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Welcome

Welcome to the Workplace Pride UN LGBTI Standards Toolkit. These Standards are 

intended to support the business community in tackling discrimination against lesbian, 

gay, bi, trans and intersex (LGBTI) people. 

Workplace Pride provided support to the United Nations during their development and I 

am pleased that more than 270 companies around the world have now endorsed the UN 

LGBTI Standards

For these Standards to have real impact we now need to turn this advocacy into action. 

This Workplace Pride Toolkit is designed to help organisations to implement the 

Standards and so create a more inclusive workplace for LGBTI people and to contribute 

to positive social change in the communities where they do business.

https://workplacepride.org/member-dashboard/
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A MESSAGE FROM THE UNITED NATIONS
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Peggy Hicks

Director of the Thematic

Engagement, Special

Procedures and Right to

Development Division

United Nations Office of 

the High Commissioner

for Human Rights

Today more than ever, the business community has a unique 

opportunity and responsibility to demonstrate leadership in the 

promotion and protection of the human rights of LGBTI people. 

While the past decade has seen important progress towards 

equality in some parts of the world, protection against violence and 

discrimination based on sexual orientation, gender identity and sex 

characteristics remains inadequate, unreliable or entirely absent in 

most places.

In 2017, the Office of the United Nations High Commissioner for 

Human Rights, launched the UN Standards of Conduct for 

businesses tackling discrimination against Lesbian, Gay, Bi, Trans 

and Intersex (LGBTI) people. In short, the Standards set out the 

steps that companies should take in order to meet their 

responsibility to respect the rights of LGBTI people, as well as 

measures to address discrimination in societies at large. 

To date, nearly 300 of the world’s largest businesses globally have 

expressed support for the UN Standards of Conduct, signalling a 

commitment to gender equality and the human rights of LGBTI 

people.

We now need to support these companies, and the many more that 

we hope will endorse the standards, to take steps towards their 

implementation and towards making a concrete difference in the 

lives of LGBTI communities around the world.

This toolkit was created to do exactly that. It translates the 

Standards into a concrete step-by-step guide for businesses who 

are working to align their policies and practices with human rights 

principles with an eye to eliminating discrimination against LGBTI 

people in the workplace. The toolkit also guides businesses in their 

efforts to actively champion safety, equality and well-being of 

LGBTI people in the communities where they operate. 

The examples highlighted in this guide showcase how in every 

single context, even the most difficult, companies can always find 

ways to make a difference. 

We believe in a future where no one has to fear violence or 

discrimination simply because of who they are or whom they love. 

But this will only happen if each and every one of us use the power 

and privilege at our disposal to demand that better future.

Thank you for doing your part! 

https://workplacepride.org/member-dashboard/
https://www.ohchr.org/EN/pages/home.aspx
https://www.ohchr.org/EN/pages/home.aspx
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A MESSAGE FROM THE GOVERNMENT OF THE NETHERLANDS
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Yoka Brandt

Secretary-General

Ministry of Foreign Affairs 

of the Netherlands

The UN LGBTI standards clarify the responsibility of businesses and other organizations to 

respect the human rights of LGBTI persons wherever they operate in the world. As there are 

many countries in which criminalization, discrimination, violence and stigma on the basis of 

sexual orientation, gender identity and expression, and sex characteristics are still of 

great concern, having these standards can support businesses and other organizations to 

operate while respecting the human rights of all.

This toolkit provides practical guidelines and examples to help us and other organizations to 

really put the principles into practice.

This also holds true for the Ministry of Foreign Affairs of the Netherlands. Diversity, inclusion, 

integrity and a safe, supportive environment go hand in hand. In an organisation that combines 

these elements, people enjoy their work and perform better. With this in mind, the ministry is in 

the process of executing a broad D&I Action Plan.

https://workplacepride.org/member-dashboard/
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Background

The United Nations Human Rights Office has 

developed five Standards of Conduct to support 

the business community in tackling 

discrimination against lesbian, gay, bi, trans and 

intersex (LGBTI) people. 

The Standards are a progression from the 

Declaration of Human Rights 

The Standards, build on the UN Guiding 

Principles on Business and Human Rights and 

reflect the input of hundreds of companies 

across diverse sectors.

The Standards were launched in

September 2017

Dilemma

More than 270 companies have endorsed

the UN LGBTI Standards so far 

But companies are unsure of the practical 

ways to how to promote and implement the 

Standards

Solution

This Workplace Pride Toolkit is designed to help 

organisations to implement the UN LGBTI 

Standards and so create a more inclusive 

workplace for LGBTI people 

The Workplace Pride Toolkit supports the UN 

LGBTI Standards in taking the case for 

corporate engagement a step further, pointing to 

the many opportunities that companies have to 

contribute to positive social change in the 

communities where they do business

Picture 11 Picture 11

https://workplacepride.org/member-dashboard/
https://www.global-lgbti.org/the-supporters
https://www.unfe.org/wp-content/uploads/2017/09/UN-Standards-of-Conduct-Summary.pdf
https://www.unfe.org/wp-content/uploads/2017/09/UN-Standards-of-Conduct-Summary.pdf


UN LGBTI Workplace Standards  | Workplace Pride Toolkit   | Version 1 March 2020

© Workplace Pride Foundation 2021

Image

HISTORY
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In 2011, the UN Human 

Rights Council endorsed 

the UN Guiding 

Principles on Business 

and Human Rights

2011

The 1948 Universal 

Declaration of Human 

Rights provides a 

foundation for the UN 

LGBTI Workplace 

Standards 

1948

In 2000, The UN Global 

Compact specified the 

principles by which 

business should abide 

including human rights, 

labour rights, 

environment protection 

and anti-corruption

2000

The 2017 UN LGBTI 

Workplace Standards 

build on all this work 

and are focused on 

more explicitly tackling 

discrimination against 

and inclusion of LGBTI 

people in the 

workplace

20172015

In 2015, the UN 

published the 

Sustainable 

Development Goals. 

These Goals have the 

concept of “Leave No 

one Behind” a useful 

concept when 

considering LGBTI 

inclusion issues

https://workplacepride.org/member-dashboard/
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THE FIVE UN LGBTI WORKPLACE STANDARDS
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Background

Respect 

human 

rights

Businesses should 

develop policies, exercise 

due diligence, and 

remediate adverse impacts 

to ensure they respect 

human rights of LGBTI 

people. Businesses should 

also establish mechanisms 

to monitor and 

communicate about their 

compliance with human 

rights standards.

