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Being social with your colleagues and feeling at home in the workplace is extremely important for many people. After all, many of the hours that make up our lives are spent at work.
Developing your professional network can be important in furthering your career or simply
in carrying out your duties effectively.
Due to the prevailing (power) structures and mechanisms surrounding gender, it may be
that you don’t always get given the same opportunities in the workplace due to your sexual
orientation and/or gender identity and expression, or that you encounter
It makes me happy that the obstacles to developing your network or feeling at home.

network exists and that the
company supports it. I’m
proud to say my employer
recognises the importance
of inclusion.

KliQ vzw works together with employers and employees – under the
name KliQ Works – to make organisations more inclusive, so that everyone can feel at home. An LGBTI+ employee network can serve as an important means of achieving inclusion.

An employee network can take on many different forms. Every company
and organisation is different. It could be that you are mostly interested
Natalia, 26, in having a closed group that offers LGBTI+ employees a safe space, bePride@Accenture cause not everyone is out of the closet, perhaps? Or perhaps you’d rather
organise a whole host of open activities, attended by as many ‘allies’ as
possible from your organisation. Most networks work in such a way as to
combine the various approaches.
Would you like to start a network yourself, but don’t know how to get others involved? Or
do you, as a company leader, want to support the network of your employees? This toolkit
by KliQ Works will help you on your way, with tips, tricks, testimonies and good examples.
This toolkit answers questions such as:
o

Why is a network important?

o

How do I start a network by myself?

o

How do I convince my company to support my network?

o

How can I make others enthusiastic about getting involved?

o

How can I strengthen and expand my network?

o

How do I promote greater diversity in my network/at my company?

o

How can I influence my company’s policies?

o

How can I have an impact that goes beyond my company?

This toolkit is just as much for employees seeking to start a network as it is for managers and
HR or diversity officers seeking to encourage a network.
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Why start a network?
Perhaps you’re not yet entirely convinced and you’re wondering what advantages an employee network could offer.

Is there even a problem at my workplace?
“We don’t have that problem, everyone is free to be themselves”, says one HR Manager, who
never stopped to think about the issue.
“Your sexual orientation is part of your private life”, says one employee, before proceeding to
talk about what she did on the weekend with her husband and the kids.
Despite the legal developments and an increasing level of acceptance, LGBTI+ people still
face obstacles to finding work or promoting themselves, still risk having a reduced sense of
well-being as a result of internalising negativity and not often feeling able to be themselves
in the workplace. Explicit prejudices have merely become implicit prejudices due to legal
and social changes.
For most people, a great deal of their lives is spent in the workplace. As such, it shouldn’t
come as a surprise that the workplace reflects the prevailing societal tendencies. Both on
and off the work floor, the acceptance experienced in one’s environment drops when one
fails to meet gender-stereotypical expectations or when one doesn’t identify as either a man
or a woman. Furthermore, the stigma surrounding sexual minorities and gender diversity
can in certain cases give rise to (in)direct discrimination, bullying behaviour and (often unconscious) prejudices. Due to binary gender stereotypes we often see a focus on expectations and prejudices surrounding men and women rather than a focus on talent. This leads
to fewer opportunities, e.g. for promotion, and to an assimilation of expectations (self-disciplining). This gives rise to an artificial homogeneity among employees, resulting not only
in missed opportunities for innovation and a competitive edge for the company, but also a
decline in employee well-being.

15.6% of trans people are unemployed.
26.6% have changed jobs for reasons related to their being trans.
(IGVM, Leven als transgender in België, 2009)

discrimination
unemployed
choice of job
numbers

1 in 10 LGBT people feel discriminated
against when searching for a job and at
work
1 in 2 trans people feel discriminated
against when searching for a job
1 in 5 trans people feel discriminated
against at work
(FRA, EU LGBT survey, 2013)

For 30% of gay, lesbian and bi people, their sexual orientation has influenced their choice of job.
(Vincke, Discriminatie van holebi's op de werkvloer, 2008)
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72% of respondents who identify as ‘LGBT allies’ would
be more likely to accept a job at a company that supports equal opportunities for their LGBT employees/
(The Center for Talent Innovation, Out in the World:
Securing LGBT Rights in the Global Marketplace, 2016)
Only 16% of trans people are completely open in the
workplace
(FRA, EU LGBT survey, 2013)

out
at
work

Only 1 in 2 gay, lesbian and bi people come out to
their co-workers during the orientation phase of a
new job
(Vincke, Discriminatie van holebi’s op de werkvloer, 2008)
80% of employees are comfortable with having a colleague who is gay, lesbian or bi
67% of employees are comfortable with having a colleague who is trans
(Eurobarometer 437, Discrimination in the EU, 2015)

Striving for an inclusive workplace benefits everyone
Choosing to strive for diversity and inclusion in the workplace is a smart move. Not only for
the employees, but also for the company or organisation itself. Which means good news for
the employer, too!
Two survey studies show how investing in the inclusion of LGBT people leads to the improved performance of economies, companies and individual employees according to all
kinds of indicators, including innovation, (mental) health, satisfaction, motivation, cooperation, public image and attracting talent.
An LGBTI+ employee network plays an important role in creating an inclusive workplace.
Your sexual identity and gender identity are not limited to your private life
While at work, every employee inevitably shows aspects of who they are. In the workplace
there are hints about people’s personalities and private lives wherever you look, details that
in themselves have nothing to do with the job they do. They might crop up during an informal chat around the coffee machine about a hobby or weekend activity, or they might be
sitting on your desk in the form of a family photo. Whether directly or indirectly, most people give hints about who they are. The ability to be open in the workplace is thus a matter of
course for many people. Having to hide who you are or the name of your partner because
you’re not sure it’s safe to divulge this information can be extremely isolating. It can have a
negative impact on your well-being at work and can even be at the expense of retention,
productivity and commitment.
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The coming-out dilemma, or ‘the cost of thinking twice’, illustrates this clearly. Over the
weekend, a lesbian employee celebrated being together with her girlfriend for 10 years. On
Monday morning, a co-worker asks what she did on the weekend. The diagram below shows
the whole thought process that arises from this question and the negative consequences
that such a simple question can have:
“Hi, how was your weekend?”

yes

Have I already come out of the closet
for the person asking this question?

no

I tried, but it does not register
Tell freely:
I can share my happiness

Task: Return the question:
“How was yours?”

