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Introduction to the Research Brief 
 

 

Why the Workplace? 
 
There are only a few spaces that shape social life as significantly as the workplace. Jobs can offer 
financial security, a sense of identity, and purpose. Additionally, labor conditions can contribute to, 
or detract from, our health and well-being, highlighting how important the workplace is. In the past 
decade, there has been a significant shift in social and legal support for lesbian, gay, bisexual, 
transgender, and queer (LGBTQ ) individuals. However, according to the Human Rights Campaign 1

(HRC),  approximately 46% of LGBT workers are still closeted at work for fear of being stereotyped, 2

losing connections and opportunities, or possibly making people feel uncomfortable. 
 
The consequences of an unwelcoming LGBTQ work environment is costly to employers regarding 
employee retention and turnover. It is well known that it is impossible for businesses to be 
successful without happy and motivated employees. One in ten LGBT workers has left a job because 
the work environment was not very accepting. The most cited reason for employees not reporting 
negative comments they heard about LGBT people to supervisors is that those employees “don’t 
think anything will be done about it and they don’t want to hurt their relationship with their 
coworkers.”  There remain many opportunities to create LGBT-friendly workplace climates to the 3

benefit of both employees and employers. 
 
Increasingly, companies are adopting “diversity and inclusion” initiatives to improve workplace 
climates. “Diversity” emphasizes recruiting talent from a range of backgrounds. However, “inclusion” 
implies that such a talent pool is supported and valued in the workplace. Existing research shows 
that when businesses implement LGBTQ-supportive policies and create LGBTQ-positive workplace 
environments, there is a direct correlation to greater job commitment, better workplace 
relationships, increased job satisfaction, and improved health outcomes for LGBT employees.  These 4

strategies are also linked to fewer acts of discrimination against LGBTQ employees and increased 
employee openness about being LGBTQ – which in turn contribute to greater job commitment, 
satisfaction, and health outcomes. 

 
The LGBTQ Institute Southern Survey and Workplace Findings 
 
This report provides an overview of key findings from just one subsection of the LGBTQ Institute 
Southern Survey conducted through a partnership between the LGBTQ Institute at the National 
Center for Civil and Human Rights and Georgia State University. It is the mission of the LGBTQ 
Institute to “connect academics and advocates to advance LGBTQ equity through research and 
education focused on the American South.”  We designed the LGBTQ Institute Southern Survey with  

1 Respondents could select the following  for sexuality: Heterosexual, Lesbian, Gay, Bisexual and Other Sexuality (note that Queer is include in the “other sexuality” 
section, as well as Asexual or anything that is not LGB or heterosexual). Gender is broken down into Cisgender Male, Cisgender Female (Cisgender means individuals 
whose current gender identity and assigned sex at birth is the same), Transgender and Other Gender. Therefore, you may see LGBT and LGBTQ used at different times, 
depending on the data being discussed. 
2 Human Rights Campaign. (2018). A Workplace Divided: Understanding the Climate for LGBTQ Workers Nationwide. Washington, D.C. 
3 I.b.i.d. 
4 Badgett, M. V., Durso, L. E., Mallory, C., & Kastanis, A. (2013). The Business Impact of LGBT-Supportive Workplace Policies. The Williams Institute. 
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this mission in mind. The survey is a comprehensive study of the contemporary life circumstances 
and social experiences of LGBTQ people living across the American South. The primary purpose of  
the Survey is to improve public and scientific understandings of LGBTQ Southerners’ educational 
and employment status, access to health care, social and political involvement, and experiences of 
sexuality and/or gender-based discrimination.  
 
The study was designed as an untraceable, online, anonymous survey of self-identified LGBTQ adults 
living in 14 U.S. states, including Alabama, Arkansas, Florida, Georgia, Kentucky, Louisiana, 
Mississippi, North Carolina, Oklahoma, South Carolina, Tennessee, Texas, Virginia, and West Virginia. 
Respondents could select the following  for sexuality: Heterosexual, Lesbian, Gay, Bisexual and 
Other Sexuality (note that Queer is included in the “other sexuality” section, as well as Asexual or 
anything that is not LGB or heterosexual). To understand a person’s gender, respondents were 
presented with a series of questions asking about their birth sex and about their current gender 
identity.  To simplify the presentation of this information in this report, we grouped respondents into 
cisgender men and women (i.e., those whose birth sex and current gender identity align), 
transgender, and those who used other gender identities. It is important to note that the survey data 
rely on a convenience sample, and, therefore, the findings from the survey may not be 
representative of all LGBT Southerners.  A complete overview of the study design and methodology 
is available in a companion report accessible at the LGBTQ Institute website at: 
www.lgbtqsouthernsurvey.org.   5

