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support for the instructors. This makes the 
program professional and well-organized.

Challenges
Despite its successes, the program has also faced 
various challenges. Some of them are:
1.	 Diversity in educational initiatives: pre-

schools have had different approaches to 
financial education over the years. Although 
the program is nationwide, infrastructure 
and interest in the topic may vary in different 
regions of Poland.

2.	 Parents’ beliefs: parental support is necessary 
for the program to achieve its goals. In some 
cases, there has been resistance to financial 
education at such a young age, which poses an 
additional challenge to the program.

Why is the “Financial ABC” inspiring?
The “Financial ABC” is an excellent example of 
how future generations can be influenced through 
education. The program shows that learning about 
finance can be interesting and engaging, which is 
extremely important in today’s world. Inspiration 

from this initiative can be useful in the context of 
creating local educational programs that raise the 
financial awareness of children and young people.

Organizations, foundations, or local govern-
ments can learn from the “Financial ABC” expe-
rience, adapting educational concepts to their 
regional needs. Building such financial awareness 
from an early age will contribute to creating a 
more responsible society that makes wise finan-
cial decisions and is better prepared for the future.

Summary
Financial education for children is key to build-
ing their future financial management skills. The 
“Financial ABC” is an innovative program that 
introduces young children to the world of eco-
nomics in a simple and engaging way. Although 
the program has faced numerous challenges, its 
achievements speak for themselves. The values 
that are passed on to children can bear fruit in 
the future, benefiting both them and society as a 
whole. Financial education is an investment in the 
future, the beginnings of which are worth shaping 
as early as in kindergarten.
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Scholarship Program of the Ignacy 
Jan Paderewski Santander Bank 
Polska Foundation – Santander 
Bank Polska S.A.

Supporting young people in developing their tal-
ents and aspirations is one of the most important 
tasks facing modern society. The Ignacy Jan Pad-
erewski Foundation at Santander Bank Polska S.A., 
in pursuit of its social mission, conducts a Schol-
arship Program that for the past seven years has 
been an excellent example of a smartly designed 
and effectively implemented youth development 
initiative. Targeted at students in the final grades 
of elementary and secondary schools from all over 
Poland, the program not only offers financial sup-
port, but also has a real impact on the educational, 
artistic, and athletic development of participants.

Goals and objectives of the program
The goal of the Paderewski Foundation’s Schol-
arship Program is to create conditions for the 
all-round development of young people showing 
above-average abilities and achievements. The 
program supports students in furthering their 
education, developing their talents, and deepen-

ing their knowledge and skills. A key aspect of this 
initiative is to promote creative, ambitious, and 
socially engaged attitudes.

A distinguishing feature of the program is 
its universality – it is aimed at students in the 
final grades of both elementary schools and high 
schools, and participation does not depend on 
the student’s financial situation. The scholarship 
award is determined solely by actual achievements 
and talents, which ensures transparency and a 
high level of merit in recruitment.

Categories of support and diversity of grantees
The program has five application categories: artist, 
humanist, scientist, athlete, and other, which 
makes talented people in various fields eligible. 
Among the scholarship recipients are musicians, 
composers, athletes, inventors, humanists, artists, 
young entrepreneurs, and even an illusionist, a 
film director, and a master hairdresser.

Such diversity shows that the program is not 
limited to conventional definitions of talent, but 
recognizes and promotes all forms of passion, 
creativity, and commitment. Among the winners, 
there are students who are successful at interna-
tional science contests, set records at sports com-
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petitions, play at prestigious music festivals, or 
pursue their own business projects.

Scale and effects of the program
Since the program’s launch in 2018, the Santander 
Foundation has granted more than PLN 1,395,000 
in scholarships, supporting 183 students from 
across Poland. During the seven editions of the 
program, a total of 11,129 applications have been 
received, demonstrating the great interest and 
need for this type of initiative.

The scholarship is PLN 10,000 per year, paid 
in ten monthly installments. The funds are used 
for the development of passions and interests, 
including participation in training, courses, com-
petitions, and international contests, as well as 
the purchase of necessary teaching materials or 
musical instruments. This allows young people to 
effectively develop their passions, regardless of 
their family’s financial capabilities.

The effects of the program are evident not 
only in the dimension of individual student suc-
cess, but also in the social aspect. Participation 
in the program motivates young people for fur-
ther development, builds their self-confidence, 
develops their social skills, and helps to eliminate 
educational barriers resulting from their environ-
mental background.

Success stories
Among the program’s scholarship recipients are 
individuals who have already achieved signifi-
cant success at a very young age. For example, a 
15-year-old author of personal development books, 
the creator of an innovative device to combat bee 
parasites, or a 17-year-old owner of a company 
producing technology to increase the efficiency 
of photovoltaic installations are just some of the 
examples that demonstrate the enormous poten-
tial of young people and the effectiveness of the 
support offered by the Santander Foundation.

There is also no shortage of successes in the 
arts and sports. Grantees regularly represent 
Poland at international competitions and con-
tests, and their achievements are rewarded at 
prestigious events. Among them are some who 
have been accepted into renowned universities 
such as Oxford University and the University of 
Pennsylvania in Philadelphia. As a unique symbol 

of the importance of talent support, a musical 
piece by one of the scholarship recipients, playing 
the handpan, was sent to the moon as part of the 
Copernic Space Moon Mission.

Success factors of the program
The success of the scholarship program consists 

of many elements that can be identified as good 
practices worth adapting by other organizations:
	 Transparent evaluation criteria: scholarship 

decisions are made solely on the basis of merit 
and aptitude.

	 No income criterion: an important factor in 
equalizing educational opportunities.

	 Simple application process: allowing broad 
access to the program.

	 Individualized approach to grantees: including 
mentoring, progress monitoring, and mental 
support.

	 Program flexibility: adjusting procedures and 
rules based on participant feedback.

	 Promotion of scholarship recipients’ suc-
cesses: presence in social media, public events, 
and Foundation’s publications.
All these elements form a coherent, effective 

structure for supporting the youth, which not only 
enables them to develop, but also builds social 
capital of trust in philanthropic initiatives.

Relevance to society and the future
The Santander Bank Poland Foundation’s Scholar-
ship Program is not just about helping individuals 
– it is also a real contribution to the development 
of the country’s social, intellectual, and cultural 
capital. Investing in young talent has long-term 
effects: it increases innovation, socially activates 
young people, promotes diversity of passions and 
interests, and reinforces values such as responsi-
bility, ambition, and work ethic.

