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Abstract: This qualitative study explored the workplace inclusion of gay teachers through the perspectives of non-
gay employees at Colon National High School in Maasim, Sarangani Province—a culturally conservative public
secondary school in the southern Philippines. Anchored in social learning theory and contact hypothesis, the study
investigated three central questions: (1) the organizational, cultural, and individual factors that facilitate or hinder
inclusion; (2) the prevailing views of non-gay employees toward gay professionals; and (3) the factors influencing
changes in these views over time. Using in-depth interviews with purposively selected participants, including both
gay and non-gay staff, the findings revealed that inclusive leadership, student openness, peer allyship, and cultural
integration served as key enablers of inclusion. Conversely, hindrances included the absence of formal policies,
religious conservatism, and symbolic leadership. Notably, gay teacher participants affirmed that the school was an
affirming and professionally supportive space, challenging generalized assumptions about sub-urban exclusion. The
study also found that non-gay employees' attitudes evolved through sustained interpersonal contact and institutional
modeling, illustrating that inclusion is a relational and dynamic process. The study concludes that meaningful
workplace inclusion requires more than symbolic support, it demands leadership commitment, structured policies,
and continuous engagement with all stakeholders. Recommendations are offered for policy development, school
leadership, peer allyship programs, and future research, especially on intersectionality and student-driven inclusion.
This research contributes to the growing body of literature on LGBTQ+ inclusion by centering non-gay perspectives
in a sub-urban school setting, offering context-specific insights for educational institutions in similar socio-cultural
landscapes.
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INTRODUCTION

Executive Order 51’s enactment by President Ferdinand E. Marcos, Jr. marked a significant
milestone in addressing discrimination against the LGBTQ+ community in the Philippines.
Designed to establish a special body for the LGBTQ+ sector, this order aimed to fortify existing
mechanisms and foster participation in government policy formulation (Magsambol, 2023).
However, the effectiveness of EO 51 compared to proposed SOGIE Bills remains a subject of
debate, as the legislation still lacks a comprehensive statutory framework for LGBTQ+ rights in
the country. Meanwhile, global trends suggest a growing acceptance of homosexuality in
Western industrial nations, underscoring the evolving dynamics of gender and sexuality within
organizational contexts (Rodriguez & Guenther, 2022).
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Historically, the Philippines has grappled with manifestations of gender fluidity and cultural
permissiveness, juxtaposed against the colonial imposition of strict sexual dichotomy and fixed
gender binaries by Spain (Garcia, 2009). As this study builds upon the rich history and cultural
context of the Philippines, that despite this cultural heritage and pre-colonial acceptance of
gender variances, discriminatory practices against gay people persisted, perpetuated by societal
norms and institutionalized discrimination. In modern times, LGBTQ+ individuals continue to
face systemic challenges, as evidenced by a 2014 Philippine status report highlighting
discrimination and abuse in employment settings (UNDP, 2014). This highlights the need for
further research and action to promote LGBTQ+ inclusion in Philippine society.

The intersection of gender dynamics and workplace inclusion is particularly salient in the
context of gendered organizations, where power imbalances and hierarchical structures can
perpetuate bullying and discrimination (Chung & Hossain, 2021). LGBTQ+ individuals face
heightened levels of mistreatment due to their sexual orientation or gender identity (Jones &
Dovidio, 2017). The prevalence of workplace bullying and discrimination not only compromises
employee well-being but also undermines organizational culture and productivity (Griffiths et al.,
2020).

Workplace inclusion for individuals of diverse sexual orientations and gender identities has
become increasingly vital, especially within educational settings in the Philippines. Creating
inclusive environments for gay individuals in schools not only influences organizational culture
but also affects the overall well-being of students. Although numerous studies have focused on
the lived experiences of LGBTQ+ individuals, the perspectives of non-gay colleagues remain
underexplored. This research aims to examine how non-gay individuals perceive and engage
with inclusion efforts for gay colleagues in Philippine schools, with a focus on understanding
their attitudes, underlying beliefs, and everyday practices that shape inclusion in educational
workplaces.

