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insight into how much progress they have made 
in implementing inclusive policies and practis-
es in the work environment, and are provided 
with guidelines they can use to improve their or-
ganisational culture in the aspect of workplace 
equality for vulnerable groups, with a focus on 
the position and rights of LGBTI persons. In the 
countries where such a tool is used, employers 
recognise the importance of taking part in them 
and emphasise how glad and proud they are to 
be recognised as employers who create an inclu-
sive environment for all their employees, LGBTI 
persons included.

The Croatian Workplace Equality Index (hereinaf-
ter also Index) is a benchmarking tool that pro-
vides employers with information about the ex-
tent to which they have created an inclusive work 
environment for lesbians, gay men, bisexual, 
transgender and intersexual persons (from now 
on referred to as LGBTI). The Index is a tool used 
by employers to indicate, through formal and in-
formal policies, what action they take in order to 
reduce discrimination on the grounds of sexual 
orientation and/or gender identity and/or expres-
sion, and to create a positive, accepting and sup-
portive work environment for LGBTI employees. 
By taking part in the Index, employers gain an 

What is the Croatian 
Workplace Equality Index?



Workplace equality indices were only launched as 
benchmarking tools in the early twenty-first cen-
tury and until this day have taken hold in several 
countries around the world. The first Index in Cro-
atia was developed in 2017 by four civil society 
organisations (Expanse of Gender and Media Cul-
ture Common Zone, Lesbian Organisation Rijeka 
– LORI, OWID – Organization for Workers’ Initia-
tive and Democratization, and Association Dawn) 
within the Alliance for LGBTI Workplace Equality 
project. It was based on workplace equality indi-
ces used in other countries, particularly the one 
used by the UK charity Stonewall. Their extensive 
experience, expertise and the methodology they 
used to implement this tool were a framework 
within which all the research regarding the Cro-

atian Workplace Equality Index was carried out. 
Stonewall (2020) points out that by taking part in 
such a survey, employers show that they care for 
and are interested in LGBTI employees because 
they strive to understand the experiences of all 
employees, which ultimately helps develop or 
improve employers’ action plans. The Workplace 
Equality Index (WEI) has been used in the United 
Kingdom since 2005, and a tool named Corporate 
Equality Index (CEI) has been implemented in the 
United States since 2002. Australia has been com-
piling the Australian Workplace Equality Index 
(AWEI) since 2010, whereas Ireland launched its 
LGBT Workplace Equality Index in 2015.



social aspects of their own lives in order to start, 
develop and, ultimately, keep their own careers 
(Gedro, 2009). By creating an inclusive work en-
vironment, employers help all their employees, 
including LGBTI people, to realise their work po-
tential in its entirety.

The benefits an employer can have from creating 
an encouraging work environment and advocat-
ing an equal position for its LGBTI employers are 
listed below.

LGBTI people represent a significant percentage 
(estimated at 5 to 15%) of the total active work-
force, and, because of their sexual orientation 
and/or gender identity and/or expression, they 
face additional and very different problems in 
comparison to heterosexual people (Hebl, King 
& Law, 2005). Since these are additional stress-
ors that people who are not a part of the heter-
onormative framework have to face on an every-
day basis (the concept of minority stress; see 
Meyer, 1995), it has been noted that they have 
to put more effort into managing personal and 

Why is it important to take 
part in the Index?



Employees who conceal their sexual ori-
entation and/or gender identity and/or 

expression in the workplace spend a part 
of their resources during working hours to 
hide their own authenticity, which can have a 
negative impact on their work efficiency/pro-
ductivity and quality of work. Data from 2017 
(Juretić, Jakovčić & LORI, 2017) support this hy-
pothesis, showing that in Croatia 75.8% of LG-
BTI employees believe that their productivity 
and efficiency, as well as job satisfaction and 
motivation, are influenced by the workplace 
in which they feel appreciated and accepted.

Research results show a clear economic 
benefit for employers when they invest into 

the protection of LGBT employees (Wang & 
Schwarz, 2010; King & Cortina, 2010; Barron 
& Hebl, 2010), resulting from the fact that one 
of the important segments of economic ben-
efit is employee satisfaction. Data show that 
job satisfaction and dedication are related 
to higher productivity and profitability, lower 
workplace absenteeism and lower staff turn-
over (Silva & Warren, 2009).

According to a recent study, 53% of LGBT 
employees still hide their sexual orien-
tation, including 35% of those who feel 
compelled to lie about their personal 
lives at work (see Fidas & Cooper, 2015). 
According to the Catalyst organisation 
(2020), LGBT people in the United States 
still frequently conceal their authentic 
selves in the workplace (46%), by e.g. 
hiding their personal relationships or 
changing the way they dress or speak in 
order to avoid discrimination. It is par-
ticularly difficult for transgender people 
who cannot conceal their own gender 
identity and/or expression once they en-
ter the transitioning process. The data 
show that non-acceptance by colleagues 
and the employer and the exposure to 
inappropriate remarks and discrimina-
tion are a continuous presence in the 
lives of transgender people (see e.g. Fi-
das & Cooper, 2015).

The situation in Croatia does not differ 
significantly from the ones in other coun-
tries. Data by the European Union Agen-
cy for Fundamental Rights (2019) show 
that 41% of LGBTI people in Croatia com-
pletely conceal they sexual orientation 
and/or gender identity and/or expres-
sion, and 50% are selectively open about 
it, which means that 91% of LGBTI peo-
ple are not their authentic selves in the 
workplace. The Agency data also show 
that in the past five years 8% of them 
always, and 31% often, experienced a 
negative attitude towards LGBTI people 
in the workplace based on their sexual 
orientation and/or gender identity and/
or expression, while 69% state that they 
have never or hardly ever heard or seen 
a person at work support, protect or pro-
mote the rights of LGBTI people in the 
work environment.
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Interpersonal relationships, which 
should be built on mutual trust and 

respect, are also important in creating a good 
work atmosphere that encourages employee 
productivity. Research and experience, un-
fortunately, show that it is not easy for LGBTI 
people to find a work environment that offers 
acceptance and safety.

• One in five LGBT people reports having ex-
perienced discrimination in a job interview 
and in the workplace (Catalyst, 2020). 

• The results of the research conducted in 
Croatia in 2017 (Juretić, Jakovčić & LORI, 
2017) showed that 75.1% of LGBTI people 
experienced some forms of discrimina-
tion in the workplace, (homophobic com-
ments and jokes, gossip, insults, excessive 
amount of work, exclusion from the work 
process, violence, harassment, etc.).

• European Commission data on discrim-
ination in the EU (2019) indicate that, in 
Croatia, gender identity, sex characteris-
tics and sexual orientation will put some 
candidates at a disadvantage in a situa-
tion when a hiring company has a choice 
between two candidates with identical 
skills and qualifications. One fourth of 
respondents believe that a transgender 
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Since a number of studies has already 
shown that stigma, prejudices and discrim-

ination can be related to mental health problems 
in various ways (see e.g. Meyer 1995; 2003), it 
is important to create a safe and accepting work 
environment for LGBTI employees. Pichler, Ruggs 
and Trau (2017) suggest that employer’s policies 
that encourage the equality of all employees in the 
workplace can help promote an inclusive work cli-
mate, which will create conditions for heterosexual 
employees to treat their LGBT co-workers better. 
Lloren and Parini’s (2016) research has confirmed 
that discrimination on the grounds of sexual ori-
entation is reduced in organisations that have im-
plemented an LGBT inclusive and supportive poli-
cy. The data show that LGB employees working in 
such organisations feel satisfied at work.

and an intersex person will be put at a disad-
vantage in such a situation, while 31% consid-
er that the same will happen to a candidate 
of a non-heterosexual orientation. Just under 
60% of respondents believe that not enough 
is being done in the workplace to promote di-
versity when it comes to lesbians, gay men or 
bisexual, trans and intersex persons.

4

ment). Although these are the results of interna-
tional research, the situation in Croatia is no dif-
ferent. Data from Croatian studies suggest that 
LGBTI people largely have to hide their identity in 
the workplace and that they do not generally re-
port the violence and/or discrimination they have 
experienced, while, at the same time, employers 
often do not have detailed policies and procedures 
in place with a view to improving the position and 
protection of LGBTI rights. All of the above suggests 
how important it is to persist in research, activities 
and projects carried out with the aim of creating 
an inclusive and supportive work environment for 
LGBTI people.

