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1. Introduction
In this presentation, I will focus on the social construction of gender, communication, and the workplace. The purpose of this presentation is to examine how social gender norms influence individual communication and how they relate to workplace diversity and work ease. I would like to first clear the differences of communication verbally and nonverbally from a gender perspective. Then, clarify issues that sexual minorities face in the workplace. Since the area of sexual minorities is wide, I will mainly focus on homosexual people who have a same-sex sexual orientation. Moreover, by analyzing the diversity promotion policies of actual companies and their results, I aim to identify the challenges more accurately. Finally, I will propose several solutions that companies can introduce to ensure that everyone can work equally, as they are.

2. Differences in Communication by Gender
	First, let’s look at how communication styles differ between people who exhibit strong masculine traits and those who exhibit strong feminine traits. However, please keep in mind that these are merely general tendencies and do not apply to everyone.
	According to Tannen, in human relationships, humans have two desires, which are independence and intimacy, and masculinity has a connection to the former and femininity has a connection to the latter. The author used the example that Josh planned to invite a friend over without consulting his wife, Linda. She saw this as a lack of intimacy, while he felt her idea restricted his freedom. Furthermore, while femininity tends to seek an understanding of emotions and experiences, masculinity tends to prioritize problem-solving and offering advice. Consequently, there are differences in how each discusses their problems. Women tend to deepen their relationships by showing empathy toward a friend’s problems and acknowledging the other person’s feelings. Men, on the other hand, tend to focus the conversation on their own problems and prioritize finding solutions and clarifying their own position (Tannen, 1990).

2.1 Verbal Features
	Now let’s take a closer look at the specific differences by focusing on verbal and nonverbal communication. 
	In the resource “Women, Men, and Language”, Coates mentioned several verbal features between masculinity and femininity. While there are several linguistic differences between men and women, I will focus primarily on minimal responses, hedging, and tag questioning. Minimal responses show that the listener is paying attention to the conversation. According to Coates, women are good at using minimal responses without disrupting the flow of the conversation. Hedging is a way of softening the certainty of statements. While it is said that women use hedging more often, this may be because old social gender norms, which viewed asserting oneself strongly as unfeminine and inappropriate, still persist today. Finally, there are tag questions, which are expressions used for confirmation. According to research, there is no difference in usage between men and women. However, women tend to use "facilitative tags” intended to smooth the flow of conversation. On the other hand, men tend to use "modal tags" designed to clarify a black-and-white situation (Coates, 2013).
	
Analysis 1: In-person discussion
	Next, I will analyze the YouTube video of a panel discussion posted by Bloomberg Live. There are four speakers, including the moderator. Based on their appearance, including their clothing, I determined that three of them, including the moderator, are men and one is a woman. While there were almost no differences for minimal responses and tag questions, there was a difference in the use of hedging. While the research results show no significant difference in the frequency of use, women used “I think” frequently, whereas men used “You know” frequently. I concluded that this difference stemmed from the differing perspectives of men and women. While women expressed their own opinions, men articulated the views of the company or organization. I will also show a few more specific findings. The female speaker used the subject "you" to express the presumed thoughts of her listener. An example is "You also want to provide better service." I interpreted this as a style intended to help the listener empathize with the speaker’s perspective. Additionally, Male Speaker A used expressions such as “if I can say that” to confirm the appropriateness or clarity of his remarks. This also sounded like a way to check whether the listener was fully following the conversation. Moreover, male Speaker B used strong, assertive expressions such as “Absolutely” and “There is no way.” Finally, the male moderator tended to ask follow-up questions before the conversation had fully concluded, and I considered it might not be very pleasant for the speaker. Therefore, I concluded that his approach was weighted more toward an interest in knowledge than in fostering a collaborative conversation. As can be seen from the points, the female speaker and Male Speaker A communicated in ways that conveyed femininity, while Male Speaker B and the moderator communicated in ways that conveyed masculinity. I believe this clearly illustrated the contrast between femininity, which emphasizes empathy, and masculinity, which emphasizes the presentation of knowledge. It is important to note that this highlights that our gender encompasses elements of bot and the communication styles vary from person to person (Bloomberg, 2023).

Analysis 2: Online discussion
I will further analyze computer-mediated communication (CMC). According to Herring’s investigation, there are clear differences in posting styles between women and men on the internet. It is said that 70% of men adopt a confrontational style, while women tend toward a conciliatory style. These styles are also strongly recognized for their social significance and the images they evoke. As evidence of this, when a man pretended to be a woman, commenters often noted that the content of his posts likely indicated he was male, and the reverse was also true. Furthermore, in a survey, both men and women disliked "flaming" and preferred expressions of gratitude and modest comments. So why do men and women have different posting styles? This relates to the points that men and women prioritize in communication, as mentioned earlier. Suppose a user is posting inappropriate content online. In such a case, men’s desire for freedom leads them to oppose the establishment of online rules. They argue that rather than imposing rules, it would be better to expose the individual and let socially conscious citizens throw Molotov cocktails at their home. Men’s high level of aggression is not simply a desire to hurt others, but is viewed as a means of protecting their freedom (Herring, 1994).