Eliminate 

discrimination

Businesses should ensure 

that there is no 

discrimination in their 

recruitment, employment, 

working conditions, 

benefits, respect for 

privacy, or treatment of 

harassment. 

Provide 

support

Businesses should provide 

a positive, affirmative 

environment so that LGBTI 

employees can work with 

dignity and without stigma.

Prevent other 

human rights 

violations

Businesses should not 

discriminate against LGBTI 

suppliers, distributors or 

customers, and should use 

their leverage to prevent 

discrimination and related 

abuses by their business 

partners. 

Act in the 

public 

sphere

Businesses are encouraged 

to contribute to stopping 

human rights abuses in the 

countries in which they 

operate. In doing so, they 

should consult with local 

communities to identify steps 

they might take — including 

public advocacy, collective 

action, social dialogue, 

support for LGBTI 

organizations, and 

challenging abusive 

government actions.

https://workplacepride.org/member-dashboard/
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WHY DO THE UN LGBTI STANDARDS MATTER?

LGBTI Workplace Inclusion, supports the LGBTI 

Community and supports Business

Social and Moral Talent and Leadership Productivity and Performance Brand and Reputation

• Companies are operating in 70 UN 

member states which criminalise 

consensual same-sex activity. In 6 of 

these states, same-sex activity is 

punishable by death

• Societies that respect Human Rights do 

not treat people in this way

• Companies that respect their people 

expect zero tolerance for such 

discrimination or harassment

• Put simply this is

“The Right Thing to do”

• Staff who are fully out at work have 70% 

higher retention rates

• 72% of LGBTI allies say they are more 

likely to accept a job at a company that 

is supportive of LGBTI employees

• Being fully ‘out’ at work correlates with a 

30% productivity benefit

• When all employees can be their 

authentic self, they are happier, more 

productive and more innovative which is 

also good for business

• LGBTI Consumers represent

a $3.7 trillion market

• 71% of LGBTI consumers are more 

likely to buy from a company that 

supports LGBTI equality

Data Sources

• Out Now Global LGBT 2030 Study: ‘LGBT Diversity: Show Me The 

Business Case’. 

• EY Making it real - globally. A practical guide for advancing lesbian, gay, 

bisexual and transgender diversity and inclusion across global companies 

• Center for Talent Innovation - Out in the World: Securing LGBT Rights in 

the Global Marketplace

• LGBT Capital - LGBT-GDP and LGBT - Wealth related metrics.

Back to

P20

BACK
TO P20

BACK
TO P20

https://workplacepride.org/member-dashboard/
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WHY DO THE UN LGBTI STANDARDS MATTER?
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LGBTI Workplace Inclusion, supports the LGBTI 

Community and supports Business

History The past decade has seen important progress in many parts of the world in the lives of millions of lesbian, gay, bi, trans, and 

intersex (LGBTI) people who have benefited from a raft of legal reforms and, in some cases, shifts in social attitudes

Responsibility Companies have a responsibility to respect international human rights standards, to make sure they respect everyone’s 

human rights, including the rights of LGBTI people

Sustainability In 2000, the United Nations launched the UN Global Compact, the world’s largest corporate responsibility initiative, to 

encourage companies to respect universal principles and contribute to a more sustainable and inclusive global economy

Awareness Awareness of the role that companies can play in curbing discrimination and promoting diversity is growing, and many 

companies have already taken steps to translate a commitment to LGBTI inclusion into action

Practicality The Standards of Conduct offer practical guidance to companies on how to respect and support the rights of LGBTI people 

in the workplace, marketplace and community

Human Rights The Standards are grounded in existing international human rights law and are in line with the UN Guiding Principles on 

Business and Human Rights

https://workplacepride.org/member-dashboard/
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The views of Business Leaders

"No business is an island. We are part of society and 

proud to commit to these standards to drive positive social 

change through what we do every day. From how we hire 

and develop people, to the work we do, and the partners 

we work with - living and being judged by these standards 

will help focus the energies of the business world on 

making a key difference to the lives of LGBTI individuals

This isn't just a question of ethics, it is about our ongoing 

commitment to be a responsible and responsive business. 

Excluding anyone from any group holds everyone back, 

and every moment that someone spends worrying about 

what their colleagues or clients might think of who they are 

is a moment wasted.”

Matthew Layton,

Managing Partner 

“As global business leaders, we must set the example in 

our communities and create workplaces where every 

human being feels a sense of belonging and being valued. 

This is why the UN LGBTI Standards of Conduct is a 

welcomed common ground for collective action in support 

of lesbian, gay, bi, trans, and intersex people around the 

world. 

Holding ourselves accountable to these standards will 

strengthen Sodexo’s efforts to create an inclusive and safe 

culture for our LGBTI employees and LGBTI communities 

around the world. We invite other companies to adopt 

these standards and promote equality, fairness and 

advocate against discrimination and violence to make 

these a thing of the past.”

Margot Slattery,

Global Chief Diversity & Inclusion Officer

“Baker McKenzie is committed to a diverse and inclusive 

culture where all of our people flourish, contribute their ideas 

and skills to the success of the business of the Firm and 

achieve a sense of meaningful wellbeing and purpose at 

work.

Diversity and inclusion are foundational to the Firm's global 

strategy and focuses on our clients and people, and the 

communities we serve.

If we had to distil the D&I message into one tangible call to 

action - it would be this: we must show it, not just say it.

Wherever we work, whatever role we fulfil in our Firm, we 

must not only 'talk the talk', but be sure to 'walk the walk'. It's 

important to all our People, and for our clients it is fast 

becoming a non-negotiable. Being a truly diverse and 

inclusive business is not just the right thing to do - it is 

business critical.”

Anna Brown

Global Director of Diversity & Inclusion

https://workplacepride.org/member-dashboard/
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The views of Business Leaders

“SAP was one of the first corporates in the 

world to endorse the United Nations’ 

Global LGBTI Standards of Conduct. 

Promoting diversity and inclusion means 

embedding it at every level of a business, 

from the top down. 

It’s about ensuring all team members 

understand the importance of LGBTI 

inclusion both inside and outside of the 

company, and that managers are trained 

in inclusive leadership”

Miguel Castro, Senior Director,

Global Diversity & Inclusion Office at SAP 

“Endorsing the UN LGBTI Standards is an 

important step forward in our work to create a 

diverse workforce, one where differences are 

understood, embraced and valued, 

Collaboration is the best way to achieve 

results. We welcome the opportunity to 

join other companies who have the same 

goals, under the umbrella of the United 

Nations”

Ben van Beurden,

CEO

“Nokia has a strong focus on inclusion to 

ensure that every employee can feel safe 

and accepted, with an equal opportunity to 

build a meaningful career at Nokia". 

