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Foreword  

  

The current Report was elaborated in the framework of the project ‘Documentation of discrimination in 

the field of LGBT health in Romania’ implemented by ACCEPT Association in Romania between July 

2015-July 2016, with the support of ILGA Europe. The aim of this small Project was to document 

situations of discrimination that LGBT+ people were or may be confronted with, in access to 

employment as well as in the workplace. For that purpose, ACCEPT Association conducted an 

assessment of the legal framework relating to employment, in order to provide an updated overview of 

the protection measures afforded to LGBTI employees and job-seekers; data collection and assessment 

with regard to different employers’ anti-discrimination and equality measures, competence and 

attitudes, as well examples of LGBTI inclusive or/and discriminatory policies in the workplace; and a field 

survey among LGBTI persons faced with discrimination in the area of employment. 

Aside from a Report on the main findings, ACCEPT used the findings of this Documentation Project in 

order to develop a Training toolkit for employers (comprising legislation and good practices examples as 

well as suggestions and guidelines of offering a discrimination free workplace for LGBTI employees) as 

well as  package of informative resources dedicated to employees and employers alike, aimed at 

mainstreaming existing legislation and redress mechanisms protecting LGBTI persons from workplace 

discrimination.  

On behalf of ACCEPT Association, we would like to take this opportunity and express our gratitude for 

those who contributed to our research. We would like to thank LGBT+ persons who shared with us their 

experiences with regard to the area of employment; equally, we are glad to have had the cooperation of 

a few employers in Romania who shared with us information about their policies and experiences in 

tackling workplace discrimination.  

Nobody should be faced with discrimination in relation to employment or in the workplace. Equality 

between citizens and freedom from discrimination are guaranteed under Romanian and EU law. We 

would like to encourage all those who are faced with discrimination on account of their sexual 

orientation or gender identity, as well as those employers who wish to set an example and improve their 

equality policies, to contact us for assistance and cooperation.  

For any further details, you may reach us at: 

ACCEPT Association 

Bucharest, Romania 

Str. Lirei no. 10 

Tel./Fax: (+4)021 252 5620; (+4)021 252 9000 

www.acceptromania.ro 

www.antidiscriminare.ro 

 

http://www.acceptromania.ro/
http://www.antidiscriminare.ro/


1. Executive summary and recommendations  

 

In Romania, societal discrimination against lesbian, gay, bisexual, transgender and intersex (LGBTI) 

persons remains a problem, with a need for greater legal protection afforded to those categories 

affected by discrimination, alongside improved responses and enhanced knowledge and resources 

available to both victims as well as Equality Bodies, administrative authorities and Courts.  

While the law prohibits discrimination in employment based on sexual orientation, open hostility 

prevents the reporting of some harassment and discrimination.  

Following a mapping of existing legal framework in relation to employment – and workplace 

discrimination – as well as documentation work carried out mainly with employees and job seekers, but 

also employers and authorities at the national level, ACCEPT Association identified a few gaps that 

should be addressed in order to enhance workplace equality and adequate protection. These refer to: 

- The need to clarify existing legislation and roles / responsibilities of various institutions, such 

as the National Council for Combating Discrimination, Labor Inspectorates and the National 

Agency for Equal Opportunities (ANES) functioning at the level of the Ministry of Labor. 

Currently, these public institutions have overlapping responsibilities and an unclear division 

of competencies in terms of identifying and sanctioning discrimination, as well as 

implementing prevention policies. This lead to confusion amongst discrimination victims but 

also to declining of responsibilities and thus to limiting the impact of redress mechanisms 

and to situations of discrimination which are left unresolved, to the discouragement of 

those affected.  

 

- The need to strengthen documentation of discrimination cases against LGBT+ community in 

the area of employment and encourage reporting.  

 

- The need to encourage publicity of the situations of employment discrimination where 

sanctions are applied, as well as to develop and publicize clear standards of sanctioning used 

by relevant authorities and Courts. Moreover, the necessity to collect and disseminate  

statistical data regarding situations of employment discrimination / sanctions applied, by all 

relevant authorities at central and local levels 

 

- The need to document and promote good practices at the level of employers’ policies. This 

should be coupled with increased awareness raising activities amongst employers regarding 

legal standards of protection from discrimination for the LGBT+ community and regarding 

workplace policies that promote equality and non-discrimination. 

 

- The need to enhance victim support and information on legal protections available and 

redress mechanisms.  

 



- The possibility to increase a) awareness and b) involvement of actors such as trade union 

and professional organizations in combatting discrimination on account of sexual 

orientation and gender identity;  

 

- The necessity to clarify existing legal provisions relating to multiple discrimination / 

intersectionality in relation to discrimination grounds, which may lead to specific barriers 

faced in relation to employment by LGBT+ people from a minority ethnic background, older 

LGBT+ people, LGBT+ people with disabilities, etc. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



2. Legal framework  

 

2.1. General considerations  

 

Equality and non-discrimination are intrinsic European values. The Treaty on the Functioning of the 

European Union (TFEU) prohibits discrimination on a limited number of grounds, listing sex, racial or 

ethnic origin, religion or belief, disability, age or sexual orientation. These specific grounds and the scope 

of application of above mentioned prohibition have been significantly developed by European secondary 

legislation, chiefly the European Equality directives: 

 

 Employment Equality Framework Directive (2000/78), which establishes a general framework 

for equal treatment in employment and occupation, protecting European citizens from 

discrimination on the ground of age, disability, sexual orientation and religion or belief in the 

workplace, specifically: 

 

(a) conditions for access to employment, to self-employment or to occupation, 

including selection criteria and recruitment conditions, whatever the branch of activity 

and at all levels of the professional hierarchy, including promotion; 

(b) access to all types and to all levels of vocational guidance, vocational training, 

advanced vocational training and retraining, including practical work experience; 

(c) employment and working conditions, including dismissals and pay; 

(d) membership of, and involvement in, an organisation of workers or employers, or 

any organisation whose members carry on a particular profession, including the 

benefits provided for by such organisations.1 

 

 Racial Equality Directive (2000/43) prohibits the discrimination of European citizens because of 

racial or ethnic origin in the following fields: 

a) conditions for access to employment, to self-employment and to occupation, 

including selection criteria and recruitment conditions, whatever the branch of activity 

and at all levels of the professional hierarchy, including promotion; 

(b) access to all types and to all levels of vocational guidance, vocational training, 

advanced vocational training and retraining, including practical work experience; 

(c) employment and working conditions, including dismissals and pay; 

(d) membership of and involvement in an organisation of workers or employers, or 

any organisation whose members carry on a particular profession, including the 

benefits provided for by such organisations; 

(e) social protection, including social security and healthcare; 

(f) social advantages; 

(g) education; 

                                                           
1 http://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:32000L0078 art 3.1 

http://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:32000L0078


(h) access to and supply of goods and services which are available to the public, 

including housing.2 

 

Romania has signed all major European and international human rights instruments and the Romanian 

Constitution provides for equality and non-discrimination as fundamental principles applicable to all 

citizens, irrespective of “race, nationality, ethnic origin, language, religion, sex, opinion, political 

adherence, property or social origin3”, but also for equality of all citizens before the law and public 

authorities, without any privilege or discrimination4. Furthermore, the Constitution states that its 

provisions regarding the rights of citizens are to be interpreted and enforced in line with the Universal 

Declaration of Human Rights, with covenants and other treaties that Romania is a party to. Where 

inconsistencies exist between fundamental rights treaties to which Romania is a party and national 

legislation, the former will be applied with priority unless the Constitution or national laws comprise 

more favorable provisions5. The equality and non-discrimination principles are implemented through 

specific anti-discrimination legislation adopted in August 2000 [Governmental Ordinance 137/2000 - 

hereafter referred to as the Anti-discrimination Law, or GO 137/2000]6. Governmental Ordinance 

137/2000 was adopted at a time when the two European directives mentioned above were still pending 

approval, but were generally agreed upon among European officials and member state representatives. 

At that time, Romania was an accession country, resulting in close monitoring by the European 

Commission on all Copenhagen Criteria, including the rule of law and the respect for human rights. 

Equality and non-discrimination were listed among the top challenges to be tackled in the context of 

accession talks, and the 2000-2007 country reports closely monitor the topic and influence the ongoing 

debates, both from a legislative, as well as political standpoint. The Government Ordinance 137/2000 

has been recurrently modified and improved progressively in 2002, 2003, 2004 and 2006.  One final 

revision, occurring in 2013, aimed to prevent any potential infringement, by ensuring full transposition 

and implementation of European Equality Directives, specifically mentioned in the rationale of the 

legislative proposal of Government Ordinance no. 19/2013.  

 

The Anti-discrimination Law, the lex specialis in the field, is also complemented by relevant provisions 

found in specific legislation, such as the Criminal Code, the Civil Code or the Labor Code. The Criminal 

Code, for instance, includes general provisions on aggravating circumstances (Art. 77) when criminal 

intent is based on any of the grounds protected by anti-discrimination legislation; it furthermore defines 

specific discrimination-related offences, such as incitement to hatred and discrimination, or abuse with 

a discriminatory intention in the exercise of an official function. The Civil Code allows discrimination 

                                                           
2 http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:32000L0043:EN:HTML art 3 
3 Art. 4.2. of the Romanian Constitution, available in English at: 
http://www.cdep.ro/pls/dic/site.page?den=act2_2&par1=2#t2c1s0sba20 
4 Art. 16 of the Romanian Constitution 
5 Art. 20 of the Romanian Constitution, available in English at: 
http://www.cdep.ro/pls/dic/site.page?den=act2_2&par1=2#t2c1s0sba20  
6 In Romanian: Ordonanta nr. 137 din 31 august 2000 (*republicată*) privind prevenirea şi sanctionarea tuturor 
formelor de discriminare* [Ordinance no. 137/2000 on preventing and sanctioning all forms of discrimination] 
 

http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:32000L0043:EN:HTML
http://www.cdep.ro/pls/dic/site.page?den=act2_2&par1=2#t2c1s0sba20
http://www.cdep.ro/pls/dic/site.page?den=act2_2&par1=2#t2c1s0sba20


victims to lodge claims for damages.  In turn, the Labour Code includes general prohibitions against 

discrimination in employment and specific sanctions for employers.  

 

2.2. National framework regarding preventing and combatting discrimination 

 

Definition of discrimination and protected grounds  

 

Discrimination (direct discrimination) is defined in Article 2(1) of the Anti-discrimination Law as ‘any 

difference, exclusion, restriction or preference based on race, nationality, ethnic origin, language, 

religion, social status, beliefs, sex, sexual orientation, age, disability, non-contagious chronic disease, 

HIV-positive status, belonging to a disadvantaged group or any other criterion, aiming to or resulting in a 

restriction or prevention of the equal recognition, use or exercise of human rights and fundamental 

freedoms in the political, economic, social and cultural field or in any other fields of public life”  

The following grounds of discrimination are therefore explicitly covered in the law:  

 race,  

 nationality,  

 ethnic origin,  

 language,  

 religion,  

 social status,  

 beliefs,  

 sex,  

 sexual orientation,  

 age,  

 disability,  

 non-contagious chronic illness,  

 HIV-positive status,  

 membership to a disadvantaged group or  

 any other criterion.’  

 

In practice however, regardless of the inclusive approach taken in enumerating the protected grounds, 

the open-ended list (“any other criterion”) leaves much room for interpretation – and thus for potential  

confusion. Gender identity, for instance, is not one of the grounds expressly covered in the list, which – 

given both the restrictive understanding of the term, but also the limitations in effective protection 

against discrimination  on this ground – constitutes an acute issue affecting the obligation to properly  

transpose Directive 2004/113/EC and Directive 2006/54/EC.  

 

Indirect discrimination is also defined, by Article 2 (3) of the Anti-discrimination Law, which prohibits: 

‘any provisions, criteria or practices apparently neutral which disadvantage certain persons on grounds 

of one of the protected grounds from para.(1), unless these practices, criteria and provisions are 



objectively justified by a legitimate aim and the methods used to reach that purpose are appropriate 

and necessary.’  

 

The same act – Ordinance no. 137/2000, as subsequently amended – further includes definitions and 

sanctions for harassment and victimization.  

 

Harassment is defined in Article 2(5) of the Anti-discrimination Law as ‘any behavior on grounds of race, 

nationality, ethnic origin, language, religion, social status, beliefs, sex, sexual orientation, belonging to a 

disadvantaged group, age, handicap, refugee or asylum seeker status or any other criterion, which leads 

to establishing an intimidating, hostile, degrading or offensive environment.’ It therefore constitutes a 

specific form of discrimination, but with a different list of protected grounds (interpreted however in 

practice as covering the same list of 14+ protected criteria of the discrimination definition). Sexual 

harassment is in turn sanctioned by 3 months – 1 year imprisonment or by a fine, according to the 2009 

Criminal Code (Art. 223), and constitutes ‘repeatedly soliciting sexual favors as part of an employment 

relationship or a similar relationship, if by so doing the victim was intimidated or placed in a humiliating 

situation”. Also, a slightly different, wider definition of sexual harassment in the employment context is 

set out in Law no 202 on equal opportunities between men and women, according to which ’any form of 

behavior in relation to gender, about which the person who is responsible knows that is affecting the 

dignity of persons, if such a behavior is rejected and represents the motivation for a decision affecting 

those persons” (Art.4(c)). 

 

Victimization is similarly defined as any adverse treatment as a reaction to a complaint or court action 

regarding violations of the principle of equal treatment and non-discrimination. It constitutes a 

contravention. 

  

 

2.3. The relevant stakeholders and available remedies for the implementation of anti-discrimination 

provisions  

The main actors responsible for preventing, but also sanctioning discrimination are the National Council 

for Combatting Discrimination and civil Courts. For victims of discrimination, the Anti-discrimination Law 

provides for administrative and civil remedies, which can be pursued separately, consecutively 

(administrative followed by civil) or simultaneously. 

 

 The National Council for Combatting Discrimination [Rom: Consiliul National pentru Combaterea 

Discriminarii], hereafter referred to as NCCD, is an agency established in 2001 and responsible 

for applying Romanian and European Union anti-discrimination laws and managing the National 

Anti-Discrimination Strategy. The legal status of the CNCD was established by the anti-

discrimination law of 2000 (Law 137/2000) and subsequently amended. According to the law, 

the Council is an autonomous state authority, reporting to the parliament, and is politically 

independent. 

 



NCCD acts primarily as quasi-judicial body, and its main role and competences include: formally 

deciding on complaints by decisions or recommendations (which are legally binding); monitoring 

cases of discrimination brought before the Court; providing expert interventions before the 

Courts in cases of discrimination; providing mediation in discrimination cases;  ensuring 

investigation, ascertainment and sanctioning discriminatory acts.  

 

Furthermore, NCCD carries out promotional activities aimed at various stakeholders and at 

potential victims (trainings, awareness raising, etc.); communication activities; developing 

publications and research projects; ensuring specialized assistance to victims of discrimination 

etc.  

 

NCCD’S management is assured by the President and a Steering Board of 9 members (President 

included) which is a collective and deliberative body responsible for carrying out the above 

mentioned the tasks.  

 

 

 Civil Courts: For all discrimination cases, the victims are entitled to claim damages, proportional 

to the act, as well as the restoration of the situation prior to discrimination or to the cessation of 

the situation created by discrimination, in accordance with common law (civil law procedure). In 

other words, it is possible for a discrimination victim to either address NCCD or submit a 

complaint directly to the territorially competent civil Court.  

 

It is also possible to appeal against the decision of NCCD in relation to discriminatory acts, under 

the procedure provided for civil offences. 

 

Upon request, the court can order that the competent authorities withdraw the license of legal 

entities that significantly prejudice society by means of a discriminatory action or have 

repeatedly violate the provisions of the Government Ordinance no. 137/2000.  

 

Human rights non-governmental organizations can appear in court as parties in cases involving 

discrimination pertaining to their field of activity and which prejudice a community or a group of 

persons. 

 

 

2.4. Employment legislation in Romania and non-discrimination  

 

The main sources of employment law are the Labour Code (Law No. 53/2003), as republished in the 

Official Gazette No. 345/18.05.2011 and further modified (the “Labour Code”), and the Social Dialogue 

Law (Law No. 62/2011), published in the Official Gazette No. 322/10.05.2011 (the “Social Dialogue Law”) 

as further modified. 

 



For other labour-related matters, such as labour, health and safety, protection of maternity in the 

workplace, or non-discrimination, there are particular legal sources – in the case of discrimination, the 

provisions of the Labor Code are therefore interpreted in conjunction with anti-discrimination 

legislation, which applies to situations of workplace discrimination as the lex specialis.  

 

There are mainly two types of workers in Romania, depending on the type of employer: (i) workers 

employed by private legal entities; and (ii) workers employed by public institutions and authorities (i.e. 

public servants). The employment laws protect both categories of workers, but there are certain 

differences regarding the applicability of such legal provisions. For instance:  

 Workers from the private system may negotiate details concerning their Individual Labour 

Agreements (work contracts or, in Romanian, “Contract individual de munca”) within the limits 

set by the applicable legal provisions, such as salary, holiday, work time, etc.   

 Labour relations applicable to workers in the public system are ruled by special legal provisions 

which often are a derogation from the standard legal framework.  Such workers may not 

negotiate and change all the conditions of their employment, and they are governed by a special 

Statute.  

 

As regards the workers from the private system, the legal regulations provide for full-time workers and 

part-time workers, as well as for fixed-term workers and workers employed for an unlimited period of 

time. All the rights and obligations applicable to full-time workers and to workers employed for an 

unlimited period of time are recognized as applicable to part-time workers and fixed-term workers as 

well.  

 

Prior to the conclusion of a work contract, the employer shall inform its potential employee about the 

main provisions of the contract, such as job position, job description, work place, salary, and working 

hours. Work contracts have to be concluded in writing, in the Romanian language, based on the parties’ 

mutual consent, prior to the commencement of the employment relations.  The obligation to conclude 

the contract in writing is incumbent on the employer. Moreover, prior to the commencement of the 

activity, the employer should provide the employee with an original copy of the contract.  

 

Employers may negotiate the main details of the contract with the employees, but cannot decide upon 

conditions less favorable to employees than the ones set up by the law. Moreover, an employee may 

never waive his/her minimum legal rights as provided by labour legislation, not even in a direct and 

written form.  If the contract contains certain terms that are inconsistent with the minimum legal rights, 

such terms are deemed null and void. 

 

The employer must comply with the principles of equal treatment, non-discrimination and equal 

opportunities for all its employees. Direct or indirect discrimination towards an employee, based on 

criteria such as gender, sexual orientation, genetic characteristics, age, national origin, race, colour of 

skin, ethnic origin, religion, political orientation, social origin, disability, family conditions or 

responsibilities, or trade union membership or activity, is prohibited. 



 

The employer must observe and respect non-discrimination principles during the recruitment process, 

when concluding the work contract  and for the entire term of the  working relations, as well as when 

terminating the contract.  Any type of discrimination on any of the grounds or on cumulative grounds is 

considered unlawful, and may be sanctioned by the Romanian courts of law and by the National Council 

for Combating Discrimination, as mentioned before.  

 

Provided that employees consider any discrimination is being exerted in their regard and they inform 

the employer accordingly, the employer may settle such a claim by taking the necessary measures to 

protect the employees from discrimination. Furthermore, if the employees consider that they have been 

discriminated against, they are entitled to file a formal complaint with the National Council for 

Combating Discrimination, within one year as of the date when the discriminatory action took place, or 

from the time he or she learned of such an action. If the employee is still not satisfied with the result of 

the complaint, he or she is entitled to file a discrimination claim to the competent court of law.  The 

claim may be settled amicably by the parties, if they reach an agreement, even after the litigation is 

initiated. 

 

If a discrimination claim has been registered against an employer with the competent court of law, the 

sole defense for the employer is to prove, with testimonies, written documents and other legal 

evidences, that no measures or actions were taken towards the employee based on discriminating 

views, but based on objective grounds related to his/her actions and/or activities within the company. 

 

An employee who has proven that he or she has been discriminated against may request and obtain (i) 

special (moral) and/or compensatory damages, (ii) reinstatement of the status quo ante position, or (iii) 

cancellation of the discriminatory situation (measure, deed). Further, in the case of dismissal on 

discrimination grounds, the employee may request to be reinstated in his/her former position. 

 

It is worth noting that, aside from the administrative or judicial remedies described above and available 

for discrimination cases in general, other types of employment-related complaints are generally settled 

at first instance by the tribunal, competent within the range of the claimant’s domicile/residence or 

headquarters, where special labour sections are established.  They have to be settled in an emergency 

regime and are exempted from the judicial stamp fee and from a judicial stamp.  Furthermore, as a 

general rule, the employer has the burden of proof. The decision of the first court is final and 

enforceable, and may be appealed at the special sections of the Courts of Appeal (however, an appeal 

does not prevent the enforcement of the first instance court’s decision – basically the first court’s 

decision is enforceable de jure and the appeal may suspend the effects of such a decision only under 

special circumstances).   

 

 

2.5. Practical aspects and  NCCD statistical data 

 



As already mentioned, in cases of discrimination the NCCD may apply sanctions consisting of either 

issuing a warning or a fine to offenders (between 1,000 and 30,000 lei if discrimination is perpetrated 

against an individual or a fine of 2,000 lei to 100,000 lei, if discrimination is perpetrated against a group 

of persons or a community).  

The amounts do not go to the victim as compensation, but to the State Budget, as a sanction imposed 

for failure to comply with O.G. 137/2000. NCCD cannot award compensation to the victim – for that, the 

person must initiate Court action and use NCCD’s finding with regard to the act of discrimination in 

support of a damages claim.  

Unfortunately, in practice, NCCD has demonstrated a tendency over the years to apply warn9ings as 

sanctions, in a more significant proportion than fines. This, in spite of CJEU decision C-81/12, according 

to which: “the sanction consisting in a warning is generally only imposed in Romanian law for very minor 

offences, that fact would tend to suggest that such a sanction is not commensurate to the seriousness of 

a breach of the principle of equal treatment within the meaning of that directive”7. 

In their annual Report for 2015, NCCD provides statistical data with regard to their activity, the numbers 

of discrimination claims received, the grounds for the claims, as well as the solutions issued by the 

institution.  

It is noteworthy that the number of petitions registered with NCCD has been on a slight decrease for the 

past 3 years, with a total number of 752 petitions registered in 2015.  