At the heart of this study lies the recognition of the importance of ‘allyship’ and support
from non-gays in creating inclusive environments for LGBTQ+ individuals. Research has shown
that the attitudes and actions of non-gays play a significant role in shaping organizational culture
and dynamics, influencing the experiences of LGBTQ+ individuals in the workplace (Griffith &
Hebl, 2002). However, little is known about how non-gays in Philippine schools perceive
LGBTQ+ inclusion and what factors may influence their attitudes and behaviors towards gay
colleagues.

Furthermore, understanding the views of non-gays on workplace inclusion of gay people in
Philippine schools is essential for advancing diversity and equity initiatives within educational
institutions. By identifying potential barriers to LGBTQ+ inclusion and exploring opportunities
for improvement, this study aims to inform policy development, organizational change efforts,
and professional development initiatives for educators and administrators (UNESCO, 2016). By
involving non-gays as stakeholders in LGBTQ+ inclusion efforts, schools can foster a culture of
‘allyship,” respect, and support for LGBTQ+ individuals, creating safer and more inclusive
learning environments for all students and staff.

In summary, this study addresses a significant gap in the literature by exploring the
perspectives of non-gays on workplace inclusion of gay people in Philippine schools. By
examining the attitudes, beliefs, and behaviors of non-gays towards LGBTQ+ inclusion, this
research aims to inform efforts to create more inclusive and equitable workplaces for all
individuals. Though eyeing for qualitative research, this study seeks to generate new insights and
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recommendations for advancing LGBTQ+ inclusion initiatives within educational institutions in
the Philippines.

The issues the LGBTQ+ community has been facing for centuries are as compelling as
other social issues in the country. The enforcement of various laws and statutes about women's
rights and women's empowerment hardly cover the pleas and unspoken indifference of those
who prefer to project an identity beyond the 'protected’ fixed sexual and gender dichotomy in
Philippine society, such as the gays and lesbians vis-a-vis their workplaces. This study attempts
to explore the political, social, behavioral, and institutional dynamics within structured
organizations like educational institutions as Colon National High School of Maasim, Sarangani
Province where gendered employees are accommodated, especially gay people, along with their
interactions with the non-gays in the workplace.

The selection of Colon National High School as the research site for investigating the
views of non-gays regarding workplace inclusion of gay professionals was methodically driven
by several key factors. Primarily, the absence of openly gay teachers upon the researcher's initial
entry into the institution in 2005 underscores the critical nature of exploring the process and
dynamics of integrating LGBTQ+ individuals into the workplace. This absence provides a
distinct starting point to observe the evolution of attitudes and practices regarding LGBTQ+
inclusion over time within the school's organizational culture.

Moreover, the decision to focus on Colon National High School aligns with the
overarching aim of contextualizing the research within a localized setting. By delving into
workplace dynamics within a familiar educational institution, the study seeks to offer nuanced
insights that resonate deeply with stakeholders at both the micro (school) and macro (community)
levels. This localized approach is integral to fostering a comprehensive understanding of the
specific challenges, opportunities, and perceptions surrounding LGBTQ+ inclusion, thereby
facilitating meaningful discourse and actionable recommendations tailored to the unique context
of Colon National High School.

Problem statement
This research explored the intricate dynamics surrounding the workplace inclusion of gay
professionals through the lenses of non-gays of Colon National High School, Maasim, Sarangani
Province.
Specifically, it answered the following questions:

1. What organizational, cultural, and individual factors contribute to the facilitation and
hindrance of workplace inclusion for gay professionals in Colon National High School?

2. What are the views of non-gay employees of Colon National High School regarding the
inclusion of gay professionals in the workplace?

3.What are the factors that influenced the changing views of non-gays towards the
workplace inclusion of gay teachers?