 
The LGBTQ Institute Southern Survey offers critical insight into the lives of LGBTQ Southerners. The 
need for this insight is as salient as ever as in 2017, the U.S. Census Bureau suggested they would no 
longer measure sexual orientation and gender identity in the American Community Survey.  As well, 6

two national Health and Human Services surveys – the National Survey of Older Americans Act 
Participants and the Annual Program Performance Report for the Centers of Independent Living – 
have removed questions about sexual orientation.  These changes severely limit our ability to 7

understand and identify important trends in the experiences of LGBT persons. 
  
This report is organized in five sections: (1) Employment, school, and retirement status; (2) 
Employment characteristics; (3) Acceptance and outness at work; (4) Corporate responses to 
anti-LGBT legislation; and (5) Experiences of discrimination. The questions from these sections of the 
Southern Survey were derived from questions used in the U.S. Census Bureau’s American 
Community Survey as well as from community feedback provided in multiple listening sessions 
hosted by the LGBTQ Institute. We also included timely socio-political questions relevant to the 
South. In the fall of 2016, Amazon announced that it would seek bids for the location of its second 
headquarters. Some LGBT activists urged Amazon to adopt a “No Gay, No Way” policy – referring to 
the practice of avoiding states with anti-LGBT legislation policies.  We asked LGBT Southerners what 8

they believed companies should do when confronted with anti-LGBT legislation, and it is clear 
LGBTQ Southerners look to employers to offer support and leadership beyond creating welcoming 
workplace environments. 
 

5 Wright, Eric R., Ryan M. Roemerman, and Madison Higbee. 2018. LGBTQ Institute Southern Survey: Design and Methodological Overview.  Atlanta, GA: The LGBTQ Institute 
at the National Center for Civil and Human Rights. Available at: www.lgbtqsouthernsurvey.org.  
6 Sedensky, M. March 20, 2017. “Federal surveys trim LGBT questions, alarming advocates.” AP News. Available at: 
http://bigstory.ap.org/article/8443749ce29947f3b57f5e86e6c038e9/federal-surveys-trim-lgbt-questions-alarming-advocates. Accessed July 5, 2018. 
7 Gates, G. J. (2017). LGBT data collection amid social and demographic shifts of the U.S. LGBT community. American Journal of Public Health, 107(8): 1220-1222. 
8 Roemerman, R., & Witeck, B. February 20, 2018. “No Gay? No Way’ is wrong message on Amazon H2Q decision.” CNN.com. Available at: 
https://www.cnbc.com/2018/02/20/on-amazon-hq2-decision-no-gay-no-way-is-wrong-message-commentary.html. Accessed July 5, 2018. 
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1. Employment, School, and Retirement Status  
 

 

Figure 1.1 shows the overall employment status of LGBT Southerners (n=5,990). LGBT Southerners 
who responded are significantly more likely to report they are employed than unemployed or not 
currently working. Sixty-one percent of LGBT Southerners report they are working full-time or 
part-time, while 10.4% are attending school full-time or part-time. 11.3% of LGBT Southerners have a 
complex employment status that involves two or more of the possible employment responses. 
Overall, LGBT Southerners report lower unemployment rates (2.6%) than the national average of 
3.8% - as reported by the Bureau of Labor Statistics in May, 2018.  9

  
However, there are clear disparities in the employment status of LGBT Southerners across gender 
identities. Figure 1.2 shows full-time employment status by gender (n=5,990) and Figure 1.4 shows 
the employment statuses of respondents who identify as transgender or “other gender” (n=1,123). 
LGBT Southerners who identify as transgender or “other gender” are less likely than those who 
identify as cisgender men or cisgender women to work full-time. As shown in Figure 1.2, 
approximately 44.2% of all transgender respondents and 46.2% of “other gender” respondents 
report working full-time, compared to 59.2% of respondents who identify as men and 54.4% of 
respondents who identify as women.  
 