Criteria 
(grounds) 

2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

Chronic illness 0 0 6 2 3 2 4 2 0 1 6 9 9 5 

Sexual 
orientation 

1 5 6 9 6 7 6 6 4 8 3 13 9 3 

HIV/AIDS 0 1 15 10 5 3 7 1 3 1 5 4 3 4 

Language 0 2 1 2 2 7 11 13 16 10 43 38 27 27 

Convictions 
(political) 

4 12 23 19 8 10 14 13 4 2 15 14 13 4 

Religion 2 9 9 11 8 12 15 6 6 5 5 11 18 14 

Disfavored 
(underprivileged) 

category 

2 0 10 6 4 26 22 9 7 14 10 13 25 26 

Age 6 11 14 17 10 10 24 10 9 16 5 18 21 22 

Gender 3 14 13 9 11 22 32 9 18 15 21 31 46 28 

Nationality 1 12 21 39 20 39 54 28 42 33 49 61 49 36 

Disability 3 31 18 21 20 70 55 49 38 42 45 42 57 56 

Ethnicity 34 66 45 85 69 82 62 62 54 62 61 66 42 61 

Others 52 184 108 61 132 32 159 96 83 81 69 121 127 147 

Race 0 0 1 1 2 0 0 2 1 0 0 3 2 1 

Social group  
(category) 

26 126 63 90 132 514 372 222 193 175 211 414 328 318 

Total 134 473 353 382 432 836 837 528 478 465 548 858 776 752 

                                                           
7 Para. 70, CJUE Case C.81/12, ACCEPT v. CNCD 

http://curia.europa.eu/juris/document/document.jsf?text=&docid=136785&pageIndex=0&doclang=EN&mode=lst&

dir=&occ=first&part=1&cid=642362 

 

http://curia.europa.eu/juris/document/document.jsf?text=&docid=136785&pageIndex=0&doclang=EN&mode=lst&dir=&occ=first&part=1&cid=642362
http://curia.europa.eu/juris/document/document.jsf?text=&docid=136785&pageIndex=0&doclang=EN&mode=lst&dir=&occ=first&part=1&cid=642362


 

Table showing the distribution of discrimination claims, per grounds and per year, as of 2002.  

 

Unfortunately, there is no breakdown of the number of petitions for each ground, in relation to each of 

the fields where discrimination may occur (e.g.: there is no record of how many of the discrimination 

claims related to the field of employment are on the grounds of race / social group or category etc).  

Nevertheless, in 2015 alone, the majority of petitions were submitted on the grounds of social category 

(318), while the lowest number of petitions were submitted on the ground of sexual orientation (3 

throughout the year). It may be considered odd that, in spite of the recent NCCD Reports (2012-2015) 

on Perceptions and Attitudes of Romanians vis-à-vis discrimination, where LGB category appeared to be 

perceived as one of the most discriminated social groups8, only 3 complaints on the grounds of sexual 

orientation-based discrimination have been submitted throughout the year.  

 

 

Graph indicating the break-down of discrimination related claims per ground(s), according to GO. 137/2000.  

 

                                                           
8 Studies on Perceptions and Attitudes of Romainas towards Discvrimination, available on NCCD’s website: 2015 -  
http://www.cncd.org.ro/noutati/Comunicate-de-presa/Sondajul-Perceptii-si-atitudini-ale-populatiei-Romaniei-
fata-de-Strategia-nationala-de-prevenire-si-combatere-a-discriminarii-255/ ; 2013 - 
http://www.cncd.org.ro/noutati/Evenimente/Rezultatele-sondajului-de-opinie-Perceptii-si-atitudini-privind-
discriminarea-2013-189/ ; 2012: 
http://cncd.org.ro/files/file/Raport%20de%20cercetare%20CNCD_Discriminare.pdf  

http://www.cncd.org.ro/noutati/Comunicate-de-presa/Sondajul-Perceptii-si-atitudini-ale-populatiei-Romaniei-fata-de-Strategia-nationala-de-prevenire-si-combatere-a-discriminarii-255/
http://www.cncd.org.ro/noutati/Comunicate-de-presa/Sondajul-Perceptii-si-atitudini-ale-populatiei-Romaniei-fata-de-Strategia-nationala-de-prevenire-si-combatere-a-discriminarii-255/
http://www.cncd.org.ro/noutati/Evenimente/Rezultatele-sondajului-de-opinie-Perceptii-si-atitudini-privind-discriminarea-2013-189/
http://www.cncd.org.ro/noutati/Evenimente/Rezultatele-sondajului-de-opinie-Perceptii-si-atitudini-privind-discriminarea-2013-189/
http://cncd.org.ro/files/file/Raport%20de%20cercetare%20CNCD_Discriminare.pdf


With regard to the main field where discrimination occurs, from the total number of petitions, almost 

half were submitted in relation to employment / access to the labour market (362). 

 

Field Number of claims/ground 

Access to employment/labour market 362 

Access to housing 7 

Access to public places 11 

Access to education 33 

Personal dignity 92 

Access to public services 178 

Others 69 

 

As far as the actual sanctions applied, it appears that in 2015 NCCD applied 63 fines, amounting to 

200,000 lei in total (some 44,000 EUR). At the same time, NCCD issue 68 warnings, 30 

recommendations, and in 26 situations decided to have the summary of their decision also made public.  

With regard to sexual orientation, one recommendation and one fine were issued thought the year.  

Criteria / NCCD 
decisions with a 
positive finding 

(existence of 
discrimination) 

Fine Recommendation Warning Monitoring Publication of a 
summary 
decision 

Chronic illness  1 1   

Sexual orientation 1 1    

HIV/AIDS  2 2   

Language 5 4 3 1 2 

Convictions 
(political) 

1     



Religion  1 2   

Disfavored 
(underprivileged) 

category 

     

Age 1  2  1 

Gender 6  4  3 

Nationality 6 4 6  6 

Disability 10 5 36  5 

Ethnicity 9 2 4  2 

Others 3 8 5  1 

Race      

Social category 21 2 3  6 

Race      

Total 63 30 68 1 26 

 

However, as far as the employment field is concerned, we note that NCCD issued 30 fines, 6 

recommendations, 11 warnings, and 12 requests to publish the summary decisions sanction the 

perpetrator.  

Field / NCCD 
Findings in 2015 

Fine Recommendation  Warning  Monitoring  Publication of 
summary decision  

Access to 
employment / 

workplace 
discrimination 

30 6 11  12 

Access to 
education 

3 6 3   

Access to housing 1 1    

Access to public 
places 

1 1   1 

Access to public 
services (total) 

8 6 38 1 4 

Administrative 
public services 
(breakdown) 

7 5 37 1 3 

Banking services 
(breakdown) 

     

Healthcare  
services 

(breakdown) 

 1 1   

Transportation 
(breakdown) 

     

Legal services 
(breakdown) 

     

Hotel services 
(breakdown) 

1    1 

Others 2  2   

Personal Dignity 18 10 14  7 

Total 63 30 68 1 26 

 

Unfortunately though, only 102 out of the total number of 752 claims submitted to NCCD was actually 

accepted (in the sense that a ruling was made with regard to the existence of discrimination). In 379 

cases, the NCCD ruled to dismiss the discrimination case, and in 193 NCCD decided they were not 

competent to make a findings of discrimination. In an additional 6 cases, the NCCD decision was in the 

sense of removing material errors. 



As indicated by the above statistics, despite the relative encompassing equality legislation applicable in 

the field of employment, case-law remains scant and limited to cases filed by victims of discrimination 

with the support of ACCEPT Association.  

 

Example of employment discrimination - Case C-81/12 / CJUE – A decision which 

involved consideration of the Equal Treatment Directive 

 

 

Facts  

 

Mr. Becali, the owner of a popular Bucharest based Romanian football club (FC Steaua), had made a 

number of derogatory comments to the media about potentially hiring a player who it was alleged was 

gay. The remarks included a statement that he would rather shut the club down than hire a gay player, 

and that there was no room for homosexuals in his family (Steaua football club was his family). 

Subsequently to the remarks, the Club itself made no attempt to distance itself from these views.  

Asociatia ACCEPT took a case to the Romanian Equality Body NCCD [‘National Council for Combating 

Discrimination’].  

 

The NCCD decided that the relationship between Mr. Becali, who was the owner of the club, and the 

potential employee (football player) was not an employment relationship, and that the recruitment of 

footballers is atypical and does not  involve a tender and a public announcement of recruitment. 

Therefore, as his comments had no relationship to any decision by the club to hire/not hire the 

individual, the case was not analysed under the incidence of the Equal Treatment Directive.  The NCCD 

did find that his comments constituted harassment within the meaning of the Directive, and issued a 

warning against him. Asociatia ACCEPT obtained an Article 267 TFEU reference to the ECJ, claiming that 

the NCCD had erred in both its finding on the employment relationship and in the effectiveness of the 

sanction implemented. 

 

Since the case was taken by an organization, rather than by an individual victim of discrimination, a 

procedural question was raised as to whether there needed to be an identifiable victim before the 

Directive could be invoked. The Court determined that as long as the national legislation allowed a case 

to be taken by a representative group, there was nothing in the Directive to prevented this. 

 

Preliminary questions addressed to the CJEU: 

 (1) Do the provisions of Article 2(2)(a) of [Directive 2000/78] apply where a shareholder of a football 

club who presents himself as, and is considered in the mass media as, playing the leading role (or 

“patron”) of that football club makes a statement to the mass media in the following terms: …  

http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:32000L0078:en:HTML


(2) To what extent may the abovementioned statements be regarded as “facts from which it may be 

presumed that there has been direct or indirect discrimination” within the meaning of Article 10(1) of 

Directive 2000/78 ... as regards the defendant [FC Steaua]?  

(3) To what extent would there be probatio diabolica if the burden of proof referred to in Article 10(1) of 

[Directive 2000/78] were to be reversed in this case and the defendant [FC Steaua] were required to 

demonstrate that there has been no breach of the principle of equal treatment and, in particular, that 

recruitment is unconnected with sexual orientation?  

(4) Does the fact that it is not possible to impose a fine in cases of discrimination after the expiry of the 

limitation period of six months from the date of the relevant fact, laid down in Article 13(1) of [GD No 

2/200]1 on the legal regime for sanctions, conflict with Article 17 of [Directive 2000/78] given that 

sanctions, in cases of discrimination, must be effective, proportionate and dissuasive? 

 

Findings of the Court 

Relationship between Mr. Becali and the Club (Q 1 and 2) 

The Club, FC Steaua, had argued that because Mr. Becali – as the owner – was not a person who in law 

could bind the club regarding employment decisions it made, comments by him could not form the basis 

of a presumption that the Club itself engaged in discriminatory hiring practices. This presumption is 

needed to prove the existence of discrimination under the Directive. 

The Court determined that Mr. Becali’s comments could form the basis for a presumption of 

discrimination by the Club, as even though he had no legal role in the Club’s recruitment policy, he 

presented himself and furthermore he was perceived by the media and the public as having a leading 

role within the club. At the same time, the Club itself had made no attempt to distance itself from his 

comments. 

According to Para: 48-51 of the decision, Articles 2(2) and 10(1) of Council Directive 2000/78/EC of 27 

November 2000 establishing a general framework for equal treatment in employment and occupation 

must be interpreted as meaning that facts such as those from which the dispute in the main proceedings 

are capable of amounting to ‘facts from which it may be presumed that there has been … discrimination’ 

as regards a professional football club, even though the statements concerned come from a person 

presenting himself and being perceived in the media and among the general public as playing a leading 



role in that club without, however, necessarily having legal capacity to bind it or to represent it in 

recruitment matters.9 

Burden of proof and presumption of discrimination (Q 3) 

The Club argued that the requirement under the Directive that if facts supporting a prima facie situation  

of discrimination are established, the burden of proof shifts to the employer to rebut, was unfair 

(probation diabolic). It stated that the only way it could rebut such an presumption was if it could 

actually prove that it had hired gay football players, and that this would involve a breach of the right to 

privacy of such players. 

The ECJ rejected this argument, stating that in order to rebut the presumption of discrimination, it was 

necessary to establish, by any legal means necessary, that recruitment was determined by reasons 

unrelated to sexuality/ sexual orientation. Examples of such rebutting evidence could include explicit 

provisions regarding non-discrimination in the hiring policy. The Court also noted that a public 

disapproval of the homophobic statements by the Club itself would have been relevant. 

Consequently, the finding was that “Article 10(1) of Directive 2000/78 must be interpreted as meaning 

that, if facts such as those from which the dispute in the main proceedings arises were considered to be 

‘facts from which it may be presumed that there has been direct or indirect discrimination’ based on 

sexual orientation during the recruitment of players by a professional football club, the modified burden 

of proof laid down in Article 10(1) of Directive 2000/78 would not require evidence impossible to 

adduce without interfering with the right to privacy10”. 

Dissuasive sanctions (Q4) 

Finally, the ECJ made clear its dissatisfaction with the nature of the sanction (warning) imposed by the 

NCCD. It noted that a purely symbolic sanction would not represent a correct and effective 

implementation of the Directive. The ECJ accepted that just because the sanction did not involve a fine, 

this did not automatically make it purely symbolic. The appropriateness of the sanction was to be 

determined by the national court. However, the ECJ listed a whole range of factors that the national 

court must take into account, which left little room for the national court to come to any conclusion 

other than the ‘warning’ issued to Mr. Becali was insufficient. 

“Article 17 of Directive 2000/78 must be interpreted as meaning that it precludes national rules by 

virtue of which, where there is a finding of discrimination on grounds of sexual orientation within the 

meaning of that directive, it is possible only to impose a warning such as that at issue in the main 

proceedings where such a finding is made after the expiry of a limitation period of six months from the 

                                                           
9 http://eur-lex.europa.eu/legal-content/en/TXT/PDF/?uri=uriserv%3AOJ.C_.2013.171.01.0008.01.ENG  
10 http://eur-lex.europa.eu/legal-content/en/TXT/PDF/?uri=uriserv%3AOJ.C_.2013.171.01.0008.01.ENG  

http://eur-lex.europa.eu/legal-content/en/TXT/PDF/?uri=uriserv%3AOJ.C_.2013.171.01.0008.01.ENG
http://eur-lex.europa.eu/legal-content/en/TXT/PDF/?uri=uriserv%3AOJ.C_.2013.171.01.0008.01.ENG


date on which the facts occurred where, under those rules, such discrimination is not sanctioned under 

substantive and procedural conditions that render the sanction effective, proportionate and dissuasive. 

It is for the national court to ascertain whether such is the case regarding the rules at issue in the main 

proceedings and, if necessary, to interpret the national law as far as possible in light of the wording and 

the purpose of that directive in order to achieve the result envisaged by it.”11  

 

Consequences  

Despite the clear decision from the European Court of Justice, the case was rejected by the first instance 

court (The Court of Appeal of Bucharest (CAB)). The CAB essentially stated that the case is not in the 

field of employment because George Becali was not a director or a legal representative of the Football 

Club Steaua Bucureşti when he made the statements, recruitment in football is different than in 

ordinary employment relations, an no concrete refusal of the player was proven by ACCEPT in the case 

in order to have a discrimination claim. The CAB also found that the warning was an effective and 

proportionate sanction because the public statement did not affect an individual in a concrete way and 

the statement was a manifestation of George Becali’s freedom of expression; it did not take into 

account that George Becali was a repeat offender. The Supreme Court (High Court of Cassation and 

Justice) judges demonstrated a similar lack of understanding or disregard of the CJEU judgment in this 

case under the influence of the National Council for Combating Discrimination, and upheld the totally 

different understanding of the CJEU judgment.  

 

Government Ordinance No.137/2000 on preventing and sanctioning all forms of discrimination was 

amended (by Gvt. Emergency Ordinance 19/2013) and the level of administrative fines was significantly 

increased. Moreover, in cases taking place after 2013, the NCCD referred to the need to apply an 

administrative fine instead of a warning because the fine is an effective and proportionate sanction.  

 

 

 

 

 

 

 

 

                                                           
11 http://eur-lex.europa.eu/legal-content/en/TXT/PDF/?uri=uriserv%3AOJ.C_.2013.171.01.0008.01.ENG  

http://eur-lex.europa.eu/legal-content/en/TXT/PDF/?uri=uriserv%3AOJ.C_.2013.171.01.0008.01.ENG


3. Public perception and societal attitudes 
 

The practice of authorities is, without doubt, influenced by pervasive social attitudes regarding sexual 

orientation and gender identity. The National Equality Body consistently lists gay men as one of the top 

five most discriminated against groups, in their (above-mentioned) survey on perceptions and attitudes 

regarding discrimination. In 2015, Romanians considered that persons living with HIV were the most 

discriminated against group (65%), followed by people living with a disability, drug users and Roma 

individuals. People with a non-heterosexual sexual orientation ran as 5th among the most discriminated 

against groups, 49% of Romanians believing lesbian, gay or bisexual individuals are often treated in a 

discriminatory fashion.  One should also note the propensity of Romanians to not respond or lack 

awareness on the issue – 13% of the totals respondents lacked an opinion, which is indicative of their 

lack of personal knowledge or interaction with the topic, as opposed to the 3% who could not answer 

the same question in relation to disability or ethnicity.12 Furthermore, we should mention that this study 

is indicative of perceived discrimination at the level of the general public, not perceived discrimination 

by the minority group. According to a 2012 FRA survey, 54% of Romanian LGBT individuals said they felt 

discriminated against in the past 12 months, compared to a 47% EU average and a 30% EU low recorded 

in the Netherlands. 13 

3.1 Discrepancies between perceived discrimination levels and actual attitudes 

regarding LGBT individuals 

 

Social distance questions usually offer a good measurement indicating the social acceptance of minority 

groups. The NCCD survey of 2015 shows that only 60% of Romanians would be confortable sharing the 

same city with a LGB individual, while 47% said they would willingly share the same building with 

someone who has a different sexual orientation than heterosexual. Moreover, only 22% of Romanians 

would accept a friendship relationship, while only 7% would accept LGB individuals as relatives.  

Quite surprisingly, the 2015 Special Eurobarometer on Discrimination highlights this precise 

discrepancy between the Romanian perception of LGBT discrimination, correlated with the 

average EU perception, and the Romanian propensity to actually discriminate on grounds such 

as sexual orientation and gender identity. For instance, Romanians report lower perception of 

societal discrimination against LGBT individuals compared to the EU average: only 52% of 

Romanians think LGB persons are discriminated against in Romania, compared to 58% of 

European citizens, and a mere 46% think tans people face discrimination, compared to 56% EU 

                                                           
12 National Council for Combating Discrimination, Perception and attitudes of the Romanian population regarding 
the national strategy for preventing and combating discrimination, 
http://cncd.org.ro/files/Sondaj%20TNS%20CNCD%202015.pdf 
13 European Union Agency for Fundamental Rights, EU LGBT survey - European Union lesbian, gay, bisexual and 
transgender survey, Main results, p 26 http://fra.europa.eu/sites/default/files/fra-eu-lgbt-survey-main-
results_tk3113640enc_1.pdf  

http://fra.europa.eu/sites/default/files/fra-eu-lgbt-survey-main-results_tk3113640enc_1.pdf
http://fra.europa.eu/sites/default/files/fra-eu-lgbt-survey-main-results_tk3113640enc_1.pdf


average.  However, the rest of the data is quite telling of generalized societal homophobia and 

transphobia: 

 59% of Romanians say they would be uncomfortable with a lesbian, gay or bisexual 

person holding the highest public elected office, compared to a EU average of 21%. 

 57% of Romanians say they would be uncomfortable with a transgender person holding 

the highest public elected office, compared to a EU average of 29%. 14 

 

 

 

We see the same homophobia and transfobia when looking at basic concepts like equal rights 

for LGB individuals: 

 54% of Romanians do not believe gay, lesbian and bisexual people should have the same 

rights as heterosexual people, compared to a 23% EU average.  Those who agree that 

LGB individuals should have equal rights represent 36% of the population, the lowest 

recorded number in the entire European Union, especially problematic when 

contrasted with figures representative for the upper echelon member states, such as 

the Netherlands (96%) or Sweden (95%).  

                                                           
14 European Comission, Eurobarometer, Discrimination 
in the EU in 2015, Romania Factsheet,  
http://ec.europa.eu/COMMFrontOffice/PublicOpinion/index.cfm/ResultDoc/download/DocumentKy/68088 



 69% of Romanians think there is something wrong is a sexual relationship between two 

persons of the same sex, compared to a 27% EU average. Romanians who believe there 

is nothing wrong with a same-sex relationship total 24%, the second lowest member 

state indicator, after Latvia (23%).15 

 

 

To what extent do you agree or disagree that gay,lesbian and bisexual 
people should have the same rights as heterosexual people? 

 

Totally agree Tend to agree 
Tend to 
disagree 

Totally disagree 

EU 28 45 26 12 11 

BE 50 31 12 5 

BG 24 27 13 23 

CZ 26 36 21 12 

DK 75 15 5 3 

DE 43 27 16 8 

EE 22 22 15 30 

IE 56 31 6 4 

EL 24 38 17 17 

ES 74 16 4 2 

FR 53 28 8 8 

HR 17 31 17 25 

IT 32 40 14 7 

CY 40 22 10 21 

LV 19 23 14 37 

LT 17 27 19 31 

LU 50 25 14 7 

HU 19 30 21 23 

MT 50 27 11 8 

NL 86 10 1 2 

AT 36 34 15 10 

PL 12 25 24 28 

PT 26 45 13 10 

RO 18 18 15 39 

SI 27 27 20 20 

SK 9 27 27 28 

FI 50 24 13 8 

SE 89 6 3 1 

UK 62 22 6 4 

                                                           
15 European Comission, Special Eurobarometer 437 - Discrimination in the EU in 2015, p 437 T244, 
http://ec.europa.eu/COMMFrontOffice/PublicOpinion/index.cfm/ResultDoc/download/DocumentKy/68004 



 

 

 

 

 

3.2 Attitudes in the workplace 

 

Generalized homophobia and transphobia at societal level will, undoubtedly, leave its mark on 

how people – members of the community or not – behave in the workplace. Available statistical 

data shows, quite clearly, that LGBT individuals face prejudice in the field of employment. 

 

The yearly NCCD survey shows that, in 2015, 35% of respondents would accept a relationship 

with LGB individual as close as work colleagues, or even closer.16 Drug users are the only other 

group vulnerable to exclusion and discrimination that the general public is more distant from. 