Research into changes introduced by organisations 
in order to improve positive climate in the work-
place for LGBT people is the third wave of LGBT-re-
lated research (Grady et al., 2009). The first studies 
(from the 1880s to 1972) looked at homosexuality 
as a disease, while in the second wave, research-
ers focused on studying negative attitudes towards 
homosexuality, and, with it, also on combating dis-
crimination and violence against LGBT people, and 
on tackling homophobia. Research within the third 
wave started in the 1990s, focusing on areas from 
employee discrimination to identity questions and 
LGBT career counselling to some more recent top-
ics, among which are: heteronormativity in the 
workplace, adoption of practices aimed at creat-
ing a safe, accepting and appreciating, i.e. more 
inclusive, work environment for LGBT people, and 
understanding the career choices of LGBT people 
(see Ng & Rumens, 2017). The third wave studies 
started in Croatia in 2017 with the Alliance for LGB-
TI Workplace Equality project.

Even though the above data demonstrate the need 
to research LGBTI topics in the workplace, Ng and 
Rumens (2017) state that there are fewer studies 
on the position of and discrimination against LGBT 
employees in comparison to research oriented to-
wards studying other discriminated groups (e.g. 
women or disabled persons in a work environ-



ditional stressors because of their sexual orien-
tation and/or gender identity and/or expression.

By taking part in the Index, employers in Croatia 
are given an opportunity to improve the way they 
manage their organisation, to show concern for 
the well-being of all their employees and, as a 
result, to more actively create an inclusive work-
place, ensuring equality and respect for diversi-
ty. In addition, filling in the questionnaire itself 
is educational since the questions asked suggest 
to employers a number of topics and areas that 
they should take into consideration when manag-
ing a business organisation.

A workplace equality index is a way of assessing 
policies and practices within an organisation and 
organisational culture relating to the workplace 
equality and inclusion. The data that it collects 
are useful information not only for the employer 
but also for the employees and the entire com-
munity. Starting with formal policies, and includ-
ing non-formal ones, the aim is to ensure equal 
rights and working conditions for all employees, 
which means that the same rights and conditions 
must be ensured to LGBTI persons without ex-
ception. In addition to a legal framework, which 
the state regulates, a part of the responsibility for 
creating equal rights and working conditions also 
lies with the employers so that LGBTI employees 
could feel appreciated in their workplaces with-
out fear or concern that they will have to face ad-



3. Activities within the organisation – data 
on various ways employers use to ensure 
a safe and accepting work environment are 
collected. The data include e.g. displaying 
LGBTI symbols in the workplace and dealing 
with LGBTI topics and/or using visual con-
tent in internal communication channels. 
The use of language in formal communica-
tion that includes LGBTI employees is also 
taken into account (e.g. when marriage is 
mentioned, so is life partnership, and terms 
such as life partners, same-sex partners, etc. 
are also used), as are the ways of informing 
the employees on their rights and the prohi-
bition of discrimination.

4. Activities outside of the organisation 
– employers list the ways in which they su-
pport the LGBTI community (for instance, 
sponsoring LGBTI organisations and initia-
tives, taking part in surveys on LGBTI topi-
cs, etc.) and the ways in which they present 
themselves in public as promoters of diver-
sity policy (e.g. featuring LGBTI topics/con-
tent in promotional materials, advertising in 
LGBTI media and so on).

The starting point for creating the Croatian Work-
place Equality Index was the 2017 Index (Indika-
tor ravnopravnosti na radnom mjestu, 2017).

The Index, in addition to questions pertaining to 
basic employer data, contains 12 questions (Ap-
pendix 1) grouped into four areas:

1. Organisational policy and strategic level – 
this part contains questions on documents, 
core values, strategies, action plans, budgets 
and reports that the employer has in place in 
the organisation;

2. Mechanisms of employee protection – 
employers respond to the questions whet-
her they have appointed a person (formed a 
team or a department) whose remit covers 
issues relating to human rights protection, 
discrimination and the promotion of equali-
ty, and whether they have provided specific 
examples and descriptions of unacceptable 
behaviour in the workplace in their docu-
ments and introduced measures and sancti-
ons in cases of established discrimination;

Methodology
The Croatian Workplace Equality Index 



it (N = 250) sectors in the Republic of Croatia. 
The private sector encompassed large, medium 
and small enterprises; the public sector includ-
ed various public administration bodies; and the 
non-profit sector consisted of active organisa-
tions with a minimum of two employees. Three 
hundred and seventeen employers entered the 
survey, and one hundred and ten completed it.

The largest number of employers who complet-
ed the Croatian Workplace Equality Index survey 
were headquartered in the City of Zagreb (25.5%), 
and the county with the second biggest number 
of employers participating in this survey was the 
Primorje-Gorski Kotar County with 10%. A graphic 
representation of the number of employers bro-
ken down by counties in the Republic of Croatia is 
given in Figure 1.

Of 110 employers, the greatest number, just 
over half, operate in the public or predominantly 
public sector, while employers from the private 
or predominantly private sector and civil society 
organisations are each represented proportion-
ally in the other half.  A graphic representation of 
these data is given in Figure 2.

The responses are marked, and the employers 
are ranked on the basis of their total score, show-
ing the extent to which an employer is successful 
in creating an inclusive work environment for LG-
BTI people.

Data collection
The data have been collected in accordance with 
the required ethical standards, and are all confi-
dential. Employers completed the survey online, 
via a questionnaire link, and the system also al-
lowed for the re-entry of data. Taking part in the 
Index was voluntary and took about 30 minutes. 
The questionnaire was supposed to be complet-
ed by a person in a position of responsibility 
who is familiar with the legal documents of the 
business subject taking part in the survey. Some 
questions required supporting evidence to be 
supplied, usually in the form of documents (pic-
tures, copies or scanned sections of a text) or by 
providing an internet address etc., to corroborate 
the employers’ statements.

An invitation to take part in the Index was sent 
to the email addresses of 6000 employers in the 
private (N = 2700), public (N = 3050) and non-prof-

Figure 1. Number of employers by Croatia’s counties1
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sponsible for the protection of workers’ dignity, 
while employers with more than 500 employees, 
in addition to this, have to submit annual Activity 
Reports that include the data on the protection of 
workers’ dignity.

The following text presents the data by categories 
included in the questionnaire.

Concerning the number of people employed, the 
largest number of employers has between 21 and 
500 employees (54.5%), a graphic representation 
of which is given in Figure 3. This categorisation 
of employers is based on legal requirements 
specifying that employers with 20 and more em-
ployees have to, among other things, have Work 
Regulations in place and appoint a person re-

Figure 2. Representation of employers’ sectors Figure 3. Number of employees by employers
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The first part shows the data collected in the Croa-
tian Workplace Equality Index by areas surveyed, 
while the second part explains how the respons-
es were marked and contains the ranking list of 
employers. Examples of good practice, selected 
in the process of reviewing the documents of em-
ployers who took part in the Croatian Workplace 
Equality Index questionnaire, are also given. 

Analyses of the Croatian Workplace 
Equality Index questionnaire

It is important to point out that the results repre-
sented here do not reflect the extent to which the 
employers and their businesses comply with the 
laws and regulations of the Republic of Croatia, 
and should by no means be used for such pur-
poses. The questions in the Index were asked in 
order to raise awareness among employers and 
the public of the importance of topics and areas 
covered by it.



10.9% 
of employers have a 
clearly stated prohibi-
tion of discrimination 
on the grounds of sex-

ual orientation and/or gender identity and/or 
gender expression written into their official doc-
uments. Additional 19.1% of employers have a 
stated prohibition of discrimination only on the 
grounds of sexual orientation, i.e. without men-
tioning gender identity and/or expression, writ-
ten into their documents. As far as language is 
concerned, the use of outdated and inappropri-
ate terms (sexual preference and sexual proclivities) 
has also been noted. A graphic representation of 
the data is given in Figure 4.

Organisational policy and 
strategic level
In the first part of the questionnaire we wanted to 
establish the strategic approach employers use in 
promoting LGBTI inclusion in the workplace. To 
this end, employers were asked to report on the 
documents, strategies, action plans etc. that they 
use to create and ensure a safe and accepting 
work environment for LGBTI employees, and to 
provide supporting evidence.

str.11

navedena je zabrana diskriminacije

na osnovni spolne orijentacije  i / ili rodnog

identiteta  i / ili izrazavanja

nema navedene zabrane diskriminacije

navedena je zabrana diskriminacije na 

osnovi spolne orijentacije

70%

19.1%
10.9%

Workers’ dignity is protected from harass-
ment or sexual harassment.

Harassment is any unwanted conduct based 
on some of the following: race or ethnicity or 
skin colour, sex, language, religion, political or 
other belief, national or social origin, econom-
ic status, trade union membership, education, 
social status, marital or family status, age, 
health status, disability, genetic heritage, gen-
der identity, expression or sexual orientation, 
which has the purpose or effect of violating a 
person’s dignity, causing fear and creating a 
hostile, degrading or offensive environment.

