
Case Study: 
Embedding LGBT+ 
Inclusion in Policy, 

Culture and Practice



Agenda:
•Being open and inclusive without exception

•Leading the way in support for trans staff, service users 
and communities

•Supporting an active LGBT+ staff inclusion group

•Sharing lived experience with senior leaders, 
encouraging allyship

•The importance of concerted and visible support from 
senior leadership

•Q&A with Rafael



Rafael Rozenson - Background

▪ 13+ year career working for big blue-chip FMCG companies such as P&G, 
Disney, Bacardi, GSK, Danone, Mars, Monster Energy

▪ 3+ years founding Vieve: our mission is to make it easier for consumers who 
are on a high-protein diet to increase their protein intake without the added 
sugars, fats, dairy or excess calories
▪ Started with protein waters moved onto powders + bars

▪ Sole founder & still sole employee: company is proudly LGBT owned

▪ Currently stocked across 300 retail outlets in 15 markets across Europe, 
Middle East & Asia

▪ #1 in our category across Amazon, Google, Ocado and experience 200% 
growth during COVID



What has been the challenge for me?

▪ 2/3 of my career I have actively chosen to hide my sexual orientation from my employer despite being 
openly ‘out’

▪ Key drivers of this were the following:

1. Feeling the environment worked in weren’t inclusive and that I wouldn't be accepted

2. Actively facing homophobia/discrimination in the workplace

3. Awareness of the impact on career advancement opportunities

4. Desire to avoid conflict/confrontation on a daily basis

▪ Impact of this on my performance and also mental health has left me to leave several employment 
opportunities and organizations;  Also never felt very comfortable in a ‘team’ environment and had to watch 
every word I say (e.g. what did you do on the weekend? was never an easy question)



What can employers do?

Build Diversity Into 
Organizations

Top Down:
• Diverse leadership boards / senior managers / 

workforce
• Diversity built into their workplan (e.g. sponsoring an 

LGBT group, attending and organization events, etc)
• Actively live and breath diversity on a daily basis

Bottom Up:
• Policies in place that support diversity : inclusion of 

LGBT & other anti-discrimination policies
• Start-up mentality – either built it from ground up or 

implement it 
• Everyone has it built into their workplan as a way to 

build the organization



Best In Class Example –
Procter & Gamble (Canada)

• All employees have Diversity built into their specific work plans as part of a measure to ‘Build A Diverse Organization’ – it 
was specific, actionable and measurable and formed part of your overall performance review along with building the 
business

• This filtered through from the very top (CEO) all the way down to each individual manager;  CEO’s work plan was 
public

• Various diversity groups across the organization: e.g. P&G gays, Women’s groups, etc supported by senior leadership 
teams with significant budgets

• Recruitment events targeted at LGBT supported by senior managers:  we had one in a gay bar that was attended by the 
CEO where they networked with senior recruits

• Specific LGBT inclusion policy – diversity mentioned at length in employee handbooks, policies, etc;  Company explained 
how they were striving to create an inclusive organization

• Diversity training required for everyone in the organization – extensive trainings offered including 3 day off-site just 
focused on building diversity



Worst In Class – Drinks Company

• All male leadership team and senior management team

• Zero diversity groups

• Zero mention of diversity in HR handbooks, policies

• Pictures of mostly half naked women encourage and distributed amongst staff by management team (they 
were models for the drinks)

• Aggressive marketing tactics: very alpha male focused product

• All promotions were to white, middle aged men; Women often past over although they were stronger 
performers and had been with the company longer



Questions?


