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Where to Get
Started?

WONDERING WHERE TO GET
STARTED?
Familiarizing yourself with the resources and tools
in this guide will allow you to make choices about
utilizing the information. As you review the guide,
you will see that it will serve as an easy reference for
you to locate information. If you are trying to find a
specific piece of information - for example, the right
terminology to use when talking about LGBT people
and issues - you can skip to the section that has the
answer. If you’re looking to expand your understanding
in a broad sense, start at the beginning and keep
reading. And if you need immediate “What do I do
now?” help with a conversation, jump right to the
Conversation Tools section.
Each section of this guide provides important content
that you can put into action as a leader at Sodexo. To
get an even deeper understanding of what these topics
and issues mean to the people who work alongside
you, be sure to watch the video clips that are included
throughout the Guide. These are personal narratives
from Sodexo employees. The videos provide you with
key insights that often take the words on a page and
turn them into inspirations for us to learn more and
change the way we respond.
Because this LGBT Conversation Guide is available to
all Sodexo employees around the world, it would be
impossible to include all legal issues for each country
within which we do business. However, should you
have a specific legal or Human Resources-related
question, please contact your HR Representative who
will be able to provide you with additional information.

Conversation Guide Introduction
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WONDERING WHERE TO GET STARTED?

How Do the LGBT Employees
and Their Allies Fit into
Sodexo’s Business Case for
Diversity and Inclusion?

Diversity is a fact and surrounds us every day. It
acknowledges the many identities that define each
employee as a unique individual coming to work in our
organization. Sodexo has focused its diversity strategy
around five key dimensions, but diversity covers many
more aspects of our individualities. Inclusion is the
attitude we need to adopt to leverage diversity fully:
It is the willingness and capacity to recognize, value
and optimize the diversity of all our workforce, clients,
customers, suppliers and community partners. When
it comes to the LGBT community, being a diverse and
inclusive company isn’t just about good corporate
citizenship. It is about being more effective in serving
our customers, and the proof of this is in the numbers.
Consider this:
§§ It is estimated that 6 to 10% of the population
identifies as gay or lesbian.
§§ In Sodexo, this means that somewhere between
22,800 and 38,000 employees identify as LGBT.
§§ In the marketplace, it means that between 3–5
million consumers identify as LGBT.
§§ Globally, the buying power of the LGBT community
is estimated to be $2 trillion according to WiteckCombs Communications Inc., and in the U.S.,
research suggests that the purchasing power
of the LGBT community exceeds $830 billion
annually, and LGBT consumers are among the
most brand-loyal communities. Meanwhile,
about 74% of straight individuals say that they
also make purchasing decisions based on how
organizations treat LGBT employees.
So the business case for equality is significant.
Whether the focus is on attracting new consumers and
clients from the LGBT and ally community, being an
organization that reflects the diversity of the people it
serves, or creating a workplace that is more inclusive
of all employees to boost their commitment and
performance, there are a number of reasons why being
an LGBT-inclusive organization is good for business.
Want to learn even more about Sodexo’s business
case for LGBT inclusion? Get more details about this
topic, including additional details on the international
business case by viewing the video below.

Business Case for Equality
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HOW DO THE LGBT EMPLOYEES AND THEIR ALLIES FIT INTO SODEXO’S BUSINESS CASE FOR DIVERSITY AND INCLUSION?

Understanding Some
Common Elements
in LGBT Culture

Like every group, the LGBT community has a number of cultural cues that are often used to symbolize unity,
familiarity, and even history. Many of these are so common and so closely related to the LGBT community, we often
recognize them, but may not know how they originated.
Taking the time to learn a little more about some of these cues and symbols can be another step on your path to
becoming an Open Leader. First, being able to recognize some of these terms and items gives you a higher level of
awareness into LGBT culture. Second, what better way to start — or transform — a conversation than being able to
speak knowledgeably about the topic?
While there are hundreds of cultural cues in the LGBT community, here are a few of the more commonly-used ones.

THE RAINBOW FLAG
Created by San Francisco artist Gilbert Baker in 1978, the rainbow flag is one of the most common symbols of
the LGBT community. Constructed to celebrate diversity, each color on the flag represents a different aspect of
the LGBT community. The trans flag has five stripes. The outer two are light blue and the inner two are light pink,
representing the traditional colors for baby boys and baby girls, while the middle stripe is white to represent “those
who are intersex, transitioning, or consider themselves having a neutral or undefined gender.” Helms designed it
to be horizontally symmetrical so that “no matter which way you fly it, it is always correct, signifying us finding
correctness in our lives.” Helms’ design was further adapted in a flag designed in 2010 by Marilyn Roxie for the
genderqueer and non-binary communities. (Source: http://thinkprogress.org/lgbt/2014/08/27/3476435/transgender-pride-flag/)

The Pink Triangle

Safe Space

The pink triangle pointing downward was one of the
Nazi concentration camp badges, used to identify gay
male prisoners. (Lesbians were commonly assigned
a black triangle grouping them with “antisocial”
individuals.) The symbol was reclaimed by the LGBT
community and is often used as a statement of pride.
In the 1980s, the symbol was most visibly used by ACT
UP in its AIDS awareness campaigns.

Safe Space programs are primarily a U.S.-centered
effort that became popular in schools and workplaces
in the 1990s. The concept was to display a symbol often a pink triangle with a green circle around it that
would be recognized by LGBT people - to indicate that
an individual is supportive of equality.

Stonewall
Refers to the Stonewall Riots, which began on the
evening of June 28, 1969 in New York City at the
Stonewall Inn, a gay bar. It marked the first time the
gay community prominently united to fight back
against police and government mistreatment. The
event gave rise to the formation of several LGBT
rights organizations and the start of LGBT political
organizing in the United States.

Straight Allies
These are individuals who identify as heterosexual but
support LGBT equality. Some have family and friends
who identify as LGBT, while others say they are allies
just because “it’s the right thing to do” for them. There
are a number of definitions associated with straight
allies, ranging from the very political to ones that
indicate a series of behaviors that indicate support
(e.g., objecting when an anti-LGBT comment is made).
At Sodexo, many members of PRIDE both in the U.S.
and PRIDE Global are straight allies.
There are countless films and books to enhance your
LGBT history and culture. Mainstream movies like Milk,
Aimee & Jaguar and And the Band Played On, can help
you learn more about the experiences of the LGBT
community. There are also a number of organizations
dedicated to education on LGBT history, including The
GLBT Historical Society, The Lesbian Herstory Archives
and The ONE National Gay & Lesbian Archives.
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UNDERSTANDING SOME COMMON ELEMENTS IN LGBT CULTURE

Coming Out:
What Is It and
Who Is It For?

Many discussions about LGBT issues include the topic
of “coming out,” but understanding what coming
out is — and who it applies to — is an ever-evolving
conversation. In its most commonly understood form,
coming out refers to when an LGBT person discloses
his or her sexual orientation and/or gender identity to
someone. That’s the simple explanation.
The part that often warrants a discussion is this:
Many LGBT people are out in different degrees, or in
different parts of their lives. For example, a person
may be out as gay to family and close friends, but
not to coworkers. In other cases, someone may be out
to his or her immediate team at work, but not out to
everyone in an organization. To learn more about the
difference between coming out and disclosure, refer to
the Straight for Equality Trans Ally Guide.
There are many reasons why people do — and do not
— come out, but here’s one best practice at work: If
someone does come out to you, treat that information
confidentially. The person who came out (meaning
disclosure information about their sexual orientation
or gender identity) to you trusts you, and unless you
have permission to share their story with others, don’t!
It is extremely inappropriate and potentially damaging
to “out” someone without their permission (even when
your intentions are to help), so always respect the
wishes of the person who trusted you with this personal
information. Since sexual orientation and gender
identity tend to be dimensions of diversity that are not
immediately obvious to others, coming out is a lifelong
process that an LGBT individual takes on. Being aware
of the challenges this can pose will help you be more
supportive. Not just for LGBT people alone…
But coming out isn’t just for LGBT people. Often family
members of LGBT people experience their own coming
out process as they come to terms with “finding out”
someone is LGBT. In some cases, this journey can be
challenging, and mirror the issues faced by LGBT people.
A common phrase often used is that “when LGBT people
come out of the closet, their families go in.” Those who
have taken the journey to acceptance, however, are
often some of the greatest advocates for acceptance.
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COMING OUT: WHAT IS IT AND WHO IS IT FOR?

Similarly, straight allies — people who may not have a
family connection to LGBT people, but see themselves
as friends — often have their own coming-out process.
In addition to the journey to acceptance, they are often
unsure about how and when to express support for
their LGBT friends. But, like family members, out- andproud straight allies are powerful advocates for fair
treatment for everyone.