METHODOLOGY

This study employed a qualitative case study approach to explore the workplace inclusion of gay
professionals from the perspectives of non-gay staff members at Colon National High School in
Maasim, Sarangani Province. Guided by qualitative methodology, the research sought to uncover
nuanced understandings of social dynamics, lived experiences, and perceptions surrounding
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inclusivity, in line with the in-depth exploratory nature of qualitative research (National Library
of Medicine, 2023).

Colon National High School, located in the coastal municipality of Maasim, served as the
research site. Maasim is part of Sarangani Province, an agriculturally driven and increasingly
industrialized region in southern Mindanao. With diverse inhabitants including Cebuanos,
B’laans, and T’bolis, and a growing emphasis on economic and infrastructural development,
Maasim presents a culturally and socially rich context for examining workplace diversity and
inclusion.

Participants were selected through non-probability purposive quota sampling, with
inclusion criteria designed to ensure relevance and depth. Ten non-gay teachers (five males and
five females) and three gay educators participated in the study. Non-gay participants were
required to identify as heterosexual, be over 18 years old, currently employed at the school, and
have direct experience working with gay colleagues. Gay participants were invited to provide
counter-perspectives and balance potential biases.

Data were gathered through semi-structured key informant interviews, allowing
participants to express their views on the inclusion of gay professionals, facilitating and
hindering factors, and evolving attitudes over time. Interviews were audio-recorded with consent
and conducted in a conversational manner to encourage openness. Informed consent was
obtained, and ethical protocols regarding confidentiality, voluntary participation, and the right to
withdraw were strictly observed.

Data analysis involved both software-assisted and manual coding. Initial transcripts were
coded using NVivo 14 (trial version), while subsequent data were manually processed following
the same structure. Thematic analysis followed five steps: transcription and familiarization,
initial coding, theme clustering, refinement, and presentation. Themes were aligned with the
study's objectives: identifying facilitating and hindering factors, capturing non-gay perspectives,
and exploring how these views evolved.

Finally, the study adhered to ethical research standards throughout its phases, following
Creswell’s (2014) guidelines and the Philippine National Guidelines on Health and Health-
Related Research (2017). Confidentiality, informed consent, respect for anonymity, and
responsible data management were observed at all stages.

FINDINGS AND DISCUSSION

Factors that contribute to the facilitation and hindrance of workplace inclusion for gay
professionals in Colon National High School

The workplace inclusion of gay teachers at Colon National High School is neither incidental nor
symbolic, it is the outcome of intentional leadership, evolving peer relationships, sustained
educational interventions, cultural integration, and generational shifts. The five major themes
explored in this study—Ileadership and institutional support, peer support and everyday allyship,
awareness and capacity building, visibility and cultural integration, and student acceptance and
shifting generational attitudes—together form an interdependent framework that sustains and
deepens inclusion in a sub-urban, conservative educational context.

Leadership has emerged as the foundational pillar of inclusive practice. School
administrators at Colon NHS have played a critical role not only by modeling respectful behavior
but also by actively responding to discrimination, promoting equitable policies, and normalizing
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diversity within the institution. Their actions reflect what Bass and Riggio (2006) and Avolio and
Gardner (2005) describe as transformational leadership, where inclusion is not merely tolerated
but championed. This kind of leadership sends a powerful message: that inclusion is of a school-
wide standard, not an optional value.

Yet, leadership alone is not enough. The inclusion of gay teachers thrives because of peer
support, the relational fabric that underpins school culture. Teachers who speak out against
discriminatory remarks, offer mentorship, and affirm LGBTQIA+ colleagues help build a
workplace marked by trust and mutual respect. As Ragins and Kram (2007) emphasize, these
supportive peer networks serve as emotional anchors, ensuring that inclusion is experienced not
only institutionally but interpersonally. At Colon NHS, this allyship is neither formalized nor
performative, it is active, consistent, and deeply personal.