With the challenges of the 21st century, such 
as the rapid pace of technological change, the 
need for soft skills, and the growing importance 
of the sciences, the role of scholarship programs 
is becoming even more important. The example of 
the Santander Foundation shows how a conscious 
strategy to support education can make a real dif-
ference. Such initiatives show that investing in 
the youth brings tangible benefits not only to the 
grantees, but also to society as a whole. 
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“Entrepreneurs at risk” 
campaign – Nest Bank

Nest Bank, in cooperation with research firm Syn-
ergion, implemented a nationwide “Przedsiębiorcy 
w stanie zagrożenia” – “Entrepreneurs at risk” 
campaign to publicize mental health issues among 
microentrepreneurs. The bank – which mainly 
targets this group of clients – conducted the first 
survey in Poland concerning stress, burnout, and 
work overload among microentrepreneurs.

The campaign resulted in a report and exten-
sive media coverage that reached 6.3 million 
people and generated 1,650 publications in just two 
months. The initiative not only raised awareness of 
the problem, but also created a space for open con-
versation about mental health in small businesses.

The results of the report proved alarming. As 
many as 96% of microentrepreneurs feel over-
loaded with work, including 31% to a high degree. 
This manifests itself, among other things, in a lack 
of time for rest and recuperation: as many as 6 in 
10 entrepreneurs do not go on sick leave in case 
of illness, 56% do not take vacations longer than a 
week for fear of the work situation worsening, and 
nearly half are on call 24/7. Added to this are sleep 
deprivation and unhealthy eating.   

68% of microentrepreneurs have experi-
enced signs of a mental health crisis in the past 
three years, and nearly 6 out of 10 (57%) experi-
ence long-term anxiety. The indicators analyzed 
also show that one in three entrepreneurs (32%) 
are at risk of depression or are already showing 
symptoms of it. Nearly a third of entrepreneurs 

Being a micro-entrepreneur 
– running a business 
isn’t a 9-to-5 job.

ENTREPRENEURS
A T  R I S K

of micro-entrepreneurs 
suffer from work 

overload

of them don’t 
manage to 

separate their 
work from their 

private lives.
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have a low mood, and one in five is burdened by 
excessive stress.   

The report shows that female entrepreneurs 
are in an even more difficult situation than their 
male counterparts. 54% of women put off any 
pleasure and 38% are at risk of depression com-
pared to 28% of men. Women are more likely to 
experience symptoms of a mental health crisis 
– running their own business is definitely more 
taxing for them than for men. As many as 7/10 

female entrepreneurs experience sleep prob-
lems, compared to over 5/10 male entrepreneurs. 
Women are also more likely to experience recur-
ring fear about their future (66% of women vs. 
52% of men).   

The campaign’s activities have changed the 
way mental health is talked about in business in 
Poland. For Nest Bank, this was proof that the 
institution truly understands the needs of its cus-
tomers and clients, and can respond to them.

ENTREPRENEURS
A T  R I S K

Women entrepreneurs 
more often experience 
symptoms of a mental crisis.

65% of women vs 48% of men 
have a high level of anxiety.

1 in 3 female entrepreneurs have 
a lowered mood vs 1 in 4 male 
entrepreneurs.

As many as 38% of women 
are at risk of depression 
vs only 26% of men.
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Santander W50 – a program 
to support women in business

Is a female leader born this way? Or is leader-
ship a conscious choice, daily work, and a desire 
to change the reality around us? The Santander 
W50 program shows that true women’s leader-
ship knows no boundaries or rigid patterns. It is 
not based on title or position, but on sensitivity, 
competence, and willingness to change the world 
around us.  

About Santander W50
Santander W50, also known as SW50, is an initia-
tive of the Santander Group that was created for 
women leaders. It is implemented through the 
Santander Open Academy educational platform. 
To date, 15 editions of the program have taken 
place and more than 1,300 women from many 

countries around the world (including Poland) 
have already taken part. SW50 is not only a series 
of free training opportunities – it is a space for 
sharing experiences, inspiration, and building the 
future of business together. For years, the goal of 
the program has been to empower women in the 
business world, to demonstrate their strength, 
potential, and the key role they play in the chang-
ing economy. The program also aims to build 
an international network of female leaders and 
strengthen their position in the business world. 
The program’s grand prize is participation in an 
exclusive, onsite course hosted by the London 
School of Economics and Political Science (LSE).

The latest edition of the program for the 
first time included two stages: local (national) 
and global. The attendees came from 11 coun-
tries: Poland, Spain, Portugal, Germany, UK, USA, 
Argentina, Brazil, Chile, Mexico, and Uruguay. In 

SW50 Poland: 
Santander training 
for women 
• Are you in a high-level managerial position?
• Join a network of inspiring female leaders
• Take part in free training from LSE

Read more
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the local stage, 50 female leaders were selected in 
each country. They received access to an online 
course hosted by the London School of Economics 
(LSE) and attended a networking meeting, which 
was the main prize in this stage.

See what SW50 networking meetings looked 
like in other countries. Go to https://www.santan-
deropenacademy.com/pl/sites/SantanderW50/
gallery.html

Santander W50 2025 Poland
As part of Santander W50 2025 Poland, the meeting 
was held on 25 March 2025 in Warsaw at the head 
office of Santander Bank Polska. The atmosphere 
was buzzing with inspiration, conversations, 
and energy coming from the participants. Fifty 
extraordinary women, selected from hundreds 
of candidates, met to share their experiences, 
exchange ideas, and inspire each other. Discus-
sions about the future of leadership, the role of 
women in the changing world of technology, and 
lobby conversations created a space full of support 
and genuine engagement. 

During the meeting, the SW50 2025 Poland 
winners had the opportunity to listen to a lecture 
on inclusive leadership and women’s professional 
development. 

The winners also participated in a panel dis-
cussion “How is the role of a leader changing in 
the era of artificial intelligence?” with the par-
ticipation of Santander Bank Polska executives 
and Beata Żaczek – vice president of the Pekabex 
Group and winner of an earlier edition of the 
SW50 project. 

See a short video report from the networking 
meeting in Warsaw here.

Global stage: onsite training in London
After the local stage, participants had the oppor-
tunity to apply for the global stage. The top 50 
women out of 550 from around the world (from 
all participating countries) were invited to an 
intensive onsite training at the London School of 
Economics campus. Participants of the training 
can take part in courses, lectures and networking 
sessions, and receive individual coaching from 
top professors at one of the world’s most presti-
gious academic institutions.  LSE covers the cost 
of enrollment, tuition, and housing. This is an 
extraordinary opportunity to develop world-class 

leadership competencies and join an international 
community of women leaders.

Who is this program for?
SW50 is for women with experience in leadership 
positions, including middle and senior managers, 
team leaders, women managers in NGOs, business, 
public administration, or science. The key is not the 
titles, but the determination, the experience gained, 
the vision, and the desire for further development.