I feel brilliant

I do not feel excluded, avoided...

Lie, stay silent:
I bypass the question

I feel like a liar, coward

I avoid informal contacts and
seem anti-social, an outsider

Employees who can be themselves are happier

By setting up an LGBTI+ network you are offering a platform where there is room for people to be themselves. This may be within the closed environment of the network or in the
broader environment of the organisation. The simple existence of a network can in itself
offer support and give visibility to a subject that is often sidestepped in the workplace. The
choice is entirely up to the employee whether they want to come out in the workplace or
not. LGBTI+ people have to decide for themselves whether their environment feels safe before taking the step of revealing this part of their identity. But those who are open often feel
happier and perform better. A network can create the necessary openness for people to out
themselves. People can in turn support each other and learn from one another.

It’s not a problem for us. As an LGBTI+ person I feel great at work.

It may be the case that you yourself have never experienced problems at work. However,
you don’t always know whether you’re receiving the same opportunities as your co-workers.
In the last few years a lot has changed, but often enough the so-called Old Boy’s Network
still plays a decisive role. An LGBTI+ network provides opportunities not only to LGBTI+
employees, but also to their allies, in the sense that they are also part of a network that supports their career and puts them in contact with more people.
But your own situation is in any case not a benchmark for the situations of others. At many
companies where openly LGBTI+ people are present, a lot of people are often hesitant to
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come out and thus it is hard to have an accurate overview of the problems. Also consider
that for some people it’s even harder to come out these days; precisely because of the idea
that this is no longer a problem, those who are in doubt find it even harder to make the
step. With a network in place, this can start to change.
Whether you want to take on an exemplary role or not is your choice. But consider that in
such a role you are capable of positively influencing the lives of others.

My sexual orientation and gender identity is just one small part of who I am

A network strives to ensure that you receive the same opportunities as everyone else and
that you feel as free as everyone else to be yourself in the workplace. In this way you can
flourish in your organisation despite the obstacles that your sexual orientation and gender
identity sometimes bring with them.
Of course, everyone’s identity is made up of many different aspects. The stigma surrounding
LGBTI+ means that not everyone is or can be equally proud of this aspect of their identity. By
working towards a completely open and inclusive organisation together with your network,
you can break through this stigma and people can be proud of their own identity again.

An internal network that leads to greater inclusion

The work that a network does often leads to the whole organisation becoming more open
and inclusive. As such, it not only benefits LGBTI+ employees, but all other employees, too.
By not being bound to stereotypes and (unconscious) prejudices, everyone is able to unfold
their talent to its fullest potential. Cooperation within teams improves as a result of greater
well-being among the target groups. In general, the company’s productivity, innovation and
competitiveness will change for the better.

An asset to any company or organisation

An LGBTI+ network at your company or organisation can be a great asset in creating an
inclusive organisation. Such a network makes it clear – not only to current and future employees but also to clients and partners – that there is room in the company for sexual and
gender diversity, and it can also serve as a means of sharing expertise within the organisation. Having a more diverse workforce facilitates better, more considered decision-making. At
companies where diversity is celebrated, people often have the confidence to be more assertive in conveying their unique vision and using their talents to their full potential. Visible
diversity in your workforce is also reflected in the target groups that you reach and contributes to a strong public image.
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The existence of .beproud! recognises LGBTI individuals working for the federal government and indirectly recognises myself as an LGBTI individual. Being a member
has made me feel better at work as it gives us the opportunity as co-workers to
have a discussion about diversity.
Anonymous, .beproud! (network within the Federal Government of Belgium)

My rainbow network helps me by virtue of its mere existence. And by putting
specific forms of discrimination in the spotlight and eliminating them, with the
result that the railway company leaders have now signed a diversity charter. By
offering a platform where we – gay, lesbian and bisexual individuals – can come
together and share our stories, when this is not always possible otherwise. By
showing that we are far from alone.
Anonymous, 28, Trainbow Belgium (network for railway employees)
I joined in order to network. To do something for my fellow LGBTI co-workers and
to get more attention being paid to the well-being of LGBTI people in the workplace. I now feel better in my skin and have the confidence to speak more openly
about myself. Being a board member of Trainbow gives me greater job satisfaction.
Stijn, 30, Trainbow Belgium
EGALITE helped me and my co-workers to feel more comfortable in the workplace and to increase the visibility of LGBTI+ employees. This led to an increase in
both tolerance and acceptance. Although EU institutions have always been respectful employers, in recent years they have become more open and much more
welcoming to LGBTI+ employees.
Slaven, EGALITE (network within the institutions of the EU)

I became a member of the LGBT network at my company because I wanted to contribute to the running of the network and to a more inclusive work environment. It
also gave me a feeling of support and recognition for who I am. Being a member
of a network gives you a ‘safe’ and ‘familiar’ feeling, knowing that there are people
around you who are allies and will condemn discriminatory behaviour.
Sven, Accenture
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As a heterosexual person, becoming a member of the network helped me to better understand diversity and unconscious prejudices in the workplace and to see
why we have to work on increasing awareness regarding acceptance of LGBTI
individuals in the workplace.
Natalia, 26, Accenture

The fact that this network exists gives me a good feeling, knowing that the employer finds acceptance and support important. There is still a lot of discrimination in both private and work environments towards people of different sexual
orientations and gender identities. Joining an LGBTI network strengthens our
position and offers an informal forum to talk about subjects relating to sexual
orientation, gender identity and expression, to exchange ideas regarding policies and to meet new people.
Anonymous, .beproud!

I am a board member of the rainbow network because I believe in the necessity
of adapting the current ‘normal’ to the new ‘normal’.
Benjamin, 38, Trainbow Belgium

I feel it’s essential that LGBTI people get the same opportunities as others when it
comes to recruitment and promotion. But having fun with ‘like-minded’ people is
also part of it.
Christian, 53, Trainbow Belgium
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A successful beginning

TIP

So, you’d like to set up an LGBTI+ network at your organisation, as an individual employee or as a group. Or you’re an HR officer or manager and you’d like there to be a
network at your organisation. How do you get things off to a successful start?