"Externally, we have very diverse 

customers and partners. Signing up to 

these standards shows them the 

importance we place on a culture of 

respect and tolerance.”

Anneli Karlstedt,

Head of Inclusion and Diversity

“We value the benchmarks and guidance 

that the LGBTI Standards provide us to 

assess our role in tackling discrimination 

and in implementing practices that respect 

and support the rights of LGBTI people at 

work, in the market and our communities. 

We appreciate the need to assess risks 

and impacts in context and adapt 

implementation accordingly. 

Supporting the LGBTI Standards is one 

more way we can demonstrate Deloitte’s 

Purpose of Making an Impact that 

Matters.” 

Punit Renjen, Global Chief Executive

David Cruickshank, Global Chairman of 

the Board

https://workplacepride.org/member-dashboard/
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HOW TO USE THE UN LGBTI STANDARDS

Navigating the Toolkit

What do you aspire to?

Where are you today?

What should you do to get started?

Getting Started

1.

Use our themes and associated actions 

for each of the UN LGBTI Standards

1. Respect Human Rights

2. Eliminate Discrimination

3. Provide Support

4. Prevent Other Human Right 

Violations

5. Act in the Public Sphere

Action Planning

2.

Workplace Pride members

share their good practice 

examples from the annual 

Global Benchmark Survey

Good Practices

3.

Based on the suggested actions 

and good practice examples 

develop a plan specific to your 

organisation's needs and 

aspirations.

Develop a scorecard to

track progress

Implementation Plan

4.

https://workplacepride.org/member-dashboard/
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Getting Started
• Determine where you are today and at which level

• Decide which level you aspire to

• Select a few actions which will have rapid impact and a few which will take longer to implement

• Communicate your intent internally and externally

Level 1

LGBTI inclusion is on the agenda 

but no concrete plans are in place 

to define or achieve desired 

outcomes beyond those required 

by regulation. The organization will 

put additional measures in place to 

respond to any problems.

1

Level 2

LGBTI inclusion is increasingly 

recognized as a benefit for the 

organization and an inclusive culture is 

acknowledged as key to success. 

Initiatives on LGBTI inclusion are 

deployed at a local level and monitored 

to support continuous improvement.

2

Level 3

Management recognizes the 

business case and benefits of 

diversity and can demonstrate 

that it is implementing LGBTI 

inclusion strategies designed to 

create an inclusive work 

environment.

3

Level 4

LGBTI inclusion is integrated into day to 

day activities. Management is committed 

to creating an environment that supports 

LGBTI inclusion and encourages the right 

behavior. Initiatives on LGBTI inclusion 

reflect local needs and support the 

success of the organization.

4

https://workplacepride.org/member-dashboard/
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Determine which actions have impact now and which in the future.

For each of the UN LGBTI Standards we have identified two or three themes :

Respect 

human 

rights

1. LGBTI Business Case

2. Code of Conduct 

Eliminate 

discrimination

3. International Mobility     

and Safety

4. HR Policy and

Practice

5. Self-Identification

Provide 

support

6. Awareness

and Training 

7. Leadership 

Development

8. Employee Networks

Prevent other 

human rights 

violations

9. Supplier awareness

10. Customer access

Act in the 

public 

sphere

11. Advocacy

and Diplomacy

12. Civil society interface

Each template provides guidance on:
• What Actions are Required?

• Who needs to act?

• Tools for Activation

https://workplacepride.org/member-dashboard/
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What actions are required? Who needs to Act? Tools for Activation

• Develop a business case for LGBTI inclusion based on the framework developed by Workplace Pride.

• Ensure that your LGBTI inclusion business case is customised for your business goals, culture and 

environment. For example link productivity and performance to innovation and safety. Or link brand and 

reputation to sales performance and customer loyalty.

• In addition to the rational elements of the business case be sure to include the social/moral case linked to 

you companies values and to Corporate Social Responsibility (CSR) goals and other external commitments.

• Ensure your leaders are both accountable and visible in their commitment to LGBTI Inclusion. Develop an 

internal and external communications plan.

• Acknowledge that while this matters across the company, that this is not a ‘one size fits all’ approach. Allow 

for flexibility in local implementation and engage local leaders to build awareness of the business case.

• Develop and communicate metrics based on existing data for the key components of the business case.

CEO and Executive Team

Local Business Leaders

Communications Team

D&I Team

Employee Networks

WORKPLACE PRIDE

Business Case for LGBTI 

Inclusion

OPEN FOR BUSINESS

The economic and business 

case for LGBT+ Inclusion

EY: Nine ways to advance 

LGBT+ policy throughout 

global organisations

19

A clear and impactful description of the business case for LGBTI inclusion, relevant to the business and the 

people in the organisation. This to include economic, human, organisational and societal elements 

Image

Image

Image

1. LGBTI BUSINESS CASE

https://workplacepride.org/member-dashboard/
https://open-for-business.org/theeconomiccase
https://www.ey.com/en_lu/diversity-inclusiveness/nine-ways-to-advance-lgbt-policy-throughout-global-organizations
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What actions are required? Who needs to Act? Tools for Activation

• Implement a transparent statement of intent for LGBTI inclusion in your Code of Conduct to reinforce the 

need to respect all staff and to reinforce zero tolerance of discrimination and harassment

• Within this statement include words to the effect that “at our company we respect human rights, we do not 

tolerate harassment and we do not discriminate, including on the basis of sexual orientation, gender identity 

or gender expression”

• Provide guidance on how to implement these requirements in all countries where the company operates and 

clarity on consequences of breaching Code of Conduct

• Implement training and awareness for all staff on all Code of Conduct requirements relating to LGBTI 

inclusion. Case study scenarios based on actual cases to support this training

• Implement a confidential helpline to allow staff and other stakeholders to report breaches of the Code of 

Conduct including LGBTI aspects

• Reinforce your organisation’s Code of Conduct with reference to UN LGBTI Standards, Workplace Pride 

Declaration of Amsterdam, WEF guidance alongside Government, NGO and Trade Union policy and advice

• CEO to endorse Code of 

Conduct

• HR and Legal to 

implement and monitor

• Internal Communications

• Line managers to 

endorse why this matters

• External 

Communications and 

Government Relations

Code of Conduct

examples from WPP

member companies    

Accenture

DOW

PWC

Shell

Declaration of Amsterdam 

(Workplace Pride)

