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Abstract

Purpose — The inclusion of LGBTQ + persons (lesbian, gay, bisexual, transgender, queer and having other
sexual orientations and gender identities) is a crucial step in improving gender diversity in the workplace; however,
till date, it remains a significant challenge for human resource management professionals. The current study
critically examines this issue of an inclusive workplace for LGBTQ + people through a systematic review of the
existing research that has empirically studied their experiences at the workplace. It also examines the resistance
and challenges organizations face in LGBTQ + diversity training and provides future research avenues.
Design/methodology/approach — For systematically reviewing the literature, Preferred Reporting Items
for Systematic reviews and Meta-Analyses (PRISMA) model has been used. A total of 101 empirical studies
have been reviewed.

Findings — The result shows that LGBTQ + people encounter multiple negative workplace experiences,
including proximal (hiring discrimination and housing discrimination) and distal workplace discrimination
(unsafe work climate, microaggressions and harassment). These aversive experiences lead to work stress while
also mandating that people manage their sexual identity and style of dressing. This stress, in turn, impacts
their work—family outcomes, job satisfaction and decision-making with regard to their careers.
Originality/value — The paper provides a holistic understanding of the aversive workplace experiences
encountered by sexual minorities.
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A report by the International Labour Organization, “Women at Work: Trends 2016” shows a
general inclination towards a reduced gender gap in the global workforce except for Eastern
and Southern Asia. Higher inclusivity of women in organizations is undoubtedly an
accomplishment for human resource management professionals (Hanappi-Egger, 2013; Klein,
2016). However, mainstream gender diversity programs and policies tend to be grounded in
prevailing heteronormative assumptions that focus on the inclusion of cisgender and
heterosexuals (Rondahl et al, 2007; Mizzi, 2013; Priola et al, 2018) while largely ignoring the
inclusion issue of LGBTQ + persons (Priola et al, 2018). In Spain, an analysis of the diversity
policies of the corporate sector revealed that they were primarily focused on women, culture
and work-life balance (Alonso, 2013); however, LGBTQ + diversity remains taboo. The focus
on women can be attributed to the fact that “they make up around 50% of the workforce; not
considering them simply is not an option” (Alonso, 2013, p. 152). LGBTQ + issues have barely
reached the policy level since they grossly make up 6% of the employees in an organization,
although there is no specific data regarding the real percentage. Nevertheless, a good diversity
program must include sexual minorities since overemphasizing heterosexist discourse in
organizational policies negatively alters their workplace experiences (Compton, 2020).

This lack of LGBTQ + inclusion in organizations also finds reflection in academic
research. In the academic arena, research on gender has somewhat been “constantly ignored
and, at best, marginalized in separate chapters, special issues, separate tracks or divisions at
conferences, footnotes or parenthetic observations” (Martin, 2000, p. 208). Research on gender
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identity, sexuality and sexual orientation in organizations was even more neglected until the
last few years (Kollen, 2021). This long absence of sexuality from management literature
(Brewis and Sinclair, 2000; Colgan and Rumens, 2014) has been attributed to two major forces;
a) perceived taboo and b) binary assumption of gender discourse in organizations (Kollen,
2021). Compton and Dougherty (2017), too, observed that a “process of silencing non-
normative identities is an essential part of workplace experiences” (p. 875). However, after a
long silence, in the last few years, the management literature has seen a surge in research
exploring sexuality in organizations; notably, most of the research in this field has been
conducted in the last five years (Kollen, 2021). This positive change might be attributed to

(1) the recent legal formulations that have decriminalized homosexuality across
countries (Byington et al, 2021), a phase often being referred to as “second wave”
decriminalization (Perrin, 2022) and

(2) growing size of LGBTQ + identification (Badgett et al, 2021; Byington et al., 2021).

This growing research interest in sexual orientation in management has gained momentum
in the last few years (McFadden, 2015; Hebl et al.,, 2016; Kalargyrou and Costen, 2017; Ng and
Rumens, 2017, Webster et al., 2018; Byington et al., 2021).