§§ Fostering research focusing on LGBT workplace
issues

If you’re looking for support through your comingout process, there are some great organizations that
can help:

§§ Social and community events for Workplace
Pride Members

SUPPORT FOR COMING OUT
AROUND THE WORLD
Amsterdam Workplace Pride
Workplace Pride is a non-profit umbrella foundation
based in Amsterdam that strives for greater acceptance
of Lesbian, Gay, Bisexual and Transgender people
in the workplace and in society. Workplace Pride’s
Members include LGBT employee networks in major
multinationals, large domestic companies, public
sector and non-governmental organizations, as well
as individual entrepreneurs and students. Workplace
Pride interacts with many members of society to help
it provide a more cohesive voice for the international
LGBT community. This includes national and
international governmental ministries and officials,
business leaders, NGOs, labor unions and universities.
Its major activities include providing a point of
reference for employee networks to exchange their
experiences and gain support, to increase knowledge on
LGBT workplace issues and to define and progress the
LGBT corporate agenda in the Netherlands and other
European countries. This is done through:

§§ Projects with governmental agencies
§§ Offering advice to businesses on LGBT
workplace issues
§§ Working with Partner organizations
domestically & internationally

§§ More information about Workplace Pride

France
Three fantastic videos in French “Coming In”
§§ Episode 1
§§ Episode 2
§§ Episode 3

Netherlands COC [Cultuur en
Ontspanningscentrum (Center for
Culture and Leisure)]
COC Netherlands has been advocating the rights of
lesbian women, gay men, bisexuals and people who
are transgender (LGBTs) from 1946 on. COC strives for
the decriminalization of sexual orientation and gender
identity and for equal rights, emancipation and social
acceptance of LGBTs in the Netherlands and all over
the world. COC is one of the few LGBT organizations
that has a special consultative status with the United
Nations. More information about Workplace Pride.

U.K. Stonewall
U.K. Stonewall has a very comprehensive Website with
guides and resources. Visit the Coming Out page.

§§ Members’ events such as the “Connecting
Networks Symposia”
§§ Conferences with Dutch, European &
International political and business
representatives

COMING OUT: WHAT IS IT AND WHO IS IT FOR?
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SUPPORT FOR COMING OUT
IN THE U.S.
The Human Rights Campaign’s Coming Out Project: If
you’re LGBT and coming out, HRC offers a wide variety
of resources and tools to help with the process.
PFLAG National: The support and education network
for families going through the coming-out process
for more than 40 years. Visit their Website to access
resources or find a local chapter that hosts a support
group.
Straight for Equality: A project of PFLAG National,
Straight for Equality is built to support the comingout and speaking-out journey of straight allies in their
communities, workplaces…everywhere. Visit their
Website to download their resources and learn more.

Coming out as a LGBT Ally

Coming Out as Family

Coming Out as LGBT
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Explaining the
Terminology and
Culture

New words. Different symbols.
Unfamiliar references.
Creating a more inclusive workplace can be an
overwhelming prospect. There is a lot of new information
to comprehend when it comes to recognizing terms and
cues that are used in the LGBT community.
Like any new learning project, there’s much that can
be said and included, so we’ve put together the basic
materials for you to be familiar with in your effort to
become a more Open Leader within Sodexo.
One challenge for people in the workplace is finding the
right words to use when they’re having conversations
about LGBT issues. These are just a few of the terms
that often come up when people discuss LGBT issues.
Remember — just like our everyday language, words
and their meanings are constantly evolving. A great
way to express your support is by asking when a new
term is used, or when one of the words you thought
you understood is used differently. For example, the
term “queer” was once considered to be derogatory,
but today is embraced by many people in the LGBT
community as a term of empowerment. If you want to
understand why someone might use the term, ask! It
can be the start of a great conversation.

Bisexual (or Bi)
A person emotionally, romantically, sexually and
relationally attracted to both men and women,
though not necessarily simultaneously; a bisexual
person may not be equally attracted to both sexes,
and the degree of attraction may vary as sexual
identity develops over time.

Cisgender
A term used to describe an individual whose gender
identity aligns with the one typically associated with
the sex assigned to them at birth. This is a term that
is preferable to “non-trans,” “biological,” or “natal”
man or woman.

Closeted
Describes a person who is not open about his or her
sexual orientation or an ally who is not open about
his/her support for equality. Some people are closeted
to different people or to different degrees. If someone
comes out to you, a great strategy is to ask them if
they are out to everyone or just certain people, so you
know their boundaries.

Coming Out

Ally

The lack of sexual attraction to anyone, or low or
absent interest in sexual activity.[4][5][6] It may be
considered the lack of a sexual orientation, or one of
the four variations thereof, alongside heterosexuality,
homosexuality and bisexuality.[7][8][9]

A process in which a person first acknowledges,
accepts and appreciates his or her sexual orientation
or gender identity that continues throughout one’s
life. People establish a lesbian, gay, bi or transgender
identity first to themselves and then may reveal it to
others. There are many different degrees of being out.
Some may be out to friends only, some may be out
publicly, and some may be out only to themselves. One
can be out at different points on this spectrum, and it’s
important to remember and respect that not everyone
is in the same place when it comes to being out.

Ally Behavior

Cross-dressing

Speaking up for and advocating for fairness and
inclusion for all.

While anyone may wear clothes associated with a
different sex, the term cross-dresser is typically used
to refer to heterosexual men who occasionally wear
clothes, makeup and accessories culturally associated
with women. This activity is a form of gender
expression, and not done for entertainment purposes.
Cross-dressers do not wish to permanently change
their sex or live full-time as women. Replaces the term
“transvestite.” (Source: glaad.org)

Someone who personally advocates and takes action
for fairness and inclusion for all.

Asexual

20 |

EXPLAINING THE TERMINOLOGY AND CULTURE

Discrimination
To deny someone access or opportunity, to make
unfair employment decisions, or to treat people
negatively or adversely because of their characteristics
such as race, color, age, gender, religion, disability,
or other factors protected by law. At Sodexo, sexual
orientation and gender identity and expression is
included on our non-discrimination policy.

Domestic Partnership
Civil or legal recognition of a relationship between two
people (domestic partners) that extends rights and
responsibilities to them as dictated by the jurisdiction
in which they live. The term applies to both opposite
and same-sex couples.

Employment Non-Discrimination Act (ENDA)
A piece of legislation in the USA under consideration
in the U.S. Congress that would provide for basic
protections against workplace discrimination on
the basis of sexual orientation and gender identity
and expression. The bill prohibits employers from
making decisions about hiring, firing, promoting
or compensating an employee based on sexual
orientation and/or gender identity.

Equal Employment Opportunity (EEO)
U.S. legislation first enacted in 1965 and later amended
that now prohibits employment discrimination based
on race, color, religion, sex, national origin, disability,
age and genetics. Many states, municipalities and
employers add veteran status and sexual orientation,
and gender identity and expression to their policy on
non-discrimination.

Gay
Term used to describe a man or a woman who is
emotionally, romantically, sexually and relationally
attracted to members of the same sex. (e.g., gay man,
gay people). In contemporary contexts, lesbian is often
a preferred term for women.

Gender
The behavioral, cultural or psychological traits
typically associated with assigned sex.

EXPLAINING THE TERMINOLOGY AND CULTURE
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Gender Dysphoria
The medical term for stress that is caused by a
discrepancy between a person’s gender identity and
that person’s sex assigned at birth (and the associated
gender role and/or primary and secondary sex
characteristics).

Gender Expression
A person’s way of showing their gender identity to
others through mannerisms and behavior, clothing,
haircut, voice and more. Many people, regardless of
their sexual orientation or gender identity, display
different kinds of gender expression, some of which
may be considered to be less traditional (e.g., women
wearing pantsuits, men wearing nail polish).

Gender Fluid
Identity that may be used by individuals whose gender
identity does not conform to a binary understanding of
gender as limited to the categories of man or woman,
male or female. Gender fluidity conveys a wider, more
flexible range of gender identity and expression,
with interests and behaviors that may even change
from day to day. Gender fluid individuals do not feel
confined by restrictive boundaries of stereotypical
expectations of girls or boys. In other words, a child
may feel they are a girl some days and a boy on
others, or possibly feel that neither term describes
them accurately.

Gender Identity
One’s internal, personal sense of being a man or a
woman (boy or girl). For transgender people, their
birth-assigned sex and their own internal sense
of gender identity do not match. (See transgender
for more information on this word.) An individual’s
understanding and inner conviction of his or her
own gender. Various ways individuals define their
gender identity include female, male, both or neither,
bigender, gender fluid, genderqueer or Two Spirit.

Gender Reassignment Surgery (GRS)
Surgical procedure designed to alter physical
appearance and sexual characteristics in order to bring
an individual’s body into alignment with his or her
gender identity. Surgery is governed by strict medical
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standards of care, and usually requires an individual to
be under the guidance of a therapist and to live in the
new gender role for at least one year before qualifying
for surgery. Many transgender individuals do not
undergo surgery as part of their gender transition. A
preferred term by many is “gender affirmation surgery.”

