobia: Irrational fear of, aversion to, or discrimination against homosexuality or gay
people.

Homosexual: A person who is sexually or romantically attracted to people of the same sex.
Intersexual: A person who is born with a combination of male and female biological traits,
whether reproductive organs, chromosome patterns, etc.

Lesbian: A woman who is sexually or romantically attracted to other women (homosexual).
LGBTQIA+: Leshian, gay, bisexual, transgender, queer/questioning (one's sexual or gender
identity), intersex, asexual/aromantic/agender, and other members or allies. Abbreviated to
LGBT/LGBT+/Queer, with no significance loss.

Non-binary: A person who identifies with or expresses a gender identity that is neither
entirely male nor entirely female.

Outing: The act of disclosing an LGBT person's sexual orientation or gender identity
without that person's consent.

Pansexual: A person characterized by sexual or romantic attraction that is not limited to
people of a particular gender identity or sexual orientation.

People of Color (POC): A person who is of a race other than White or who is of mixed race
(e.g. Latino, Black, Asian).

Plurisexual: Individuals who experience attraction to people of multiple genders, and who
may self-identify as queer, pansexual, fluid, bisexual, or something else (Galupo et al.,
2015).

Queer: Neutral term used by people whose sexual or romantic attraction is not limited to
people of a particular gender identity or sexual orientation. Applicable to the LGBTQIA+
community.

Racism: A belief that race is a fundamental determinant of human traits and capacities and
that racial differences produce an inherent superiority of a particular race.

Sex: The sum of the structural, functional, and sometimes behavioral characteristics of

organisms that distinguish males and females.
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¢ Sexuality: A person's behaviors, desires, and attitudes related to sex and physical intimacy
with others (NIH, n.d.).

¢ Sizeism: Discrimination or prejudice directed against people because of their size and
especially because of their weight.
To be out*: LGBT people who express their sexual identity freely or without fear.
Transgender: A person whose gender identity differs from the sex the person had or was
identified as having at birth.
Transphobia: Irrational fear of, aversion to, or discrimination against transgender people.
White privilege: The set of social and economic advantages that White people have by their
race in a culture characterized by racial inequality.

¢ Xenophobia: Fear and hatred of strangers or foreigners or anything strange or foreign.
All definitions above have been created or obtained through Merriam-Webster’s online

dictionary unless indicated otherwise (Merriam-Webster, 2023).

*Own definition.
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Chapter 1. Introduction

What is the first thought that comes to our mind when we hear the word discrimination? Is it
far removed from us, does it inspire fear or stress, or just pure neutrality? Discrimination is
defined as the unfair, unequal, or prejudicial treatment of individuals or collectives based on

characteristics such as age, race, religion, gender, or sexual orientation (APA, 2022).

Discrimination is timeless, pervasive, and destructive. However, some collectives suffer from
it more than others, such as People of Colour (POC), Indigenous People, religious or linguistic
minorities, migrants, refugees, people living in extreme poverty, women, and LGBTQIA+
individuals, among others. Moreover, the intersectionality of these groups, this is, belonging to
multiple categories, increases the risk for aggravated, compounded, and multiple discrimination
(UN, n.d.-b).

OHCHR (2020) reported that nearly 20% of people, over the period 2014-2019, in thirty-one
countries, experienced discrimination on at least one of the grounds forbidden by international
human rights law. This discrimination has an impact on the well-being, opportunities, and
development of social groups, with lower levels of social and human capital. It also impacts the
achievement of the Sustainable Development Goals (SDGs). However solving discrimination
is a long-term process that requires the creation of global institutions, formal and informal,
laws, policies, customs, organisms, etc, that will impact current discriminatory movements and
traditions, increasing fairness and equality. Nevertheless, these policy modifications challenge
the status quo, and resistance to changes in the power equilibrium is presented in many spheres
of society. A universal policy agenda is necessary to tackle the roots of inequality and ensure

that new-fangled policies possess lasting popular support (UNDESA, 2020).

Discrimination is the highest form of social bias, it is behavioral. It is distinct from prejudice,
cognitive, an attitude towards a group of people, with an emotional base; and stereotyping,
mental beliefs, and associations about features of a group, shaping how people think and

respond to them. Prejudice, stereotypes, and discrimination are multifaceted and interrelated
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processes®. Dovidio et al., 2010 discusses that factors that explain the existence of these biases
are individual differences, group conflict, social categorization, and social identity.

LGBTQIA+ is an evolving umbrella term that stands for lesbian, gay, bisexual, transgender,
queer or questioning, intersex, asexual, and more. These terms describe a person’s gender,

sexuality, and physiological sex characteristics (GAYCENTER, 2023).

Queer history, the social, political, and historical embeddedness of sexual and gender identities,
has had a long and bumpy road. The emergence of modern sexuality happened between the mid
to late 19" century, with a dramatic shift in the understanding of sex, sexual acts, and sexual
identities. “Queer” as a concept has evolved throughout queer history, but it was not until the
20" century that people started identifying themselves with the L, G, B, T acronym. The LGBT
term was conceived in the 1990s by academic, activist, and organizational circles, to join and
represent a collective with political importance. Western in origin, “queer” is also historically
bound to the USA. In the 1910s it was used as a slander and self-identification label among
same-sex-desiring men, representing people outside the social norms. However, in the 1980s
and 1990s, the “queer” connotation was embraced and rethought to empower LGBTQIA+
people, during the AIDS epidemic and conservative backlash. Nowadays, queer is not just a
label, or a set of sexual and gender identities, but a critical lens with immense importance to
analyse the world. Queer history and its transformative power still have a long way to go
(Hanhardt, 2019; Kunzel, 2018).

It is relevant to explain what the LGBT collective is. The collective or community can be seen
as many different things as possible in the eyes of society. It is a sense of place whether physical
or virtual, that joins people with common traits and experiences. Nonetheless, the term LGBT
collective does not capture the individuality and diversity within the group. Moreover, some
people feel that there is no such thing as an LGBT collective. The idea of community implies
that people who identify with one of the L G B T Q | A + categories should feel part of
something, otherwise, they would be alienated, but that is not the case (Formby, 2017). In this
study, | use the LGBT community to englobe every LGBT+ individual in Denmark, no matter

1 For the sake of the study, | will focus on discriminatory behaviours. This does not exclude other forms of social
bias.
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whether they “want to be” part of the community or not.? Even if a person is not part of the

community, they can still suffer from social biases.

As stated above, one of the most vulnerable groups, the target of prejudice, stereotyping, and
discrimination, is the LGBTQIA+ collective (LGBT from now on)3. For many centuries, queer
people have been excluded, persecuted, arrested, punished, killed, and judged. The imposition
of binary and hierarchical oppositions  (normal/abnormal, heterosexual/homosexual,
natural/unnatural) has been key to the power dynamics in society (Kunzel, 2018). We fear what
is different, what we do not understand or can relate to. Gender and sexuality are recent topics

of discussion, and in many parts of the world, being queer is still seen as negative and deranged.

Key facts about current LGBT discrimination. More than 70 countries (link to map) around the
world criminalize same-sex relationships, with arrests, prosecutions, and imprisonments. The
death penalty is allowed or has been observed in eleven countries. Moreover, data from the UK,
a Global North state considered “safe” for the LGBT+ community, presents the following data:
23% of LGBT+ have experienced negative remarks by healthcare staff, 70% experienced
transphobia when it comes to access to general health services, 18% have experienced
homelessness, 51% of Black, Asian and ethnic minorities within the community report
discrimination or poor treatment, 35% of LGBT staff are not open about their sexuality at work
for fear of discrimination, 64% of LGBT people have experienced anti-LGBT violence or
abuse, and 42% of the school pupils have been bullied (STONEWALL, n.d.-b).

In more than half of the world, LGBT+ human rights are not legally protected, and more than
25% of the world population believes being LGBT should be a crime (STONEWALL, n.d.-b).
The list of figures and data goes on and on, representing the reality of many LGBT+ people
around the world, with great variation across countries, but with some level of discrimination,

no matter the place.

It is worth highlighting that during the past decades, many modern States have made significant

efforts to improve human rights protection for the LGBT. Laws, institutions, associations, etc,

2 Personally, I agree with the fact that people composing a community “want to be” part of it. If I had to make that
distinction some people would not be part of the collective, and results should be analysed differently.

3 LGBTQIA+ is commonly abbreviated to LGBT or LGBT+, not losing any of its significance. Moreover, these
terms and Queer are also interchangeable. Queer is neutral term also used to “reject” specific norms/labels of the
LGBT collective (STONEWALL, 2023).
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that support LGBT people and their integration with society. Training programs have been
developed for public and private organisms, including schools, to educate people on the
importance of respect and inclusion (UN, n.d.-a). Still, there are many issues and areas of

research unattended.

This leads to the purpose of this research project. | will study how prejudice and discrimination
work in the LGBT community in Denmark. The majority of research and data have focused on
external discrimination from society against the LGBT+ collective. While extremely important,
it is also really interesting and useful to gather data and reach conclusions on how the LGBT+
collective works and discriminates internally, and whether it relates to the dynamics imposed
by society. Moreover, | put the focus on the LGBT+ collective inside the company, its networks,

structures, and policies.

Chapter 2. Relevance and motivation

Why is internal discrimination relevant? Within group discrimination is a topic that has been
given little consideration, especially due to Queer history, where there has always been an
external aggressor to the collective, whether political, institutional, or personal. While outside
group acumen is the most concerning topic, internal dynamics have been ignored. In this study,

I center on the core of the community.

All human beings possess intersectionality, this is, the interconnected nature of social
categorizations, such as class, gender, race, sexual orientation, disability, social class, etc. This
creates an overlapping system of spheres, which promote discrimination or privilege, with
distinctive outcomes and dynamics (Cooper, 2016; C1J, 2023). As an example, the multiple
identities possessed by a Black leshian from the working class (race, ethnicity, sexuality,
gender, and class) dictate how her experience in a social system happens, and it is impossible
to understand the discrimination against her by isolating only one of these identities or

dimensions.

From a professional perspective, it makes sense to study the overlap of spheres with a group
dynamic view. People in the LGBT community, even if joined in the acronym due to their

sexualities and genders, also belong to different races, religions, social classes, disabilities, etc.
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It is a heterogeneous group within itself. Therefore, there is space for discrimination. Yet within
firms with active LGBT+ policies, inclusion is still an issue.

Agreeing with Cyrus (2017), members of multiple-minority groups, such as POC within the
LGBT community, have higher rates of stigmatization, discrimination, and fear, which
ultimately has a significant impact on behavior and mental, physical, and sexual health. LGBT-
POC are affected by discrimination, social exclusion, and racism from the collective, and
LGBT-phobia and heterosexism within their racial/ethnic group. Mental health and awareness,
which is a rising topic of research in academia, and especially the delicate and intricate patterns

of the already vulnerable LGBT mental health, are essential topics to investigate and discuss.

Personally, studying an MSc in Business and Development Studies at Copenhagen Business
School, the focus of my career is slowly shifting toward the Diversity, Equity, and Inclusion
(DEI) area. As a member of the LGBT+ community, | possess great privileges. | have only a
“negative” intersection/identity in the eyes of the system, my sexuality, but still face some level
of internal discrimination. After living in five different countries, to enumerate: Spain, Russia,
the UK, Denmark, and Taiwan, unlike LGBT communities, the treatment inside the community

greatly differs, depending on my race, class, sexuality, gender, and appearance.

Of course, in some cases, not all the multiple identities a person possesses have the same weight
on the outcome. While being Black or Asian has been long considered a “negative” intersection,
that can create a detrimental experience or repercussions on a person; if they are also high class,
highly educated, or still fulfills other appearance requirements (positive intersections), the
discrimination will be lower than if the person is poor, uneducated or has a “not ideal

appearance.” All dimensions are interconnected.

| ask myself, if as a person with higher privilege in the community, | still suffer from
discrimination, prejudices, and stereotyping, what could the experience of those people who do
not fulfill this ideal, imaginary list of requirements to be the perfect LGBT person? This list
changes depending on your location, but White privilege, wealth, attractiveness, and age play
a crucial role anywhere. There is a need to study internal discrimination in Denmark, the

country where | reside, and write the project.
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Chapter 3. Objectives and Research Question

The main objective to prove through this study is that the LGBT community in Denmark,
generally considered one of the safest countries concerning LGBT well-being, is not as safe as
assumed from the outside. Safety is understood not just as a physical parameter, but also as a
psychological one. Wanless (2016) argues that psychological safety in human development is
defined as the extent to which individuals feel comfortable engaging in positive interpersonal
risks. If safe, individuals can exercise their agency to experience and interact throughout life.
Lack of safety includes discrimination, sexual and physical abuse, intimidation, and mental
health issues. | assume that the lack of safety is related to the discrimination level and multiple
identities held by LGBT people.

Moreover, | want to make a comparison between the discrimination suffered within the general
LGBT collective vs. the LGBT collective inside the firm. What networks, projects, and
initiatives are the most beneficial to promote Diversity, Equity, and Inclusion? How do
interactions happen with LGBT+ people in the firm? Are there correlations? Does this affect
performance, stability, and careers?

For this purpose, the following research question RQ and sub-questions have been created:

How are prejudice and discrimination shaped inside the LGBTQIA+ community in Denmark?

How do Nordic exceptionalism and a heteronormative society impact discrimination within the
LGBT+ community? How are power dynamics modified? Are certain identities marginalized

due to heteronormative norms and the hierarchy of sexual orientations?

How do different intersections of identities affect one's vulnerability to discrimination within
the community? How many spheres can a person be discriminated in? Is this phenomenon also

common within firms?

How can spaces be safer, whether personal or professional? Do discrimination and harassment
reduce the safety of LGBT spaces? Does the lack of representation in leader/managerial roles

reduce safety and increase marginalization within the workspace?
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4. Are networks useful tools companies should consider to increase LGBT acceptance and educate
other non-LGBT employees? Do networks, policies and groups create safer spaces for queer

people?

5. Can external actors (NGOs, grassroots movements) intersectional work support the LGBT+

community in their fight for human rights and representation?

6. Is the expansion and commercialization of Pride positive (brings the queer community closer
to society). or negative (overrepresents majorities and ignores minorities, commaodification, and
politicization)? Does the underrepresentation of certain groups contribute to their

marginalization within the community?

I will conduct interviews with professionals in the Diversity/LGBT field. To add depth, |
additionally interview non-professional LGBT people. However, there are some limitations.
Results depend on the number of participants. As | am based in Denmark, extrapolation of
results to other countries, or even to Scandinavia, is impossible. While findings represent
reality, and that cannot be denied; beauty standards, stereotypes, cultural differences, and biases

are a great barrier to theory construction. Nonetheless, it is a start, a base for future projects.

What is more, the literature base for internal discrimination in the LGBT community is minimal.
There are a few studies, that | have included in the background section. The focal point has
been the USA, the UK, gay men, or POC minorities | opt for a broader approach, including all
members of the LGBT, while in a single nation. Still, it is relevant to acknowledge prior
research done on the topic is helpful. Finally, a greater understanding of unsafety and
discrimination dynamics work within the community will provide a base for future research,

policy creation, and better DEI initiatives to tackle these serious issues.

The outline of the paper is as follows. First a general introduction to the research objective and
background of the study. Secondly, | construct a literature and theoretical framework. Then, the
methodology section explains how the investigation is conducted. Afterward, a section on data
collection and analysis where the interview guides and a summary of the results. Later on, some
personal stories of the interviewees. Then, the Thematic Analysis is conducted, followed by the
discussion and conclusion. The last section includes the references. Appendixes are in the

attached document (access upon request).
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Chapter 4. Background & related research

The Danish context
The reason | take Denmark as the place for the study, apart from being my residence, is the
abstract “freedom” LGBT people experience, and also the multicultural and international

population living here. This provides a more nuanced study.

Denmark is considered one of the safest countries in the world when it comes to LGBT life.
Indeed, it was the first country to legalize registered partnerships between two people of the
same sex, in 1996, the Danish parliament approved laws prohibiting direct and indirect
discrimination based on gender, social background, race, religion, political affiliation, and faith.
In 2005, age and disability were added. In 2015, Denmark ranked 8/49 in the friendliest LGBT+
European State list, given legislation and policies. However, legislation differs from the cultural
environment (Buhring, 2016).

The most relevant political association is LGBT+ DK, whose vision is “a world of equal
opportunities and better well-being” for everyone. They act locally, nationally, and globally.
Created in 1948, and based on volunteers, political enthusiasts, and other members. They
continuously create new projects to help and improve the lives of LGBT people, and they have
a political impact (LGBT+ DK, n.d.-b).

Nonetheless, not everything is pink in color. Garret (2016) agrees that Scandinavian countries
have been leaders in social equality for centuries, starting with granting women equal rights.
This inspired other groups to fight for their rights, after World War I1. In the past 80 years, the
LGBT community has fought for their freedom of expression, against laws and cultural norms,
and other groups. But the fight is not over yet. If compared with the women’s movement, the
LGBT path has been more troublesome, as expected from Queer history. Same-sex marriage
was legalized in Denmark in 2012. Even if there have been great accomplishments when it
comes to homosexual rights, other groups, such as transgender or people with multiple

intersections, especially racial or ethnic ones, have had problems unaccounted for.

It has been observed that in Denmark, the topics of discrimination and racism are ostracized
and ignored in policymaking. Racism is naturalized publicly, through the denial of anti-racist

behaviors. Racism is embedded in social structures and institutions. Danish policies create
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barriers and boundaries between Danes and non-Danes citizens, which avoid the correct
integration of immigrants. What is considered the “Scandinavian fantasy” is rooted in a
conception of Denmark as a free state advocating social justice and human rights. Denmark was
never a major colonial power, so in society’s mind “discrimination” cannot be applied to
Denmark, but it is applied to Hitler’s Holocaust or the Spanish Sun Empire. This exceptional
racism only concerns certain ethnic groups, places, and times. The “otherization” of citizens
with dark skin is a fact, that is usually ignored. The denial of structural discrimination

(“hyggeracisme”) is the main issue (Gudrun Jensen et al., 2017).

This phenomenon greatly affects Ethnic Minorities LGBT individuals (EM-LGBT). Following
the Ministry for Children, Education, and Gender Equality [MCEGE] (2016) report, the average
living conditions of EM-LGBT+ are significantly worse than other LGBT people in the country,
with 16% of them feeling sorry and 10% feeling ashamed, many of them with severe mental
health issues. 13% of them have been victims of physical violence, and 18% of threads from
their own families, such as social exclusion or forced marriage. Religion and traditions play a
big role in their lives, the private sphere. They are rejected by Danish society due to their
background and appearance, and by their families or ethnic groups due to their sexuality/gender

expression.