In recent times, a few reviews have provided significant clarity in this field. For instance,
Byington et al. (2021) provided a visual representation of the topic trend associated with
sexual orientation in management literature using a science mapping framework. They
observed that the state-of-the-art of sexual orientation in management literature is divided
into individual perspective literature and organizational perspective studies. Ng and Rumens
(2017) critically reviewed and reflected on the importance of workplace inclusion for
LGBTQ + people. Webster et al. (2018) focus their study on LGBTQ + supportive
workplaces. While most of the existing reviews have taken management and organizational
perspectives, Velez et al (2021) recently reviewed the psychological research on career issues
experienced by sexual minorities by employing the content analysis method. Thus, whereas
few recent reviews address LGBTQ + issues in organizations, there exists a relative dearth of
studies that systematically review the existing literature from a psychological perspective.

Thus, the current study aimed

(1) to systematically review the state-of-the art of literature that addresses workplace
experiences of LGBTQ + individuals.

(2) to identify and critically examine the major psychological variables and processes
associated with workplace experiences of LGBTQ + persons.

(3) to develop an integrative theoretical model that connects the existing variables.

Method

Systematic reviewing “uses explicit, systematic methods that are selected to minimize bias,
thus provide more reliable findings from which conclusions can be drawn and decisions
made” (Green et al, 2011, p. 12). To ensure integrity, accountability and transparency in the
analysis (Moher et al., 2015), the current study has followed the Preferred Reporting Items for
Systematic reviews and Meta-Analyses (PRISMA) statement (Page ef al, 2021). The current
study examines the critical issues related to the workplace experience of
LGBTQ + individuals by systematically reviewing the research.

Search strategy
At first, a computerized search was conducted on Web of Science, ProQuest, EBSCOhost and
Scopus using a combination of key terms, such as “LGBTQ + AND Workplace,”



“Homosexuals AND Workplace”, “Gay AND Workplace”, “Leshbian AND Workplace”,
“Transgender AND Workplace” and “Bisexual AND workplace’ in the titles or the abstracts
(search results are presented in Table 1). The first and second authors conducted this round
of searching independently. This initial search (with the filters of inclusion and exclusion
criteria) led to the identification of a maximum of 2,108 articles (ProQuest = 2,108,
EBSCOhost = 146, ScienceDirect = 449 and Scopus = 1899). After removing the duplicate
records, we conducted an initial round of screening with an emphasis on titles and
keywords. At this phase, 760 articles were excluded as they were irrelevant to the current
review. After this initial exclusion, 213 articles underwent a full review, and of these, only
102 articles were found relevant to the study. Because of the huge volume of articles, the
first and the second author divided the screening task into equal halves for full review;
however, they consulted each other in case there was any confusion regarding the
inclusion/exclusion of any article. Articles were included/excluded from the list only when
the first and second authors had a consensus. After the list was prepared, the first and
second authors rechecked and rereviewed all the articles included. This step was
conducted to ensure that only relevant articles were included in the final list. Out of these
102 articles, one article was not accessible. Thus, in the end, 101 articles were used for the
review. We prepared an excel sheet for all the articles with information on author names,
year of publication, journal name, sample, method and major findings. The PRISMA result
table is presented in Figure 1.

Inclusion criteria
For the current study, we have used the following inclusion criteria.

(1) Study participants: LGBTQ+ (lesbian, gay, bisexual, transgender and queer
individuals)

(2) All workplace settings (technology organizations, science and engineering sector,
health organizations, etc.)

(3) Peer-reviewed papers published in English. Book chapters, conference papers and
theses are not included as there is no way to ensure the rigor of the peer-review
process in these cases (Eva ef al, 2020).

(4) Papers published in the last twenty-five years (1997-2022)

(5) Empirical papers that involve primary data through qualitative, quantitative, or
mixed-method research design.

We have excluded studies that deal with
(1) cis-gendered and heterosexual persons as study participants
(2) school or university settings
(3) deals with students
(4) deals with part-time employees

(5) review papers

Synthesis of the papers

For managing the huge number of papers, at first, we took the help of tabulation (Petticrew
and Roberts, 2005). For synthesizing the findings, the three-step approach (Petticrew and
Roberts, 2005) has been followed. This involves
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List of primary studies
derived from PRISMA

Table 1.