2.2 Non-verbal features
	Next, let’s focus on non-verbal communication. Behavior also varies from person to person, and there is no single, established way to interpret it. However, there are some tendencies. According to Yu and Tate’s paper, there are four main types of gender-related nonverbal behaviors: dynamic movements and open posture, swaying gait, gesticulations, and closed posture. Furthermore, differences can be observed in sitting posture, gestures during conversation, and vocal pitch. On average, men tend to sit in a more open, expansive manner, whereas women tend to adopt a more reserved, closed posture. In conversation, women have been reported to use more expressive gestures and smile more frequently than men. Additionally, a British study has shown that women generally have a higher pitch of voice, and in some cases, gender can be identified based on pitch alone (Yu and Tate, 2025). 

Analysis
Now I will show the results of the non-verbal analysis of the video I used for verbal analysis. I focused on voice, facial expressions, sitting posture, and gestures. Gender differences were particularly evident in voice and facial expressions. Men’s voices were lower, while women’s were higher. Furthermore, while female speakers and male speaker A, who exhibited strong feminine traits in the linguistic analysis, laughed frequently, male speaker B and the facilitator did so less often. When they weren’t crossing their legs, men sat with their legs apart, while women sat with their legs together. This relates to men’s open, expansive sitting posture and women’s more closed posture. Furthermore, beyond just the legs, it was striking that the three male speakers sat with their backs against the backrest, whereas the female speakers sat without leaning back. Finally, regarding gestures, the female speakers and Male Speaker A used many gestures at a fast pace, whereas Male Speaker B used fewer gestures at a slower pace. Fast gestures convey liveliness, while slow gestures convey calmness. I speculated that people with large hands, like Male Speaker B, may gesture slowly to avoid drawing attention from the conversation. Although there are individual differences, identifying distinct communication patterns between men and women leads to the establishment of social norms. Furthermore, the relationship between these norms and communication influences workplace comfort and performance evaluations (Bloomberg, 2023).

3. Issues for Sexual Minorities in the Workplace
	After analyzing the communication differences between genders, this part will be about the communication challenges that homosexual employees face. Ragins’s paper focuses on people who carry invisible stigmas. Since invisible stigmas are not visible, they can be concealed. While concealing them may help avoid discrimination and prejudice, it also causes psychological stress. For example, a homosexual person pretends to have an opposite sex partner in conversation. This is the constraint in building relationships with colleagues and supervisors. There are three main strategies for managing invisible stigma. “Counterfeiting” involves pretending to be heterosexual, as I mentioned in the example. Another strategy is “avoidance,” which involves steering clear of certain topics or telling only half the truth. However, the approach that causes the least stress for those affected is “integration,” which openly acknowledges one’s stigma. This is because there is no need to pretend to be someone else. However, coming out is rather the biggest challenge for people living with invisible stigmas than a less stressful method. Some people disclose their stigma in certain settings but hide it in others. While having the choice to come out is an advantage, the uncertainty of who knows and who doesn’t can sometimes cause psychological stress. Furthermore, confiding in someone carries the risk that others might find out. In the workplace in particular, potential downsides of coming out include isolation, harassment, and disadvantages in promotions and performance evaluations. The fear of potentially facing discrimination can influence the decision to come out (Ragins, 2008). Therefore, companies must create an environment that makes it easier for employees to come out and ensure that they are evaluated and treated fairly, regardless of whether or not they have an invisible stigma. 

Analysis 1: Corporate diversity initiatives
In this analysis, I will examine the diversity policies implemented by companies based on information from their official websites and other sources. While there are many companies promoting diversity, this analysis will focus on Google. I chose Google because it is a well-known company, making it easier to understand. Furthermore, it employs a diverse workforce that extends beyond race, sex, and gender, and it ranked first in the 2022 list of companies with the most LGBTQ+ employee-friendly work environments (CNBC, 2022). Google publishes an annual report, and they said that “for the purposes of this report, we structure our progress across three broad categories: Our Workplace, Our Technology, and Our Partnerships, all grounded in our focus on belonging for everyone.” (Google, 2024). To that end, Google is undertaking various projects. Internally, an Employee Resource Group runs an LGBTQ+ support community. The company also hosts numerous events, such as a diversity festival in Dublin and efforts in Sydney to promote LGBTQ+ friendly business information at WorldPride 2023. Furthermore, as a support tool for businesses, Google has introduced a feature that allows users to add attributes such as "LGBTQ+ friendly" to Google Maps and Search (Google,2024).