LGBT safe spaces and White supremacy

What is a safe space for LGBT people? | would argue that is a space where everyone is welcome
and accepted, no matter their gender, sexuality, religion, appearance, etc. A space to be educated
and to educate, to share, to support, to inspire each other, ideally. However, Goh (2018) and
Fox & Ore (2010) argue that society is unable to create safe spaces for LGBT people. Violence
and homelessness, especially for women, POC, and gender-nonconforming is a continuous
issue. The overlapping of identities worsens the situation, whether inside or outside the
community. Moreover, the creation of a binary opposition of the “straight” versus the “gay”
experience, related to the White gay male only, generates unjust spaces. Not every LGBT+
person is gay, and not all of them experience the same level of violence, acceptance, privilege,
or discrimination. Unique individuals require inclusive and encompassing policies. The illusion
of a community is just a “freezing of differences,” while useful at the beginning, it lacks the
understanding of a multi-faced prism and the meanings attached to sex, gender, and race. Safe

spaces are considered a false universal, that erases the daily reality of queer members.
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The intent is not to dismantle the usefulness of safe spaces, programs, or initiatives that help
LGBT people, but to demystify and reconsider the idea of what is safe, and how it could be
safer. Spaces are limited, whether physical or abstract. Full inclusion may be impossible but
change for the better is always an opportunity. Nowadays, safe spaces are based on wrong
assumptions of homophobia and heterosexism, but not everyone falls in the White gay man
category, and the false universal fails to acknowledge intersections and multiple identities,

which appear outside the margins of inclusion.

The White gay male experience is a socially constructed stereotype. It represents the LGBT
community as a group of gay males from the Global North. Gay White privilege does exist.
This is created externally and internally. Externally, society marks LGBT+ as formed by White
people, they create a stereotype to classify LGBT people into a category they can control and
agree with, ignoring the diversity of the community. Internally, people with the most
representation, usually White gay men, who conform to the stereotype, have power over other
minorities, such as women and POC. The evolution of Pride has marked the community as non-
Black. Pride events are set in opposition to Black Lives Matter* and feminist movements,
creating a dangerous “other” within the group, and also for societal perception. Pifia (2022)
indicates that this otherization makes the image of White queer respectable, through
homonationalist discourses, and justifying human rights based on Whiteness and gender.

Schlehofer et al. (2023) agree and add that systemic racialized homophobia and transphobia
negatively affect POC lesbian, gay, bisexual, transgender, and queer individuals, with worse
life outcomes compared to Black heterosexual cisgenders and White LGBT people. Being
LGBT was associated in the research with being White. The “White group” fits within society’s
standards, gaining sympathy and representation, while other minorities are ignored and
underrepresented. White supremacy impacts how safe the community is, and is reinforced by
White LGBT people’s actions, that, even if done to show support, fail to understand the

intersectionality and structuralist nature of the issue. This contributes to power asymmetry.

4 International social movement, formed in the US in 2013, dedicated to fighting racism and anti-Black violence,
especially in the form of police brutality (Britannica, 2023).
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Research on internal LGBT discrimination

To understand internal discrimination or within-group discrimination, the concept of intergroup
bias must be explained. Intergroup bias is the more favorable perception of ingroup members,
or members of the same group, compared to outgroup members. For this, the individual must
self-identify with a certain group, then there is a need to keep positive interactions in favor of
the ingroup before outgroups (Petersen et al., 2004). This so-called competition between groups
can happen at micro or macro levels, such as within households, or in society. According to
Tajfel (1970), people discriminate against those that do not share common traits, outsiders,

developing prejudices (social bias).

This effect is represented in heteronormative vs. LGBT groups, but also internally. | emphasize
that LGBT+ is a collective with shared political power, but there is great variation and diversity
within. There is a group of White gays, and another of POC lesbians, there is a transgender
group and a non-binary one. It is easy for the majority to discriminate against minorities, or to
feel disconnected from other groups, especially if their life sphere (friends, family,
neighborhoods, etc.) is away from the reality of others. If there is no relation or empathy
between groups, even inside the collective, they consider each other outgroups and discriminate

accordingly.

Some relevant studies that discuss discrimination within the LGBT community shed some light
on the group dynamics and academic interest in the topic. One of the most used theories when
it comes to minorities discrimination is the “Minority Stress Theory (MST),” which implies
that minorities have worse mental health and higher suicidal rates than members of the majority,
and this is given by stressful social factors related to their identities and belonging to a minority
(Dentato, 2012).

Cyrus (2017), already presented before, deals with LGBT POC and how internal and external
stressors, related to their multiple identities, affect mental health outcomes. Ramirez & Galupo
(2019) concludes, following the MST, that minority stressors account for 33% of the variance
in participants’ (N=88) mental health. Besides, the study compares monosexual vs. plurisexual
POC, with the latter having worse outcomes when it comes to mental health (more anxiety and

depression). McConnell et al. (2018) and Felipe et al. (2022) compare racist and heterosexist

17|Page



experiences for White vs. POC people in the collective, the latter having higher risks for mental

illnesses and exclusion.

Le et al. (2022), again uses MST and intersectionality to explain that, in the case of Asian
Americans, the relevance of race/ethnicity in their identity shapes the discomfort in the
community (N=457). If race/ethnicity is given importance within their own identity, a higher
discomfort is experienced. However, for those people whose race/ethnicity was not relevant to
their identity, results displayed lower discomfort. Moreover, the study indicates the White
supremacy within the community, related to the creation of a false universal in the collective

(Fox & Ore, 2010). Not everyone is a White gay male, despite external perceptions.

Jaspal (2017) Focuses on interviews with British Asian LGBT men (N=12). Analysed through
thematic analysis: Ethnic otherization + Internal rejection, equals a double rejection and identity
threat. These men face multiple and overlapping layers of rejection, such as external racism and
homophobia, ethnoreligious community homophobia, and internal racism in a White-
dominated LGBT collective, with destructive mental health outcomes, due to the lack of

support.

Halliwell (2018) elaborates on trans and non-binary discrimination, while Borgogna et al.
(2019) again, apply the MST to Transgender, Gender Nonconforming, Pansexual, Demisexual,
Asexual, Queer, and Questioning Individuals; a more diverse and less “conforming” groups
within the LGBT collective, with comparable results to other studies, worse mental health due
to intersectional characteristics. A special article by McGlynn (2022) explores the stigma and
discrimination in LGBT+ spaces faced by plus-size men; a topic not discussed in academic

circles.

A research project that is more similar to ours, but with some limitations, is Parmenter et al.
(2021), (N=14) on qualitative interviews. The participants explained their experiences with
transphobia, acephobia, biphobia, gatekeeping the community (placing restrictions on people
to avoid them becoming part of the collective), racism, and oppression. Also, McCormick &
Barthelemy (2021focuses on LGBT youngsters and their first-hand experiences with exclusion
based on multiple identities, personal appearance, not being enough, and lack of validation
within the community. It represents a reality in which people had issues making spaces for

identities outside the false universal.
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Formby’s (2017) research with more than 600 LGBT participants from the UK indicates that
many of them experienced discrimination and prejudices based on their age, body, disability,
race, religion, HIV status, and social class. Maki (2018) pursues an analysis of gay men in the
USA and their intragroup discrimination experiences, based on ageism, classism, culturalism,
racism, sexism, and sizeism. However, an interesting remark found was that gay men would
perceive rejection as highly related to the personal preference of other men rather than

discrimination.

While these last four projects share more common denominators with mine, | highlight the
broad scope of my study, and the location, as well as the correlation with professional and non-

professional interviews, to shed light on different perspectives and opinions.

Research on LGBT in the workplace

| also explore some past research about LGBT in the workplace. The business case is widely
argued when it comes to Diversity. It is believed that performance improves if an organization
is more diverse. Hossain et al. (2020) state that LGBT+ regulation in firms improves innovation
and performance, especially laws prohibiting discrimination on gender and sexuality. This USA
study makes an intra-country comparison of firms, based on justice and Stakeholder
Management. During recent years, this surge of business cases has been denied. Ely & Thomas
(2020) explain that increasing diversity does not increase effectiveness or team performance,
just by itself. Reshaping power relations has the uttermost importance. It is observed that a
capitalistic society constructs the idea of firm diversity as a profit generator, instead of creating

a space for everyone to feel accepted.

Indeed, safe workplaces can be improved through formal LGBT policies and practices, a
supportive environment, and healthy relationships. Working attitudes and strain are highly
related to supportive workplace relationships, while the working environment is related to
identity disclosure and employee discrimination. Results prove that if a firm wants to be more
inclusive, formal policies are not enough, but the construction of an inclusive culture, a change
of attitudes, and an employee well-being mindset is vital. This could even increase productivity
and comfort for the majority, and not just employee minorities (Webster et al., 2018; Raki¢ &
Zivkovié (2019).
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McFadden et al. (2018) bring attention to LGBT voices within organizations and the importance
of networks concerning support for public speaking and breaking isolation. LGBT employees
are classified as “strangers” within the firm, and while networks, forums, or groups have a
powerful breakthrough effect, it is not unanimous. Not everyone feels comfortable speaking up
or being associated with LGBT+ groups. Moreover, not every LGBT+ person needs to be public
or share their identity with their co-workers. The main reasons are pervasive, inflexible, and
heteronormative institutional structures, which promote stigmatization, discrimination, and
silencing of sexual minorities. This, again, resonates with society’s false universal on LGBT
people. Also, Colgan & McKearney (2012) indicates that LGBT trade union groups and
employee networks, while beneficial, are just new actors in the scenario, and there is still a long

way for firms to adapt their structures and provide better inclusion measures.

Buhring (2016) adds that in Denmark, it is easier to be LGBT in a female-dominated workplace.
After conducting a survey, the data disclosed explains that 34% of respondents have heard co-
workers speaking with contempt about LGBT people. Another fact presented was that overall,
it was believed that LGBT+ people had the same opportunities as their other colleagues (>52%
of respondents). 58% of women respondents agreed with it, while 47% were men. Conversely,
12% of men surveyed believed that LGBT people had fewer or no opportunities, while only 5%
of women agreed. This is the outlook of the working environment in Denmark, for LGBT+
people.

Chapter 5. Literature review

Here | explain the theories | will apply to the data collected, to answer the RQ and sub-questions
associated. | use two main theories, Queer Theory (QT) and Intersectional (Systems) Theory
(IST). Both of them converge on some aspects but also present clear differences. | have created
a combined framework, the Systemic Queer Lens (SQL), which allows me to answer questions
regarding internal discrimination in the LGBT community, but also questions associated with
the workspace and networks. This new conceptual lens emerges from the blend of both theories;
therefore | can interpret the findings of the study in a more precise way, and hopefully expand
the theories beyond their original scope, adding the variables of internal discrimination and

LGBT+ networks as educators.
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Queer Theory

QT is an interdisciplinary field of study, created in the 1990s, through the intersection of gay
and lesbian studies, feminist theory, women’s and gender studies, as well as post-structuralist
philosophy. QT challenges structural inequalities based on gender and sexuality, settled in
heteronormative frameworks. Some of the main themes are fluid categories across time and
space, this is, a rejection of finite categories and classifications; denial of sexual hierarchies and
binary oppositions, a set of normative expectations, and a binarized system (male/female,
hetero/homo, feminine/masculine, good sexuality/bad sexuality) (Jagose, 1996). Indeed,
meaning is created through social interactions, reality is socially constructed. Gender is a
performance, and together with sexuality, it interacts with other relevant variables, such as class,
race, age, etc. Moreover, QT emphasizes the importance of LGBT activism toward social
change. This helps balance power dynamics in a variety of settings and promotes, equality,

inclusion, and social justice (McGee & Warms, 2013; McCann & Monoghan, 2019).

Precursors of QT are structuralist philosophers like Foucault and Derrida, incorporating the
creation of the “homosexual” as a social construction, and the deconstruction of hierarchies
within society. Authors such as Panofsky and the postmodernist Butler discuss social
categorization and its differences, and gender as an act, a set of actions performed to comply
with a standard (McGee & Warms, 2013).

Some of the key points of QT are:

Critique of Normativity: There is a critique of the normative assumptions around gender and
sexuality. Socially constructed, exclusive binary frameworks (masculine/feminine,
normal/deviant) do not account for the complexity of gender and sexuality. These categories
are diverse, fluid, complex, and ever-changing (Butler, 2011; Few-Demo et al., 2016). The main
mechanism is anti-normativity, focusing on what is non-normative, a rejection of the norms and

systems, the privilege of heterosexuality, and the prevailing order (Edelman, 2020).

Performance of Gender and Sexuality: Both of them are a repetition of actions to conform to a
normative standard, to create an illusion of a static gender and sexuality (West & Zimmerman,
1987; Butler, 2011). QT explores how this performance happens within cultural and social

contexts.
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Deconstruction of Binaries: “Deconstruction (if there is any) is what cannot be appropriated: it
is the undoing of any movement of appropriation” (Hite, 2017, p.75). As discussed in point one,
fixed binary frameworks are the basis for classification, and through QT, they are disrupted,
challenged, and deconstructed. It recognizes there are other possibilities beyond, those that
transgress the traditional gender norms, such as transgender people. Genders are complex and
fluid (Halberstam, 2019).

Social Construction of Identity: Berger & Luckmann (1967) explain that individual identities,
including sexual orientation and gender, are socially constructed through shared values and
interactions. These social processes of interaction and communication shape how we act and
identify This relates to societal norms, power dynamics, and the role of language in the

construction of identity and reality.

Heteronormativity and Homonormativity: Heteronormativity is understood as “a system of
valuing heterosexuality as the natural and normative sexual orientation, thereby devaluing all
other expressions of sexuality” (Page & Peacock, 2013; p. 640). Duggan (2002) indicates that
homonormativity is a political strategy used within sexual minority communities that reinforces
heteronormative institutions and mores. Queer people exist between the dichotomy of these two.
Whether they are discriminated against for not conforming to the standard, or by conforming
to it, they marginalize other parts of the community. The level of privilege is analyzed and
challenged.

Intersectionality: This point connects QT with Intersectionality Theory, and therefore,
Intersectional (Systems) Theory. Every human possesses intersectionality, different identities,
or social categorizations (CIJ, 2023). Gender and sexuality are also intersections to be analyzed,
as they shape the human experience, in connection with race, class, and ability. This determines
the privilege a person has in the system and the powers behind it. All axes of intersectionality
matter. It is important to notice that not every individual possesses the same diversity of
intersections but adding a nuanced intersectional lens to QT improves its ability to access and
understand the experience of more people, especially minorities (e.g. POC) within the LGBT
(Nash, 2008).

. Activism, Justice, and Social Change: Given its deconstructive nature, QT is an advocate of
social change and justice. This includes LGBT+ rights, discrimination, and so on. QT is a pillar

of social movements, legal reforms, and cultural shifts, potentially increasing acceptance and
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recognition of diverse genders and sexualities. Queer is political and linked to social movement
activism, it comes with rights and responsibilities. Identity politicization allows for stigma to
become a source of power and validation, and queer politics have transformative effects (Bell
& Binnie, 2000; Miller et al., 2016).

Of course, there is space for limitations within QT, and | feel the need to acknowledge those
issues, as no theory is perfect and all-encompassing. As indicated in point one, QT’s focal point
is queer identities. However, not all identities are queer. Sometimes Qemphasizeses queer
groups and experiences, leaving others behind (e.g. Non-White, non-Western), and this could
potentially discard some cases or narratives. Moreover, critics such as Sullivan (2003) argue
the QT sometimes relies on the fixation of categories (queer vs. non-queer), overlooking the
fluidity, complexity, and intersectionality of individual experiences, in favor of groups or
majorities. This affects POC, trans, non-binary minorities, etc. Ahmed (2020a) recalls the
importance of detaching sexuality and gender from lived experiences, the way people navigate
societal frameworks, instead of denaturalizing embodied realities. Another issue is the dismissal
of material realities, conditions, and effects of oppression. Marginalized communities also
present systemic inequalities, which are ignored through the discursive and cultural nature of
QT. Socio-economic factors, resources, and power dynamics also shape gender and sexuality
(Sullivan, 2003).

Other scholars, such as Jagose (1996) remarked on the Eurocentric nature of the theory, and the
lack of non-western views, not accounting for global contexts. This is mainly in foundational
texts and has been improved in recent years. This issue limited the ability of the theory to
account for other non-White perspectives. Warner (1993) points out the elitist nature of QT, the
academic jargon makes it difficult to understand people outside academia, limiting activism
and engagement, and further marginalizing some voices. Ahmed (2020b) explains that QT has
a narrow focus on sexuality and gender, over-emphasizing these aspects, and sometimes
ignoring other intersections, such as race or class, which can marginalize minorities and sustain
power hierarchies within the community. Not every individual is economically privileged or

highly educated.

Warner (2000) indicates tensions between radicalism and assimilationism, the first one barely
criticizing normativity, while the latter, looking for acceptance in the system. The desire for
acceptance can undermine radical activist efforts and queer politics. However, this dichotomy
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IS not an extent of complexities and paradoxes and calls for a middle ground of understanding.
Finally, some researchers criticize the lack of address of privilege and power dynamics within
the theory. Other axes such as race, class, gender, etc, can also enable privilege and power for
certain individuals in queer spaces. Theories have focused on White, middle-class, Western

people, ignoring Global South experiences and marginalized communities (Mohanty, 2003).

What is more, to fully answer the questions presented, | highlight the intersections of QT with

the following concepts:

Nordic exceptionalism: How the progressive policies and inclusive attitudes influence queer
identities, activism, visibility, and rights. What are the challenges of minorities in this context?
Nordic exceptionalism is also affected by heteronormative frameworks and expectations, and
racism is one of the main issues. Presenting this intersection affects the power and voice of
LGBT individuals within the system, which suffer from discrimination and inequalities on
multiple levels. The Nordic perspective may diminish the efficacy of QT or overlook some

variables or axes of inequality.

Firms and organizations: Combining QT and organizational contexts, | explore issues
encompassing sexuality, gender, and power dynamics at work, including DEI, discrimination,
and organizational culture. Heteronormative norms are observed in workplaces, affecting
employees. Implementing LGBT+ policies and visibility initiatives can enhance employee
well-being and foster acceptance. The intersection of organizational power dynamics with
sexuality and gender can perpetuate normative assumptions, reinforcing power hierarchies. Yet,
there's room for transformation within organizations. Queer individuals challenge
heteronormativity in professional spaces, advocating for inclusivity. However, some
organizations may adopt superficial diversity initiatives that fail to address underlying structural
issues, yielding limited results. These issues often neglect the experiences of individuals outside
heterosexual, cisgender, and able-bodied norms. QT offers a valuable framework to analyze

and enhance workplace conditions (Bendl et al., 2009; Jeanes et al., 2012).