LGBTQ+ in
workplace

Table 1.

(panunuoo)

A50j0Yyohs Suturen
01208 Payddy AJISIOAID UI SONSSI [BNX9SI] PUR
usLIRdXd Jururern sIpuren pup Luunuuno’) Ae3 ‘ueIqS9| NOQE PIYSE SUOLSINY)
ANSAIP BILIYT SN ANSRAIP ET = N MIIAIIUL dATIRII[RNY fo puanof 6002 9971 :uonoR Ul SUoneal dnoigmuy yeqezIfy ‘[9d
suoneziuesIo 91 gy ut
JUSWDAJOAUL 0} SIOLLIB(
SE uorouny SI10joey
Ppaseq -Arunwuod $201049S [DII0S SUOLBZIURSI0 [g ‘ysno
pue ‘Teuoneziuesio uviqsa| pun 01997 ueyjodonswuou 2 “D 7] U9y
‘[enprarpuy vSn 9l = N MIIARUI dATIRN[RNY (D5 fo jpumnof 910¢ LI Ul JUSWISAJOAUL 0] SIOLLIRY “S N “A9p0e]
(pue[3ug Ut UOSLI] S[RIN NPV
Anpaour soepdyiom I01JJ0 UR UI) I901JJ() UOSLL] 9[ewa,] Aer) e
pue eiqoydowoy uostId aeuwsy Aydeidouyyeome  2oysnf puiie) Zurag Jo Junody drydeisouypomy
‘uoneaNI3[qo [enxas SN £y 1 =N SATIEN[ENY) PUD U0 2202 UBIqSI] uy :S3upue] oy} SUIAIAING S ‘uoxXIN
oe[dyiom
JuSWdO[PASD [BUOLBUIOIUL UR U
SIOIIOM Ayonxasouroy WSI[BUOISSAJ0Id019197 SULIDIUNOOUD
WSI[RUOISS?J0Id019)9Y BpBUR)  PIEJ[BW AT @  MOIAIUI SALBI[BNY) Jo ppuanof €102 Aeny 1 219y sAe3 Aue JuaIe 91y, D ¥ 1ZzZIN
UONDIUNUULOY)
ssouasng SaI[y 2or[dsjIom S ‘UaLIB A
drysAJe soedsiom SIAme[ Jo puanof SuAJUIPI JO PRO[ [BJUS ‘08 ‘sSunsey
JO SULBRWASUIG VS ‘SMIIAIIUL GE  MIIAIIUI ABI[BNY) [ouoyDULIIU] 0202 +OL991 9y L, :Sursewesuss + O] HNCRELUN
S)Npe SunoA [enxasiq [ ‘wewudry
pyonxasoutof] pue ‘AB3 ‘URIGSI] J0J USIRLIIUL 29 “Y g ‘TouuIyg
Sunyew uoISIAP 19918 VSN II =N MIIAIIUI dATIRI[ENY Jo puanof 0102 991 AMUIPI PUB J99IBD JO SUIONB] “7 'H ‘SuoA7
SsoudA1}dadax y[ ‘wewpoon)
PUR QOUBISISAI (IO 'Y ‘SSouyIeH L
£q pezLisiorIRYD SUrureI) S[eyIo &J42140N0) “IR[[OAY Y] ‘OoN[a(]
ANSIDAID OLIDT JUSWADIOFUD Judugojpaacy Suuren) ANSOAIP OILIYT N[ ‘BIeSINeg
pIemo) sosuodsoy VSN MB[(OZ] = N MOIAIUI SATIRN[RNY) 2041052 UDULNE] 2102 OLIYT 0] JUIURDIOJUD ME] JO SUOLIIRIY ‘L ‘PrIS]
10998
Qor[dyI0M 3] UL 10J99S 918D sapnys 918D pade pPUE U)[BdY UBRHSNY S ‘ufpuay]
No Juruod SunenoseN  BIRLSNY ey F = N  MIIARIUL dARI[RNY  upiqsa] fo [punof S10g SUBIQSI| 9} Ul JI0M PUR SURIQSI| LOP[O) 2 “IN ‘seysnyg
SoqeLIBA AdY] Anuno) Jrdureg POYRIN uanof uonedqnd uorjesqns PILL sioyny
Jo 1e9x Ayuouru