Partnership for Global LGBTI 

Equality (World Economic 

Forum)

20

2. CODE OF CONDUCT

A visible and accessible Code of Conduct which reinforces full commitment to LGBTI workplace 

inclusion and demonstrates clear accountability 

Image

Image

Image

Image

Image

Image

https://workplacepride.org/member-dashboard/
https://www.accenture.com/gb-en/company-ethics-code
https://workplacepride.org/call-to-action/
https://www.weforum.org/projects/accelerating-lgbti-inclusion-initiative
https://corporate.dow.com/en-us/about/legal/conduct.html
https://www.pwc.com/gx/en/about/ethics-business-conduct/code-of-conduct.html
https://www.shell.com/about-us/our-values.html
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What actions are required? Who needs to Act? Tools for Activation

• Ensure that your talent processes reflect the companies' values with a commitment that progression and mobility is 

free of discrimination

• Carry out a detailed expatriate benefits review to ensure, where legal, same sex partners benefits are included or 

alternatively compensated

• Train staff involved with expatriate transfers to build awareness on LGBTI Inclusion and use of language (e.g. not 

making assumptions on the sexual orientation of partners)

• Ensure an early discussion with staff travelling or relocating to sensitive locations. Assess the level of risk and 

ensures necessary safeguards are in place. Discuss creative solutions to local issues and flex benefits if needed

• Provide factual data on the situation in sensitive countries using available information, travel websites and

through discussion with local HR. Do this in advance of the transfer and be sure to distinguish between legal 

constraints and cultural norms

• Ensure a conversation in advance with local leaders about their responsibilities to uphold the companies values and 

use LGBTI inclusion as an example. Explore the dilemmas raised and agree a way forward which meets employee 

needs whilst respecting local culture

• Identify and support local LGBT civil society groups that can advise and support your staff in host country.

• Ensure your company travel policies include advice for LGBTI travellers. Ask your Travel Provider to ensure advice 

is included with safe travel information provided to your staff. Use third party websites to augment this information.

• Local management in host 

location

• HR in home and Host 

locations including Talent 

and Policy Advisors

• Employee Networks

• Travel Providers

• D&I Team

WORKPLACE PRIDE

Sensitive Countries Advice

RELOCATE GLOBAL

Global Mobility Toolkit 

(Overview)

GOVERNMENT

AND NGOs

UK

•  USA

•  The LGBTQ+

Danger Index

•  The LGBTQ+ Guide

to On-line Safety

21

3. INTERNATIONAL MOBILITY AND SAFETY

Providing access to international career development opportunities while ensuring both safety and inclusion to, from 

and in the host environment. Align this with employer’s duty of care to protect their employees’ safety and security

Image

Image

Image

Image

Image

Image

https://workplacepride.org/member-dashboard/
https://www.gov.uk/guidance/lesbian-gay-bisexual-and-transgender-foreign-travel-advice
https://www.relocatemagazine.com/gmt-global-mobility-toolkit-fact-sheet-resource-hub
https://travel.state.gov/content/travel/en/international-travel/before-you-go/travelers-with-special-considerations/lgbti.html
https://www.asherfergusson.com/lgbtq-travel-safety/
https://www.vpnmentor.com/blog/lgbtq-guide-online-safety/
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What actions are required? Who needs to Act? Tools for Activation

• Create an Inventory of global policies and identify local variations which could impact LGBTI staff and their 

partners/families. Categorise under core processes such as Recruit, Onboard, Pay and Benefits: Mobility; 

Learning, Leadership Development and Offboard. Ensure benefit policies such as Parental leave, Adoption, 

Health Insurance, Gender Transition and Pensions are also included in the inventory. Involve your LGBTI 

employee networks in these discussions

• For each policy ensure that there will be no discrimination based on sexual orientation, gender identity and 

gender expression (link to Code of Conduct) as well as other protected characteristics

• Identify those policies which apply to employees and their partners. As a default, apply these benefits to 

partners regardless of sexual orientation

• Provide clarity on how to apply these policies in countries without employment protection for proscribed groups. 

• Identify those policies which by exception cannot apply to all with reasons (e.g., legal constraints, non-

availability of insurance cover)

• Seek creative work arounds to these exceptions including use of alternate compensation, additional support for 

partner working visas or by relocating the role to alternate countries

• Train HR teams to use gender neutral language when discussing benefits with employees and to consider a 

range of family constructs. Develop scenarios and training materials to help build capability and awareness

• Global Policy Team

• Local policy focal points

• HR Operations

(Global and Local)

• Employee Networks

• Legal

• D&I Team

MERCER

LGBT Benefits around

the World

AEGON

LGBT: Retirement 

Preparations Amid Social 

Progress

UBER

Gender Transition

Guidelines

22

4. HR POLICIES AND PRACTICE

Global people policies and processes that apply to all staff and their partners without exception 

and which eliminate discrimination through explicit reference to Code of Conduct guidelines.

Image

Image

Image

https://workplacepride.org/member-dashboard/
https://www.imercer.com/uploads/dmi/2017_lgbt_sample.pdf
https://www.aegon.com/contentassets/ea57433f6cad477b94662c61b3e84e92/lgbt-retirement-research-aegon-2018.pdf
https://d1nyezh1ys8wfo.cloudfront.net/static/PDFs/Gender+Transition+Guidelines+-+Uber.pdf
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What actions are required? Who needs to Act? Tools for Activation

• Develop an approach based on supporting inclusion and reinforce the connection to the D&I business case 

and employee engagement. 

• Align with other self-identification initiatives such as disability and race thus ensuring the focus is on inclusion 

rather than uniquely on LGBTI people

• Adopt a standard set of questions for self-identification (employee survey providers should have these)

• Use standard GDPR compliant data sources and processes (and get experts to help you).

Restrict access to a small, named group (e.g. HR Professionals)

• For multi-national companies encourage having self-identification for all local organisations but allow for some 

interpretation of how and when it gets done

• Get started country-by-country and don’t be deterred by global constraints. Determine what can be disclosed 

locally, start small and scale up

• Be prepared to answer the question “what will you do differently when you have this data?”