Bottom-up or top-down?
The two factors for a successful network.
Two elements are often very decisive for the smooth functioning of a network: you need
both the support of the team and a sponsor from the (upper) management or the board of
directors.
Trying to set up a network from the management level, e.g. as an initiative of the international headquarters, often fails. You should create the network together with the employees.
After all, it is intended to be a network made for and by them. Similarly, a network with team
support but no sponsor can encounter significant difficulties when it comes to organising
activities and being heard by employees or managers. Financial, logistical and moral support are important, demonstrating that the company or organisation appreciates the initiative and work of its employees

First step: check whether there is already an existing network
It’s a good idea to start with a brief investigation of the current situation. It could be that
there is already an LGBTI+ network at your company, at one of its subsidiaries or at another
local branch. Perhaps networks were already set up at your company in the past surrounding other topics and these networks could provide inspiration.
In some sectors, companies and organisations are smaller and it might be interesting to
explore the possibility of establishing a sector-wide network. So, be sure to check whether
such a network already exists. In other countries you will find examples from the legal profession, such as Alice , the career portal and lawyers’ network for LGBTI+ individuals, and the
Interlaw Diversity Forum. Some of these networks are also active internationally, such as
UNICORNS IN TECH for people in the IT sector.
Ask yourself the following questions:
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o

Is there an existing network that we can expand on?

o

Do we want to join an existing network from the sector?

o

Do we want to start our own network?

o

Do we want to set up a network for our sector?

Seek out allies and supporters
A wide support base: seek out supporters for a core group

“One is the loneliest number”
You have already assembled a group of enthusiastic co-workers who are raring to go. Great!
A network relies on multiple people to provide the driving force.
If you’re starting out alone or you’re a manager or employee who would like to start a network, then first seek out supporters. Even if you don’t immediately find others with the same
level of enthusiasm, don’t rush into it on your own. There’s more to starting an employee
network than you’d expect, and a sustainable network can’t be maintained by a single person.
Spread your message throughout the entire company and bring any interested parties together for an open-ended discussion. Don’t look only within your own department or network of associates; consider contacting HR, the diversity department or the internal communication department. Cast your net widely and ensure your message is clear.
Many networks opt for an open network model. Employees who are not LGBTI+ themselves
can equally be part of the core group. Together you can build an alliance and make your
company or organisation more inclusive. An inclusive organisation is ultimately in everyone’s interest.

I became a member of the LGBTI network at my company out of my
own personal convictions. I am a straight man, but I didn’t choose
my sexuality. I find it unacceptable that LGBTI people still experience
difficulties in our society. I wanted to give my support by becoming a
member of the network.
Michael, 29, Accenture (ally)

Being a member of Trainbow Belgium helped me to be a better parent to my daughter.
Lesley, 36, Trainbow Belgium (ally)
As soon as you’ve got enough co-workers together – a core group of three being the minimum – you have a foundation on which to build further.
If you’ve got a lot of enthusiastic people on board or you want to further expand your core
group, think about the composition and diversity of the core group. Which backgrounds are
not yet represented? What are your individual strengths (organising, networking, etc.)? How
can you build the most sustainable core group together?
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Aim for a diverse board of management, drawing on as many different departments as possible; this way you already have a large
network and can achieve your goals faster. With a sufficiently large
network you can approach the management of the company/organisation with confidence.

TIP

Stijn, 30, Trainbow Belgium

Remember that you don’t have to act alone.
Çavaria, the Flemish umbrella organisation with more than 120 affiliated LGBTI+ associations (including company networks), and KliQ, the training organisation for sexual and gender
diversity, are standing by to guide and support you in setting up your network.
Contact çavaria and KliQ.

Support from the management: seek a sponsor
Support (in whatever form) from the management is a definite asset, and indispensable if
you’re looking to develop a sustainable network. A sponsor can make a world of difference,
not only financially and logistically, but also with regard to communication and visibility.
Sponsors often come from the management committee, be it the CEO or CFO. Sponsors
co-determine the direction of the company and their word has a lot of influence on the recognition of a network within the organisation. They are the ones who can open doors and
facilitate your work.
Sometimes it can be useful to already have a more concrete plan or idea of how to convince
your sponsor (see the next step). In your discussion with them, be sure to refer to a clearly
developed business case when talking about the what and why of your network. Explain that
this network can be part of a policy of inclusion that extends to everyone in the company.
If you want to engage more deeply with your sponsor, it may be effective to seek this person out
right from the start and to invite them to be a part of the further development of the network.
KliQ Works can provide a fully-developed business case that shows that an inclusive workplace is good for employees while also offering many economic advantages for the company.
Contact KliQ Works for more info or to receive training in this area.

Try to get your management involved as early as possible in the process. It is worthwhile, even before setting up your network, to check
if the management is enthusiastic about the idea. Are they open to
such an initiative? Do they want to support it? Or is there no support
at all? Then you know from the start where you stand and where
future challenges might lie. Whether the outcome is negative or positive, your policy, actions and activities can be adjusted accordingly.
Ramses, 36, Trainbow Belgium
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TIP

Seek support and inspiration from your international
colleagues.
Large international companies often have LGBTI+ networks that are active in certain
countries (often in the US or UK) or that operate globally. If you’re with such a company,
drop them a line. They can help you with handy tips and even lobby your management or
co-workers to raise awareness of the importance of the network. In this way they can assist
in gaining support from management and co-workers alike.
You can find more information on the international website of your company.

A sector-wide network
If you’ve opted to start a network not in your own organisation but across multiple companies and organisations in your sector, then the above steps are equally important.
Ensure that you start with a core group that provides sufficient support to move forward.
You can find a sponsor from the participating companies or organisations or you can seek
one from your sectoral federation. Such a federation can play a facilitative role in assembling
its members to engage with this topic.
As a sector federation yourself, you can also check in with employees to gauge whether
there is interest in a network and bring people together to create a support base. In this way
you can ensure that even employees in smaller companies and organisations can be themselves, that they can be happier and perform better.
As a role model for your sector, you can in turn attract more talent and project a positive and
inclusive image to clients.

Who are we and what do we want?
Once you have secured foundational support in the form of your strong core team and your
sponsor, you can move on to shaping your network.
Objective
What do you want to achieve with your network? E.g., do you want to host recreational activities, to focus on networking, giving training and sensitising the organisation, influencing
your company, bringing together like-minded people and offering support?