The main gains from this initiative are knowl-
edge, relationships, prestige, and new perspec-
tives. The participants access unique training 
content, have the opportunity to consult with 
experts and mentors, and learn from each other. 
Networking here is not an add-on, but the foun-
dation. Relationships formed during the program 
often cross industry and country boundaries. For 
many women, this is the beginning of a new phase 
– a moment to redefine their role as leaders.

A practice to be inspired by
For years, the Santander Group has invested in 
the education, development, and empowerment 
of women. SW50 is a response to real needs of the 
business world. More diverse leadership, open-
ness, empathy, and an ethical approach to man-
agement are not the future – they are a necessity.

Santander W50 shows that investing in the 
development of women executives brings tangi-
ble benefits to the participants: development, new 
skills, networking, and prestige. In addition, the 
initiative is an example of the bank’s real influence 
in shaping the future of business and the economy 
by empowering women.

The key success factors for Santander W50 are:
Diversity of female participants and scale 

of the program: the program is already held in 
11 countries, connecting female leaders from all 
over the world, regardless of their industry or 
age. SW50 brings together women from different 
industries and countries to share experiences and 
inspiration. 

High-quality training: the program offers 
participants access to training provided by experts 
from the prestigious London School of Economics. 
The training is held online in the local stage and 
onsite in the global stage and allows the partici-
pants to develop leadership competencies at the 
highest level.

https://www.santanderopenacademy.com/pl/sites/SantanderW50/gallery.html
https://www.youtube.com/watch?v=xmog4AWj8HE
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Networking: Santander W50 places a strong 
emphasis on professional networking, which allows 
the participants to establish valuable relationships 
and open themselves to new career opportunities. 

SW50 is not just a development program. It is 
an initiative by the bank that builds new defini-
tions of women’s leadership, based on authentic-
ity, cooperation, and responsibility. It is a space 
where new ideas are born, friendships are forged, 
and bridges are built between women from differ-
ent industries and parts of the world. Their stories 
are ones of courage, cooperation, and changing 
the world for the better. Each participant brings 

something unique to this community: her experi-
ence, her authenticity, her strength.

A woman doesn’t become a leader because she 
merely receives such a title. She becomes a leader 
because she reaches out to others at the right time, 
inspiring, sharing, and changing reality – step by 
step, together.

SW50 is exactly the space for that. And any 
woman who has the courage to enter it is already 
changing the world.

For more on Santander W50, visit: 
https://www.santanderopenacademy.com/pl/ 

sites/SantanderW50.html.

https://www.santanderopenacademy.com/pl/sites/SantanderW50.html
https://www.santanderopenacademy.com/pl/sites/SantanderW50.html


172

Guide to good practices for equal opportunities, inclusion, and social responsibility in the banking sector

WELCOME: integrating 
women through education, 
relationships and strengthening 
communities – Citi Handlowy

The WELCOME project is an example of an effec-
tive response to the social challenges of migra-
tion, integration, and equalization of labor 

market opportunities. The program was initi-
ated by the Mamo Pracuj (Mummy work) Foun-
dation, is funded by the Citi Foundation, and 
is supported by the Citi Handlowy Foundation 
in terms of its content. WELCOME is a project 
aimed at women from Poland and women from 
Ukraine who came to Poland after the outbreak 
of war in 2022.
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The program helps women who want to enter 
or re-enter the labor market, both those seeking 
employment and those who want to open their 
own businesses. The program also helps integrate 
refugee women into Polish society.

WELCOME activities are implemented in 
Warsaw and Olsztyn. A key component of the 
program is workshops in which participants 
improve their professional competencies, develop 
their Polish (in the case of refugee women) and 
English language skills, and learn more about 
their strengths to advance their careers. Program 
participants develop language, social and digital 
skills, as well as learn how to build relationships 
and work in a team. 

Another important part is mentoring by 
#CitiVolunteers, who help program participants 
prepare for job interviews.  

The project demonstrates the importance of 
creating safe spaces to talk, share experiences, 
and build a sense of community. WELCOME not 
only promotes integration, but also gives real tools 
to build self-reliance and social impact.

Global Innovation Challenge: innovative 
solutions for equal employment opportunities
For years, the Citi Foundation has been investing 
in social innovations that bring real change to 

people’s lives. One of the key tools of this strat-
egy is the Global Innovation Challenge, an inter-
national grant competition that supports NGOs 
and community organizations from around the 
world. Each year, 50 organizations from around 
the world receive grants of up to USD 500,000. So 
far, two organizations in Poland have received the 
grants: Food Bank in Olsztyn for the project “Food 
is the greatest human need” and the Polish Center 
for International Aid for the “Program to prevent 
homelessness among refugees from Ukraine”. 
The substantive partner supporting each of the 
two organizations is the Leopold Kronenberg Citi 
Handlowy Foundation.

Grant-funded programs are implemented 
over two years, and qualified NGOs have access 
to a learning community supported by IDEO.org, 
a non-profit organization dedicated to designing 
products and services in the social impact sector. 
Through the educational community, the selected 
social organizations can share their lessons 
learned and best practices, and learn from experi-
ences in other countries.

For the 2025 edition, the theme was “Trans-
forming job opportunities”: how to create acces-
sible, sustainable jobs for groups particularly 
vulnerable to economic exclusion, including 
young people, women, or migrants. The pro-
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gram supports innovation at the intersection 
of technology, education and green transforma-
tion – areas identified as key to the future of 
the labor market.

The Global Innovation Challenge combines the 
organization’s local expertise with a global vision 
of equalizing opportunities and social engage-
ment. It shows that technological innovation can 
(and should) serve not only economic develop-
ment, but also inclusion and support for those 
marginalized by the system.

Professor Aleksander Gieysztor Award 
– Building community through culture
For more than a quarter of a century, the Citi 
Handlowy Foundation has been awarding the 
Professor Aleksander Gieysztor Award – a dis-
tinction for individuals and institutions that 
make an exceptional contribution to the protec-
tion and promotion of Polish cultural heritage at 
home and abroad.

It is one of the most prestigious awards of 
its kind in Poland, awarded not for a single work 
or project, but for a lifetime of actions by indi-
viduals or institutions, long-term commitment, 
community building, shaping a space for dia-
logue and memory. The Gieysztor Award is not 
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only a form of recognition, but also a tool for 
promoting positive role models. It emphasizes 
the role of culture as a space for building com-
munity, trust, and intergenerational memory – 
values that are particularly important in today’s 
world.

