
 

 

 

 

 

 

 

 

PSI AS A ROADMAP 
 

Welcome to the Pride in Sport Index 
 

Since 2017, Pride in Sport’s Index (PSI) has stood as the definitive national benchmark on 

LGBTQ inclusion in sport, and comprises a roadmap, auditing and benchmarking tool, and 

engagement survey by which national standards of best practice for LGBTQ+ inclusion are 

set. The Index drives best practice in Australia and sets a comparative benchmark for 

Australian sporting organisations and clubs. For this reason alone, the Index has to be 

comprehensive and rigorous. The work compiled annually by organisations and clubs 

submitting for the Index is a testament to the importance of LGBTQ+ inclusion within their 

current D&I initiatives. 

 

PSI as a Roadmap 
 

The PSI contains a set of criteria that empowers organisations/clubs to develop their LGBTQ+ 

inclusion strategies and action plans, through an evidence-based approach, guided by best 

practice insights from national and global trends in sports. Organisations can use the criteria 

solely for planning or may also have their work audited through the Submission process.  

 

This roadmap walks you through those key areas of LGBTQ+ inclusion practice.  



 

 

Where do we start? 
 

When it comes to answering the question, “Where do we start?”, our answer is always going 

to be “Get the foundations right first!” 

 

This roadmap is designed to help you set up a plan, using the AWEI Submission criteria as a 

guide. 

 

These criteria are updated every 3 years to ensure they continue to reflect and drive leading 

practice; for this reason, we recommend you refer to the latest submission documentation, 

which can be requested at: Expression of Interest (websurveycreator.com) 

 

The criteria are comprised of 6 sections: 

 

1. Strategic Focus, Governance and Policy 

2. Trans and Gender Diverse Inclusion 

3. Visibility of LGBTQ+ Inclusion 

4. Training, Awareness and Education 

5. Community Engagement 

6. Data Analysis  
 

Within each of these sections there may be both ‘foundation’ and ‘advanced’ work.  

 

This roadmap will step you through each section. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://survey.websurveycreator.com/s/PSI_Submission_Request_2024-25


 

 

1. Strategic Focus, Governance and Policy 
 

 

 

 

 

 

 

 

 

 

Since LGBTQ+ employees have traditionally been invisible in our organisations, and DEI is a 

relatively new and quickly changing area, many  have little experience or expertise in LGBTQ+ 

inclusion; while they want to do the 'right thing', there could be little knowledge on how to 

achieve that. Organisations should treat inclusion work like any other strategic imperative, 

with well communicated objectives, plans, resources, reporting, etc. The strategy should 

cover particular issues and impacts unique or over-experienced by LGBTQ+ people.  

 

Topic Level Initiative 

Strategic 

commitment 

Foundation We have LGBTQ+ inclusion as part of our 

organisational strategy, and a documented LGBTQ+ 

inclusion action plan, aligned with the organisational 

strategy, which clearly states deliverables, 

accountabilities, and timelines, that are used to track 

progress. 

Individual 

accountability 

Foundation We have the following people within our organisation 

with documented accountabilities for LGBTQ+ 

inclusion: a Senior Executive, an official/staff/committee 

member. 

External LGBTQ+ 

expertise 

Foundation We have access to external LGBTQ+ inclusion 

support/expertise that we can call upon, ongoing, for 

advice and guidance. 

Zero tolerance 

policy 

Foundation We have a Zero Tolerance Policy specifically addresses 

homophobia, biphobia, and transphobia within our 

sport/organisation; and can be easily located by our 

staff/volunteers/members.  

Disciplinary 

support 

Foundation We have a support resource for disciplinary matters 

that is available to MPIOs, Grievance Officers and/or 

Judicial Hearing Panellists, that covers identifying 

homophobic, biphobic and/or transphobic incidences 

in sport or the workplace, the role of LGBTQ+ inclusion 

education as a part of sanction or disciplinary actions,  

processes to ensure that people appointed to oversee 

judicial or grievance matters have completed LGBTQ+ 

inclusion education and training, and processes to 

Do we have a clear strategy and action plan to drive our LGBTQ+ inclusion objectives? 