What you need is a good mix of a few motivated colleagues with
whom you can form a board of management and who are ready
to invest their commitment in the initiative. Then you should think
about gradually developing a vision, a plan for the future. Ask yourself where you would like to be as a group, what you want to achieve
and which activities you will organise.
Ramses, 36, Trainbow Belgium
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TIP

Choosing a name
Existing LGBTI+ employee networks have the most diverse names, from GALA (ING) and
GABLE (P&G), to the catchier Out in Space (space sector) and Unicorns in Tech (technology
sector). Sometimes you have a play on words like with Trainbow (Belgian railway), or names
with a message, such as .beproud! (Federal Government), Open&Out (Johnson & Johnson)
and Egalité (EU). Most names contain a wink at being LGBTI+, but avoid using these letters
descriptively.

A clear mission and communicable message
Ensure that you have an easy-to-grasp mission and message that immediately make the
purpose of joining the network clear. Write these down and make sure that all your (core)
members can stand behind this vision. Consider communicating these via the intranet or
your own website or Facebook page, etc.
Internal communication and structure
If you want to see your network running as smoothly as possible, also take some time to
think about internal communication and a clear division of duties. Who make up your core
group and who are the more ‘casual’ volunteers? Which members are responsible for the
task of coordination? Who is your network’s contact person when communicating with the
company’s management? Who is responsible for email communications to members, for
the finances, for planning a certain activity, etc. By making clear arrangements in this regard
you can avoid needlessly doubling the workload or neglecting certain tasks. Especially as
your network starts to grow, you should start thinking about gender balance, diversity and
inclusiveness.
Ensure that everyone in the core group is aware of the tasks and activities your network is
engaged in. Come up with a simple means of sharing information. This could be offline in
the form of a folder containing all the documents, or online using systems like Dropbox,
Google Docs or a private Facebook group made for internal use.
Assign someone as your network’s point of contact and make it easy for people to get in
touch.
Think about the practical side of things
The situation is different for every network. There are two common setups: a network is either embedded in the structure of the company/organisation or not. This has implications for
the financing and insurance of the network.
Financing
However modest your activities, it’s often impossible to operate without a basic budget.
Persist in trying to find a sponsor in the company who can free up a budget or lobby various
departments together with your network to try and obtain this budget.
Other possibilities for financing your network include fundraising and subsidies. If you register with çavaria as a member organisation there are a number of opportunities throughout
the year to request small subsidies.
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Insurance
If a network is embedded in the organisation or company it is listed and recognised as an
association or working group within the company/organisation and is therefore usually
insured. If the network is not embedded and thus not recognised or encapsulated by the
company, then it is often not insured.
In this case there are also a number of advantages to signing up with çavaria as an association. You’ll receive the compulsory (!) public liability insurance and legal aid for your volunteers (member employees) for free. In addition to this, çavaria will pay half your accidental
physical injury insurance for member employees. As an association you can also sign up for
various other insurance policies at a 40% discount.
Non-profit or de facto association?

A de facto association is relatively simple to get started, while a
non-profit (vzw) demands a bit more time. Setting up the articles of
association for a non-profit can be a job and a half. But a non-profit
has the advantage of better legal protection in cases of liability. With
a de facto association, all the members are equally liable as individuals, while with a non-profit it is the association itself that can be held
liable in the event of loss, damage or financial shortcomings.

TIP

Ramses, 36, Trainbow

Sign up with çavaria
Joining çavaria has many advantages. In addition to receiving financial support and insurance, you can receive training and make use of çavaria’s communication channels in order to
spread the word about your activities. Çavaria’s movement coordinators can provide practical support (help with subsidies, brainstorming, administration, non-profit matters, location,
mediation, and more). Furthermore, you’ll be part of the LGBTI+ movement alongside more
than 120 other associations, and have a voice in the internal structures of this movement.
The membership fee is €30 a year.
The networks of Accenture, Rainbow Cops Belgium and Trainbow Belgium are all registered
with çavaria, to name just a handful.

Time to be heard
How do interested colleagues know that the network exists? How can they get in contact
with you? Through existing platforms (e.g. intranet)? Or are you thinking of starting a Facebook page or (in due course) a newsletter?
These days, companies and organisations are flooded with information and the flow of communication is constant. It’s common that people don’t even know there is an active network
at their organisation. As such, it’s crucial not to neglect communication. If the information
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is only accessible via the internet (passive approach), the chance remains great that few
people will discover the existence of your network. A more active form of communication is
therefore advisable. Here are some tips for reaching interested parties:

•

Communicate on a specific day, such as IDAHOT (International Day Against Homophobia, Transphobia and Biphobia). Use the internet, the Facebook pages of your members,
or distribute posters throughout your organisation’s offices and workstations.

•

Make use of your company or organisation’s official channels: invite the CEO or the company channels to spread a specific message about sexual diversity and gender diversity.
Make sure they make a very clear mention of your network and that they encourage
people to join.

•

A simple way of making your network widely known is to organise an inaugural, open
activity (see below). Invest a good amount of energy in communicating about this activity and convince interested parties to sign up with the network during the activity
itself. Your company can help to spread the word about this activity. (If you would prefer
to set up a safe network where colleagues don’t find out who is LGBTI+, use the other
tips instead. These are also found below.)

•

A brochure is a handy means of sharing information.

•

If you are a member of çavaria, your details will also appear in the back of ZiZo Magazine.

•

Make your own website (using WordPress or Google Sites, for example) or enquire with
the ICT department whether it is possible to make a small webpage on the company’s
main site.

•

A (digital) newsletter that could be linked to your website or Facebook page is a handy
way of keeping your members up-to-date. Always consider carefully the desired objective of your newsletter. Do you want to attract new members, update your members on
the latest activities and/or inform non-members regarding your services? The goal of
the newsletter will determine the readership and therefore the layout, writing style and
contents.

TIP

So, think about your message too: your name and vision are important, but so is the (open
and inclusive) way in which you communicate. In this way you can make sure everyone feels
welcome and that your network has a positive vibe.
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Your network on Facebook
A Facebook page is an easy way to quickly make a name for yourselves and to maintain
momentum. By posting articles and activities and informing your followers about what your
network is doing, you create engagement and are able to keep your network active even
during busier periods at work. It also makes the network more accessible to people who
want to reach you but are not out of the closet; they can send a simple Facebook message.
This platform is also less directly linked to the work environment.
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o

Choose a good profile picture that will appeal to your target group, such as
a logo.

o

Post regular updates on your page, but not to the point of spamming.