[BnXag




(panuruod)

UOL)BUIILIDSIP

SIOQUIS]A

90B[dYI0 A\ UONBIUALIO upuiy) Arunuuo)) ©1g9T JO seousLedxy]
[eNX9S [BIURWOY A0J2SANSDY ‘BIURWIOY Ul UOHRUILILIOSI(] D NLIROBA “Y
DLIHT -Anuspt Jopuagd BIUBWOY 0l =N  MIIAIUI dALRITENY vI50j0Y 1S 2208 0LIY1 0R[AYIOA\ POSeg-AIIUSP]  BO[PARJ “Y BUIOA
soofojdurs uelqs9| pue
Ae3 J0 $9s59001d A)NJUAPI [BNXAS 9
03 yoroidde UBIP[NEINO,] Y :¥Iom
JusURFRURW SURIQSI| Je Aipenxas(owoy) Jo uononpoid
Amuapt [enxeg wniSPyg puesAe3 [¢ =N  MIIAIIUIL JANRI[ENY)  SUOYD]IN UDULNE] 1102 uelqso[ ‘Aen) AU} UI SI9FIOM-0D JO 9]0 Y], I ‘PR UBA
UOLJBIRYDI [BUOTIBIO A
OIBISAI ATIRII[RNY)
‘Adery) [euonednIO()) S9[01 I33I0M I3} 0 pIe3al S opneqry )
‘{uonyedndd() M ‘umo], ade) utr Sural] ‘uowr  ade( “ [, 1Z0yqor)
{NTENXISOWOH BOLY £e8 JO $A0ULLIIAXD PIAI] ) JB 0O[ “7 SOA 9 “1
{SIOPUARJO-XF] ynog €I =N MIIAIUI dATIEI[ENY) a0 G102 sAen) Y :s£e8 1oy premioy JHOIVILSION -D uuog “S 100§
ey
JusWRSeURW AIUSPL s9afojdws avyag [puoyvIoA 4 “D ‘poodysnoioy],
JOIFU0D AR} vsn q7ES MILATU] Joumof 110 FOT SIIFU0D AISIAUL ‘SOILIe] A[GISIAU] g Y ehneg
ueIseq
Ul S[ENPIAIPUL I9PUISSURI) JO
Qyvnxasoutoy UOISIOSP 9.MSO[OSIP 34} PUB SI0JOR] S ‘booreq 2 “n
UOISIOAP 9.NSO[ISI(] ueISRJ  S[BNX9SSURIH Q]  MIIAIIUL dATIRI[RNY Jo puanof Q107 IopuaBsueL], [eININO0100G :Pateordwiod $ 1]  ‘Tey3njy “y ‘PIdes
JUSWUOIIATD I0OM
soafordws PLIHT Spnys sursmu Sursmu woIy S90uALIdXa J(LIISIP N ‘uoss[Ie)
Aq paoe} UOISN[IXa [0S [enxasowoy Apyonxasouoy udw ABS pue SUBIGSYT juonsanb 2 “S ‘e[euuy
‘quatsseIRy ‘90UaSI[SoN UIPIMS 12 =N MSIAIIUI 2ARI[ENY) Jo puanof 1002 AeS ‘UeIqSYT 9y} SIIBY) 9PIY 0 JOU 10 IPIY O], “0) ‘[yepugy
1z =1 Swsmu N ‘Uoss[Ie)
Jels Susmu Apyonxasoutoy Ul UOTJRITUNUIIOD [BCISA-UOU PUB 3 “Q ‘ereuu
Papn[oxe Suia( Jo Jes] uIpamg [eNX9SOWOH  MIIAIDIUL JATJR)I[BNY) Jo puanof 9002 S[BNXISOWOY  [BCI9A UI SUONAWNSSE [BNX3S0I3)9H “0) ‘1yepuoy
eipu] ut 9[doad Jepusgsuen)
Lyog Surfojdws suonesuesio
sIouren agnd fo pusnof 10§ seonoead 389 pue samiod ( ‘elefwmog
oe[dyIom Ul SURA-[[PA\ BIDU] AJSIOAIP GT = N MIIAIIUI dATIRI[BNY) [uoyvuULIU] 6102 JOPUISSURIL],  UOISNOUI PUB ANSISAIP 30B[dI0 A 2 “[ ‘dijiyg
So[qeLIRA A93] Anuno) odureg POYIBIA Jouanof uonedrqnd uonoIsqns L soymny
JO IR X Kuounu
[enxag