Do we communicate our strategic objectives to our staff and volunteers? Do we have 

people, structures, and governance in place to support the strategy? Do we have access 

to appropriate knowledge and expertise? Do we have a 'zero tolerance' policy and 

supporting resources for LGBTQ+ related disciplinary matters? Do we have people 

identified within our organisation to have confidential conversations on LGBTQ+ 

matters, and do we communicate external health and wellbeing support services?   



 

 

ensure that people with a lived LGBTQ+ experience are 

a part of judicial or grievance panels/groups.  

 

Please provide a copy of the resource which clearly 

articulates one or more of the options provided. 

Confidential 

contacts 

Foundation We clearly identify LGBTQ+ people or allies within our 

organisation who can be contacted for a 

CONFIDENTIAL and informal LGBTQ+ related 

discussion. 

LGBTQ+ service 

providers 

Foundation We have clearly identified at least one external LGBTQ 

mental health and wellbeing service provider / support 

service listed on our public facing website for people to 

reach out to. 

 

Please provide a screenshot of where these LGBTQ 

specific services are identified on your website. 

Strategic 

promotion and 

reporting 

Advanced We communicate our LGBTQ+ strategic commitments 

to our staff and volunteers, and report on our progress. 

International 

travel advice 

Advanced We have international travel advice available to our 

LGBTQ+ staff, volunteers, coaches, athletes, and/or 

spectators and their families should they be required to 

travel overseas for sporting events (e.g., cultural 

context, safety, LGBTQ matters in other jurisdictions 

etc.) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

2. Trans and Gender Diverse Inclusion 
 

 

 

 

 

 

Transgender and gender diverse people experience the highest rates of stigmatisation out of 

all LGBTQ+ people. There are many societal barriers that exclude them, which can impact 

many organisational systems and processes, language, infrastructure, and expectations. 

 

Topic Level Initiative 

Dress codes and 

uniforms 

Foundation We have an explicit statement that supports 

athletes/participants and volunteers/staff dressing 

according to their affirmed gender within our 

sport/organisation. 

Member 

registration 

Foundation We include non-binary options when collecting 

gender information within forms and/or IT systems. 

Elite/high 

performance 

governance 

Advanced We have documented governance that speaks to 

trans and gender diverse inclusion within our sport 

and/or organisation. 

'All-gender' 

bathrooms 

Advanced We have implemented 'All-Gender' inclusive signage 

and/or iconography at bathroom/s within our 

organisation. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Do we make a clear statement and have governance covering trans and gender diverse 

inclusion? Do we have inclusive gender options in our forms and IT systems? Do we have 

inclusive dress codes and expectations? Do we have all-gender bathrooms and facilities? 



 

 

3. Visibility of LGBTQ+ Inclusion 
 

 

 

 

 

 

 

 

 

For many LGBTQ+ people, there is an expectation of exclusion. Seeing visibility signs of 

support, from LGBTQ+ allies displaying cues of support within the workplace or club, to 

physical cues of support at an organisational level, allows people to assess the culture of an 

organisation and their safety there. Visible support contributes to a sense of inclusion for 

many LGBTQ+ people, regardless of whether they are out at work, as does seeing that 

inclusion work is highly valued. 

 

Topic Level Initiative 

External-facing 

LGBTQ+ inclusion 

promotion 

Foundation We have detailed information regarding our support 

and stance on LGBTQ+ inclusion on our public facing 

website. 

Days of 

significance 

Advanced We promote LGBTQ+ Days of Significance and provide 

athletes, staff, members, volunteers, officials, and/or 

supporters with an understanding of why these dates 

are important. 

LGBTQ+ related 

events 

Advanced Our organisation has holds events/activities specifically 

promoting LGBTQ+ inclusivity or our stand against 

homophobia/transphobia/biphobia. 