Networks and organizational learning: QT can offer insights into internal activism, LGBT
networks, and diversity policy creations. These mechanisms can adopt a more nuanced
approach in their actions, challenging heteronormativity and bringing knowledge to the firm,
creating more inclusive environments. Moreover, QT recognizes the power dynamics within

these networks and the workplace, and the intersectional nature of individuals in the workspace.
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Organizations need to move further, from a sexuality/gender perspective to understand other
intersections. LGBT networks and activism can be powerful tools for fostering inclusion.
Systemic change is needed, and only these groups and their actions can go beyond surface-level
diversity initiatives, with a bottom-up approach. The creation of safe LGBT+ spaces within the
firm depends on the coming out of employees, the negotiation of identities, and the disclosure
of personal information. These spaces, whether formal or informal, provide connections and
support (Colgan & McKearney, 2012; McFadden & Crowley-Henry, 2018).

Safe spaces: As discussed just before, safe spaces can also be analyzed and improved through
QT, as they depend on the heteronormativity present in the working space. Safe spaces also
challenge heteronormative assumptions, with endless possibilities. Space, identity, resilience,
and community are key concepts. However, even in safe spaces, there is space for
discrimination, exclusionary practices, and negotiation of identities, which of course, reduces
the utility and increases tensions (Giffney & O’Rourke, 2009). Ahmed (2020b) also discusses
queer happiness and how safe spaces can be a source of it, therefore, there is a need for these
in every place. Happiness is collective and relational, shaped by social and political forces.
Societal frameworks decide which bodies are supposed to be happy. Space creation can be

utilized to challenge these pre-established norms.

External actors: QT also recognizes the broader cultural, social, and political context, which
includes grassroots and NGOs, for example. They play an essential role in advocating for LGBT
rights and fighting heteronormativity, being part of the power dynamics, and representing or
marginalizing specific groups. Practices, discourses, and policies, as well as limitations, are
analyzed. Bernstein (2012) explores the role of race and ethnicity in activism, and the
implications for EM and POC LGBT, fostering intersectionality. Organizations can also
provide a voice and reflect on the experiences of minorities, but can also take away and erase
these experiences, overrepresenting White voices. Waites (2005) also explores the possibilities
of NGOs and human rights organizations and their contribution to shaping discourses, programs,
and policies for young queer citizens. How this affects sexual agencies, behaviors and rights,

and the creation of supportive environments for the youth.

Commercialization of Pride: The queer community also cannot escape capitalism and
consumerism, mainly through the commodification of the community and experiences

associated. Capitalism also benefits from historically marginalized communities. The
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commercialization of Pride implies that identities and symbols are now marketable. This also
includes corporate entity partnerships, with a commercial interest in the community, erasing
radical attitudes and transformative aspects of Pride, and marginalizing communities that do
not fit within the heteronormative marketable standard. Cohen (2020) explores how queer
radicalism is faced by the commercialization of identities and movements, creating tensions
and destroying queer activism. The rejection of heteronormative norms, the anti-normative
stand, resistance, and subversion to systems of power are now diluted in marketable narratives,
with an assimilationist perspective. Queer is made to fit the demand. While Pride
commercialization brings inclusion and visibility, the original meaning of Pride is erased, and
majorities are overrepresented. Corporate sponsors and branding practices commercialize and
depoliticize Pride events, not assessing structures of power. In the long run, this affects the

transformative effects of Pride.

Intersectional (Systems) Theory

Intersectionality connects both QT and Intersectional Theory (IT). Sourcing from feminist
theory, IT is a framework used to analyze diverse dimensions (race, gender, class, sexuality,
etc), their interactions, and intersections in individuals. It is especially useful when it comes to
marginalized individuals with multiple identities, a complex reality that academia usually fails
to acknowledge. Each dimension carries its meanings, advantages, and disadvantages. McCall
(2005) argues that only by analyzing the unique intersections of these dimensions, we can reach
a full understanding of someone’s identity and position in a social hierarchy. However, these
identities are continuously negotiated, fluid, temporal, and everchanging (Few-Demo et al.,
2016).

Now, following Patricia Collins’s book (Collins, 2022), I talk about IST. While not an official
framework, Collins expanded the concept of intersectionality, bringing forward the
interconnectedness of multiple systems of power, privilege, and oppression (racism, sexism
homophobia, sizeism, ableism, classism, and many more), and their mutually reinforcing nature.
Individuals’ positions in society are multiply influenced by their identities, and this affects not
only experiences but access to resources, opportunities, and social status. These systems are not
individual, but it is their interlinked nature that can explain and shape the social status and life
experiences of people, including discrimination and erasure (Matrix of domination). Collins

(2022) focused on POC women, arguing that feminist theory was not enough to explain their
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situation, and that race, gender, and class also played a big role in shaping their knowledge

production, consciousness, and activism.

Collins (2022) incorporated systemic aspects of Systems Theory (ST) into IT, therefore IST,
including a nuanced analysis of power, oppression, and social structures. This new perspective
increases the capability of IT to address social inequalities because oppression is embedded in
complex social systems. Both ST and IT have overlapping and complementary features, given
the systemic perspective of ST, that examines interrelationships and interdependencies among
the elements of a system and the effects they can have upon each other, in a dynamic and
multifaceted way. Both of them discuss the interconnected nature of social phenomena,
therefore intersecting social identities can be analyzed and seen across larger social systems
(power, privilege, and oppression). Intersectionality is a social justice tool (Lykke, 2016). Here

it also connects with QT, which also discusses social systems and power hierarchies.

The Systemic Queer Lens: Shared and divergent aspects

While Queer Theory (QT) and Intersectional Systems Theory (IST) represent distinct
frameworks, they share significant commonalities in their pursuit of understanding power
dynamics and social inequalities within the context of diverse identities and systems. QT adopts
a critical anti-normative stance when examining identities, particularly focusing on the
deconstruction of binary understandings of sexuality and gender. In essence, QT challenges the
conventional notions of what is considered "normal” in society and emphasizes the
performative and constructed nature of identities. On the other hand, IST takes a broader
approach by analyzing intersecting systems that influence individuals' experiences, including
systems that exhibit a heteronormative nature and affect queer individuals. These systems
encompass various aspects such as race, class, and age, which themselves often exist within
binary categorizations, like White/non-White, rich/poor, or young/old. IST delves deep into the
examination of the systems, institutions, and policies that shape the lived experiences of
individuals, acknowledging that these systems can either privilege or marginalize individuals
based on their intersecting identities (Butler, 2011; Collins, 2022).

QT primarily focuses on the deconstruction of individual identities within a social system, and
IST shifts the focus towards understanding the larger systems and structures that impact these

individuals. It recognizes that these systems require modification to address inequalities
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effectively. QT often aligns with activism, challenging heteronormative practices and striving
for political change. In contrast, IST contributes to a more comprehensive understanding of
these systems, providing essential insights that inform potential modifications or reforms.
Together, these frameworks serve as powerful tools for dismantling fixed categories and
revealing how various systems intersect to influence and shape the experiences of individuals.
Furthermore, both QT and IST acknowledge the intersected nature of systems of discrimination
and oppression. They understand that individuals do not experience one form of discrimination
or oppression in isolation; rather, these systems are interrelated and mutually reinforcing. This
recognition reinforces the importance of adopting an inclusive and multifaceted approach to
address issues related to identity, discrimination, and social justice (Duong, 2012).

IST compliments QT and addresses some of its potential limitations. QT may focus heavily on
specific situations, identities and experiences within the majorities of the LGBT community.
With IST this perspective can be broadened including a wider range of intersecting identities,
such as race, class, age, ability, etc, ensuring that the experiences of all individuals, especially
those with more complicated intersections are included and accounted for. QT is critical in
deconstructing power dynamics related to identities; however it may not always provide an in-
depth examination of broader systemic power structures. IST helps in addressing these power
dynamics by examining how systems, institutions, and policies perpetuate or challenge
inequalities, using the matrix of domination. Moreover, IST's emphasis on intersecting systems
naturally includes socio-economic factors. By incorporating IST, QT can better account for the
socio-economic realities that intersect with queer identities. This ensures a more nuanced
understanding of how economic disparities intersect with issues related to sexuality and gender
(Crenshaw, 1991; Jagose, 1996).

When looking in the opposite direction, QT also aids IST and its possible limitations. One of
the limitations of IST is that it can become overwhelmingly complex due to its broad scope,
including various intersecting systems. QT can help by narrowing the focus when needed,
providing a queer lens to analyze specific situations within these systems. This ensures that the
nuances of queer identities and experiences are not lost within the complexity of intersecting
systems. Moreover, IST sometimes runs the risk of oversimplifying individual identities by
categorizing them within intersecting systems. QT, on the other hand, recognizes the
multifaceted nature of identities. By incorporating QT, IST can strike a balance, acknowledging

28|Page



the fluidity and complexity of identities while still addressing systemic issues. Finally, while
IST is excellent at dissecting systemic structures, it may not inherently guide how to enact real-
world change. QT's alignment with activism and challenging heteronormative practices can be
instrumental here. The activism that often accompanies QT can help drive social change
movements and inspire concrete actions to address the issues identified by IST (Crenshaw, 1991,
Jagose, 1996; Hancock, 2016).

With the development of the Systemic Queer Lens (SQL), a novel theoretical framework
emerges, one that draws from the rich insights of both QT and IST. SQL represents a
comprehensive and encompassing perspective that is prepared to address the overarching
research question and its sub-questions. This innovative lens is a response to the need for a
nuanced understanding of the intricate web of discrimination, privilege, and social identities
within the context of LGBT+ discrimination. At its core, QT challenges the prevailing
heteronormative assumptions surrounding sexuality and gender. It directs our attention to the
fluidity and performative aspects of identity, thereby destabilizing conventional binary
frameworks. IST builds upon this foundation by bringing into focus the intricate
interconnectedness of various systems of power, oppression, and privilege. IST recognizes that
social categories such as race, class, gender, and sexuality are not isolated but instead intersect

and mutually influence one another.

In the context of this study, the application of the SQL to the analysis promises to yield profound
insights into the experiences of those who are marginalized within the LGBT+ community. It
underscores the pressing need for inclusive and transformative approaches, both in broader
society and within organizations. This theoretical framework not only illuminates the dynamics
at play but also presents potential avenues for social change, activist endeavors, and the creation
of more equitable and inclusive spaces. The SQL, thus, serves as a powerful tool for both
understanding the complexities of discrimination and catalyzing action towards a fairer and

more inclusive world.
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Figure 1: SQL, a new theoretical

framework. Source: Own creation.

Chapter 6. Methodology

The methodology is, in simple words “the theory of organization of an activity” (Novikov &
Novikov, 2013, p.1). The configuration of such activity is the main subject. Human beings
engage in active behavior through their actions. When organizing an activity there is a need for
a clearly defined system, a logical structure, and a process of its realization. Components of an
activity include subject, object, item, form, means, methods, and result. Characteristics of an
activity include features, principles and conditions. The methodology could be summarised
with the question “How is knowledge acquired?” (Moses & Knutsen, 2007; Novikov &
Novikov, 2013).

As a single investigator, 1 must create an explicit delimitation of my activity, defining the
objective of my research. The activities | carry on in this research need to present a clear

structure for other readers to legitimate it, and for findings to be scientifically significant.

My study focuses on answering the RQ “How are prejudice and discrimination shaped inside
the LGBTQIA+ community in Denmark? ”, and in the following subsections, | will expand on
the approach to theory development, which methods and strategies | use, what data I collect,
how is the data organized and analyzed, limitations, my positionality on the research, and finally,

which philosophical approach | follow.
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Inductive approach to theory development

To gather the data | will use an inductive or bottom-up approach. The research starts by
collecting data to explore an explicit event, intending to generate or build a theory, usually a
conceptual framework (Saunders et al., 2016). As explained by Ketokivi & Mantere (2010), the
conclusions are supported by the observations made, due to a gap in the literature.

For my research on internal LGBT+ discrimination, an inductive approach is the only valid one.
There is a lack of research on within-group discrimination and prejudices, and the little
literature | could find was presented in the past research section. While | follow a similar
methodology, the studies were not interrelated, and the samples chosen to conduct observations
were highly specific (e.g. in the USA or UK, only POC, only gay men, only trans). As there is
a clear lack of a framework to analyze this phenomenon and identify main themes, and
contribute to the creation of a conceptual framework, I will start collecting the data first, and
later analyzing it with theories (QT & IST, creation of the SQL), to generate precise and

untested conclusions.

Moreover, when using an inductive approach, the context in which the events take place is
highly relevant, with smaller samples of subjects, qualitative data based, which matches the

description of my project (Saunders et al., 2016).

Research design
Research design is the general scheme followed on how to answer the RQ of the project. It
contains the objective of the research, the sources where I collect the data, how I collect it and

analyze it, as well as a discussion of ethical issues and limitations.

Methodological choice: Qualitative

Qualitative research is associated with the interpretation of the data collected, researchers are
required to deeply understand the subjective and socially constructed nature of the event studied.
Trust, participation, understanding, and empathy are essential. Qualitative research is usually,
but not exclusively, associated with an inductive approach to generate new theories or the
development of a richer theoretical perspective. It is essential to comprehend the subjects’
meanings and relationships. Data collection is non-standardized, which allows for flexibility
during the process while keeping the focus on the RQ. This implies questions can be modified,

added, or deleted, and the data collection procedure adapted to the subject. Moreover, a mono-
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method qualitative study will be conducted, this is, a single data collection technique will be
used, instead of multiple ones (Saunders et al., 2016).

I will perform an exploratory qualitative study to understand why and how internal LGBT+
discrimination happens, whose nature is still unclear. As | will be in contact with LGBT+
members, allies, or experts, the ability to connect personally to the subject has great value. What
is more, flexible data collection allows for a modification of the project’s direction in case |

discover early useful insights. The broad focus can be narrowed down as the research progresses.

Research strategy: Thematic Analysis

This is, how will I answer my RQ? Thematic Analysis is a basic yet powerful method to analyze
qualitative data. The main objective is to look for themes, topics, or patterns across a data set.
It involves coding the data for further analysis, and it is used to analyze either big or small data
sets, with rich descriptions, explanations, and theorizing. As | am using an inductive approach,
the Thematic Analysis will be sourced from the data gathered, with no predetermined analytic
framework. Thematic Analysis is not tied to any particular philosophical position (Saunders et
al, 2016).

When it comes to my internal LGBT discrimination project, as | use large amounts of data, the
Grounded Theory method is not feasible, given the intense coding and constant comparison.
Moreover, Narrative Inquiry would make it difficult to get in-depth information on some
specific points of the events and would not allow me to ask all the questions | need. For these
reasons, | will use Thematic Analysis to investigate patterns and topics when it comes to
discrimination experiences, with no philosophical ties. | need to note that some of the interviews
have a more professional approach, with a question-answer-based pattern, while others
resemble storytelling and jump back and forth between topics. Then, Thematic Analysis
provides the flexibility to deal with diverse data collection situations, which I will explain later

in more detail.

The procedure starts with familiarising myself with the data collected, coding it, back and forth,
then searching for relevant topics and relationships, refining themes, and testing other
propositions. Familiarization will happen naturally while doing interviews, transcribing, and
reading them. Coding involves categorizing data with similar meanings, using keywords or

sentences (actions, beliefs, events, ideas, concepts, etc). Codes can be referred to as units of
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data, which can overlap or share codes. As | am using an inductive approach, | will need to
code all the data to get a full understanding, based on my RQ. This way, | will link different
meanings and ideas across interviews. Codes can be merged, deleted, relabelled, and redefined.
Searching for themes and patterns involves analyzing the coded data and finding relations
among it, producing summaries related to the RQ. Themes are broad categorizations of codes.
Later, | refine themes and test propositions. This means making sure the themes chosen are
coherent with the RQ I want to answer, and it involves rereading and rearranging data. Of course,
there is the possibility of finding negative cases, those that do not fit with my explanations, but
that can help refine the whole process. Finally, an evaluation of the results and conclusions will
be presented (Saunders et al., 2016).

Time horizon: Cross-sectional

A cross-sectional time horizon implies that | will study a particular phenomenon at a specific
point in time. The main reasoning is that this project is time-constrained, and instead of
analyzing how internal discrimination evolves, | will check what is the current situation, based
on real-life experiences. Data will be gathered in waves of interviews over a short period (2

months).

Ethics, data quality & limitations

When it comes to research and dealing with such sensitive topics like discrimination and
prejudices of vulnerable groups, the LGBT+ community in this case, it is essential to establish
certain ethical guidelines. Some general ethical issues when conducting research are
embarrassment, pain, harm, anxiety, etc. However, before conducting the data collection, each
participant has been informed about the research topic, and given the option of being part of the
project or not (informed consent). What is more, to protect the identity of the subjects, being
queer is such a delicate topic in some spheres, the transcripts are anonymized. This will imply
omitting or modifying selected details, such as name, company name (unless the
association/firm is relevant to the study and disclosure agreed beforehand), friends’ names, or
any other information that could be used to track down the subject and would therefore be
considered a violation of privacy (sensitive personal data). In addition, subjects also have the
option to ignore or leave some questions blank, whether they feel uncomfortable or have no
information. Subjects are given a blank card and are never forced to answer. Discrimination

events are traumatic and damaging, therefore, the choices and preferences of subjects who
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voluntarily participate in the research are given utmost importance. This will not impact the
data collection nor the results, as the study is not focused on a few individual experiences, but

a general issue within the LGBT community.

Moreover, in consideration of discretion and the protection of sensitive personal data,
appendices that contain confidential information have not been included in this thesis but will
be presented separately. These measures have been taken to ensure the security and privacy of

the participants and the information shared during the research process.

However, for knowledge production and further academic research, I welcome inquiries from
fellow researchers who are interested in accessing the appendices. Please feel free to contact
me at at23daniel@gmail.com for queries related to their access. | am committed to promoting

the responsible and ethical dissemination of research findings while upholding the

confidentiality and privacy of the individuals who participated in this study.

Limitations that arise during the study include the representativeness of the sample, because the
queer community is formed by many diverse groups and access to all of them may be impossible.
However, | may be able to generalize from the conclusions gathered, which can be tricky due
to subjectivity. Another issue is time constraints, which is why the study is cross-sectional, at a
specific point in time. Other limitations could include the impossibility of QT and IST to fully
explain the phenomena behind the findings.