Post at the times when your audience is most active online. You can schedule posts so that they are published at a time predetermined by you.
o

Respond to people who post on your ‘wall’. This way you encourage them
to engage more often. Establish a number of rules for respectful communication.

o

Give your fans a regular peak behind the scenes.

o

When posting on your personal page, tag your network page (‘@name of
project/group’) so that your friends can find it with ease.

Next up: your first activities
One of the most important objectives for networks is to bring people together. Arranging
activities will probably account for most of your organisational time.
Put your heads together with the other members to decide which activities you’d like to
organise and how often. Will they be closed activities with only LGBTI+ employees (a safe
space) or open activities with allies (or a combination of the two)? Will you invite the management to take part in certain activities or only your co-workers?

TIP

Make practical arrangements regarding the division of tasks and also decide on a participation fee, any possible risks involved, the organisation costs, etc.

Closed or open activities?
If you have the capacity, organise both internal events and external events (e.g. pride) that
are open to everyone (think sensitisation, visibility and promotion) as well as closed events
in other locations (for networking, support and exchange) so that staff members can participate in a safe space. In this way you are catering to different expectations.
Below are a number of examples of possible activities that could serve as inspiration for
your network.

Network drinks
Many networks organise drinks, especially as their first activity. The point is for people to
have an opportunity to come together informally, get to know each other and exchange experiences. But it can equally be an occasion where career developments are seeded. Sometimes speakers are invited to give a short speech. A speech from your sponsor or a manager
can show that your company attaches great importance to your initiative.

Campaigns
Your network can come up with all manner of nice campaigns to make sexual and gender
diversity more visible in the workplace. For example, Trainbow Belgium (the Belgian railway’s
LGBTI+ network), in cooperation with the national rail service, hung up rainbow flags at certain Belgian train stations during the week of the International Day Against Homophobia,
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Transphobia and Biphobia (IDAHOT, 17 May) and Belgian Pride. With this campaign the network sought to show its support of diversity in our society and LGBTI+ people in particular.
Other good days for such campaigns include: Trans Day of Visibility (31 March), Lesbian Visibility Day (26 April), Bi Visibility Day (23 September), Coming Out Day (11
October), Intersex Solidarity Day (8 November), Transgender Day of Remembrance (20
November), World AIDS Day (1 December).

A safe space
Sometimes networks meet up to offer a safe space for LGBTI+ people. Then it’s a good idea
to organise the activity not in the workplace but at an external location. This could be a bar
or a rented space, or a rainbow house, for example. Communicate clearly and make clear
agreements that the activity is for LGBTI+ people and that what is said and who is present
will not be communicated outside of the event.

Reception
A new employee contacts your network and would like to attend an activity, but doesn’t
dare to. You can always offer new members the opportunity to first have an introductory
chat with someone from the network who’s a good listener.
Sometimes people are still struggling with a lot of questions about themselves, or with their
personal stories, and are in need of a sympathetic ear. In such cases a good reception is
important. For this you need the right skill set and appropriate training. As such, it’s best to
refer the person to the reception of a rainbow house, the Holebifoon or desocialekaart.be,
where they can rely on the assistance of trained therapists.

TIP

Also contact the confidential advisor or prevention officer to inform them of the existence of
the network.

Holebifoon
The Holebifoon is an initiative of çavaria. It’s a reception and information hotline people can
turn to with all their questions regarding sexual and gender diversity. You can also request
information or share your story with them. It’s also possible to contact them by emailing
vragen@holebifoon.be or via chat.
Hang up a Holebifoon poster or share the info via your company or organisation’s communication channels.
Note: this is a Dutch-language service.

Debate
If you want to host a more in-depth discussion – about the level of inclusion at your company, for example – then you can organise a debate with people from different departments
of your company or organisation. An external speaker, an expert or someone from another
network can help to provide some inspiration for the discussion.
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Participation in external activities
As a network you can of course participate in external activities, too. Organise a group trip
to the Christmas market, for example, or attend another association’s film evening.
Many networks also take part in a Pride march each year. In 2018 the networks all marched
together at Belgian Pride for the first time, behind the Open@Work banner.

Meet other networks: Open@Work

TIP

Open@Work is an initiative by Accenture, BNP Paribas Fortis and KliQ that brings together
the networks of different companies and organisations. There are multiple Open@Work
events each year that you can participate in for free. The events are largely informal, but
often contain a more formal component with a debate, a testimony or a presentation on a
particular good practice relating to inclusion in the workplace.

Organise an Open@Work event yourself
In recent years, Accenture, BNP Paribas Fortis, KliQ, AXA, ING, the Flemish Government, .beproud! and BELDEFRAC have organised Open@Work events at their various locations.
For some networks this also served as their inaugural activity. Inviting external parties piqued the interest of many employees, who in turn came to take a look. The management
likewise felt like they should be present.
Would your network like to organise an Open@Work event, too? Contact Open@Work

Be as open-minded as you can when organising an activity. It may be
something small, just going for a drink together, or it could be a testimony or something else. As long as the message reaches the right
people, it’s already a success.
Isalynn, 24, Accenture

A sustainable existence
Now your network is off the ground and the first activities are already behind you, it’s important to ensure your network enjoys a long and sustainable future. In this way you are
ensuring that the enthusiasm stays strong and that staff turnover doesn’t spell the end of
the network.

Expand your core team
Your core team has already organised a number of activities and in the meantime it’s probably become clear which tasks are more difficult to follow up on, which skills are lacking or
which departments are not yet involved. You can now go in search of people to expand your
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team. You might opt for one person from your core team to assume responsibility for this
task.
It is often less difficult for a network to find participants for activities than to find volunteers/
co-workers in the company or organisation that are willing to pitch in with the network’s
maintenance.

How do you attract volunteers and how do you make it so they are happy to stay?

1.

Before you begin your search, it’s best to explore some questions: what image does
the network give off, what do you need volunteers for, what kind of profile should they
have, what can you offer potential volunteers and what tools do you have for getting
people on board?

2.

Make a profile of your ideal volunteer, so that you have a better idea of who you’re looking for and where you might find this person. Are you only looking for LGBTI+ people or
is everyone welcome?

3.

Think about the message you want to convey. Make it clear in advance what kind of
commitment you expect and what you can offer in return.

4.

Decide on a method of selection. You could, for example, send out a call online, post on
Facebook, or speak to people directly.

5.

Don’t forget to treat your volunteers every now and then and to check in regularly with
them to see how they feel about things. They are ultimately the engine that drives your
network!