Gender Transition
Period of time when individuals change from the
gender role associated with their sex assigned at birth
to a different gender. For many people, this involves
learning how to live socially in another gender role; for
others, this means finding a gender role and expression
that is most comfortable for them. Transition may or
may not include feminization or masculinization of the
body through hormones or other medical procedures.
The nature and duration of transition is variable and
individualized.

Homosexual/Heterosexual
Homosexual is an outdated clinical term often
considered derogatory and offensive, as opposed to the
preferred terms, “gay” and “lesbian.” Heterosexual is
when an individual is sexually attracted to people of
the opposite sex.

Inclusion (or Inclusive)
Including or being included; an environment that
embraces individual differences among people; a
workplace where individuals are valued, welcomed and
treated with respect across all dimensions of diversity.

LGBT/LGBTA
An acronym for lesbian, gay, bi and transgender which
refers to these individuals collectively. It is sometimes
stated as GLBT (gay, lesbian, bi, transgender).
Occasionally, the acronym is stated as LGBTA to
include allies – straight and supportive individuals.
The acronym sometimes includes Q for queer or
questioning. In the UK sometimes the letter “A is
added for Asexual.

Lesbian
A woman who is emotionally, romantically, sexually or
relationally attracted to other women. Some lesbians
may prefer to identify as gay or as gay women.

Out

Straight

Describes people who self-identify as lesbian, gay, bi,
transgender, or as a straight ally in their public and/or
professional lives. Many people have different degrees
of being out. Some are out to everyone, some are only
out to a few people. If you’re not sure how out someone
is, it is okay to ask them!

A term describing a man or a woman who is
emotionally, romantically, sexually and relationally
attracted to members of the opposite sex.

Queer
Traditionally a negative term, queer currently is used
by some people in the LGBT community to describe
themselves and/or their community. Some value the
term for its defiance, and some like it because it can be
inclusive of the entire community. Nevertheless, some
within the LGBT community dislike the term. This word
generally should be avoided unless quoting someone
who self-identifies that way.

Sex
Refers to biological characteristics such as
chromosomes, hormonal profiles, and internal and
external reproductive organs.

Sexism
Prejudicial stereotyping or discrimination against
people because of their sex.

Sexual Orientation
An enduring emotional, romantic, sexual and
relational attraction to another person; may be a
same-sex orientation, opposite-sex orientation or
bisexual orientation.

Transgender
A term describing the state of a person’s gender
identity, which does not necessarily match his/her
assigned gender at birth. This is often considered to
be an “umbrella term,” encompassing a number of
identities such as female to male (FTM), male to female
(MTF) and genderqueer. Transgender people may or
may not decide to alter their bodies hormonally and/or
surgically. It is not correct to say “transgendered.”

Transsexual (adj.)
An older term that originated in the medical and
psychological communities. Still preferred by some
people who have permanently changed - or seek to
change - their bodies through medical interventions
(including but not limited to hormones and/or
surgeries). Unlike transgender, transsexual is not
an umbrella term. Many transgender people do
not identify as transsexual and prefer the word
transgender. It is best to ask which term an individual
prefers. If preferred, use as an adjective: transsexual
woman or transsexual man. (Source: www.glaad.org)

Two Spirit
A term used in some Native American cultures for
individuals who express more than one gender, and
possess the spiritual gifts of both men and women.
Two-spirit individuals traditionally held a place of
honor within society.

EXPLAINING THE TERMINOLOGY AND CULTURE

| 23

Terms to Avoid

There are several terms that might seem to be ok, but contain meanings that don’t always communicate what you
intend to say. Knowing which of these words not to use — and being able to explain to someone else why they aren’t
the best choices — is a powerful way to signal your support in the workplace.

Homosexual

Transsexual

An outdated clinical term considered derogatory and
offensive by many gay people in certain countries.
Replace it with “gay” or “lesbian” to refer to those
who are emotionally, romantically, sexually and
relationally attracted to members of the same sex.

An older term that originated in the medical and
psychological communities. Some transsexual people
still prefer to use the term to describe themselves;
however, unlike transgender, transsexual is not an
umbrella term and many transgender people do not
identify as transsexual. It is best to ask which term
an individual prefers, or use the term “transgender”
instead.

Lifestyle
A negative term often incorrectly used to describe the
lives of gay people. The term is disliked by the gay
community because it implies that being gay, lesbian,
bi, or transgender is a choice. “Lifestyle” also indicates
that all gay people live in similar ways and do similar
things. It intimates that there is one gay lifestyle,
which is far from true.

Sexual Preference
This term is typically used to suggest that being LGBT
is a choice and therefore can and should be “cured.”
Replace it with “sexual orientation” or “orientation.”
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Transvestite
An outdated and sometimes offensive term for wearing
clothing and adopting a gender role presentation that,
in a given culture, is more typical of the other sex.

Importance of
Language & Culture Cues

More Resources
Around LBGT
Language

If you’re looking for even more resources on the language that is used within the LGBT community, or if you want to
learn some advanced terms and ways to discuss some topics, there are fantastic resources online that can help you
get started.

GLOBAL AND U.S.
Gay and Lesbian Alliance Against Defamation, more
commonly known as GLAAD. Their mission is to ensure
that, in media and entertainment, LGBT people are
included and portrayed fairly. On their Website, they
offer great language tools for journalists that delve
into the best words to use when discussing LGBT
issues. You can download it for free.
The Movement Advancement Project (MAP) is an
independent think tank that provides research and
analysis on issues related to the LGBT movement in
the U.S., and they offer a host of great resources.
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MORE RESOURCES AROUND LBGT LANGUAGE

The UK-based NGO Stonewall works to achieve equality
and justice and offers many resources.
If you are looking for resources that address this
terminology in more countries, ILGA is the European
Region of the International Lesbian, Gay, Bisexual,
Trans and Intersex Association. ILGA Europe offers a
great online glossary that is consistently updated and
enhanced to reflect changes in how these topics are
discussed in Europe.

Supporting Our
Transgender
Employees

Transgender is a term describing the state of a person’s gender identity, which does not necessarily match his/her
assigned gender at birth. This is often considered to be an “umbrella term,” encompassing a number of identities
such as female to male (FTM), male to female (MTF) and genderqueer. Transgender people may or may not decide to
alter their bodies hormonally and/or surgically.
In the Straight for Equality’s Guide to being a trans ally, the basic explanation is that transgender is a term often
used to describe an individual whose gender identity does not necessarily match the sex assigned to them at birth.
There are transgender women (individuals who were assigned male at birth but whose gender identity is female) and
transgender men (individuals who were assigned female at birth, but whose internal sense of their gender identity is
male). As in any group, there is tremendous diversity within the transgender (which can sometimes be referred to as
“trans”) community. Transgender people are just part of the incredible spectrum of identities in this space, and the
space is constantly evolving and changing.
Trans Bodies, Trans Selves is a resource guide for transgender populations, covering health, legal issues, cultural
and social questions, history, theory and more. It is a place for transgender and gender-questioning people, their
partners and families, students, professors, guidance counselors and others to look for up-to-date information on
transgender life.
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Transgender –
Workplace Engagement Plan
This document provides guidance for supervisors when
approached by an employee who informs them that
they are transgender and in transition.
Click here to download the document.
While a majority of this information is applicable in
all countries where Sodexo conducts business, please
check with your HR representative. All these points are
relevant for employees in the U.S.:
§§ Maintain confidentiality to the extent possible
§§ Schedule a time to reconnect with the employee
§§ Enlist the support of your HR representative by
contacting: 855-763-3964
§§ Carefully review Sodexo’s non-discrimination
and privacy policies:
§§ CP-202 – Sodexo Equal Employment Opportunity
Policy Sodexo – Transgender Guidelines
§§ Leverage LifeWorks Resource & Referral 24/7
services; access via SodexoNet LifeWorks or
call direct – 888/267-8126 for management and
employee consultations/support.
§§ Solicit employee’s input:
-- Any accommodations that might be needed?
-- How would they like to communicate with coworkers and others?
§§ Share Transgender Guidelines with the employee
§§ Assign the employee a main point of contact
(recommendation that individual serve in HR
function)
§§ Partner with employee to create “Stakeholder” list:
-- Identify whom to engage during transition
-- Establish timing to engage each individual
§§ Allow time to engage/educate co-workers
§§ Connect employee with Benefits Department
to ensure they are aware of applicable benefits,
e.g., health insurance coverage, leave policies,
e.g., FMLA, etc.

Appearance Standards
Transitioning employees will dress the same as
other individuals of the desired gender in the
workplace. Document dress code agreement,
ensuring standards of dress, e.g. uniform and
dress code policies, are upheld.
Restroom Facilities
A transitioning employee has the right to the
same level of restroom access as cisgender
employees. At the same time, co-workers may
have privacy concerns and an emotional response
to the idea of sharing facilities. Options:
-- Use restroom facilities that corresponds to
gender identity
Document agreement pertaining to use of
Restroom Facilities.