                                Source: Work Regulations

Figure 4. Prohibition of discrimination clearly stated in official documents

Prohibition of discrimination on the 
grounds of sexual orientation is stated

Prohibition of discrimination on the grounds of sexual orientation 
and/or gender identity and/or expression is not stated

Prohibition of discrimination on the grounds of sexual 
orientation and/or gender identity and/or expression is stated

Example 1:  Prohibition of 
discrimination on both grounds 
being clearly stated 

10.9%

19.1%

70%



among the documents they mentioned there were 
also Protection of Workers’ Dignity Regulations, 
Protocol for the Protection Against Workplace Bul-
lying and Other Forms of Harassment, and so on.

24.5% 
of employers reported 
that the diversity and 
non-discrimination 
policy was evident in 

their core values, and the submitted evidence 
points to the fact that they are most frequently 
defined in their Codes of Ethics as fundamental 
principles (e.g. equality, tolerance, dignity, fair-
ness, etc.).

14.5% 
of employers reported 
that, in addition to doc-
uments required by the 
legislation of the Repub-

lic of Croatia, they also had additional documents 
in place into which a clearly stated protection of 
LGBTI rights and prohibition of discrimination 
against LGBTI people is written, with almost every 
one of them citing the Code of Ethics. It is interest-
ing to point out that some of the employers did 
not mention having such a document although it 
was later determined, while reviewing the docu-
ments supplied as evidence for other questions, 
that they, in fact, do have them. Some of them ad-
dressed these issues in their Codes of Ethics, and 



Same data were obtained in response to the 
question of the existence of an action/operation-
al plan that outlines on a yearly basis the imple-
mentation of staff activities aimed at promoting 
respect for diversity and non-discrimination, in-
cluding LGBTI topics. Of the four employers who 
stated that they had such a plan, only one (0.9%) 
provided adequate evidence. One potential ex-
planation for these results is that the employers 
who took part in this survey have action/opera-
tional plans in place, but these do not address the 
topic of creating an inclusive work environment 
for LGBTI persons. It is also possible that the per-
son who completed the questionnaire was not 
aware that such a plan existed in the organisa-
tion, and there is also the possibility that Croa-
tian employers still do not generally recognise the 
role of action/operational plans in doing business 
and creating an inclusive work environment for 
all employees.

7.3% 
of employers provide fund-
ing to carry out activities 
aimed at promoting respect 
for diversity and non-dis-

crimination in the workplace, LGBTI persons 
included. It is possible that this piece of data is 
related to the non-existence of action/operation-
al plans for implementing activities that aim at 
creating an appreciative and non-discriminating 
work environment; however, there is also a possi-
bility that some employers in some situations do 
provide funding to carry out such activities, but 
have not drawn up a plan in advance as the basis 
for implementing such activities.

Answering the question whether they have a highly 
detailed strategy of human resources management 
that, among other things, ensures a safe and accept-
ing environment for LGBTI people, only one (0.9%) 
employer supplied adequate supporting evidence 
along with their claim, although eight of them report-
ed having such a strategy. A question arises about 
the extent to which the idea of developing human 
resources management strategies has taken hold 
in Croatia, i.e. whether employers have developed 
such strategies, or whether these are a business 
form whose value and usefulness employers still do 
not recognise. On the other hand, it is also possible 
that employers have developed human resources 
management strategies, but have not included the 
issues of a safe and accepting environment for LGB-
TI people within them, so this was not mentioned in 
their responses to this question.

Principle of respecting a person’s integrity and dignity

Article 5 

All members (…) should be respected as persons in 
accordance with the guaranteed rights to life, integ-
rity and dignity. All members (…) should have the 
right to privacy ensured.

Principle of equality and fairness

Article 7

(1) Every member (…) should behave in accordance 
with the principle of equality and fairness in a way 
that precludes any discrimination, abuse, harass-
ment, or exploitation. It is the duty of (…) to ensure 
that the conditions are met for the principle of 
equality and fairness to apply.

Source: Code of Ethics

Example 2:  Diversity and non-
discrimination policy evident in 
an employer’s core values



20 employees are not legally required to appoint 
a person responsible for the protection of work-
ers’ dignity, it is interesting to note that almost a 
quarter appointed one anyway (24.4%). The data, 
further, show that 36.23% of respondents that 
are legally required to appoint a person respon-
sible for the protection of workers’ dignity do not 
indicate in their responses that they have such a 
person in their organisation.

7.3% 
of employers who have ap-
pointed a person (or formed 
a team or a department) to 
address the issues of hu-

man rights protection, discrimination and the 
promotion of equality provide additional training 
in LGBTI topics. What comes to the fore here is 
the need to raise awareness of the importance of 
additional training in order to ensure that the em-
ployees appointed to the post do their job well. 
Just like e.g. public procurement officers undergo 
additional training, so should employees appoint-
ed to this post also receive such training.

3.6% 
of employers provide spe-
cific and clear descriptions 
and examples of unaccept-
able behaviour towards 

LGBTI persons (Textbox 1), while 4.5% use legal 
phrasing identical to the one used in existing laws 
(e.g. the Anti-Discrimination Act) without includ-
ing detailed descriptions and examples of behav-
iours that would be unacceptable (Textbox 2). 
While reviewing the documents submitted by the 
employers in response to some other questions, 
it was noticed that some of them have clear de-
scriptions and examples of unacceptable behav-
iours written in their documents, but they did not 
state this in response to this question because 
they may not have realised that they did have 
such descriptions and examples. Here we can 
also raise the question of whether the persons 
filling in the questionnaire were fully informed, 
i.e. whether the employees were well-informed 
about the protection of rights and the prohibition 
of discrimination.

30% of employers stated that 
they appointed a person or 
formed a team/department 
to monitor the implemen-

tation of activities aimed at promoting respect 
for diversity and non-discrimination in the work-
place. For this purpose, employers appointed 
employees in various positions in the organisa-
tion, such as persons responsible for the protec-
tion of workers’ dignity, ethical commissioners 
or persons in managerial positions, or entrusted 
this task to ethics committees, legal services and 
human resources departments.

This Index also aimed to explore how many em-
ployers prepare annual activity reports that in-
clude information on respecting human rights 
(including LGBTI rights), which is, as a rule, legally 
required only of employers with over 500 em-
ployees. Six employers stated that they draw up 
annual reports, of which only one (0.9%) submit-
ted adequate evidence.

Mechanisms of  
employee protection
This category of questions aimed to check which 
are the mechanisms that employers use in or-
der to protect human rights in the workplace. 
We checked whether employers have a person 
(or have formed a team or a department) whose 
remit covers issues relating to human rights pro-
tection, whether they provide additional training 
for them and whether they have provided specif-
ic examples of unacceptable behaviour and have 
introduced measures/sanctions for cases of es-
tablished discrimination/harassment.

49.1% 
of employers, i.e. almost 
a half, have appointed a 
person (formed a team 
or a department) whose 

remit covers issues relating to human rights pro-
tection, discrimination, and the promotion of 
equality. Given that employers with fewer than 



Sexual harassment is a special form of harassment; 
sexual harassment shall be considered:  

• any physical, verbal and non-verbal conduct, 
sexual in nature, which is characterised by the 
absence of another person’s consent

• imposed and unwanted conduct that shames, 
humiliates and intimidates a person based on 
sexuality.

Physical sexual harassment shall be considered in 
particular:

• indecent remarks and sexually suggestive re-
marks and innuendos,

• mocking and ridicule based on sexuality,

• repeated unwanted comments about appearan-
ce and/or clothes,

• repeated unwanted jokes and remarks of a sexu-
al nature, including references to sex and sexual 
orientation, vulgar comments, obscene phone 
calls, letters, emails etc., and

• unwanted verbal advances to another person, 
enticing a person to engage in sexual intercourse 
and demanding sexual favours.

Non-verbal sexual harassment shall be considered in 
particular showing or displaying pornographic and 
sexually suggestive photographs and other sexually 
offensive and disturbing objects and materials.

Source: Work Regulations

Example 3: Specific descriptions 
and examples of unacceptable 
behaviour

Harassment shall be considered:

• any inappropriate conduct towards another 
person that interferes with their carrying out of 
work assignments or reduces the person’s qu-
ality of life,

• any action, occurring once or repeatedly, ver-
bal, non-verbal or physical,

• as well as creating or contributing to the cre-
ation of unpleasant and hostile working con-
ditions that intimidate or humiliate another 
person,

• any act of discrimination on the grounds of 
sexual orientation,

• any act of discrimination on the grounds of 
gender identity and/or expression,

• any act of discrimination on other grounds 
pursuant to Article 1 of the Anti-Discrimination 
Act (race or ethnicity or skin colour, sex, langu-
age, religion, political or other belief, national 
or social origin, economic status, trade union 
membership, education, social status, marital 
or family status, age, health status, disability, 
genetic heritage)

• as well as creating or contributing to the cre-
ation of unpleasant and hostile working con-
ditions that intimidate or humiliate another 
person.



