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Introduction
LGBTIQ+ inclusion has emerged as a defining concern within global human resource 

management and corporate governance over the past two decades, as organizations increasingly 
recognize that discrimination against sexual and gender minorities carries measurable costs- 
in talent retention, employee performance, and institutional reputation-alongside its ethical 
dimensions. Multinational corporations operating across diverse legal and cultural contexts 
have consequently developed a range of internal strategies, from non-discrimination policies 
to targeted inclusion programs, aimed at closing the gap between formal legal protection 
and lived workplace experience. Thailand offers a particularly instructive setting in which 
to examine these strategies, given the striking tension between the country’s international 
reputation for LGBTIQ+ visibility and tolerance, and the more complex realities documented 
within its corporate workplaces.

LGBTIQ+ issues in Thai workplaces

Despite Thailand’s legal protections, LGBTIQ+ individuals in Thai workplaces frequently 
encounter subtle and systemic discrimination [1,2]. This discrimination manifests in concrete 
ways: employees report being passed over for promotion, facing biased attitudes from 
colleagues and management, and receiving inadequate institutional support for identity-
related concerns [2]. These workplace patterns do not exist in isolation-they are compounded 
by broader societal stigma and cultural norms that, despite Thailand’s public image of 
tolerance, do not fully embrace LGBTIQ+ identities in practice [3]. Legal safeguards, while 
a necessary foundation, have proven insufficient on their own; the enforcement of existing 
law and the pace of genuine cultural acceptance remain significant obstacles to eliminating 
workplace discrimination in Thailand [4]. The key question posed for this issue is: 

What strategies do Thai businesses adopt to address LGBTIQ+ workplace discrimination, and 
to what extent do these strategies produce substantive- rather than symbolic- inclusion?
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Abstract

This paper examines the strategies Thai businesses use to address LGBTIQ+ workplace discrimination 
and the extent to which these strategies produce substantive, rather than symbolic, inclusion. Despite 
Thailand’s international reputation for tolerance, LGBTIQ+ employees continue to face subtle and 
systemic discrimination in the workplace. Through content analysis of sustainability reports from the top 
30 publicly listed companies in Thailand, this study identifies three key themes: structural governance 
and DEI policy frameworks; progressive employee benefits, including gender-affirming surgery leave 
and same-sex partnership recognition; and market-facing initiatives supporting the Rainbow Economy, 
particularly following the 2025 Marriage Equality Act. Findings suggest that substantive inclusion emerges 
most effectively when policy, benefits, and market practice reinforce one another. However, these practices 
remain concentrated among large, resource-rich firms, raising questions about their diffusion to smaller 
enterprises where most of Thailand’s workforce is employed.
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In pursuing this question, we examine the range of interventions 
currently employed by top 30 companies operating in Thailand 
and listed in the stock market. Almost all companies include non-
discrimination policy design, diversity training, employee resource 
groups, leadership accountability mechanisms, and partnerships 
with LGBTIQ+ advocacy organizations as key policies. Content 
analysis was conducted to identify key themes from the corporate’s 
sustainability reports. These are emerging key themes. 

Key Points
Theme 1: Structural governance, non-discrimination, 
and Diversity, Equity, and Inclusion (DEI) policy 
frameworks

This category encompasses the top-down corporate governance 
structures, human rights policies, and diversity charters that 
establish the legal and ethical foundations for LGBTQ+ protection 
within Thai corporations. Rather than relying on informal or ad hoc 
practices, the firms examined in this report have institutionalized 
DEI principles within their core governance architecture, thereby 
extending systemic protections across their operations and value 
chains.

Integrated non-discrimination frameworks: A number of 
large Thai corporations have chosen to embed protective clauses 
within existing human rights policies and codes of business ethics, 
rather than issuing standalone LGBTQ+ policies. One large publicly 
listed beverage company, for instance, incorporates standards of 
equal treatment and anti-harassment into its broader workplace 
governance structure, with compliance mandated across the 
entirety of its employee base, supplier network, joint ventures, and 
business partners.

Formal risk assessment and Human Rights Due Diligence 
(HRDD): Certain financial institutions have incorporated LGBTQ+ 
protection into their risk mitigation processes. One prominent 
commercial bank conducts a mandatory HRDD assessment on 
a triennial basis, in which the LGBTQ+ population is explicitly 
classified alongside other protected groups, with the stated aim of 
proactively preventing and mitigating discrimination throughout 
the institution’s value chain.

Comprehensive DEI and value chain mandates: Several 
large enterprises have adopted formal, board-approved DEI 
policies governing the totality of corporate operations. A leading 
multinational chemical manufacturer approved its inaugural 
Diversity and Inclusion Policy in 2022, mandating equitable and 
non-discriminatory treatment across recruitment, employment, 
professional development, advancement, and remuneration 
processes, with these requirements extended contractually 
to suppliers, contractors, and joint venture partners. A major 
multinational agricultural and retail conglomerate has similarly 
implemented a DEI policy that complies with the Thai Gender 
Equality Act, B.E. 2558, while aligning with international 
frameworks, including the United Nations Standards of Conduct for 
Business on Tackling Discrimination against LGBTI People.

Neutral recruitment standards: To mitigate unconscious bias 
at the point of entry into the labor market, the aforementioned 
conglomerate mandates the use of accessible, gender-neutral 
language in all job descriptions and application materials.

Theme 2: Progressive employee benefits, specialized 
leave policies, and inclusive workplace regulations

This theme encompasses employee-centered benefits and 
internal policies designed to support LGBTQ+ staff with respect 
to daily welfare, healthcare, and family formation. Thai firms have 
introduced a number of comparatively progressive workplace 
benefits within the regional context, with particular emphasis on 
transition-related care and the equal recognition of relationships.

