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Abstract: 

Discrimination against sexual minorities is one of the most covert and difficult to prove repressions. It is distinguished from other types of discrimination by its less significant visibility. 
All European countries are experiencing significant changes in population, which affect also the employees and job seekers. Populations are changing due to globalization, demographic shifts, migrations, population mobility and organizational changes in business environment. All these changes lead to multicultural and multiethnic societies. At the same time, the rising number of women, disabled people, LGBT, migrant and other minority or marginalized groups are entering the labour market. Almost in all areas of employment and labour market these vulnerable groups are facing risk of being uncared for and discriminated. Therefore changes of traditional patterns of employment and reflection are becoming an urgent matter.

Diversity is becoming an integral part of business environments, companies, organisations, institutions and the labour market. The sensitivity to the problems faced by minorities and marginalized groups of workers is growing each day, and this requires suitable changes, bringing us to the concept of diversity management in the workplace. Diversity management means making sure that people from different groups do not suffer different treatment and discrimination, that is, the principle of equal treatment is not violated. Diversity management in the workplace is ensured by the implementation of equal opportunities, anti-discrimination, the development of social justice and equality and the social responsibility within organizations and institutions. To manage diversity means to understand how to mobilize the differences and similarities between people in a positive and creative way and make the best of them for the individual, organization, company and society at large. The enforcement of diversity policies in the area of employment can be ensured by means of absolute non-admission of discrimination, consistent law enforcement and fulfillment of ethical standards. Diversity management in the workplace is becoming a rule in today’s changing and complex world.
Diversity management in the workplace means to embrace six personal circumstances, which the European Union emphasized in 1997 in Article 13 of the Amsterdam Treaty, as discriminatory grounds. Discriminatory grounds are personal circumstances, characteristics or conditions, based on which a negative distinction may be determined. They include race/ethnicity, age, sexual orientation, disability, religion and gender, but also marital status, family status, gender identity, appearance, cultural differences, view, economic status, education, personal habits, geographic location, etc. In the context of employment all these personal circumstances may imply obstacles that arise in the area of equal access to work and conditions in the workplace. Discrimination in the workplace is a key obstacle in promoting diversity.

Introduction:
The main objective of this paper is to critically explore the key benefits and challenges of managing diversity in employment and in the workplace, including policies and practices at the biggest LGBT organization in the UK, called “Stonewall”.

The British Government in 2012 has issued a guide entitled “Best practice guidance on monitoring equality and diversity in employment”, aimed for state employment based on: gender, age, disability, gender reassignment, marriage and partner status, pregnancy and maternity, race, ethnic origin, nationality, skin colour, religion and sexual orientation.
In 2005 under the British Law on equality in employment took place the first successful court case: Rob Whitfield was constantly ridiculed by the colleagues in the workplace because of his homosexuality. The court sentenced 35 thousand pounds compensation in his favour. 
In 2005 the organization for LGBT rights Stonewall for the first time published »Corporate Equality Index«, which represents hundreds of employers in the public and private sector, which are the bets for LGBT people, for example British Council, Staffordshire Police and IBM. The criteria for listing are effective business policy of equality, ensuring equal bonuses for same-sex partners, disclosed gay personnel in managerial positions etc. To this day, every year are chosen employers who have the best exemplary business practice and LGBT-friendly employment policies. For the certificate of excellence called “Diversity Champion” are competing hundreds of companies every year
Trade Union Congress TUC, British trade union federation, which covers 6.2 million workers in 1985 become the first trade union in Great Britain that adopted the topic of LGBT in its framework. In 2005 TUC has published a report, stating that 70% of its trade union federation includes measures for LGBT workers. UNISON is the biggest trade union in the public sector in Great Britain, with a membership of 1,3 million, representing the LGBT equality on the workplace as one of its key targets since its beginning in 1992, also in all its branch have sectors for gays and lesbians, also groups for bisexuals, transsexuals, handicapped and racial minorities.


Analysis: 
1.1 General information 
•• In United Kingdom, in 1968, the Ministry of Interior stated that its policy is not “the process of assimilation but equal opportunity, accompanied by cultural diversity and atmosphere of mutual tolerance”.
•• In 1997, United Kingdom noted 3173 cases of racial/ethnic discrimination in employment which received legal treatment. For comparison: in the same year Sweden did not have a single case and in France there were four. In 2009, United Kingdom received 4983 complaints against racial/ethnic discrimination, which were dealt with by different bodies of equality. For comparison: in the same year in Sweden there were 2409 cases, in France 3009. In Slovenia, Estonia and Malta there were less than ten cases. (Wrench, 2014)

