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• What role do you each play on LGBTIQ+ inclusion in your organization?

• To set the tone, can you tell us more about the legal and cultural setting in some of the challenging 
countries that you’re operating in?  What is the progress or barriers you encounter in these 
countries?

• Can you explain how DE&I global strategy has been implemented on the local level, regional or 
country specific?  What are the initiatives you have implemented in challenging countries?

• How do you align DE&I goals with overall business objectives?

• Did you experience any pushbacks in the process of implementing LGBTIQ+ inclusive policies, from 
within or outside your organization?  What are factors that affect these pushbacks? 

• How did you handle these pushbacks?  How did you change the narrative to have a constructive 
conversation?

• Are there senior sponsors in your local organization supporting you?  How do you get them 
onboard to support LGBTIQ+ inclusion initiatives?

• What is some practical advice on how to move forward, promote LGBTIQ+ inclusion at work in 
challenging countries? 

Panel Questions



• Assign note taker(s).
• Assign spokesperson/spokespeople.
• In 15 minutes, discuss the following.

1. What are the challenges, barriers, or pushbacks that you encounter when implementing 
LGBTIQ+ inclusive initiatives in your organization, from within or outside your organization? 

2. List three critical elements in balancing DE&I initiatives and business priorities.

3. How do you enable senior leaders in your local organization to support LGBTIQ+ inclusion 
initiatives at work?  How are they kept accountable and how do they keep others 
accountable?

Group Discussion
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Report Back



• Understand the legal and cultural obstacles and the complexity of advocating and 
implementing policies on LGBTIQ+ inclusion at work in challenging countries.

• Identify good practices to support LGBTIQ+ employees in challenging countries.  DE&I 
practices are tied to business

• Leaders’ commitment: Secure a senior sponsor for LGBTIQ+ activities by highlighting mutual 
benefits.

• Performance metrics and accountability: Align inclusion goals with business goals.  Set 
measurable goals for LGBTIQ+ inclusion and track the progress.  Link this to performance 
by incorporating LGBTIQ+ inclusion metrics into performance reviews and compensation 
structures for leaders and managers.

Key Takeaways



• Global inclusive LGBTIQ+ policies are possible (example ING Poland). Nevertheless you 
have to take into account the legal and cultural barriers.

• You need allies and role models at all levels to make progress and impact.
• You need leadership and they have to understand why it is important. Create allies amongst 

your leaders.
• Walk the talk, invite management to your ERG events like webinars (example Amgen)
• Taking a stand, don't do business when they do not share your core values. 
• Together you are stronger, connect with other organizations for joined initiatives so you can 

accelerate in the right direction.
• The base is respect to ALL employees.
• Use networks to connect and engage with other employees for a better understanding.
• Don't ask for permission, it's about respecting the law, human rights, we are legally entitled 

to stand up. 

Key Takeaways



• Advocacy for LGBT+ faces different challenges in different regions.  For example, Poland is 42nd place, last in the EU, in terms of 
LGBT+ inclusion and there is no legal protection.  However, more than 60% of the population support civil partnerships and DEI is 
high on the agenda of big companies.  On the other hand, in Greece, it is not illegal to be LGBT+ and even though marriage 
equality was achieved in 2024, society is not on board.  

• The role of the employers or companies is to fill the gaps between the needs of employees, such as safe space and equal benefits, 
and the legislature.  Employers can also encourage employees to be role models.  On the question of how companies protect 
employees once they are outside of work, we need to use the diversity angle to reach out to the markets we are targeting.  When 
the message is done right, the volume of the targeted market has the potential to drive public opinion in our favor.  Companies can 
be an influence to change what is difficult in their place of operations.  Companies can create an ecosystem of inclusion that consist of 
their employees, customers/clients, and vendors/suppliers.

• On the topic of allyship, allies need support as well.  They may not know everything, so we, companies and civil society organizations 
need to keep them updated and provide them information to better support their LGBT+ employees.  Corporate leaders may not 
know that they can be allies, so we need to be courageous to ask them to advocate for us.  One of the biggest ask for allies is that 
after all the rainbow festivities, they advocate respect for LGBT+ employees.

Activity
• Some of the points made during the activity of how best to implement DEI and engage senior leaders :
• - DEI should be the core culture of the company.
• - In some countries where implementing DEI can be a crime, localizing to the language and culture context is important.
• - When there is lack of awareness in senior leadership, we need to be courageous to bring the conversation to the senior leaders 

about inclusion being good for business and that with power comes privilege.
• - Inclusion should not be a trade-off.  It can be added as KPIs such as climate surveys and benchmarking the future generation.

Summary
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Wrap-Up
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