Talking Points for Managers to Use with
Clients About Transgender Employees
Transgender Employee –
Transition Gender Identity
Below are talking points that District Managers and
HR Business Partners can use when discussing with
a client a transgender employee transitioning at
their site. For additional support, please contact your
Director of Diversity.

Our Commitment
Sodexo is committed to promoting and fostering equal
opportunities in all operations of our company, and
for all employees. This includes employees who are
transgender, which is an umbrella term referring to
a person whose gender identity or gender expression
falls outside of “stereotypical” gender norms.
Employees who undergo transition to their
acknowledged gender identity are covered under
Sodexo’s equal opportunity and non-discrimination
policy and may openly express their gender identity,
characteristics or expression without fear of
consequences.

§§ Check in regularly with employee to ensure as
smooth a transition as possible

SUPPORTING OUR TRANSGENDER EMPLOYEES
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What Is Happening?
One of our employees has communicated that they
are transgender and intend to transition to their
acknowledged gender identity. As our client partner, we
want you to be aware of our plan for moving forward.

How Will the Ttransition Be
Communicated?
As a part of the Workplace Engagement Plan, a
determination has been made as to when and how
we (District Manager & HR Business Partner) will
communicate the transition to the work team.

What to Expect During Transition
Timeframe

Discuss client’s needs regarding communication to
their organization and how we can support that effort.

The on-site management team and transitioning
employee will be supported by Sodexo’s Human
Resource representative and District Manager.

Transgender Guidelines – SodexoNet –

The employee will be assigned a main point of contact
who will meet with them regularly to ensure as smooth
a transition as possible. As partners, they have created
a mutually agreed-to Workplace Engagement Plan to
provide a common roadmap and reduce uncertainties.

Transgender Guidelines

Transgender Resources in the U.S.
§§ Human Rights Campaign (HRC) Foundation
§§ HRC Transgender Visibility Guide – A Guide to
Being You

What Accommodations will be Needed?

§§ Out & Equal Workplace Advocates

During the early stages of transition, few, if any,
accommodations will be required. At some point, issues
related to the employee’s physical appearance and the
use of restroom facilities will need to be addressed.

§§ PFLAG National

Appearance Standards
The decision as to when and how to begin the real-life
experience and assume the appearance, including how
they dress, and role for their gender identity, remains
the employee’s choice. Generally, a transitioning
employee will dress the same as other individuals of
the desired gender in the workplace. Standards of dress,
e.g. uniform and dress code policies, will be upheld
according to the employee handbook.

Restroom Facilities
Restroom access issues need to be handled with
sensitivity. The transitioning employee has rights to
the same level of restroom access as their colleagues.
At the same time, co-workers may have privacy
concerns and an emotional response to the idea of
sharing facilities.
Transitioning employees should be permitted to use
all restroom facilities that correspond to their gender
identity.
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After reviewing this section, you may have additional
questions and you may want to learn a bit more.
The links below are good starting points.” But first,
let’s start with the Transgender Guidelines posted on
Sodexo_Net.

Transgender Videos

GUIDELINES AFFECTING
TRANSGENDER EMPLOYEES
When a Supervisor/Manager is approached by an
employee who is transitioning, it is imperative that
they demonstrate understanding and remain sensitive
to that employee’s needs and concerns. They are
required to act in accordance with Sodexo’s nondiscrimination and privacy policies, maintaining
confidentiality to the extent possible. It is appropriate
to enlist support from Human Resources as an initial
step, and to solicit input from the employee regarding
accommodations, communicating with co-workers
and others, etc.

Having the
Conversations

The importance of everyday conversations at work
are great tools to make LGBT employees feel more
included and supported. However, knowing how to have
some of the more challenging conversations is what
transforms everyday people into real agents of change
at work. In this section, we’ve taken on some of the
most common workplace conversations about LGBT
issues and reframed how you can make them sound.
Remember, every conversation is different, depending
on your comfort and the comfort of the people you
speak with. However, these are some strategies for
effectively getting the ball rolling.

GETTING THE
CONVERSATION STARTED
A team member just came out.
Now what do I do and say?
One of the members of my team just came out to me!
I’m happy she felt comfortable being open with me, but
I wasn’t sure what I should say or do. How can I let her
know that I’m supportive?
THINK TO YOURSELF: This person must really trust
me. I should feel proud of myself for being the kind of
person that makes people feel comfortable sharing
this type of information.
SAY: “Thanks for letting me know. I am happy you feel
comfortable telling me this.”

so you understand boundaries and privacy concerns.
Always treat what employees tell you as confidential
information.
YOU MIGHT SAY: “I appreciate you sharing that part
of your life with me. If there is anything else I need
to know in order for you to do your best work, please
don’t hesitate to let me know.”
WHY? This statement does two things. First, it keeps
the conversation open and signals that you’re willing
to talk more. Second, it reinforces that you understand
that feeling included at work does influence people’s
performance, and that you’re willing to do what you
can to create the best workplace climate that you can.

Someone said something about being
gay and I’m worried how it made
others feel.
I was just having lunch with my team, and someone
made an off-color remark about a gay character on a
TV show that we were talking about. I don’t even know
if anyone on my team is gay, but I worried about how
it made people feel.
THINK TO YOURSELF: This person must not be aware
of how offensive this sounds. Is this the right time
and place to have this conversation? Always begin by
assuming positive intent - not everyone is aware of
how some of their words might feel to others.

YOU MIGHT ASK: “Is there a particular reason you
decided to share this with me?”

SAY: “Ouch! That is one of those jokes/comments that
can be taken the wrong way real quick. In fact, I’m
offended by it. I’d ask that you not say anything like
that again.”

WHY? This might be part of the employee being
open with you. On the other hand, he or she might
be trying to discuss a specific challenge that they’ve
encountered. This question helps make it easier to get
the conversation going.

WHY? At Sodexo, many people are familiar with the
“Ouch!” concept as a way to raise awareness about the
impact of some words, so this is a comfortable way to
intervene. It also raises awareness without suggesting
that someone intended to be offensive.

YOU MIGHT ASK: “Now that I am aware, is there
a particular way you would like me to handle this
information? Do others know? Do you consider yourself
‘out’ at work?”

YOU MIGHT ASK: “Does that joke/comment reflect
Sodexo’s stand on the way we treat people?” Why?
Remember that, at work, it is your role to ensure
that people’s behaviors are consistent with Sodexo’s
mission and values. Keep the conversation about
behavior, not people’s beliefs. This question starts to
frame the conversation in that way.

WHY? Coming out is a complicated process. Some
people are out to everyone they know. Others will
only come out to a few people. It is important that
you understand the extent to which someone is out
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YOU MIGHT SAY: “I only tell you this because I don’t
want you to be seen as the type of person at Sodexo
that is known for saying things that offend other
people. I also want to make sure other people are not
feeling excluded or devalued.”
WHY? Again, here’s your chance to make it about that
person’s well-being, not just about a policy. Helping
people see that this isn’t a “punishment” but some
advice is a great way to keep a conversation going.
YOU MIGHT ASK: “If anyone found that joke offensive,
would you want to know about it?”
WHY? Often people don’t think about the impact a
comment might have on others. Helping them to
think about the other people in the room sometimes
shifts perceptions. This also gives you a chance to
point out that we each have a responsibility to be sure
that everyone is treated fairly, and that’s why you’re
speaking up.
YOU MIGHT SAY: “I’d like to tell you why this issue
matters to me personally…”(and share your story).
WHY? If you have a personal connection to this topic
(e.g., you are a straight ally, a parent of an LGBT
person, or LGBT yourself), sharing your personal
connection moves the conversation from being about
“rules” to being about real people.

LGBT stuff makes me uncomfortable.
My team just attended a diversity & inclusion event,
and after it was over, one of my colleagues said that,
while she appreciated the educational opportunity, the
content about LGBT people made her uncomfortable.
What should I say?
THINK TO YOURSELF: This person is experiencing
discomfort and they feel they can trust me. How can
I empathize with them while also supporting LGBT
employees and Sodexo’s inclusion mission?
SAY: “This can be an uncomfortable topic for some
people.”
WHY? Acknowledging that this employee is not alone
in her feelings doesn’t reinforce an “outcast” message.
It also demonstrates that you’re not passing judgment
on her feelings.
YOU MIGHT ASK: “What is it that makes you so
uncomfortable?”
WHY? Clarification is critical. The more specifics you
can learn about the cause of the discomfort, the better
equipped you’ll be to respond effectively.