•• Company “Royal Mail” estimates that its savings rises to seven million pounds due to the introduction of diversity policies and measures against discrimination and harassment.
•• In 2001, an International company “Air Products”, established in United Kingdom, introduced a program for training of employees on diversity and anti-discrimination regarding all discriminatory grounds with the name “Valuing Diversity”. Workshops and mentoring programs were organized for more than 5.000 employees across Europe. In its Spanish branch, for example, the employees created a website for education on diversity. In addition to training programs, the company also introduced specific employment networks, such as the Gay and Lesbian Empowered Employees, Ethnically Diverse Employees and All Asian Americans. (Commission, 2005) 

•• Since the mid-eighties “British Telecommunications Company” has a developed diversity management program called “Effortless Inclusion”. The program contains advertising campaigns and development of workforce diversity. The company trained more than 600 diversity trainers and employees’ networks representing disabled, ethnic minorities, LGBT employees and those with different religious beliefs. (Commission, n.d.)


•• In 2000, the English branch of “Ford Corporation” created a diversity policy, with particular emphasis on sexual orientation, ethnicity and religion. All managers must develop personal goals regarding diversity, which should have an impact on their business behaviour. At the same time, each of the ten factories in the United Kingdom had a diversity monitoring, on the basis of which four areas of action were set out: developing a dignity at work; training programs on diversity; recruitment and selection processes monitoring; corporate citizenship and communications strategy. Let us mention the group Gay, Lesbian or Bisexual Employees, “GLOBE”, which in the beginning of the last decade hosted the Pride parades. Ford Corporation introduced diversity policies also in other European countries. 
More and more UK and European companies in their business are conducting employment practices on equal opportunities, not only for legal and ethical reasons, but also for business advantage. In practice it is very evident that the business on the principle of equal opportunities is directly related to better business results, lower losses and better financial results. Employers on the basis on calculation of the cost of discrimination and the projections about the financial consequences of discrimination in employment systematically implement measures to prevent it. (enterprises, n.d.)

1.2 Study Case

The main objective is critically to explore the key benefits and challenges of managing diversity in employment and in the workplace, including policies and practices at the biggest LGBT organization in the UK, called “Stonewall”.

According to the policy of Stonewall, they believe that their people are the most precious resource. Their aim is to recruit the very best staff – with a mix of private, public and third sector backgrounds – and have an ambition to make Stonewall an ‘employer of choice’. They reviewed their benefits package in recent years to reflect this. According to their staff survey from December 2018, 90% of staff said they were proud to work for Stonewall, 95% of staff enjoy working with the people at Stonewall, and 86% of staff said that they enjoy what they do.  
They have an obligation to role model some of the objectives that they encourage others to set for themselves, and have worked hard in recent years to diversify their workforce such as:

- 57% of staff identify as women
- 7% of staff identify as non-binary
- 12% of staff identify as trans, including non-binary
- 11% of staff were from black, Asian and minority ethnic communities
- 26% of staff considered themselves to be disabled
- 17% of staff identify as heterosexual
- 23% of staff identify as bi
- 40% of our staff identify as gay/lesbian
- 74% of our staff were 34 and under
Stonewall received a Silver Award in the Mind Workplace Wellbeing Index 2018, demonstrating our commitment to mental wellbeing in the workplace.
Reviewing their job advertisements, and their policy of employment and current vacancies published on the web page, all the three vacancies are for fixed term and based in London. The applicants need to include their personal criminal record. These are some barriers to employability, for example, as they would require recruits to relocate temporarily.  
The key points respected by the organisation are:
· Equal opportunities between men, women, transgender persons, non-binary, and other gender defined people 
· Diversity at working place/organization such as: people with disabilities, races, migrants, religious faiths etc   

Conclusion:
   
According to this work the most important segments of measures for preventing and reducing discrimination - with the interest of employers - recruitment and retention of employees, unrestricted access to the pool of labour workforce, a wider range of candidates and talents, rang of high capable workforce, increased business reputation, greater innovations and market expansion, and market opportunities. 
The most significance for the employers is the solving of the shortage of workforce, recruitment and retention of highly suitable workforce. 
The second reason is the ability to preserve and enhance the reputation of the company. In the context of social responsibility of the company are used many promotional methods, such as participation in philanthropic activities for prevention of social exclusion, support the access to education and training, sponsoring local activities, cultural festivals and cooperation with non-governmental organizations in the local community. 

The employers also need the support of trade unions in order to successfully implement the equal opportunities policies, development of new policies, effective mechanisms for resolving disputes and inclusive social dialogue. It is evident the need for systematic monitoring and evaluation of organizations/companies, which for now in some companies/organizations is still missing. It is also necessary to promote the wider use of this mechanism in the business practice; the fact is that companies that have implemented a policy of equal opportunities are well aware of the benefits of it. 

This is about the general business principle and about the communication of inclusive principles on all segments of business etiquette and business practices. In this context, the development programs are necessary for training of the managers and the staff personnel, which leads to increasing knowledge and better acceptance and understanding of the legislation.
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