Visibility in the 

sport 

Advanced We actively encourage the visible support of LGBTQ+ 

inclusion by providing options for individual employees 

to visually indicate that they are an ally or supporter of 

LGBTQ+ inclusion, and by displaying visible signs of 

organisational support across our locations.  

External media 

contribution 

Advanced We contribute to external media outlets in support of 

LGBTQ+ inclusion within our sport/organisation.  

Senior leadership 

advocacy 

Advanced Our most senior leader/executive visibly shows their 

support for LGBTQ+ inclusion in sport internally and/or 

externally. 

LGBTQ+ 

ambassadors 

Advanced Our organisation has LGBTQ+ Ambassadors who have 

communicated their stand against 

homophobia/biphobia/transphobia or advocated for 

greater LGBTQ+ inclusion in sport publicly. 

 

 

 

Do we promote our support for LGBTQ+ inclusion on our external website, and in 

media? Do we have LGBTQ+ ambassadors? Do our senior leaders visibly support 

LGBTQ+ inclusion? Do we encourage and provide options for individuals to show their 

support for LGBTQ+ inclusion? Do we show signs of support within our workspaces? Do 

we acknowledge LGBTQ+ days of significance and use them as an education 

opportunity? 



 

 

4. Training, Awareness and Education 
 

 

 

 

 

 

 

 

 

Education is a vital component of an inclusive organisation. Many employees have little 

experience of LGBTQ+ people, who have traditionally been invisible in our workplaces, and 

don't understand why inclusion is important, and what it looks like. Additionally, some roles 

within an organisation are particularly critical to the LGBTQ+ employee experience. It is 

important that people within these roles are equipped with role-specific LGBTQ+ inclusion 

training, to ensure that their role and specific practices are inclusive of LGBTQ+ employees. 

 

Topic Level Initiative 

Resources Foundation We have LGBTQ+ related educational resources that 

are accessable on our public facing website, and have 

been promoted across our organisation. 

LGBTQ+ inclusion 

training 

availability 

Foundation We deliver dedicated LGBTQ+ 

Awareness/Inclusion/Allyship training, available to all 

employees, and promote it as widely as possible so as 

to maximise uptake 

LGBTQ+ training 

plan 

Advanced We have a documented plan that clearly articulates an 

ongoing commitment to providing LGBTQ+ related 

education and training to people across our 

organisation. 

Trans and gender 

diverse awareness 

training 

Advanced We deliver dedicated Trans and Gender Diverse 

Awareness training, available to all employees, and 

promote it as widely as possible so as to maximise 

uptake.  

Coaching staff 

(and equivalent) 

training 

Advanced We deliver LGBTQ+ inclusion training sessions 

specifically for Coaching Staff (and equivalent). 

Specific role 

training 

Advanced We acknowledge that there are some roles within the 

organisation where it is essential that incumbents have 

a thorough understanding of the challenges that 

LGBTQ+ people face, so they are able minimise 

LGBTQ+ related challenges and roadblocks. We have 

ensured that people within these critical roles have 

been adequately trained/skilled to provide a role-

specific inclusive experience for LGBTQ+ people: MPIO 

& Grievance Officers, Leadership, HR/Recruitment. 

Do we have LGBTQ+ Awareness and Allyship training available to all our employees? 

Have we actively encouraged all our employees to participate? Do we ensure we always 

have employees in critical functions who have the role-specific knowledge required to 

perform their roles inclusively? Do our people managers and Senior Leaders have 

sufficient knowledge about LGBTQ+ inclusion, to be able to lead our organisation? Do 

we have routes to develop the careers of LGBTQ+ employees? 



 

 

5. Community Engagement 
 

 

 

 

 

 

 

LGBTQ+ charities and organisations typically rely heavily on philanthropy, sponsorships, pro-

bono support and volunteerism to continue their work. Organisational support of these 

groups, plus participation at community events, sends a significant message of inclusion to 

both your staff and participants, and those outside of your organisation. Using Organisations 

may also consider how they can promote and drive LGBTQ+ inclusion outside of their 

organisation.   