HAVING THE CONVERSATIONS
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YOU MIGHT SAY: “It’s okay to be uncomfortable and,
remember, knowledge is power, so maybe learning
a bit more about LGBT people may help ease your
discomfort. But for now, I ask that when you show up
at work you behave in a way that makes others feel
comfortable by being respectful.”
WHY? Not everyone is ready to have an overnight
transformation to acceptance on the first
conversation. But this gives you a chance to keep the
conversation open and, more importantly, set your
expectations for the individual’s behavior.
YOU MIGHT SAY: “Thanks for letting me know. You
know I’m here to help. Just let me know how I can.”
WHY? You might say: “I know a lot of people who are
uncomfortable with this topic. I have found if you
get to know a person who is LGBT, it helps with that
discomfort.”
WHY? Even though a majority of people around
the world say that they personally know someone
who is LGBT, many still live with a sense that “there
aren’t any gay people here,” and that sense gives
way to unfamiliarity and discomfort. If there is a way
to connect them with an LGBT individual, it helps
transform people’s feelings from being about “those
people” to “someone I know (and may like!).”
YOU MIGHT ASK: “Is there anything you need from
me to help raise your comfort level around this topic?
Sodexo actually has resources that have helped people
understand this a little better. Can I help connect you
with some of those tools?”
WHY? It is your responsibility to let people know what
resources are available to them. This is your chance.
But it is important for you to make the offer and be the
one who actively (and personally) opens the door and
points to the next step. Chances are the conversation
wasn’t easy for the person to have, and they deserve to
be acknowledged for talking about it. It is also another
chance to let them know that you’re there and ready to
talk when they are.
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Religious issues and LGBT co-workers.
What do I do when religion is raised as a reason for an
employee’s discomfort around this issue?
THINK TO YOURSELF: Remember, religion is extremely
important to people. I need to make sure I honor this
person’s belief system while letting him or her know
LGBT employees are valued here.
SAY: “I appreciate you sharing this with me. Religion
is important. It’s difficult when religious beliefs bump
up against the way Sodexo supports LGBT employees.”
The good news is you don’t have to compromise your
religion when it comes to this topic. You can hold on
to your values and know that Sodexo is asking that
you show up and treat people in a respectful and
professional way. This is about making sure that we
behave in ways that are respectful to each other, not
about changing any of our beliefs or about trying to
instill our beliefs onto others.
WHY? Here’s the chance for you to validate that
religion is part of what makes us diverse, too, and that
you understand how important it is. Second, here is
where you set up the expectation that, at work, it is
not about changing beliefs around anything — but it is
about ensuring that behaviors at work are consistent
with Sodexo’s mission and values.
YOU MIGHT ASK: “What’s the hardest part for you to
resolve about this issue?”
WHY? Get a clear picture about why the individual
feels conflict. Is there a specific incident that sparked
this conversation? The more you know, the better your
response will be. It also signals that you’re authentically
interested in what they are experiencing and feeling.
SAY: “Again, thanks for letting me know. You are a
valued part of this team. If there is anything I can do to
help, please just say the word.”
WHY? Often, people worry that expressing resistance
or challenges may make them seem less valued. You
have a responsibility to prove that this is just about
differences, not about being good or bad.

WHY? There may be something specific that the
individual needs to feel more comfortable, from your
validation that this can be challenging, to information
on a certain topic. Asking them what their vision is for
the situation is where this effort starts.

Why are we even talking about this at
work?
“Someone on my team asked me why we need to
talk about ‘all this gay stuff’ at work. I see myself as
an ally, so for me, it is about my friends. But he was
looking for a business case. How do I talk about it?”
THINK TO YOURSELF: This is a great opportunity
to educate someone on why inclusion is good for
business and the right thing to do.
SAY: “People who don’t feel included don’t fully
engage at work. It’s very important to our business
strategy and success that everyone feel like they are
a valued part of the team. While making sure people
feel included is the right thing to do, it’s also the right
business thing to do as well.”
WHY? Connecting “how people feel” with “how they
perform at work” is at the core of the business case
for equality. But often, people don’t immediately make
this connection. This is your chance to do it. If you
have an example of how feelings were included and in
some way made you feel like you did a better job at
work, it would be a great addition to this part of the
conversation.
SAY: “There’s also a lot of research that proves
that this is about talent acquisition and retention,
too. LGBT — and sometimes even straight ally —
candidates will look at what kinds of policies and
practices companies have when they decide where to
work, and even where to go.”
WHY? There’s a lot of research that is being published
that proves that LGBT employee retention is tied to
feeling supported at work. The thought of losing some
of the best talent in a company speaks volumes for
many people.

YOU MIGHT ASK: “What can I do to raise your
comfort level?”
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SAY: “There are many statistics out there about the
economic business case for equality when it comes
to the buying power of the LGBT community and its
allies. Often, the decision-makers in organizations will
research how we treat our LGBT employees and make it
one of their purchasing factors. It also provides quality
care and service to our customers as well.”
WHY? Some people like numbers and research, and
this could be what changes their minds about LGBT
inclusion in the workplace. Being able to connect them
with this kind of information makes you a great agent
for change.

My client found out about our policies
and beliefs around LGBT employees and
they aren’t happy.
“I work in a client site with a religious affiliation. After
he reviewed Sodexo’s Website, my client told me that
his organization was not happy about our stance on
‘gay rights.’ What should I do if a client pushes back on
Sodexo’s inclusion work for LGBT employees?”
THINK TO YOURSELF: I need to be sensitive to the
client’s perspective while also taking a stand for our
employees.
SAY: “I understand some clients have different views
on valuing different kinds of employees. At Sodexo, we
have a strong policy around inclusion of all employees.
While this can be challenging for some clients to
understand, we have found it’s the best way to make
sure our clients’ needs are met. We include everyone,
we value everyone, and in turn, our people perform
better for our customers. For us, it’s simply the right
way to operate our business.”
WHY? It is important to frame the discussion in a
way that makes this about the big picture of being a
good corporate citizen on many fronts, and in many
diversity and inclusion dimensions, and this is a good
way to have that discussion. It isn’t just about LGBT
people — it is about all people. If you’re looking for
more help or support with this conversation, connect
with your HR Representative who can point you in the
right direction.
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A person on my team is gay and they
don’t feel like they get the respect
others get.
“A gay employee spoke to me the other day and said
that he doesn’t always feel like people on the team are
respectful of him because of his sexual orientation.
I know that people have different opinions about
this issue, and I want to make sure everyone feels
respected.
How do I educate my team about LGBT issues and
make it relevant to them?”
THINK TO YOURSELF: I’m glad he’s being honest with
me. My job is to understand the situation and develop
a response plan.
ASK: “What are the specific things that have been said
or done that make you feel like there’s a lack of respect
for you?”
WHY? It is important to know just what the trigger for
this conversation has been. Some issues are rooted in
misunderstanding, or even a lack of awareness about
certain words or behaviors. Others require immediate
responses to intervene. Get clarity before moving
forward.
SAY: “Thank you for feeling like you can discuss this
with me. I really appreciate your honesty. I’m going to
look into this further and follow up with you.”
THINK TO YOURSELF: What is my goal? Am I
responding to a specific issue that I’ve seen emerge
(for example, I’ve seen people express some discomfort
around the topic)? Is this part of my responsibility to
advance inclusion for everyone? Is there something
that I saw (e.g., information on Pride month) that
inspired me? Clarify what your goals are.
INVESTIGATE: Start with Sodexo_Net and then reach
out to your HR Representative. There’s a lot of great
information available for you.
The way that you talk to your team about whatever
your plan for education and engagement is will
depend upon your goals and what you are going to do
(training, a Pride event, etc.). The best way to make it
relevant is to speak to them both in the larger diversity
and inclusion big picture (e.g., “We know that when
people feel valued and included, they do better at work.
What I’d like to talk to you about today is just that…”),

as well as your personal story (e.g., “I recently started
learning more about the challenges that many LGBT
people face in the workplace and decided that I wanted
to be part of helping them overcome these challenges.
So as a straight ally, I’d like you to participate in…”).

A co-worker says they aren’t
comfortable working with a gay person.
“Today one of my employees told me that she is
uncomfortable working with someone who is gay.
What do I say? What do I do?”
THINK TO YOURSELF: This person is obviously
uncomfortable and I should be glad they shared this
with me. I want to honor the person’s feelings while
letting them know LGBT employees are part of our
team and this organization, and not working with
someone is not an option.
ASK: “What is it that makes you uncomfortable?”
WHY? There are many reasons that this employee
might be having the conversation. It may be because
they are unfamiliar with LGBT people or have a bias
against them. On the other hand, there may have been
a specific incident in which something was said or
done — perhaps harmless, perhaps something more
— that gave rise to this issue. Having as much of the
picture as possible will help you proceed.