Techniques and procedures

Data collection

The data | will use for the project is sourced through interviews with relevant members and
experts of the LGBT+ community. Given the size of the LGBT+ community in Denmark, it is
statistically impossible to access every single member or expert in the field. Therefore, | have
decided to choose a sample of the population | will study. There will be two main types of
interviews. The first ones, following a more structured procedure, are interviews with
professionals in the LGBT field, Diversity, Equality and Inclusion, and also Sexuality, among
other related disciplines. The second set of interviews (nonprofessional), with a narrative
approach, but still defined, are meetings with queer people, that present relevant multiple

identities for my project. The transcripts of the interviews will be presented in the Appendixes
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section. The interview questions guide and a summary chart with the answers are included in

the data collection and analysis section.

As the sample used within the queer population in Denmark is not a random selection but
chosen on a case-by-case basis, | use the technique of non-probability sampling. With non-
probability sampling, generalizations can still be made about the findings, but not on statistical
grounds. Moreover, non-probability sampling also includes a subjective element in the choice

of the sample, which reflects the subjective nature of the project (Saunders et al., 2016).

When it comes to the number of interviews needed, | perform seventeen interviews, following
the principle of data saturation: When the additional data collected gives little to no new insights,
there is no need for more interviews. The type of sample followed is purposive sampling, I will
use my judgment to select specific cases that allow me to answer properly my RQ. As specified
before, the cases selected are either professionals with a high amount of information about the
queer community, or individuals with multiple identities that possess intersectionality (race,
religion, age, HIV status, the field of expertise, social class, etc), and that are likely to have
experienced discrimination within the community. Moreover, within purposive sampling, |
have chosen heterogeneous sampling as the best way to complement the methodology. | need
to have variation in the data collected, therefore the participants are also diverse, and
handpicked by me, given my contacts or second-hand contacts in the LGBT+ community. This
is a strength because the patterns that may emerge from diverse individuals of particular interest

can present key themes to explore, in a unique way (Saunders et al., 2016).

Due to the delicacy of discrimination experiences and the importance of establishing personal
contact with the interviewee, the best method chosen is research interviews, in the one-on-one
face-to-face modality. This allows for a more nuanced analysis of verbal and nonverbal
communication. The research interview is a two-way conversation, in this case, between the
interviewer (me) and the interviewee. There is an exchange of accurate questions, stories, events,
emotions, and experiences, which will be recorded for transcription purposes (intelligent
verbatim, key modifications maintaining the true voice of the participants). The recording will
be deleted afterward when the data has been processed. The modality followed is semi-
structured interviews, based on a list of themes and questions to cover, with enough flexibility
to elaborate on some points, ask extra questions or for clarifications, and avoid other questions

if unnecessary (Saunders et al., 2016).
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Data analysis

The approach Thematic Analysis will be used to analyze the data, this is, the coding,
classification of themes, redefinition of key topics, and establishment of patterns and conclusion
on the data set. Qualitative data is characterized by richness and fullness, the world is subjective,
and reality is constructed given social interaction. Qualitative data is diverse, elastic, and
complex, compared to quantitative data. This means analysis will be exhaustive to gather
relevant conclusions, using conceptualization (Saunders et al., 2016). Afterward, the theoretical
framework chosen (SQL) will be applied to explain the main themes and dive deeper into the

phenomenon of internal discrimination, generating or expanding theory.

Researcher’s positionality

In this section, 1 will clarify my position in the research, my multiple identities, and why | am
embedded in the process. Positionality is normally used to locate the researcher’s position
related to the theme of research, the participants of the research, and the design, content, and
process. It also includes how | am positioned by others (Holmes, 2020; Arber, 2006). However,
| establish some boundaries to respect my privacy, this implies | will not give away information
that I consider sensitive. | feel the need to clarify my positionality, the researcher’s ethics and
position are under questioning and modified by the experiences and meanings shared with
others during the research project, becoming radically reflexive.

As with any other human being, | also present intersectionality and multiple identities related
to the research project. | divide the identities considering whether they give me privilege within
the community or not. Please notice this division comes from my perspective and other people
may feel differently about it or disagree and deny this evaluation. These are:

¢ Positive identities: White, highly educated, HIV negative, cis male, young age (25), regular
body type, open about my sexuality.
Negative identities: Bisexual/queer.
Nondisclosed: Queerness level (masculinity/femininity), social class, and religion. Avoided

due to abstract standards, lack of importance, and/or right of non-disclosure.

In my opinion, positive identities are numerous and increase the privilege | have within the

community, while negative one is not enough to counterbalance the level of privilege. Therefore
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I am in an advantageous position concerning many others. However, when it comes to this

research project, | intend to maintain a neutral stand, especially when conducting interviews.

I have also experienced discrimination on some grounds, such as queerness level and
bisexuality. However, only when observing the experience of other people within the
community | decided to pursue this topic of research. My values are deeply embedded in the
community, 1 am an insider, an internal researcher. | know many queer people, as well as
organisms, associations, groups, etc. This implies | am aware of the conflicts and situations
happening internally, and | have adopted a strategic position. By being an insider, data
collection becomes easier, though my network of contacts, is unbiased. It is worth to explain
the people chosen are not close to me.

The people | interview identify me as one of them (queer), then, they feel more comfortable
sharing their opinions and experiences, genuinely. | have eliminated the biases when it comes
to the research design, the questions asked are open and neutral. | only use my insider status as
an advantage that will not interfere with the final results. Of course, | believe being internally
discriminated against is the reality of many queer people, but this will only be proven if the
results say so. Finally, after each interview, | will decide whether there is a need for adjustments
on the project, interview questions, or my positionality. The knowledge gathered and the
opinions of others will be used to improve the overall quality of the project.

Philosophy of science

Research philosophy refers to “a system of beliefs and assumptions about the development of
knowledge” (Saunders et al., 2016, p.124). Assumptions are made at every step of the research,
and this is influenced by the philosophy chosen. Philosophy of science presents three pillars:

Ontology, epistemology, and axiology.

Ontology

These are assumptions about reality’s nature. What is the world made of? It is the way we see
and study research subjects (Moses & Knutsen, 2007; Saunders et al., 2016). For my project,
this includes the LGBT community as a collective of people, organizations such as firms and

institutions, management practices, and discriminatory events, among others.
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Epistemology

It represents assumptions about knowledge, what is acceptable, legitimate, and valid knowledge,
and how it is communicated to others (Saunders et al., 2016). Knowledge in this study consists
of qualitative data, stories, and experiences from individuals and the LGBT+ community,

beliefs, theories applied, etc.

Axiology

It represents the role of the researcher’s values, ethics, and positionality in the research process.
How do I deal with my values and the research participants’ values? How are my values
modified by the knowledge | gather? VValues are the guiding reason for human actions. A clear
articulation of my values and judgment is needed to validate the whole research process
(Saunders et al., 2016).

Subjective approach

These three philosophical assumptions are influenced by two opposing extremes, objectivism,
and subjectivism. For my project, | have taken a subjective approach. Subjectivism explains
that reality is created given the perceptions and actions of social actors. Each one of us human
beings, observe the world differently, and therefore interpret events and behave in diverse ways.
There are multiple realities, instead of a single one. Subjectivism embraces nominalism, and a
softer approach, social constructionism. Reality is created through social interactions by social
actors, which construct shared meanings and truths. These social interactions are continuous
and spontaneous. Therefore, through this approach, there is a need to investigate in depth a
specific phenomenon to understand how reality is experienced. Within this view, it is
impossible to detach the researcher’s values from the new knowledge or information acquired

(Saunders et al., 2016).

Coming back to the assumptions, on a subjective extreme, ontology, the nature of reality, is
socially constructed by conventions, with chaotic, multiple, and flowing realities. Epistemology,
what is considered acceptable knowledge, is based on assumptions and narratives, personal
meanings, and contexts attributed by individuals. Axiology, what are the role of values in
research, bonds the researcher’s values with the events and situations investigated, with a

reflexive and embedded framework (Saunders et al., 2016).
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On the opposite side of the spectrum, objectivism is found. It claims reality is external to the
user. There is only one true reality not affected by the actions or perceptions of people. This
derives from realism or naturalism: Reality is independent, and things do not change
continuously. There is a detachment of personal values and judgment, and a need to find
patterns that exist in nature, with a logical approach (Moses & Knutsen, 2007; Saunders et al.,
2016).

When it comes to my research on LGBT+ discrimination, it makes sense to adopt a subjective
nominalist, contrary to an objective naturalist approach. Instead of studying raw data, in-depth
research on discriminatory behaviors is needed. Discrimination could be translated into
numbers, but it would lose all its meaning. The stories, emotions, and sensations behind the
situation lived by the individuals I will use to gather data are valuable resources and constitute
a legitimate form of knowledge. Each one of them lives reality in a unique way, shaped by their
own unique and personal experiences in the LGBT community, their ideas and information
about other groups within the community, and their experiences with prejudices, discrimination,
and in some cases, sexual harassment. Of course, this means it is also impossible to separate
my own opinions and values from the situations described. However, rather than a disadvantage,
| see this as an opportunity to deeply empathize, support and understand marginalized voices.
Neutrality is not an option.

Postmodernist nature

Under the subjective branch, there is a diverse set of philosophies that can be applied when
conducting research. In this case, | have decided to stand with a postmodernist approach.
Saunders et al. (2016) explain that postmodernism emphasizes the role of language and power
relations, questioning the general way of thinking and hearing marginalized voices.
Postmodernism emerged in the late twentieth century and has a strong critical nature against
the idea of modernity, the Great Enlightenment, and realism. The main concepts are movement,
fluidity, change and chaos, and lack of structure. Any known order is just temporary and
foundationless, and it is only created given the current power structures and language, the latter
being imperfect, as it marginalizes and suppresses some while benefiting others. For
postmodernism, there is no right or wrong, but this is decided collectively. These “decisions”

are shaped by major power relations and dominant ideologies, at a specific point in time. Of
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course, these choices are not the best, but just decided by the powerful majority, and other
minority ideas are also useful and valuable but ignored.

Postmodernism wants to expose the power relations behind any system, whether in society or
an organization, with a deconstruction mechanism, looking for flaws and instabilities in the
system and general beliefs. A radical challenge to the established ways of thinking and knowing,
providing voice and legitimacy to the excluded ones. Moreover, it is essential, as a researcher,
to acknowledge power relations exist between the researcher and the researched, thus, this
cannot be avoided, but awareness is required. Therefore, | need to clarify my moral and ethical

views (Saunders et al., 2016).

Ontologically, postmodernism is a complex, rich, and ever-flowing set of experiences,
constructed through power relations, meanings, and languages. Epistemologically, knowledge
and truth are decided by dominant ideologies, while others are silenced and oppressed.
Axiologically, research must be value-constituted, reflexive, and critical, finding myself
embedded in the power relations (Saunders et al., 2016).

The postmodernist stand is valuable for my project given the focus on power relations,
especially when we talk not only between society and the LGBT community but also within the
collective, that presents diverse groups. Moreover, the role of language, which affects the
visibility and representation of the LGBT+; the dominant ideologies and truth created by society
about the LGBTH+, this is, a false universal governed by the White gay male standard associated
with every LGBT+ person; and the marginalization of minorities, LGBT+ minority groups, that
are placed outside the eyes of society, match my research interest and are effective mechanisms
that I can use to investigate, analyze and gather conclusions. LGBT stereotypes, prejudices, and
discrimination source from a societal construction of meanings, ideas, universals, and
unbalanced structures that need to be deconstructed, to uncover marginalized voices, legitimize

minorities’ ideas, flaws, and wrong beliefs, and correct, if possible, those issues.

The theories chosen for the study, QT and IST also match with a postmodernist view. Both of
them challenge the current systems and acknowledge the fluidity of identities, power dynamics
and social hierarchies. While full alignment may be impossible, the many common and
overlapping traits make postmodernism the right choice for this project, further expanding the

theoretical lenses.
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10.

Chapter 7. Data collection and analysis

In this section, the guides for professional and nonprofessional interviews are presented. Then,
a summary chart of the interviewees’ answers, clarifications on how | summarise the data in

tables, with examples and a brief explanation of the results.

These interview guides are sent to interviewees before the interview, for the sake of preparation.
Not all questions need to be answered, disclosure of confidential information is a choice.
Recording may be agreed upon before the interview and just used for transcription purposes (it
will be deleted afterward). There will be time before the interview starts to ask questions or

clarify doubts about the research if needed. The questions are as follows:

Professional interview guide

Personal questions

First, if you could say your age, nationality, race, religion, gender identity and sexual orientation.
Then, can you explain your profession, years of experience and firm?

What is the LGBT community for you, and who belongs to it? Are you part of it?

Have you experienced/heard about discrimination inside the LGBT+ community in Denmark?

Elaborate (e.g. details, authors, type of discrimination, place, frequency).

Otherwise, have you seen or experienced biases, prejudices or stereotypes inside the LGBT+

community in Denmark?
What is your attitude towards minorities in the LGBT? (e.g. Black, asexual, trans).

Do you believe the LGBT community is free of judgment towards other LGBT people

(minorities)? Are they informed enough?

Do you believe the Danish LGBT is more accepting towards the LGBT community than its

European counterparts/your country?

Do you think it is easy to come out or talk about your sexual orientation and gender identity in

Denmark?

Is internal discrimination a worrying topic for you? Is it on the future agenda of your

organization?
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11.

12.

13.

14.

15.

16.

17.

18.

Do you feel behavior can be affected by this discrimination, whether online or in person? (e.g.
Anxiety about interactions, fear of doing activities in public).

Have you ever experienced/heard about harassment (sexual, physical or psychological), or

intimidation by LGBT people towards other members of the LGBT?
Work-related questions

Do you know any colleague who is openly queer in your current or previous working

environment?

Do you think it is harder for LGBT people to join the workplace community/environment
compared to their heterosexual colleagues? Is there any initiative or policy, or group that could
help them? Do you think it could be beneficial to start one?

Do you think your working environment is open and accepting to LGBT employees?

Do you think this discrimination affects the future career possibilities of LGBT people (e.g.

Performance, changing jobs, mental health, stability)?

Even if there is no LGBT+ organization or network, do you think it is beneficial for new

employees to know there are other queer people at work?

Is there anything else you want to share?

Nonprofessional interview guide

Personal questions
First, if you could say your age, nationality, race, religion, gender identity and sexual orientation.
Are you open about your sexuality in your private and work life?

Have you experienced/heard about discrimination inside the LGBT+ community in Denmark?
Elaborate (e.g. details, authors, type of discrimination, place, repetition).

Otherwise, have you seen or experienced biases, prejudices or stereotypes inside the LGBT+

community in Denmark?
What is the LGBT community for you, and who belongs to it? Do you think you are part of it?

What is your attitude towards minorities in the LGBT? (e.g. Trans, Black, Asian, asexual).
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10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

Do you believe the LGBT community is free of judgment towards other LGBT people? Are

they informed enough?

Do you believe Danish LGBT is more accepting towards the LGBT community than its

European counterparts/your country?

Do you think it is easy to come out or talk about your sexual orientation and gender identity in

Denmark, compared to your place of origin or other European counterparts?
Is internal discrimination a worrying topic for you?
Do your partner, queer friends or co-workers present similar experiences/attitudes like you?

Do you feel behavior can be affected by this discrimination, whether online or in person?

(anxiety about interactions, fear of doing activities).

Do you feel safe in the LGBT community or private LGBT network, whether at work, group of

friends or family?

Have you experienced harassment (sexual, physical or psychological), or intimidation by other
members of the LGBT community?

Work-related questions

Do you know any colleague who is openly queer in your current or previous working

environment?
Are they open about your sexuality? Do you/they feel treated differently at work?

Do you think it is harder for LGBT people to join the workplace community compared to their
heterosexual colleagues? Is there any initiative, or group that could help them? Do you think it

could be beneficial to start one?
Do you think your current working environment is open and accepting to LGBT employees?

Do you think this discrimination affects future career possibilities (e.g. performance, changing

firms, mental health, stability)?

Even if there is no LGBT+ organization or network, do you think it is beneficial for new

employees to know there are other queer people at work?

Is there anything else you want to share?
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Summary chart of responses (professional)

Question/
Interviewee

Relevant
identities

What is the
LGBT
collective?

Are you part of

the LGBT?

Discrimination
experiences
Prejudice/bias
experiences
Attitude
towards

minorities

Is the LGBT
free of
judgment?

Is DK LGBT
more accepting
than other EU
areas?

Is it easy to
come out in
DK?

Personal questions

Communities Combination of | A physical Open Those who do Anyone that Based on A diverse set of | Itis a personal
with political different sexual | group of community for | notfitina identifies as a identities, organizations space where, 1,
power orientations and | acronyms, and everyone that heteronormative | minority and people who and people with | my friends and

sexual identities | Queer spaces wants to be part | society fights for their support each a common my family

for minorities of it rights other objective belong to.
Yes No, butanally | Yes Yes To a certain Yes Yes Yes Yes
extent

Yes Yes Yes Yes Yes Yes Yes Yes Yes
Yes Yes Yes Yes Yes N/A Yes Yes Yes
Relevant and Positive Relevant and Positive Relevant and Positive Positive Relevant and Relevant and
acknowledged acknowledged acknowledged acknowledged acknowledged
No No No No No No No No No
N/A Depending on Depending on Depending on Depending on Yes To a certain Yes No

the area the personal the country the community extent

characteristics

Depending on
the personal
situation

Depending on
the area

Sexuality wise,
yes. Not for
gender
identities

Depending on
society

Depending on
the area/country

Depending on
the area

Depending on
the person

Depending on
the person

Depending on
the area
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Are you worried
about internal
disc?

Is internal
discrimination
in the future of

Yollls

organization?
Is behavior
affected after
discrimination
experiences?
Harassment

experiences
Work-related questions

Are your co-
workers open
about their
sexuality?

Is it harder for
LGBT to join
the workplace
environment?
Are LGBT
initiatives at

work positive?

Is your current
work open to
LGBT?

Does
discrimination
affect career

opportunities?

Is it beneficial
to know other
queer people at
work?

Yes Yes Yes Yes Yes Yes To acertain Yes Yes
extent
N/A Yes Yes Yes No Yes Yes Yes Yes
Yes Yes Yes Yes Yes Yes Yes Yes Yes
N/A Yes Yes Yes Yes Yes Yes Yes Yes
Yes Yes Yes No No Yes Yes Yes Yes
Yes Yes To a certain Yes Yes Depending on Depending on Yes Yes
extent the workplace personal
attitude
Yes Yes Yes No Yes Yes Yes Yes To a certain
extent
Yes Yes To a certain Yes No Yes Yes Yes Yes
extent
Yes Yes Yes Yes Yes Yes Yes Yes Yes
Yes Yes To a certain Yes Yes Yes Yes Yes Yes
extent
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Summary chart of responses (nonprofessional)

Question/Interviewee

Relevant identities

Personal questions
Open about sexuality

Discrimination
experiences
Prejudice/bias
experiences

What is the LGBT
collective?