There are also disparities in employment status across sexual orientation. Figure 1.3 shows 
employment status by sexuality (n=5,990). The employment status of LGBT Southerners who identify 
as heterosexual – likely a subset of those individuals who also identify as transgender or some 
“other gender” identity – were less likely than gay and lesbian Southerners to report working full 
time. LGBT Southerners who identify as bisexual or some “other sexuality” are much less likely to 
report working full-time than those who identify as gay or lesbian.  
 
A substantial portion of Southern Survey respondents have household incomes over the median 
U.S. income. Table 1.1 shows employment, school, and unemployment status by household income 
and Figure 1.4 shows full and part-time employment status by household income (n=2,009). Just 
over half of all respondents (52.7%) reported household incomes greater than $60,000 (see Table 
1.1). Eleven percent (11.3%) of respondents chose not to report their incomes. In 2017, the median 
household income in the U.S. was $60,336.  According to the U.S. Census, median household 10

incomes in the South are at or below the national median.   Distributed into quintiles, 25.3% of the 11

sample falls into the bottom 20%; 15.4% is in the second quintile; 21.2% is in the third quintiles; 
19.1% is in the fourth quintile, and 19% is in the highest quintile.  
 
However, there are disparities in employment and household income across gender identity and 
race. Figure 1.5 shows income by gender identity (n=3,152); and Figure 1.6 shows the distribution of 
employment, school and unemployment status by racial groups (n=5,976). Transgender individuals 
were much more likely to report lower household incomes than cisgender individuals (Figure 1.5). 
Overall, Asian and multiracial individuals were less likely to report working full-time and more likely 

9 Bureau of Labor Statistics, Employment Situation Summary, May 2018, Report #USDL-18-0916. 
10 Guzman, G. (2018). Household Income: 2017, American Community Survey Briefs. U.S. Census Bureau. Washington, D.C. 
11 I.b.i.d. 
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to report going to school full-time or having a complex employment status that involves two or more 
kinds of statuses (Figure 1.6). They were also more likely to report being laid off or temporarily not 
working. Figure 1.7 shows full-time and part-time work status by race (n=3,701). 
 
Figure 1.1: Current employment status, LGBTQ Institute Southern Survey (n=5,990) 
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Figure 1.2: Full-time employment status by gender identity, LGBTQ Institute Southern Survey 
(n=5,990) 
 

 
 
 
Figure 1.3: Full-time employment status by sexuality, Southern Survey (n=5,990) 
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Table 1.1: Work status by household income, LGBTQ Institute Southern Survey (n=3,152) 
 