Awareness, training, and capacity building further reinforce inclusion by transforming
attitudes and behaviors through education. Gender sensitivity workshops, CSE seminars, and
inclusive workshops have allowed faculty to reflect, unlearn biases, and reimagine their roles as
educators in diverse classrooms. As Freire (1970) and Mezirow (1991) suggest, such education
fosters critical consciousness and transformative learning, both of which are evident in how
teachers at Colon NHS describe their growth in empathy, awareness, and inclusive practice.

In tandem with learning, visibility and cultural integration have been crucial. Gay teachers
are not hidden or sidelined; they are visible leaders, event organizers, and cultural contributors.
Their authentic self-expression and involvement in community life disrupt narrow conceptions of
professionalism and allow for a broader, more inclusive school identity. This echoes Rosaldo’s
(1994) theory of cultural citizenship, which asserts that full participation in public life affirms
dignity, identity, and social legitimacy. At Colon NHS, visibility is not just tolerated, it is
celebrated.

Perhaps most remarkably, students have emerged as dynamic participants in this
transformation. Their admiration for gay teachers, reduced prejudice, and student-led inclusion
efforts signal a generational shift in values. As DePalma and Atkinson (2010) assert, youth
agency must be central in any inclusive school model. At Colon NHS, learners are not passive
recipients of inclusion, they are initiating, modeling, and sustaining it.

Collectively, these five themes present a model of inclusion that is holistic, participatory,
and replicable. They reveal that workplace inclusion is not the work of isolated individuals, but
the product of shared, multi-level commitments. The case of Colon National High School offers
a compelling example of how inclusion, when rooted in leadership, relational support, education,
cultural visibility, and youth engagement, can move beyond tokenism to become an embedded,
lived reality. In such a setting, gay teachers are not merely included, they are empowered,
respected, and vital members of a thriving school community.

Views of non-gay employees of Colon National High School regarding the inclusion of gay
professionals in the workplace

Thematic analysis revealed five major themes that represent the range and complexity of these
views. These themes capture the realities of conditional acceptance, the enabling power of
allyship and leadership, the constraints posed by tradition and policy gaps, the growing
recognition of gay professionals' contributions, and the collective call for systemic and authentic
inclusion. Each theme is further unpacked through subthemes, which illuminate the nuances,
contradictions, and hopes present in the data.
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The findings from non-gay employees at Colon National High School paint a complex yet
evolving picture of workplace inclusion for gay professionals. While the school climate reflects
general openness and surface-level acceptance, this inclusion is often shaped by unspoken
boundaries, personal beliefs, and cultural expectations. Inclusion tends to be extended when gay
teachers conform to traditional norms or excel in socially accepted roles, revealing that respect,
while present, is not always unconditional or universally granted. Such conditionality points to a
form of tolerance that stops short of equity—where being accepted is tied to charisma, likability,
or perceived professionalism.

Despite these limitations, a significant and encouraging shift emerges in the form of
allyship and inclusive leadership. Non-gay employees are not merely passive observers of
diversity, they increasingly view themselves as active contributors to an inclusive workplace
culture. Acts of peer affirmation, collaborative engagement, and vocal support from leaders help
create a school climate where dignity, fairness, and solidarity can take root. These developments
reflect broader literature on inclusive organizational climates, which emphasize the
transformative power of allyship and inclusive leadership (Randel et al., 2018; Nishii, 2013).

Nevertheless, systemic and cultural barriers persist. The absence of school-specific policies,
combined with deeply rooted conservatism and religious influences, continues to constrain the
full institutionalization of LGBTQ+ inclusion. While open discrimination is minimal, subtle
resistance, silence, or discomfort, especially from older or more traditional staff, suggest that
inclusion has yet to be fully embedded in the culture, curriculum, and operations of the school.
As Levitt and Ippolito (2014) note, inclusion cannot thrive in ambiguity; without explicit,
enforced structures, it risks becoming inconsistent and unsustainable.