Gender-affirming surgery leave: In recognition of gender 
transition as a significant medical and personal milestone, several 
Thai companies provide paid leave for employees undergoing 
gender-affirming surgery. One long-established Thai cosmetics 
company provides up to thirty days of paid leave for this purpose, 
framed as addressing the welfare needs of a demographically 
diverse workforce. A prominent domestic food delivery and 
lifestyle platform, a leading real estate developer, and a major 
telecommunications firm similarly provide up to thirty days of 
leave for gender-affirming surgery, with some firms classifying this 
leave explicitly as paid sick leave.

Recognition of same-sex relationships and marriage 
benefits: Prior to the legal enactment of same-sex marriage, several 
firms had already extended financial and leave benefits to same-
sex couples on terms equivalent to those afforded heterosexual 
couples. The food delivery and lifestyle platform, for example, 
offers same-sex couples a marriage assistance payment of 20,000 
THB-equivalent to the benefit extended to heterosexual employees-
upon submission of wedding photographs as verification. The 
telecommunications firm provides up to six days of marriage leave 
together with a financial grant of 5,000 THB, while the real estate 
developer allows seven days of marriage leave.

Inclusive family-building and adoption leave: To 
accommodate diverse approaches to family planning, several 
firms extend parental leave provisions to same-sex parents. The 
telecommunications firm offers up to seven days of paid leave for 
the legal adoption of a child, while the food delivery and lifestyle 
platform provides up to ten days of adoption leave.

Workplace expression and pay equity: Internal workplace 
regulations have also been revised to reflect individual gender 
identity and equity considerations. A major retail and shopping 
center conglomerate has instituted an “agender dressing” policy 
permitting employees to select workplace attire in accordance with 
gender identity rather than sex assigned at birth, and the same 
firm conducts ongoing monitoring of its compensation structures 
to ensure pay equity and the absence of gender-based salary 
disparities.

Inclusive physical infrastructure: With respect to physical 
accommodations, the aforementioned multinational conglomerate’s 
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workplace guidelines mandate the provision of safe and accessible 
gender-neutral restrooms alongside other specialized facilities.

Theme 3: Inclusive financial services, property market 
partnerships, and support for the rainbow economy

This theme addresses market-facing corporate initiatives-
specifically, adaptations to commercial products, financial services, 
and public spaces intended to serve LGBTQ+ consumers and to 
support the broader “Rainbow Economy.” Activity in this domain 
accelerated markedly following the implementation of the Marriage 
Equality Act on 23 January 2025.

Co-borrowing arrangements and tailored mortgage 
products: Within the financial and property sectors, the legal 
recognition of same-sex marriage eliminated underwriting barriers 
that had previously required same-sex couples to furnish alternative 
proof of relationship status or accept reduced loan limits. One 
leading private commercial bank partnered with a prominent real 
estate developer to launch a joint home loan campaign offering a 
fixed interest rate of 1.99 percent per annum for the first two years, 
with monthly repayments beginning at 3,000 THB per million THB 
borrowed; the partnership also produced a financial guidebook 
designed specifically to assist same-sex couples in preparing for co-
borrowing arrangements. A separate major real estate developer 
introduced a dedicated advisory service, developed in collaboration 
with five major banks, to assist same-sex couples in navigating legal, 
asset-management, and mortgage processes under the revised 
legal framework. A state-owned housing bank likewise offers a 
specialized mortgage program featuring a fixed interest rate for the 
first three years, designed specifically for LGBTQ+ couples.

Broader integration of wealth and asset management 
services: Under the revised legal framework, financial advisors have 
restructured wealth management products to accommodate same-
sex spouses, enabling joint tax filing, spousal and adopted-child 
tax deductions, joint investment accounts, and the designation of 
a same-sex spouse as a life insurance beneficiary under recognized 
insurable interest provisions.

Public–private landmark initiatives: Beyond product-level 
adaptation, several firms have mobilized physical infrastructure 
in support of the LGBTQ+ community. One major retail developer 
collaborated with government agencies to designate nine of 
its shopping malls nationwide as sites for same-sex marriage 
registration and associated public celebrations, positioning these 
properties as “Pride landmarks” intended to capture tourism and 
consumer engagement associated with the Rainbow Economy.

Community engagement and public activism: Property 
developers have additionally partnered with local government 
authorities to sponsor mobile photo booths for couples registering 
marriages at district offices, and have supported large-scale public 
marriage registration events hosted at prominent commercial 
venues.

Conclusion
The corporate strategies documented across these three themes 

indicate that leading Thai businesses have moved well beyond 
symbolic gestures of LGBTIQ+ support toward institutionalized, 
multi-dimensional inclusion. Structural governance mechanisms 
embed non-discrimination into binding policy and value-chain 
requirements; employee benefit schemes extend material 
recognition to gender transition and same-sex partnership; and 
market-facing innovations in finance and property signal that 
inclusion has become a driver of commercial strategy as well 
as ethical commitment. Taken together, these findings suggest 
that substantive inclusion is most likely to emerge where policy, 
benefits, and market practice reinforce one another, rather than 
where any single intervention operates in isolation. Nonetheless, 
the concentration of these practices among the country’s largest, 
publicly listed firms raises an important caveat: such strategies 
may reflect the resources and reputational incentives available to 
top-tier corporations more than a broader shift across the Thai 
business sector. The persistence of subtle workplace discrimination 
documented elsewhere in the literature suggests that formal 
policy adoption, however comprehensive, does not automatically 
translate into changed everyday attitudes or practices. Future 
research should examine implementation and employee-level 
outcomes directly, and should investigate whether these strategies 
diffuse to small and medium-sized enterprises, where the majority 
of Thailand’s workforce is employed.
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