 Working 
full-time 

Working 
part-time 

Temp. or 
not 

working 

Unemploye
d 

or laid off 
Retired School, 

full-time 
School, 

part-time 
Keeps 
house 

Two or 
more of 
these 

Other Total 

No income 0.2% ~ 1.7% 7.1% ~ 5.0% 10.0% 1.5% 1.3% ~ 1.0% 

$1 to $5,000 0.5% 2.0% 3.4% 3.6% 1.0% 5.0% ~ ~ 4.1% 1.6% 1.6% 

$5,000 to $9,999 0.5% 5.9% 6.8% 3.6% 1.0% 4.3% 15.0% ~ 2.3% 6.5% 1.9% 

$10,000 to $19,999 2.9% 8.2% 5.1% 8.3% 2.0% 9.7% 10.0% 9.2% 8.9% 12.9% 5.1% 

20,000 to $29,999 4.8% 9.0% 8.5% 6.0% 6.4% 6.6% 5.0% 15.4% 9.7% 12.9% 6.5% 

$30,000 to $39,999 6.0% 7.1% 6.8% 4.8% 6.4% 7.4% 10.0% 6.2% 5.6% 11.3% 6.3% 

$40,000 to $49,999 7.4% 7.5% 5.1% 6.0% 3.5% 5.0% ~ 4.6% 7.4% 4.8% 6.7% 

$50,000 to $59,999 7.1% 6.3% 8.5% 6.0% 7.4% 5.8% 5.0% 6.2% 7.4% 4.8% 6.9% 

$60,000 to $69,999 7.0% 3.9% 8.5% 6.0% 6.9% 5.0% ~ 10.8% 4.1% 6.5% 6.3% 

$70,000 to $79,999 8.0% 5.1% ~ 4.8% 7.4% 3.5% 5.0% 4.6% 6.9% 1.6% 6.8% 

$80,000 to $89,999 6.7% 6.3% 6.8% 4.8% 5.4% 2.7% 5.0% 6.2% 4.1% 4.8% 5.8% 

$90,000 to $99,999 6.4% 1.2% 6.8% 1.2% 4.0% 2.3% ~ 3.1% 3.6% 1.6% 4.8% 

$100,00 to $109,999 6.3% 5.9% ~ 6.0% 5.4% 4.7% 5.0% 3.1% 2.3% 1.6% 5.3% 
$110,000 to 
$119,999 3.9% 4.3% 1.7% 2.4% 4.0% 0.8% ~ 1.5% 2.8% 1.6% 3.4% 
$120,000 to 
$129,999 4.3% 2.4% 3.4% 2.4% 5.0% 1.2% ~ 1.5% 2.3% 1.6% 3.5% 
$130,000 to 
$139,999 3.4% 1.2% ~ 3.6% 1.5% 1.9% ~ 3.1% 0.5% ~ 2.4% 
$140,000 to 
$149,999 2.8% 1.2% 1.7% ~ 2.0% 1.6% ~ 1.5% 1.5% 1.6% 2.2% 

$150,000 or more 15.4% 9.0% 6.8% 2.4% 14.9% 7.4% 10.0% 7.7% 5.9% 11.3% 12.2% 

Prefer not to say 6.3% 13.7% 18.6% 21.4% 15.8% 20.2% 20.0% 13,8% 19.6% 12.9% 11.3% 
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Figure 1.4: Full and part-time work status by income, LGBTQ Institute Southern Survey 
(n=2,009) 
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Figure 1.5: Household income by gender identity, LGBTQ Institute Southern Survey (n=3,152) 
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Figure 1.6: Distribution of employment status by race, LGBTQ Institute Southern Survey 
(n=5,976) 
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Figure 1.7: Full and part-time work status by race, LGBTQ Institute Southern Survey (n=3,701) 
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2. Employment Characteristics 

 

 
Work Arrangement, Employer, and Type of Pay 
  
LGBT Southerners are less likely than the general population to be self-employed. According to the 
Bureau of Labor Statistics, approximately 10.1% of Americans are self-employed.  Only 6.3% of 12

LGBT Southerners reported they were self-employed or owned their own businesses. As shown in 
Table 2.1, 78.1% of respondents work as “regular, permanent employees,” while 8.2% of 
respondents worked as contractors, consultants, or freelancers. 
  
As shown in Table 2.2, the majority of LGBT Southerners (43.8%) work for a private, for-profit 
business and approximately 25.2% work for either local, state, or federal government. Transgender 
Southerners are more likely to work for private, for-profit business than either cis-men, cis-women, 
and those who identify as some “other gender” (Table 2.3, Figure 2.1). Transgender Southerners are 
much less likely to work for state governments. Multi-racial LGBT Southerners report significantly 
higher rates of unemployment (53.5%) compared to LGBT Southerners of other racial groups (Figure 
2.3). The most common form of payment is salary (42%) and hourly pay (34.8%) (Table 2.4) 
 
Table 2.1: Work arrangements, LGBTQ Institute Southern Survey (n=4,550) 

 
How would you describe your work arrangement at your main job? 

Regular, permanent employee 78.1% 

Self-employed, independent contractor/consultant/freelance worker 8.2% 

Self-employed, own your business 6.3% 

On-call, work only when called to work 2.0% 

Work for contractor who provides workers/services 1.7% 

Paid by a temporary agency 1.1% 

Don't know 2.6% 
 
 
 
 
 
 
 
 
 
 
 

12 The most recent available data comes from the Current Population Survey (2015). 
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Table 2.2: Description of primary job, LGBTQ Institute Southern Survey (n=4,386) 
 
How would you describe your primary job activity or business? 