In the 26th edition of the Professor Alek-
sander Gieysztor Awards, granted by the Leopold 
Kronenberg Citi Handlowy Foundation, Teresa 
and Andrzej Starmach – Kraków-based art col-
lectors and patrons were recognized for their 35 
years of private patronage of the artistic heri-
tage of Kraków’s artistic community, particularly 

for their care of the achievements of the Kraków 
Group and for donating a valuable collection of 
works of art, appraised by experts at about PLN 50 
million, to Kraków’s cultural institutions. 

Previous years’ winners of the Award included 
Professor Jerzy Hausner and Doctor Vydas Dol-
inskas (2020 and 2021), The Borys Voznytsky Lviv 
National Art Gallery (2023), Bishop Waldemar 
Pytel (2018), Leon Tarasewicz (2017), Elżbieta and 
Krzysztof Penderecki (2016), Krystyna Zachwato-
wicz-Wajda and Andrzej Wajda (2015), Professor 
Franciszek Ziejka (2014) and the Social Committee 
for the Care of Old Vilnius Rossa (2013).
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Social responsibility and sustainability

Companies have the power to shape reality. Their decisions affect people, the environment, the economy. 
That’s why it’s so important for them to act responsibly – with an eye to the future.

In this section, we show how banks engage in social initiatives, support sustainable development, 
and respond to the challenges of the modern world. This includes charitable activities, ESG projects, 
employee volunteering, and reports that show the real impact on their environment.

This is a story about how business goals and values can be combined. The organizations are in it not 
only for the money, but also to leave behind a better world.
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Antal and Bank BPH S.A. report: 
“Women in Finance”

Diversity and Inclusion in the DNA of Bank BPH 
For many years, fostering a culture of diversity and 
inclusion has been an integral part of Bank BPH’s 
DNA in many areas of its operations. Before ESG 
topics became a legal requirement, the Bank was 
implementing changes aimed at delivering have 
positive impact in the future. Particular emphasis 
has been placed on equal treatment of employees 
regardless of their gender, which has been sup-
ported both formally and through the implemen-
tation of grassroots employee initiatives.

The result? Women make up 50% of the Man-
agement Board, and a similar percentage is found 
among senior and middle management. For years, 
one of the Bank’s priorities has been to increase 
the representation of women in key positions and 
support their development, which has had a posi-
tive impact on reducing the gender pay gap at the 
Bank. This approach translates into more balanced 
and thoughtful business decisions, promoting a 
culture of support, development, and cooperation.  
As a result, the Bank’s employees express job sat-
isfaction, as confirmed by annual surveys: more 
than 90% consider Bank BPH a good place to 
work. High satisfaction, in turn, means low turn-

over and key talent retention, which is an import-
ant part of the bank’s operations.

Changes in the financial sector: 
what do the data show?
Internal surveys, however, do not allow compar-
ison with the broad market or with other finan-
cial sector players. Hence, since 2019, Bank BPH 
has been the initiator and strategic partner of the 
“Women in Finance” report, developed by Antal 
in cooperation with CFA Society Poland and the 
Chamber of Fund and Asset Managers.

The report, published every two years, is based 
on surveys of employees in the financial sector. 
It shows the changes taking place in the area of 
diversity management in financial institutions, 
but also indicates what measures are still needed 
to achieve truly equal opportunities for men and 
women.

The three editions of the report to-date have 
made it clear that despite declarations and ini-
tiating changes, certain statistics remain con-
stant. Women make up about 70% of the sector’s 
workforce, yet they don’t feel they have a real 
impact. They clearly see both internal (inherent 
in themselves) and external (systemic, organiza-
tional) barriers that limit the fulfillment of their 
potential. Women are also able to clearly define 

Women 
in Finance
OVERVIEW OF THE SITUATION BASED ON KEY INDICATORS

It is easier 
to develop 
a career 
when...

89% of responses flexible 
working hours are 

available

87% of responses household 
income is growing

86% of responses women 
hold strategic positions.

76% 
of responses 

 
work 

atmosphere

72% 
of responses 

 
high 

earnings

66% 
of responses 

 
recognition 

at work

It is worth noting that the same industries have 
been perceived in the same gender categories 

since the 2019 survey.

Industry and professional 
stereotypes have persisted 
since 2019.

Women’s satisfaction with 
their professional careers 
is primarily influenced by:

MOST FEMININE

MOST MASCULINE

MASCULINE

Accounting 
and back-office

Management/senior 
management

Trading, fund and asset management

identified as industries 
with a higher representation 
of women than men

identified as those 
with a higher 
representation of men
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the actions they believe should be implemented to 
improve the situation.

Fourth edition of the report: 
new outlook for 2025
In 2025, the fourth edition of the report, prepared 
under the auspices of Bank BPH, will see the light 
of day. The report is becoming an important item 
on the map of publications on gender equality, 
which is evidenced by the following:
	 between 2019 and 2023, the number of respon-

dents nearly quadrupled,
	 in 2023, data from the report was cited in 

more than 100 publications and articles 
posted on the most popular news sites, trade 
media, periodicals specializing in women’s 
issues, and local portals,

	 the premiere of the latest report took place in 
the prestigious trading room of the Warsaw 
Stock Exchange, bringing together represen-
tatives from across the financial market.
As in previous years, reading the publication 

is an opportunity to grapple with the image of 
women in the financial sector, see what works, and 
reflect on what doesn’t. The report shows what 

those involved think of the situation themselves, 
as well as hears out men who are watching the 
development (or lack thereof) of their female col-
leagues. This comparison alone is extremely inter-
esting and draws attention to the causes of certain 
phenomena that still persist in Polish companies. 
The report is also a ready-made checklist of areas 
to work on, along with suggested solutions.

Reading the report is an excellent opportunity 
to learn about the good practices of selected com-
panies. It also includes commentary from finan-
cial market experts who offer their perspectives 
on the benefits of real investment in the area of 
diversity.

Bank BPH, due to the nature of its business, 
focuses on building a strong organizational cul-
ture based on cooperation, engagement, and 
mutual respect. For years, it has been setting the 
pace in creating a work environment where every 
employee, regardless of their gender, age, back-
ground, or experience, can feel part of the team, 
develop their talents, and make a real impact on 
the future of the organization. 

Co-creating the report and sharing it with 
a wide audience is a prime example.

Women 
in Finance
OVERVIEW OF THE SITUATION BASED ON KEY INDICATORS

Women 
want to 
develop

The foundations 
are often shaky

93 % of women indicate that 
their career is important or 
very important to them.

Three-quarters feel satisfied with their 
career path so far.

The respondents see an even greater need 
for professional support than in previous 
editions – they expect development 
programs, training and courses, and 
mentoring.

