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LGBTQIA+ workforce snapshot

In 2023 VAADA received nearly 400 responses in its biennial Victorian Alcohol and other Drugs Workforce Development survey. A
detailed report was produced exploring the high-level findings and offering a handful of recommendations on workforce capacity,
capability and wellbeing. This is document forms part of a series of snapshots which focus exclusively on a segment of that data.

Demographics

94 workers identified as belonging to a diverse gender and/or sexual identity, this included identifying as gay,
bisexual, lesbian, asexual, transgender, queer, non-binary and/or gender diverse.
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Capacity Capability

e |n observing differences on e Scores measuring workforce capability, where workers self-
workforce capacity measures assessed their capabilities, showed that the LGBTQIA+ did not
against the broader workforce, present any lower scores when compared to the broader
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o “applying an intersectional lens in their practice”

o “astrong understanding of the impact of historical and
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o “working effectively with clients from culturally and
linguistically diverse communities, LGBTQIA+
communities and clients living with disabilities”

e When asked why professionals
might leave the AOD sector, the
LGBTQIA+ workforce was more
likely to say that it was to work in
related fields, such as Mental
Health. Around 20% of the
LGBTQIA+ workforce chose this
as one of their top reasons.

Wellbeing

e |n order to understand the overall wellbeing of the workforce, participants were asked to rate their
general physical health, mental health and quality of life.

e Results from the survey showed that the LGBTQIA+ workforce had lower mean scores against all three
metrics of wellbeing (physical healh, mental health and quality of life), when compared to the broader
workforce.

e 22% of the LGBTQIA+ workforce rated their overall quality of life as “poor” or “fair,” whereas only
10% of the broader workforce did the same.

SPSS was used to analyse this data. All differences reported in this snapshot were found to be VQ Q d Q

statistically significant when conducting either an independent t-test or a chi-square cross- Victorian Alcohol & Drug Association
tabulation.