Employee of a private for-profit company or business, or of an individual, 
for wages, salary, or commissions 43.8% 

Employee of a private not-for-profit, tax exempt, or charitable 
organization 18.6% 

State government employee 15.7% 

Self-employed in my own not incorporated business, professional 
practice, or farm 7.8% 

Local government employee (city, county, etc.) 6.3% 

Self-employed in my own incorporated business, professional practice, or 
farm 4.1% 

Federal government employee 3.2% 

Working without pay in a family business or farm 0.6% 
 
 
Table 2.3: Description of primary job by gender identity, LGBTQ Institute Southern Survey 
(n=4,386) 
 

Work arrangements by gender identity  Man Woman Transgender Other Gender 
Identity 

Employee of a private for-profit company or 
business, or of an individual, for wages, salary, 
or commissions 

46.4% 39.7% 50.1% 40.9% 

Employee of a private not-for-profit, tax 
exempt, or charitable organization 16.9% 19.7% 17.7% 24.4% 

State government employee 15.6% 18.2% 9.3% 14.5% 

Self-employed in my own not incorporated 
business, professional practice, or farm 7.3% 7.7% 7.3% 13.0% 

Local government employee (city, county, etc.) 5.4% 6.7% 7.8% 3.1% 

Self-employed in my own incorporated 
business, professional practice, or farm 5.0% 4.1% 2.4% 2.6% 

Federal government employee 3.1% 3.0% 4.4% 1.6% 

Working without pay in a family business or 
farm 0.3% 0.8% 1.0% ~ 
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Figure 2.1: Workplace description by gender identity, LGBTQ Institute Southern Survey 
(n=5,707) 
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Figure 2.2: Unemployment by race, LGBTQ Institute Southern Survey (n=5,693) 
 

 
 
 
Table 2.4: How LGBT Southerners are paid, LGBTQ Institute Southern Survey (n=5,234) 
 

Type of payment received for work 

Salaried By the hour Self-employed Commission Paid per job Tips Don't know Some other 
payment 

42% 34.8% 5.8% 5.3% 4.9% 3.5% 0.2% 3.5% 
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3. Acceptance and Outness at Work 

 

 
Acceptance of Sexuality and Gender Identity in the Workplace 
  
The vast majority of LGBT Southerners (approx. 87%) report their workplace is “very” or “somewhat 
accepting” of their sexual orientation. However, there are clear disparities in the rates of acceptance 
for different types of sexual orientations. Table 3.1 shows perceived acceptance of LGB employees 
at the respondent’s workplace. Sixty percent of gay men reported their workplace is “very accepting” 
of their sexual orientation, compared to only 50% of lesbian employees, 36.7% of bisexual 
employees, and 37% of employees who identify of some “other sexuality.” Table 3.2 shows perceived 
acceptance of transgender employees at the workplace. Only 68.9% report their workplace is 
accepting of transgender employees, and only 28.8% report their workplace is “very accepting” of 
transgender employees. 
  
“Outness” at Work 
  
About half of LGBT Southerners are “out” about their sexuality to the people they work closely with 
at their jobs (See Figure 3.1). However, employees who identify as lesbian or gay are nearly three 
times as likely to be “out” to all or most coworkers than employees who identify as bisexual or some 
“other sexuality.” Of gay employees, 64.9% are “out to all or most of their coworkers compared to 
only 20.7% of bisexual employees. 
 
Figure 3.2 shows “outness” by age. Younger employees are also less likely to be “out” to all or most 
of the people with whom they work closely about their sexuality. Employees under the age of forty 
are less likely to be “out” than employees over the age of fifty. Transgender employees are much 
less likely than cis-gender employees and employees who identify as some “other gender” to be 
“out” at work about their sexuality (Figure 3.3). Only 34.3% of transgender employees are “out” to all 
or most of their co-workers about their sexuality compared to 62.1% of cis-men employees and 
44.6% of cis-women employees (Figure 3.3). 
  
In general, transgender employees are not very likely to be “out” about their transgender identity to 
their fellow employees (Table 3.3). Over half (54.4%) of transgender employees are “out” about their 
transgender identity to only a few or none of their fellow employees. 
  
LGBT Workplace: Competency Training, Discrimination Policies, ERGs, and Allies 
  
Very few of LGBT Southerners are aware if their company offers LGBT competency training (cultural 
competency), and approximately half of LGBT Southerners report that their company does not offer 
competency training (Table 3.4). Adults over the age of 70 are much more likely than younger 
persons to report their company does not offer competency training (Figure 3.4). 
 
Half of LGBT Southerners (56.1%) report they work for a company that has a non-discrimination 
policy that protects sexual orientation and/or gender identity. However, 26.9% of LGBT Southerners  
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report they do not know if their company has a policy (Table 3.5). Of employees who report their 
company has a non-discrimination policy, the majority (72.8%) report their company upholds that 
policy (Table 3.6). However, only 58.6% of transgender employees, compared to 81.5% of cis-men 
and 71.1% of cis-women employees feel their company upholds the policy. 
  