Are you part of the
LGBT?

Attitude towards
minorities

Is the LGBT free of
judgment?

Is DK LGBT more
accepting than other
EU areas?

Is it easy to come out
in DK?

Are you worried about
internal disc?

Do people around you
have similar
experiences?

To a certain Yes Yes Yes Yes To a certain Yes To a certain
extent extent extent
Yes To a certain Yes Yes Yes Yes Yes Yes
extent

Yes N/A Yes Yes Yes Yes Yes Yes
Home to people People with A strong People who Anyone who An online queer A diverse group Anyone who falls
that feel shared values community based | identify as queer | feels part of the community that fights out of
otherized by the on non- and have the queer accepting together for their | heteronormativity
dominant heteronormative | same battles movement rights
cisgender straight people
community
Yes Yes Yes Yes Yes To a certain Yes Yes

extent
Relevant and Positive Positive Relevant and Positive Relevant and Positive Positive
acknowledged acknowledged acknowledged
No No No No No To a certain No No

extent
To a certain Yes Depending on the | To a certain Yes Yes To acertain Yes
extent area extent extent
Yes Depending on the | Depending on the | To a certain Yes Yes Depending on the | Yes

area sexuality/gender | extent personal situation
identity
Yes No Yes Yes To a certain To a certain Yes Yes
extent extent

Same opinions, N/A To acertain Yes To acertain To acertain No To a certain
different extent extent extent extent

experiences
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Is behavior affected Yes Yes Yes Yes To a certain Yes Yes Yes
after discrimination extent

experiences?

Do you feel safe in the [N Yes Yes Yes Yes Yes Yes Yes
LGBT collective?

Harassment Yes Yes Yes Yes Yes No Yes Yes
experiences

Work-related questions

Are your co-workers Yes Yes To a certain Depending on the | Yes Yes Yes No
open about their extent job

sexuality?

Are you open about Depending on the | Yes Yes Yes Yes Yes Yes No
your sexuality at job

work?

Do you/them feel Depending on the | No To a certain Depending on the | Depending on the | Depending onthe | No N/A
treated differently? job extent job job situation

Is it harder for LGBT (EKeEYe=geNy] Depending on the | Yes Yes To a certain To a certain To a certain Yes
to join the workplace extent workplace extent extent extent

environment?

Are LGBT initiatives [ Yes Yes Yes Yes Yes Yes Yes
at work positive?

LNGIEUVESDIEERE To a certain No No Recently created No To a certain No No
your company? extent extent

Is your current work Yes Yes No Yes Yes Yes Yes To a certain
open to LGBT? extent
Can discrimination Yes To a certain Yes Yes To a certain Yes No Yes
affect your future extent extent

career?

Is it beneficial to Yes No Yes Yes Yes Yes Yes Yes

know other queer
people at work?

Charts 1 & 2: Summary of interviews, professional and nonprofessional. Source: Own construction with appendixes A-Q.
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Data summarization method

Some of the questions in the table are answered directly with Yes or No, while others are
classified with variable scales, such as To a certain extent, Positive, Depending on XYZ,
Relevant and acknowledged, etc. There is no set of rules that explain these scales, but through
an unbiased analysis of the raw data (interviews), | have inferred these answers. | use these
scales to represent as accurately as possible the values, feelings and situations of the
respondents. Still, I provide a guide of examples with direct quotes from the interviews, and

how | reached the answers on the table.

Professional > Are you part of the LGBT? > Sadie (Appendix E) > To a certain extent

In this case, Sadie has been classified as part of the LGBT community, but not fully. The
reasoning behind this is that Sadie understands that no one is 100% heterosexual and prefers
not to classify herself in that box, but also does not feel entitled to call herself directly queer.
This can be seen in “l consider myself a part of the community in the sense that, you know, that
sort of 10% of me that would identify. And when | say it, I'm also very aware of the fact that
I'm not necessarily a person to define what that means. But when | talk about it, it's essentially
a way of not fitting into the setup. I consider myself as sort of a fringe LGBTQ person”. This
answer is given to people who do not reply fully or clearly with a positive or a negative, yes or

no.

Professional > Attitude towards minorities > Jayden (Appendix G) Positive & Hanna

(Appendix 1) Relevant & acknowledged

Both Jayden and Hanna confirmed their accepting attitudes towards minorities, but with slight
nuances in their approach. This can be observed in Jayden’s case “Now, | don't need protection
as a gay person. Not the same way as | used to 20 years ago, that was a different thing. Today
gays and lesbians are very highly accepted among the general population. So minorities should
be the focus of the LGBT community” and Hanna’s case “l am a minority within the LGBTQ
community because I'm bisexual. So I'm constantly being told by lesbians and gay men to pick
aside. I am a minority within the community itself, so | understand how it feels. | think like in
any society, this goes for the LGBTQ family, too. We're not good at handling minorities. We
don't know how to include them”. I can observe that Jayden not identifying as a minority, makes
it more difficult for him to understand their perspective, and focuses on the fact that L and G

now are widely accepted. Therefore | classify his answer as positive. In Hanna’s case, being a
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minority herself, she goes deeper in the understanding of her situation, therefore | classify her
on the scale of relevant & acknowledged.

Professional > Is it easy to come out in Denmark? > Charlie (Appendix F) > Depending
on the area

Charlie is classified as depending on the area. He said “The UN study shows so, compared to
other places in the world. But | have a good friend who was just kicked out of home. He grew
up in a religious family in the countryside. So, of course, there are still cases where it's hard to
come out”. The details provided in his answer show the concern of many, that depending on
which area of Denmark you are born, you may be accepted or not. Other respondents focus on
societal views, family characteristics or personality traits, then, answers such as depending on

the personal situation, personality, sexuality, gender, workplace, etc, are inferred.

Nonprofessional > Is it beneficial to know other queer people at work? > Phil (K) > No &
Serah (O) > Yes

In the case of yes and no, it is simpler. If the interviewee is positive about something, then the
answer is yes. However, if negative concerns are expressed, the answer is no. Phil does not
believe sexuality is a relevant common factor, “I have heard about that, like different diversity
programs that are being reinforced. No, I don't think it would be important for me, 1 don't like
being put in a box. And I don't necessarily have more in common with a person based on their
sexuality”. In the opposite stance, Serah implies agreement “Oh yeah, that would definitely
help. There's always a worry of mine that | will always be the first and only person to come out.
If I went into a company and they're just sort of like saying my partner is like this. Oh, my, my
child is nonbinary, etc, that would be kind of nice. | would feel really comfortable in a place
like that”.

| trust these examples help to understand the reasoning behind the answers on the summarised

chart and provide more context into the process I follow to review the data.

Chart results explanation

In this section, the findings of interview rounds are summarized. Seventeen participants from
diverse backgrounds were asked similar questions. Overall, the LGBT+ community is seen as
politically powerful, functioning as both a support network and a family that embraces all

identities, standing against a heteronormative society.
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Both professional and nonprofessional groups acknowledge the existence of internal
discrimination within the community, rooted in factors like race, sexuality, gender identity, and
physical appearance. They emphasize the importance of inclusivity for all minorities within the
queer collective to combat such discrimination. Discrimination, they note, stems from the
judgmental nature of the community influenced by a capitalistic, heteronormative, and White
Supremacist society.

Regarding Denmark, opinions vary on the freedom experienced by LGBT people to express
their sexuality or gender identity openly. Factors like geographic location and personal
circumstances impact this freedom. While lesbians and gays are generally widely accepted,
those with non-mainstream sexualities or identities, such as trans, non-binary, bisexual, and
asexual individuals, face greater challenges, especially in terms of acceptance based on skin

color.

Professionals express concern about internal discrimination, although not all organizations
prioritize addressing this issue. Non-professionals also share this concern but highlight external
discrimination as a more pressing topic. Participants unanimously agree that internal
discrimination influences behavior, both online and offline, making LGBT individuals' lives
more challenging and diminishing the safety of their safe spaces. Harassment within the
community, whether sexual, physical, or psychological, is a harsh reality for many and further
erodes a sense of safety.

In the workplace, those in LGBT-related organizations or Diversity-focused firms experience
more openness about their sexuality among coworkers. In contrast, those in unrelated
workplaces may face discriminatory behavior and offensive remarks. Participants agree that
multiple identities and minority statuses can complicate LGBT+ employees' ability to feel safe
and be themselves at work. To address this, participants stress the importance of LGBT
networks, groups, and policies in creating a safe workspace. However, many organizations are
not currently prioritizing these initiatives and still focus on gender parity. Taking meaningful

action beyond written policies is deemed crucial.

Both professional and nonprofessional participants acknowledge that discrimination within a
company can impact future career prospects, leading to anxiety, job dissatisfaction, and

worsened mental health and financial situations. Despite the lack of an LGBT network or group,
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many participants would feel safer starting a job in a new firm if they knew queer individuals

worked there.

In summary, both professional and nonprofessional groups share concerns about internal
discrimination in the LGBT community and within the workplace, suggesting that these issues

are pervasive and not limited to specific backgrounds or professional education.

Chapter 8. Unheard stories

In this short chapter, | will elaborate on some private stories from the interviews. This will add
a personal touch to the research, and help the reader empathize and understand the delicate
personal situation of many interviewees, and in general, LGBT people. | have chosen to
highlight specific anecdotes that portray the importance of lived experiences, memories, and
meanings, reporting them in first person narrative. Reality is subjective, but the realities of the

interviewees carry emotions, trauma, and essential data.

Jane — On discrimination in the LGBT community (Appendix B)
Jane is a young heterosexual woman, biracial (Black and White), that moved to Denmark a few
years ago from the USA. She works as a Diversity Consultant. When asked about discrimination

in the community, she said:

“Oh, yes. I have heard of discrimination within the LGBT community in terms of colorism, I
guess. Race, Class, and immigration status is also an important thing. But also those who
present themselves in a feminine way have more issues. | heard a colleague talk about how she
has been friends with a gay man for many years, right? And he is of European descent. And he
is maybe older, like in his forties-fifties. And the way that he views the incoming queer
community discussions, he seems over it, not invested. This comes from his status, his privilege,

being White, older, European, middle-upper class”.

“Indeed, I am a minority in some respects, their voices and narratives need to be pushed forward
in the discussion. There is this famous researcher from Aalborg University, and in her talks, she
explains that Denmark is forty years behind in terms of race, discrimination, and diversity. They
have this old-world view of discrimination, as opposed to the current forms, microaggressions,

and systemic racism. Of course, this falls into Nordic exceptionalism”.

51|Page



“From what my friend told me, he identifies as trans male. It is a lot harder for him, to navigate
public spaces. And he tells me that he has to compromise on how people perceive him.
Sometimes he does not like to go outside his bubble. There is this fear that humans are
dangerous, that he can get not physically, but also verbally attacked. People who do not know

him. Not everyone has a strong community backing them”.

Noel — On ethnic minorities and Sabaah’s work (Appendix D)
Noel is a young homosexual man. His parents are from Sri Lanka, but he was born in Denmark.
He also works for the association Sabaah, which helps LGBT minorities. When asked about the

association’s work and EM in Denmark, he said:

“There are a lot of prejudices and battles. If you are plus size or POC, your experiences are
different from mine too. Reaching an understanding can be far away, and sometimes there are
misinterpretations. While at Sabaah we focus on internal discrimination, we also talk about
other issues like family, traditional laws, and customs. This year there are two prides, and we
need Norrebro Pride, it is for us. We need to tell them that White people have more privilege

in the LGBT community, we also want our rights!”.

“I have heard many of my EM friends saying they do not want to date White people, because
they have assumptions, and they feel they have to educate them. We do not want to educate
White people; they need to do it themselves. All of these ideas are inherited from their
ancestor’s mentality. That we have problems with our religion, our family, our life... that is not

always the case”.

Sadie — On a toxic Danish working culture (Appendix E)
Sadie is a middle-aged woman from Denmark, but a South Korean adoptee. Extremely vocal
about DEI implementation and adoption policies, when asked about her experience growing up

and working in Denmark she said:

“I have been working for roughly twenty-five years, but | have not officially been working with
D&l for very long. And that is because | have recently started to change my career. So | have
up until now been in various administrative assistant positions. What | realized was that in the
field of D&I when you are a racialized person, is something you have been working with your

entire life. And especially since the infamous summer of 2020, when the whole Black Lives
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Matter kicked off and suddenly we became aware that there was a thing we needed to be, we
needed to think more about minorities. | became more aware, especially in my workplace, about

these things, because | felt like there was suddenly an opportunity to have that conversation”.

“Denmark has suddenly realized that there is something called DEI. They are twenty years
behind everybody else. This means that at the moment, there are a lot of companies kind of
scrambling to find out what this is, and a lot of them still believe that it means you know, women
in management, and then | think that this is a very good time for someone like me to come out
and say this is not just about women in management, it's about race, gender, disability, all of
these other things. Of course, everyone wants the perfect life, but gay men have the urge to
become part of it. Does that make sense? So they also dream of suburbs, with the house and the
two kids. And you know, | do not blame them. That is what we have been told, is the ultimate
dream. But unfortunately, it means that you have to buy into the heteronormative ideal life, and

it has some consequences”.

“In Denmark, you can say the N-word, in 2023, and nothing happens in the office. And the
worst thing is that we are still stuck in this idea that oh, it is just the intention. I did not mean
anything. | am tired of explaining to people that their intention is not important, the effect is.
Even when it comes to homophobia in the workplace, we are extremely far away. What happens
in the bedroom is disgusting. In my experience, working in a Danish company, homophobic
jokes are normal. They do not understand that because all discrimination is part of the same

machine that is trying to suppress us”.

Elinore — On dating apps in Denmark (Appendix J)
Elinore is a young Black woman, from Nigeria, but raised in Denmark. Elinore identifies as
bisexual. When asked about her experience on dating apps and being Black in Denmark, she

said:

“When it comes to personal or public attacks, I ignore it. I close off the noise. It will hurt me
more if | give the attention, a lot of mental discomfort. The LGBT community is a place where
you are supposed to be yourself, an open space, to share love and friendship. However, there is
White dominance in Denmark. Still, I feel involvement in the community is an essential part of

my life, even if my experiences are different from White people if | have an extra barrier”.
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“On dating apps, | have friends in all letters of the spectrum, especially my trans friends who
have a tough time. My asexual friends are erased from society. There is a lack of willingness to
listen and educate themselves. | do not use dating apps personally; 1 have had really bad
experiences. | get the same people over and over again. | have been called many names on
dating apps; someone even called me monkey” Other people told me they could make me
straight again. People just push your boundaries; it is so disrespectful. However, having friends

as weird as me with whom I can share these stories, is so helpful”.

Owen — On heteronormative working spaces (Appendix L)
Owen is a young homosexual man, also biracial (White and Black). Owen works as a metal
apprentice, and also in a queer bar. When asked about his experience in a male-dominated

industry, he said:

“I found that especially when I started working as a metal apprentice, | was shier, | did not deny
my sexuality and confirmed it when they asked me. Of course, | am not referencing whatever
IS going on in The Real Housewives of Atlanta at the moment. | would moderate my vocabulary
a little bit. Until | felt safe knowing that these guys were chill with it. | get the whole not wanting
people to feel uncomfortable when getting too much information. I have learned to just not go

into great detail about my dating life or my sex life necessarily”.

“I have met within the business, a stand-up comedian that specifically performs for people in
the business, like Christmas arrangements and such. And he told me that I was the first out gay
man he had ever met in his, like, ten, fifteen years in the business. There are plenty of gay
people in my job, they just do not feel safe to talk about it. Of course, there are many queer
women in this industry. | cannot talk about my sex life, but they can. All the while you are in a
highly sexually charged environment. You are very afraid that they will not accept you as a
colleague anymore. Some of them regularly have gay experiences, they do so but in their way
of viewing the world, this does not constitute a sexual orientation. And again, it is ridiculous. |
will be very honest. But | need to respect it because | want them to respect me and my

community”.

Rita — On bisexual erasure and privilege (Appendix N)
Rita is a Young bisexual woman from Hungary who has been studying in Denmark for the past

few years. When asked about the invisibility of bisexual people, she said:
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“I am quite open in my private life. It took me some time to be open at work. At my internship,
I have a rainbow flag outside displayed in my apartment and | usually work in that spot. | like
that spot. And I decided not to remove the rainbow flag during a call, and there was no reaction
to it. It took me some time. | have been open during a previous job that | had for several years.
And yes, there was no pushback, no issues. It helped this girl a lot, to talk to me, to realize that

she might be queer because she was deeply religious, so | am glad I could help people”.

“Something bad happened to me, it was from a lesbian girl at a friend’s party. We were talking
about gender. | revealed that | was bisexual and so on, and | had my partner who was my
boyfriend, a cis male next to me, and | am not sure if she said this because she knew that | had
a male partner, but she told me that she will never date me because | am bisexual, and that |
was not even bisexual, but polysexual, which | denied. A few years later in the same party, she
told me she had investigated what we discussed, and that | was right. It was just surprising to

find someone, from a majority, willing to educate themselves”.

Chapter 9. Thematic Analysis

Here | present a figure and table with the main themes gathered after the data analysis and the
most relevant codes related to them. Later on, | explain each one in-depth and their connections,

as no theme exists by itself without the support of the others. Finally, a calibration of the RQ.

Societal level

= Safe spaces and harassmen
- Discrimination
of minorities

Fitting in the workspace and networks
Educating firms

Firm level

Figure 2: Map of connected themes. Source: Own construction.
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There are ten themes in total, but to visualize them more easily, | have constructed the above
figure. The central level, the inverted pyramid represents “Engrained in society”. The themes,
from upper to lower, go from broad to specific, starting with a heteronormative society, then
Nordic exceptionalism, and within this, the diverse LGBT community of Denmark, despite
being powerful and resilient, sometimes presents instances of unsafeness and discrimination
towards minorities. The two last ones, safe spaces and harassment and discrimination of
minorities, the latter also the main topic of the RQ, are connected with the second section (the
oval, “Firm networks as educators™). It represents companies, how minorities fit in the working
space, the role of networks for their inclusion, and how their presence can be a contribution to
internal learning. The last section (left and right rectangles, “Reciprocal impacts™) are external
factors to discrimination. On the left, other actors support the LGBT community, such as
associations, NGOs, etc, that influence the firm culture and ethics. On the right, the
commercialization of Pride happens, with issues such as pinkwashing and the
overrepresentation of majorities. Both sections are connected with arrows because they are a
bridge between the LGBT community and the firm (supporting actors bring knowledge and
practice from the queer community to the workspace) and between the firm and the LGBT

community (companies force the commercialization of Pride and the community).