YOU MIGHT SAY: “Try getting to know that person a
little better. I have found that when people focus on
similarities, the differences don’t end up making much
of a difference anymore.”
WHY? The truth is that, as people know each other
better, the unfamiliar becomes less scary, and we
know people for who they are, not just one part
of themselves. This also focuses the employee on
learning good cooperative behavior at work, as
opposed to isolating themselves from another person.
YOU MIGHT ASK: “Is there anything I can do to make
you more comfortable?”
WHY? Chances are the individual has a specific action
item in mind if they have started this conversation. In
order to determine possible next steps, learning what
this action is (and if it is reasonable or feasible) is your
next step.
There are hundreds of questions and conversations
that may come up. These were just a few of the most
common ones. If you’re looking to learn even more
about how to have effective conversations on specific
topics, or with specific audiences, the Movement
Advancement Project offers a set of conversation
guides as part of their Talking About… series. You can
see the most recent set of resources and download the
guides for free.

If the reason provided focuses on, “I just don’t know
gay people…it just is unfamiliar to me.”
YOU MIGHT SAY: “As you know, we have strong values
about people being able to be themselves at work. We
encourage people to bring their whole selves to work,
and embrace all the things that make Sodexo diverse from beliefs, to backgrounds, to affiliations. While we
might not understand all of them, or agree with all of
them, it is our responsibility to focus on our jobs and
behave in a way that is respectful of each person’s
contributions and abilities.”
SAY: I’m sorry to hear you’re feeling uncomfortable.
That’s never a good thing at work.
WHY? It is important not to invalidate how someone is
feeling, even if you may disagree with the reasons that
they provide. This also helps you frame the next part
of the discussion, which is about the importance of
everyone feeling comfortable and valued at work.
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A co-worker states that they are
uncomfortable working with a
transgender employee.
What do I do when an employee brings up their
discomfort around a co-worker who identifies as
transgender.
THINK TO YOURSELF: Remember that, like sexual
orientation, gender identity is not a choice. With
90% of transgender adults reporting that they have
experienced harassment at work (not necessarily
reporting to the Equal Opportunity Employment
Commission in the USA or other entities in other
countries), it is important to remain committed to
promoting an environment that is safe and inclusive
for all employees.
SAY: I appreciate your honesty in sharing your feelings
with me. I understand this change can present some
challenges because this may feel new or unfamiliar,
and it is critical that we all work together. This person
is a valued member of our team.
ASK: What is it that makes you uncomfortable?

If the reason provided focuses on
someone changing their name and
identifying as a different gender:
YOU MIGHT SAY: It may take a little while to get used
to this person’s new name and pronoun. However,
it’s important to make every effort because using
the preferred name/pronoun is a sign of respect. My
expectation is that you treat this person with the same
level of respect that you show the rest of the team. I
expect the two of you to continue working together
effectively.
WHY? Here is the chance for you to validate that we
encourage everyone to be treated with respect while
at work. Your role is to model inclusion and uphold
expectations of teamwork and respect.

If the reason provided focuses on
sharing a bathroom with someone who
has just disclosed that they are trans
and is expressing their gender in a way
that is “new” to other people:
YOU MIGHT ASK: Tell me, why are you concerned with
sharing the restroom with this person?
WHY? Employees are legally permitted to use
facilities that correspond to their gender identity. In
the U.S., as part of a federal ruling on Title VII, it is
now the law that people are allowed to use facilities
that correspond with gender identity. It isn’t just
transitioning employees, but employees who are trans,
too.
For more information about Title VII click here.

If the reason provided focuses on
physical changes that may occur:
YOU MIGHT SAY: I know it’s new and unfamiliar
but that doesn’t change that it’s happening. My
expectation is that you treat this person with the same
level of respect that you show the rest of the team. I
expect the two of you to continue working together
effectively. I’m sure, with time, you’ll begin feeling less
uncomfortable. In the meantime, let’s remain open and
respectful and consider the courage it takes for them
to live authentically as themselves.

What To Do When You Hear
a Gay Joke

Why People Struggle with Acceptance

What To Do When Someone Comes
Out at Work
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HAVING THE CONVERSATIONS

What Resources
Does Sodexo Offer?

So you’ve learned new information, figured out how to navigate conversations, and even learned more about laws
and benefits…now what? The answer to your question is on the next pages. Here’s where you can find out how to
connect with other Sodexo employees committed to inclusion for everyone at work, find out how to learn even more
with Sodexo training programs on LGBT issues, and get some details on how Lifeworks (U.S. only) can help out, too.

Available Sodexo Resources

PRIDE GLOBAL

PRIDE USA

Launched in 2013, Sodexo Pride is a Global Employee
Network Group creating an inclusive and safe
workplace for our employees, customers and clients
worldwide through thoughtful leadership by example.

Whether you’re LGBT or a straight ally — or even if
you’re feeling a little label resistant — Sodexo PRIDE
is here to support your Open Leader journey. Founded
in August 2004, People Respecting Individuality,
Diversity and Equality (PRIDE) is focused on a
commitment to dignity, respect and equal recognition
of all individuals. Its mission is to champion an
environment of acceptance and workplace equality for
all gay, lesbian, bisexual, transgender and ally team
members through employee engagement, community
involvement, education and awareness.

Vision
The vision of the Sodexo Pride global network group is
to be the catalyst of change for Sodexo LGBT employees
and allies through enabling education that creates a
sustained accepting environment of acknowledgement,
recognition, support and respect of our 420,000 diverse
employees. Doing so will allow everyone to bring their
authentic selves to work each day so Sodexo can truly
improve the quality of life of its customers, clients and
the places in which Sodexo is present.

Mission
The mission of Sodexo Pride is to increase awareness
of non-visible diversities and educate the organization
on the issues that LGBT employees can face on the
job. To do so, Sodexo Pride will foster an environment
of open communication in the workforce, develop
and support LGBT chapters worldwide, and ensure
the visibility to our LGBT representation wherever
the Group operates. In 2015, Sodexo Pride Group has
chapters in:
§§ Austria

§§ Ireland

§§ Canada

§§ Switzerland

§§ France Netherlands

§§ United Kingdom

§§ Germany

§§ USA

PRIDE’s Connecting Through Stories – A journey to
workplace equality workshop encourages members
of our LGBT community to share their individual
stories of coming out through the personal, emotional
and social implications they have experienced. Our
allies participate actively in voicing the reasons of
their support to others. For more information on this
program, e-mail PRIDE.USA@sodexo.com
In an effort to expand PRIDE’s commitment to diversity,
external partnerships have been established, including:
PFLAG National, Human Rights Campaign (HRC),
Gay, Lesbian & Straight Education Network (GLSEN)
and Out & Equal. Through PRIDE’s efforts and these
organizations, we continue to support our mission
and allow personal growth along with a diverse and
accepting environment. Our collaboration with these
organizations also increases our depth of knowledge,
resources and training for employees.
Mentoring is offered and provides increased
professional development and creates a sense of
connection for our network group members.

WHAT RESOURCES DOES SODEXO OFFER?
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Mentoring is a learning exchange between two
people with a mutual desire to share knowledge and
experiences. This process is an opportunity for both to
grow professionally and personally, and only requires
1-2 hours per month.

Diversity Awareness for Frontline
Employees

Community involvement includes AIDS Awareness
Walks and volunteer efforts through our “PRIDE
Provides” month of service in June each year, which
also celebrates Gay & Lesbian Pride month in the
United States.

The program, which is available in Spanish and English,
is designed for frontline employees. Its goal is to
demonstrate a “diversity disconnect” or inappropriate
interaction around a specific dimension of diversity
when working with co-workers and customers. There
is one LGBT module in this training, and it runs
approximately two hours (but can be done in four
30-minute modules).

To connect with PRIDE, join our Facebook page, Sodexo
PRIDE or e-mail us!

Ouch! That Stereotype Hurts

DIVERSITY LEARNING LABS
This guide was intended to be a starting point. Sodexo
offers a variety of additional learning opportunities
for its employees, many of which provide you with
more skills to help create an inclusive workplace for all
employees. These are just a few of the sessions that
are offered. To learn more about how you can take one
of these sessions, log on to Sodexo_Net.

Bringing Your Whole Self to Work
By attending this workshop, managers will be able
to create an environment where each employee
can reach their full potential. By fostering a culture
based on mutual respect this program, for exempt
employees, features an Interactive Learning Lab that
boosts awareness of LGBT issues and challenges in
the workplace.
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This 90-minute diversity learning lab is offered in both
classroom and webinar options, and it addresses the
larger situations of what stereotypes are and how they
impact our behavior.

Understanding the T in LGBT —
Online Learning
In one hour, you will gain skills, tools and practice
to support your individual success AND our
organization’s commitment to an inclusive workplace
where everyone is valued, able to do our best work
and provide exceptional service to our clients/
partners and customers.