• Senior leaders/sponsors

• Employee Groups

• D&I Team

• HR Data/Employee Survey 

Teams

• Legal Team and Data  

Privacy Teams

• External Reporting

HUMAN RIGHTS CAMPAIGN

LGBT Self-Identification

in the Workplace

BARCLAYS

& STONEWALL

Do Ask Do Tell: Capturing 

data on sexual orientation and 

gender identity globally 

IBM

Getting LGBT+ inclusion

right in employee surveys

23

5. SELF IDENTIFICATION

Introduce Voluntary Self Identification in employee records and/or employee surveys to enable monitoring and reporting 

on LGBTI engagement and best practices. Ensure regular sharing of aggregate data and trends with senior leaders

Image

Image

Image

https://workplacepride.org/member-dashboard/
https://assets2.hrc.org/files/images/resources/HRCF_LGBTQ_Self-Identification_One_Sheet_2018.pdf?_ga=2.213809373.831033129.1582129172-1935715799.1581425718
https://www.stonewall.org.uk/sites/default/files/do_ask_do_tell_guide_2016.pdf
https://www.ibm.com/downloads/cas/WVRO4E5Z
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What actions are required? Who needs to Act? Tools for Activation

• Implement training programme to include general LGBTI inclusion awareness, the LGBTI business case 

and specific support for allies in understanding their role and maximising their contribution

• Include LGBTI awareness building in your Ethics and Compliance training with a focus on zero tolerance 

for harassment and discrimination

• Engage LGBTI Employee Networks to provide input and mentoring/reverse mentoring as well as localising 

the approach when required

• Provide practical examples on what it means to be an active ally and what actions can be taken by 

individuals

• Be visible and know what it means to wear a rainbow lanyard and the implicit visible support this provides 

to LGBTI colleagues.

• Recognise that small gestures and encouragement matter too. Go beyond symbolic gestures, be curious 

and make time to know someone a little better. Gaining new perspectives could be a small step but with 

big impact

• Actively support International Recognition Days (e.g. 17th May IDAHOT and 11th October - ICOD) and 

use these as a platform for activating allies

• D&I Team

• Employee Network 

Sponsors

• Line Managers

• Learning Teams

• Communications Teams

SHELL

Ally Toolkit

CATALYST

LGBT Workplace Issues

ACCENTURE & 

WORKPLACE PRIDE

Good Practice on Support and 

Benefits with several 

examples

24

6. AWARENESS AND TRAINING

Ensure that resources are in place to help LGBTI allies and senior leaders to become more active and 

move from passive association to active participation

Image

Image

Image

https://workplacepride.org/member-dashboard/
https://www.catalyst.org/research/lesbian-gay-bisexual-and-transgender-workplace-issues/
https://www.catalyst.org/research/lesbian-gay-bisexual-and-transgender-workplace-issues/
https://www.catalyst.org/research/lesbian-gay-bisexual-and-transgender-workplace-issues/
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What actions are required? Who needs to Act? Tools for Activation

• Identify and pilot leadership development programs developed specifically for and targeted at LGBTI current 

and future leaders

• Ensure alignment with the companies existing leadership framework and avoid creating a separate stream. 

Maintain business focus and explore areas such as authenticity, self-awareness, resilience, vulnerability and 

courage.

• Ensure in talent discussions, especially those focused on international mobility, that LGBTI staff are not 

disadvantaged due to well–meant perceptions about sexual orientation. Start the conversation with the 

individual and seek creative ways to ensure development with flexible locations and supportive line 

management

• Implement confidential self-identification so that LGBTI leaders’ development can be targeted and tracked

• Ensure continuity and alumni support from participating staff to senior sponsors including mentoring and 

reverse mentoring

• Consider ways to sustain the initiative and avoid this becoming a one off effort. This to include tracking and 

communicating progress as well as seeking insights from other participating companies and programme 

providers

• D&I Team

• HR Talent and

Learning

professionals

• Senior leaders

including LGBTI role 

models and sponsors

STANFORD

LGBTQ Executive

Program

STONEWALL

LGBT Leadership

Programme

ESCP BUSINESS

SCHOOL 

The LGBT+ Leadership 

Programme

25

7. LEADERSHIP DEVELOPMENT 

Provide dedicated talent and leadership development for LGBTI leaders

Image

Image

Image

https://workplacepride.org/member-dashboard/
https://www.gsb.stanford.edu/exec-ed/programs/lgbtq-executive-leadership-program
https://www.stonewall.org.uk/get-involved/attend-event/workplace-events/lgbt-leadership-programme
https://www.escpeurope.eu/programmes/open-programmes/lgbt-leadership
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What actions are required? Who needs to Act? Tools for Activation

• Develop an employee network strategy aligned with business goals, organisational values and D&I objectives. 

Ensure the plan is endorsed and supported by senior sponsors with measurement to track progress.

• Implement effective network governance as you would for any other business team. Terms of reference, 

outcomes, role and responsibilities and monitoring should all be included. And ensure the network has scope 

to grow and flourish especially in the early stages

• Consider organising networks around a global framework with local chapters and local sponsorship.

Ensure effective liaison with other employee networks with a focus on inclusion and avoiding silos

• Ensure networks are properly funded and have access to HR for advice, mentoring and coaching. Network 

leaders to have access to skills development and ensure that time for this work is committed as part of their 

business goals 

• Develop a stakeholder engagement plan linked to business goals and with appropriate focus on community 

outreach and external reputation. Include a focus on cross company networking and best practice sharing

• Investigate options for virtual networks team to be set up with appropriate safeguards to support inclusion of 

LGBTI staff in sensitive countries

• Employee Network     

Leaders

• Employee Network 

Sponsors

• HR in Country/Region

• D&I Team

• Local Civil Society 

Organisations

SHELL

How to Start a LGBTI 

Employee Network

ACCENTURE

Engaging the Majority to 

Create an LGBT Inclusive 

Workplace

KLM and RELX

Good Practice on

Employee Networks
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8. EMPLOYEE NETWORKS 

Ensure LGBTI Employee Networks are sponsored, funded, supported by HR and Communications teams and 

with a defined budget. This structure and support to be aligned with business goals and organisational values

Image

https://workplacepride.org/member-dashboard/
https://www.accenture.com/t20170201t214109__w__/gr-en/_acnmedia/pdf-42/accenture-stonewall-uk-star-performer-guide.pdf
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What actions are required? Who needs to Act? Tools for Activation

• Identify critical suppliers in terms of relationship, geography and strategic importance

• Brief suppliers on the companies’ LGBTI inclusion strategy, Code of Conduct, LGBTI Business Case and 

organisational values. Include a requirement for suppliers to adhere to these values in your contractual supply 

terms and conditions

• Jointly conduct a review of suppliers LGBTI inclusion policies and practices including those intended to 

eliminate discrimination through the supply chain

• Identify and prioritise areas for attention and agree an improvement plan

• Ensure senior leaders along the supply chain are involved and actively sponsor these initiatives

• Use events such as International Days to draw attention to the opportunities

• Extend this approach to Professional Institutions and Chambers of Commerce of which your company is a 

member and discuss how to jointly improve LGBTI workplace inclusion

• Encourage your US suppliers to gain business benefits by getting Certified as an LGBT Business Enterprise.