Themes of discussion

The nature of reality is contingent, this is, depends on subjective opinions and experiences. We
can transform reality, with our thoughts and actions. Borgmann (1995) argues that reality refers
to all there is, but the reality for many LGBT+ people, while independent, is interconnected.
Everyone has a voice, whether heard or not. | interviewed professionals in the LGBT, as well
as non-professionals. In both of the groups, some people belong to minorities within the LGBT+
(trans, POC, bisexual, non-binary, asexual, HIV positive), and indeed, the majority of them
share the same opinion about discrimination. It is a reality for many of them and others in the
queer community. Owen, a young metal industry worker specifies “I think that all of the
discrimination that we have in society in general, also exists within the LGBTQ community”
(Appendix E).

This section will be continued on page 59, after the table of findings.

56|Page



Table of findings

Chart 3: Table of findings. Source: Own construction with appendixes (A-Q).

Heteronormative society

Coming out depends on how much you fit into heteronormativity.

Coming out is dynamic and relational (prompted by others and continuous).

Equality is ever-changing.

We all are products of the same society.

General society discriminates against the queer community.

Sexual orientation is less controversial than gender identity.
Defensiveness to change (e.g. neutral language, freedom of speech).
If the environment is not accepting, behavior can be affected severely.
Society sees queer as a homogenous group.

Queer people also dream about a heteronormative life.

Queer people cannot be mainstreamed.

High acceptance of LG if you conform to standards.

Heterosexual people do not want to be educated.

Nordic exceptionalism

Systemic racism and microaggressions.

Other areas of Denmark are more conservative.

Focus on gender parity.

Acceptance depends on the person you meet.
Hyggeracisme.

Nobody wants to be racist or admit they were.
Racialization of minorities.

Many years behind on DEI.

Denmark is not a paradise for LGBT despite the media.
The political becomes personal.

Surface level accepting, but uncomfortable deep down.

[7 20 ST S NV S Y B NIV Y Y Y (0 RV QY A SV A JY A

Denmark is a racist country, with an old view of discrimination.

[V VAN SRV VA RV Y A Y A VA TV VA YA ST O 3 BV A T Y A R A Y A A Y A A A A AR A XA

diverse LGBT community

Queer communities with political power.

Collaboration of factions and overlapping of issues.

Different legislative needs and interests.

Diversity within the acronym and within the group (fragmentation).
White Supremacy and privilege/power fight.

Communities believe themselves less biased because of being LGBT.
Dominant groups are overrepresented, while minorities are forgotten.
LBGT community as a matter of class, race, refugee status, etc.

Also a product of capitalism and patriarchy.

A family to belong to if you identify.

Majorities need to educate themselves.

Continuous classification and judgment.

Eternal fight

Human rights are fought in waves.

The next step of feminism is intersectionality.

No human rights without intersectionality.

The fight is over for those who already have their rights.
Ethnic minorities suffer in these battles.

Older vs. younger Queer generations fight.

Majorities also need to fight for minorities.

Young generations are more fluid and accepting.

[0 JRY B ST B NV B SRV B NV B NV A Y A
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Safe spaces and harassment

I 2 ST A Y A RV S Y Y Y (0 Y 0 NV A

Racism and harassment are expected in physical and online spaces (less safety).

The community is not a safe space if discrimination exists.

Bigger cities are more acceptant (vs. Jutland).

Likeminded people provide a safe space with shared experiences and opinions.
Associations (Salon7, Sabaah). and bars/restaurants that are queer-friendly.
Spaces can never be 100% safe.

Alcoholism or personal preferences are not an excuse (need for Codes).

Need a cultural change on consent.

If the environment is not accepting, behavior can be affected severely.

Discrimination of minorities

AR RY A SRV B SRV B SV A NV A N A NRY A NRY A RV ST A

Misconceptions and misunderstandings about discrimination.
Discrimination is not fitting normative standards.

Ethnic minorities are assumed troublemakers.

Invisibility, lack of recognition, representation, and untold stories.
Need to push minorities” voices up front.

Anxiety of the unknown if discrimination is recurrent.

The more identities, the more informed you are.

Intersectionality & Multiple identities (Spheres of discrimination).
Universal inclusion will never exist.

Difficult to navigate public spaces for minorities.

Desensitization to discrimination, is expected and normalized.

Fitting in the workspace and networks

[V AR S Y S Y S Y Y Y (Y 0 Y

Heterosexuality at work is to fit the norm.

If you are queer, you sexualize the working environment.

Emotional pressure of navigating a workplace.

Jokes in the workplace against queer people are accepted.

Social inclusion or exclusion from work.

Careers are impacted by discrimination.

Relevant LGBT+ groups/networks are popping up in larger corporations.
If the space is accepting, you can be yourself from the first day.

Do not bring the personal to the professional.

Educating firms

(VAR S N S NV S SV S UV O UV Y (0 NV

Firms do not understand discrimination is an issue in the workplace.

Need to institutionalize diversity practices, otherwise individuals’ burnout.
Need support from management and leaders to implement queer policies.
Mental health/performance/opportunities decrease due to discrimination.
Diversity needs to go through the company.

There should be queer people/POC everywhere.

Internal networks are relevant to fight together against common issues.
Lack of representation on the Board level.

No consequences behind policy infringement.

Other LGBT supporting actors

[ 2 JRY A SRV B Y B Y A Y O Y O Y A

NGOs/grassroots movements work on Diversity.
Universities start to recognize the importance of LGBT Diversity

Bottom-up approach to LGBT initiatives (person based vs. organization based).

Not every actor is an expert on minorities.
Organisations do work intersectionally.
Organisations force COC on collaborating firms.
Internal discrimination is the new focus.

Firms need other actors to understand Diversity.

Commercialization of Pride

[ 2 JRY B ST B Y A Y O Y O SRV A

Firms perform Pinkwashing (define).

Copenhagen Pride vs. Norrebro Pride (anticommercial, antiracist, anti-capitalist).
Organisational learnings from collaboration in Pride.

Normative ethics and practices can emerge.

If you are not an ally, you are against it.

Do not just talk the talk but walk the walk.

Pride brings visibility and discrimination to minorities.
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Internal discrimination is pervasive, invisible in many cases. The way these people construct
their reality is many times around the fear of being discriminated against, of being otherized
inside the community, and also outside it. However, it is curious that many interviewees were
aware of these situations, and to a certain extent, they expected them to happen, like Markus, a
Sabaah worker with South Asian roots “Maybe there is an expectation of this happening, in a
gay bar” (Appendix C). While majorities within the community (White gays and lesbians) are
sometimes unaware of the situation, the surprising fact that these people, regardless of their age,
ethnicity, education, and privilege, were aware of it, makes me believe that the level of attention
to discrimination is high, and this is a starting point to take collective action, to keep on
educating citizens, and hopefully, to make life easier for many people that suffer daily.

Engrained in society

The first overarching topic represents the societal sphere. Both the LGBT community and
Denmark as a country are settled in a capitalistic, patriarchal, and heteronormative society.
Individuals who do not conform to a set of rules, falling into the binary opposition of masculine
men and feminine women, and whose sexualities are other than heterosexual, must create their
path to navigate society, with a non-accepted identity. This is based on a patriarchal framework,
gender derives from sex, males, and females are complementary partners for reproduction
purposes, and men are superior to women. Gender norms define emotions, occupational status,

and personal characteristics.

Heteronormativity is tied to power relations. Majorities discriminate against sexual minorities,
with a lack of representation and speech, reaching exclusion in many settings.
Heteronormativity legitimates LGBTphobia and heterosexism (social and relational
discrimination of sexual minorities). Markus, a young municipality worker and part of LGBT+
Danmark also discussed this: “There was this report within Denmark about queer people, and
people who have it worst are bisexual women. Also, trans people. Those were the two groups
who were worse off compared to the heteronormative society” (Appendix C). Moreover,
homonormativity is normalized. This is, a political strategy towards sexual minorities, which

supports heteronormative practices and institutions (Robinson, 2016).

Being a sexual minority within a heteronormative society implies you either adapt to the
standards of a heterosexual life, or you are excluded from society. From the moment you come

out as queer, you are forced to fit heteronormativity. James, a CBS researcher, indicates that
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“Heterosexuality is to fit the norm. In society heterosexuality is not perceived as sexualizing or
coming out of the closet” (Appendix A). All of us are products of the same society, a society
that is unwilling to improve, be educated, or adapt to the ever-changing nature of equality. The

system is rationalized, no matter how unequal society is.

The concept of equality is not the same nowadays as it was ten years ago, for example. While
queer people now are accepted and normalized, mainly due to the image that the queer
community is a homogeneous group, White gays and leshians are overrepresented,
mainstreamed, and stereotyped. Levi, from AIDS Fondet, argues “l know in my generation, we
also always put people in boxes. You're lesbian, you are transgender, you are bisexual. Most
young people today you can't put them in boxes because they are fluid” (Appendix H). Also,
this implies that sexual orientation is less controversial nowadays than gender identity because
L and G intersections derive from sexuality and not from gender, like T, or non-binary. Gender
derivations also imply a relationship, whether professional or private, sexual or romantic, with

a heterosexual counterpart and can induce violence or denial.

In the case of Denmark, the country is embedded in the concept of Nordic exceptionalism. This
is the perception and reputation that Nordic countries have a distinct set of progressive
characteristics, policies, and social systems. Based on the Welfare State logic, the state’s
democracy, human rights, trust, no corruption, safety, social cohesion, gender equality, and
income distribution (Helliwell et al., 2020). The promotion of equal opportunities, social justice,
and citizen well-being is essential. This also includes LGBT+ rights, portrayed under a

heteronormative lifestyle. Everyone is accepted, equal, and included.

Nonetheless, this differs from the perceptions of interviewees after the data was analyzed.
While Denmark was seen as progressive in many ways, compared to its European counterparts,
gender parity is not the core of equality, at least not for LGBT people. Jane, a Diversity
Consultant, talked about a customer in Jutland, considered a more rural area of Denmark “I
guess they just want to achieve gender equality, because that's the thing they see as diversity.
But they don't think further than just female equality” (Appendix B). However, this
international perception that the Nordic countries are more advanced, where there is no space
for social issues, poverty, or discrimination, means that many situations are ignored, or that
conversations are not being held, because gender equality was achieved, and L and G, majorities
within the LGBT community, got their rights a long time ago.
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Many of the interviewees, like Sadie, a D&I expert, agreed that Denmark is many years behind
on Diversity, Equity, and Inclusion, with more predominant patterns in rural areas (“They are
roughly 20 years behind everybody else. Which means that at the moment, there's a lot of
companies kind of scrambling to find out what this is, and a lot of them still believe that it
means you know, women in management”, Appendix E). Certainly, this impacts other
minorities, whose problems are invisible and ignored. As | already presented in the introduction,
Denmark has issues when it comes to ethnic minorities, hyggeracisme, and POC, and their
acceptance and integration into society. This is due to an old view of discrimination, Denmark
was not a major colonial power, so Danish people cannot be racist, at least on the surface level.
But racism is much more subtle, based on microaggressions and specific policies, systemic,

embedded in the structure of the country, perpetuated.

The third level of the overarching topic is a diverse LGBT community. The LGBT+ community
IS not a homogeneous group, but a concentration of communities with political power, which
have been discriminated against over centuries, and that fight together, like an open family, for
their rights, protecting each other. However, it presents some level of division between the
majority LG and the rest, usually minorities. This is based on different experiences, priorities,
and perspectives. Like any other diverse group, with common factors being sexuality, gender
identity, or gender expression, there is space for division or tension. Moreover, it does not
acknowledge the possibility of having more than one intersection, such as being POC, HIV
positive, disabled, etc; generations and age gaps are also an issue to reaching common
understandings; and sometimes political and social beliefs (as James indicates “But they are
communities with also different political observations, right?”, Appendix A), even if not related

to the queer movement.

Indeed, the multiple identities presented by some members also indicate different legislative
needs and interests, different battles to fight, and fragmentation within the group, which is not
something negative. In diversity, there is power, as long as there is empathy, solidarity, and
willingness to learn and listen. However, within the LGBT, the majority of LG with no other
intersections (e.g. being POC, refugees) were discussed in the interviews to have a lower
understanding and willingness to learn about other minorities. For example, Noel said “Hey,
White people have more privilege within the community, we also want our rights!”, (Appendix

D). Again, this happens given the White Supremacism in the Danish LGBT community. LG
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already have many rights, such as adoption and marriage, they already had their fights, same

with the older generations. Now they ignore the newer and more fluid young generations’ fights.

People within the community believe themselves less biased than heterosexual people. They
think that being part of the queer community implies that they cannot be racist or homophobic,
but issues of internalized homo, bi, and transphobia are prevalent. Queer people are judgemental,
biased, eternally classifying themselves and others to fit with heteronormative stereotypes (e.g.
being masculine or feminine, gender expression and presentation standards, lofty expectations,
“how to be a man”). Of course, the community is a product, as expected, of capitalism and the
patriarchy, it lives within the system, as Sadie explains “Even a sort of movement like that is

part of the patriarchy, capitalism and all of those other things” (Appendix E).

The LGBT community is a family that fights together for their rights and representation. In the
past, it was gender equality, then it was L and G rights, nowadays, the fight is still for T and
other minorities’ rights. Human rights are fought in waves, they are connected. We cannot have
women'’s rights without trans rights. Still, the older generations view these new movements as
“too much”, or “impossible to adapt to heteronormative eyes”. Without the support of the older
generations in the community, the battle for EM-LGBT+ and other minorities is harder, and the
internal division that this causes is detrimental to the LGBT community in general. In this case,
Jeppe, a queer bar worker, highlights the difficulties of understanding across generations “I
think that is probably the biggest problem, the new people in the community, the youngsters,

they feel the elderly is difficult... And the other way around too!” (Appendix P).

Another worrying topic, also discussed in the introduction, was the concept of safe spaces. The
impossibility of society to create safe spaces for every person in the LGBT community, the
White Supremacist tendencies within, and the creation of a false universal (everyone is a White
gay person, everyone in the same box). Continuous internal biases, judgments, opinions, and
attitudes, especially when it comes to human rights, make queer spaces sometimes an
unapproachable spot for minorities. It is not surprising that this topic also surfaced after the
Thematic Analysis.

Some factors that create unsafe spaces are racism, and discrimination against non-conforming
gender, sexualities, behaviors, and appearances. This occurs in physical places (bars, clubs,

associations, Pride), but also online (dating apps, forums and communities, SoMe). Moreover,
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harassment was expected in many of these cases, normalized, whether physical, sexual, or
psychological. Indeed, spaces can never be 100% safe, but living in metropolitan areas, such as
Copenhagen or Aarhus, have likeminded people surrounding you, a supporting environment,
and measures to control alcohol consumption, as well as a cultural change on consent, are
essential to advance on this issue, as per the interviewees’ opinions. One of many, Serah, a
student, said “Can we be nice to each other on the online spaces? Because for a lot of people,
that's all they've got to start with” (Appendix O). SOME queer spaces are useful and relevant,
if measures are taken for these spaces to be more inclusive. Many people have no one else
physically to rely on, but just online communities, and if they are alienated from these spaces

too, they have no one.

The discrimination of minorities within the community usually, but not exclusively comes from
majorities, such as White people, gays and lesbians, and gender-conforming/presenting
members. However, these groups also discriminate internally and among themselves. As
humans, we are scared of what is different, what we do not know, or what we cannot classify.
That is why educating people on DEI is essential. In Denmark, ethnic minorities and refugees
are seen as problematic, agreeing with James “I think that you are seen as a troublemaker, if
you are an ethnic minority, and therefore you shouldn't go in because you discriminate against
gay people” (Appendix A).

The false inclusion of minorities creates discourses, personal stories, and narratives of abuse,
which are ignored. Their voices are silenced, their presence is not accepted or invisible, and
their status as LGBT is not recognized. Discrimination also affects behavior, online and in
physical spaces. There is an increase in anxiety, avoidance of places and situations, and fear of
the unknown, agreeing with the studies already presented in the introduction, and with
interviewees like Jayden “If you felt discrimination, you will look up for it constantly, right?

You will keep looking, or it might happen again” (Appendix G).

The more identities you have, knowledge or experience with intersectionality, friends with
diverse backgrounds or situations you have, the more accepting and informed you are. While
multiple identities relate to how many spheres you will be discriminated in (e.g. a Black lesbian
woman will be discriminated against because of her gender, sexuality, and race), it is also a
powerful resource to educate others and increase visibility. But even if there are enough

resources to get informed, many people are not interested as long as it does not affect them.
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Universal inclusion will never exist, but reducing discrimination and sensitizing everyone

against it will make it easier for minorities to navigate through society.

Firm networks as educators

Discrimination of minorities connects with the second overarching topic “Firm networks as
educators”. Here I explore the role of the firm’s queer networks, groups, and policies and their
importance for internal learning, representation, and acceptance. The firm is a space where
queer people are also present and are in direct contact with heterosexual people. Nordic firms

also exist within a heteronormative society.

There are instances of White Supremacism, racism, biases, standards, and expectations on how
you are supposed to behave in a working space, and what you are supposed to be. Suppressing
sexuality and gender identity is a prevalent rule, a coping mechanism to work in a
heteronormative space. This also affects power dynamics. If sexual minorities have difficulties
navigating the workspace (emotional pressure), heterosexual majorities have more power and
control over what is legitimate. Discrimination in the form of microaggressions, lack of
promotions, jokes, and comments is usual. The importance of feeling comfortable is especially
important for people like Jane “l guess in my opinion, | would like to know, like, how much

can | be myself in my new workspace?” (Appendix B).

This means that, if you do not fit the standard, you can be socially excluded from spare time
activities, your career may not advance as fast or as well, and you may experience higher levels
of anxiety, stress, and mental health issues. To increase the safeness of workspaces, knowing
other queer people at work, support groups, policies, and networks are essential. This means
you can be yourself from the first day, instead of investigating the limit of what is allowed, how
queer can you be? However, these networks are at the moment, only present in larger
corporations. Levi is lucky to count on one of them “I can see networks. | could see it made a
huge difference. | know that for my work in Copenhagen Pride that it really make a difference

for those people working there” (Appendix H).

Companies do not acknowledge that diversity initiatives may not be enough, and that gender
parity is not enough. There is a need for equal opportunities and inclusion. Discrimination is
usually ignored. Nonetheless, interviewees still recognized the importance of queer networks

to increase comfortability in the firm, to expand the knowledge of non-queer employees and
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also their knowledge (personal, group, and organizational learnings), to make new connections,
improve their careers, and to fight together for better LGBT+ inclusive policies. Of course,
organizations cannot be analyzed as a whole, while in some areas the organization may be more

diverse, in others, there are still issues of discrimination and stigmatization.