59% of female respondents identify false 
modesty as a key internal barrier: women 
believe that it is inappropriate to present 

themselves in a favorable light.

65% of women raising children find it 
difficult to balance work and private life. 
In addition, the more hours a respondent 

devotes to running her household, the more difficult 
she finds it to build her career path.

More than half of the respondents base their 
choice of job on the compatibility between the 
company’s views on diversity management and their 
own beliefs.

Lack of awareness of formalized policies is present 
among 24% of respondents overall, including 22% 

of women and 30% of men.

About 1/5 (both women and men) say that their 
organizations do not have formalized diversity policies.94% of female respondents 

believe that there are barriers 
in the financial sector that 

affect women’s professional careers.

72% of women surveyed cite 
traditional roles as the main 
external obstacle.

Barriers 
to women’s 
careers



179

Guide to good practices for equal opportunities, inclusion, and social responsibility in the banking sector

Citi Global Community Day

Citi Global Community Day is Citi’s global proj-
ect, now in its 20th year. Every year in June, 
employees, alumni, families, and friends of Citi 
in Poland take actions that have a positive impact 
on the community: they become volunteers and 
engage in projects to support disadvantaged 
groups, including people with disabilities, the 

elderly, and those in need. The goal of this initia-
tive is to build an organizational culture based on 
empathy, to integrate the environment around 
shared values, to promote positive attitudes, and 
to work together for the development of local 
communities. We donate our time, skills and 
commitment to those in need. This is an import-
ant part of our organizational culture, which also 
fosters stronger relationships.
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In 20 years, Citi Volunteers in Poland have 
engaged more than 43,000 times, implemented 
nearly 2,600 projects, and reached more than 
220,000 people in need with their support. 

As part of the initiative, the Citi Handlowy 
Foundation, Citi Handlowy’s networks, and indi-
vidual employees submit projects to support 
people in the target groups. The projects get fund-
ing to purchase the necessary materials (e.g., for 

facility renovations, meal preparation, etc.). Bank 
employees volunteer to participate in selected 
projects. Often, the projects are carried out jointly 
by entire teams.  Citi Global Community Day has 
a long tradition at the bank and enjoys tremen-
dous interest each year. Poland leads Citi’s volun-
teer engagement in Europe in terms of both the 
number of projects and the number of volunteers. 
All members of the bank’s management board and 
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senior management are also actively involved in 
the projects. 

The projects carried out in 2024 included 104 
projects for local communities (schools, single 
mother’s homes, orphanages, shelters, seniors), 
projects for the environment, e.g., cleaning river 
banks in Warsaw and Olsztyn, 10 projects sup-
porting Ukraine and the integration of Ukrainians 
in Poland, blood collections, active volunteering 

–  sports activities with a charitable purpose, as 
well as competence volunteering, in which Citi vol-
unteers become mentors for women and budding 
entrepreneurs, among others. The selected projects 
are implemented in cooperation with social part-
ners: the Polish Center for International Aid, the 
Food Bank in Olsztyn, the Network of Entrepre-
neurial Women, the Mamo Pracuj (Mummy Work) 
Foundation, or the Think! Knowledge Foundation. 



182

Guide to good practices for equal opportunities, inclusion, and social responsibility in the banking sector

“Our People’24: Save the Planet”: 
eco-volunteerism in action 
– Bank Millennium S.A.

What is “Our People’24: Save the Planet”?
“Our People’24: Save the Planet” is an innovative 
social initiative that brought together employ-
ees of the Millennium Bank Group, encouraging 
them to be active in sports in the name of envi-
ronmental protection. During the three months 
of the project, from April to July 2023, more than 
1,400 employees took part in this sports challenge 
to collect points for eco-initiatives. In return for 
their involvement, Millennium Bank pledged to 
donate PLN 250,000 to the Millennium Bank Foun-
dation for the promotion and implementation of 
eco-volunteering.

Who is this initiative aimed at?
The initiative is aimed at all people working at 
Millennium Bank, who have the opportunity to 
participate both individually and as teams. Partic-
ipation in the program is entirely voluntary, with 
the goal of increasing environmental awareness 
and activation for environmental protection. The 
activities covered by the initiative are diverse to 
ensure that no one is excluded and that the pro-
gram is accessible to every person, regardless of 
whether they are active in sports or not. 

Objectives of the initiative
The main aim of “Our People’24: Save the Planet” 
is to promote green lifestyles and engage employ-
ees in environmental protection activities. More 
specifically, the program strives to:
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	 Increase environmental awareness among 
employees.

	 Motivate people to engage in physical activity.
	 Financially support eco-initiatives imple-

mented by the Bank Millennium Foundation.
	 Integrate teams through joint sports chal-

lenges.

What has the initiative changed?
By means of the initiative, Bank Millennium not 
only supports local eco-initiatives financially, but 
also promotes healthy lifestyles among employ-
ees. The interest is so big that representatives of 
all generations are joining the program to invest in 
the future of our planet together, uniting in pursuit 
of common goals. Those who took part in the cam-
paign collectively burned 31 million calories, cov-
ered 214,000 kilometers on their feet and 317,000 
kilometers on their bicycles – results that could 
inspire other institutions to do similar things.

Why is the initiative inspiring?
The initiative “Our People’24: Save the Planet” 
is an example for other companies and institu-
tions that want to combine environmental goals 
with activities for the health of the people they 
employ. The simple but effective commitment to 
promote sports motivates people to take care of 
their physical health while contributing to envi-
ronmental protection efforts. Participation in 
environmental programs not only builds envi-
ronmental awareness in teams, but also boosts 
employee morale and commitment, which bene-
fits the entire organization.

Key success factors
The success of “Our People’24: Save the Planet” 
was based on several key factors:	
1.	 Integration of sports and environmental 

activities: the combination of sports and 
eco-volunteering attracted different groups of 
people who could get involved in the activities 
in a way that suited them.

2.	 A sense of empowerment: participation in 
activities and a direct impact on the amount 
donated to eco-initiatives motivated the ful-
fillment of the goal and gave meaning to 
engaging in it.

3.	 Technology support: the Activy app allowed 
participants to track their progress, which 
was an additional motivator.

4.	 Open approach to eco-initiatives: the oppor-
tunity for volunteers to come up with their 
own ideas for environmental projects, rather 
than limiting activities to only those imposed 
from above, made each person feel more 
involved.

Challenges in implementing the initiative
Although successful, the project implementation 
team also faced challenges. Some of them were:
	 Varying levels of physical activity among 

participants: participants had different previ-
ous experiences with sports, which required a 
flexible approach to the organization of activ-
ities.