• Procurement teams

• Site leadership

• Supplier Account 

Managers

• D&I Team

NGLCC

LGBT Owned Business 

Enterprise Certification

IBM

Building a Community of 

Diverse Suppliers

SHELL

Supplier diversity policy (USA)
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9. SUPPLIER AWARENESS

Ensure suppliers understand the business value of LGBTI inclusion and align with the values 

of the company as part of the procurement process

Image
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https://workplacepride.org/member-dashboard/
https://www.nglcc.org/get-certified
https://www.ibm.com/employment/inclusion/pdf/Supplier_Brochure_2018.pdf
https://www.shell.us/sustainability/supplier-diversity/working-with-shell/_jcr_content/par/tabbedcontent/tab/textimage.stream/1559689516030/0b61ae5a93b8311b39c98718333af79fc1fa82e2/shell-oil-supplier-diversity-policy.pdf
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What actions are required? Who needs to Act? Tools for Activation

• Build awareness of market demographics, segments and channels with an LGBTI focus to understand buying 

behaviour including perception of value and loyalty for this community as well as customer wants and needs

• Gather data on markets including any potential legal constraints and local reactions whether positive or 

negative

• Test organisational readiness and effective communications including how to respond to any suggestions of 

“pink washing’. Ensure advertising is sensitive to the LGBTI community and review any examples of ineffective 

implementation

• Support the market approach with appropriate polices and processes and be sure to communicate intent 

internally

• Actively engage your employee networks to test marketing, advertising and brand propositions and involve 

them in product testing and launches

• Make this part of an everyday approach to marketing for underrepresented groups and not just something 

associated with annual PRIDE events

• Marketing Teams

• Employee Networks

• Executive Sponsors

• Legal

• Brand and 

Communications

• LGBTI Customers

VARIOUS

Examples of

video based

advertising and

promotion with

an LGBTI theme

CHIEF MARKETER 

NETWORK

Understanding and Marketing 

to the Modern LGBTQ 

Community

28

10. CUSTOMER ACCESS

Ensure that LGBTI people are recognised and valued as customers through consideration 

of LGBTI inclusion in marketing channels, advertising and brand management 

Image Image

ImageImage

Image

Image

Image

https://workplacepride.org/member-dashboard/
https://www.youtube.com/watch?v=Fnmc2rSIFw8
https://www.youtube.com/watch?v=xdjAX5A-6qE
https://www.youtube.com/watch?v=7zeeVEKaDLM
https://www.youtube.com/watch?v=EFeo2epi-Lw
https://www.youtube.com/watch?v=MrNCVAqbCD0
https://www.chiefmarketer.com/interactive-content/understanding-and-marketing-to-the-modern-LGBTQ-community/?sid=lgbtq
https://www.adsoftheworld.com/collection/highlighted_lgbtq_advertising
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What actions are required? Who needs to Act? Tools for Activation

• Develop an advocacy approach aligned with the organisation’s corporate reputation and CSR strategy seeking 

to test boundaries on LGBTI inclusion as part of a broader influence on reputation and values

• Use a structured approach such as the Open for Business “Channels of Influence” framework to test which 

channels will work best. These channels include

• Value Chain Channel

• Financial Channel

• Public Policy Channel

• Civil Society Channel

• Industry Channel

• Coordinate with home country embassies, chambers of commence, trade organisations and other influence 

channels. Utilise a ‘quiet diplomacy’ approach to support these partners.

• Provide targeted briefings on LGBTI inclusion at country/regional level. Ensure sensitive issues are discussed 

seeking to understand first and advocate later

• D&I Team

• Government Relations

• Brand Team

• External Communications 

Team

• D&I team

• Employee Networks

OPEN FOR BUSINESS

“Channels of Influence” 

Frameworks for Acting in the 

Public Sphere

DUTCH GOVERNMENT

Equal Rights for LGBTI

WORKPLACE PRIDE

Workshops with the 

corporate and civil society 

organisations in Singapore, 

Russia, Kenya, Poland, 

Philippines. Taiwan and, 

Ukraine

29

11. ADVOCACY AND DIPLOMACY

Use existing business and reputation management channels to influence policy makers locally. 

Involve LGBTI networks, LGBTI staff and senior sponsors in making the case for LGBTI inclusion 

externally in dialogue with NGOs, activists, government and other channels of influence. 

Image

Image

Image

https://workplacepride.org/member-dashboard/
https://open-for-business.org/channels-of-influence
https://www.government.nl/topics/human-rights/human-rights-worldwide/equal-rights-for-lesbian-gay-bisexual-and-transgender-and-intersex-lgbti
https://workplacepride.org/previous-workplace-pride-events/
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What actions are required? Who needs to Act? Tools for Activation

• Develop a practical framework for sponsoring and working with civil society organisations, aligned with CSR 
goals, media protocols and reputation. 

• Research local advocacy groups and activists and develop a proposition for discussion with these groups to 
address two questions – ‘What do you need most from us?’ and ‘What can we offer you?’

• Carry out a risk based review and adopt clear principles for acting in the public sphere based on Open for 
Business guidelines

• Do no harm

• Nothing About Us Without Us

• Never assume

• Locally led, Globally supported

• The long view

• Develop a proposition for cooperation, shared goals, intended outcomes and criteria for success of the 
partnership localising as appropriate. Work with similarly motivated companies to form a “coalition of the willing”

• Ensure active participation in local NGOs including funding, providing company speakers, sponsoring events, 

support for training

• Consider endorsing local declarations and charters which are supportive of LGBTI Inclusion approach. Ensure 

approach is consistent with other social movements such as e.g. #metoo; #valuable, #paradigmforparity as well 
as with the UN LGBTI Workplace Standards

• Local leader and senior 

sponsors

• Employee Networks

• Government Relations,

Legal and External 

Communications

• Corporate Social 

Responsibility (CSR) and 

Social Outreach teams

OII EUROPE

Protecting Intersex People in 

Europe: A toolkit for law and 

policy makers

PINK DOT SINGAPORE

Starting a Conversation

ASTRAEA FOUNDATION

Lesbian Foundation for 

Justice

30

12. CIVIL SOCIETY INTERFACE

Develop on-going relationships with NGOs building trust and collaboration and aligning efforts in 

influencing decision makers. Provide support to NGOs and other activists on how to align their goals 

with the corporate sector LGBTI inclusion, social responsibility and other business goals.