There are queer people and minorities everywhere, also in firms. Again, Levi explains “We
know that lots of LGBT people will never go up in the organization. Old White men, they pick
another old White man for that position. They don't dare to take a woman or an LGBT person
or whatever” (Appendix H). Policies on discrimination need to be throughout, not only in the
presentation but also in the implementation and specifying clear consequences if there is
infringement. Everyone deserves to feel safe and protected at work, and network
implementation can be a huge step forward for educational and inclusionary purposes,

balancing power asymmetries.

Reciprocal impact

The final section is a reflection on the interaction between the LGBT community and firms,
complimenting the whole structure of the Thematic Analysis. There are other LGBT-supporting
actors in the scheme, such as civil society organizations, grassroots movements, and volunteer
networks, doing work in the field of DEI. Even universities in Denmark have started to
recognize, slowly but surely, that diversity is more than gender parity. While these
organizations or movements can be individual or organization-based, not every one of them is
an expert in all minorities. Some of them focus on EM-LGBT, others on POC, and others on
women, but in general, all of them aim towards the goal of eliminating heteronormative rules

in society, erasing White Supremacy, and creating safer spaces.

After interviewing people who worked in some of these organizations (Sabaah, LGBT+
Danmark, Bumzen, AIDS Fondet), they explained that internal discrimination is now one of
the new points of view, and they have increased the intersectionality of their actions, to match
with this new-fangled issue. These organizations also work with Pride, whether Norrebro Pride
or Copenhagen Pride, and also with firms, which reach a new level of understanding through
collaboration, incorporating Codes of Conduct and other inclusive policies. Hanna, a D&I
consultant, indicates how much the paradigm has changed “Five years ago, there were no
policies on LGBTQ+, there were no rainbow policies. Many of the companies we see walking
Pride in Copenhagen didn't walk Pride in Copenhagen five years ago” (Appendix I).
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The other connecting bridge, from firms to the LGBT community, is the commercialization of
Pride. This was a recurrent topic in many of the interviews. While LGBT-supporting actors
have a positive effect through firm learning, firms can also harm the LGBT community. The
existence of Norrebro Pride at the same time, and in opposition to Copenhagen Pride, indicates
a worrying trend in LGBT-supporting companies. Pride attracts great amounts of people every
year, and companies also use this as publicity and promotion, to improve their image,

considered pinkwashing?®.

Norrebro Pride labels itself as anticapitalistic, anti-commercial, and antiracist (Norrebro Pride,
n.d.), which, indeed, says a lot about the nature of Copenhagen Pride and the division of
movements over the past years. If this collaboration focuses on firm benefits and White LGBT
majorities, there is a risk of a higher level of discrimination and abuse towards minorities,
whose rights are not respected, and whose voices are ignored, being underrepresented, for
example, in the case of Noel “The first one (CPH Pride) is mostly for commercial purposes, not
minorities or representation. We need this Norrebro Pride, in opposition. We need to highlight

ourselves” (Appendix D).

Calibration of the RQ

After carefully explaining the themes and subthemes, the RQ is complemented with six nuanced
sub-questions that allow for the next section of the project, the discussion, to be expanded.
These questions were already presented in Chapter 3 and will be answered in the next section;

therefore I will not repeat them. However, | specify again the initial RQ.

How are prejudice and discrimination shaped inside the LGBTQIA+ community in Denmark?

Chapter 10. Discussion

After the Thematic Analysis, | refined a list of nuanced questions that I will use, along with the
Systemic Queer Lens, to create a discussion and expand on the themes. | start from the general,

societal sphere, to reach the firm sphere, and then interactions between both main actors in the

® Pink washing is a phenomenon where companies use the rainbow flag, pride or the LGBT+ agenda to brand
themselves as inclusive and diverse, but at the same time do not provide concrete support or actively participate
in the fight for LGBT+ rights (LGBT+ DK, n.d.-a).
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discussion, the LGBT+ community and firms. Note some of the questions have been merged

into more encompassing categories to allow for a smoother discussion.

The Nordic heteronormative ideal, homonormativity & intersectionality

Effects of having multiple identities in diverse spheres and spaces of discrimination

The Danish LGBT community resides within a Nordic society characterized by
heteronormative traits and Nordic exceptionalism. Despite the progressive and inclusive
policies of Nordic countries, issues like racism and discrimination tend to be overlooked in
supposedly advanced societies (Gudrun Jensen et al., 2017). It's noteworthy that even in
advanced societies, certain social and political factors contribute to the persistence of
heteronormativity as a system of oppression. Borchorst (2011) and Wren (2001) argue that
gender equality measures, for instance, often leave behind ethnic, queer minorities and refugees,

perpetuating a normative framework where heterosexuality is validated as the norm.

Homonormative policies, such as legal gay marriage and adoption, contribute to this
normalization. These policies predominantly benefit the 'standard gays," creating an idealized
perception of Denmark as a liberal society (Robinson, 2016). However, other LGBT minorities,
including individuals with diverse gender identities, races, and appearances, continue to face
discrimination, underscoring the inherent complexities and disparities within the LGBTQIA+
community. Everything is utopian under the ideal heteronormative Danish bubble, a false
universal. This idealized perception of Denmark as a liberal society can ironically impede the

resolution of issues like racism or transphobia.

Living within this socially constructed framework and the ability to conform to it may result in
praise and acceptance for some LGBT+ individuals, along with certain privileges. However,
those who do not or cannot conform may find their voices marginalized and their experiences
overlooked, emphasizing the importance of acknowledging diverse perspectives (Robinson,
2016; Saunders et al., 2016).

Page & Peacock (2013) studied how traditional societal constructs often define gender and
sexuality within a binary framework, marginalizing sexual minorities who do not fit
conventional categories of masculinity or femininity. The pressure to conform to universal
standards can conflict with the complexity of individual identities. Power dynamics play a
significant role, with visibility and rights often neglected for minorities within the Nordic
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heteronormative ideal. This outlook tends to overshadow the nuances of inequality within the
LGBT collective. Nordic exceptionalism, acting as a softening layer, may cause QT to overlook
certain axes of inequality (Herz & Johansson, 2015). Nonetheless, with the help of IST, I have

performed a complete study of the multiple levels of oppression within the Nordic bubble.

Within the LGBTQIA+ community, a hierarchy of privilege and discrimination is apparent,
influenced by factors like gender identity, sexual orientation, and race. For instance, cisgender
gay men may experience more privilege compared to transgender individuals, who often face
a higher level of discrimination (Jost et al., 2004; Huriot & Bourdeau-Lepage, 2012). The
empowerment of queer majorities can unintentionally affect other queer groups, compelling
them to conform to 'safe categories,’ potentially resulting in divisions within the community
(Duggan, 2002; Robinson, 2016; Tagudina, 2012). Herz & Johansson (2015) suggest the need
to adjust the heteronormative framework to accommodate changes in the social paradigm, such
as diverse family structures and gender equality, aiming to reduce divisions within the LGBT
groups and promote greater equality. While universal equality may be a utopian ideal, it can

serve as a catalyst for change and activism (Jost et al., 2004; Huriot & Bourdeau-Lepage, 2012).

This expanded narrative provides a more comprehensive understanding of how the Nordic
heteronormative ideal influences the experiences of various LGBTQIA+ individuals. The SQL
underscores the significance of recognizing intersectionality within the Nordic LGBT
community, acknowledging the impact of socially constructed binaries on identities, and
addressing the power dynamics and multiple systems of oppression, that affect the visibility

and rights of minorities. These systems, are again being softened by Nordic exceptionalism.

On the other hand, discussions about discrimination often oversimplify complex issues,
particularly regarding individuals with multiple intersecting identities (Ahmed, 2020b). In my
study, | addressed this complexity by providing a comprehensive listing of interviewees'
relevant identities, including queer identities. Discrimination cannot be reduced to a single
identity; it involves multiple intersecting categories such as race, class, disability, health, age,
and education. Collins (2022) highlights that assumptions about discrimination based on a

single identity are insufficient to understand the nuanced experiences of individuals.

Intersections within the LGBTQIA+ community extend beyond group identities to encompass

different settings, environments, situations, and connections. Discrimination can occur across

68|Page



multiple spheres simultaneously, affecting various aspects of an individual's life (Schlehofer et
al., 2023). For instance, a Black gay male may face discrimination from family, society, the
queer community, and even at work due to both their sexuality and race. Such experiences
highlight the disparities within the LGBTQIA+ community, established in a Nordic
heteronormative ideal, with White individuals often experiencing less discrimination compared
to POC.

This discrimination paradigm within the queer community has similarities with discrimination
within firms. While organizations aim to connect people from diverse backgrounds, they can
also be spaces for discrimination, sexualization, racism, and power dynamics. Firms, like
society, tend to be heteronormative, emphasizing binary categorizations, gender and sexuality
performances, and the social construction of identities. However, firms often downplay the role
of an employee's personal life, focusing more on professional abilities. Nevertheless, personal
aspects inevitably play a part, as individuals bring their experiences, opinions, and situations to
the workplace (Reingardé, 2010).

Even within the LGBT+ majorities in firms, power dynamics exist, as those who conform to
heteronormative standards and separate their personal and professional lives often hold more
privilege and influence. These individuals can shape the workplace environment and ignore the
voices of employees who do not conform to these standards (Schilt & Westbrook, 2009).
Intersections within the workplace play different roles, with certain identities carrying more

weight than others, and this varies depending on the specific firm and context.

In conclusion, intersections not only play a complex role in discrimination within a Nordic
society, but also both in the LGBTQIA+ community and firms, with varying degrees of
significance depending on the specific context and level of heteronormativity, creating new
hierarchies. These dynamics highlighted by the SQL emphasize the interconnectedness of

systems of oppression and privilege in society and the LGBTQIA+ community.

Increasing safeness of personal & professional spaces: Queer networks and policies

LGBT+ Board members power to erase marginalization and the education of employees

Safe spaces for queer individuals, often seen as bubbles outside heteronormative society, serve
as spaces for education, resilience, opportunities, acceptance, and love. However, these spaces,

that exist within a White Supremacist society like in Denmark, grapple with issues related to
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forced hetero/homonormativity (Giffney & Rourke, 2009). DeVito et al. (2021) stresses that
there has been a growing emphasis on online safe spaces in recent years, with discussions about
improving control over social media queer spaces and fostering values of inclusivity, self-

determination, equity, and trust to enhance safety.

Despite the sanctuary these safe spaces provide, individuals who access or inhabit them also
live within mainstream society, resulting in a transmission of behaviors, attitudes, and societal
norms. This includes experiences of judgment, harassment, racism, transphobia, privilege
hierarchies, and discrimination (Fox & Ore, 2010). Identities are socially negotiated within
these spaces. To enhance their safety, both personally and professionally, it's essential to
deconstruct notions of White Supremacy and binary standards while making these spaces more
inclusive, especially for minority members of the LGBTQ+ community who may not feel
comfortable accessing them. Through the SQL, anti-normative perspectives that challenge the
power dynamics of these spaces are crucial. A separation of heteronormative behaviors from
queer safe spaces is essential.

Intersectionality plays a significant role in one's positioning within queer safe spaces. Since
many of these spaces are constructed around a universal gay White male standard, they often
fail to consider the experiences of individuals from different racial backgrounds, genders, or
sexualities, which further marginalizes them (Fox & Ore, 2010). Dominant groups within these
spaces tend to decide who is accepted and happy, following Ahmed's (2020b) argument that
happiness is socially constructed and used as a regulatory and disciplinary mechanism. This
can result in individuals who do not conform to heteronormativity feeling excluded from the

prospect of happiness.

Inequalities may persist within these safe spaces, but they also offer opportunities for change
and the implementation of policies that can create positive shifts. For instance, firms can
become safer spaces through DEI policies and the presence of queer educational networks.
However, representation at managerial, leadership, and board levels often lags due to White
Supremacist tendencies. This lack of representation can reduce safety within organizations and
further marginalize minorities who do not conform to the standard. The decision-making
powers held by White heterosexual leaders often silence queerness, perpetuating the belief that
heterosexuality is natural while portraying sexuality as a private, rather than social, matter
(Reingardé, 2010). Superficial diversity initiatives are insufficient, and true diversity and
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inclusion require equal opportunities and inclusionary measures, for every LGBT individual to
have the chance to reach higher positions, reducing inequalities (Bendl et al., 2009; Colgan &
McKearney, 2012).

Networks within organizations can also disrupt existing power dynamics and influence
privilege among employees, regardless of their hierarchical level. They play a crucial role in
legitimizing queerness in the workplace, normalizing it, and educating non-LGBT employees.
Colgan & McKearney (2012) studied that direct contact with individuals or representatives who
differ from established standards can broaden knowledge and foster acceptance. Inclusive
policies, internal activism, and queer groups can unite queer employees, create a support system,

and enhance workplace safety.

However, for these networks to be effective, they must go beyond surface-level diversity, with
their actions, projects, and voices permeating the entire company, from the top-down and
bottom-up, including the Board. While creating safe spaces for queer employees is a significant
benefit, these networks also serve an educational function for non-LGBT employees through
events, policies, meetings, and more. This exposure enables them to learn about the LGBT
community, practice inclusivity, reduce biases, understand diversity, and promote equal career
opportunities, ultimately challenging preconceived ideas and heteronormative stereotypes
(McFadden & Crowley-Henry, 2018).

In this educational process, employees can gain insights into intersections, identities, and the
mechanics of binary categorization, which can disrupt power dynamics within the firm,
fostering an open environment that enhances productivity, synergy, and internal and external
learning (Dennissen et al., 2018; Raki¢ & Zivkovi¢, 2019). However, it's essential to
acknowledge that there are limitations to the effectiveness of networks and policies in
promoting DEI. Challenges include the need for open dialogue on diversity from both top-down
and bottom-up perspectives, the quality and nature of diversity training, the implementation of
measures, the complexity of the firm and its unique challenges, and the need for continuous

learning (Swanson, 2002).

While LGBT groups, networks, and policies are potent tools for fostering acceptance and
knowledge, their transformative potential alone is insufficient. Complementary initiatives from

management, along with mandatory, high-quality DEI education for all employees, are essential

71|Page



(Thomas & Plaut, 2008). However, it's worth noting that not all employees may be open or
interested in DEI education, posing a challenge in maintaining engagement with these
individuals. In a Danish context, such initiatives have proven resourceful and beneficial but are
currently more prevalent in larger corporations. Smaller companies or startups may face
difficulties due to limited resources and staff size (Kalev et al., 2006). Nonetheless, inclusive
policies that nurture an open and accepting culture and mechanisms addressing both conscious

and subconscious discrimination are critical starting points.

External actors intersectional work & Pride expansion and commercialization

The fight for human rights, alliances, erasure of minorities and commodification

The LGBT community has a rich history of political activism, exemplified by events like the
Stonewall Riots in 1969. External actors (NGOs, grassroots movements, etc) have often played
a supportive and, at times, essential role in the struggle for queer and women's rights. Brewer
& Dundes (2018) explain that human rights principles have evolved to embrace
intersectionality, which represents the next frontier of feminism by considering race, class, and

sexuality as intersecting barriers faced by many.

In recent years, Danish LGBT+ NGOs, movements, and organizations have increasingly
embraced intersectionality in their work. This approach, reflected in policies and movements,
acknowledges the multiple systems of oppression and identities that LGBT individuals contend
with. As a result, the representation of marginalized communities within these organizations
has grown. These external actors contribute significantly to deconstructing oppressive systems,
sometimes taking radical approaches to advance LGBT culture, inclusion, and safe spaces.
However, a potential pitfall is the "NGOization®" of queer movements, where they become
more mainstream and predominantly White, often failing to recognize the diversity within the
LGBT community. This, in turn, diminishes the intended impact of their involvement,

sidelining other voices (Bernstein, 2012).

Issues such as NGOization, institutionalization, and professionalization have emerged as

concerns. In the European context, Ayoub (2013) has proven that the activities of networks and

€ “NGOization is understood as the metamorphosis from ‘a shift from rather loosely organized, horizontally
dispersed and broadly mobilizing social movements to more professionalized, vertically structured NGOs”
(Lang, 2012, p.62).
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LGBT support groups have been instrumental in bridging the political and personal realms,
mobilizing resources, and bolstering activism. Yet, tensions arise from the formalization of
policy-making processes and the associated risk of co-optation and depoliticization. This
discussion revolves around the delicate balance between preserving the transformative and
radical power of grassroots movements and LGBT+ activism and the influence exerted by
European institutions, often supported by White donors, and power dynamics in shaping
policies (Paternotte, 2016).

While embedding some human rights objectives of the LGBT community into institutions can
grant access to political circles, it may also expose these movements to the influence of
powerful donors, usually Western. This tension is not unique to the LGBT sphere but is a
recurring theme in sectors where NGOs play a pivotal role. Increased representation through
politicization can be advantageous for reaching and educating a broader society. Still,
maintaining an equilibrium between radicalism and assimilationism remains essential (Warner,
2000).

Capitalism has a well-documented tendency to exploit the narratives of minority and
marginalized communities. The expansion and commercialization of Pride, driven by the lived
experiences of queer individuals, have surged over recent decades. In Denmark, the year 2023
is witnessing the occurrence of two Pride Parades on the same day, exemplifying this trend.
The latter, known as Norrebro Pride, takes an anticommercial and anticapitalistic stance while
emphasizing support for minorities (Norrebro Pride, n.d). What were once private identities and
personal meanings have become public commaodities, sold to society. While some argue that
this demystification of LGBT people fosters closer connections between heterosexual and
LGBT individuals, there's a downside. Firms that engage in Pride events, under pressure from
internal LGBT networks or volunteer groups, may indeed achieve better organizational learning
outcomes and an improved understanding of contemporary social issues (Maks-Solomon &
Drewry, 2021).

The primary concern, however, lies in the process of commodification, where White LGBT+
majorities conforming to the ideal standard are normalized, while POC, EM, and other groups
are sidelined (Del Percio & Duchéne, 2012). This commaodification dilutes the radical and

transformative potential of Pride, bowing to capitalistic tendencies (Cohen, 2020). In response,
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alternatives like Norrebro Pride have emerged for those who no longer identify with the

mainstream movement.

These tensions adversely affect minorities and firms that participate in Pride, professing a
commitment to social change and justice. The prevailing LGBT ideal presented by Pride doesn't
encompass every situation, leading to the miseducation of employees and the public. Power
dynamics shift and those whose identities don't align with the standard become marginalized.
As long as Pride seeks to be palatable to a White Supremacist, heteronormative society, its

revolutionary potential remains untapped (Cohen, 2020; Ayed & Waxin, 2022).