 

The national data is corroborated by EU Special barometer data, which enables us to see the 

European dimension of Romanian attitudes. In short, we see three times more Romanians 

being uncomfortable working alongside a gay, lesbian or bisexual colleague than the EU 

average, and 2.5 times more Romanians uncomfortable around trans colleagues. This is 

specifically problematic, because we see LGBT individuals as being the most undesirable 

colleagues from twice as many Romanians as any other group of people, vulnerable to 

discrimination or not. 42% of Romanians say they are uncomfortable working with LGB 

individuals, and 43% with trans individuals, comparted to an EU average of 13%, and 17% 

respectively. High level of prejudice are faced by other groups, specifically Roma people, 

Buddhists, Jews and Muslims. 17 

 

                                                           
16 National Council for Combating Discrimination, Perception and attitudes of the Romanian population regarding 
the national strategy for preventing and combating discrimination, 
http://cncd.org.ro/files/Sondaj%20TNS%20CNCD%202015.pdf 
17 European Comission, Eurobarometer, Discrimination 
in the EU in 2015, Romania Factsheet,  
http://ec.europa.eu/COMMFrontOffice/PublicOpinion/index.cfm/ResultDoc/download/DocumentKy/68088 



 
 

Similar to general societal attitudes, the Special Eurobarometer on discrimination shows that 

Romanians seem to believe that discrimination against LGBT persons in the workplace is a rare 

occurrence, despite their propensity to be uncomfortable around LGBT workers. Romanians 

believe that being part of the LGBT community puts you less at a disadvantage when two 

candidates with equal skills and qualifications are evaluated for a job than your age, disability, 

physical appearance, clothing or ethnic origin. Compared to the EU average, only 20% of 

Romanians believe a person’s gender identity will have a negative impact on being considered 

for a job, as opposed to the 34% EU average, which may show lack of awareness regarding the 

mere meaning of gender identity among respondents.  

The only previous source of information regarding LGBT discrimination in the workplace is the EU LGBT 

Survey was conducted online in the 27 EU Member States and Croatia between April and July 2012. It 

collected information from 93,079 persons aged 18 or over who identified as lesbian, gay, bisexual or 

transgender (LGBT) about their experiences of discrimination, hate-motivated violence and harassment, 

and other key issues. The Romanian sample was among the smallest, in terms of percentage out of the 

general population, and was comprised of 1260 individuals who responded. The sample was an 

opportunity sample, and thus the results of the study were exploratory and descriptive, aiming to 

identify key issues in employment, much as the current study is doing.   



In short, the EU LGBT Survey showed that Romania had the largest proportion on individuals who were 

not out at work in the past five years – 58% of those who took the survey.18 The number is indicative of 

how societal pressure results in invisibility for LGBT individuals and makes documenting workplace 

discrimination even more difficult. Even in this relative state of invisibility, 21% of respondents said they 

have feld discriminated at work as a result of their sexual orientation or gender identity. This is only 2 

percentage points above the EU average of 19%.19 However, the data is not correlated with being out at 

work, a correlation that would have allowed us to observe what proportion of those open about they 

orientation or gender had to sufferer the consequences brought about by workplace visibility in 

Romania. 

 

3.3 National statistics on employment and minorities 
 

Country-wide statistics regarding employment, unemployment, salary levels, access to life-long learning 

and professional training are not available regarding LGBT individuals. Current employment data 

provided by the Labour Ministry, the National Statistics Institute and the National Employment Agency is 

gathered and presented in conjunction to a limited number of variables, such as gender, education, 

country of residence, age or living environment (urban vs rural). Statistical data regarding the level and 

conditions of employment regarding minorities is currently unavailable. The Labor Inspection provides 

statistical information regarding investigations, especially focused on gender equality issues as identified 

by the Romanian legislation through Law 202/2002. For instance, in 2015 the Labour Inspection had a 

national campaign to check whether provisions focused on gender equality at work were respected. The 

Inspectorate checked 867 employers - 571 in the private sector, 336 in the public sector - and applied 

258 fines (115 in the private sector and 143 in the public sector). The Labour inspectorate focused on 

three main areas: 

a. The inclusion of gender equality provisions in internal regulations of the employers 

b. Situations when women who were mothers were discriminated against (resulting in 2 sanctions 

for employers in the private sector and 7 for employers in the public sector). 

c. The lack of provisions regarding the prohibition of discrimination and resolving discrimination 

cases in framework agreements (resulting in 137 sanctions for employers in the private sector 

and 84 for employers in the public sector). 20 

 

The distribution of irregularities and fines indicates that discrimination may be to be a more poignant 

issue in the public sector, rather than the private sector, at least when gender equality in concerned.  

 

                                                           
18 European Union Agency for Fundamental Rights, EU LGBT survey - European Union lesbian, gay, bisexual and 
transgender survey, Main results, p 100 
19 European Union Agency for Fundamental Rights, EU LGBT survey - European Union lesbian, gay, bisexual and 
transgender survey, Main results, p 30 
20Labour Inspection, Annual Report 2015, p 67,  
https://www.inspectiamuncii.ro/documents/66402/187655/Raport+anual+2014.pdf/48333189-4ea4-42c0-bb45-
18a7529a6a04 

https://www.inspectiamuncii.ro/documents/66402/187655/Raport+anual+2014.pdf/48333189-4ea4-42c0-bb45-18a7529a6a04
https://www.inspectiamuncii.ro/documents/66402/187655/Raport+anual+2014.pdf/48333189-4ea4-42c0-bb45-18a7529a6a04


The general employment and unemployment statistics that are available indicate that, in Romania, 

compared to the EU average, fewer people are active, but also fewer are unemployed.  The total active 

population represented in 2015, for instance, 66.1% of the total population of Romania. This active 

population rate was, last year, 6.4% lower than the EU average. The difference has been oscillating 

between 6.4 and 7.8 percentage points for the past 10 years. Furthermore, unemployment rates in 

Romania have been stable for the past 10 years, oscillating at about 4% of the total population. Wider 

variations have been recorded in the unemployment rate as percentage of the total active population; 

however, the rate has stabilized for the past 5 years at roughly 7%. Both rates are lower than the EU 

average counterparts, with a larger difference apparent in the unemployment rate measured as a 

percentage of the active population. However, these statistics are very general and not directly 

applicable for the LGBT community in Romania. 

 

Active population, as percentage of the total population21 

GEO/TIME 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

EU 70.1 70.3 70.7 70.8 71.0 71.1 71.7 72.0 72.3 72.5 

Romania 63.6 63.0 62.9 63.1 64.9 64.1 64.8 64.9 65.7 66.1 

Difference 6.5 7.3 7.8 7.7 6.1 7.0 6.9 7.1 6.6 6.4 
 

 

Unemployment rate as percentage of the total population 22 

GEO/TIME 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

European 
Union (28 
countries) 5.1 4.5 4.4 5.6 6.0 6.1 6.7 6.9 6.5 6.0 

Romania 4.3 3.8 3.4 4.0 4.2 4.2 4.1 4.2 4.1 4.1 

Difference 0.8 0.7 1.0 1.6 1.8 1.9 2.6 2.7 2.4 1.9 
 

Unemployment rate as percentage of the total active population 23 

 

GEO/TIME 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

European 
Union (28 
countries) 8.2 7.2 7.0 9.0 9.6 9.7 10.5 10.9 10.2 9.4 

Romania 7.2 6.4 5.6 6.5 7.0 7.2 6.8 7.1 6.8 6.8 

Difference 1.0 0.8 1.4 2.5 2.6 2.5 3.7 3.8 3.4 2.6 
 

                                                           
21 Eurostat Employment and unemployment database, http://ec.europa.eu/eurostat/web/lfs/data/database,  
22 Eurostat Employment and unemployment database, http://ec.europa.eu/eurostat/web/lfs/data/database,  
23 Eurostat Employment and unemployment database, http://ec.europa.eu/eurostat/web/lfs/data/database,  

http://ec.europa.eu/eurostat/web/lfs/data/database
http://ec.europa.eu/eurostat/web/lfs/data/database
http://ec.europa.eu/eurostat/web/lfs/data/database


4. Documenting workplace discrimination in Romania 

 

4.1 Rationale 

Ensuring equality and non-discrimination in relation to occupation and employment are legal obligations 

and the LGBTI community is entitled to the same level of protection as any other group.  

While the law provides general protection for LGBTI persons in relation to employment, severe 

underreporting and gaps in terms of institutional and professional practices (full confidentiality, 

accurate interpretation of the burden of proof, responsible investigation, as well as personal prejudice) 

deter achieving equality in the workplace. 

This research project aimed to document for the first time in Romania policy, practice, attitudes and 

experiences regarding LGBTI discrimination in the workplace, while raising awareness in the ranks of 

relevant stakeholders that LGBT individuals face specific barriers in the field of employment. Ultimately, 

documenting existing LGBTI discrimination in the workplace will encourage individual reporting, while 

advocacy efforts based on said documentation will enable stakeholders to be more aware and more 

active in sanctioning discrimination, while at the same time making protection, as well as prevention 

actions, more visible in the public space. 

 

4.2 Methodology  

 

The authors employed both secondary and primary research in order to enable readers, other 

researchers and stakeholders to grasp the extent of LGBT workplace discrimination. Secondary 

research, already presented in the previous two chapters, crated the basis for the development 

of primary research instruments. 

A. Secondary research – relevant literature and legal analysis. 

 

The authors carried out extensive desk research on the evolution of antidiscrimination legislation in 

regards to employment in Romania, as well as current findings regarding LGBTI workplace discrimination 

in the European Union. 

The literature review focused on identifying, listing and synthesizing available information on LGBTI 

discrimination in employment at a European level, particularly from a theoretical and sociological point 

of view. This is important in order to place primary research in a comparable context, and identify 

potential trends at a European level. Furthermore, the literature review will contain a synthesis of 

relevant issues or trends already identified in previous scant studies on discrimination at the workplace 

at a national level. In this chapter focused on explaining the context of the research also presented 

relevant employment statistics recorded by the National Statistics Institute and the National 



Employment Agency, to create an overview what little data is available and emphasize the gaps in data 

collection at a national level.  

The researcher also carried out a legal analysis focuses on identifying the legal provisions in place, their 

interpretation (as seen by NCCD, courts and other local authorities), how current provisions fail to 

prevent and sanction the discrimination of LGBTI persons seeking work or currently employed, by 

conducting the following: 

 

a) A stakeholder mapping of national institutions and bodies that have the responsibility and capacity 

to prevent and sanction discrimination in the workplace. This stakeholder mapping will analyse the 

role of national authorities, on the one hand, and that of collective bargaining bodies (trade unions, 

professional associations), on the other hand.  

 

Moreover, part of these stakeholders are private employers and their human resource managers 

who draft and implement internal employment policies, as well as specific professional categories 

involved in achieving legal redress of LGBTI victims of discrimination (lawyers, judges, labor 

inspectors, etc.). 

 

b) A gaps analysis in terms of national law, policies and practice in the field of employment in 

Romania, focusing on the  Labor Code (the legislative collection of labor law provisions), as well as 

the functioning of institutions who have a mandate to investigate discrimination in the workplace, 

including official request for information regarding investigative policies and practices. Moreover, 

the gaps analysis will focus on evaluating the provisions of framework agreements, where available. 

Negotiations for a national framework agreement have failed in 2011 and have yet to be resumed, 

but there are a number of framework agreements in different industry branches as well as at the 

level of specific employers. 

 

c) A brief analysis of known LGBTI discrimination cases in the field of employment that were heard at 

the National Council for Combating Discrimination and national courts. We also submitted official 

requests for information to regional/local Labor Inspection bodies in order to identify the number of 

complaints on sexual orientation and gender identity, if this data is available. This specific data set is 

not recorded by Labor Inspectorates. 

 

d) A brief overview of how effectively the acquis communautaire is transposed and implemented in 

the field of labor law and nondiscrimination in relation to sexual orientation and gender identity. 

 

 

B. Primary research - documentation of discrimination situations 
 

The primary documentation of discrimination cases employed both qualitative and quantitative research 

methods, aiming to cover LGBTI discrimination from a variety of angles. Also, during instrument design 

and data analysis.  The primary documentation will be structured as follows: 



Type of research Method Target group Participants goal Coverage 

Quantitative 
study 

Survey Employers 50 participants National 

Survey LGBTI Employees/ 
jobseekers 

200 participants National 

Qualitative study Focus group Employees 46 participants  6 locations across 
the country + 
Bucharest. 

Individual 
interviews 

LGBTI Employees/ 
jobseekers 

10 interviews Location 
determined post 
quantitative study 
completion 

Individual 
interviews 

Employers 9 interviews Location 
determined post 
quantitative study 
completion 

Individual 
interviews 

Authorities and 
stakeholders 

3 interviews ITM CENTRAL 
LEVEL, MJ, CNCD  

 

The quantitative research consisted of two online surveys applied to two major target groups: 

employers and LGBTI employees. All questioners will be applied online using SoGoSurvey survey 

software.  

Sampling:  

 In reaching the targeted 50 employers, the researcher will use a purposive sample (non-
representative subset of the larger population of all Romanian employers). The sample will be 
selected by constructing a balanced data base of employees, aiming to reflect national 
distribution of various industries and their market size. The data base should consist of a 
minimum of 200 employers, in order to reach the target number of respondents. After 3 rounds 
of targeted emails requesting survey completion, we aim to do 2 rounds of phone follow up 
until the target number is reached. If, by that time, the target has not been reached, we will 
seek ambassadors (friendly embassies, professionals, etc.) or persons who filled out the survey 
in order to request a number of business acquaintances to participate in the survey, thus 
employing a snowball sample (a subtype of purposive samples). 

 In reaching the targeted 200 employees, the researcher will use convenience sample (non-
representative subset of the total LGBTI employee population). The sample will be constructed 
by employing social media ads via LGBTI groups and LGBTI websites, but also the ACCEPT 

website and newsletter, as well as partner involvement (request the antidiscrimination coalition 
or the national equality body to post ads linking the survey). 

The survey designed for employers took into account the following issues: 

 Size of the employer 

 Sector/industry 

 Ownership (public, private, mixed) 

 Purpose (profit, nonprofit, institution) 



 The existence or lack of collective bargaining  

 Equality policies 

  Awareness of anti-discrimination provisions 

 Awareness of LGBTI employees 

 Attitudes regarding LGBTI employees and jobseekers 

 Known incidents of LGBTI discrimination 

 Internal mechanism of sanction for perpetrators of discrimination, harassment, mobbing   

 Affirmative diversity measures 

 

The survey is available in Annex II. 

 

 Questionnaire designed for LGBTI employees and jobseekers: 

The survey designed for LGBTI employees and jobseekers took into account the following issues: 

 LGBTI self-identification 

 Age 

 Location ( at least urban/rural) 

 Education 

 Profession/occupation 

 Type of employment (full time, part time, self-employed, entrepreneur, job seeker, etc)  

 Work history 

 Size of the current or past employer  

 Years active on the labor market 

 Years spent unemployed 

 Longest time interval spent unemployed 

 Affiliation to a collective bargaining body 

 Awareness of employer equality policies 

  Awareness of anti-discrimination legal provisions 

 Awareness of other LGBTI employees 

 Perceived attitudes of the employer regarding LGBTI employees and jobseekers 

 Known incidents of LGBTI discrimination (as a victim or witness) 

 Appeal to an internal mechanism of sanction for perpetrators of discrimination, harassment, 

mobbing;  

 Discrimination claims submitted to the national equality body, court of law or the Labor 

Inspectorate; 

 Participation to affirmative diversity measures. 

 

The survey is available in Annex I. 

 

 



Quantitative data analysis consists of descriptive and comparative statistics, looking at subset analysis 

and potential correlations between discrimination cases and internal equality policies implementation 

and various sectors, types of occupations, LGBTI visibility at work.  

The qualitative research design employed both semi structured interviews with individuals pertaining to 

two major target groups:  9 employers and 10 LGBTI employees/jobseekers. Furthermore, in order to 

substantiate findings and document discrimination cases, 6 focus groups were organized with LGBTI 

individuals, totalling 46 participants. 

 

The semi structured interviews followed, in the case of employers and jobseekers/employees, issues 

also addressed in the questionnaire, in order to substantiate the quantitative findings.  Specific 

questions, depending on the interviewee, were addressed appropriately, in order to best underline the 

potential specificities of the industry, size of the employer, or respectively type of occupation, level of 

education, or socio-economic environment & background.  

 

 

 

4.3 Data analysis  

 

I. LGBT employers and job seekers  
 

 

 Survey Title: Documenting LGBT discrimination in the workplace 

 Report Type: Bar Graph 

 Start Date: 27-March-16 

 End Date: 27-May-16 

 Completed Responses: 108 [Excluded Response: 57] 

 

 
The survey was conducted online on a convenience sample of 165 individuals. Out of the total 

responses, 57 entries have been invalidated as a result of inconsistencies among answers, incomplete 

survey submissions or irrelevance (straight cisgender participants, who felt compelled to answer 

because of how much discrimination and negativity they face simply because they defend LGBT rights in 

the workplace24.) The final response data set being analyzed is comprised of 108 responses of LGBT 

individuals. 

Sample socio-demographic description 

                                                           
24 Respondent #6 said she often felt excluded and accused because she supported LGBTQ+ rights, despite being 
straight. „People looked at me differently, told me I am a pegan, that I do not think about how unnatural it is to 
support them. They thought I had an obbsesion, a gay and trans fetish, and then they thought I was a lesbian 
woman.” 



The majority of the respondents were young and lived in an urban environment, in Bucharest or other 

county capitals. 55.56% of those who filled out the questionnaire were younger than 30 and we received 

no answers from LGBT people older than 55. More than 80% of respondents said they lived in a large 

city, with more than 100 000 inhabitants. Only 7 respondents said they live in a village, whereas a large 

portion of Romania’s total population lives in a rural environment. All respondents declared themselves 

Romanian citizens, 78.70% ethnically Romanian, 20.37% said they are ethnically Hungarian, and one 

responded identified as ethnically German.  Quite surprisingly, no respondent identified as Roma. 

Q1. Age: 

Responses Count % Percentage of total respondents 

Below 25 20 18.52%  

25-29 40 37.04%  

30-39 35 32.41%  

40-49 12 11.11%  

50-55 1 0.93%  
Above 55 de ani 0 0%  

Total Responses 108   
 

 

Q2. Do you live in an urban or rural environment? 

Responses Count % Percentage of total respondents 

Urban – large city with over 100 000 
inhabitants  

87 80.56%  

Urban – medium city with 25 000 to  100 
000 inhabitants 

11 10.19%  

Urban – small city with 5 000 to 25 000 
inhabitants 

4 3.70%  

Rural 6 5.56%  
I do not know / I would rather not answer 0 0%  

(Did not answer) 0 0%  

Total Responses 108   
 

 

Q3. You reside in: 

Responses Count % Percentage of total respondents 

Bucharest 34 31.48%  

County capital 52 48.15%  

City 15 13.89%  

Village 7 6.48%  
I do not know / I would rather not answer 0 0%  

(Did not answer) 0 0%  

Total Responses 108   
 



 

Q4. What is your citizenship? 

Responses Count % Percentage of total respondents 

Romanian 108 100.00%  
EU citizen 0 0%  

Citizen of a state that is not a EU member 0 0%  

(Did not answer) 0 0%  

Total Responses 108   
 

 

Q5. What ethnic group are you a port of? 

Responses Count % Percentage of total respondents 

Romanian 85 78.70%  

Hungarian 22 20.37%  

German 1 0.93%  

Total Responses 108   
 

 

In terms of gender, gender identity and sexual orientation, the group was quite diverse. Gay men and 

lesbian women were equally represented, with 38 responses for each group, representing each 35.19% 

of the total responses. Three transgender individuals identified as straight, while 22 respondents 

identified as bisexual, representing 20.37% of the sample. 7 individuals said they have another sexual 

orientation – demisexual or pansexual. 

Q6. Do you identify as: 

Responses Count % Percentage of total respondents 

heterosexual / straight 3 2.78%  

bisexual 22 20.37%  

gay 38 35.19%  

lesbian 38 35.19%  

Another sexual orientation (please specify) 7 6.48%  
(Did not answer) 0 0%  

Total Responses 108   
 

 

The majority of respondents identify as female, with a total of 54.63%. 42.59% said they are male, while 

3 individuals identified as gender fluid. A total of 10 respondents, representing 9.26%, identified as 

transgender.  

Q7. Do you identify as: 

Responses Count % Percentage of total respondents 



male 46 42.59%  

female 59 54.63%  

Another gender (please specify) 3 2.78%  
(Did not answer) 0 0%  

Total Responses 108   
 

 

Q8. Do you identify as a trans person? 

Responses Count % Percentage of total respondents 

Yes 10 9.26%  

No 95 87.96%  

I do not know / I would rather not answer 3 2.78%  
(Did not answer) 0 0%  

Total Responses 108   
 

 

Most of our respondents said they were single – 42.59%. 8.33% said they were in an open relationship, 

while 21.3% said they were in a closed one. 21.3%, more than a fifth of respondents, said they have an 

established partnership relationship, despite lacking legal recognition. 4 individuals, representing 3.7% 

said they were in a civil partnership or marriage recognized somewhere else. Among the two different 

situations identified, one consisted of a long distance relationship, while another exemplified the 

situation of a transgender person legally married in Romania to a person of the opposite sex, before 

initiating gender affirmative procedures.  

Q9. What is your relationship status? Are you: 

Responses Count % Percentage of total respondents 

Single 46 42.59%  

In an open relationship 9 8.33%  

In a closed relationship 23 21.30%  
In a long-term partnership, despite the fact 
that Romania does not legally recognize the 
relationship 

23 21.30%  

In a civil partnership recognized somewhere 
else 

4 3.70%  

I do not know / I would rather not answer 1 0.93%  

I find myself in another situation 2 1.85%  
(Did not answer) 0 0%  

Total Responses 108   
 

 

3 individuals – 2.78% - said they lived with a disability, while another 3 said they lived with HIV. 



Q10. Do you live with a disability? 

Responses Count % Percentage of total respondents 

Yes 3 2.78%  

No 105 97.22%  
I would rather not answer 0 0%  

(Did not answer) 0 0%  

Total Responses 108   
 

 

Q13. Traiti cu HIV?(raspunsul dvs. ne ajuta sa identificam situatii de discriminare multipla in analiza datelor) 

Responses Count % Percentage of total respondents 

Yes 3 2.78%  

No 105 97.22%  
I do not know / I would rather not answer 0 0%  

(Did not answer) 0 0%  

Total Responses 108   
 

 

Education and employment history 

A vast majority of respondents had either undergardaute or graduate education (73.15%). The rest 

reported that they had graduated from highschool (15.74%) or had post0highschool vocational training 

(6.48%). The rest had graduated primary and secondary education. 

Most respondents had less than 5 years work experience (42.58%), while 34.26 % said they had been 

working for the past 5 to 10 years. 16.67% have been working for 10 to 20 years, while only 6.48% had 

an employment history of over 20 years. Given the numbers, we were lead to expect less harsh 

discrimation experiences than those indicated by European and nationat data in our analysis, 

considering that the vast majority of employeers had a relatively short employment history. However, 

seeing that almost half of respondents said they were generally our or out to about half of the people 

they know, we also expected to see at least a few cases that showed systemic problems. 