Image
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Image

https://workplacepride.org/member-dashboard/
https://oiieurope.org/protecting-intersex-people-in-europe-a-toolkit-for-law-and-policy-makers/
https://www.youtube.com/watch?v=CzJ8dbG_k90
https://www.astraeafoundation.org/
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GOOD PRACTICES
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Review the Workplace Pride annual benchmark good practice examples 

for further ideas and inspiration to support your implementation plan

Policy & 

Communication

1

Employee 

Networks

2

Employee 

Networks

3

Support

& Benefits

4

Support

& Benefits

5

Inclusion

& Engagement

6

Inclusion

& Engagement

7

Expertise & 

Monitoring

8

Expertise & 

Monitoring

9

Business & Supplier 

Engagement

10

Business & Supplier 

Engagement

11

Workplace 

Awareness

12

https://workplacepride.org/member-dashboard/
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IMPLEMENTATION PLAN
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• Focus on the Standards that 

will make the most difference 

and develop a multi-year 

implementation plan 

• Ensure that the basics are still 

in place and the plan is 

adjusted to your business 

environment

• The example shown to the 

right is for a company which 

aspires to do more in the 

public sphere but first needs to 

ensure the basics are in place

For all actions, do a few things 

well and build on success

Respect 

human rights

Eliminate 

discrimination

Provide 

support

Prevent other human 

rights violations

Act in the 

public sphere

LGBTI Business 

Case Ensure 

alignment with local 

business goals and 

engage local 

leadership

Code of Conduct

Check global adoption 

and add gender 

expression

International Mobility 

Train HR team in 

managing staff transfers 

to sensitive locations

HR Policy and Practice

Carry out a 

comprehensive same-

sex partner benefits 

review

Self Identification

Implement self 

identification on a 

country by country basis

Awareness & Training

Implement an active ally 

programme with 

executive sponsorship

Leadership 

Development Include 

LGBTI programs in 

development framework 

for  future leaders

Employee Networks

Develop a template for 

network planning aligned 

with business goals

Supplier Awareness

Brief suppliers on 

LGBTI inclusion 

strategy and include in 

Standard Terms and 

conditions

Advocacy & 

Diplomacy Develop a 

‘quiet diplomacy’ 

approach in 

conjunction with local 

embassies

Civil Society 

Interface Develop a 

strategy for engaging 

civil society 

organisations in 

country.

Need some help?

Please contact us at info@workplacepride.org

https://workplacepride.org/member-dashboard/
mailto:info@workplacepride.org
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SUSTAINING PROGRESS

Additional guidance to support your action plan

SENSITIVE 

COUNTRIES

1

ACTING IN THE 

PUBLIC SPHERE

4

ALIGNMENT WITH 

OTHER 

INITIATIVES

2

BUSINESS 

COMMUNICATIONS 

PLAN

5

MEASUREMENT 

AND REPORTING

3

ADDITIONAL 

RESOURCES

6
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SENSITIVE COUNTRIES

35

Picture 4

Picture 7

Click the icon below 

for the ILGA Map

Picture 5

Click the icons below 

for the full report

• As of March 2019, 70 UN 

member states criminalise 

consensual same-sex 

activity between adults#. And 

in other countries, the lack 

of any legal framework to 

protect the rights of LGBTI 

people, combined with 

social stigma, can make the 

goals of the UN LGBTI 

standards difficult to 

achieve. 

• The approach to discussing 

and progressing LGBTI 

workplace inclusion in these 

countries is sensitive but 

cannot be ignored. 

Workplace Pride 

recommends the following 

five steps.

1 Uphold your corporate values and maintain respect for all your employees and customers. Discuss how 

we can show respect for our colleagues at work as well as respect for local culture and beliefs. How can 

any dilemmas be resolved? Focus on these value based principles at the start and later move the 

discussion to LGBTI workplace inclusion.

2 Align with your Code of Conduct. LGBTI equality is not optional but the challenge is how to fulfil this. 

Position homophobia as a Human Rights issue and ensure broader values such as respect and fairness 

are considered. Adopt zero tolerance on discrimination and harassment in general and specifically 

highlight sexual orientation and gender identity.

3 Work with your local leaders. Run awareness sessions and start a dialogue on how to create an inclusive and 

respectful workplace culture. Discuss the role of leaders in achieving this. Adopt the principle of “Nothing About 

Us, Without Us’

4 Sponsor local Civil Society organisations and work with the diplomatic missions in country. They will have 

developed a local narrative on LGBTI inclusion and know how to start and progress the conversation locally.

5 Challenge assumptions. Although the law may prohibit same-sex activities, this is not the discussion which is 

relevant to the workplace. Instead, this is about tolerance and respect of differences. And there are no laws which 

prohibit us from showing respect to our colleagues at work or upholding human rights.# Source. The International Lesbian, 

Gay, Bisexual, Trans and Intersex 

Association (ILGA) - 2019

Back to

P20

BACK
TO P22

BACK
TO P35

https://workplacepride.org/member-dashboard/
https://ilga.org/maps-sexual-orientation-laws
https://ilga.org/state-sponsored-homophobia-report-2019
https://www.hrw.org/topic/lgbt-rights
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ALIGNMENT WITH OTHER INITIATIVES
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Initiative What is It? How does it Align? How to I find our more?

Declaration of Amsterdam

Workplace Pride

Launched in 2011. the Declaration has proven to be a useful 

tool for employers and civil society organizations that are 

striving to create more inclusive working environments for 

LGBTI people around the world. To date, 26 companies 

have signed the Declaration.

The declaration focuses on ensuring inclusive 

workplaces for LGBTI people, promoting active 

leadership and realising beneficial improvements.

It is fully aligned to the Standards

Read more at this link

Partnership for Global 

LGBTI Equality

World Economic Forum

The Partnership for Global LGBTI Equality (PGLE) is a 

coalition of organizations committed to leveraging their 

individual and collective advocacy to accelerate LGBTI 

equality and inclusion in the workplace and in the broader 

communities in which they operate.