22.7% 
of employers have a 
clear system of warn-
ings/sanctions that may 
be imposed against the 

perpetrator after discrimination or harassment 
has been established (e.g. a serious breach of 
work obligations, dismissal, etc.). The most fre-
quent measure is dismissal in the event of gross 
misconduct, and some employers have also more 
detailed measures as is shown in Example 4.

Example 4: Phrases taken from 
the Anti-Discrimination Act
Harassment is any unwanted conduct with the pur-
pose or effect of violating the dignity of a person 
seeking employment or an employee, causing fear 
and creating a hostile, degrading or offensive envi-
ronment.

Sexual harassment is any verbal, non-verbal or 
physical conduct of a sexual nature with the purpose 
or effect of violating the dignity of a person seeking 
employment or an employee, causing fear and cre-
ating a hostile, degrading or offensive environment.

Harassment and sexual harassment are consid-
ered misconduct.

Source: Work Regulations



Activities within the 
organisation
In order to create a safe, accepting and appreci-
ating work environment for its LGBTI employees, 
an organisation, in addition to having formal poli-
cies in place and complying with the legal require-
ments, can act using informal policies. There are 
various ways in which this can be achieved, and 
the questionnaire includes the most important 
and often ones (see the Questionnaire in the Ap-
pendix).

50% 
of employers state that they 
do not have ways to ensure 
a safe and accepting work 
environment for LGBTI em-

ployees within their organisations (Figure 5). The 
remaining 50%, whose actions show that the way 
LGBTI persons feel in the workplace is important 
to them, generally do this (35.5%) by using certain 
language in formal communication (e.g. when 
marriage is mentioned, so is life partnership, and 
terms such as life partners, same-sex partners, 
etc. are used), as well as by enabling their LGBTI 
employees to be open about their sexual orien-
tation and/or gender identity and/or expression 
(31.8%). The existence of LGBTI employee net-
work groups is mentioned by a very small num-
ber of organisations (1.8%). A little more than a 
quarter of employers (28%) use one or two ways 
to ensure a safe and accepting work environment 
for LGBTI people, and just two (1.8%) use six of 
the seven suggested ways. No employer uses all 
seven suggested ways.

Example 5: More detailed system 
of warnings/sanctions
Provisional measures are:

1. exemption from the obligation to work for the 
worker who has made the complaint,

2. removal from work of the worker against whom 
the complaint has been made,

3. exemption of the obligation to perform the 
tasks in which the person who has made the 
complaint comes into contact with the person 
against whom the complaint has been made.

Provisional measures are established only for the 
period until the complaint procedure is completed. A 
worker found to have committed harassment, taking 
into account all the circumstances of the case, the 
commissioner may:

1. determine mandatory training and counselling 
for up to a maximum of three months,

2. issue a written warning,

3. propose to conduct the employment contract 
termination procedure with an offer to alter 
the terms of the contract,

4. propose to conduct the contract termination 
procedure.

In addition to imposing the measures referred to in 
paragraph 1 points 2 and 3 of this Article, the Com-
missioner may also introduce the measure referred 
to in paragraph 1 point 1 of this Article and deter-
mine the method of its implementation.

Source: Protection of Workers’ Dignity Regulations



Example 6: Use of different 
terms for different forms 
of relationships in official 
documents
Paid leave
Article 37
An employee is entitled to paid leave:

...

in an event of a death of an immediate family 
member (spouses, unmarried partners, same-sex 
partners, blood relatives in the direct line and their 
spouses, brothers and sisters, step-children and 
adopted children...) 4 days

Source: Work Regulations

10.9% 
of employers indicated 
their intention to pro-
vide training and educa-
tion that includes LGBTI 

topics in the next two years in order to ensure 
a safe and accepting work environment for their 
employees. Three quarters of persons who com-
pleted the questionnaire stated that they did not 
have information on whether they employers 
planned to provide such training and education 
in the next two years.

4.5% 
of employers use different 
terms for different forms of 
relationships in their official 
documents, which means 

that there is a very small number of those who 
are careful to include other terms in their official 
documents in addition to husband/wife, such as 
unmarried partners, life partners, informal life part-
ners. The most commonly used term is life part-
ners, usually in articles referring to paid leave.

35.5%

31.8%

27.3%

50%

12.7%

9.1%

4.5%

1.8%

str.19

Figure 5. Ways in which employers ensure a safe and accepting work environment for LGBTI employees 

displaying LGBTI symbols in the workplace

using LGBTI topics/content in internal communication channels

existence of an LGBTI employee network group

respecting trans identities

LGBTI employees being open about their sexual orientation 
and gender identity and/or expression

using LGBTI inclusive language in formal communication

ensuring training/education that includes LGBTI topics

none of the suggested ways



websites (19%), followed by staff training and oral 
information (14.3%), e.g. in the employment pro-
cess, staff meetings, etc.

Activities outside of  
the organisation
Employers can also support the LGBTI communi-
ty by engaging in various activities outside of their 
organisation. The data have shown that almost 
60% of surveyed employers do not act in any of 
the suggested ways (see Figure 6). The remaining 
40% that do, generally express their support by 
taking part in surveys on LGBTI-related topics and 
publicly supporting and/or taking part in LGBTI 
events (e.g. pride marches, seminars, etc.). One 
quarter of employers (25.4%) use one or two of 
the suggested ways, and there is one example of 
good practice among the employers – an employ-
er that supports the LGBTI community in all sev-
en suggested ways.

48.2% 
of employers stated 
that they inform their 
employees about the 
official documents 

regulating and protecting their rights, including 
the prohibition of discrimination on the grounds 
of sexual orientation and gender identity and/or 
expression. This is most commonly done using a 
noticeboard (39.6%), but also via organisations’ 
websites (20.7%), followed by staff training (15%) 
and intranet (13.2%).

19.1% 
of employers state that 
their employees are in-
formed that the Same-
Sex Life Partnership Act 

provides the same rights to same-sex couples 
that are guaranteed to married and unmarried 
couples (e.g. partner health insurance, paid mar-
riage/life partnership leave, paid leave for family 
reasons, etc.). When informing their employees, 
they usually do it via a noticeboard and their 

31.8%

22.7%

20%

58.2%

10%

6.4%

4.5%

8.2%

str.21

Figure 6. Percentage of employers that publicly support the LGBTI community in various ways 

publicly supporting/taking part in LGBTI events

funding/encouraging employees to take part in LGBTI 
community events

sponsoring LGBTI organisations and initiatives

taking part in surveys on LGBTI-related topics

providing support to activities by LGBTI organisations and 
initiatives

encouraging/supporting employees to do volunteering work in 
LGBTI organisations and initiatives

taking part in the making /distribution of LGBTI-themed 
publications

none of the suggested ways



Organisations can present themselves in public 
as promoters of diversity policy, including LGBTI 
people; however, less than one quarter (22.7%) of 
participants in this research do some of the sug-
gested activities to that end. The largest number 
of employers (12%) reported adopting the policy 
of non-cooperation with businesses that do not 
support and/or condemn LGBTI people, topics 
and activities in public, while advertising in LGBTI 
media was the least common response (Figure 7).

Several forms of support in ensuring a safe and 
accepting work environment for LGBTI persons 
were offered to employers at the end of the sur-
vey. More than a third of employers (39.5%) ex-
pressed interest in receiving legal support in or-
der to draft gender-inclusive documents, and just 

77.3%

12.7%

11.8%

3.6%

str.22

Figure 7. Graphic representation of the ways in which employers promote diversity in public

presence of LGBTI topics/content in promotional materials, on 
the website or social networks

policy of non-cooperation with businesses that do not support 
and/or condemn LGBTI topics in public

none of the suggested ways

advertising in LGBTI media 

over a quarter (27.2%) were interested in train-
ing and education in LGBTI topics (Figure 8). Nine 
(8.2%) employers were interested in all three sug-
gested options, and 13.6% expressed an interest 
in two of the options suggested. One of the ac-
tivities in the project within which the survey was 
conducted is providing training to employers. 



36%

39.5%

27.2% 

19.3%

str.23

Figure 8. Support employers are interested in

training/education in LGBTI topics

legal support in drafting gender-inclusive documents

not interested

contacts with various organisations focusing on LGBTI topics

The last question in the Index referred to obtain-
ing consent for making the employers’ names 
public on the project’s website or in media releas-
es. The employers were informed that the data 
collected were anonymous, but the name of the 
organisation would be featured in the Croatian 
Workplace Equality Index ranking list (e.g. 2nd 
ranked: I&J – 150 points). If an employer did not 

consent to the public disclosure of the name, the 
organisation would be referred to as anonymous 
(Anonymous employer – 150 points). Less than a 
quarter (23.7%) of employers has given their con-
sent for their organisation’s name to be disclosed 
in public.