Q16. Generally speaking, are you out? 

Responses Count % Percentage of total respondents 

I am out only with my partner 4 3.70%  

I am out with family. 2 1.85%  

I am out with just a few close friends. 47 43.52%  

I am out with about half the people I know. 33 30.56%  

I am out with almost everyone I know. 16 14.81%  

I am always out. 4 3.70%  

I do not know/ I would rather not answer. 2 1.85%  
(Did not answer) 0 0%  



Total Responses 108   
 

 

The majority of respondends (70.37%) were employed with individual work contracts, while 8.33% were 

self employed and 9.26% were job seekers. Four respondents said they were working illegally, without a 

work contract, while 10 (9.26%) said they were currently looking for a job. The rest were not looking or 

were still in school, but helf previous employment. Most respondents (41.67%) worked the legal average 

number of hours – 40 h / week, 25% of respondents said they tended to work more hours every week, 

with a minority of 14.81% saing they worked fewer hours. 56.49% of respondents said they were 

wereking with they current employer for more than 1 year, while 25% said they worked at a particular 

employer for less than a year. The rest were not currently employed.  The size of the employer varied 

significantly across respondents, both regarding the overall company, but also the specific office or 

territorial unit. Therefore, we were able to analized responses from employees from a variety of 

company sizes, working both in small, medium, large and very large offices. Responses also showed 

apparent job stability, with 72.22% of respondents saying they have not changed their job in the past 

year, and 31.48% in the past 5 years. 7.41% said they had changed jobs twice or more in the past year, 

while 42.95% said that in the past five year they had changed jobs three times or more, which may raise 

concerns regarding how discrimination on the grounds of sexual orientation may affect longterm job 

stability. 

The type of employer also varied considerably. Most respondents worked in the private sector, 37% for 

Romanian owned companies, while 25.93% worked for a multinational corporation. 13.89% worked in 

the public system or for a state owned company, while 8.33% worked for civil society organizations. The 

largest part of respondents said they worked in the service provision ( 75%), while 15.74% said they 

worked in industry. Only one person engaged in agriculture. 

 

LGBT employees and discrimination – general findings 

Less than half of respondents said diversity is appreciated by thir current or past employer, while 

32.19% were adamant it was not. Similar proportion were kept regarding how employees felt towards 

the acceptance of individual differences, with only 53.7% saying individual differences between 

employees were accepted and cherished. 

Regarding the level of openness about their sexual orientation or gender identity at work, the vast 

majority of respondents said they are generally closeted at work, or out with very few colleagues – a 

total of 63.89%. The rest had different levels of visibility at work, with only 14.81% saying they are 

completely out at work. 

Q32. Are you out at work? 

Responses Count % Percentage of total respondents 

I am not out 32 29.63%  



I am out with a few people 37 34.26%  

I am out with about half of my colleagues  3 2.78%  

I am out with most people at work 14 12.96%  

I am out with everyone at work 16 14.81%  

I do not know / I do not answer 3 2.78%  

Answer left blank 3 2.78%  

Total Responses 108   
 

 

Most LGBTI individuals who were out at work said they felt accepted or relatively accepted by their work 

environment, be it clients, collegues, their superiors or the human resources department. However, 

about a fift of respondents considently emphasized the fact that they did not know how they would be 

treated at work, since they were not out and would not be able to evaluate their level of acceptance, or 

were specifically not our because their feared negative feedback – roughly 15% - 20%.  

 

Another significant find is that LGBTI individuals are unconfortable discussing their private and personal 

lives at work, despite working in environments where such subjects are broached consistently by their 

collegues and superiors. For instance, more than half of respondents said people discuss family life and 

their relationships almost every day, while another quarter said these topics come up at work at least 

once a week. However, more than half of respondents said they felt totally unconfortable or 

unconfortable discussing their relationships, while only about a quarter said felt somewhat confortable 

with addressing the topic at work. 39.81 % said they felt unconfortabe or totally unconfortable 

discussing family relationships, including their parents or children, at work, while only 28.7% said they 

felt somewhat confortable bringing the topic up. However, 42.59% of respondents said family 

relashionships come up at work almost everyday, while 29.63% said they came up at least once a week.  

Workplace gossip, jokes, and micro agressions have an impact on employee productivity, wellbeing and 

self esteem. Measuring those attitudes regarding LGBTI individuals, in comparison with other vulnerable 

groups to discrimination and exclusion, gives us an inkling regarding the physical and emotional security 

of workplace environments. Our data shows that, most often, the target of workplace micro agressions 

are LGBTI individuals, women and people belonging to ethic minorities. A fifth of respondents said they 

heare very often disparaging comments regarding LGBTI individuals, while a quarter said they are often 

exposed to this kind of environment. Just 31.48% said they never or rarely hear at work jokes or 

disparriging comments towards LGBTI people.  

 

How often do you hear, at work, jokes or dispariging comments regarding: 

 
Never Rarely Sometimes Often Very often No answer 

LGBTI people 12.04% 19.44% 20.37% 25.00% 20.37% 2.78% 

Women 17.59% 22.22% 22.22% 19.44% 15.74% 2.78% 



Ethnic minorities 13.89% 26.85% 21.30% 21.30% 13.89% 2.78% 

People lliving with a 
disability 

48.15% 18.52% 10.19% 12.04% 8.33% 2.78% 

People with a 
different religion 

34.26% 19.44% 22.22% 12.96% 8.33% 2.78% 

People living with 
HIV 

67.59% 13.89% 8.33% 6.48% 0.93% 2.78% 

 

 

More than a third of respondents ( 37%) of respondents said they have heard workplace gossips focused 

one their or someone else’s sexual orientation or gender identity occring often or very often, while 

19.44% said they are sometimes faced with rumours. 40.74% of respondents said they are rarely or 

never faced with gossips. We noticed a positive correlation between being generally out at work and not 

being faced with runors on the topic – out of all respondents who said thew were open about their 

sexual orientation or gender identity with a majority of colleagues, or with all of them, 50% said they are 

never or rarely faced with workplace gossip. 

Q37. At work, how often are you faced with: 

37 (b) : Rumors about your or a collegue’s sexual orientation or gender identity? 

 

Responses Count % Percentage of total respondents 

Very often 16 14.81%  

Often 24 22.22%  

Sometimes 21 19.44%  

Rarely 24 22.22%  



Never 20 18.52%  

I would rather not answer 3 2.78%   

Total Responses 108   
 

 

Q37. At work, how often are you faced with: 

37(b). Rumors about your or a collegue’s sexual orientation or gender identity? 

Conditioned applied – completely out at work, or out with a majority of collegues 
 

Answer Responses Percentage  

Foarte des 2 6.67%  
 

Frecvent 10 33.33%  
 

Cateodata 3 10.00%  
 

Rar 7 23.33%  
 

Niciodata 8 26.67%  
 

(Did not answer) 0 0%  

    20% 40%   60% 80%  100% 
 

Total Responses 30    
 

 

   

 

 

Givern these micro agressions, we asked respondents to tell us why they felt unconfortable being out at 

work. The majority of responses focus on exactly this issue – LGBTI people fear confronting prejudice, 

stereotypes, being regarded as unprofessional or being excluded by their collegues. One poignant issue 

identify by 44.44% respondents is the absence of internal policies protecting LGBTI individuals from 

abuse. 23.15% said they feared for their personal safety, while 18.52% actually said they fear they would 

be fired if they would be out at work.  Indeed, 22.22% of our survey respondents said they have heread 

the leadership of their employer make negative or disparaging comments directed at LGBTI individuals. 

Despite these fears and concerns making workplace environment unconfortable, and, to a certain 

extent, unsafe for LGBTI individuals, 50% of our survey takers said that they confront those who make 

disparaging comments or jokes regarding the community, showing the resilience of LGBTI people. 

Q45. Why are you not out at work? 

Responses Count % Percentage of total respondents 

I fear confronting prejudice and stereotypes  75 69.44%  
I fear that colleagues will distance 
themselves 

56 51.85%  

My collegues and superior may think it is 
unprofessional to discuss my sexual 
orientation and/or gender identity at work. 

34 31.48%  

The absence of internal policies protecting 
LGBTI individuals 

48 44.44%  

I or someone else have been humiliated at 26 24.07%  



work in the past because of our sexual 
orientation or gender identity 

I fear the possibility that people around me 
will start being unconfortable 

45 41.67%  

I fear for my safety 25 23.15%  
I fear I will not be promoted or enjoy training 
opportunities 

37 34.26%  

I fear I will be fired 20 18.52%  

My identity is nobody’s bussiness 45 41.67%  

None of the above 5 4.63%  

I do not know/ I would rather not answer 1 0.93%  

Another reason 6 5.56%  
(Did not answer) 0 0%  

Total Responses 423   
 

Multiple answers per participant possible. Percentages added may exceed 100 since a participant may select 
more than one answer for this question. 

 

Affirmative measured to make workplace environments safer for LGBTI individuals seem entirely absent. 

Only 10 survey respondents said they are always or very often invited to workplace events destined for 

families with a specific mention to bring along their significant other. 89.81% of individuals said their 

employer does not organize diversity focused trainings that broach the topic of sexual ortientation or 

gender identity, and only 25% of respondents said their employer had done everything it could do in 

order to improve working conditions for LGBTI individuals as to prevent discrimination on the grounds of 

sexual orientation or gender identity.  Furthermore, only 32.41% of respondents said they are aware of 

internal declarations, policies or rules that protect LGBTI people from disctimination. The rest either said 

one did not exist, or that they were not aware it existed. Even so, 74% of our respondents said that 

whether any internal rules preventing and combating discrim ination existed, their application 

depended, always or most often, on the perception on their ierarchical superior.  

Q52. Does your employer have a non-discrimination declaration, internal policies or rules that include 
specifically provisions on sexual orientation and gender identity?  

Responses Count % Percentage of total respondents 

Yes 35 32.41%  

No 32 29.63%  

I do not know 41 37.96%  
(Did not answer) 0 0%  

Total Responses 108   
 

 

 



Awareness is also a problem when discussing potential legal remedies for those who become victims of 

discrimination. A little over half of our respondents (51.85%) said they were aware that a law protecting 

them from workplace discrimination on the grounds of sexual orientation or gender identity existed, 

while the other half were not sure or belived they were not legally protected.  

A third of our respondents said they would not or were not sure if they would report a discriminatory 

incident in the workplace, while 29.63% said they would report it to the authorities, while 37.94% would 

rather the issue to be handled internally, by reporting the incident to their superiors or the human 

resources department. The majority of respondent (74.07%) said they would report the incident to the 

NCCD, while very few would complain in a court of law (22.22%) or to labour inspectorates (16.67%). 

Workplace attitudes have a severe impact on LGBTI employment. 18.52% of respondents said they left a 

job because of a homophobic or transphobic work environment, while only 10.19% decided to report a 

discriminatory incident. Out of these individuals, most who reported the incident did not follow up on 

the complaint or reported it informally to their direct superior. No indication of sanctions was recorded. 

As a result, underreporting is rampart when it comes to LGBTI discrimination in the workplace. 

 

II. Semi-structured interview designed for LGBTI employees and jobseekers 
These semi-structured interviews were conducted in a focus group setting in 6 locations across Romania 

and in Bucharest. Each focus group consisted of a minimum 4 participants, totalling 46 LGBT+ 

participants, followed by 10 individual interviews.   

 

A total number of 46 individuals from 7 different cities – including Bucharest – participated in focus 

groups discussions, and 10 persons talked about their experiences of employment discrimination in the 

framework of individual interviews.  

Sample socio-demographic description 

The majority of the respondents were young (20-45) and lived in an urban environment, in Bucharest or 

other county capitals/ major cities (Cluj, Suceava, Timisoara, Galati, Constanta, Ploiesti). Only 5 

respondents were above 45, all were Romanian citizens with one exception – a Serbian national.  

In terms of gender, gender identity and sexual orientation, the group was quite diverse. Those who 

identified as gay men and lesbian women were more represented, with 29 participants in focus group 

discussions, while only 7 participants identified as Trans. The majority of respondents identify as male 

(28 out of 46).  

Most of our respondents said they were single – 31, 4 they were in an open relationship, while the rest – 

11 said they were in a closed one.  



More than half of the respondents are university graduates (26), while the rest were high-school 

graduates. About half of the participants had less than 5 years’ work experience, while the rest – 24 

individuals had been working for over 5 (out of these, 15 had been working for more than 10 years).  

26 of the respondents were legally employed with a full time job, 8 with part time jobs, 6 were working 

with other forms (collaboration, consultancy etc.) while 6 were actively seeking employment.  

Respondents worked in private companies (28) and multinational companies (7) but also in state 

companies or state institutions such as public Universities, schools, hospitals (7). 

Attitudes in the workplace 

Unfortunately, the vast majority of participants stated they were not out at work (38) but out of the 

total number, about half (23) indicated they were generally not out towards most of their family, 

neighbors or acquaintances, but only to a few of their best friends and / or their partners.   

“I am not out towards anyone in my workplace” said one of the respondents from Suceava, aged 36, 

who worked in a Notary’s office. “I work in an environment where I could not even imagine being 

out. I work with 4 other colleagues who occasionally make jokes about some of our clients who they 

think might not be straight, for instance. I do not want to be the target of their inappropriate jokes, 

comments or … their derogatory remarks. Even if they would not say it to my face, I know they would 

do it behind my back.  My life at work would not be the same.” 

Another participant, originally from Suceva but who is now living in Iasi, told us how initiating his 

transition caused difficulties in his getting a new job. In Suceava, he used to work as  

translator/interpreter for a company.   

“I told my family I left Suceava in order to go to a Master’s course in Iasi. Actually I left because I 

could no longer live there. I wanted to start my transition and I could not do it in my hometown, 

where everyone new me. i quit my job and left. (…) I never talked about my gender identity at my 

previous workplace. (…) They would have never understood. I don’t think they would have stopped 

working with me or fired me. (…) I can’t really put my finger on what I was afraid of. I think the 

general reaction and lack of understanding.  (…)Now, I cannot find a job. I went to several interviews. 

I always send a CV with my official name and they always expect to see a woman coming for the 

interview, preferably in a skirt. In one interview, I was actually told that, for that particular position, 

they wanted someone who <dresses up>. (…) I did not complain about that to anyone, I was not sure 

how and I knew that it was difficult to prove that you are discriminated as a potential employee. 

Because the employer you applied to can always say you actually did not have the competencies or 

skills…  But I know that until I finish my transition, it will be difficult to find a  job”. 

Most of the respondents did not indicate particular issues in their current workplace, but also most were 

not out at the time they participated in the focus group discussions and interviews. Amongst trans 

persons who are employed or who seek employment, we noted the most significant tendency for longer 

term unemployment and / or for frequent changing of jobs.  



“I started my transition while I was working with a previous employer,  a private company providing 

Telecom services” said one respondent from Timisoara. Change happens slowly. But eventually the 

bosses noticed it. They called me to their office and asked if I was having any problems. I explained I 

was not. They asked me to be more careful about my appearance, because I was a front desk officer. 

(…) A few weeks later, I asked to see my supervisor and explained the situation. I told him I had 

initiated my transition. He asked what that meat and after listening for a while, he sort of hinted 

that I should no longer work in direct contact with people, but perhaps I might want to move to a 

less visible position. He said he would also check with middle management. (…) I should have quit 

there and then but i needed the job. So I waited. That year in December they gave me a bad 

evaluation and ended my contract. It was not an indefinite contract, so I could not really say 

anything or complain. Since then, for the past year I’ve had problems finding and holding a job for 

more than 1-2 months.” 

When asked to think about the openness of the environment in which they work, most respondents (26) 

assessed that their current environment and current workplace is relatively open – but not necessarily 

when it comes to sexual orientation.  One person, from Galati, highlighted that:  

“I currently collaborate with the […] which is an academic, student environment. Of course it is quite 

open and of course attitudes are generally ok – for instance, when it comes to gender equality or 

national minorities, or even racial aspects. But I still don’t feel like being open about my sexual 

orientation. I could barely find a group of a few girls to talk to but there is no LGBT life in this city. 

The city in itself is not open to this type of diversity. So I cannot expect an employer to be.”  

With regard to the level of acceptance they find in the workplace, most respondents highlighted that 

they are not open about their sexual orientation / gender identity, and as such neither their colleagues, 

not the HR departments or direct mangers / supervisors are aware of their identity. Consequently, 

acceptance was not  a problem for now, but all respondents who were not open stated that acceptance 

is the main issue preventing them from being open.  

The majority of respondents, because they were not open about their sexual orientation and gender 

identity, felt frustrated. They could not equally attend office events where other colleagues could bring 

partners; they could not openly discuss their relationships in any context related to the workplace: 

“What I find to be quite difficult”, said one of the respondents from Timisoara, “is that I cannot talk 

about my relationship at work. Everyone meets up for coffee and talks about their holidays, where 

they travelled to during their leave, what they did for the weekend. These are all things that I have to 

censor.” 

 At the same time, relatively frequent jokes about sexual orientation, from colleagues and mangers, 

were brought up by 20 respondents as the factor that contributes to constantly lowering their level of 

comfort in the workplace. None of the respondents indicted hearing positive comments in relation to 

persons who were not cisgender or heterosexual, during work conversations.  

One respondent from Cluj indicated that: 



“Jokes or comments are made every day, about various groups. From women’s’ poor driving skills, to 

the fact that some colleagues who are over 40 have no computer skills, and to the fact that a college 

who takes his 8 year old boy to ballet is turning the kid into  gay man. (…)These comments come 

from mangers and colleagues, at the morning coffee, during the cigarette brake, or during some all-

staff retreat. I cannot imagine myself going up to them and saying <Hey, that is offensive to me 

because I’m gay>”. 

Most respondents – 32 – stated they would never willingly bring up the topic with their mangers or 

colleagues.  

“At this point, you will not change people’s minds. Whatever you do. They were educated in a certain 

way and they have lived in this country or are or years. I am originally from Serbia. It is the same 

there. These things will change over time”.   

However, 3 respondents have been in situations where colleagues or mangers were ware – or had found 

out – about their sexual orientation. Ructions were different, but unfortunately, no complaints were 

ever submitted and no redress mechanisms ever sought.  

“My manger found out about me from some colleagues. It does not matter how. Initially she said 

nothing, but her attitude changed dramatically. She would criticize my work in staff meetings. Then 

finally she approached me about that and made a rude comment. That is how I realized she knew. I 

thought about complaining to her managers, but did not want to make my life worse. So I kept quiet. 

After 2 months she asked if I wanted to be transferred to a different unit. I said no. She is difficult 

with me ever since. I think she’s discussed it with other colleagues as well, because the attitudes 

have become worse.  I do not want to complain, it will only make things worse. i need this job. Not to 

mention, it is nothing concreter. Some jokes and occasionally an unfriendly attitude.  

At the same time, despite some difficulties encountered both in relation to negative comments at work 

or more serious breaches, none of the respondents ever complained against their employers. This is  

mainly because of fear of losing their job or making the situation worse.  20 respondents were aware 

about NCCD and 27 out of 34 were also aware that the Labor Inspectorates may sanction discrimination, 

but in all cases confidentiality concerns were brought up.  

“If you start a  complaint” said a respondent from Timisoara “you end up in the public way. That is 

exactly what most of us, me and my friends, are trying to avoid. Everyone will find out, from 

colleagues to maybe the media. And then you re also faced with retribution by the employer, who 

will not be happy after you’ve taken them to court”. 

None of the participants in discussions mentioned their employers ever organizing training sessions on 

diversity in the workplace, or at least on awareness about discrimination and LGBTI employees. One 

respondent, from Galati, mentioned that: 

 “I’m not even sure how my boss would initiate something like this. If it were free, maybe he’d be 

open to the idea. Or if it were an obligation… But otherwise…I think the companies in Romania might 



be more afraid of how many customers they lose, should they be perceived as too gay friendly, than 

they fear actual sanctions. They know staff is afraid to start something lie that against them, and 

this is true. (…)Not sure if having goo examples form bigger companies would actually help. It might 

be a  positive push. I would be nice.”  

 

 

III. Semi-structured interview designed for employers 
In the case of employers, the only feasible way to apply an interview is in a face to face setting, rather 

than a focus group format. We interviewed 9 employers, from a variety of industries and of different size 

and purpose.  

 

General background  

 

The employers who agreed to respond to ACCEPT’s query were all based in Bucharest (5) and Ilfov 

county (4) and involved in the following industries / sectors:  

 

Sector / industry / main product No.  Size  

(small: less than 50 

employees; medium: 50-249; 

large: over 249) 

Service providers (storage, business consulting, 

audit) 

4 Small and medium-sized 

enterprises 

Telecommunications  1 Large business  

Commerce (buying/selling of goods, exports, 

imports) 

4 Small and medium-sized 

enterprises 

 

The vast majority of employers were not foreign owned (in spite of having a proportion of their capital 

from abroad), with 2 exceptions. In only one case, the parent company / head office influenced human 

resource policies, while in the other case the national-based company was completely independent in 

terms of human resources and equal opportunity policies, following national legislation and practice. All 

respondents belonged to the private environment  

 

 

Overview of Equal Opportunities policy and practice 

 

A total of 5 out of 9 employers stated that, even though they did not have specific Equal Opportunities 

policies or statements, they did have a general mention of non-discrimination in their internal 

regulations. The small enterprises did not have internal regulations and consequently there was no such 



specific statement. In none of the 9 cases did the employer include non-discrimination clause in the 

work agreement. 

In none of the cases did that policy explicitly cover references to sexual orientation/ gender identity as 

protected grounds. Respondents argued that they thought these grounds were covered anyway by 

existing legislation, but were generally unable to tell what legislation (apart from a coupe indicating the 

Labour Code).  

Four out of nine respondents actually asked, during their interviews, what do the terms “trans(gender)” 

and “gender identity” refer to.   

 

 

When asked why they haven’t taken any action on SOGI issues or non-discrimination more generally, 

employers stated that they didn’t think about that or did not think it was necessary. Some also implied 

that they had assumed customers or even existing staff might not like if action was taken: 

“That’s the least of the things I need. Putting out anti-discrimination statements... This is not 

appropriate in an office environment. We do not provide for individual customers – we provide for 

businesses generally speaking. The more you bring out a topic, the more questions you raise. I think 

the best is simply to not discriminate, follow the law; you do not have to talk about that or brag with 

that. Just as we do not brag about employing women under the same conditions as men, it’s only 

legal and the right thing to do” said the representative of a small imports-exports company”.   