	 Favorable lifestyle changes: it took time and 
effort to convince employees to change their 
habits and incorporate physical activity into 
their daily lives.

Summary
The initiative “Our People’24: Save the Planet” is 
not only a catchy project, but also an example of 
how companies can combine the promotion of 
healthy lifestyles with environmental responsi-
bility. By strengthening environmental awareness 
among employees and engaging them in efforts 
for the benefit of the environment, Bank Millen-
nium shows that joint physical activity can lead to 
change and support worthwhile initiatives. Inspi-
ration from this unique initiative can be a valuable 
element in building a culture of responsibility and 
healthy living in any company.
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Standards that matter. ESG 
in relations with suppliers 
at PKO Bank Polski S.A.

PKO Bank Polski was recognized in the ESG Inno-
vator competition for standardizing our ESG 
requirements for suppliers.

At PKO Bank Polski, we are aware of our impact 
on society, the environment, and the people who 
use our services. Issues related to ESG factors are 
becoming increasingly important in purchasing 
and investment decisions. 

Consumers are also gaining awareness in 
these aspects. Before they buy something, they 
often check how a company operates, whether its 
services or products are created responsibly and 
its operations are transparent.

We are committed to sustainability, which 
is why we have introduced ESG criteria into the 
purchasing process. They apply to all suppliers 
and every element of their business, and bidders 

must declare their fulfillment of the criteria. The 
questions take the form of a survey. We convert 
the number of positive responses that confirm 
compliance with the specified requirements into 
points for evaluating the bid. 

With this approach, we not only deliver goods 
and services in accordance with the principles of 
sustainable development, but also influence the 
formation of the right attitudes among our sup-
pliers. Because of their number and the size and 
scope of the purchases we make, we contribute to 
promoting ESG values. This is also what our stake-
holders expect us to do. For them, sustainability 
policies are one of the factors in their decision to 
work with us.

The ESG Innovator competition is an initiative 
of the Polish ESG Association. Its goal is to recog-
nize projects that positively impact the environ-
ment, employee and community well-being, and 
improve transparency and corporate governance 
in organizations.
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Supplier Code of Conduct 
– Nest Bank S.A.

Nest Bank has a Supplier Code of Conduct that sets 
out ethical, social, and environmental standards 
for the Bank’s business partners. Familiarization 
and compliance with its provisions is a condition 
of cooperation with the Bank.

Adopting the Code means committing to a 
set of principles in line with Nest Bank’s values. 
The document emphasizes the need to respect 
human rights, ensure safe and decent working 
conditions, and conduct business in an ethical 
and environmentally responsible manner. The 
catalog of standards includes, among others, the 
need to implement a whistleblowing system that 
is accessible to all interested people, the protec-
tion of natural resources, the prohibition of dis-
crimination, or the promotion of diversity in the 
workforce. 

For partners, signing the document does 
not just mean taking on responsibilities.  A very 
important part of the regulations is the Bank 
sharing its own experiences and best practices. 
The Code provides for the possibility of making 

the Bank’s relevant policies available for imple-
mentation by partners or sharing experience in 
GHG emissions management. This allows Nest 
Bank and its suppliers to work together openly and 
honestly, which promotes mutual understanding 
and efficiency.

The Code is an integral part of the contract 
with suppliers, who undertake to apply its prin-
ciples during the performance of their contract. 
Cooperation in this area is based on trust, which 
allows us to build lasting and partner-like rela-
tionships with suppliers, while managing the 
supply chain responsibly. The bank may conduct 
systematic audits, verifying that suppliers comply 
with established standards. When violations are 
identified, the Code provides a reference point for 
taking corrective and remedial actions, so that 
due diligence is maintained in minimizing and 
preventing the risk of negative impact of opera-
tions on the environment. 

Nest Bank’s Supplier Code of Conduct is first 
and foremost a tool for building a responsible 
supply chain, as well as transparent and responsi-
ble relationships with suppliers, in line with Nest 
Bank’s values.



Glossary of terms: 
equal opportunities, inclusion, 
and social responsibility
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Ageism – a form of discrimination based on age. 
It can affect both older and younger people. It 
manifests itself through, among other things, ste-
reotyping, being overlooked for promotions, being 
excluded from projects, or being assigned certain 
traits simply because of age.

Age management and generational diversity 
–  the approach of creating a work environment 
that supports people of different ages and at differ-
ent career stages. It takes into account intergen-
erational mentoring, flexible work arrangements, 
tailored development programs, and anti-ageism, 
among other things.

Balanced caregiving and parenting roles – an 
approach to work organization that recognizes 
and supports people who combine work respon-
sibilities with caring for children, the elderly, or 
dependants. It assumes building a flexible envi-
ronment in which any person, regardless of their 
gender, can balance family and work life. This 
applies to both vacation (PTO) policies and orga-
nizational culture. Allyship – a proactive attitude 
supporting people from marginalized groups. It’s 
not just sympathy or acceptance, but a willingness 
to act, speak up, support change, and give back 
space.

Bias (cognitive belief) – unconscious assumptions 
and patterns that influence one’s decisions and 
perceptions of others. Biases can concern appear-
ance, age, gender, accent, place of origin, way of 
speaking, and many other characteristics.

Communication barrier – an obstacle that 
hinders or prevents effective communication 
between people. It can result from the use of 
difficult language, lack of translation, incompre-
hensible forms, lack of access to information in a 
form accessible to people with disabilities (e.g., in 
sign language, easy-to-read, with audiodescrip-
tion). Eliminating communication barriers is a 
prerequisite for true accessibility.

DEI (Diversity, Equity, and Inclusion) – a set of 
organizational practices and strategies to build 
and support diversity, equity, and inclusion. DEI 
focuses on creating a work and service envi-
ronment in which all people, regardless of their 

characteristics and experiences, have equal 
opportunities and a sense of belonging.

Dimensions of diversity – various characteristics 
that make us different and affect our experiences. 
These may include gender, age, background, 
sexual orientation, gender identity, financial 
status, worldview, and the way of working.

Direct and indirect discrimination – direct dis-
crimination occurs when a person is treated less 
favorably than another in a comparable situa-
tion because of a particular characteristic, such 
as gender, age, origin, or disability. Indirect dis-
crimination occurs when a seemingly neutral rule, 
practice, or criterion in reality leads to unfavor-
able consequences for people in a particular group, 
even if there was no intention to do so.

Diversity – the recognition that people are dif-
ferent from each other – and that this is a value. 
The term covers visible (e.g., gender, age) and 
invisible (e.g., life experience, worldview, work 
style) differences.