The following marking criteria were established:

 ► For each affirmative, complete and valid res-
ponse demonstrating that the employer is 
promoting the policy of creating an LGBTI-inc-
lusive workplace environment 10 points 
were awarded.

One of the aims of the Index was to make a rank-
ing list of employers that use their formal and 
informal policies to create a safe and accepting 
work environment for LGBTI employees. In order 
to mark employers’ responses, the adequacy of 
submitted evidence had to be checked first. If the 
employer did not provide adequate evidence, re-
sponses were declared invalid.

The Croatian 
Workplace Equality 
Index marking and 
ranking



It was possible for employers to receive 10 addi-
tional points in the following cases:

 ▪ If they do more than is required by law 
in their organisations. For instance, em-
ployers with less than 20 employees are 
not legally required to appoint a person 
responsible for the protection of workers’ 
dignity; however, some of them did that 
nonetheless. Those who appointed a per-
son to this post were awarded 10 additi-
onal points. Further, only the employers 
with over 500 employees are legally requ-
ired to submit annual reports, which also 
contain information on respecting hu-
man rights, including LGBTI rights. If such 
a report was submitted by employers 
that employ less than 500 persons, they 
received 10 additional points.

 ▪ If their responses given under the hea-
ding ‘something else’ were different than 
those that the Index itself offered. When 
their responses were analysed, it was 
established that they can be categorised 
as one of the originally offered responses, 
and therefore no employer was awarded 
additional points on these questions.

 ► For incomplete or partial answers 5 points 
were awarded. This partial score could be 
achieved on two questions:

 ▪ the question regarding the prohibition of 
discrimination on the grounds of sexual 
orientation and gender identity and/or 
expression in official documents (1. a). 
The employers who stated that their do-
cuments contained the prohibition of dis-
crimination on both grounds received 10 
points, and those who stated that there 
was just one of the two, notwithstanding 
which, were awarded 5 points.

 ▪ the question about whether the em-
ployer has clear descriptions and exam-
ples of unacceptable behaviour towards 
LGBTI people in its documents (3. b). The 
employers who supplied specific and cle-
ar descriptions and examples were given 
10 points (see Example 3), while those 
who provided descriptions and examples 
whose phrasing is identical to the one 
used in existing laws, e.g. the Anti-Discri-
mination Act (see Example 4), received 5 
points.



ple. In short, instead of a definitive ranking list, 
qualitative data will be presented below, which, in 
this case, may even be more informative than the 
points themselves.

The review of the employers’ responses and doc-
uments submitted as evidence has revealed the 
following:

 ► Some of the employers ticked an affirma-
tive response, but did not submit adequa-
te supporting evidence, which meant that 
they received no points for these questions.  
For instance, in response to the question 
on drawing up annual activity reports con-
taining information on respecting human 
rights, including LGBTI rights, only one em-
ployer out of six that stated they drafted 
such reports submitted adequate evidence, 
resulting in only this employer receiving po-
ints for this question.

 ► Some of the employers did not tick 
appropriate responses in the questionna-
ire relating to legally required actions. For 
example, employers with over 20 employees 
are required to appoint a person respon-

Three questions were not scored for a place on 
the Croatian Workplace Equality Index ranking list 
because they were informative in character:

 ► Question number five aimed to check whet-
her employers have plans to provide training 
and education that includes LGBTI topics in 
the next two years.

 ► Question number eleven collected data on 
employers’ interest in various forms of su-
pport in order to create an inclusive work 
environment for LGBTI people.

 ► The last question, number twelve, asked for 
permission regarding the public disclosure 
of the employers’ names.

In the analysis of the evidence supplied by the 
employers and the process of marking the re-
sponses collected in the Index, it was established 
that the employers’ total scores cannot be con-
sidered a valid piece of data, nor can employers 
be compared among themselves. The data that 
were collected are informative in character, i.e. 
they only roughly reflect how organisations cre-
ate an inclusive work environment for LGBTI peo-



ction of the way the organisation operates. 
In such cases no points were awarded.

 ► Some employers that are part of the same 
system and carry out the same business 
activity, and thus have to comply with the 
same legislation, earned a different number 
of points for some questions. For instan-
ce, three branches of the same employer 
were supposed to have identical basic docu-
ments. It was found, for example, that in res-
ponse to the question about the prohibition 
of discrimination on the grounds of sexual 
orientation and/or gender identity and/or 
expression, one branch indicated that there 
was no prohibition of discrimination in their 
basic documents, while the other two ticked 
the affirmative answer box and uploaded 
adequate evidence.

Apart from the above mentioned irregularities in 
completing the questionnaire and inconsisten-
cies in the responses that were given, it is impor-
tant to emphasise that the Index only required 
evidence to be submitted on 10 questions and/or 
sub-questions, while most other questions only 
required either ticking a yes or no answer box or 

sible for the protection of workers’ dignity, 
and some of them did not indicate this in the 
questionnaire, which is why they were awar-
ded no points here. As stated earlier in the 
text, this on no account means that the em-
ployers do not comply with legislation; what 
can be concluded, however, is that they did 
not answer the question correctly. 

 ► Completing the questionnaire, some of the 
employers failed to provide affirmative an-
swers to several questions, which could 
have been answered positively, as was later 
found in the review of the supplied docu-
mentation. For instance, by reviewing the 
documents that the employers submitted 
as supporting evidence for a clearly stated 
prohibition of discrimination on the grounds 
of sexual orientation and/or gender identity 
and/or expression (question 1. a), it was no-
ted that they also include clear descriptions 
and examples of unacceptable behaviour 
(3. b) although the employers answered this 
question negatively. In the marking process, 
the responses the employers indicated were 
taken into account because their statement 
is a valuable piece of information, i.e. a refle-



that it was found that the employers’ responses 
could have been affirmative even though they 
were not aware of this themselves. The option 
to award points on these questions based on 
the submitted evidence that was reviewed in its 
entirety was also taken into account, but it was 
abandoned because awarding points to those 
who submitted entire documents as evidence 
would put at a disadvantage the employers who 
followed the evidence submitting instructions, i.e. 
who uploaded only parts of documents proving 
the point in question (e.g. an article from Work 
Regulations).

It follows from the above that the employers’ 
responses are more a reflection of being (un)ac-
quainted with the documents, (not) being able 
to find one’s way around the questionnaire, or 

choosing the answers that apply to the employ-
er. In some cases, the employers were asked to 
describe e.g. ways of informing their employees, 
but were not asked to provide evidence to sup-
port how this is done. The accuracy of such data 
cannot be verified; however, taking into consid-
eration the experience with the questions that 
required supporting evidence to be supplied, 
doubts about the authenticity of the data for 
which providing evidence was not required might 
be justified. In spite of this, the employers could 
get maximum points for these questions.

In responding to questions that required evi-
dence to be submitted for a particular answer, 
most employers attached entire documents, 
which were then as such reviewed. It is precisely 
because these entire documents were reviewed 



number employer total

1. IKEA Croatia d.o.o. for trade 2 2 5

2. Centre for Peace Studies  1 9 5

3. Croatian Youth Network 1 7 0

4. Anonymous employer 1 6 0

5. SOS Rijeka – Centre for Nonviolence and Human Rights 1 5 0

6. A Better Tomorrow – Association of Persons with Disabilities of the City of Koprivnica 1 3 0

7. Anonymous employer 1 2 0

8. Anonymous employer 1 2 0

9. Entrepreneurial Centre of the Krapina-Zagorje County d.o.o. for consulting and 
services 1 1 5

10.
Academy of Dramatic Arts of the University of Zagreb 
Anonymous employer
Anonymous employer

1 1 0

try of data. It is possible that there was a lack of 
motivation for a thorough and accurate comple-
tion of the questionnaire; however, this is also 
puzzling because participation was voluntary.

Taking all this into consideration, a ranking list 
was eventually made; however, only the top 10 
places will be released, featuring employers with 
the highest scores based on their responses 
(Table 1). The ranking list will only disclose the 
names of the employers who have given their 
consent to have their names used in public re-
leases, while the others are listed as anonymous. 
Employers who have scored the same number of 
points share the same place and are listed in the 
alphabetical order.