6.

Evaluate frequently. Are the right people in the right positions? Do the volunteers still
feel good within your organisation? Do you anticipate people leaving in the future,
threatening to leave you short-handed? By thinking long-term and evaluating the situation frequently, you can nip serious problems in the bud.

You might also opt to give your network more structure. This could be a good time to embed your network structurally in the company or organisation, for example, or to set up a
non-profit organisation.

Diversity breeds enthusiasm
As a network striving to achieve diversity and inclusion in the workplace, naturally you want
to lead by example. But it’s not always that easy to make your own network a model of the
diversity that LGBTI+ stands for from day one. Create an environment of trust, be patient
and open, and occasionally go in search of constructive criticism that can strengthen your
network.
Role models
You can seek out role models within the company. By inviting them to be active in the network, others can identify with them and the step of joining the network might be that little
bit easier. Convince people by pointing out what an important and meaningful role they
could play in the lives of others. Keep in mind, however, that not everyone is out of the closet or keen to take on such a public role. Ultimately the decision rests with them.
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Communication
The way your network communicates also determines who you reach and who feels welcome. Ensure that you make it explicitly clear that your network is open to everyone.
Also keep in mind the question of whether you are reaching everyone. It may be that the
intranet is only accessible to middle management, for example. By diversifying your communication strategy – e.g., by putting up posters or using a platform like Facebook – you
might be able to reach the rest of the organisation..
Intersectionality
Diversity also means that people can have different identity characteristics that, just like
gender and sexuality, can play a role in the workplace. Think about how you can make these
intersections of different identities visible as a topic of discussion or how you can ensure
representation in this regard as well. An intersectional approach can also be adopted by
working together with other networks in your company, such as a women’s network or a
network of ethnic-cultural minorities.
This kind of cooperation also has the benefit that all the networks involved become stronger
in solidarity. The partner networks can help to combat homo-, bi- and transphobia and your
network can help to combat sexism and racism. By working together you gain in strength
and are able to make great strides in realising the vision of an inclusive workplace.
So be aware of the many forms diversity can take and the fact that you may be discriminated against because of different characteristics. Make it clear here, too, that the network is
an open network.

SEXUAL
ORIENTATION

ETNICITY
GENDER IDENTITY
AGE

ECONOMIC
STATUS

RELIGION

NATIONALITY
GENDER EXPRESSION

SKIN COLOR

CULTURE
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TIP

Accessibility
If you’re to be inclusive as a network, it’s important to think about accessibility.
Say you want to be accessible for everyone and you receive a specific question from someone who has particular needs, how do you know where to begin? As an association registered
with çavaria, you can always turn to us for assistance. Your location isn’t wheelchair accessible? You can’t answer someone’s question because you don’t speak their language? You
want to promote an activity in braille? Contact your educational coordinator at çavaria. They
will be able to release a budget of up to 100 euro and will look for an appropriate solution
together with the network.

Expand your network and make your island a continent

TIP

As a newly formed network it’s important to keep expanding. This way, not only will you be
better informed of news that’s relevant to your network, you will probably discover a lot of
(collaboration) opportunities.
o

Register with çavaria to receive support.

o

Ask KliQ Works to give a training session at your company or organisation.

o

Take part in Open@Work and discover other networks.

o

Request support from your international colleagues.

o

Establish useful contacts with the management through your sponsor.

o

Call on your communication department to help spread your message.

o

Work closely with your organisation’s confidential councillor.

TIP

Some more tips for a sustainable network
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o

Don’t underestimate the importance of enthusiasm and team spirit within
the network.

o

Listen to the comments and encouragement of your members, participants and co-workers.

o

Make your network’s impact visible to all.

o

Continue to assert why the network is important.

o

Do the occasional out-of-the-box activity (a book club, sporting activity,
etc.).

o

Participate in a benchmark evaluation with other companies and organisations.

o

Work together with the organisation on their diversity policy.

The pitfalls that these people overcame and that you might encounter
In this toolkit you have read about how to get a network off the ground successfully. But
even successful networks sometimes encounter difficulties. Don’t let that deter you and
don’t be discouraged if you come up against some of these challenges yourself. Below you
can read the accounts of a number of people from existing, successful networks. Through
their stories you’ll learn to identify and anticipate such pitfalls.

Getting support and funding from the management, and getting
past the idea that it’s just a club for gays who want to have a laugh
together.
Sven, Accenture

A lack of interest and energy from people to help organise things and
invest their free time.
Natalia, 26, Accenture

There may be a lack of awareness among co-workers or a general
disinterest. Some co-workers might actively work against you. But
these obstacles can be overcome and you can learn a lot from them.
Slaven, EGALITE

Not every management team is immediately open to initiatives like
these. It’s not forbidden to meet with colleagues after hours, however. If you get together as a group without any (great) expectations,
then you can never be disappointed. Remember that history was only
made by those who were persistent, who stayed on track.
Benjamin, 38, Trainbow Belgium

There will be people who support you and people who don’t want to
know anything about it. As long as you can continue making a difference for some people, you have to go for it and ignore the negative
reactions.
Isalynn, 24, Accenture
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Know that you have the power to change things as an
individual and that you don’t have to wait for your supervisor’s permission. Your supervisor will rarely be an
LGBT advocate already.
Keep in mind that working with a SOGIE policy (Sexual
Orientation, Gender Identity and Expression) is usually a
matter of trial and error. But don’t be discouraged, even if
you sometimes have the feeling of being alone.
Freddy, .beproud!

One pitfall is to start out with unrealistic expectations.
As an employee you are usually familiar with the culture
within your organisation. Sometimes a little jolt can help
to move things forwards, but often you have to play by
the existing rules and to a certain extent go along with
your company’s way of thinking. It’s tempting to start
out with high expectations. I think a better approach is
to tackle a limited number of topics to begin with.
Matthew, 30, Trainbow Belgium
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Diversity and inclusion at your organisation and beyond
I was preparing to have a Nothing about us, without us.
child with my husband, but Your company or organisation wants to work on achieving greater
the rules of the EU instituti- diversity and inclusion in the workplace. The best partner for realions did not allow for the le- sing this goal is, in the first instance, the network of staff members
who are LGBTI+.
gislation on maternal leave
to apply in the case of two The network itself can also be the one to reach out to the management or the HR and Diversity Department with the goal of co-creafathers. With our work at ting a policy on diversity and inclusion. After all, in addition to being
EGALITE, this became one a means of bringing people together, networks are often intended as
of the issues that we were a means of influencing the policies of the company or organisation,
and of inspiring others. As a network, you want to help to ensure
able to have an impact on that your workplace is somewhere everyone feels at home.
and the internal rules were
There are several things you can do as a manager, HR or diversity
adapted to reflect the reali- officer or network to change the culture of the organisation and
ty of LGBTI+ families. make it inclusive for everyone. Things that contribute to a workplace
Slaven, EGALITE

without discrimination or bullying behaviour, where everyone has
the opportunity to make maximum use of their talents and to develop themselves.