Few LGBT Southerners (13.2%) know if their company has an Employee Resource Group (ERG) (Table 
3.7). An ERG is a voluntary, employee-led group whose goal is to foster diversity and inclusion in the 
workplace in accordance with the company’s mission and values. LGBT Southerners are split in their 
awareness of whether the company has an ERG. Approximately, half of LGBT Southerners report 
they know their company does not have an ERG. However, about one-third of LGBT Southerners 
(32.9%) know their company has an ERG. Employees who identify as some “other gender identity” 
are least likely to report their company has an ERG than compared to those who identify as men, 
women, and transgender employees (Figure 3.5). 
  
For employees that know their company has an ERG, about half of employees, (45.5%), report they 
attend ERG meetings at least “very occasionally.” Of the employees that do not attend ERG meetings, 
26.3% report they do not attend because they “are not publicized well or do not know when the 
meetings are” (Table 3.8). 
  
Table 3.9 shows LGBT Southerners’ perceptions of work allies. About a third of LGBT Southerners 
report they have “many” work allies (33.4%). Only 16.8% of LGBT Southerners report they have no 
work allies, and 5.2% are unsure if they have any work allies. Gay men are most likely to report 
having “many” work allies (44%) and bisexual Southerners are least likely to report having “many” 
allies (20.5%). Transgender employees are more likely to report having fewer allies. 
 
 
Table 3.1: Workplace acceptance of LGB employees, LGBTQ Institute Southern Survey 
(n=4,847) 
 

Reported acceptance of LGB employees 

Very accepting Somewhat accepting Not too accepting Not at all accepting 

49% 34.8% 9.5% 3.5% 
   
 
Table 3.2: Workplace acceptance of transgender employees, LGBTQ Institute Southern Survey 
(n=855) 
 

Reported acceptance of transgender employees 

Very accepting Somewhat accepting Not too accepting Not at all accepting 

29% 40.1% 18.5% 12.6% 
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Figure 3.1: Awareness of sexual identity by sexual identity, LGBTQ Institute Southern Survey 
(n=4,859) 
 

 
 
 
Figure 3.2: Awareness of sexual identity by age, LGBTQ Institute Southern Survey (n=4,859) 
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Figure 3.3: Awareness of sexual identity by gender identity, LGBTQ Institute Southern Survey 
(n=4,859) 
 

 
 
Table 3.3: Awareness of transgender identity, LGBTQ Institute Southern Survey (n=856) 
 

How many people, who you work with closely at your job, are aware that you are transgender? 

All of most of them Some of them Only a few None of them 

31% 14% 21.3% 33.4% 
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Table 3.4: Company offered LGBT competency training, LGBTQ Southern Survey Southern 
Survey (n=4,379) 
 

Does your company offer LGBT competency training? 

Yes No Don't know 

22.0% 52.5% 25.40% 
 
 
Figure 3.4: Company offered LGBT cultural competency training by age, LGBTQ Institute 
Southern Survey (n=4,379) 
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Table 3.5: Corporate non-discrimination policy, LGBTQ Institute Southern Survey (n=4,356) 
 

Does your company have an inclusive non-discrimination policy? 

Yes, only sexual 
orientation is 

protected 

Yes, only gender 
identity is protected 

Yes, both sexual 
orientation and 

gender identity are 
protected 

No, neither are 
protected Don’t know 

12.2% 0.6% 43.9% 16.4% 26.9% 
 
 
Table 3.6: Does your company uphold its non-discrimination policy by overall total and gender 
identity, LGBT Institute Southern Survey (n=2,443) 
 

Does your company uphold its non-discrimination policy? 

  Man  Woman Transgender Other Total 

Yes 81.5% 71.1% 58.6% 69.4% 72.8% 

No 5.9% 9.6% 14.1% 14.3% 9.1% 

Don't know 12.6% 19.4% 27.3% 16.3% 18.1% 
 
 
Table 3.7: Corporate LGBT Employee Resource Group (ERG) availability, LGBTQ Institute 
Southern Survey (n=4,213) 
 
Does your company have an Employee/Business Resource Group (ERG/BRG) for LGBTQ employees? 