Moreover, attendees of events like Copenhagen Pride, dominated by White lesbian and gay
majorities, often lack education about minority experiences, perpetuating underrepresentation
and silencing voices, which can further isolate and discriminate against minorities in these "safe
spaces.” As Johnston & Waitt (2015) discuss in their work on the representation of gay
masculinity, the homonormativity of White bodies, while making Pride palatable for a
heteronormative society and profit-driven firms, betrays the original purpose of Pride.

The collaboration between firms and Pride typically occurs through NGOs and other
movements. However, this NGOization, commercialization, and politicization can
inadvertently fuel commodification. Firms, as donors to the LGBT movement, gain influence
over Pride and its decisions, necessitating the adaptation of Pride to be marketable (Del Percio
& Duchéne, 2012). Although NGOs, influenced by their donors, also benefit from these

collaborations, even LGBT+ majorities receive representation and legal rights.

The SQL allows us to see that the losers in this dynamic are often the minorities within the
LGBT community, who face discrimination within the community, at Pride events, in firms,
and in society at large. It's important to note that this phenomenon can't be generalized, and
many firms genuinely strive to provide equal support to all segments of the LGBT community.
Nonetheless, belonging to these multiple interconnected systems, to this matrix of domination
that also includes the queer sphere, highlights the transmission of heteronormative behaviors

and its negative effects on activism and queer movements, hindered.

~—
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The research findings and discussion have addressed various questions, particularly those
concerning unequal power and privilege dynamics within the LGBT community. The central
question revolves around strategies to mitigate discrimination, promote inclusivity, and restore
the transformative power of the community and Pride while maintaining support from NGOs

and other entities.

There's no straightforward solution to eradicate discrimination entirely, as queer individuals
continue to face targeting for their differences. However, a comprehensive approach involves
educating society, firms, LGBT+ members, and all actors involved about intersectionality,
individual identities, and their implications for power and privilege dynamics. This education
is crucial because everyone, regardless of their background, possesses intersections and

experiences varying levels of power and privilege.

Furthermore, recognition of the prevailing Nordic heteronormative framework in Denmark and
awareness of outdated perspectives on racism and diversity are essential. Deconstructing
dominant systems of power and ideologies is vital, as these systems often impose rules on

minorities based on capitalistic, White Supremacist, and patriarchal values.

Education is paramount: society must acknowledge the LGBT community as a minority, the
LGBT community must recognize the applicability of power dynamics internally, and firms
must implement more inclusive measures for employees who do not conform to
heteronormative standards. External and internal actors, such as NGOs, activist groups, firm
networks, and grassroots movements, can play a pivotal role in bridging these realms and

promoting sustainable learning and growth.

The success of this collaboration hinges on striking a balance between NGOization and
politicization, institutionalizing DEI practices, and preserving the radical elements of the queer
movement. Events like Pride can serve as unifying platforms, provided the power balance
between firms, society, the queer community, and all actors involved remains equitable.
Increased representation and visibility of minorities are instrumental in reducing discriminatory

practices, ultimately diminishing the influence of heteronormativity.

In analyzing these issues, frameworks such as the SQL, and a postmodernist philosophy have

proven critical. While QT challenges and deconstructs, IST allows for a more nuanced approach
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to systems and structures. They emphasize anti-normativity, intersectionality, the
deconstruction of ideologies and binaries, the interpretation of diverse systems of domination,
the socially constructed nature of identities and meanings, and the significance of individual
experiences. These frameworks aid in recovering lost voices and advancing the interests of
marginalized communities, balancing inequalities. Through the Queer Systemic Lens, future
research can be improved, and educational and DEI initiatives potentiated, whether in the firm,
in communities or in society. A better understanding of the underlying systems of power,

oppression and privilege that constrain minorities, whether queer or not, is quintessential.

An eclectic outlook: Implications and the limits of the LGBT+ community
In this final section of the discussion I introduce a broader perspective, how the findings and
discussion points of my study derive implications for any individual or society. | connect with

relevant authors and sociological theories.

Queer people are placed within multiple systems of oppression, power and privilege. Whether
in public or private spaces, professional or personal, safe or unsafe. They are discriminated
against in any sphere. General binaries have become useless (Black/White,
heterosexual/homosexual, male/female). | address every intersection as a spectrum of personal
choices and given characteristics. Discrimination happens to the extent to which individuals
fulfill the expectations of the group or space where they are relating to others. If individuals
were to exist alone, discrimination would not occur, neither human interaction nor shared
realities. Through the Systemic Queer Lens, | understand that every sphere or group of society
is interconnected, and belonging to more than one of these spheres is positively correlated to a
higher level of discrimination. Moreover, no matter the place, capitalism, White Supremacism,

the patriarchy and corporations keep on shaping the way we think, behave and judge.

The SQL is also useful to analyze the experiences of people who do not belong to the LGBT+
community, and their presence in the matrix of domination. While QT is aimed to study the
social behavior of queer individuals, parts of it can also be applied to everyone who does not
belong. You do not need to be queer to fight against heteronormativity (feminist theory and
feminist movements also fight against the normativity imposed), to stop believing in binaries,

or to deconstruct your own experiences and understand that gender is just a social construction.
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We are free to exist in whatever form we choose. IST is already applicable to any individual as

all of us present intersections.

I would like the SQL to be more encompassing than just being applied to LGBT people. To
analyze how in any society or situation, intersectionality and systems are based on socially
constructed concepts, and that activism and education are helpful for many causes, not just the
queer one. The SQL is a flexible lens that can complement different sociological perspectives
to study diverse issues, as a critical reflection of how our behavior affects others, and to
understand to which systems we belong, the level of intersectionality we present, and the power

and privilege we hold against others.

The last thought-provoking argument | present is the relation of my findings and the SQL with
the boundaries of the LGBT community. The concept of the boundaries of the LGBT
community refers to the limits or parameters that define who is considered part of this
community and who is not. They are complex and not universally defined, and depend on
context, culture, and individual perspectives (Weeks, 2007). Some ongoing debates are self-
identification with the community, sexual and gender orientation, inclusion and representation
of diverse races and ethnicities, inclusion of asexual, intersexual, cisgender and transgender
people, generational differences, and allies in or around the community (Love, 2009; Mandelo,
2012; Few-Demo et al., 2016).

The boundaries of the LGBT community, while malleable, are also rigid. This can be seen due
to the numerous and ongoing discussions. Who is included? Who can be included? Who can
we accept in our community? Discourses presented by majorities within the community with
power. The hierarchy of sexualities, the matrix of domination is being reinforced by queer
people and against queer people and minorities.

Probably the most popular topics during recent years have been the inclusion of trans people in
the LGBT community and the feminist movement, discussed by Sweeney (2004). Trans people
have struggled for recognition and inclusion in different social and political spheres, same as
asexual, intersexual and non-binary people. The main threat is the erasure of what is considered,
I would argue, the real biological and valid experiences of cisgender people and majorities in
the community. This is the main engine that potentiates the rigidity of the LGBT+ community

boundaries, and that forbids certain individuals from accessing the community, because they
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are believed to put at risk and diminish the efforts of ongoing fights for human rights. Again,
Sweeney (2004) specifies, that if trans people’s rights are taken away, then the next ones are L
& G rights, and then, women’s rights. Therefore, feminist and queer theory should be extremely
concerned with the inclusion of these minorities. It also recognizes the importance of

intersectionality, agreeing with Collins (2022), through race and ethnicity.

Whose interest is to maintain the status quo of the community? Is it feminist people, queer
majorities, or society? I believe it’s everyone, whether directly or indirectly. Queer majorities
that conform to heteronormative practices and societal norms do not want their perfect bubble
of homonormativity threatened, they already enjoy privilege and acceptance. The general
society does not want a more diverse LGBT community that may not align with the roles, norms
and stereotypes imposed, heteronormativity and cisnormativity can’t be challenged. They are
tolerant, but inflexible in changing power dynamics. Feminists and progressive activists have
advocated for diversity and inclusion for many years and are willing to implement activism and
allow boundaries to be destroyed. However, the presence of TERFs (trans exclusionary radical
feminists) may lessen the efforts presented in some groups or spheres. Ethnic and queer
minorities, being the worst off, are the biggest advocates for a flexibilization and erasure of
many of these boundaries, otherwise marginalization would be perpetuated. Nonetheless, they
are also wary of the possible effects their inclusion may have and the repercussions from a
societal point of view, as well as the existing backlash they may face if they speak up.

This issue relates to the limits of inclusion, a theory that focuses on the boundaries and
constraints that exist within social movements or activist spaces when it comes to including
certain groups or identities. This theory suggests that while inclusion policies and efforts are
designed to bring marginalized or minority groups into the fold of mainstream society, some
inherent limits or barriers can hinder the full and equal participation of these groups (Yuval-
Davis, 2006; Ahmed, 2004). This presents a challenge to the inclusion of minorities (trans,

asexual, disabled, HIV positive, ethnic, etc) in supposedly accepting and safe spaces.

There are tensions between different movements, while some advocate for open and welcoming
spaces, this may threaten the privilege and exclusivity they have enjoyed for a long time. The
core of the limits of inclusion is essentialist in nature, biological gender or natural sexualities,
or even non-POC ethnicities cannot dictate and represent the only basis for inclusion or
exclusion. Moreover, it proves the diverse levels of difficulty and barriers presented to change
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and inclusion. No matter how inclusive a community wants to be, it needs to protect its core,

creating boundaries, sometimes unhealthy and exclusionary (Young, 2003; Benhabib, 2006).

In conclusion, there are structural constraints (systems of oppression and privilege), that include
law, policies, and practices that reinforce exclusion. Cultural and social boundaries, multiple
layers of discrimination, halfway efforts, backlash to inclusionary measures and policy gaps are
other factors that influence the lack of success on the integration of minorities. Not only queer
but also observed all across Scandinavia with ethnic and religious minorities, as Borchorst
(2011) researched.

Ultimately, the Systemic Queer Lens, in conjunction with the limits of inclusion theory, offers
a critical perspective on inclusionary policies and practices. It calls for a more intersectional
and systemic approach to diversity, equity, and social justice, not only within the queer
community but also in broader societal contexts. This framework encourages thoughtful
reflection on how structural constraints affect the boundaries of inclusion and underscores the

importance of challenging these boundaries for a more inclusive future.

Chapter 11. Conclusion

This research delves into internal discrimination within Denmark's LGBTQIA+ community,
spotlighting its persistence despite the nation's progressive image. It conducts a comprehensive
examination of discrimination within organizational settings, queer policies, support groups,

and activism, employing professional and non-professional interviews.

Denmark fits under the umbrella of Nordic exceptionalism, a paradigm marked by progressive
values like welfare, democracy, and gender equality (Helliwell et al., 2020). However,
following Page & Peacock’s (2013) argument, intertwined with this exceptionalism is the
prevalence of heteronormativity, which normalizes heterosexuality and marginalizes LGBTQ
individuals with non-conforming identities. Often, the voices and experiences of these
individuals, including bisexuals, trans, queer, intersexual, plus-size, POC, HIV-positive, and

disabled individuals, get erased.

The Nordic heteronormative ideal perpetuates a system where privileges are awarded

predominantly to White LG majorities who conform to the homonormative standard,
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encompassing legalized marriage and adoption, general acceptance, and LG rights. These
dynamic reveals how dominant ideologies shape what is considered "right" within Denmark's
society, contributing to the exclusion and erasure of LGBT minorities. Denmark society is open
to other sexualities, as long as they conform to the standard of the “gay universal male”. Every
LGBT+ person is gay, White, possesses privilege and follows homonormative policies (Pifia,
2022). Nordic exceptionalism acts as a softening layer to heteronormativity and the issues

caused to the LGBT community.

This research underscores the necessity of adopting intersectional approaches to analyze
discrimination within LGBTQ communities and policy creation. Individuals possess intricate
identities influenced by various factors, needing a holistic examination that accounts for
intersecting identities and the discrimination that occurs across multiple dimensions or spheres
(Collins, 2022).

Within the workplace, issues like discrimination, sexualization, and racism persist due to
ingrained heteronormative power dynamics. Those who deviate from the majoritarian standard,
such as non-White non-cis heterosexual employees, often experience a lack of privilege and
power (Reingardé, 2010). Moreover, as long as White LG individuals align with
heteronormative standards, they continue to exert power over LGBTQ+ minorities within the

workplace. Intersectionality significantly influences power distribution within organizations.

Establishing safe spaces for queer individuals poses its own set of challenges, as these spaces
are often constructed under a White supremacist hetero/homonormative perspective (Fox &
Ore, 2010). This perpetuates notions of racism, transphobia, and privilege within these spaces,
ultimately reducing the level of safety experienced by queer individuals. Addressing this issue
requires anti-normative approaches and deconstruction to readjust power dynamics and create

a more inclusive environment.

The absence of LGBT representation in top managerial roles within organizations significantly
impacts the sense of safety and comfort for LGBTQ employees. However, employee networks,
queer groups, and supportive policies have demonstrated their effectiveness in disrupting power
imbalances and fostering inclusivity and learning within organizations (Colgan & McKearney,
2012). It's vital to acknowledge that surface-level initiatives fall short of enacting lasting

change. A combination of top-down and bottom-up approaches, supported by management

80|Page



(Bendl et al., 2009), adequate financial resources, and motivated volunteers, is necessary for

transformative success.

This research highlights the critical role played by external actors, such as NGOs, activist
groups, and grassroots movements, in supporting and advancing the LGBTQ community's
representation, inclusivity, and human rights. The political nature of the LGBTQ community is
significant, and collaboration with external actors further promotes representation and
inclusivity. Several NGOs, queer organizations, and movements, including Sabaah, LGBT+
Danmark, LGBT Asylum, and Bumzen, have adopted an intersectional lens in their activities.
However, the potential pitfalls of NGOization and the institutionalization of movements must
be carefully considered to mitigate negative impacts and amplify minority voices, all while

preserving their radical transformative power (Bernstein, 2012; Paternotte, 2016).

The study also explores the effects of Pride expansion and commercialization. While the
capitalistic expansion and commodification of LGBTQ experiences in a heteronormative
society are common phenomena, this process often overlooks the experiences of LGBTQ+
individuals who don't conform to the White LG standard (Del Percio & Duchéne, 2012).
However, the growth of the Pride movement and its increasing political influence also generate
positive aspects, bringing society closer to the LGBTQ community, fostering greater
understanding and acceptance. It is essential to strike a balance that ensures the transformative
power of Pride is not compromised. Collaboration between Pride events and firms is frequently
facilitated through external actors. While NGOization and professionalization may lead to
commodification, they also provide firms with the opportunity to adopt Codes of Conduct and
gain knowledge about the LGBTQ community, demanding a delicate equilibrium between

these aspects.

The implications drawn from this research underscore the importance of educating society,
organizations, LGBTQ+ individuals, and external actors on intersectionality, individual
identities’ complexities, and their implications on power dynamics, privilege, and oppression.
Deconstructing the Nordic heteronormative framework and implementing extensive
institutionalized DEI policies are essential steps in creating inclusive environments. Moreover,
questioning and challenging dominant ideologies are vital to fostering a more equitable society,

a more inclusive queer community, and fostering equity, particularly for minorities within the
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LGBTQ spectrum. Both external and internal actors play pivotal roles in bridging divides within
this context.

The SQL transcends the LGBT+ community, promoting the deconstruction of societal norms
and advocating for intersectionality as a universal concept. The study also explores the fluid
boundaries of the LGBT+ community, demonstrating how these can be both dynamic and rigid,
particularly concerning the inclusion of specific minorities. It raises the question of who
benefits from maintaining these boundaries and identifies a collective interest in preserving the
status quo. Moreover, by incorporating the theory of the limits of inclusion, the discussion
underscores the structural and societal barriers that hinder full participation, emphasizing the
complexity of inclusion. Ultimately, the SQL advocates for a more intersectional and systemic
approach to diversity and social justice, challenging existing power dynamics and aiming for a

more inclusive future.

This research has also advanced the field of queer studies by providing an internal perspective
on LGBT dynamics, a much needed and long-awaited contribution that enhances our
understanding of how the community functions. This newfound knowledge enables the
development of more nuanced policies, research projects, and behavioral analyses, thus
promoting a more comprehensive and informed approach to the study of LGBT communities.
The closing of this literature gap creates opportunities for future research on the topic, with this
study serving as a solid foundation for future researchers to reference and build upon.

However, this study also recognizes its inherent limitations, as presented in the methodology.
The sample used is not entirely representative of the entire Danish LGBT+ population, and
accessibility to all individuals remains a challenge. Consequently, the conclusions drawn cannot
be generalized to or adapted for other countries. The presence of Nordic exceptionalism
significantly shapes the dynamics of the LGBT community, making extrapolation of results
unadvisable. Nonetheless, under certain conditions, the study may be replicable in other

countries, allowing for comparisons if QT and IST are applied to the collected data.

Research is a perpetual journey, and every answer leads to new questions. Therefore, in future
lines of investigation, it may be intriguing to explore how Nordic exceptionalism and
heteronormativity influence LGBT experiences in other Scandinavian countries. Additionally,

delving into how the privilege awarded to LG majorities affects the perceptions of minorities
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about the LGBT community could illuminate further disparities and divisions within the
community. The impact and growth of LGBT networks and policies in the years to come are
also worthy of investigation, along with the phenomenon of NGOization and the

professionalization of external actor movements.

Internal discrimination remains a pressing issue that demands immediate attention. The
experiences and meanings of minorities have long been overshadowed in the narratives of queer
movements and DEI initiatives. It is imperative to open our eyes to those whose experiences do
not align with our privileged bubble; otherwise, achieving a truly equal and inclusive society
will remain elusive. Education emerges as the answer - an answer we have held for a long time

but requires continuous improvement and implementation across all levels.

In conclusion, this research project provides valuable insights into the multifaceted issue of
internal discrimination within the LGBTQIA+ community in Denmark. Through the SQL, it
addresses the complexity of individual identities and power dynamics, highlighting the
coexistence of Nordic exceptionalism and heteronormativity, and their impact on the
experiences of LGBT minorities. The study demonstrates the importance of DEI policies,
external actors, and Pride movements in promoting representation, inclusivity, and human
rights. Additionally, it underscores the significance of education, deconstructing dominant
ideologies, and challenging the Nordic heteronormative framework to create an equitable and
inclusive society for all. Ultimately, the pursuit of equality and inclusion requires continual
commitment and adaptation, making this research not an end in itself, but a steppingstone

toward a more just and compassionate society.
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