   

In addition, others indicated that potential measures lack any evidence of needs or benefits: 

“Can you imagine what would happen if I started talking to my people about non-discrimination in 

the workplace? They would start to think that there were issues or reports about us, and would start 

to get worried. The entire atmosphere in the office would change. Plus, I know most of them well; 

they would not discriminate against a colleague. They simply would not. Why would I need to do 

something to prevent incidents that would anyway never happen?  

 

While all respondents stated that developing employee commitment to the company / organisation was 

important and very important to them as employers, they also agreed that not taking action in this field 

(anti-discrimination / equal opportunities) would not really affect employee commitment. 

 

Development of policies and practices 

 

When asked what might prompt them to develop specific policies, actions or measures for LGBT+ 

employees, almost all respondents (6) stated that it could be specific incident(s)/case(s) – such as 

reports of discrimination or harassment or investigations / sanctions by specific authorities such as the 

Labour Inspectorates, in order to void bad publicity and Employment Courts. In 2 cases, respondents 

highlighted that requirements of customers and clients would also potentially led them to take specific 

actions, although they indicted it is unlikely that certain customers, especially other businesses, would 

ask them to develop such measures/ policies: 

“I doubt that, in Romania, a company – even a large one, especially if it provides services or good – 

would openly say it targets this type of clientele. In terms of internal policies, maybe large 



companies, especially if they adopt HR policies from abroad, might be more open and might 

encourage employees to be more open. Especially if incidents appear within the company and they 

risk a public scandal. Sanctions, I don’t think they care about so much.  But the perception [of 

equality] is what is most important: after all my years I business, I think companies are more 

interested in having a good image rather than actually having  good environment for their staff and 

a good service for their clients”. 

 

GENERAL QUESTIONS 

 

Training  

In most cases (6 out of 9) employers stated their stuff did not get equal opportunities (or diversity) 

training. However, 2 employees highlighted that HR manager, for instance, are specifically trained in 

equals opportunities and non-discrimination, although none indicated that such training would cover 

SOGI issues specifically. 

 

Networks and support needs 

Unfortunately, all respondents indicated that: 

- They did not have LGB or LGB & T network(s)/ support groups – in 5 out of 9 cases, they also 

mentioned they would not see a need, given the small number of employees and the fact that 

there were no LGBT+ people amongst employees.  

“I know all my staff. I’ve known most of them since we started the company. It is a group of 67 

individuals. Some are married, have kids, some are single, but none of them belongs to these 

categories you have mentioned. They’re all normal” said one respondent, who was the 

founding partner in a services company dealing with storage and storage spaces, based in Ilfov 

county.  

- They did not currently have/ or think they had any LGBT+ employees 

- They had not used any external sources of information or support to develop LGBT+ policies and 

practices, would not know where to seek suitable information if they had to deal with LGBT+ 

employees or discrimination / harassment claims in the workplace.  

 

A total of 6 out of 9 respondents indicated they could not say how LGBT+ friendly their 

company/organization was, and they were not aware of any issues that may have arisen in relation to  

bullying, harassment, claims for discrimination in their workplace.  

 

 

 

 

 



Annex I – Community Questionnaire   
 

 
1. Where do you live? 

a. Bucharest 
b. Other (specify) ….. 

 
2. Citizenship 

a. Romanian 
b. Other (specify) …. 

  
3. If Romanian, do you hold other nationalities as well?  

a. Yes (specify) …. 
b. No 

 
4. Do you identify as:  

a. Heterosexual or straight  
b. Bisexual  
c. Gay  
d. Lesbian 
e. Other (specify) ….  

 
5. What gender do you identify with:  

a. Male  
b. Female  
c. Other  

 
6. Do you identify as trans?  

a. Yes  
b. No  

 
7. What is your current relationship status?  

a. Single  
b. Legally married 
c. in a civil union or registered domestic partnership  
d. Dating someone  
e. Divorced or separated  
f. In a committed relationship  
g. Other (specify) …. 

 
8. If married, in relationship or dating: Is your current relationship with someone of:  

a. the same gender  
b. another gender  

 
9. Which of the following best describes how open you are about being LGBTQI, in general:  

a. Not open to anyone but partners 
b. Open to a few people  



c. Open to about half of the people I am closer to (relatives, friend etc.) 
d. Open to most people I know 
3. Open to everyone I Know 

 
10. Are you currently: 
a. Legally employed 
b. Self employed /involved in service provision / consultancies etc. …. 
c. Working (but without a legal contract) 
d. Seeking employment 
e. Not seeking employment25* (because …)  

 
11. Altogether, how many jobs do you have?  
a. One  
b. Two  
c. More  

 
12. If currently working: How many hours per week do you USUALLY work at your job (s)?  
a. 40 hours a week or more  
b. Less than 35 hours a week  
 

13. If currently working: How long have you been employed at your current workplace?  
a. Less than 6 months  
b. More than 6 months but less than 1 year  
c. More than 1 year but less than 2 years  
d. 2 to 5 years  
e. 6 to 10 years  
f. 11 to 15 years  
g. 16 to 20 years  
h. 21 years and longer  

 
 
 
Please answer the questions below thinking about you current workplace or any employment you’ve 
had during the past 12 months:  
 
Workplace climate: 

14. Thinking about your workplace climate and employer, would you recommend this company to 
a friend seeking employment? 

a. Yes 
b. No 
 
15. Thinking about your workplace climate and employer, would you say this company / 

organization values differences in age, gender, sexual orientation, gender identity or expression, 
and race or ethnicity? 
a. Yes 
b. No 

                                                           
25 Please indicate if you benefit from pension, are on maternity leave, are taking time off etc.  



 
16. Thinking about your workplace climate and employer, would you say you have a work 

environment that is open and accepts individual differences? 
a. Yes 
b. No 

 
17. Which of the following best describes how open you are about being LGBTI at work:  

a. Not open to anyone I work with  
b. Open to a few people I work with  
c. Open to about half of the people I work with 
d. Open to most people I work with 
e. Open to everyone I work with 
 

 
18. As an LGBTI person, how accepted do you feel by customers or clients?  

a. very accepted 
b. somewhat accepted 
c. not too accepted 
d. not at all accepted 
e. not applicable 

 
19. As an LGBTI person, how accepted do you feel by co-workers? 

a. very accepted 
b. somewhat accepted 
c. not too accepted 
d. not at all accepted 
e. not applicable 

 
20. As an LGBTI person, how accepted do you feel by your direct supervisor / top-tier or senior 

management? 
a. very accepted 
b. somewhat accepted 
c. not too accepted 
d. not at all accepted 
e. not applicable 

 
21. As an LGBTI person, how accepted / supported do you feel by HR? 

a. very accepted / supported 
b. somewhat accepted / supported 
c. not too accepted / supported 
d. not at all accepted / supported 
e. not applicable 

 
22. As an LGBTI person, how accepted / supported do you feel by other LGBTI employees? 

a. very accepted / supported 
b. somewhat accepted  / supported 
c. not too accepted / supported 
d. not at all accepted / supported 



e. not applicable 
 

23. If you are not open to everyone at work: Here are reasons why some LGBTI employees choose 
not to be open with everyone at work about their sexual orientation and/or gender identity. Are 
any of the following reasons why you personally are not out to anyone at work? Check all that 
apply.  

a. Possibility of being stereotyped  
b. Possibility of losing connections or relationships with coworkers  
c. Coworkers or management will think talking about my sexual orientation and/or gender identity 

is not professional  
d. Lack of policies to protect LGBTI workers  
e. I or someone I know has been humiliated at work for being LGBTI  
f. Possibly making people feel uncomfortable  
g. Fear for my personal safety  
h. May not be considered for advancement or development opportunities  
i. Fear of getting fired  
j. Because it is nobody’s business  
k. Other (SPECIFY)  
l. None of the above 

 
 
The following questions apply to any employment you’ve held, not necessarily during the 12 months 
 

24. Have you ever left a job because the environment was not very accepting of LGBTI people? 
a. Yes 
b. No  

 
25. In some workplaces, conversations come up that are not work-related. How often do you hear 

the following topics come up at your workplace:  
A. Children 

a. almost every day 
b. at least once a week 
c. once or twice a month 
d. a few times a year 
e. never 

 
B. Spouses relationships or dating 

a. almost every day 
b. at least once a week 
c. once or twice a month 
d. a few times a year 
e. never 
 

C. Social life, such as what you did over the weekend 
a. almost every day 
b. at least once a week 
c. once or twice a month 
d. a few times a year 



e. never 
 

D. Religion 
a. almost every day 
b. at least once a week 
c. once or twice a month 
d. a few times a year 
e. never 
 

E. Workplace gossip 
a. almost every day 
b. at least once a week 
c. once or twice a month 
d. a few times a year 
e. never 

 
F. Politics  

a. almost every day 
b. at least once a week 
c. once or twice a month 
d. a few times a year 
e. never 
 

26. Thinking about these topics, how comfortable are you talking with coworkers about:  
A. Your children  

a. very comfortable,  
b. somewhat comfortable,  
c. not too comfortable,  
d. not at all comfortable,  
e. not applicable 

 
B. Your spouse, partner or dating  

a. very comfortable,  
b. somewhat comfortable,  
c. not too comfortable,  
d. not at all comfortable,  
e. not applicable 

 
C. Your social life, such as what you did over the weekend  

a. very comfortable,  
b. somewhat comfortable,  
c. not too comfortable,  
d. not at all comfortable,  
e. not applicable 
 

D. Your political views  
a. very comfortable,  
b. somewhat comfortable,  



c. not too comfortable,  
d. not at all comfortable,  
e. not applicable 
 

E. Your religious beliefs 
a. very comfortable,  
b. somewhat comfortable,  
c. not too comfortable,  
d. not at all comfortable,  
e. not applicable 
 

F. Workplace gossip 
a. very comfortable,  
b. somewhat comfortable,  
c. not too comfortable,  
d. not at all comfortable,  
e. not applicable 
 

 
27. How often does the following happen at work?  
A. Someone tells an anti-LGBT joke or makes a negative comment about LGBT people 

a. frequently,  
b. sometimes,  
c. only once in a while,  
d. never  
 

B. Rumors go around about your own or someone else’s sexual orientation / gender identity 
a. frequently,  
b. sometimes,  
c. only once in a while,  
d. never  

 
C. Someone tells a joke or makes a negative comment about the Roma, women, people with 

disabilities or other minorities 
a. frequently,  
b. sometimes,  
c. only once in a while,  
d. never  
 

28. How many people at work have you heard mention a LGBT person close to them, such as a 
friend or family member, in a positive way?  
a. a lot  
b. some  
c. few 
d. none  

 
29. How often do people at work do the following?   

A. Express negative views of LGBT people based on their religious beliefs  



a. Frequently 
b. Sometimes 
c. only once in a while 
d. never 

 
B. Express positive views of LGBT people based on their religious beliefs  

a. Frequently 
b. Sometimes 
c. only once in a while 
d. never 

 
C. Acknowledge that you are LGBT in a positive way, like asking about your spouse, partner or 

dating  
a. Frequently 
b. Sometimes 
c. only once in a while 
d. never 
 

D. Express negative views about a news story that relates to LGBT issues  
a. Frequently 
b. Sometimes 
c. only once in a while 
d. never 
 

E. Express positive views about a news story that relates to LGBT issues  
a. Frequently 
b. Sometimes 
c. only once in a while 
d. never 
 

F. Appear visibly uncomfortable when you mention something about your partner, spouse or 
something else related to your sexual orientation 
a. Frequently 
b. Sometimes 
c. only once in a while 
d. never 
 

30. When you hear someone make an anti-LGBT comment at work, how do you typically deal with 
it? (please mark all that apply)  

a. Just ignore it or let it go  
b. Confront the person who made the comment  
c. Talk to a supervisor about it  
d. Talk to human resources about it  
e. Other (SPECIFY)  
f. Not applicable – No one makes anti-LGBT comments at work 

 
31. Has your supervisor ever made negative comments about LGBT people? 
a. Yes 



b. No 
c. Don’t know / care. 

 
 

32. How often does your employer use terms like “partner” or “significant other” instead of, or 
alongside “spouse” where appropriate, such as in invitations to work functions? 
a. Always 
b. frequently,  
c. sometimes,  
d. rarely  
e. never 

 
33. Are there diversity trainings and communications that address sexual orientation and gender 

identity, present in your workplace?  
a. Yes 
b. No 
c. I don’t know 

 
34. Are there openly LGBT employees in top-tier or senior management, in your workplace?  

a. yes 
b. no 
c. don’t know 

 
35. Do you know if there is legislation specifically protecting employee from discrimination on 

account of sexual orientation / gender identity? 
a. Yes, there is 
b. No, there is not 
c. I don’t know  
d. Other …. 

 
36. If you would be discriminated at work on account of SOGI, would you report it? 

a. Yes – to  authorities 
b. Yes – internally, to HR / upper management / international staff etc. 
c. No 
d. Don’t know 

 
37. If yes: Where to go if you want to report to authorities any discrimination occurring at the 

workplace on account of SOGI? 
a. Courts 
b. NCCD 
c. Ombudsman 
d. Police 
e. Other …. 

 
38. Have you ever reported discrimination occurring at the workplace? 

a. Yes 
b. No 

 



39. What was the outcome? Did you seek advice from a lawyer or NGO? 

 
 
 

 
40. Aside from the legislation that you may know of: Does your employer have an Equal 

Employment Opportunity or Non-discrimination policy or internal instructions and house rules 
that specifically include SOGI:  

a. Yes 
b. No 
c. Don’t know 

 
41. Do you feel that employees at your workplace follow the non-discrimination policy? 
a. Yes, all the time 
b. Most times 
c. Rarely 
d. Never 

 
42. Do you feel that enforcement of the non-discrimination policy depends on the supervisor’s own 

feelings toward LGBT people? 
a. Yes, all the time 
b. Most times 
c. Rarely 
d. Never 

 
43. Do you feel your employer has done enough to create an environment where LGBTI people are 

comfortable being open about their sexual orientation and gender identity?  
a. yes 
b. no 
c. not applicable (e.g.: if self-employed)  

 
44. If human resources sent an anonymous survey to all employees and included a question that 

asked about your sexual orientation / gender identity along with other demographic questions, 
would you feel comfortable answering honestly? 
a. Yes 
b. No 
c. I don’t know 

 
45. If no or don’t know in Q44: What would concern you about answering honestly? (you may 

choose multiple responses)  
a. Don’t trust that survey is confidential 
b. None of their business  
c. Not sure how the information would be used  
d. Other (SPECIFY) 

 
46. Are there any other comments you would like to add about how workplaces can be improved 

for LGBTI employees? 



    
 
 

 
47. Counting all locations where your employer operates, what is the total number of persons who 

work for your employer?  
a. Under 10  
b. 10-24  
c. 25-99  
d. 100-499  
e. 500+ 

 
48. What is the total number of employees at your primary work location?  
a. Under 10  
b. 10-24  
c. 25-99  
d. 100-499  
e. 500+ 

 
49. If you have ever felt that you were being discriminated in the workplace on account of SOGI, 

please share details about the incident with us. Please note however that we may wish to 
include excerpts of your story in a public report. No personal details will be shared about you, 
except for your city of residence. However, if you are not comfortable with us sharing details of 
your story publicly, please mark that down below, at the end of your account:26 

 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                           
26 Would you agree to have this shared in a public report, without using any personal data such as your name or the name of your employer: 
yes   /   no   (circle the answer that applies). 



Annex II – Employer Questionaaire   
 

 

Employer questionnaire 
 
All data in this form is confidential. This form only contributes to a general assessment of the 
employer’s policy in relation to equality in the workplace. The content thereof is only shared 
with ACCEPT.   

 

 
General background  
 

a. Entity  

 

 
b. Address 

 

 
c. Interviewee name 

 

 
d. Date 

 

 
e. Industry/main products/services/ sector 

 

 
f. Employer size 

 

 
g. Is the organisation foreign owned? 
- Country of ownership ……………………………………………………………………………………………………………………….. 
- Does the parent company/head office influence human resource policies, especially Equal Opportunities, 

or is the Romanian branch / entity completely independent?......................................... 
 
 

Overview of Equal Opportunities policy and practice 
 
Do you have an Equal Opportunities policy or statement? Provide some details. Could you provide a copy?  

 

 
Does it explicitly cover LGB or sexual orientation? 

- If not, why not?........................................................................................................................................... 
- if yes does it explicitly mention:  

o lesbians 



o gay men 
o bisexuals 
o sexual orientation 

 
Does it explicitly cover transgender, transsexuals or gender reassignment? Which? …………………………………… 

- If none, why not? .................................................................................................................................... 
 
 
GENERAL QUESTIONS / LGB ISSUES: 
Other than the LGB policy/statement, have you taken any actions to improve Equal Opportunities for LGB or 
make the workplace more LGB friendly? 
 
 
IF NO LGB ACTION, 
Have you thought about this issue or about doing anything? Why haven’t you taken any action? 

 
didn’t think about that 
no reason to  

why not? (no LGB employees? – what about potential recruits?) 
no LGB and T employees  

how do you know this? 
expected/actual resistance from employees, line managers, senior management, LGB staff; 
assumptions that others would not like it (customers, clients,locality, general industry, potential recruits) 
costs  

(what? developing policy, specialist staff, practices,training….); 
lack of knowledge  

(what? of the issues, relevance to the workplace, what to do, how to do it…..) 
difficulties of doing it 

Please explain 
lack of evidence of needs or benefits 
Legal knowledge/constraints: lack of understanding of legal responsibilities; fear of doing the wrong thing.  

Is this worse than for other strands? Why? What’s the problem? 
 
Do you think there is any reason to do anything in your organisation/ company?  
What is the reason? 
 
What do you think would prompt your organisation / company to take action? 
 
Do you think that not taking action on this affects employee commitment? (of LGB, of non-LGB) 
 
How important is developing employee commitment to the company / organisation? 
 
 
GENERAL QUESTION / TRANS ISSUES:  
(Other than the trans policy/statement) have you take any actions to improve Equal Opportunities for 
transgender/transsexuals or make the workplace more trans-friendly? 
 
 
IF NO TRANS ACTION, 
Have you thought about this issue or about doing anything? 

 
Why haven’t you taken any action? 

didn’t think about it 



no reason to  
why not? (no trans employees?) 

no trans employees  
(how do you know this?) 

expected/actual resistance from employees, line managers, senior management, trans staff; 
assumptions that others would not like it (customers, clients, locality, general industry, potential recruits) 
costs  

(what? developing policy, specialist staff, practices, training….); 
lack of knowledge  

(what? of the issues, relevance to the workplace, what to do, how to do it….) 
difficulties of doing it 

Please  explain 
lack of evidence of needs or benefits 
Legal knowledge/constraints: lack of understanding of legal responsibilities; fear of doing the wrong thing.  

Is this worse than for other strands? Why? What’s the problem? 
 
Do you think there is any reason to do anything in your organisation?  
What reason? 
 
What do you think would prompt your organisation do take action? 

 
Do you feel that transgender is covered by your LGB policies and practices? In what way are they covered? 
 
Do you think that not taking action on this affects employee commitment? (of trans, of non-trans) 
 
How important is developing employee commitment to the organisation? 
 
 
Development of policies and practices: LGB 

 
ASK ALL WITH LGB POLICY/TAKING ACTION 
When did you first start developing a policy (or action) explicitly in respect of LGB/sexual orientation?  

 
Why did you start developing policy (or action) on LGB/sexual orientation? What prompted this?  

LGB staff demands  
what, how expressed and response 

other individual  
who, why 

specific incident(s)/case(s)  
what 

inclusion of LGB in equality law 
legal duty on public sector employers in equality law 
requirements of customers/in contract  

explain 
professional body / unions  
media  

what 
risk aversion/trying to avoid employment tribunal – awareness of vicarious responsibility 

 
 
ASK ALL WITH LGB POLICY/TAKING ACTION OR HAD THOUGHT ABOUT DOING SOMETHING 
Did you expect any problems?  What? 
 



Did you expect any cost? What? – distinguish between transitional and permanent 
costs of developing policies and practices 
costs of implementing policies (training etc.) 
getting information 
customer response 
workforce resistance/poor IR 

 
Did you expect any benefits from addressing LGB issues? What? Did they materialise? 
 
Do you think that your LGB/T policy/actions affect employee commitment? (of LGB, of trans, of non-LGBT) 
 
How important is developing employee commitment to the organisation? 

 
 
Development of policies and practices: trans 
 
 ASK ALL WITH TRANS POLICY/TAKING ACTION 
 
When did you first start developing a policy (or action) explicitly in respect of transgender? very approximate is 
fine 
 
Why did you start developing policy (or action) on transgender? What prompted this? get full details 

trans recruit 
employee transitioning 
specific incident(s)/case(s) what 

 
ASK ALL WITH TRANS POLICY/TAKING ACTION OR HAD THOUGHT ABOUT DOING SOMETHING 
 
Did you expect any problems? What? 
 
Did you expect any cost? What? – distinguish between transitional and permanent 

costs of developing policies and practices 
costs of implementing policies (training etc.) 
getting information 
customer response 
workforce resistance/poor IR 

 
Did you expect any benefits from addressing trans issues? What?  
 
 
Current policies and practices - ASK ALL WITH LGB POLICY/TAKING ACTION 
 
Could you briefly describe the current policies and practices you have in place to make your workplace more 
LGBT-friendly. 
 
 
GENERAL QUESTIONS – FOR ALL 
 
TRAINING 
 
Do staff get equal opportunities (or diversity) training? Who? all staff, managers, recruiters, others (explain) 
 
Does the training cover LGB/sexual orientation specifically? 



 
Does the training cover transgender/transsexuals 
 
 
NETWORKS 
 
Do you have a LGB or LGB & T network(s)/ support groups etc.? 
Which (LGB, LGBT, L, G, B, T…)? 
 
How LGBT-friendly do you feel that your organisation is? 
 
Have any issues arisen in relation to LGB (in general or in relation to employees), including bullying, harassment, 
claims for discrimination, 
 
Was this before or after taking actions? 
 
How much difference do you think your policies and practices have made to this? 
 
Do you currently have any LGBT employees? 
 
Support needs  - ALL 

 

Have you used any external sources of information or support to develop your LGBT policies and practices? 
What for, type of information/support, sporadic/ongoing,from where?  
 
How easy was it to find the right information/support? 

 
Have you felt the need for support but not sought it? What for? Why not sought? 

 

Are there any areas in which you have not been able to get suitable support/information. Details 
 
Any other problems in gaining information/support? 
 