Yes No Don't know 

13.2% 53.9% 32.9% 
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Figure 3.5: Corporate LGBT Employee Resource Group (ERG) availability by gender identity, 
LGBTQ Institute Southern Survey (n=4,213) 
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Tables 3.9: Work allies by sexual orientation and gender identity, LGBTQ Institute Southern 
Survey, 2018 (n=4,327) 
 

Do you have someone at work you would consider an ally? 

 Heterosexual Lesbian Gay Bisexual Other Sexuality 

Yes, many individuals 32.0% 36.4% 44.0% 20.5% 24.3% 

Yes, a few individuals 31.5% 35.5% 30.5% 32.0% 36.1% 

Yes, one individual 11.8% 11.4% 7.9% 14.9% 15.7% 

No, no individuals 16.3% 12.7% 12.5% 27.2% 17.8% 

Don’t know 8.4% 4.1% 5.0% 5.5% 6.0% 
 
 

Do you have someone at work you would consider an ally? 

 Man Woman Transgender Other 

Yes, many individuals 43.1% 30.5% 21.6% 31.5% 

Yes, a few individuals 30.8% 34.8% 34.2% 29.0% 

Yes, one individual 7.7% 12.6% 16.5% 15.5% 

No, no individuals 13.3% 17.2% 21.4% 20.0% 

Don’t know 5.1% 5.0% 6.3% 4.0% 
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4. Corporate Response to Anti-LGBT Legislation  
 

 
When state governments are threatening to pass or have already passed anti-LGBT legislation, LGBT 
Southerners overwhelmingly want companies to “commit to supporting their LGBT community and 
employees in that state” (Table 4.1). About one-third of LGBT Southerners (29.3%) want companies 
to threaten to pull their business out of the state, while only about a quarter of LGBT Southerners 
report they want companies to stop conducting business in the state altogether. 
  
Table 4.2 shows what LGBT Southerners believe is an effective strategy to stop anti-LGBT legislation. 
Approximately 40% believe the company’s leadership should meet with elected officials, and 23.2% 
believe the company CEO or owner should speak out against proposed legislation. 
 
Additionally, we found that LGBT Southerners reward companies that support them. In the past 
year, 70.4% of LGBT Southerners bought products from companies that supported LGBT rights. 
Conversely, 75.2% of LGBT Southerners abstained from purchasing from companies that did not 
support LGBT rights.  
 
Table 4.1: What companies should do if they are in a state with anti-LGBT legislation, LGBTQ 
Institute Southern Survey (n=4,327) 
 

What should a company do that is in a state that has passed,  
or is threatening to pass, anti-LGBT legislation? 

Commit to supporting their LGBT 
community and employees in the 

state 

Threaten to pull their company 
out of the state 

Do not conduct business  
in the state 

71.8% 29.3% 26.1% 
 
 
Table 4.2: What companies can do to stop anti-LGBT legislation, LGBTQ Institute Southern 
Survey (n=5,154) 
 

What is the most effective strategy businesses can employ to help stop anti-LGBT legislation? 

40.4% Having company leadership meet with elected officials to stop anti-LGBT legislation 

23.2% Have the company CEO or owner speak out against proposed anti-LGBT legislation 

16.7% Have the company give money to organizations that are working to stop anti-LGBT 
legislation 

7.0% Have the company send out a press release condemning anti-LGBT legislation 

6.8% Other 

5.9% Have the company create an ad that condemns anti-LGBT legislation 
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Table 4.3: LGBT consumer habits based on a company’s stance on LGBT rights, LGBTQ Institute 
Southern Survey, (n=4,507) 
 

In the past 12 months... 

70.4% Of LGBT Southerners decided to buy a certain product or service because the 
company that provides it is supportive of LGBT rights 

75.2% Of LGBT Southerners decided NOT to buy a certain product or service because 
the company that provides it is not supportive of LGBT rights 
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5. Experiences of Discrimination 

 

 
Table 5.1 shows the experiences of discrimination for LGBT Southerners. Transgender Southerners 
are much more likely to have been denied a job (19.8%) compared to LGB Southerners (4.8%). 
Transgender Southerners are also over twice as likely to stay in a job they would have preferred to 
leave (35.2%) than LGB Southerners (15%). However, they are also twice as likely to have left a job 
(20.2%) than LGB Southerners (9.2%) and are less likely to seek promotions. Transgender 
Southerners are about twice as likely to have been harassed verbally, in writing, or physically than 
LGB Southerners. Transgender Southerners are also much more likely to avoid talking about 
personal topics or participating in social activities with co-workers. 
 