A charter for diversity and inclusion
Encourage your company or organisation to sign the charter ‘The Inclusive Organisation Culture, The power of gender diversity and sexual diversity in the workplace’. With this charter
your organisation or company shows its commitment to realising an inclusive workplace.
Point 5 of the charter asks that the organisation or company supports employee networks
and works closely with them. The other points touch on other possibilities for making a
workplace more inclusive.
The following companies and organisations have already signed the charter: Microsoft,
Coca-Cola, VDAB, the City of Ghent, McDonalds, P&G, Pfizer, Accenture, the Flemish Government, IKEA, the Royal Belgian Football Association and Michael Page.
You can download the charter in Dutch, English and French from the website of KliQ (www.
kliqvzw.be). It was developed in collaboration with the Vlerick Business School and VOKA in
the context of a project of the European Social Fund, ‘Focus on Talent’.

Call on your allies
Looking to establish a more inclusive organisational culture? Then it makes sense to go in
search of allies at your company or organisation who can lend their support. Sometimes this
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CHARTER

THE INCLUSIVE ORGANISATIONAL CULTURE
The power of gender diversity and sexual diversity in the workplace

Our companies and organisations are part of a very diverse society. Although this diversity greatly enriches our society, there are
still several groups, including women and LGBT people, who receive fewer opportunities due to structural imbalances and societal
mechanisms, both in and out of the workplace.
This charter represents the core principles of an inclusive organisational culture in which organisations/companies value the
diversity of their employees, customers, and partners. In particular, we focus on gender identity, gender expression, and sexual
orientation. We take other attributes into account as well, such
as ethnic background and disabilities, all of which contribute to
an individual’s identity. Such an inclusive organisational culture

enables employees to fully apply and develop their talents.
This charter acknowledges that an inclusive organisational culture, which takes account of the diversity and unique talents of
its employees, contributes to the well-being of all employees and
to the proper functioning of an innovative and dynamic organisation/company.
This inclusive organisation culture can only be achieved if all
members of the organisation/company do their part. This charter is a call for all persons involved—employers and employees
and their associations, civil society, and government—to work together in order to create an inclusive workplace.

THE SIGNATORIES COMMIT TO THE FOLLOWING IN ORDER TO
ACHIEVE AN INCLUSIVE ORGANISATIONAL CULTURE:
We aim to develop an inclusive workplace where everyone
can be themselves, can apply and develop their own talents,
and have equal opportunities without fear of discrimination.
We ensure that the notions of diversity and inclusion are
supported throughout the policies of our organisation. This is
not limited to the legal terms regarding non-discrimination
and the well-being of employees, but takes account of all aspects of and processes within the organisation, such as the
hiring and mobility of employees within the organisation. By
intervening in this structure, we also change the culture of
our organisation/company.
We appoint a confidential counsellor, and establish a clear complaint procedure for cases of discrimination and harassment.
We seek to enhance the knowledge and expertise of this
confidential counsellor, in addition to that of managers, HR
staff, and all relevant personnel who play a role in the implementation of inclusion policies. We do this particularly with
regard to gender mechanisms that might lead to exclusion,
intimidation, reduced well-being, and/or reduced skill development in the workplace.
These persons in our organisation/company act as ambassadors with regard to these topics, and they are supported in
this role.
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We support diversity employee network groups within our
organisation, and we will maintain close contact with them
and civil society associations in order to achieve an inclusive
workplace.
Internal communications to all employees include regular
updates about our diversity and inclusion policies and about
particular target groups and topics.
Our organisation/company takes up its social responsibility,
and conveys its policies and good practices in external communications. In this way we can contribute to a more harmonic and pluralist society in which everyone can feel at home.
Diversity and inclusion are important topics in our dealings
with our partners (eg., subcontractors and suppliers), and we
encourage them to apply principles of non-discrimination,
diversity, and inclusion.
We aim at inclusiveness in other branches of our company,
both domestically and abroad.
We evaluate our own activities with regard to inclusion and
diversity, measure their results and make adjustments where
necessary.

I can show my support and
make it clear to others that
I don’t accept any intolerance towards my LGBTI
colleagues. I don’t want to
be just a passive observer.
Michael, 29, Accenture

leads to the establishment of a network of allies.
A good example is the concept of the LGBT Ally at
Accenture. Allies working at Accenture can identify
themselves as such by walking around with an ally
lanyard or by registering themselves digitally so that
this is indicated on their profile page. Approximately
half of those that do this are not LGBTI+ themselves.
Employees at all levels of the organisation support
the initiative, from the new analyst to the seasoned
manager. (source: Zizo)
Other employee networks can also be allies in working towards greater inclusion.

How inclusive is our organisation: the Inclusion Scan
The Inclusion Scan is an online questionnaire that can be used by an organisation or company to carry out an initial self-evaluation. The scan gives insight into which steps can be taken
and what can be done to promote greater inclusion at your company or organisation (what
the HR department can do, how to communicate, what the CEO can do, how you can offer
gender-inclusive facilities, etc.). The scan covers:
the company’s vision and policies, the role of management and leaders, HR policy,
internal communication, the support and involvement of employee networks,
monitoring, external involvement.
The scan gauges inclusion with regard to sexual and gender diversity, but also focuses on
intersections with other characteristics that can lead to fewer opportunities and reduced
well-being.
After completing the scan, you receive a short qualitative analysis along with your result.
Based on the results of the scan, your company or organisation can also draw up a more indepth plan for achieving a more inclusive culture.
The scan was also developed in collaboration with Vlerick Business School and VOKA in the
context of the European Social Fund project ‘Focus on Talent’. Any company or organisation
active in Belgium can take part. Visit the website of KliQ for more info.