Diversity ambassadors – individuals working 
within an organization to build an inclusive culture. 
Their role can be formal or informal. They support 
education in the area of equity and inclusion, initi-
ate change, and provide a point of contact for those 
experiencing exclusion or discrimination. They 
amplify the voice of underrepresented groups.

Diversity and inclusion strategy – the organi-
zation’s long-term plan for building an environ-
ment based on equity, inclusion, and respect for 
diversity. It comprises goals, principles, specific 
actions, indicators of success, and monitoring 
mechanisms. It may concern recruitment, promo-
tion, communication, accessibility, or organiza-
tional culture, among others.

Employee groups – voluntary networks of people 
in an organization who gather around shared 
characteristics, experiences, or values (e.g., net-
works of women, LGBTQ+ people, parents, people 
with disabilities). They work to promote inclusive 
culture, education, and internal advocacy. Also 
known as employee resource groups (ERGs) in 
the literature.
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Equity – creating fair conditions for all, so that 
everyone and anyone can realistically benefit from 
the same opportunities. Equity implies eliminat-
ing barriers and adapting the environment to 
individual needs.

Exclusion prevention – actions taken to pre-
vent individuals or groups from being marginal-
ized, isolated, or left out of social, professional, 
or institutional life. It includes, among other 
things, removing barriers, enhancing visibility, 
creating equality policies, and promoting an 
inclusive culture.

Feminatives – feminine forms of the names of 
professions and social roles, occurring in lan-
guages with gendered nouns (such as Polish). The 
use of feminatives is part of inclusive language 
and an expression of respect for gender diversity.

Gender equality – ensuring equal opportunities 
for women and men at all levels of the organiza-
tion. It includes, among other things, equal access 
to promotions, development programs, and gen-
der-neutral compensation policies.

Gender identity – an individual, internal sense of 
belonging to a particular gender (or lack thereof). 
It can be consistent with the sex assigned at birth 
(cisgender people) or different from it (trans-
gender, non-binary, agender people). Respecting 
gender identity means, among other things, using 
names and pronouns preferred by each person.

Hidden disability – a type of disability that is 
not immediately apparent and may go unnoticed 
by those around it. It can relate to mental health, 
chronic diseases, autism spectrum, or neurotyp-
ical disorders, among others. People with hidden 
disabilities often struggle with being misunder-
stood, experiencing a lack of support and the need 
to explain their situation.

Inclusion – the conscious creation of a space in 
which every person, regardless of their charac-
teristics, can actively participate and develop. It’s 
more than just being “sat at the table” – it’s about 
real impact and involvement.

Inclusion of foreigners / national diversity 
– activities to integrate people from different 
countries and cultures. It envisions, among other 
things, adjusting communication, offering lan-
guage support, taking into account different cul-
tural practices, and creating an environment that 
is open to multilingualism.

Inclusive language – a way of speaking and writ-
ing that takes into account the diversity of the 
audience and does not exclude anyone on the basis 
of gender, background, social status, or other 
characteristics. It also uses feminatives (female 
forms of the names of professions and roles in 
languages with gendered nouns, such as Polish) 
and avoids stereotypes, “male default” language, 
jargon, and clichés. It is understandable, clear, and 
friendly to all.

Inclusive leadership – a management style based 
on building a culture based on openness, respect, 
and cooperation. Inclusive leaders promote equal-
ity of opportunity, encourage diverse perspectives, 
and eliminate systemic barriers.

Inclusive organizational culture – an environ-
ment where each person can be themselves and 
feel that they are an important part of the team. 
Such culture is based on mutual respect, curiosity, 
openness to differences, and readiness to act.

Intersectionality – an approach that takes into 
account overlapping identities and experiences 
(e.g., gender, age, race, financial status, disability) 
that together affect an individual’s situation. It 
helps to better understand why some people expe-
rience multidimensional discrimination.

Invisible diversity – differences between people 
that are not visible at first glance, but have a sig-
nificant impact on their experience. This could 
be psychosexual orientation, parental status, 
migration experience, worldview, mental disor-
ders, or neuro(a)typicality. Appreciating invisible 
diversity requires openness and trust in the work 
environment.
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Microaggressions – daily, often unintentional 
comments, gestures, or actions that express prej-
udice against people from groups vulnerable to 
discrimination. They may be difficult to notice, but 
in the long run they affect the sense of security, 
belonging, and dignity of those affected. Example: 
“You don’t look like a person with a disability.”

Minority groups – people belonging to commu-
nities that have less power, representation, or 
influence than the dominant group in a given 
context. They may include people of different 
ethnic backgrounds, psychosexual orientation, 
people with disabilities, or those who follow a 
different religion.

Neurodiversity – a term describing natural differ-
ences in the functioning of the human brain. It is 
an umbrella term for ADHD, autism, dyslexia, and 
other cognitive profiles. It assumes that neurotyp-
ical and neurodiverse individuals have an equal 
right to participate in social and professional life.

Neurotypicality – a term describing individu-
als whose cognitive and social functioning falls 
within socially accepted developmental norms. 
Neurotypical people do not belong to the neuro-
diverse group, that is, they do not have a diagnosis 
of autism, ADHD, dyslexia, or other characteristics 
associated with different information processing. 
The term is used in the context of neurological 
diversity to emphasize that different ways of func-
tioning are equally valuable.

Organizational barriers – elements of an orga-
nization’s structure, culture, or processes that 
hinder the equal participation and development 
of all individuals. These can include rigid working 
hours, lack of architectural accessibility, lack of 
translation, exclusionary language, unconscious 
bias in recruitment, or lack of adequate proce-
dures for responding to discrimination.

People experiencing disabilities – people who 
face barriers to functioning due to their differ-
ences in physical, sensory, intellectual, or mental 
ability. It is important to create environments that 
eliminate these barriers.

Plain language – a way of communication that 
is clear, concise, and easy to understand for the 
widest possible audience. It avoids difficult terms, 
abbreviations, specialized jargon, and overly 
complex sentences. The use of plain language 
promotes information accessibility, document 
comprehension, and communication equity.

Privilege – an invisible advantage resulting from 
membership in a social group that has greater 
access to resources, representation, and opportu-
nities. It can stem out of gender, race, sexual ori-
entation, ability level, or age, for example.

Psychological safety – a state in which a person 
feels safe enough to express themselves, their 
opinions and ideas without fear of being ridiculed, 
excluded, or punished. Psychological safety is the 
basis for trust, cooperation, and commitment. 
It promotes creativity, innovation, and mental 
health in the workplace.

Structural discrimination – a situation in which 
systemic solutions (laws, procedures, social 
norms) lead to unequal treatment or exclusion of 
specific groups, even if formally everyone has the 
same rights.