(not) knowing where to submit a document, than 
a representation of the real state of employers’ 
policies and practices. This is surprising since the 
questionnaire was mostly completed by persons 
on managerial positions in the organisations (e.g. 
CEOs, human resources managers, directors, 
NGO presidents), who should be familiar with 
their policies and practices. The instructions stat-
ed that the questionnaire should be completed 
by a person familiar with the documents and the 
ways the employer operated, so it was to be ex-
pected that the person who was chosen would 
have all the necessary information. And even if 
the person did not have all the necessary infor-
mation and evidence while completing the Index 
questionnaire, the system allowed for the re-en-

Table 1. Top 10 employers



Workplace is where the working age population 
spends much of their daily lives. Since heteronor-
mativity is presumed in the world of business, the 
dimension of diversity based on sexual orientation 
and gender identity and/or expression is often for-
gotten. This means that the way LGBTI people feel 
in the workplace is not taken into account, making it 
impossible for them to be their authentic selves at 
work. Work environment should be such to make a 
person feel safe, appreciated, respected and moti-
vated in order to be satisfied and productive, and, 
in turn, contribute to the economic benefit of the 

It is interesting to note that the top ten places are 
mostly taken by civil society organisations. In the 
first and eighth place are employers from the pri-
vate/predominantly private sector, while the tenth 
place is shared by an employer from the public/
predominantly public sector and two civil society 
organisations. Four fifths of the top ranked em-
ployers are small organisations with up to 20 em-
ployers. Although they have achieved an excellent 
result compared to others, as many as four em-
ployers out of twelve want to remain anonymous.

CONCLUSION



ciently developed and that employers do not rec-
ognise the problems of LGBTI employees and the 
need to promote affirmative LGBTI policies in the 
workplace. In addition, it is possible that employers 
think that they treat their employees equally, and 
this hypothesis is supported by several responses 
from employers expressing the view that in their 
organisations there are no LGBTI persons, i.e. that 
they are a “small firm” that “does not have such 
people and such problems”. Such statements from 
employers are inconsistent with the results of the 
most recent survey indicating that 91% of LGBTI 
people in Croatia completely or partly hide their 
LGBTI identity in the workplace (European Union 
Agency for Fundamental Rights, 2019). It can be 
assumed that LGBTI people do not feel safe and 
respected enough in their place of work to express 
their authenticity. They might be more open about 
their sexual orientation and/or gender identity/ex-
pression if employers:

1. recognised that they should ensure an accep-
ting and inclusive work environment irrespecti-
ve of whether they have LGBTI employees or 
not, and acted proactively in creating equality,

2. realised the importance and necessity of all 
forms of diversity among their employees be-
ing implicit and accepted,

3. clearly communicated in their formal and infor-
mal policies the belief that every employee is 
equally important and included.

Although it is known how important employee sat-
isfaction is for the economic benefit of the employ-
er, it is possible that not enough attention is paid to 
the dimension of employee satisfaction in Croatia. 
By this we do not refer to the formal legal frame-
work, but to the implementation of employers’ ac-
tual policies and practices. When the information 
that 76.3% of employers wanted to remain anony-
mous in this survey is taken into account, a question 
arises whether they believe that being associated 
with the LGBTI community because of having tak-
en part in the Index would damage their business 

organisation. Research into work environment and 
workplace equality mostly emphasises economic 
benefit an organisation has from its satisfied and 
productive employees; however, the results of 
this research, obtained in the Index, paint a com-
pletely different picture. The Index ranking list for 
2019 showed that the organisations most likely to 
promote an inclusive work environment for LGBTI 
people are civil society organisations – those that 
do not have economic benefit as their primary or 
main aim. This information shows that the ones to 
take the greatest care to ensure an equal and inclu-
sive work environment for LGBTI people are asso-
ciations, which do not do this in order to increase 
their organisation’s profit and which consider re-
spect for all employees to be important. An inter-
esting piece of information is that the organisation 
that was ranked first has its seat abroad and has 
brought to Croatia not only its business but also a 
number of formal and informal policies that show 
concern for all its employees, including LGBTI per-
sons.

The data from the Croatian Workplace Equality 
Index 2019 have yielded additional important re-
sults. Very few employers decide to take part in this 
type of survey. Just over three hundred employers 
entered the survey, with 110 of them completing 

it, which accounts for 1.8% of 6000 addresses 
to which the invitation to participate was 

sent. And when they do take part, al-
most three quarters of employers 

decide to remain anonymous. It 
is difficult to draw conclusions 

on the reasons why this is 
so, but it is possible that the 
awareness of the impor-

t a n c e of respecting all employees, 
including LGBTI people, is not suffi-



important to explicitly state both grounds for the 
prohibition of discrimination; however, indicating 
them both represents a good starting point for 
combating discrimination in the workplace and re-
ducing the fear of LGBTI employees of disclosing 
their sexual orientation and gender identity and/or 
expression to other people. It is important to note 
that the position of transgender, intersex and gen-
der variant (TIGV) people is less favourable than 
that of lesbians, gay men and bisexual persons. 
The data by the Office of the United Nations High 
Commissioner for Human Rights (2017) confirm 
that certain employers recognise the importance 
of the protection of human rights of lesbians, gay 
men and bisexual persons, but still have not tak-
en measures to protect transgender, intersex and 
gender variant people.

The importance of ensuring an inclusive work envi-
ronment for all employees, including LGBTI people, 

and reputation. Since for a number of years there 
have been clear trends throughout the world of 
employers and customers associating themselves 
with those organisations with which they share 
similar or identical core values, it is possible that in 
Croatia there is still reluctance to be associated with 
the LGBTI community because of firmly entrenched 
traditional heteronormative values.

The data obtained by the Croatian Workplace 
Equality Index 2019 also point to the need to edu-
cate employers. It has been observed that employ-
ers themselves are not aware that they have legal 
documents that contribute to workplace equality. 
Likewise, although the Anti-Discrimination Act (NN 
85/08, 112/12) mentions both grounds for the 
prohibition of discrimination (sexual orientation 
and gender identity and/or expression), almost 
90% of employers do not have them both written 
into their documents. Employers may not deem 



In the interpretation of the obtained data, it should 
be taken into account that the Croatian version is 
primarily modelled on the Stonewall Workplace 
Equality Index, as well as the indices used in the 
US and Australia. These countries have a long 
tradition of participating in such surveys and see 
taking part in them as a matter of prestige. Their 
questionnaires feature questions regarding their 
policies and practices, and no matter how much 
cultural context and differences were taken into 
consideration in creating the Croatian version, cer-
tain questions seem to cause difficulties. In Croa-
tia, completing a questionnaire is most often seen 
as an unnecessary additional task, and motivating 
people to participate in a survey poses a problem. 

is indisputable, as is the need to do so; therefore, 
the Indicator has also been used to raise aware-
ness of this need among employers as well as to 
educate them on how to achieve workplace in-
clusion. Within this project, employers were also 
offered a training  course in creating an inclusive 
and fair work environment for LGBTI employees 
and persons seeking employment; however, this 
survey has shown that less than 50% of employers 
expressed willingness to accept any of the forms 
of support in order to create a work environment 
in which LGBTI people would feel safe and accept-
ed. It seems that LGBTI organisations should first 
tackle the problem of employers’ motivation to 
take part in such surveys, before helping them un-
derstand the importance of respecting the LGBTI 
community in their business.



ers responded to this question negatively. It was 
found that some of them did not tick appropriate 
responses confirming the existence of documents 
they are legally required to have, which could be 
because the person completing the questionnaire 
lacked information or interest in responding to the 
questions and providing the requested evidence 
in a more dedicated and thorough way. The ques-
tion arises whether the motivation of employers to 
make an effort to complete the questionnaire as 
correctly and accurately as possible should be tack-
led as well.

It is also possible that using the Index in this form 
is not the best way to encourage employers to en-
sure an inclusive work environment for all their 
employees, including LGBTI persons. A more effi-
cient way might be for civil society organisations 
dealing in these topics to establish collaboration 

This has seemed particularly prominent in compil-
ing this Index because employers were asked to 
supply supporting evidence in the form of official 
documents, which some of them may not have 
wanted to submit, while others may have not been 
able to find their way around which documents 
should be uploaded. This is supported by the fact 
that, completing the questionnaire, some of the 
employers failed to provide an affirmative an-
swer to several questions, which could have been 
answered affirmatively, as was later found in the 
review of the submitted documentation. For exam-
ple, reviewing the documents that the employers 
uploaded as supporting evidence for a clearly stat-
ed prohibition of discrimination on the grounds of 
sexual orientation and gender identity and/or ex-
pression (question 1. a), it was noted that they also 
contain clear descriptions and examples of unac-
ceptable behaviour (3. b) even though the employ-



 ► In addition to introducing policies that en-
sure the respect for human rights and pre-
vent discrimination, employers should take 
proactive measures with the aim of creating 
a positive, affirmative environment in their 
organisation in order for LGBTI employees 
to work with dignity. Organisations should 
support the efforts of their LGBTI employees 
in creating their own informal groups and 
provide them with the same opportunities 
they offer to any other group of employees.

 ► Proactive LGBTI policies implemented by the 
organisation should be clearly visible in or-
der to attract and/or keep LGBTI employees. 
Employers should timely identify and pre-
vent the violations of the human rights of 
LGBTI persons that can result from specific 
features of their business activity, local com-
munity in which they operate, or a partner/
stakeholder of the employer. This means 
that organisations must ensure a safe pro-
cedure for filing the complaints and grievan-
ces that LGBTI employers might have, either 
anonymously or on a named basis.

with various employers and, together with them, 
develop systems and methods to create the best 
and most inclusive work environment possible for 
LGBTI people.