This initiative helps to operationalize the UN 

LGBTI Standards by providing tools and 

resources for companies to advance and 

implement LGBTI inclusion globally

Read more at this link

SDG LGBTI Manifesto

Workplace Pride Sustainalize

The UN Sustainable Development Goals (SDGs) do not 

explicitly include LGBTI topics. The SDG LGBTI Manifesto 

addresses this gap and encourages organisations to include 

LGBTI inclusion in their interpretation of the SDGs.

The Manifesto has four principles including 

adopting the UN LGBTI Standards as well as 

monitoring and external reporting

Read more at this link

Rome/Embassy/Advocate 

Model

Center for Talent Innovation

This model acknowledges that companies need to adapt 

how they engage on LGBTI inclusion in sensitive countries. 

The model refers to policies not organisations which may 

adopt policies falling into all three categories.

The three elements of the model are closely 

aligned with the progressive implementation of 

the UN LGBTI Standards

Infographic at this link

Full report available for 

purchase at this link

BACK
TO P35

https://workplacepride.org/member-dashboard/
http://workplacepride.org/utk-0678wef1l/34_01_Declaration_of_Amsterdam_(2011).pdf
https://www.weforum.org/projects/accelerating-lgbti-inclusion-initiative
https://sustainalize.com/2018/11/veel-steun-van-nederlandse-organisaties-voor-sdg-lgbti-manifest/
https://www.talentinnovation.org/_private/assets/OutInTheWorld_Infographic-CTI.pdf
https://www.talentinnovation.org/publication.cfm?publication=1510
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MEASUREMENT AND REPORTING

37

Workplace Pride Benchmark

• The UN LGBTI Standards do not come with a tracking 

mechanism. We recommend integrating your 

implementation plan into your existing D&I scorecard so as 

to highlight intent and progress.

• The Workplace Pride Global Benchmark was created to 

measure how organisations are actually implementing their 

global LGBTI diversity and inclusion policies and practices. 

Read more at this link (pages 4-16)

• As the only truly international and evidenced based 

measurement tool for organisational LGBTI polices and 

practices, the annual survey gives participants a clear 

overview of their strengths and areas of focus

• The seven categories in the benchmark are well aligned 

with the UN LGBTI Standards particularly around 

Workplace and Marketplace.

Click here for more information on

the Workplace Pride Global Benchmark

BACK
TO P35

https://workplacepride.org/member-dashboard/
https://workplacepride.org/new-horizons/
https://workplacepride.org/workplace-pride-global-benchmark/
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ACTING IN THE PUBLIC SPHERE
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• Taking action on LGBTI inclusion 

in the public sphere can be 

difficult. These actions need to be 

support the company’s brand, 

clients and employees and they 

need to be grounded in local 

realities of LGBTI people on the 

ground. 

• Open for Business have produced 

an excellent report which provides 

detailed guidance. The report’s 

framework identifies five Channels 

of Influence that companies can 

use to advance LGBTI rights in 

every country they operate in.

Picture 5

The Value Chain Channel includes a company’s supply chain and distribution 

networks, as well as the end-buyers of its products and services – customers, 

clients and consumers.

Value 

Chain 

Channel

The Financial Channel includes banking partners that provide financing lending

and services (such as payroll), as well as investors (asset owners and

managers) and direct investment.

Financial

Channel

The Public Policy Channel includes relationships with public officials,

governments, politicians and policymakers, as well as relevant industry

regulators and national human rights institutions.

Public 

Policy

Channel

The Civil Society Channel includes the civil society groups and NGOs that a

company interacts with, the various communities that surround the business,

and the media.

Civil 

Society

Channel

The Industry Channel includes any professional bodies or industry

associations that a company or its employees may participate in, as well as

Chambers of Commerce and Trade Unions.

Industry

Channel

Click the document below 

for the full report

Acting in the Public Sphere

BACK
TO P35

https://workplacepride.org/member-dashboard/
http://workplacepride.org/utk-0678wef1l/38_06_Open_for_Business_Channels_of_Influence_(2019).pdf
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BUSINESS COMMUNICATIONS PLAN

39

• Use the Know/Feel/Do Approach*

and this Toolkit to develop a 

purpose driven Communications 

Plan for the UN LGBTI Standards 

in your organisation

• The plan should appeal to 

multiple generations and cultures 

and to both rational and 

emotional thinking.            

• Be flexible and be prepared to 

adapt to local needs

Initiative What is It? How does it Align?

Know Share

Inform

Educate

What are the UN LGBTI Standards?

Why does LGBTI Inclusion Matter

Why do the Standards matter?

What are other companies doing?

How to communicate the Standards in sensitive countries?

Feel Inspire

Impress

Entertain

Raise awareness and visibility of senior leaders including a CEO message

Align with your Human Rights and Sustainable Development plans

Highlight the moral/human rights case (with external speakers)

Do Invite

Persuade

Collaborate

Make the LGBTI Inclusion Business case relevant for your organisation

Develop a Statement of Intent

Recognize International Days and PRIDE events

Sponsor local external networks*There are multiple sources for the Know/Feel/Do 

Approach. Further information at these links

Baker Brand and Simply Stated Business

Need more advice?

Download report

“De-mystifying D&I”

Business Communication Plan

BACK
TO P35

https://workplacepride.org/member-dashboard/
https://www.bakerbrand.com/change-management-challenges/
https://simplystatedbusiness.com/purpose/
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ADDITIONAL RESOURCES
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Here are some potentially useful 

external sources which provide 

further inspiration, advice and 

good practices when considering 

how best to make your workplace 

more LGBTI inclusive

EY A practical guide 

for advancing LGBT 

diversity and inclusion 

across global 

companies

HBR: How 

Multinationals Can 

Help Advance 

LGBT Inclusion 

Around the World

OPEN FOR 

BUSINESS

Channels of Influence

How Companies Can

Promote LGBT+

Inclusive Societies

SODEXO 

LGBT 

Conversation 

Guide

BARCLAYS/UN 

HRC Video 

introducing the UN 

LGBTI Business 

Standards

UN FREE & EQUAL 

The Price of 

Exclusion

WORKPLACE 

PRIDE

Getting the 

Facts

TUC Sexual 

harassment of 

LGBT people in 

the workplace

AEGON: LGBT: 

Retirement 

Preparations 

Amid Social 

Progress

MERCER

LGBT Benefits 

around the World

(Sample report is 

free, full report for 

a fee)

John Browne

The Glass Closet: 

Why Coming Out is 

Good for Business

OUT IN THE 

WORLD Securing 

LGBT Rights in the 

Global Marketplace

Need some help?

Please contact us at 

info@workplacepride.org

Additional Resources
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mailto:info@workplacepride.org
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