Do you think there is anything that the government (or departments or agencies) or even NGOs  could do to help 
you to do more? Explain 
 
 

 

 

 

 

 

 



Annex III – Employee questionnaire datasets 
 

 
 
 
Report Legend 

Dataset 1 [40Answer] 

  Q25. Actualul sau ultimul angajator este: is 

o societate 
comerciala 
activa doar 
in Romania 

  

Dataset 2 [28Answer] 

  Q25. Actualul sau ultimul angajator este: is 

o corporatie 
multinationala 
cu filiala in 
Romania 

  

Dataset 3 [9Answer] 

  Q25. Actualul sau ultimul angajator este: is 
o organizatie 
neguvernamentala 

  

Dataset 4 [15Answer] 

  Q25. Actualul sau ultimul angajator este: is 

o companie 
de stat (de 
ex. Loteria 
Romana, 
CEC Bank, 
Electrica, 
RADET, etc.) 

OR Q25. Actualul sau ultimul angajator este: is 

statul roman, 
prin 
administratia 
publica, 
centrala sau 
locala, si ca 
furnizor de 
servicii 
publice 
(spitale de 
stat, sistemul 
national de 
educatie, 
etc.) 

  

Dataset 5 [105Answer] 

  Q25. Actualul sau ultimul angajator este: is 
o societate 
comerciala activa 
doar in Romania 

OR Q25. Actualul sau ultimul angajator este: is 
o corporatie 
multinationala cu 
filiala in Romania 

OR Q25. Actualul sau ultimul angajator este: is 
o organizatie 
neguvernamentala 

OR Q25. Actualul sau ultimul angajator este: is 
o companie de 
stat (de ex. Loteria 
Romana, CEC 



Bank, Electrica, 
RADET, etc.) 

OR Q25. Actualul sau ultimul angajator este: is 

statul roman, prin 
administratia 
publica, centrala 
sau locala, si ca 
furnizor de servicii 
publice (spitale de 
stat, sistemul 
national de 
educatie, etc.) 

OR Q25. Actualul sau ultimul angajator este: is Altul (specificati) 
    



 

Q1. Varsta: 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Sub 25 

9 22.50% 

  

5 17.86% 

1 11.11% 

1 6.67% 

20 19.05% 

25-29 

15 37.50% 

14 50.00% 

3 33.33% 

4 26.67% 

38 36.19% 

30-39 

9 22.50% 

8 28.57% 

5 55.56% 

7 46.67% 

34 32.38% 

40-49 

7 17.50% 

1 3.57% 

0 0.00% 

2 13.33% 

12 11.43% 

50-55 

0 0.00% 

0 0.00% 

0 0.00% 

1 6.67% 

1 0.95% 

Peste 55 

de ani 

0 0.00% 

0 0.00% 

0 0.00% 



0 0.00% 

0 0.00% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q2. Locuiti in mediul: 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Urban 

mare (oras 

cu peste 

100 000 

de 

locuitori) 

31 77.50% 

  

25 89.29% 

7 77.78% 

12 80.00% 

85 80.95% 

Urban 

mediu 

(oras cu 

un numar 

de locuitori 

intre 25 

000 si 100 

000) 

5 12.50% 

2 7.14% 

1 11.11% 

1 6.67% 

11 10.48% 

Urban mic 

(oras cu 

un numar 

de locuitori 

intre 5 000 

si 25 000) 

1 2.50% 

1 3.57% 

1 11.11% 

1 6.67% 

4 3.81% 

Rural 

3 7.50% 

0 0.00% 

0 0.00% 

1 6.67% 

5 4.76% 

Nu stiu/Nu 

raspund 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Total 

Response

s 

  

40 
 

  

28 
 



  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q3. Localitatea de resedinta este: 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Bucuresti 

13 32.50% 

  

8 28.57% 

4 44.44% 

4 26.67% 

34 32.38% 

Un 

municipiu 

resedinta 

de judet 

19 47.50% 

14 50.00% 

5 55.56% 

8 53.33% 

51 48.57% 

Oras 

5 12.50% 

6 21.43% 

0 0.00% 

1 6.67% 

14 13.33% 

Sat 

3 7.50% 

0 0.00% 

0 0.00% 

2 13.33% 

6 5.71% 

Nu stiu/Nu 

raspund 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Total 

Response

s 

  

40 
 

  

28 
 



  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q4. Cetatenie: 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Romana 

40 100.00% 

  

28 100.00% 

9 100.00% 

15 100.00% 

105 100.00% 

A unui stat 

membru al 

Uniunii 

Europene 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

A unui stat 

care nu e 

membru al 

Uniunii 

Europene 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q5. Din ce grup etnic faceti parte? (Minoritati entice semnificative numeric identificate in cadrul recensamantului 

populatiei din 2011.) 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Români 

31 77.50% 

  

24 85.71% 

7 77.78% 

11 73.33% 

83 79.05% 

Maghiari/sec

ui 

9 22.50% 

3 10.71% 

2 22.22% 

4 26.67% 

21 20.00% 

Romi 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Ucraineni 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Germani 

(sasi, svabi) 

0 0.00% 

1 3.57% 

0 0.00% 

0 0.00% 

1 0.95% 

Rusi-lipoveni 

0 0.00% 

0 0.00% 

0 0.00% 



0 0.00% 

0 0.00% 

Turci 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Tatari 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Sârbi 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Slovaci 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Bulgari 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Croati 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Greci 
0 0.00% 

0 0.00% 



0 0.00% 

0 0.00% 

0 0.00% 

Evrei 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Cehi 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Polonezi 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Italieni 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Chinezi 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Armeni 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Total    



Responses 40 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q6. Va identificati ca:  

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

heterosexual/

a / straight 

1 2.50% 

  

1 3.57% 

0 0.00% 

0 0.00% 

3 2.86% 

bisexual/a 

8 20.00% 

6 21.43% 

3 33.33% 

3 20.00% 

22 20.95% 

gay 

19 47.50% 

9 32.14% 

2 22.22% 

6 40.00% 

37 35.24% 

lesbiana 

10 25.00% 

10 35.71% 

2 22.22% 

6 40.00% 

36 34.29% 

alta orientare 

sexuala 

(specificati) 

2 5.00% 

2 7.14% 

2 22.22% 

0 0.00% 

7 6.67% 

Total 

Responses 

  

40 
 

  

28 
 



  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q7. Genul cu care va identificati este: 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

masculin 

21 52.50% 

  

12 42.86% 

3 33.33% 

7 46.67% 

45 42.86% 

feminin 

17 42.50% 

16 57.14% 

5 55.56% 

8 53.33% 

57 54.29% 

altul 

(specificati

) 

2 5.00% 

0 0.00% 

1 11.11% 

0 0.00% 

3 2.86% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q8. Sunteti o persoana trans? (in functie de acest raspuns, pe pagina 4 a chestionarului vor aparea intrebari 

referitoare la accesul persoanelor trans pe piata muncii, cat si situatii specifice de discriminare cu care acestea se 

confrunta la locul de munca) 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Da 

2 5.00% 

  

4 14.29% 

1 11.11% 

0 0.00% 

10 9.52% 

Nu 

36 90.00% 

24 85.71% 

8 88.89% 

15 100.00% 

93 88.57% 

Nu stiu / 

nu 

raspund 

2 5.00% 

0 0.00% 

0 0.00% 

0 0.00% 

2 1.90% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q9. Care este starea dvs. civila? Sunteti: 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Singur/a 

19 47.50% 

  

10 35.71% 

3 33.33% 

5 33.33% 

45 42.86% 

Intr-o relatie 

deschisa 

4 10.00% 

2 7.14% 

0 0.00% 

2 13.33% 

8 7.62% 

Intr-o relatie 

inchisa 

9 22.50% 

7 25.00% 

4 44.44% 

3 20.00% 

23 21.90% 

Intr-o relatie 

de 

parteneriat 

durabil, insa 

nerecunoscu

t legal de 

statul roman 

6 15.00% 

7 25.00% 

2 22.22% 

2 13.33% 

22 20.95% 

Intr-o relatie 

de 

parteneriat 

civil sau 

casatorie 

recunoscuta 

de un alt stat 

0 0.00% 

1 3.57% 

0 0.00% 

3 20.00% 

4 3.81% 

Nu stiu/ nu 

raspund 

1 2.50% 

0 0.00% 

0 0.00% 



0 0.00% 

1 0.95% 

Ma aflu in 

alta situatie 

(specificati) 

1 2.50% 

1 3.57% 

0 0.00% 

0 0.00% 

2 1.90% 

Total 

Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q10. Traiti cu o dizabilitate? (raspunsul dvs. ne ajuta sa identificam situatii de discriminare multipla in analiza 

datelor) 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Da 

2 5.00% 

  

0 0.00% 

0 0.00% 

1 6.67% 

3 2.86% 

Nu 

38 95.00% 

28 100.00% 

9 100.00% 

14 93.33% 

102 97.14% 

Nu 

raspund 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q11. Dizabilitatea cu care traiti este: 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Fizica 

1 50.00% 

  

0 0.00% 

0 0.00% 

1 100.00% 

2 66.67% 

Intelectual

a 

1 50.00% 

0 0.00% 

0 0.00% 

0 0.00% 

1 33.33% 

Multipla 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Nu stiu / nu 

raspund 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Total 

Responses 

  

2 
 

  

0 
 

  

0 
 

  

1 
 

  

3 
 

 

 



 

Q12. Aveti un certificat de incadrare in grad si tip de handicap? 

 Answer Percentage 
Percentage 

of total 

respondents 

 

Da 

1 50.00% 

  

0 0.00% 

0 0.00% 

0 0.00% 

1 33.33% 

Nu 

1 50.00% 

0 0.00% 

0 0.00% 

1 100.00% 

2 66.67% 

Nu stiu / 

nu raspund 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Total 

Responses 

  

2 
 

  

0 
 

  

0 
 

  

1 
 

  

3 
 

 

 



 

Q13. Traiti cu HIV? (raspunsul dvs. ne ajuta sa identificam situatii de discriminare multipla in analiza datelor) 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Da 

2 5.00% 

  

0 0.00% 

0 0.00% 

0 0.00% 

3 2.86% 

Nu 

38 95.00% 

28 100.00% 

9 100.00% 

15 100.00% 

102 97.14% 

Nu stiu / 

Nu 

raspund 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q14. Care este ultimul nivel de studii absolvit? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Studii primare 

(clasele 1-4) 

0 0.00% 

  

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Studii 

gimnaziale 

(clasele 5-8) 

1 2.50% 

1 3.57% 

1 11.11% 

0 0.00% 

4 3.81% 

Studii 

profesionale 

(scoala de arte 

si meserii) 

0 0.00% 

1 3.57% 

0 0.00% 

0 0.00% 

1 0.95% 

Studii liceale 

(clasele 9-12) 

6 15.00% 

6 21.43% 

0 0.00% 

2 13.33% 

17 16.19% 

Studii 

postliceale 

4 10.00% 

1 3.57% 

0 0.00% 

0 0.00% 

7 6.67% 

Studii 

universitare 

(licenta) 

22 55.00% 

9 32.14% 

5 55.56% 



5 33.33% 

44 41.90% 

Studii 

postuniversitare 

(master,doctora

t) 

7 17.50% 

10 35.71% 

3 33.33% 

8 53.33% 

32 30.48% 

Nu stiu / nu 

raspund 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Total 

Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q15. Ce vechime aveti in munca? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Sub 5 ani 

18 45.00% 

  

12 42.86% 

3 33.33% 

4 26.67% 

44 41.90% 

5-10 ani 

12 30.00% 

11 39.29% 

4 44.44% 

6 40.00% 

37 35.24% 

10-20 de 

ani 

5 12.50% 

5 17.86% 

2 22.22% 

4 26.67% 

17 16.19% 

Peste 20 

de ani 

5 12.50% 

0 0.00% 

0 0.00% 

1 6.67% 

7 6.67% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q16. In general, sunteti out fata de: 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Nimeni, in 

afara de 

partner/a/i/

e 

1 2.50% 

  

1 3.57% 

0 0.00% 

1 6.67% 

4 3.81% 

Familia 

imediata 

0 0.00% 

0 0.00% 

0 0.00% 

1 6.67% 

2 1.90% 

Un numar 

mic de 

persoane 

apropiate 

20 50.00% 

8 28.57% 

4 44.44% 

7 46.67% 

45 42.86% 

Aproximati

v jumatate 

din 

conoscuti 

(rude, 

prieteni) 

10 25.00% 

12 42.86% 

4 44.44% 

3 20.00% 

32 30.48% 

Aproape 

toata 

lumea pe 

care o 

cunosc 

4 10.00% 

6 21.43% 

1 11.11% 

3 20.00% 

16 15.24% 

Toata 

lumea pe 

care o 

cunosc 

3 7.50% 

1 3.57% 

0 0.00% 



0 0.00% 

4 3.81% 

Nu stiu / nu 

raspund 

2 5.00% 

0 0.00% 

0 0.00% 

0 0.00% 

2 1.90% 

Total 

Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q17. Statutul dvs. actual pe piata muncii este acela de: 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Angajat legal, 

cu contract 

individual de 

munca 

27 67.50% 

  

25 89.29% 

6 66.67% 

14 93.33% 

76 72.38% 

Persoana 

fizica 

autorizata, 

consultant 

sau am o 

profesie 

liberala 

4 10.00% 

0 0.00% 

1 11.11% 

0 0.00% 

9 8.57% 

Lucrez la 

negru, fara 

contract 

1 2.50% 

1 3.57% 

1 11.11% 

0 0.00% 

4 3.81% 

Imi caut de 

lucru 

4 10.00% 

1 3.57% 

0 0.00% 

0 0.00% 

7 6.67% 

Beneficiez de 

ajutor de 

somaj 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Beneficiez de 

pensie in 

baza vechimii 

0 0.00% 

0 0.00% 

0 0.00% 



0 0.00% 

0 0.00% 

Beneficiez de 

pensie pe caz 

de 

boala/handica

p 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Nu imi caut de 

lucru. 

2 5.00% 

0 0.00% 

0 0.00% 

0 0.00% 

4 3.81% 

Altul 

(specificati) 

2 5.00% 

1 3.57% 

1 11.11% 

1 6.67% 

5 4.76% 

Total 

Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q18. Cate locuri de munca aveti? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Nici unul, 

la acest 

moment 

8 20.00% 

  

3 10.71% 

2 22.22% 

0 0.00% 

17 16.19% 

Unul 

28 70.00% 

23 82.14% 

5 55.56% 

12 80.00% 

75 71.43% 

Doua 

3 7.50% 

2 7.14% 

1 11.11% 

3 20.00% 

10 9.52% 

Mai multe 

1 2.50% 

0 0.00% 

1 11.11% 

0 0.00% 

3 2.86% 

Nu am loc 

de munca 

de mai 

bine de 12 

luni 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Total 

Response

s 

  

40 
 

  

28 
 



  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q19. Cate ore munciti in fiecare saptamana? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

35 de ore 

sau mai 

putin 

6 18.75% 

  

2 8.00% 

1 14.29% 

4 26.67% 

16 18.18% 

40 de ore 

15 46.88% 

17 68.00% 

6 85.71% 

5 33.33% 

45 51.14% 

Mai multe 

de 40 de 

ore 

11 34.38% 

6 24.00% 

0 0.00% 

6 40.00% 

27 30.68% 

Total 

Response

s 

  

3

2 

 

  

2

5 

 

  

7 
 

  

1

5 

 

  

8

8 

 

 

 



 

Q20. De cat timp sunteti angajat la actualul / principalul loc de munca? (locul de munca principal este acela la care 

aveti norma intreaga sau care este declarat ca fiind locul de munca de baza in fata administratiei fiscale) 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Mai putin 

de 6 luni 

4 12.50% 

  

2 8.00% 

2 28.57% 

1 6.67% 

9 10.23% 

Intre 6 luni 

si un an 

6 18.75% 

7 28.00% 

0 0.00% 

3 20.00% 

18 20.45% 

Intre 1 si 2 

ani 

6 18.75% 

8 32.00% 

3 42.86% 

1 6.67% 

19 21.59% 

Intre 2 si 5 

ani 

11 34.38% 

6 24.00% 

1 14.29% 

4 26.67% 

27 30.68% 

Intre 6 si 

10 ani 

5 15.63% 

2 8.00% 

1 14.29% 

4 26.67% 

13 14.77% 

Intre 10 si 

15 ani 

0 0.00% 

0 0.00% 

0 0.00% 



1 6.67% 

1 1.14% 

Intre 16 si 

20 de ani 

0 0.00% 

0 0.00% 

0 0.00% 

1 6.67% 

1 1.14% 

Peste 21 

de ani 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

Total 

Response

s 

  

3

2 

 

  

2

5 

 

  

7 
 

  

1

5 

 

  

8

8 

 

 

 



 

Q21. Cate persoane lucreaza, in total, pentru angajatorul dvs. actual / principal in Romania? (estimati cifra, nu e 

necesar sa cautati numarul exact) 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Mai putin 

de 10 

16 50.00% 

  

0 0.00% 

4 57.14% 

1 6.67% 

26 29.55% 

10-24 

2 6.25% 

3 12.00% 

3 42.86% 

0 0.00% 

10 11.36% 

25-99 

9 28.13% 

2 8.00% 

0 0.00% 

2 13.33% 

13 14.77% 

100-499 

3 9.38% 

8 32.00% 

0 0.00% 

3 20.00% 

16 18.18% 

500+ 

2 6.25% 

12 48.00% 

0 0.00% 

9 60.00% 

23 26.14% 

Total 

Response

s 

  

3

2 

 



  

2

5 

 

  

7 
 

  

1

5 

 

  

8

8 

 

 

 



 

Q22. Care este numarul total de angajati la actualul / principalul loc de munca, in sediul/filiala/locatia in care va 

desfasurati activitatea? (estimati cifra, nu e necesar sa cautati numarul exact) 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Mai putin 

de 10 

17 53.13% 

  

2 8.00% 

5 71.43% 

1 6.67% 

30 34.09% 

10-24 

6 18.75% 

2 8.00% 

2 28.57% 

2 13.33% 

15 17.05% 

25-99 

7 21.88% 

6 24.00% 

0 0.00% 

5 33.33% 

18 20.45% 

100-499 

2 6.25% 

6 24.00% 

0 0.00% 

7 46.67% 

16 18.18% 

500+ 

0 0.00% 

9 36.00% 

0 0.00% 

0 0.00% 

9 10.23% 

Total 

Response

s 

  

3

2 

 



  

2

5 

 

  

7 
 

  

1

5 

 

  

8

8 

 

 

 



 

Q23. De cate ori v-ati schimbat locul de munca in ultimul an: 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Niciodata 

27 67.50% 

  

21 75.00% 

5 55.56% 

13 86.67% 

78 74.29% 

O data 

6 15.00% 

6 21.43% 

3 33.33% 

1 6.67% 

17 16.19% 

De doua 

ori 

2 5.00% 

0 0.00% 

0 0.00% 

1 6.67% 

3 2.86% 

De mai 

multe ori 

5 12.50% 

0 0.00% 

0 0.00% 

0 0.00% 

5 4.76% 

Nu stiu / 

nu 

raspund 

0 0.00% 

1 3.57% 

1 11.11% 

0 0.00% 

2 1.90% 

Total 

Response

s 

  

40 
 

  

28 
 



  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q24. De cate ori v-ati schimbat locul de munca in ultimii 5 ani: 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Niciodata 

14 35.00% 

  

5 17.86% 

1 11.11% 

8 53.33% 

34 32.38% 

O data 

8 20.00% 

7 25.00% 

2 22.22% 

4 26.67% 

23 21.90% 

De doua 

ori 

8 20.00% 

5 17.86% 

3 33.33% 

2 13.33% 

20 19.05% 

De trei ori 

3 7.50% 

6 21.43% 

0 0.00% 

1 6.67% 

12 11.43% 

De mai 

multe ori 

7 17.50% 

4 14.29% 

2 22.22% 

0 0.00% 

14 13.33% 

Nu stiu / 

nu 

raspund 

0 0.00% 

1 3.57% 

1 11.11% 



0 0.00% 

2 1.90% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q25. Actualul sau ultimul angajator este: 

 Answer Percentage 

Percentag

e of total 

respondent

s 

 

o societate 

comerciala 

activa doar in 

Romania 

40 100.00% 

  

0 0.00% 

0 0.00% 

0 0.00% 

40 38.10% 

o corporatie 

multinationala cu 

filiala in 

Romania 

0 0.00% 

28 100.00% 

0 0.00% 

0 0.00% 

28 26.67% 

o organizatie 

neguvernamenta

la 

0 0.00% 

0 0.00% 

9 100.00% 

0 0.00% 

9 8.57% 

o companie de 

stat (de ex. 

Loteria Romana, 

CEC Bank, 

Electrica, 

RADET, etc.) 

0 0.00% 

0 0.00% 

0 0.00% 

4 26.67% 

4 3.81% 

statul roman, 

prin 

administratia 

publica, centrala 

sau locala, si ca 

furnizor de 

servicii publice 

(spitale de stat, 

sistemul national 

de educatie, 

etc.) 