Recommendations video on this page

What Resources
Does Sodexo Offer
Around the World

§§ Pride Global Video
§§ European Union Video
Making the best use of everyone’s talent:
promoting diversity in the workplace
§§ Partnerships with NGOs
-- Canada: Pride at Work
-- Chile: Movilh
-- France: L’autre Cercle
-- Ireland: GLEN
-- Netherlands: Workplace Pride
-- Poland: LGBT Business Forum
-- United Kingdom: Stonewall
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AVAILABLE ONLY IN THE U.S.
Transgender Dynamics in the Workplace
This 90-minute diversity learning lab, offered as both
classroom and webinar, serves to raise awareness
regarding the business case for inclusion, pragmatic
tips for ensuring successful transitions, and inclusion
for transgender employees.

LifeWorks
LifeWorks offers FREE confidential counseling to fulltime (non-temporary and non-union) employees and
family members. Counselors can help you research
many topics. The Website also offers resources,
moderated chats, podcasts and workshops on a large
number of topics. Services are available 24 hours a
day, 7 days a week. Counselors are available to provide
guidance around a host of issues related to the LGBT
community. The Website also provides links to great
information on a range of topics, from bullying in
schools to coming out to family.
For more information, go to Sodexo_Net and search
LifeWorks. (You will need an ID and password, which
you can request from your manager).

WHAT RESOURCES DOES SODEXO OFFER AROUND THE WORLD?
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Policies and Laws:
What You Need to
Know to Be a
Resourceful Leader

Great leaders provide answers. When it comes to
producing resources related to Sodexo’s policies
and benefits for LGBT employees (or explaining why
policies and benefits are structured as they are), there
is a lot to learn. But in this section, we’ll provide key
details that you’ll need to be a resourceful Open Leader
from law to policy to the business case for inclusion.

Policy & Law

INTERNATIONAL LAW AND
POLICIES
The laws protecting LGBT people from discrimination
both at work and in general vary from country to
country, so being aware of the specific challenges
and benefits afforded to the LGBT community in any
location sometimes requires research. For Sodexo
employees located outside the U.S., it is important to
know that Sodexo commits to respect the principles
of the UN Universal Declaration of Human Rights, the
ILO Tripartite Declaration of Principles concerning
Multinational Enterprises and Social Policy, and the
UN Global Compact, including the key principles that
clarify the respect for global human rights both in
social interaction and business.
Sodexo conducts business in so many countries; please
contact your HR Representative for specific policies
and laws that are relevant to your country.
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U.S. LAW
A 2011 poll of adults in the United States revealed
that 9 out of 10 of them believed that LGBT people
are protected by federal nondiscrimination law in the
workplace. The shocking reality, however, is that they
are not. As of 2012, LGBT people lack a federal law to
prohibit employers from firing them for their sexual
orientation and/or gender identity. Many states and
several jurisdictions have passed state or local laws to
address this problem, but the majority of LGBT people
live in states where they remain unprotected. One of
the responses to this challenge has been for employers
— like Sodexo — to work toward a remedy for the
situation by specifically including sexual orientation
and gender identity in their Equal Employment
Opportunity policies. Sodexo is proud to be one of
the organizations recognized on the Human Rights
Campaign’s Corporate Equality Index.
Interested in learning more about some of the legal
challenges that LGBT Americans face and how it
impacts their work lives? The National Gay and Lesbian
Task Force has great information on the subject,
including maps to help you understand how laws
change from state to state. Learn more by visiting
their Website.

POLICIES AND LAWS: WHAT YOU NEED TO KNOW TO BE A RESOURCEFUL LEADER

SODEXO’S
NONDISCRIMINATION POLICY
At Sodexo, we believe that diversity is a business
imperative. It is ingrained in our ethical and social
responsibility and grounded in our core values of team
spirit, service spirit, and spirit of progress. In our
continuing effort to attain an inclusive organization
and to better serve our clients, we are committed to
embracing, leveraging and respecting the diversity of
our workforce, our clientele and the communities in
which we live, work and serve.
Our Equal Employment Opportunity statement
codifies this commitment. For LGBT employees, it
especially includes the terms “sexual orientation”
and “gender identity” to provide them with the
employment protections that U.S. federal law does
not currently grant. (Refer to “What’s the difference
between Sodexo’s policy and federal law?” for more
information.) You can also review our Company
Policy Manual section 202, which provides the entire
statement regarding equal employment.
Our policy is to ensure equal opportunity in all aspects
of employment regardless of race, color, religion, sex,
pregnancy, national origin, ancestry, citizenship,
age, marital status, disability, veteran status, sexual
orientation, gender identity, or any other basis
protected by law. We comply with all federal and
state laws regulating employment decisions. These
include, but are not limited to: advertising, recruiting,
hiring, placement, promotion, transfer, demotion,
compensation, training, layoff or termination,
participation in social and recreational functions, and
use of employee facilities. We prohibit harassment
of employees based on race, color, religion, sex,
pregnancy, national origin, ancestry, citizenship,
age, marital status, disability, veteran status, sexual
orientation, gender identity, or any other basis
protected by law. We strive to employ and promote the
best-qualified person for each position while valuing
and promoting diversity within our workforce.
In the event in which you do have a concern that needs
to be addressed in the U.S., the Office of Employment
Rights (OER) is available to support you at 1-800-6179525. If you work outside the U.S., please call your HR
Representative for further assistance.

POLICIES AND LAWS: WHAT YOU NEED TO KNOW TO BE A RESOURCEFUL LEADER
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Global
Healthcare
Benefits

Sodexo conducts business in so many
countries; please contact your HR
Representative for specific benefits that
are relevant to your country.
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GLOBAL HEALTHCARE BENEFITS

Healthcare
Benefits in the
U.S.

With the Supreme Court decision to overturn part of the Defense of Marriage Act (DOMA), Sodexo now recognizes all
legally married couples under our definition of a spouse in our employee benefits plans.

MEDICAL

CONTINUATION COVERAGE

Qualified domestic partners and married couples and
their eligible dependent children can enroll when the
employee is newly eligible for benefits, during Annual
Enrollment or due to a qualifying event.

Allows legally married couples or domestic partners
and their children to continue their medical and/
or dental and/or vision benefits after coverage has
terminated due to a qualifying event.

TRANSGENDER HEALTH
BENEFITS

DENTAL

Sodexo provides health benefits for its transgender
employees who have been diagnosed with Gender
Identity Disorder and the treatments are determined
to be medically necessary. Benefits may include:
Mental health therapy services, hormonal therapy,
hospitalizations related to surgery (as well as
resulting complications) and other associated
surgical costs. When approved, some companion
travel benefits may be covered. Long-Term Disability
plan benefits may be available for post-surgery
recovery. Questions on transgender benefits, or sideby-side comparisons, can be answered by the Sodexo
Benefits Center at 855-668-5040.

Qualified domestic partners, married couples and
their eligible dependent children can enroll when the
employee is newly eligible for benefits, during Annual
Enrollment or due to a qualifying event. Completion
of a Domestic Partner Affidavit is required. Dental
coverage for preventive care and restorative services.
Higher reimbursement for dental benefits is available if
services are obtained through a participating dentist.

VISION
Legally married same-sex couples and qualified
domestic partners and their eligible dependent
children can enroll when employee is newly eligible
for benefits, during Annual Enrollment or due to a
qualifying event. If domestic partner, completion of a
Domestic Partner Affidavit is required.
Offers discounts on eye exams, prescription eyewear
and Lasik surgery through EyeMed Vision Care.

56 |

HEALTHCARE BENEFITS IN THE U.S

Insurance
in the U.S.

LIFE INSURANCE
Qualified LGBT spouses or domestic partners can
be enrolled when the employee is newly eligible
for benefits, during Annual Enrollment or due to a
qualifying event. Completion of a Domestic Partner
Affidavit is required.

DEATH BENEFITS
Spouse or domestic partner coverage is 50% of
employee’s coverage (1-4 times employee’s salary), to
a maximum of $100,000.
A spouse or domestic partner must be identified in
writing as the beneficiary on the beneficiary form for
death benefits to be payable to him or her. The default
beneficiary process when no beneficiary is identified
does not include domestic partners.

VOLUNTARY ACCIDENTAL
DEATH AND DISMEMBERMENT
(AD&D):
Qualified spouse or domestic partners and their
eligible dependent children can enroll when the
employee is newly eligible for benefits, during Annual
Enrollment or due to a qualifying event. Completion
of a Domestic Partner Affidavit is required. Group
Term Life insurance must be elected for yourself in
order to elect Voluntary AD&D. Monetary benefit if
participant loses eyesight, speech, hearing, limb(s)
or use of limb(s) due to permanent paralysis as a
result of an accident. A spouse or domestic partner
must be identified in writing as the beneficiary on the
beneficiary form for death benefits to be payable to
him or her. The default beneficiary process when no
beneficiary is identified does not include domestic
partners.
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INSURANCE IN THE U.S.

BEREAVEMENT LEAVE
Up to three (3) days of paid bereavement leave are
available for an employee after the death of his/her
legal spouse or domestic partner, domestic partner’s
parent or a domestic partner’s child.