A company network makes it possible to initiate a
debate and to be able to talk openly about sexual
orientation and gender identity, including at work –
even at ‘old-fashioned’ companies where openness can
be rare.
Joeri, 35, Trainbow Belgium
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TIP

The top most inclusive companies and organisations
When your company or organisation does the Inclusion Scan, it is then eligible to be included in the yearly list of the most inclusive companies and organisations: the KliQ Works Inclusion Index. Your company or organisation will also be in the running to win an award for
the most inspiring diversity initiative.

KliQ Works membership
Your company or organisation can become a member of KliQ Works. KliQ Works carries out
an individual qualitative analysis of the Inclusion Scan results, designs a plan for making the
organisational culture more inclusive, and supports you in its implementation.
KliQ Works offers tools to aid in this process, corresponding with each of the subjects covered in the inclusion scan:
o

A checklist for inclusive recruitment practices (poster and mailing list)

o

Teambuilding card game on diversity

o

Interactive simulation game

o

Good examples from other companies and organisations.

o

A phased plan for inclusive communication.

o

Toolkits for gender-inclusive facilities and transition in the workplace.

o

Awareness games for the management.

o

Training in various workplace topics.

o

E-learning modules with practical cases for HR officers and team
leaders.

Of course, it’s also possible to simply book a training session or to purchase access to the
e-learning platform separately. More info can be found on the website of KliQ.

Reverse mentoring
As you might have guessed, ‘reverse mentoring’ is mentoring in reverse. Instead of an older employee or manager taking a young, new employee with less experience under their
wings, it’s the younger, more recent employee that mentors the older employee. Reverse
mentoring is common in sectors where the work revolves around new (digital) technologies,
where it is used to bring staff up to date with the latest developments. But reverse mentoring can also be a handy tool for learning more about younger customers or diversity.
Members of your network can engage in reverse mentoring as a means of making the concepts of diversity and inclusion easier to understand.
Ensure that both parties are getting something out of the process. For the person from your
network it could be useful in the development of their own career, for example.
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I highly recommend sha- Invite the management to set a good example and
become aware of the diversity at your company or
ring experiences with to
organisation.
other networks as much as
Works will soon make a toolkit available to
possible. If your company KliQ
support your organisation in the process of reverse
is reluctant to fully support mentoring.
your network at first, then
success stories from your
field might encourage External engagement
them to take the plunge.
Matthew, 30, Activities and conferences
Trainbow Belgium We already spoke about Open@Work above. Attend
the activities to share your own good examples with
other networks or march with Open@Work in the Pride parade to strengthen the message
of an inclusive workplace in society.
Also of interest are conferences and activities on the topics of sexual diversity and gender
diversity in the workplace. KliQ Works regularly organises interesting activities. And you can
always cross the border for a nice excursion. Workplace Pride in the Netherlands and Stonewall in the UK organise various large conferences each year that can serve as a great source
of inspiration and a place to meet people from foreign networks.
If your network is thriving, why not share your experience by giving a talk at a conference?

The movement
Your network can also participate in the many activities of the LGBTI movement. If your
network is a member of çavaria you are also helping to shape this movement. You have the
opportunity to participate in çavaria’s general meeting and to make a difference in working
for social change beyond your company or organisation.

Your company’s image
Work with your company on shaping its marketing strategy. In this way, you can show customers and partners that your company or organisation does not only place diversity high on
the agenda in its external communication, but also in its internal policy.
Give the network a visible position in your company’s job listings to show future employees
that everyone is welcome

Products and services for everyone
Your network can also play a role in the development of the products and services offered
by your organisation. Is everything equally inclusive for all clients? Your network could serve
as a good test group given the diverse backgrounds of its members.
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TIP

Examples from other countries
This toolkit already gives you an idea of how to be successful in setting up your network.
This toolkit is based mainly on the experiences of networks active in Belgium.
However, you can find a lot of interesting brochures from other countries on the websites of
KliQ’s foreign counterparts regarding best practices.
In the UK, Stonewall offers the brochures Maintaining Network Group Momentum and Global LGBT Employee Network Groups.
In South Africa you can find information on The LGBT+Forum.
In Canada, the Canadian Centre for Diversity and Inclusion published Employee Resource
Groups: Toolkit for Diversity and Inclusion Practitioners
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Organisations
KliQ

Kammerstraat 22, 9000 Gent
09 223 69 29
info@kliqvzw.be
www.kliqvzw.be

KliQ is a training organisation with expertise in the domains of sexual diversity and gender diversity. You can turn to KliQ for training and project
guidance in the field of diversity, with a focus on (trans)gender issues
and sexual orientation. KliQ works with an intersectional approach. This
means that we don’t reduce diversity to one aspect of someone’s identity,
but instead look at the whole picture.

ÇAVARIA

Çavaria is the umbrella organisation of over 120 registered LGBTI+ associations. These associations are given support, free training and a voice.
Together they represent the LGBTI+ community in Flanders and Brussels.
In addition to this, an equal opportunities initiative is in place aimed at
wider society. çavaria stands up for LGBTI+ people by working at the
structural level. çavaria campaigns, informs, creates awareness, lobbies
and represents opinions. The free and anonymous service Holebifoon offers assistance and serves as way to report discrimination. ZiZo Magazine
is çavaria’s public voice both online and in print.

Kammerstraat 22, 9000 Gent
09 223 69 29
info@cavaria.be
www.cavaria.be

LUMI

0800 99 533 (free)
vragen@lumi.be
www.lumi.be

Lumi is a reception- and information hotline for anyone with questions
relating to gender and sexual preference. You can turn to Lumi with your
story or your questions, or in times of confusion, sadness or joy. The service is free of charge and its volunteers listen confidentially and without
prejudice. Do you have a question about LGBT+ people? Are you not sure
about your sexuality or gender identity? Concerned about your sexual
health? Then you’re at the right address with Lumi. You can also call Lumi
to report discrimination.
Note: this is a Dutch-language service.

ZiZo MAGAZINE

ZiZo is Flanders’ largest (online and print) magazine or the LGBT community.
Both the site and the print version share news about politics and culture,
powerful standpoints, in-depth interviews, reviews, tips on the best nightlife,
and more.
ZiZo is a publication of the LGBTI+ community umbrella-organisation çavaria.

Kammerstraat 22, 9000 Gent
09 223 69 29
zizo@cavaria.be
www.zizomag.be
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