0 0.00% 

0 0.00% 

0 0.00% 

11 73.33% 

11 10.48% 

Altul (specificati) 0 0.00% 



0 0.00% 

0 0.00% 

0 0.00% 

13 12.38% 

Total Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q26. Sectorul de activitate al actualului sau ultimului angajator: 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

agricultura 

0 0.00% 

  

0 0.00% 

0 0.00% 

1 6.67% 

1 0.95% 

industrie 

6 15.00% 

11 39.29% 

0 0.00% 

0 0.00% 

17 16.19% 

servicii 

34 85.00% 

16 57.14% 

8 88.89% 

10 66.67% 

81 77.14% 

administrati

e publica 

0 0.00% 

1 3.57% 

1 11.11% 

4 26.67% 

6 5.71% 

Total 

Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q29. Gandindu-va la mediu de lucru si la actualul sau ultimul angajator, i-ati recomanda unui prieten care isi cauta 

de lucru sa se angajeze aici? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

da 

28 70.00% 

  

22 78.57% 

8 88.89% 

12 80.00% 

75 71.43% 

nu 

8 20.00% 

1 3.57% 

1 11.11% 

2 13.33% 

15 14.29% 

nu stiu / nu 

raspund 

4 10.00% 

5 17.86% 

0 0.00% 

1 6.67% 

15 14.29% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q30. Gandindu-va la mediu de lucru si la actualul sau ultimul angajator, considerati ca diversitatea este apreciata, 

daca ne referim la varsta, gen, rasa, etnie, orientare sexuala si identitate de gen? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

da 

20 50.00% 

  

15 53.57% 

5 55.56% 

8 53.33% 

52 49.52% 

nu 

13 32.50% 

10 35.71% 

3 33.33% 

6 40.00% 

38 36.19% 

nu stiu / nu 

raspund 

7 17.50% 

3 10.71% 

1 11.11% 

1 6.67% 

15 14.29% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q31. Gandindu-va la mediu de lucru si la actualul sau ultimul angajator, considerati ca munciti intr-un loc deschis, 

unde diferentele individuale sunt acceptate? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

da 

23 57.50% 

  

18 64.29% 

6 66.67% 

8 53.33% 

58 55.24% 

nu 

13 32.50% 

7 25.00% 

2 22.22% 

5 33.33% 

32 30.48% 

nu stiu / nu 

raspund 

4 10.00% 

3 10.71% 

1 11.11% 

2 13.33% 

15 14.29% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q32. Sunteti out la munca? (deschis cu cei din jur asupra orientarii sexuale sau a identitatii de gen; a te autodeclara 

public ca fiind parte a comunitatii LGBT) 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Nu sunt out 

fata de 

nimeni 

11 27.50% 

  

9 32.14% 

1 11.11% 

7 46.67% 

32 30.48% 

Sunt out 

fata de 

cateva 

persoane 

14 35.00% 

6 21.43% 

3 33.33% 

6 40.00% 

37 35.24% 

Sunt out 

fata de 

jumatate 

dintre 

colegi 

3 7.50% 

0 0.00% 

0 0.00% 

0 0.00% 

3 2.86% 

Sunt out 

fata de 

majoritatea 

persoanelo

r cu care 

lucrez 

5 12.50% 

5 17.86% 

3 33.33% 

1 6.67% 

14 13.33% 

Sunt out 

fata de 

toata 

lumea 

5 12.50% 

7 25.00% 

2 22.22% 

1 6.67% 

16 15.24% 

Nu stiu/nu 

raspund 

2 5.00% 

1 3.57% 

0 0.00% 



0 0.00% 

3 2.86% 

Total 

Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Va rugam sa selectati nivelul de acceptare pe care il observati in relatia cu angajatorul, colegii, departamentul de 

resurse umane, etc: 

Q33(a). Ca persoana LGBT, cat de acceptat simtiti ca sunteti:: de clienti sau beneficiarii serviciilor? 

 Answer Percentage 

Percentag

e of total 

responde

nts 

 

Foarte acceptat 

4 10.00% 

  

4 14.29% 

1 11.11% 

1 6.67% 

12 11.43% 

Partial acceptat 

6 15.00% 

6 21.43% 

4 44.44% 

2 13.33% 

20 19.05% 

Putin acceptat 

3 7.50% 

3 10.71% 

0 0.00% 

1 6.67% 

7 6.67% 

Deloc acceptat 

1 2.50% 

1 3.57% 

0 0.00% 

0 0.00% 

3 2.86% 

Nu sunt out, deci nu 

stiu 

9 22.50% 

5 17.86% 

2 22.22% 

4 26.67% 

23 21.90% 

Nu sunt out pentru ca 

ma tem de reactia lor 

7 17.50% 

1 3.57% 



1 11.11% 

4 26.67% 

17 16.19% 

Nu stiu/nu raspund 

4 10.00% 

3 10.71% 

1 11.11% 

1 6.67% 

10 9.52% 

Nu mi se aplica 

variantele de raspuns 

(nu interactionez cu 

clienti/colegi/conducer

e/alte departamente 

6 15.00% 

5 17.86% 

0 0.00% 

2 13.33% 

13 12.38% 

Total Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Va rugam sa selectati nivelul de acceptare pe care il observati in relatia cu angajatorul, colegii, departamentul de 

resurse umane, etc: 

Q33(b). Ca persoana LGBT, cat de acceptat simtiti ca sunteti:: de colegi? 

 Answer Percentage 

Percentag

e of total 

responde

nts 

 

Foarte acceptat 

10 25.00% 

  

8 28.57% 

3 33.33% 

3 20.00% 

27 25.71% 

Partial acceptat 

10 25.00% 

11 39.29% 

3 33.33% 

4 26.67% 

31 29.52% 

Putin acceptat 

7 17.50% 

1 3.57% 

0 0.00% 

0 0.00% 

8 7.62% 

Deloc acceptat 

1 2.50% 

0 0.00% 

0 0.00% 

0 0.00% 

2 1.90% 

Nu sunt out, deci nu 

stiu 

6 15.00% 

4 14.29% 

2 22.22% 

4 26.67% 

16 15.24% 

Nu sunt out pentru ca 

ma tem de reactia lor 

4 10.00% 

4 14.29% 



1 11.11% 

4 26.67% 

19 18.10% 

Nu stiu/nu raspund 

1 2.50% 

0 0.00% 

0 0.00% 

0 0.00% 

1 0.95% 

Nu mi se aplica 

variantele de raspuns 

(nu interactionez cu 

clienti/colegi/conducer

e/alte departamente 

1 2.50% 

0 0.00% 

0 0.00% 

0 0.00% 

1 0.95% 

Total Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Va rugam sa selectati nivelul de acceptare pe care il observati in relatia cu angajatorul, colegii, departamentul de 

resurse umane, etc: 

Q33(c). Ca persoana LGBT, cat de acceptat simtiti ca sunteti:: de seful direct si conducerea organizatiei? 

 Answer Percentage 

Percentag

e of total 

responde

nts 

 

Foarte acceptat 

12 30.00% 

  

10 35.71% 

3 33.33% 

2 13.33% 

28 26.67% 

Partial acceptat 

4 10.00% 

7 25.00% 

2 22.22% 

3 20.00% 

17 16.19% 

Putin acceptat 

4 10.00% 

1 3.57% 

0 0.00% 

0 0.00% 

6 5.71% 

Deloc acceptat 

4 10.00% 

0 0.00% 

0 0.00% 

0 0.00% 

5 4.76% 

Nu sunt out, deci nu 

stiu 

7 17.50% 

7 25.00% 

2 22.22% 

5 33.33% 

24 22.86% 

Nu sunt out pentru ca 

ma tem de reactia lor 

6 15.00% 

2 7.14% 



1 11.11% 

4 26.67% 

18 17.14% 

Nu stiu/nu raspund 

2 5.00% 

0 0.00% 

1 11.11% 

1 6.67% 

5 4.76% 

Nu mi se aplica 

variantele de raspuns 

(nu interactionez cu 

clienti/colegi/conducer

e/alte departamente 

1 2.50% 

1 3.57% 

0 0.00% 

0 0.00% 

2 1.90% 

Total Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Va rugam sa selectati nivelul de acceptare pe care il observati in relatia cu angajatorul, colegii, departamentul de 

resurse umane, etc: 

Q33(d). Ca persoana LGBT, cat de acceptat simtiti ca sunteti:: de departamentul de resurse umane? 

 Answer Percentage 

Percentag

e of total 

responde

nts 

 

Foarte acceptat 

8 20.00% 

  

9 32.14% 

1 11.11% 

1 6.67% 

20 19.05% 

Partial acceptat 

5 12.50% 

4 14.29% 

2 22.22% 

1 6.67% 

13 12.38% 

Putin acceptat 

3 7.50% 

3 10.71% 

1 11.11% 

1 6.67% 

9 8.57% 

Deloc acceptat 

1 2.50% 

0 0.00% 

0 0.00% 

0 0.00% 

2 1.90% 

Nu sunt out, deci nu 

stiu 

12 30.00% 

8 28.57% 

3 33.33% 

6 40.00% 

31 29.52% 

Nu sunt out pentru ca 

ma tem de reactia lor 

5 12.50% 

3 10.71% 



1 11.11% 

4 26.67% 

18 17.14% 

Nu stiu/nu raspund 

4 10.00% 

0 0.00% 

1 11.11% 

2 13.33% 

7 6.67% 

Nu mi se aplica 

variantele de raspuns 

(nu interactionez cu 

clienti/colegi/conducer

e/alte departamente 

2 5.00% 

1 3.57% 

0 0.00% 

0 0.00% 

5 4.76% 

Total Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q34. Ca persoana LGBT, cat de acceptat si sustinut de alti colegi din comunitate simtiti ca sunteti? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte 

acceptat si 

sustinut 

15 37.50% 

  

9 32.14% 

3 33.33% 

4 26.67% 

34 32.38% 

Partial 

acceptat si 

sustinut 

12 30.00% 

10 35.71% 

4 44.44% 

4 26.67% 

32 30.48% 

Putin 

acceptat si 

sustinut 

3 7.50% 

3 10.71% 

0 0.00% 

1 6.67% 

8 7.62% 

Deloc 

acceptat si 

sustinut 

4 10.00% 

1 3.57% 

0 0.00% 

0 0.00% 

6 5.71% 

Nu 

cunosct 

colegi 

LGBT 

6 15.00% 

4 14.29% 

1 11.11% 

4 26.67% 

20 19.05% 

Nu stiu/nu 

raspund 

0 0.00% 

1 3.57% 

1 11.11% 



2 13.33% 

5 4.76% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Cateodata, la locul de munca conversatiile dintre colegi nu sunt neaparat despre serviciu. 

Q35(a). Cat de des se discuta subiectele urmatoare:: Soti, parteneri, relatii 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Aproape in 

fiecare zi 

19 47.50% 

  

15 53.57% 

5 55.56% 

11 73.33% 

55 52.38% 

Cel putin o 

data pe 

saptaman

a 

10 25.00% 

10 35.71% 

1 11.11% 

4 26.67% 

31 29.52% 

O data sau 

de doua 

ori pe luna 

8 20.00% 

3 10.71% 

2 22.22% 

0 0.00% 

13 12.38% 

De cateva 

ori pe an 

2 5.00% 

0 0.00% 

1 11.11% 

0 0.00% 

4 3.81% 

Niciodata 

1 2.50% 

0 0.00% 

0 0.00% 

0 0.00% 

2 1.90% 

Total 

Response

s 

  

40 
 

   



28 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Cateodata, la locul de munca conversatiile dintre colegi nu sunt neaparat despre serviciu. 

Q35(b). Cat de des se discuta subiectele urmatoare:: Copii si viata de familie 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Aproape in 

fiecare zi 

16 40.00% 

  

10 35.71% 

4 44.44% 

10 66.67% 

46 43.81% 

Cel putin o 

data pe 

saptaman

a 

9 22.50% 

13 46.43% 

2 22.22% 

4 26.67% 

32 30.48% 

O data sau 

de doua 

ori pe luna 

7 17.50% 

2 7.14% 

1 11.11% 

1 6.67% 

12 11.43% 

De cateva 

ori pe an 

6 15.00% 

2 7.14% 

2 22.22% 

0 0.00% 

11 10.48% 

Niciodata 

2 5.00% 

1 3.57% 

0 0.00% 

0 0.00% 

4 3.81% 

Total 

Response

s 

  

40 
 

   



28 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Cateodata, la locul de munca conversatiile dintre colegi nu sunt neaparat despre serviciu. 

Q35(c). Cat de des se discuta subiectele urmatoare:: Viata sociala, activitati de petrecere a timpului liber 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Aproape in 

fiecare zi 

26 65.00% 

  

19 67.86% 

4 44.44% 

11 73.33% 

66 62.86% 

Cel putin o 

data pe 

saptaman

a 

7 17.50% 

7 25.00% 

3 33.33% 

3 20.00% 

25 23.81% 

O data sau 

de doua 

ori pe luna 

6 15.00% 

1 3.57% 

2 22.22% 

1 6.67% 

11 10.48% 

De cateva 

ori pe an 

1 2.50% 

1 3.57% 

0 0.00% 

0 0.00% 

2 1.90% 

Niciodata 

0 0.00% 

0 0.00% 

0 0.00% 

0 0.00% 

1 0.95% 

Total 

Response

s 

  

40 
 

   



28 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Cateodata, la locul de munca conversatiile dintre colegi nu sunt neaparat despre serviciu. 

Q35(d). Cat de des se discuta subiectele urmatoare:: Credinte religioase 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Aproape in 

fiecare zi 

3 7.50% 

  

3 10.71% 

2 22.22% 

1 6.67% 

10 9.52% 

Cel putin o 

data pe 

saptaman

a 

9 22.50% 

7 25.00% 

2 22.22% 

5 33.33% 

26 24.76% 

O data sau 

de doua 

ori pe luna 

12 30.00% 

9 32.14% 

3 33.33% 

6 40.00% 

35 33.33% 

De cateva 

ori pe an 

8 20.00% 

7 25.00% 

1 11.11% 

2 13.33% 

20 19.05% 

Niciodata 

8 20.00% 

2 7.14% 

1 11.11% 

1 6.67% 

14 13.33% 

Total 

Response

s 

  

40 
 

   



28 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Cateodata, la locul de munca conversatiile dintre colegi nu sunt neaparat despre serviciu. 

Q35(e). Cat de des se discuta subiectele urmatoare:: Barfe la serviciu 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Aproape in 

fiecare zi 

18 45.00% 

  

15 53.57% 

6 66.67% 

9 60.00% 

55 52.38% 

Cel putin o 

data pe 

saptaman

a 

10 25.00% 

10 35.71% 

0 0.00% 

5 33.33% 

28 26.67% 

O data sau 

de doua 

ori pe luna 

8 20.00% 

2 7.14% 

1 11.11% 

1 6.67% 

14 13.33% 

De cateva 

ori pe an 

3 7.50% 

0 0.00% 

2 22.22% 

0 0.00% 

5 4.76% 

Niciodata 

1 2.50% 

1 3.57% 

0 0.00% 

0 0.00% 

3 2.86% 

Total 

Response

s 

  

40 
 

   



28 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Cateodata, la locul de munca conversatiile dintre colegi nu sunt neaparat despre serviciu. 

Q35(f). Cat de des se discuta subiectele urmatoare:: Politica 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Aproape in 

fiecare zi 

7 17.50% 

  

3 10.71% 

2 22.22% 

4 26.67% 

18 17.14% 

Cel putin o 

data pe 

saptaman

a 

12 30.00% 

8 28.57% 

4 44.44% 

6 40.00% 

32 30.48% 

O data sau 

de doua 

ori pe luna 

7 17.50% 

13 46.43% 

1 11.11% 

3 20.00% 

29 27.62% 

De cateva 

ori pe an 

8 20.00% 

4 14.29% 

2 22.22% 

1 6.67% 

16 15.24% 

Niciodata 

6 15.00% 

0 0.00% 

0 0.00% 

1 6.67% 

10 9.52% 

Total 

Response

s 

  

40 
 

   



28 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Gandindu-va la subiectele mentionate mai sus, cat de confortabil va simti sa discuti despre ele cu colegii? 

Q36(a). Alegeti vatianta care se potriveste cel mai bine: Despre partenerii dvs. si relatiile amoroase 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte 

confortabil 

5 12.50% 

  

7 25.00% 

1 11.11% 

2 13.33% 

17 16.19% 

Oarecum 

confortabil 

8 20.00% 

8 28.57% 

5 55.56% 

2 13.33% 

24 22.86% 

Putin 

confortabil 

10 25.00% 

4 14.29% 

1 11.11% 

3 20.00% 

22 20.95% 

Deloc 

confortabil 

12 30.00% 

8 28.57% 

2 22.22% 

7 46.67% 

33 31.43% 

Nu stiu/nu 

raspund 

5 12.50% 

1 3.57% 

0 0.00% 

1 6.67% 

9 8.57% 

Total 

Response

s 

  

40 
 

   



28 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Gandindu-va la subiectele mentionate mai sus, cat de confortabil va simti sa discuti despre ele cu colegii? 

Q36(b). Alegeti vatianta care se potriveste cel mai bine: Despre copiii dvs. si relatii de familie in general 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte 

confortabil 

6 15.00% 

  

6 21.43% 

1 11.11% 

4 26.67% 

18 17.14% 

Oarecum 

confortabil 

12 30.00% 

7 25.00% 

4 44.44% 

5 33.33% 

31 29.52% 

Putin 

confortabil 

13 32.50% 

6 21.43% 

4 44.44% 

1 6.67% 

27 25.71% 

Deloc 

confortabil 

3 7.50% 

6 21.43% 

0 0.00% 

4 26.67% 

16 15.24% 

Nu stiu/nu 

raspund 

6 15.00% 

3 10.71% 

0 0.00% 

1 6.67% 

13 12.38% 

Total 

Response

s 

  

40 
 

   



28 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Gandindu-va la subiectele mentionate mai sus, cat de confortabil va simti sa discuti despre ele cu colegii? 

Q36(c). Alegeti vatianta care se potriveste cel mai bine: Viata dvs. sociala, activitati de petrecere a timpului 
liber 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte 

confortabil 

17 42.50% 

  

10 35.71% 

4 44.44% 

4 26.67% 

38 36.19% 

Oarecum 

confortabil 

16 40.00% 

11 39.29% 

2 22.22% 

10 66.67% 

44 41.90% 

Putin 

confortabil 

5 12.50% 

4 14.29% 

3 33.33% 

1 6.67% 

16 15.24% 

Deloc 

confortabil 

0 0.00% 

3 10.71% 

0 0.00% 

0 0.00% 

4 3.81% 

Nu stiu/nu 

raspund 

2 5.00% 

0 0.00% 

0 0.00% 

0 0.00% 

3 2.86% 

Total 

Response

s 

  

40 
 

   



28 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Gandindu-va la subiectele mentionate mai sus, cat de confortabil va simti sa discuti despre ele cu colegii? 

Q36(d). Alegeti vatianta care se potriveste cel mai bine: Propriile credinte religioase 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte 

confortabil 

13 32.50% 

  

8 28.57% 

5 55.56% 

5 33.33% 

33 31.43% 

Oarecum 

confortabil 

12 30.00% 

6 21.43% 

1 11.11% 

5 33.33% 

27 25.71% 

Putin 

confortabil 

4 10.00% 

5 17.86% 

1 11.11% 

1 6.67% 

14 13.33% 

Deloc 

confortabil 

4 10.00% 

7 25.00% 

2 22.22% 

4 26.67% 

21 20.00% 

Nu stiu/nu 

raspund 

7 17.50% 

2 7.14% 

0 0.00% 

0 0.00% 

10 9.52% 

Total 

Response

s 

  

40 
 

   



28 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Gandindu-va la subiectele mentionate mai sus, cat de confortabil va simti sa discuti despre ele cu colegii? 

Q36(e). Alegeti vatianta care se potriveste cel mai bine: Barfe la serviciu 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte 

confortabil 

7 17.50% 

  

3 10.71% 

3 33.33% 

3 20.00% 

19 18.10% 

Oarecum 

confortabil 

11 27.50% 

6 21.43% 

2 22.22% 

5 33.33% 

27 25.71% 

Putin 

confortabil 

11 27.50% 

8 28.57% 

1 11.11% 

3 20.00% 

26 24.76% 

Deloc 

confortabil 

8 20.00% 

8 28.57% 

3 33.33% 

3 20.00% 

25 23.81% 

Nu stiu/nu 

raspund 

3 7.50% 

3 10.71% 

0 0.00% 

1 6.67% 

8 7.62% 

Total 

Response

s 

  

40 
 

   



28 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Gandindu-va la subiectele mentionate mai sus, cat de confortabil va simti sa discuti despre ele cu colegii? 

Q36(f). Alegeti vatianta care se potriveste cel mai bine: Propriile viziuni politice 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte 

confortabil 

10 25.00% 

  

8 28.57% 

3 33.33% 

4 26.67% 

27 25.71% 

Oarecum 

confortabil 

17 42.50% 

9 32.14% 

4 44.44% 

4 26.67% 

38 36.19% 

Putin 

confortabil 

5 12.50% 

3 10.71% 

0 0.00% 

4 26.67% 

17 16.19% 

Deloc 

confortabil 

3 7.50% 

7 25.00% 

2 22.22% 

2 13.33% 

15 14.29% 

Nu stiu/nu 

raspund 

5 12.50% 

1 3.57% 

0 0.00% 

1 6.67% 

8 7.62% 

Total 

Response

s 

  

40 
 

   



28 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q37(a). Cat de des se intampla la munca sa:: Se se faca glume sau comentarii negative la adresa 
persoanelor LGBTI 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

9 22.50% 

  

8 28.57% 

1 11.11% 

2 13.33% 

22 20.95% 

Frecvent 

6 15.00% 

9 32.14% 

4 44.44% 

5 33.33% 

27 25.71% 

Cateodata 

10 25.00% 

6 21.43% 

1 11.11% 

3 20.00% 

22 20.95% 

Rar 

9 22.50% 

4 14.29% 

1 11.11% 

2 13.33% 

21 20.00% 

Niciodata 

6 15.00% 

1 3.57% 

2 22.22% 

3 20.00% 

13 12.38% 

Total 

Response

  

40 
 



s   

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q37(b). Cat de des se intampla la munca sa:: Sa existe barfe/zvonuri despre orientarea sexuala sau 
identitatea de gen a ta sau a altcuiva 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

8 20.00% 

  

5 17.86% 

1 11.11% 

1 6.67% 

16 15.24% 

Frecvent 

8 20.00% 

9 32.14% 

3 33.33% 

4 26.67% 

24 22.86% 

Cateodata 

4 10.00% 

5 17.86% 

2 22.22% 

4 26.67% 

21 20.00% 

Rar 

9 22.50% 

6 21.43% 

1 11.11% 

4 26.67% 

24 22.86% 

Niciodata 

11 27.50% 

3 10.71% 

2 22.22% 

2 13.33% 

20 19.05% 

Total 

Response

  

40 
 



s   

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q37(c). Cat de des se intampla la munca sa:: Se se faca glume sau comentarii negative la adresa femeilor 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

7 17.50% 

  

3 10.71% 

3 33.33% 

1 6.67% 

17 16.19% 

Frecvent 

4 10.00% 

9 32.14% 

3 33.33% 

3 20.00% 

21 20.00% 

Cateodata 

6 15.00% 

8 28.57% 

1 11.11% 

6 40.00% 

24 22.86% 

Rar 

15 37.50% 

3 10.71% 

1 11.11% 

3 20.00% 

24 22.86% 

Niciodata 

8 20.00% 

5 17.86% 

1 11.11% 

2 13.33% 

19 18.10% 

Total 

Response

  

40 
 



s   

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q37(d). Cat de des se intampla la munca sa:: Se se faca glume sau comentarii negative la adresa 
persoanelor cu dizabilitati 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

6 15.00% 

  

1 3.57% 

0 0.00% 

1 6.67% 

9 8.57% 

Frecvent 

2 5.00% 

5 17.86% 

3 33.33% 

1 6.67% 

13 12.38% 

Cateodata 

3 7.50% 

6 21.43% 

1 11.11% 

1 6.67% 

11 10.48% 

Rar 

6 15.00% 

6 21.43% 

1 11.11% 

4 26.67% 

20 19.05% 

Niciodata 

23 57.50% 

10 35.71% 

4 44.44% 

8 53.33% 

52 49.52% 

Total 

Response

  