Recommendations  
for employers
The data obtained in the Croatian Workplace 
Equality Index for 2019 have shown that there is 
considerable room for the improvement of pol-
icies and practices within organisations and or-
ganisational cultures with respect to workplace 
equality and inclusion.

With a view to improving the workplace environ-
ment, the Office of the United Nations High Com-
missioner for Human Rights (2017) published 
new standards of conduct intended for reducing 
discrimination against LGBT employees in the 
workplace. The recommendations include creat-
ing policies and processes suited to the number 
of employees and circumstances in which em-
ployers do business in order to ensure respect 
for human rights, including LGBTI rights. Only 
some of them are included below:

 ► Employers must not discriminate against 
persons or groups of persons on the grounds 
of sexual orientation, gender identity and/or 
expression or sex characteristics, whether 
they are potential employees or have alre-
ady been employed. The prohibition of dis-
crimination should apply to the recruitment 
process, the protection of LGBTI employees 
from discrimination and harassment and 
the provision of staff training with the inten-
tion to raise awareness of diversity in the 
workplace, as well as to providing benefits 
for partners and household members of all 
employees, LGBTI people included, and en-
suring privacy for all employees.

It is extremely important that employers be-
come aware of their role in creating an in-
clusive work environment for LGBTI people. 
The first step in that direction could be the 
employer’s strategic commitment to create a 
safe and inclusive work environment for LG-
BTI employees, which can be reflected in a 
pledge to implement inclusive policies at the 
highest level of organisational management. 
The following text offers some guidelines 
that employers can use in accordance with 
the areas and topics covered by the Croatian 
Workplace Equality Index.



It is also recommended that the inclusion and 
non-discrimination policy should be clearly vis-
ible in the employer’s official documents (work 
regulations, rules of procedure and so on). It is 
important that the language in these documents 
is clear and specific (e.g. when mentioning the 
grounds on which discrimination is prohibited, 
sexual orientation, gender identity and gender ex-
pression can be specifically listed instead of using 
the phrase and on all other grounds) and inclusive 
(e.g. when the word spouses is mentioned in the 
documents, the following terms should also be 
listed on an equal basis: unmarried partners, life 
partners, informal life partners). In addition to the 
prohibition of discrimination being formally stat-
ed, the relevant documents should also contain 
clear descriptions and examples of unacceptable 
behaviour towards LGBTI persons (e.g. discrimi-
nation, harassment, etc.) and clearly define warn-
ings and sanctions that may be imposed against 
perpetrators once discrimination/harassment 
has been established. 

Since documents are often written in legal lan-
guage, which is difficult to understand for many 
employees, employers can make existing (legal) 
documents and practices more understandable, 
i.e. adapt their language to end users. Out of ex-

Policies and documents
Ensuring a safe and inclusive work environment 
starts with the employer’s strategic commitment 
and a decision to act in this direction (a top-down 
approach to managing human resources). The 
diversity and non-discrimination policy can be 
clearly stated in the employer’s core values (e.g. 
equality, parity, tolerating diversity, etc.), and in 
this way the direction and the ‘tone’ of all activ-
ities the employer undertakes can be defined. 
Creating a safe and inclusive work environment 
for LGBTI people can be supported by develop-
ing or adapting the existing human resources 
management strategy to cover issues of respect 
and diversity management of all employees, in-
cluding LGBTI people. It is important that the 
employer appoints a person or forms a team or 
a department to monitor the implementation of 
this strategy and to report its progress to decision 
makers at the highest level. For this reason, it is 
also desirable for the employer to have specific 
action plans which will ensure the implementa-
tion of said strategies and provide funds for the 
implementation of the activities laid out in the ac-
tion plan with a view to ensuring inclusion in the 
workplace.



The ways of informing should be adapted to the 
organisation itself and its employees. For those 
who use a computer in their work on a daily basis, 
information and documents can be released on 
the official website or the intranet. The employ-
ees who extremely rarely or perhaps never use 
a computer can be informed via a noticeboard, 
or the organisation’s official documents can be 
directly delivered to them (in print or, taking into 
account environmental principles, on another 
medium: a CD, a DVD, or a flash drive).

As many elements of the organisation’s business 
are constantly improving, continuous education 
in various areas important for LGBTI people in 
the workplace is also crucial. Such training and 
education can include all employees, in particu-
lar those dealing with the protection of human 
rights issues, discrimination and the promotion 
of equality. For instance, an organisation’s human 
resources manager can undergo training that fo-
cuses on the specific experience of LGBTI people, 
the importance of the particular aspects of dis-
crimination and its various forms, and on the dif-
ficulties the LGBTI community is faced with.

isting documents, sections can be taken contain-
ing areas and topics that include the information 
the employees need (e.g. annual leave and oth-
er types of leave, protection of pregnant wom-
en, parents and adoptive parents, protection of 
rights and prohibition of discrimination, etc.). Em-
ployers should also be encouraged to study doc-
uments that protect their rights and define their 
obligations.

Informing employees  
and staff training
Once formal policies have been established in or-
der to create an inclusive work environment for 
LGBTI people, it is important that the employer 
informs the employees about official documents 
governing and protecting their rights, including 
the prohibition of discrimination on the grounds 
of sexual orientation and gender identity and/
or expression. The employer can inform its em-
ployees that the Same-Sex Life Partnership Act 
provides same-sex couples with the same rights 
guaranteed to married or unmarried couples 
(e.g. partner health insurance).



Employers can create a safe work environment 
in which conditions for the openness of LGBTI 
employees about their sexual orientation and/
or gender identity and/or expression are met. 
An informal way to achieve this goal is displaying 
LGBTI symbols (e.g. stickers, flags, promotional 
materials etc.) in the workplace. Further, respect 
for trans identities and the rights of trans and 
gender variant people can be shown by enabling 
them to express themselves and dress as well as 
use rooms such as changing rooms and sanitary 
facilities in accordance with their gender identity 
and/or expression. If the LGBTI employees show 
interest, the employer can enable and support 
activities of an LGBTI network group and encour-
age and support its employees in doing volunteer 
work in LGBTI organisations and initiatives.

Respect for LGBTI employees is also shown in 
the choice of language the employer uses in for-

Interpersonal relationships 
and communication
Workplace satisfaction and productivity is signif-
icantly influenced by employees’ interpersonal 
relationships. It is, therefore, recommended to 
conduct interviews, have meetings and monitor 
relationships among employees’ in a competent 
and fair way, as well as to actively combat nega-
tive stereotypes, prejudices or indications of hate 
speech. LGBTI employees who are open about 
their sexual orientation and/or gender identity 
and/or expression can be empowered by having 
conversations with employers and management 
structures and by receiving their support, as well 
as encouraged to achieve visibility and estab-
lish cooperation with other co-workers in order 
to raise awareness and provide adequate infor-
mation. They can also participate in developing 
practices that create an encouraging work atmos-
phere, i.e. they can be a source of information 
and experiences on the needs and specific topics 
of the LGBTI community to their employers.



project cooperation with LGBTI organisations and 
initiatives (e.g. letting their office space be used 
for activities), and by sponsoring LGBTI organi-
sations and initiatives. The employer can lend its 
support by taking part in surveys relating to LGB-
TI topics and making and/or distributing publica-
tions with LGBTI topics.

Only some examples of possible active action by 
employers are provided; however, it is important 
to remember that other stakeholders must also 
participate in making the desired changes. It is 
certain that employers alone cannot reshape the 
entire society within which they operate, but it 
is important that they take positive, affirmative 
steps in respecting and promoting human rights. 
These recommendations are only an initial step 
and a small shift in creating a fairer and more 
equal society.

mal communication. Whenever it takes place (in 
meetings and conferences) the employer can 
emphasise the presence of non-heteronormative 
employees, so when e.g. marriage is mentioned, 
life partnership should be mentioned on equal 
terms, and terms such as life partners, same-sex 
partners etc. should be used.

Supporting the LGBTI community 
Employers can be strong advocates of the equal-
ity and non-discrimination of LGBTI people. They 
can do this in public through support for and/
or participation in LGBTI events (such as pride 
marches, conferences, seminars, round table 
discussions, festivals etc.), by providing funding 
for and/or encouraging their employees to par-
ticipate in LGBTI community events (e.g. they can 
pay registration fees for conferences, seminars, 
etc.), by implementing activities and/or through 
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THE CROATIAN Workplace 
Equality Index

APPENDIX 1: 

ORGANISATIONAL POLICY AND STRATEGIC LEVEL
1. There are various ways in which employers can manage diversity policies 
and ensure a safe and accepting environment for their employees, including 
LGBTI people. Please respond to the following claims.