 

Topic Level Initiative 

Branded 

participation at 

LGBTQ+ 

community 

events 

Advanced We participate in external LGBTQ+ community events 

with organisational branding.  

Pro-bono or 

financial support 

for LGBTQ+ 

charities & 

groups 

Advanced We provide support to LGBTQ+ charities/community 

groups. 

Advocacy at a 

sporting event 

Advanced We have been responsible for the promotion of anti-

homophobia, anti-transphobia, and/or anti-biphobia 

messaging during at least one sporting 

event/match/game/trial/tournament. 

Acquisition 

commitments 

Advanced We include our focus on LGBTQ+ inclusion when 

applying for funding/grants/sponsorships and pitching 

for business or contracts.  

LGBTQ-inclusive 

marketing 

Advanced We use targeted LGBTQ+ inclusive marketing to 

encourage those with diverse genders and sexualities 

to join our organisation. 

Call to action Advanced We make "Call-to-Action" communications to the most 

senior executives of other external sporting 

organisation, encouraging them to undertake work 

within the LGBTQ+ inclusion space. 

 

 

 

 

 

Do we provide support to LGBTQ+ charities or community organisations? Do we 

participate in LGBTQ+ community events? Do we market directly to LGBTQ+ people? Do 

we promote anti-homophobic and transphobic messaging at our events? Do we engage 

with other organisations to promote LGBTQ+ inclusivity? 

 



 

 

 

6. Data Analysis  
 

 

 

 

 

Being able to measure the experiences of different populations allows organisations to 

assess the success of their inclusion work, and where their focus needs to be channelled. It is 

good practice to compare the engagement of LGBTQ+ people with the wider populations or 

other diverse populations. While analysing LGBTQ+ employee engagement data is becoming 

common practice for those organisations who work in LGBTQ+ inclusion, a broader 

understanding of participants is also important when designing inclusion strategies.. 

 

Topic Level Initiative 

LGBTQ 

engagement 

analysis 

Advanced We report on LGBTQ+ experience data. 

PSI National 

Survey 

Advanced We regularly participate in the PSI National Survey, and 

use the results to inform our strategy and benchmark 

ourselves vs other organisations.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Do we review and report on the engagement / experiences of LGBTQ+ people via our 

organisational surveys? Do we have data to inform our inclusion strategy? Can we 

benchmark ourselves against other organisations? 



 

 

3 Year Planning Cycle  
 

It is unlikely that any organisation will be able to complete work in all these areas within a 

single year, particularly those just starting on their LGBTQ+ inclusion journey. We would 

recommend organisations map out a multi-year plan to cover all these areas. The PSI criteria 

are updated every three years, to ensure they continue to reflect and drive leading practice, 

so consider working with a 3-year planning cycle, to ensure that the changing criteria are 

always reflected in your organisation’s plans. 

 

Once initiatives have been created and run once, it is equally important to consider how they 

are to be embedded within all parts of the organisation, so they become ‘business as usual’. 

This means looking at how to build the criteria into organisational processes, reviewing the 

structure of your organisation to ensure that the different parts are implementing the 

initiatives and processes, etc. 

 

While the criteria are classified as ‘foundation’ and ‘advanced’, you might decide that one 

particular ‘advanced’ area is particularly important for your organisation, and tackle it before 

some ‘foundation’ work. That is absolutely fine. The structure and criteria are to provide a 

guide, but they are intended to be broad enough to work for many different types of 

organisation.   

 

We also acknowledge that all organisations are different. There will be differences in 

structure, culture, operating environment, etc., which means that other inclusion initiatives, 

not covered in the areas listed, may be necessary or beneficial. If organisations choose to 

have their work audited through the Submission process, additional work areas will be 

recognised. 

 

 

 