SICK LEAVE
Sick leave may be taken to care for a legal spouse
or domestic partner, dependent child of a domestic
partner, and parents and grandparents of a domestic
partner.

FAMILY MEDICAL LEAVE ACT
(FLMA)-LIKE LEAVE
Allows eligible employees to take up to 12 weeks of
unpaid job-protected leave to care for a seriously
ill domestic partner or domestic partner’s child.
Completion of a Leave of Absence Request is required.

Other Benefits
in the U.S.

CREDIT UNIONS
Membership is open to new, current and retired
employees and family members (including LGBT
spouse and domestic partners) of Sodexo. Eligible
to join from the first day of employment. Credit
Unions offer a variety of services, including checking
accounts, savings accounts, loans and more.

LIFEWORKS
Sodexo offers LifeWorks to all full-time, non-union,
non-temporary frontline and salaried employees and
their families, including LGBT spouses and domestic
partners and their children. LifeWorks provides
information, education, and support for personal and
work-related concerns such as child care, elder care,
parenting, legal and budgeting issues.

EMPLOYEE DISCOUNT
PROGRAM
Available to family members, including domestic
partners and their children. Available from first day
of employment. Free employee discount program for
lodging, travel, entertainment, shopping and more.
Looking for more information on benefits in the U.S.?
For more information on domestic partner benefits,
to obtain a Domestic Partner Affidavit, other forms or
Summary Plan Description booklets, please contact
Sodexo Benefits by calling (877) 633-9837 or visit
https://mysodexobenefits.com.

WHY IS ESTABLISHING
DOMESTIC PARTNER STATUS
NECESSARY?
In their most basic form, domestic partnerships refer
to the personal relationship between individuals who
are living together and sharing a common domestic
life together but are not joined in any type of legal
partnership, marriage or civil union.
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OTHER BENEFITS IN THE U.S.

Some jurisdictions have instituted domestic
partnerships as a way to recognize same-sex unions.
In some states, gay and lesbian adults do not have
the right to marry. Because of this, it is necessary
for gay and lesbian Sodexo employees who reside in
states where same-sex marriage is not recognized, to
establish domestic partnership status with Human
Resources in order for their partners to be eligible
for equivalent benefits, to the extent allowed by law.
(For more information on the legal challenges LGBT
people face in the United States, see the section on the
difference between policy and law in this guide.)

HOW DOES SOMEONE
ESTABLISH DOMESTIC
PARTNER STATUS?
To qualify for domestic partner status, the employee
and partner must meet all of the following criteria:
§§ Declare they are each other’s sole domestic
partner and have a committed relationship that
is intended to be of indefinite duration.
§§ Not be legally married to anyone else.
§§ Be at least 18 years old.
§§ Not be related by blood to a degree of closeness
that would prohibit legal marriage in the state in
which they legally reside.
§§ Reside together in the same residence and
intend to do so indefinitely.
§§ Be jointly responsible for each other’s common
welfare and share financial obligations.
§§ Sodexo recognizes domestic partners of same
sex and opposite sex in all 50 states.
If a Sodexo employee and his or her partner meet these
criteria and wish to complete a Domestic Partnership
Affidavit, please contact your HR Representative.

Taking the Conversation
Further: It’s Your Turn

We are almost at the end of this part of the Open Leader journey, but the truth is that for many people, this is just
the beginning. Now that you have the basics to get started with effective conversations, you can start expanding
the discussion. In this section, we’re including a collection of suggested resources to help you find the information
that you need, and, in some cases, to keep learning more about the things that you find interesting. With each new
piece of information, you have additional tools for even more conversations.

EXTERNAL PARTNERS AND
SUPPLIER DIVERSITY
Sodexo Diversity Community Relations oversee a
valuable group of LGBT strategic partners, such as the
National Gay Lesbian Chamber of Commerce, (NGLCC),
Out & Equal, Human Rights Campaign (HRC), GLSEN
and PFLAG. Through these partnerships, we are able to
reach out to our communities and leverage Diversity &
Inclusion for the following purposes:
§§ Business growth and economic empowerment
§§ Enhancing our recruitment efforts
§§ Offer professional leadership development for
our workforce
§§ Hold leadership roles that afford us “giving back
“to the communities we serve at a grass-roots
level and create change.
Strategic Partnerships are a critical part of our
strategy, as we aim to impact the Quality of Life of our
customers and clients within LGBT communities.
The inclusion of potential diverse suppliers is part of
the sourcing process for all of our RFPs as Sodexo’s
supply managers are held accountable for the inclusion
of diverse vendors. Additionally, supply managers
and all individuals within Supply Management have
specific and measureable tasks to support the growth
of diverse vendors as they are measured against
individual performance plans.
Sodexo diverse suppliers mirror the EBRG groups
that Sodexo’s D&I support; this includes LGBT-owned
businesses. As such, we are members of the National
Gay & Lesbian Chamber of Commerce (NGLCC), which
started in November 2002, to showcase that LGBT
people were business owners, employers, taxpayers,
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providers of healthcare — that they were a vibrant,
essential part of the small business engine that makes
the U.S. economy run and therefore, deserved a place
at the equality table.
The NGLCC offers certification to LGBT Business
owners, as well as a host of opportunities to enhance
LGBT business’ visibility to corporations seeking to
do business with LGBT suppliers. Sodexo is an active
member of this organization in both the U.S. and
in Canada. As part of this organization, we meet
with certified LGBTBEs at NGLCC matchmaking
events and look to include these businesses in future
opportunities with Sodexo. We are also working with
NGLCC and our PRIDE EBRG to see if we can have
our PRIDE member perform site visits for NGLCC’s
certification committee.

ADDITIONAL RESOURCES
AROUND THE WORLD
§§ Canada, Pride@Work
§§ Europe, European Commission
§§ Gay-straight Alliance Network
§§ ilGa Europe
§§ Ireland, Glen
§§ l’autre Cercle
§§ The Hetrick-Martin Institute, home of The
Harvey Milk High School
§§ True Child
§§ UK & Ireland, Stonewall

ADDITIONAL RESOURCES IN
THE U.S.
§§ Bisexual Resource Center
§§ CenterLink
§§ Family Equality Council
§§ GLSEN
§§ Human Rights Campaign
§§ Lambda Legal Defense and Education Fund
§§ National Center for Lesbian Rights
§§ National Center for Transgender Equality
§§ National Gay and Lesbian Task Force
§§ Out & Equal Workplace Advocates
§§ PFLAG National
§§ Straight for Equality
§§ Transgender Law Center

Youth
§§ Colage (Children of lesbians and Gays
everywhere)
§§ Sexual Minority Youth Assistance League
(smyal) (DC Area)
§§ The Matthew Shepard Foundation
§§ The Trevor Project

Media
§§ Gay and Lesbian Alliance Against Defamation
(Glaad)

Schools
§§ Campus Pride
§§ Gay, Lesbian & Straight Education Network
(GLSEN)

TAKING THE CONVERSATION FURTHER: IT’S YOUR TURN
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Ready to Be an
Open Leader?

MAKING THE COMMITMENT
Being An Open Leader

Now that you’ve gained an understanding of LGBT issues, you have the opportunity to showcase your commitment
as an “Open Leader.”
An Open Leader:
§§ Has a willingness to learn
§§ Leads by examples
§§ Values the differences
§§ Champions change
To remember your commitment as an Open Leader, please click here to download the Open Leader Certificate and
post it somewhere in your work area.
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PFLAG NATIONAL
PFLAG National is the nation’s foremost family-based organization committed to the civil rights of gay, lesbian,
bisexual and transgender people. Founded in 1973 by mothers and fathers, PFLAG has over 200,000 members
and supporters in more than 350 chapters throughout the United States. To learn more, please visit PFLAG. One
of its most prominent projects is Straight for Equality, an effort launched in 2007 to invite, educate and engage
straight individuals to have the discussions necessary to move equality forward for their gay, lesbian, bisexual and
transgender friends in simple, nonpolitical ways. Learn more at Straight for Equality today. Jean-Marie Navetta
is the Director of Equality & Diversity Partnerships for PFLAG National and a lifelong believer that people have
the power to achieve equality by connecting through their personal stories. As the leader of PFLAG’s Straight for
Equality project since its inception in 2007, her work has focused on empowering allies and LGBT people to have
game-changing conversations by utilizing the publications she’s authored, including the guide to being a straight
ally (now in its second edition), straight for equality in healthcare (2010), and be not afraid - help is on the way:
straight for equality in faith communities (2012) and the guide to being a trans ally (2014). She has developed
training programs to further boost the power of LGBT people and their allies, and, under her leadership, over 12,000
people have been trained, many in Straight for Equality in the Workplace events across the U.S. in more than 100
major corporations.
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?

Questions?
PLEASE CONTACT:
USA Sodexo Office of Diversity:
USAOfficeofDiversity@sodexo.com