Table 5.1: Experiences of Discrimination, LGBTQ Institute Southern Survey  
 
In the past 12 months have you...  LGB  Transgender 

Avoided talking about personal topics with coworkers, 
supervisors, or bosses 

59.4%  76.4% 

Avoided participating in after work social activities with 
coworkers, supervisors, or bosses 

34.7%  54.0% 

Stayed in a job you would prefer to leave  15.0%  35.2% 

Been harassed verbally or in writing by another 
co-worker, supervisor or boss 

12.9%  24.7% 

Changed jobs  9.2%  20.2% 

Did not seek a promotion or raise  9.0%  22.9% 

Been sexually harassed by another co-worker, 
supervisor or boss 

6.0%  6.9% 

Denied a job you applied for  4.8%  19.8% 

Received a negative job evaluation  3.9%  10.9% 

Denied a promotion  3.8%  8.5% 

Fired from a job  3.0%  7.3% 

Been physically harassed by another co-worker, 
supervisor or boss 

2.5%  5.0% 

Been sexually assaulted by another co-worker, 
supervisor or boss 

0.9%  1.8% 

Been physically assaulted by another co-worker, 
supervisor or boss 

0.6%  2.1% 
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6. Conclusion  

 

 
The LGBTQ Institute Southern Survey yielded an incredible amount of data and insights regarding 
the workplace experiences of LGBT Southerners. While many LGBT Southerners are thriving, there 
are clear disparities in terms of both sexuality and gender. Lesbian and gay Southerners are nearly 
three times as likely as bisexual Southerners or those who identify as some “other sexuality” to be 
out to all or most of their coworkers. Transgender Southerners report lower incomes than cisgender 
persons. They are also less likely than cisgender persons to report working full-time. Transgender 
Southerners are also much more likely to have been denied a job (19.8%) compared to LGB 
Southerners (4.8%). They are also twice as likely to have left a job (20.2%) than LGB Southerners 
(9.2%) and are less likely to seek promotions. Gay men are most likely to report having “many” allies 
(20.5%). Transgender employees are the least likely to report having some or many allies. 
  
Beyond this, there are many opportunities to improve company support structures for LGBT 
Southerners. In general, LGBT employees are not well informed about company policies or support 
systems. Only 13.2% of LGBT Southerners know whether or not their company has an Employee or 
Business Resource Group (ERG/BRG). Only about a quarter of LGBT Southerners (22%) are aware of 
whether their company offers LGBT competency training, and approximately half (52.5%) of LGBT 
Southerners report that their company does not offer competency training. While a little over half of 
LGBT Southerners (56.1%) work for companies that have a non-discrimination policy that protects 
sexual orientation and/or gender identity, transgender employees are much less likely to feel their 
company upholds that discrimination policy compared to cisgender employees. 
 
Other notable findings from the survey: LGBT Southerners believe company leadership should take 
a strong role in advocating for their LGBT employees and communities. To stop passage of 
anti-LGBT legislation, approximately 40% of LGBT Southerners believe the company’s leadership 
should meet with elected officials, and 23.2% believe the company CEO or owner should speak out 
against the proposed legislation. Southerners also overwhelmingly want companies to “commit to 
supporting their LGBT community and employees” if their state government is threatening to pass, 
or has passed anti-LGBT legislation. Only 29% of LGBT people want companies to threaten to pull 
their company out of the state. In the South, which often times has the most anti-LGBT legislation 
proposed in any given year, LGBT people may see LGBT supportive companies as a refuge from 
anti-LGBT rhetoric and public policy.  
 
Additionally, we found that LGBT Southerners reward companies that support their communities. In 
the past year, 70.4% of LGBT Southerners bought products from companies that supported LGBT 
rights. Conversely, 75.2% of LGBT Southerners abstained from purchasing from companies that did 
not support LGBT rights. A recent report by GLAAD showed that 20% of Millennials identify as 
LGBTQ and 63% of straight millennials identify as allies of the LGBTQ community.  With global 13

purchasing power of LGBTQ consumers estimated at more than 5.2 trillion,  businesses have an 14

opportunity to support and reflect LGBTQ people as both consumers and employees.  
 

13 GLAAD Accelerating Acceptance 2017 Report 
14 Out Leadership: https://outleadership.com/ 
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