Succession – the planned process of preparing 
people inside an organization to take on key roles 
in the future. It deals with building development 
paths, planning the transfer of responsibility, and 
identifying potential leaders. It differs from pro-
motion in that it concerns long-term activities.

Support for the LGBT+ community – policies and 
actions that ensure equal treatment and a safe 
working environment for LGBT+ people, includ-
ing equality in access to benefits, recognition of 
gender identity, the ability to use preferred pro-
nouns, and support for alliance networks.

Tokenism – superficial efforts to show that the 
company is “doing something” about diversity, 
with no real impact. An example would be hiring 
one person from a minority group “for the show”, 
without providing real support and influence 
opportunities.
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Unconscious biases – automatic, often not con-
sciously expressed beliefs that influence one’s 
perceptions of others. They can lead to unfair 
judgments and decisions, even if a person consid-
ers themselves open-minded and fair.

Underrepresented groups – people who are part 
of a given environment (e.g., company, industry, 
team) in numbers that are significantly smaller 
than in the general population. This may be due to 
systemic, cultural, or social barriers.

Visible diversity – differences between people 
that can be easily seen, such as gender, age, skin 
color, physical features, or certain disabilities. 
Visible diversity often affects the way one is per-
ceived, judged, and treated, which is why it is so 
important to build a culture that is not based on 
stereotypes.

Visibility / invisibility – terms describing the 
degree of presence and representation of specific 
groups in the organization and society. Visibility 
means being seen, taken into account, and repre-
sented. Invisibility means being left out, having no 
voice or presence in decision-making spaces.

Visibility / invisibility – terms describing the sit-
uation in which a group or person is either visible, 
represented, heard (visibility) or, on the contrary, 
overlooked, ignored, disregarded (invisibility).
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Łukasz Dawid Nowak
ING Bank Śląski S.A. 

Leader in Finance, with experience in 
implementing programs in banking mergers, 
transformation, and regulatory programs. He 
has been working on DEI issues for several years 
alongside his work in Finance, first as co-lead 
of the DEI area at JP Morgan, and then at ING, 
where he initiated the creation of the Rainbow 
Lions employee network, working for the 
inclusion of LGBTQ+ people

 
Agata Oktawiec
PwC Poland 

Partner, I&D Leader, President of the PwC 
Foundation
She specializes in corporate income tax 
and international tax law. She focuses on 
implementing I&D strategies, building an 
open, safe work environment with a growing 
representation of women. She is committed 
to building an open work environment where 
everyone can feel safe, be treated with respect, 
and be themselves.

Małgorzata Petru 
BNP Paribas Bank 
Polska S.A.

Andragogue with many years of experience in 
various areas of HR. She serves as Diversity 
Officer and works as a diversity and inclusion 
manager. She is co-initiator and leader of the 
“Women changing BNP Paribas” network, which 
works for gender equality and the promotion of 
DEIB at the bank. Winner of the special award 
Manager of Diversity in the Polish Diversity 
Awards 2023 competition (My Company Poland).

Hanna Piotrowska 
Project support 
consultant 

Representative of the young generation working 
for change. Supports social and educational 
projects related to equality, communication, and 
social responsibility. She develops her expertise 
with curiosity and courage, combining a fresh 
perspective with sensitivity to the topics of 
inclusion and diversity.

Paulina Plewczyńska
mBank S.A. 

Project and reporting coordinator for ethics and 
inclusivity. She has been working in the financial 
sector since 2010. 
A communication and empathy coach 
with extensive experience in creating the 
best customer and client experience and 
implementing practical solutions to support a 
client-centric and empathetic organizational 
culture.

Anna Przybylska
Deutsche Bank 
Polska S.A. 

Manager at Deutsche Bank Polska S.A. 
Associated with the bank since 2009. She 
implements internal communication activities 
to increase employee engagement, as well as the 
Bank’s CSR projects and charitable activities. 
She is also responsible for the implementation 
of projects within the DEI area. She oversees the 
organization of internal conferences and special 
events for the bank’s clients and partners.

Bartosz Siwiak
PwC Poland 

Attorney, Senior Manager in the People 
& Organization team. Expert in the 
implementation of HR regulations, especially EU 
and Polish regulations on remuneration of key 
people in financial institutions. His experience 
includes board compensation projects, building 
incentive programs and variable compensation 
systems, EQUAL SALARY and CSRD reporting 
certification. Member of working groups on 
support for women’s professional development 
(Ministry of State Assets) and methodology 
for calculating the pay gap (Polish Bank 
Association).

Marcin Wujczyk 
Wardyński & Partners 
Law Firm 

He is co-responsible for the labor law practice 
at Wardyński & Partners.  He advises Poland’s 
largest companies on collective dismissal 
procedures, business transfers, and anti-
mobbing and anti-discrimination proceedings. 
He works as a professor at the Department of 
Labor Law and Social Policy of the Faculty of Law 
and Administration at Jagiellonian University.

Katarzyna 
Zawadzińska-Kanadys
Santander Bank 
Polska S.A.

Legal counsel, also psychologist by training. 
She fulfills her role as a leader of the Santander 
Women employee Network, a place of support 
and development for all women, and as a mentor 
at the Women in Law Foundation, supporting 
the development and career acceleration of 
young women lawyers. Civil law proceedings 
specialist and fan of feminatives. Blanka Zakrzewska 

Santander Consumer 
Bank S.A. 

She has extensive experience in the banking 
sector. She is responsible for implementing the 
Bank’s sustainability strategy and integrating 
environmental, social and corporate governance 
issues into its operations, as well as creating and 
implementing diversity policies and building 
a culture of openness. Previously, she held 
positions related to cost and organizational 
management as well as compensation and 
benefits.

Katarzyna 
Zbyszyńska 
Santander Bank 
Polska S.A. 

Legal counsel, coach, mentor.
She has worked in banking for 20 years, and for 
the past 11 years has been mainly involved in 
labor/HR law, successfully litigating labor cases. 
Mentor in Polish and international organizations 
that support women. Co-author of the anti-
discrimination toolkit for women in business, 
“Słoneczko, zrób mi kawę” (“Honey, make me 
coffee”).
Co-coordinator of the Santander Women bank 
employee network.

Andżelika Zdrojewska
ING Bank Śląski S.A.

Responsible for the Diversity & Inclusion 
strategy. She supports employee networks and 
grassroots initiatives. She focuses on developing 
organizational culture by creating opportunities 
and products based on social learning processes. 
Her activities aim to promote equality, openness, 
and cooperation in the work environment, 
supporting the development of diverse talents 
and building an inclusive workplace.  
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