LGBTI stands for lesbian, gay, bisexual, transgender/transsexual and intersex people

1. a. Your employer’s official documents (work regulations or other documents) have a clearly stated 
prohibition of discrimination on the grounds of sexual orientation and/or gender identity and/or 
expression written into them.*

You should answer this question affirmatively  only if your documents expressly/clearly/literally state that 
“discrimination on the grounds of sexual orientation and/or gender identity and/or expression is prohibited.” 
If you only refer to the Anti-Discrimination Act or any other Act in your documents, you should tick NO here.

Yes

No

Yes

No

1. b. In addition to those required by the legislation of the Republic of Croatia, your employer has ad-
ditional documents in place, such as work regulations/general legal acts, codes of ethics, statutes, etc., 
clearly stating that LGBTI rights are protected and discrimination against LGBTI people is prohibited. *

If you are an organisation with fewer than 20 employees and you have Work Regulations in place that 
protect LGBTI rights and prohibit discrimination against LGBTI people, then you should tick YES here.

If you employ more than 21 people and only have Work Regulations in place, your answer should be NO 
because this is required by the Labour Act. If you have a Code of Ethics or any other specific/additional 
document in place (e.g. diversity management policies and practices, guidelines for respecting diversity 
within an organization, etc.) which also addresses the protection of LGBTI rights and the prohibition of 
discrimination against LGBTI people, then your answer should be YES.

If your documents do not explicitly mention LGBTI people (or a similar appropriate term denoting this 
population, e.g. sexual and/or gender minority), your answer should be NO.



1. c. The diversity and non-discrimination policy is evident in your employer’s core values.*

1. d. Your employer has a detailed human resources management strategy or other organisational 
strategy in place, which, among other things, ensures a safe and accepting work environment for 
LGBTI people.*

1.e. Does your employer have any other mechanisms to ensure a safe and accepting environment 
for employees, including LGBTI people?

Please specify.

2. There are various ways in which employers can ensure the implementation 
of a policy of respect for the diversity of all employees, including LGBTI people. 
Please respond to the following claims.

2. a. Your employer has an action/operational plan in place that outlines on a yearly basis the imple-
mentation of staff activities aimed at promoting respect for diversity and non-discrimination, LGBTI 
topics included. *

If you have an action plan in place that does not outline activities aimed at promoting respect for diver-
sity, your answer should be NO.

If your answer is YES, please attach only the sections of your documents that indicate care for LGBTI em-
ployees.

Yes

No

Yes

No

Yes

No



2. b. Your employer provides funding for activities aimed at promoting respect for the diversity and 
non-discrimination of employees, LGBTI persons included. *

If you have funds in your budget allocated to these activities, your answer should be YES. Examples of activi-
ties include providing training or education that focuses on respect for the diversity and non-discrimination 
of employees, LGBTI persons included, improving the discrimination reporting system, drafting strategic 
documents related to this topic, establishing a special department or a team to protect employee rights, etc. 
 

2. c. Your employer has appointed a person (formed a team or a department) to monitor the implemen-
tation of activities aimed at promoting respect for diversity and non-discrimination in the workplace. *

2. d. Your employer produces annual activity reports that also include information on respecting 
human rights, including LGBTI rights. *

MECHANISMS OF EMPLOYEE PROTECTION
3. Employers can protect human rights in the workplace in various ways. Please 
respond to the following claims.

3. a. Your employer has appointed a person (formed a team or a department) to address the issues 
of human rights protection, non-discrimination and the promotion of equality. *

Yes

No

Yes

No

Yes

No

Yes

No



3. b. Your employer has clear descriptions and examples of unacceptable behaviour (e.g. discrimina-
tion, bullying, etc.) towards LGBTI people. *

If the documents state that discrimination is prohibited, but no examples (e.g. name-calling, inappropri-
ate touching, insults) are given, your answer should be negative. It is important to have concrete examples 
of what is unacceptable.

Please specify the title of the document showing this

If there are more than one, separate the titles by comma*

Please upload the section of a document showing this (copy/cut from a PDF or Word document, make a 
screenshot, etc.) Different format documents can be uploaded (.jpg, .jpeg, .png, .gif, .doc, .docx, .pdf). The 
size of each document is limited to 10 MB.* Browse.../Find... 

3. c. Your employer has a clear system of warnings/sanctions that may be imposed against the per-
petrator after discrimination/harassment has been established (e.g. gross misconduct, dismissal, 
etc.). *

Yes

No

Yes

No



ACTIVITIES WITHIN THE ORGANISATION
4. Ensuring a safe and accepting work environment for LGBTI employees is evi-
dent in your organisation in the following (multiple responses can be ticked):*

displaying LGBTI symbols (e.g. stickers, flags, promotional materials, etc.) in the workplace

using LGBTI topics and/or visual content in internal communication channels (e.g. publishing 
articles or images with LGBTI topics in the bulletin, etc.)

LGBTI employees being open about their sexual orientation and/or gender identity and/or ex-
pression in the workplace 

an active LGBTI employee network group

the use of language in formal communication (in meetings/conferences) that respects the LG-
BTI employees (e.g. when marriage is mentioned, so is life partnership, and terms such as life 
partners, same-sex partners, etc. are used)

respect for trans identities (e.g. trans and gender variant persons can express themselves and 
dress as well as use rooms such as locker rooms and sanitary facilities according to their gen-
der identity and/or expression, etc.)

providing staff training or education that includes LGBTI topics

something else (please specify)* 

none of the above

5. Does your employer plan to provide training and education that includes LG-
BTI-related topics over the next two years with a view to ensuring a safe and 
accepting work environment for its employees? *

Yes

No

I have no information about it



Please specify the title(s) of the documents that show this

If there are more than one, separate the titles by comma*

7. Are the employees informed about the official documents put in place by your 
employer to regulate and protect their rights, including the prohibition of dis-
crimination on the grounds of sexual orientation and/or gender identity and/or 
expression? *

Please specify the ways in which you have informed the employees (e.g. educational workshops, a web-
page URL, a newsletter, noticeboards, leaflets, etc.) *

8. Are the employees informed that the Life Partnership Act provides the same 
rights to same-sex couples guaranteed to married and unmarried couples (e.g. 
partner health insurance, paid marriage/life partnership leave, paid leave for 
family reasons, etc.)?*

Please specify the ways in which you have informed the employees (e.g. a webpage URL, a photo of the 
noticeboard, flyers, etc.)*

6. Does your employer use different terms in official documents for different 
forms of relationships: spouses, unmarried partners, life partners, informal life 
partners?*

Yes

No

Yes

No

Yes

No



ACTIVITIES OUTSIDE OF THE ORGANISATION
9. Organisations can support the LGBTI community in various ways. Some exam-
ples are listed below. Please tick all that apply to your organisation.*

Public support and/or participation in LGBTI events (e.g. pride marches, conferences, seminars, 
round table discussions, festivals etc.).

Providing funding for and/or encouraging employees to take part in LGBTI community events 
(e.g. paying conference and seminar registration fees; participation in round table and public 
discussions, etc.).

Providing support to activities and/or project cooperation with LGBTI organisations and initia-
tives (e.g. letting your office space be used for activities).

Sponsorship of LGBTI organisations and initiatives.

The organisation encourages and/or supports the employees to do volunteer work in LGBTI 
organisations and initiatives.

Participation in surveys on LGBTI-related topics.

Participation in the making and/or distribution of LGBTI-themed publications.

Something else (please specify) *

None of the above.

10. There are various ways in which organisations can present themselves in 
public as promoters of diversity policy, which also includes LGBTI people. Please 
tick all that apply to your organisation (multiple responses are possible). *

Presence of LGBTI topics and/or visual content in the promotional materials of the organisation 
(advertisements, etc.) and/or on the organisation’s website and/or social networks.

Policy of non-cooperation with businesses that do not support and/or condemn LGBTI persons, 
topics, activities in public, etc.

Advertising in LGBTI media.

Something else (please specify) *

None of the above.



11. Some of the activities within this project pertain to providing support to 
employers in order to ensure a safe and accepting work environment for LGBTI 
employees. Please tick the activities you would be interested in (multiple re-
sponses are possible):

a three-hour experiential workshop on LGBTI topics with accompanying online educational 
modules for organisation managers

legal support in drafting gender-inclusive documents

contacts with various organisations focusing on LGBTI topics

something else, please specify *

I’m not interested.

12. Can your employer be named as a participant in the Croatian Workplace 
Equality Index on the project’s website or in any media releases? *

The responses collected in this Questionnaire are completely anonymous, and the only information to 
be released is each employer’s total score. If you agree to have your employer’s name released, it will be 
featured in the ranking list next to your score (e.g. 2nd ranked: I&J – 89 points). If you do not want your 
employer’s name to be disclosed, the ranking list will state: 2nd ranked: Anonymous employer – 89 points.

Yes

No