Encouragingly, non-gay teachers recognize and affirm the substantial contributions of their
gay colleagues. Far from being seen as peripheral, gay professionals are admired for their
creativity, leadership, emotional intelligence, and commitment to students. Their visibility in
school events, mentorship, and instruction challenges stereotypes and reframes LGBTQ+
presence as integral to the vitality and success of the academic community. These positive
associations build relational trust and help transform attitudes, both among peers and students.

Finally, and most importantly, there is a clear and hopeful call for a systemic,
institutionally driven approach to inclusion. Participants advocate for school-specific policies,
inclusion in curriculum design, appointment to leadership roles, and continuous professional
development on gender sensitivity. They also envision a culture in which inclusive practices are
not dependent on individual goodwill but are codified through policy, modeled by leadership,
and sustained through organizational commitment. These recommendations align with global
equity standards such as those proposed by UNESCO (2016), which emphasize that effective
LGBTQ+ inclusion in schools requires institutional frameworks, accountability mechanisms, and
active participation in decision-making processes.

In essence, the views of non-gay employees at Colon National High School reflect both the
tensions and possibilities of inclusion. While cultural and structural constraints persist, the
presence of allyship, recognition, and advocacy signals a growing readiness to shift from
symbolic accommodation to intentional, structural transformation. For these participants,
inclusion is no longer about merely allowing space, it is about creating it with purpose,
protecting it with policy, and nurturing it through collective responsibility.
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Factors that influenced the changing views of non-gays towards the workplace inclusion of gay
teachers

The evolution of workplace inclusion at Colon National High School has been significantly
shaped by the shifting attitudes and reflections of its non-gay personnel. This transformation has
not occurred in isolation but through layered, gradual exposures and interactions with gay
colleagues, informed by personal experience, institutional practices, and broader societal
influence. As non-gay educators observed the day-to-day conduct, professional contributions,
and moral character of their gay counterparts, their perceptions evolved—ifrom conditional
tolerance to deeper respect and advocacy. Their changing views highlight that workplace
inclusion is not simply a matter of policy but of continuous, relational, and values-driven
engagement.

Six major themes emerged from the data, each representing a key factor that influenced
how non-gay employees came to view gay professionals with increasing acceptance and support.
These themes do not exist independently but reinforce each other, offering a holistic
understanding of how inclusion takes root in schools, especially in a culturally conservative
region like Sarangani. The views shared by participants also align with broader academic
literature that emphasizes contact theory (Allport, 1954), social learning (Bandura, 1977), and
inclusive leadership (Randel et al., 2018) as vital forces in shaping equitable professional spaces.
Together, these findings reveal the mechanisms of change that can serve as models for similar
educational contexts.

The shifting perspectives of non-gay employees at Colon National High School regarding
the workplace inclusion of gay professionals reflect a complex but hopeful narrative—one
shaped by exposure, reflection, and gradual transformation. Over time, many heterosexual
teachers evolved from initial tolerance to active support, with their attitudes being influenced by
lived experiences, interpersonal relationships, and broader sociocultural shifts. While this change
was neither immediate nor uniform, the data reveal a discernible progression wherein daily
interactions, professional respect, and institutional modeling effectively challenged deep-rooted
biases.

At the heart of this transformation was the visibility and professional competence of gay
teachers. Their consistent excellence in teaching, discipline, and collegiality earned them
admiration and trust, allowing non-gay peers to move beyond stereotypes and prejudices. As
emphasized by Herek (2002) and Griffin (1992), visibility combined with positive representation
is a potent antidote to discrimination. In the case of Colon, daily engagement with competent gay
educators proved more persuasive than isolated policy declarations or seminars, demonstrating
that professional credibility can catalyze profound shifts in attitude.