40 
 



s   

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q37(e). Cat de des se intampla la munca sa:: Se se faca glume sau comentarii negative la adresa 
persoanelor cu o alta etnie 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

7 17.50% 

  

2 7.14% 

3 33.33% 

1 6.67% 

15 14.29% 

Frecvent 

6 15.00% 

9 32.14% 

3 33.33% 

3 20.00% 

23 21.90% 

Cateodata 

8 20.00% 

6 21.43% 

0 0.00% 

6 40.00% 

23 21.90% 

Rar 

10 25.00% 

10 35.71% 

1 11.11% 

4 26.67% 

29 27.62% 

Niciodata 

9 22.50% 

1 3.57% 

2 22.22% 

1 6.67% 

15 14.29% 

Total 

Response

  

40 
 



s   

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q37(f). Cat de des se intampla la munca sa:: Se se faca glume sau comentarii negative la adresa persoanelor 
cu o alta religie 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

4 10.00% 

  

2 7.14% 

2 22.22% 

1 6.67% 

9 8.57% 

Frecvent 

2 5.00% 

4 14.29% 

3 33.33% 

2 13.33% 

14 13.33% 

Cateodata 

9 22.50% 

9 32.14% 

1 11.11% 

2 13.33% 

24 22.86% 

Rar 

7 17.50% 

6 21.43% 

1 11.11% 

5 33.33% 

21 20.00% 

Niciodata 

18 45.00% 

7 25.00% 

2 22.22% 

5 33.33% 

37 35.24% 

Total 

Response

  

40 
 



s   

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q37(g). Cat de des se intampla la munca sa:: Se se faca glume sau comentarii negative la adresa 
persoanelor care traiesc cu HIV 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

1 2.50% 

  

0 0.00% 

0 0.00% 

0 0.00% 

1 0.95% 

Frecvent 

3 7.50% 

1 3.57% 

0 0.00% 

2 13.33% 

7 6.67% 

Cateodata 

2 5.00% 

4 14.29% 

1 11.11% 

0 0.00% 

9 8.57% 

Rar 

6 15.00% 

4 14.29% 

2 22.22% 

1 6.67% 

15 14.29% 

Niciodata 

28 70.00% 

19 67.86% 

6 66.67% 

12 80.00% 

73 69.52% 

Total 

Response

  

40 
 



s   

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q38. Cati oameni de la munca ati auzit sa mentioneze intr-un mod pozitiv o persoana LGBT apropiata lor, de 

exemplu prieten sau membru al familiei? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

multi 

2 5.00% 

  

2 7.14% 

1 11.11% 

1 6.67% 

7 6.67% 

câtiva 

7 17.50% 

4 14.29% 

2 22.22% 

3 20.00% 

18 17.14% 

putini 

17 42.50% 

10 35.71% 

5 55.56% 

6 40.00% 

43 40.95% 

nimeni 

14 35.00% 

12 42.86% 

1 11.11% 

5 33.33% 

37 35.24% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10
 



5 
 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q39(a). Cat de des se intampla ca la munca sa auziti colegi care:: Exprima pareri negative despre persoane 
LGBT bazate pe credinte religioase 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

7 17.50% 

  

6 21.43% 

2 22.22% 

2 13.33% 

20 19.05% 

Frecvent 

5 12.50% 

6 21.43% 

2 22.22% 

1 6.67% 

16 15.24% 

Cateodata 

1 2.50% 

5 17.86% 

2 22.22% 

5 33.33% 

16 15.24% 

Rar 

7 17.50% 

6 21.43% 

0 0.00% 

4 26.67% 

20 19.05% 

Niciodata 

20 50.00% 

5 17.86% 

3 33.33% 

3 20.00% 

33 31.43% 

Total 

Response

  

40 
 



s   

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q39(b). Cat de des se intampla ca la munca sa auziti colegi care:: Exprima pareri pozitive despre personae 
LGBT bazate pe credinte religioase 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

0 0.00% 

  

0 0.00% 

0 0.00% 

0 0.00% 

1 0.95% 

Frecvent 

0 0.00% 

2 7.14% 

0 0.00% 

1 6.67% 

6 5.71% 

Cateodata 

7 17.50% 

4 14.29% 

0 0.00% 

1 6.67% 

13 12.38% 

Rar 

9 22.50% 

7 25.00% 

2 22.22% 

5 33.33% 

23 21.90% 

Niciodata 

24 60.00% 

15 53.57% 

7 77.78% 

8 53.33% 

62 59.05% 

Total 

Response

  

40 
 



s   

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q39(c). Cat de des se intampla ca la munca sa auziti colegi care:: Recunosc intr-un mod pozitiv identitatea 
ta ca persoana LGBT, punând intrebari despre viata ta de familie, cum ar fi despre sanatatea sau bunastarea 
partenerului/ei 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

3 7.50% 

  

4 14.29% 

0 0.00% 

1 6.67% 

9 8.57% 

Frecvent 

3 7.50% 

3 10.71% 

2 22.22% 

0 0.00% 

9 8.57% 

Cateodata 

10 25.00% 

6 21.43% 

2 22.22% 

1 6.67% 

23 21.90% 

Rar 

8 20.00% 

5 17.86% 

2 22.22% 

5 33.33% 

22 20.95% 

Niciodata 

16 40.00% 

10 35.71% 

3 33.33% 

8 53.33% 

42 40.00% 

Total    



Response

s 

40 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q39(d). Cat de des se intampla ca la munca sa auziti colegi care:: Se simt vizibil deranjati de o mentiune 
asupra vietii tale de familie, precum referiri la partner/a sau alt aspect legat de orientare sexuala 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

1 2.50% 

  

3 10.71% 

1 11.11% 

1 6.67% 

6 5.71% 

Frecvent 

7 17.50% 

4 14.29% 

1 11.11% 

2 13.33% 

18 17.14% 

Cateodata 

4 10.00% 

8 28.57% 

2 22.22% 

3 20.00% 

19 18.10% 

Rar 

6 15.00% 

3 10.71% 

1 11.11% 

3 20.00% 

13 12.38% 

Niciodata 

22 55.00% 

10 35.71% 

4 44.44% 

6 40.00% 

49 46.67% 

Total 

Response

  

40 
 



s   

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q39(e). Cat de des se intampla ca la munca sa auziti colegi care:: Exprima pareri negative despre stiri cu 
subiecte legate de comunitatea LGBT 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

7 17.50% 

  

4 14.29% 

1 11.11% 

3 20.00% 

19 18.10% 

Frecvent 

2 5.00% 

9 32.14% 

4 44.44% 

0 0.00% 

17 16.19% 

Cateodata 

8 20.00% 

6 21.43% 

1 11.11% 

4 26.67% 

22 20.95% 

Rar 

10 25.00% 

5 17.86% 

1 11.11% 

5 33.33% 

21 20.00% 

Niciodata 

13 32.50% 

4 14.29% 

2 22.22% 

3 20.00% 

26 24.76% 

Total 

Response

  

40 
 



s   

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Alegeti varianta de raspuns care corespunde cel mai bine cu mediul pe care l-ati intalnit, in general, in activitatea 

dvs. profesionala. 

Q39(f). Cat de des se intampla ca la munca sa auziti colegi care:: Exprima pareri pozitive despre stiri cu 
subiecte legate de comunitatea LGBT 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Foarte des 

1 2.50% 

  

3 10.71% 

1 11.11% 

0 0.00% 

6 5.71% 

Frecvent 

3 7.50% 

1 3.57% 

1 11.11% 

2 13.33% 

10 9.52% 

Cateodata 

9 22.50% 

5 17.86% 

2 22.22% 

1 6.67% 

19 18.10% 

Rar 

13 32.50% 

11 39.29% 

2 22.22% 

6 40.00% 

33 31.43% 

Niciodata 

14 35.00% 

8 28.57% 

3 33.33% 

6 40.00% 

37 35.24% 

Total 

Response

  

40 
 



s   

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q40. Atunci cand auziti un comentariu negative la serviciu despre personae LGBT, cum reactionati? (bifati tot ce se 

aplica) 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Il ignorati 

20 50.00% 

  

17 60.71% 

2 22.22% 

8 53.33% 

57 54.29% 

Va 

confruntati cu 

persoana 

care a facut 

comentariul 

17 42.50% 

17 60.71% 

6 66.67% 

8 53.33% 

54 51.43% 

Discutati cu 

un superior 

despre 

remarca 

nepotrivita 

2 5.00% 

3 10.71% 

1 11.11% 

1 6.67% 

7 6.67% 

Va plangeti la 

departament

ul de resurse 

umane 

1 2.50% 

0 0.00% 

0 0.00% 

1 6.67% 

2 1.90% 

Nimeni nu 

face 

comentarii 

negative la 

munca 

despre 

persoane 

LGBT 

10 25.00% 

2 7.14% 

3 33.33% 

2 13.33% 

17 16.19% 

Reactionati 

altfel 

3 7.50% 

2 7.14% 



(specificati) 1 11.11% 

0 0.00% 

7 6.67% 

Total 

Responses 

  

53 
 

  

41 
 

  

13 
 

  

20 
 

  

14

4 

 

 

Multiple answers per participant possible. Percentages added may exceed 100 since a participant may select more 

than one answer for this question. 



 

Q41. Conducerea a facut vreodata comentarii homophobe sau transfobe? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

da 

8 20.00% 

  

4 14.29% 

4 44.44% 

4 26.67% 

24 22.86% 

nu 

21 52.50% 

19 67.86% 

4 44.44% 

9 60.00% 

58 55.24% 

nu stiu / nu 

raspund 

11 27.50% 

5 17.86% 

1 11.11% 

2 13.33% 

23 21.90% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q42. Cat de des se intampla ca angajatorul sa foloseasca termeni precum partenerul/a de viata cand se refera la 

persoana de acelasi sex cu care va aflati intr-o relatie, si sa o includa in invitatii pentru evenimente destinate 

familiilor angajatilor? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

intotdeaun

a 

2 5.00% 

  

1 3.57% 

1 11.11% 

1 6.67% 

5 4.76% 

des 

2 5.00% 

1 3.57% 

1 11.11% 

1 6.67% 

5 4.76% 

cateodata 

3 7.50% 

5 17.86% 

3 33.33% 

0 0.00% 

12 11.43% 

rar 

1 2.50% 

3 10.71% 

0 0.00% 

1 6.67% 

6 5.71% 

niciodata 

20 50.00% 

8 28.57% 

2 22.22% 

9 60.00% 

45 42.86% 

nu stiu/nu 

raspund 

12 30.00% 

10 35.71% 



2 22.22% 

3 20.00% 

32 30.48% 

Total 

Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q43. Angajatorul organizeaza traininguri pentru diversitate in care se discuta despre orientare sexuala si idenitate de 

gen? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

da 

1 2.50% 

  

0 0.00% 

1 11.11% 

0 0.00% 

3 2.86% 

nu 

36 90.00% 

27 96.43% 

7 77.78% 

15 100.00% 

97 92.38% 

nu stiu/nu 

raspund 

3 7.50% 

1 3.57% 

1 11.11% 

0 0.00% 

5 4.76% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q44. Exista persoane LGBT care sunt out in conducerea comaniei/intitutiei/organizatiei sau printre lideri de ehipa? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

da 

4 10.00% 

  

3 10.71% 

1 11.11% 

0 0.00% 

10 9.52% 

nu 

33 82.50% 

14 50.00% 

7 77.78% 

12 80.00% 

74 70.48% 

nu stiu/nu 

raspund 

3 7.50% 

11 39.29% 

1 11.11% 

3 20.00% 

21 20.00% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q45. Numeroase persoane LGBT din Romania nu sunt out la locul de munca. Mai jos listam cateva motive pentru 

care persoanele LGBT decid sa nu isi dezvaluie orientarea sexuala si/sau identitatea de gen la locul de munca. Se 

regasesc printre aceste motive si temerile voastre? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Posibilitatea 

de a te 

confrunta cu 

prejudecati si 

stereotipuri 

25 62.50% 

  

18 64.29% 

6 66.67% 

12 80.00% 

74 70.48% 

Posibilitatea 

de a avea 

colegi care 

se 

distanteaza 

de tine 

19 47.50% 

13 46.43% 

4 44.44% 

10 66.67% 

55 52.38% 

Colegii si 

superiorii ar 

putea crede 

ca e 

neprofesionis

t sa discut 

despre 

orientare 

sexuala si 

identitate de 

gen la locul 

de munca 

14 35.00% 

2 7.14% 

4 44.44% 

6 40.00% 

33 31.43% 

Absenta unor 

politici care 

sa protejeze 

angajatii 

LGBT 

15 37.50% 

12 42.86% 

3 33.33% 

11 73.33% 

48 45.71% 

Eu sau 

altcineva am 

fost fost 

umiliti in 

trecut la locul 

7 17.50% 

9 32.14% 

1 11.11% 

5 33.33% 



de munca 

din cauza 

orientarii 

sexuale 

si/sau a 

identitatii de 

gen. 

26 24.76% 

Posibilitatea 

ca cei din 

jurul meu sa 

se simta 

inconfortabil 

19 47.50% 

6 21.43% 

4 44.44% 

7 46.67% 

44 41.90% 

Ma tem 

pentru 

siguranta 

mea 

persoanala 

8 20.00% 

9 32.14% 

2 22.22% 

1 6.67% 

24 22.86% 

Ma tem ca 

nu voi mai fi 

promovat in 

functie, trimit 

la traininguri, 

pregatiri, etc. 

10 25.00% 

8 28.57% 

5 55.56% 

8 53.33% 

36 34.29% 

Ma tem de 

concediere 

8 20.00% 

4 14.29% 

2 22.22% 

3 20.00% 

20 19.05% 

Nu e treaba 

nimanui care 

e identitatea 

mea. 

16 40.00% 

11 39.29% 

3 33.33% 

10 66.67% 

45 42.86% 

Niciun motiv 

listat mai sus 

2 5.00% 

2 7.14% 

1 11.11% 

0 0.00% 



5 4.76% 

Nu stiu/nu 

raspund 

0 0.00% 

1 3.57% 

0 0.00% 

0 0.00% 

1 0.95% 

Alt motiv (va 

rugam 

specificati) 

1 2.50% 

4 14.29% 

0 0.00% 

0 0.00% 

5 4.76% 

Total 

Responses 

  

14

4 

 

  

99 
 

  

35 
 

  

73 
 

  

41

6 

 

 

Multiple answers per participant possible. Percentages added may exceed 100 since a participant may select more 

than one answer for this question. 



 

Q46. Stiti daca exista legi in vigoare care sa apere angajatii de discriminare la locul de munca in baza orientarii 

sexuale si a identitatii de gen? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Da, exista 

18 45.00% 

  

15 53.57% 

5 55.56% 

9 60.00% 

54 51.43% 

Nu, nu 

exista 

1 2.50% 

1 3.57% 

1 11.11% 

0 0.00% 

3 2.86% 

Nu stiu 

daca 

exista 

20 50.00% 

11 39.29% 

3 33.33% 

6 40.00% 

44 41.90% 

Alt 

raspuns 

(specificati

) 

1 2.50% 

1 3.57% 

0 0.00% 

0 0.00% 

4 3.81% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10
 



5 
 

 



 

Q47. Daca ati fi discriminati la locul de munca in baza orientarii sexuale si/sau a identitatii de gen, ati raporta situatia 

cu care va confruntati? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Da, 

autoritatilor 

10 25.00% 

  

5 17.86% 

2 22.22% 

8 53.33% 

31 29.52% 

Da, pe scara 

ierarhica, fie 

la superiori, 

fie la 

departament

ul de resurse 

umane 

13 32.50% 

19 67.86% 

4 44.44% 

1 6.67% 

39 37.14% 

Nu 

8 20.00% 

2 7.14% 

1 11.11% 

3 20.00% 

16 15.24% 

Nu stiu / nu 

raspund 

9 22.50% 

2 7.14% 

2 22.22% 

3 20.00% 

19 18.10% 

Total 

Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10
 



5 
 

 



 

Q48. Catre ce autoritate v-ati adresa pentru a rezolva situatia de discriminare? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

In instanta 

9 22.50% 

  

7 25.00% 

2 22.22% 

4 26.67% 

24 22.86% 

La Consiliul 

National 

pentru 

Combaterea 

Discirminarii 

22 55.00% 

22 78.57% 

7 77.78% 

13 86.67% 

77 73.33% 

La Avocatul 

Poporului 

3 7.50% 

0 0.00% 

0 0.00% 

0 0.00% 

3 2.86% 

La Politie 

4 10.00% 

1 3.57% 

0 0.00% 

1 6.67% 

6 5.71% 

La 

Inspectoratu

l Teritorial 

de Munca 

8 20.00% 

7 25.00% 

0 0.00% 

2 13.33% 

17 16.19% 

In alta parte 

(specificati) 

8 20.00% 

5 17.86% 

2 22.22% 



1 6.67% 

17 16.19% 

Total 

Responses 

  

54 
 

  

42 
 

  

11 
 

  

21 
 

  

14

4 

 

 

Multiple answers per participant possible. Percentages added may exceed 100 since a participant may select more 

than one answer for this question. 



 

Q49. Ati raportat vreodata, in atentia unei autoritati sau a superiorilor, un incident de discriminare la locul de munca 

pe criteriul orientarii sexuale sau a identitatii de gen? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Da 

4 10.00% 

  

4 14.29% 

0 0.00% 

2 13.33% 

11 10.48% 

Nu 

36 90.00% 

24 85.71% 

9 100.00% 

13 86.67% 

94 89.52% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q51. Ati renuntat vreodata la un loc de munca din cauza mediului homofob sau transfob? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Da 

11 27.50% 

  

3 10.71% 

1 11.11% 

1 6.67% 

20 19.05% 

Nu 

27 67.50% 

23 82.14% 

6 66.67% 

14 93.33% 

79 75.24% 

Nu stiu / 

nu 

raspund 

2 5.00% 

2 7.14% 

2 22.22% 

0 0.00% 

6 5.71% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q52. Angajatorul are o declaratie de nediscriminare in materie de politica de angajare, politici interne sau norme 

care sa includa in mod specific orientare sexuala sau identiate de gen? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Da 

8 20.00% 

  

16 57.14% 

4 44.44% 

3 20.00% 

33 31.43% 

Nu 

15 37.50% 

5 17.86% 

2 22.22% 

3 20.00% 

32 30.48% 

Nu stiu 

17 42.50% 

7 25.00% 

3 33.33% 

9 60.00% 

40 38.10% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q53. Colegii de serviciu, in opinia dvs., respecta o politica de nediscriminare la locul de munca? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Da, tot 

timpul 

10 25.00% 

  

5 17.86% 

2 22.22% 

3 20.00% 

21 20.00% 

Deseori 

14 35.00% 

11 39.29% 

5 55.56% 

2 13.33% 

38 36.19% 

Rareori 

12 30.00% 

9 32.14% 

1 11.11% 

8 53.33% 

35 33.33% 

Niciodata 

4 10.00% 

3 10.71% 

1 11.11% 

2 13.33% 

11 10.48% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q54. Considerati ca aplicarea politicii de nediscriminare a angajatorului depinde de perceptiile si atitudinile fata de 

comunitatea LGBT ale superiorului direct? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Da, 

intotdeaun

a 

13 32.50% 

  

5 17.86% 

3 33.33% 

6 40.00% 

33 31.43% 

Deseori 

15 37.50% 

14 50.00% 

5 55.56% 

5 33.33% 

44 41.90% 

Rareori 

6 15.00% 

5 17.86% 

1 11.11% 

2 13.33% 

16 15.24% 

Niciodata 

6 15.00% 

4 14.29% 

0 0.00% 

2 13.33% 

12 11.43% 

Total 

Responses 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10
 



5 
 

 



 

Q55. Considerati ca angajatorul a facut tot ce ii sta in putinta pentru a crea un mediu de lucru prietenos fata de 

persoane LGBT? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Da 

11 27.50% 

  

8 28.57% 

3 33.33% 

2 13.33% 

26 24.76% 

Nu 

14 35.00% 

7 25.00% 

3 33.33% 

9 60.00% 

40 38.10% 

Nu stiu / 

Nu 

raspund 

13 32.50% 

8 28.57% 

2 22.22% 

3 20.00% 

29 27.62% 

E mai 

complicat 

de atat 

(specificati

) 

2 5.00% 

5 17.86% 

1 11.11% 

1 6.67% 

10 9.52% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10
 



5 
 

 



 

Q56. Daca departamentul de resurse umane ar trimite un chestionar anonim tuturor angajatilor, care ar include 

intrebari despre orientare sexuala sau identitate de gen, alaturi de alte aspecte care studiaza caracterisiticile socio-

demografice ale angajatilor, v-ati simti confortabil sa raspundeti? 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Da 

28 70.00% 

  

23 82.14% 

6 66.67% 

9 60.00% 

73 69.52% 

Nu 

8 20.00% 

5 17.86% 

1 11.11% 

6 40.00% 

20 19.05% 

Nu stiu 

4 10.00% 

0 0.00% 

2 22.22% 

0 0.00% 

12 11.43% 

Total 

Response

s 

  

40 
 

  

28 
 

  

9 
 

  

15 
 

  

10

5 

 

 

 



 

Q57. De ce nu ati raspunde onest la intrebare? (bifati toate raspunsurile care se aplica) 

 Answer Percentage 

Percentage 

of total 

respondent

s 

 

Nu am 

incredere ca 

acest 

chestionar 

este 

confidential 

7 58.33% 

  

3 60.00% 

3 100.00% 

6 100.00% 

25 78.13% 

Nu e treaba 

angajatorulu

i 

5 41.67% 

1 20.00% 

1 33.33% 

3 50.00% 

14 43.75% 

Nu stiu cum 

ar fi folosita 

informatia 

10 83.33% 

4 80.00% 

3 100.00% 

3 50.00% 

22 68.75% 

Nu 

completez 

in general 

asemenea 

chestionare, 

fara 

legatura cu 

orientarea 

mea 

sexuala sau 

identitatea 

mea de gen 

2 16.67% 

0 0.00% 

1 33.33% 

1 16.67% 

5 15.63% 

Alt motiv 

(specificati) 

1 8.33% 

2 40.00% 

0 0.00% 

0 0.00% 

3 9.38% 



Total 

Responses 

  

2

5 

 

  

1

0 

 

  

8 
 

  

1

3 

 

  

6

9 

 

 

Multiple answers per participant possible. Percentages added may exceed 100 since a participant may select more 

than one answer for this question. 

 

 

 

 

 

 

 

 

 