Analysis 2: Employee reviews
	Next, I will analyze reviews from Google employees to determine how effective the company’s diversity initiatives, as explained in the previous slide, actually are. To obtain more accurate information, I will use three websites: Comparably, Indeed, and Glassdoor. Generally speaking, even on review sites, Google consistently maintains an overall rating of 4 out of 5 or higher, indicating a relatively high level of satisfaction. That said, some areas for improvement were also mentioned. A common theme across the three review sites was that while Google is a great company in terms of growth, there is still room for improvement when it comes to diversity. These are actual reviews posted on these sites. Although Google’s policies are quite well-established, actual experiences vary widely. Consequently, the problem is that these policies are not consistently implemented. This is particularly true for the LGBTQ+ community, where experiences are likely to differ depending on the team, manager, country, and culture.

4. Corporate Restructuring from the Perspective of Communication Studies
	Finally, based on the above analysis, I will outline three improvement measures that companies should implement. The first point is creating an environment where people feel comfortable speaking up. There may be cases where people refrain from speaking out because they fear their opinions differ from those of others. Furthermore, I believe that the accumulation of small discomforts, such as subtle reactions or having one’s comments brushed aside, can lead to a sense of unease in the workplace. From a linguistic perspective, rules should be established to ensure that even if someone’s opinion differs, it is not dismissed or brushed aside. From a non-verbal perspective, this includes nodding in agreement and maintaining eye contact with the speaker. This also aims to weaken the social gender norms we hold. Regardless of one’s own gender, everyone needs to strike a balance between the empathy associated with femininity and the assertiveness associated with masculinity. It is effective to share these rules before meetings.
	The second improvement measure is a system that allows employees to voice their opinions anonymously. While the first measure is primarily applicable to meetings and similar settings, the second is expected to be effective in other contexts as well. As is evident from analyses of computer-mediated communication and recent issues such as online defamation, people tend to feel more comfortable speaking up when they can remain anonymous. The benefits of anonymous reporting include the ability to safely convey issues that are difficult to raise in front of supervisors or colleagues, making it easier for minority employees to speak up, and facilitating the early detection of harassment and prejudice. Specifically, this involves setting up systems such as third-party hotlines, external services, or internal reporting forms. However, because anonymity carries the risk of false reports, it is necessary to establish a verification process to confirm the accuracy of the reports, which may make immediate implementation difficult.
	The two improvement measures mentioned so far are effective for companies that have not yet implemented them. However, it is possible that companies like Google, which place a strong emphasis on diversity, have already adopted them. If the situation still does not improve, the responsibility likely lies with the managers who shape the environment of that department. Therefore, the final improvement measure is training for managers. It is necessary to develop managers’ ability to identify whose opinions are being overlooked and who seems to have difficulty speaking up. Video analysis and similar methods can be used to cultivate objective observational skills. Furthermore, since acquiring these skills alone is not enough to put them into practice, it is also necessary to provide simple tools that can be used during meetings. For example, I believe a system that allows managers to flag individuals who appear to have difficulty speaking based on factors such as disparities in the number of times they speak, the number of times they are interrupted, or their eye contact and facial expressions would be effective.

5. Conclusion
	In this presentation, I highlighted gender-based differences in communication and listed the challenges faced by sexual minorities in the workplace, along with solutions. Since there was a long history in which the majority’s views were regarded as correct, change may not be immediate. However, continuing to implement such improvements will inevitably lead to change. It is also important not to categorize the world into groups such as the majority and the minority. While categorization may sometimes make work easier, being conscious of differences only serves to highlight them further. Instead, the ideal approach is to interact with people on an individual basis, recognizing that everyone is different. (2692 words)
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AI Declaration
I acknowledge the use of Grammarly (https://www.grammarly.com/) on 27 March 2026, to check my work using the prompt(s):  
1. Please check the following text for grammar.
I confirm that I have not presented any AI generated text as my own work. I confirm I 
have copies of my drafts, notes, and other resources I used before, and after the use of AI tools which I may be asked to provide in evidence.

I acknowledge the use of DeepL (https://www.deepl.com/) on 26 March 2026, to check my work using the prompt(s): 
1. Please translate this word from Japanese to English.
I confirm that I have not presented any AI generated text as my own work. I confirm I have copies of my drafts, notes, and other resources I used before, and after the use of AI tools which I may be asked to provide in evidence.