Equally significant was the role of inclusive leadership and peer advocacy. School heads
who modeled fairness, initiated inclusive programs, and held space for dialogue helped
normalize diversity. Non-gay allies, whether correcting microaggressions, facilitating peer
mentoring, or simply showing public support, contributed to a school culture where silence no
longer equaled neutrality. These findings align with research on inclusive leadership (Shore et al.,
2011; Randel et al., 2018), which posits that institutional change is most effective when guided
by empowered leaders and reinforced by peer networks. At Colon National High School, this
shift was not left to chance, it was nurtured through deliberate value formation embedded in
teaching practices, mentoring relationships, and ongoing professional development.
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Crucially, change was not confined to the school itself. The surrounding community also
evolved, influenced by increased LGBTQ+ visibility in media, active civil society organizations,
and shifting generational beliefs. Students, as cultural bridges between home and school, further
accelerated this change. Their openness, use of inclusive language, and public admiration for gay
teachers created a feedback loop that challenged older norms and encouraged empathy. These
dynamics support Allport’s (1954) contact hypothesis and Bandura’s (1977) social learning
theory, both of which underscore how attitudes evolve through sustained exposure, meaningful
contact, and observed behavior.

Taken together, the changing views of non-gay teachers were influenced by a constellation
of interconnected factors: the professionalism and visibility of gay colleagues, supportive and
inclusive leadership, consistent value formation, peer and student advocacy, evolving community
norms, and ongoing education. These findings affirm that inclusion is not a one-time policy shift
but a continuous, relational process, one that requires intentionality, courage, and commitment
from all stakeholders.

In the context of Colon National High School, this journey from guarded acceptance to
shared respect illustrates the possibility of transformation even within conservative environments.
By embracing diversity as a resource rather than a risk, schools not only improve their
professional cultures but also play a vital role in shaping more equitable and empathetic societies.
As such, Colon National High School serves as a compelling example of how inclusion, when
lived rather than proclaimed, becomes a durable force for institutional and cultural change.

CONCLUSION

From a global perspective, these findings resonate with the inclusive education principles set
forth by UNESCO (2016), which emphasize the importance of systemic protection, anti-
discrimination safeguards, and gender-sensitive learning environments. Inclusion, as this study
confirms, is most sustainable when it is proactively embedded into school culture, not merely
observed through symbolic gestures.

This vision of inclusion also finds a national counterpart in DepEd Order No. 32, s. 2017,
the Gender-Responsive Basic Education Policy of the Philippines. This order mandates all public
schools to create environments that are inclusive of diverse gender identities and expressions.
However, the study highlights that despite this directive, many schools lack school-level policies
or clear implementation mechanisms, leaving inclusion vulnerable to inconsistency,
interpretation, or passive resistance. Bridging this gap between policy and practice is essential to
ensure that LGBTQ+ inclusion is institutionalized, not optional.

The study also affirms the theoretical insights of Allport’s (1954) contact hypothesis and
Bandura’s (1977) social learning theory, demonstrating that meaningful exposure, relational
proximity, and modeled behavior can significantly reduce prejudice and cultivate empathy.
Furthermore, the work of Ferdman and Deane (2000) underscores the need for deliberate
organizational structures that reinforce inclusion at both cultural and procedural levels.

Ultimately, the experiences at Colon NHS reflect a hopeful transformation. From isolated
tolerance to a growing culture of peer allyship, leadership support, and student-driven inclusion,
the school has shown that meaningful change is both possible and replicable—even in culturally
conservative settings. The implications are clear: inclusion must become structural, not
situational; proactive, not performative; and shared, not siloed.
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For schools across the Philippines and beyond, this study offers a practical reminder: when
inclusive practices are codified through policy, modeled by leadership, and affirmed by peers,
schools evolve into communities where every professional, not just those who conform, is given
the opportunity to thrive. Inclusion, therefore, is not merely a gesture of goodwill, it is a moral
and institutional responsibility that must be lived, legislated, and sustained.

As this study closes, it is important to acknowledge the perspective from which it was
written. While grounded in rigorous qualitative methods, its direction and interpretation were
inevitably shaped by the researcher’s location within the context studied.
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