EDI

Table 1.



£8 -
e 3
=g &
8
5=
—
(panurguos)
usu Sannuapt
Ae8 Suowe doe[dsIom Q0e[dyI0M S, U PUB)SIIPUN
ur 1epuag Jo souruLIoLd Apyonxasouoy 0} 100} B SB AJI[BNXas JIUOwaZoy
JO JUSWISRUBIA SN USW ABS ()¢ = N MIIAI)UI ALIRIBNY) Jo puanof 0202 sfery  Furdo[aas( :8Ang Ae3  Aexo, ayJ, L ‘oradg
S[ENpIAIPU DLIYT N
uowe suorjendse poylowr A10)S At Apyonxasouoy Aoymy, 90y % “O ‘Teheqg
PUE SILIO)S J9dIR)) Aaxm], =N [PATIB)TENY) Jo puanof 1202 OLIY1 Ul -9 JO SILIO)S 191D A ], “0 MrSeIn
sourdd[IyJ 9y} ur SI9JULD [[Bd )
Io3I0M 4191205 [eqO[3 J& aNn[eA J9anb pUB SIoYIoM
anoge[ aanoay  seutddiiyg  Odd outdii,] f  MIIAISIUL SALIRII[BN) pun 4apuas) 910¢ JopuaBsueL], Jopusgsuel], :10qe[ Ie[jod-a[ding A ‘praeq
{01908 £391008
Jvalalinc] pu Juaukojquisy pue juswhojduw] SI0 A\ ‘SIZIURSI()
Surziues1o a0e[dyIo sn 20 =N MIIAIUI dATIEI[ENY) a0 0202 990D POOX) 9N SIONIOA 99Ny AYA HNUSLIL,O
suonezue3I() [eJIIF dAISN[OU] d
s9afordwe SowA] Ssauasng 10J 359Ny SABY) PUB SULIGSY] miAD ‘SN
QINSO[ISIP-0IIIA BIpU] OT0F =N MIIAIUI dALBI[BNY) Jo puanof 2202 £e8 ‘ueiqso] URIPU] :98BIN0Y) 0} JB9,] WOL] WSI “3 ‘BYUOION
Jurouayis Q0e[d¥I0M dY) UI A)[BNXIS
U3noIy) 310M Je  SsuLiou, UOYDIUNULULO)) SanLIOUI -00 Jo sseo01d [nd-ysnd oy} S{ ‘A&eysnoq
[enxess Sururejurejy; SN Z1 =N  MOIAIUI JALRIBNY) Jo puanof A4 [enxXag pue SUDUAIS A[enxss Surziuesi( Y0 ‘uoydwio)
[unof
[puoyDULIU] WY
JUAUMISDUDI
pun
SUOYDZIUDSA() Apmis
JUSWIUOIAUD SMIIAIUL U1 YoV 9SB) B [JUSWUOIIAUS JIOM JAISNOUL
SHOM SAISIPUL OLIDT vsn 2¢ = N Apms ase) aaneyiend 20 DYONE) Te0¢ 01991 OLT ue SUHES1D Ut SIATO[ 'Sdiredo
Qoe[dy{IoM Ul AJI[BNXS $90e[d3yI0M URI[RIISNY Ul SOFURYIXD
$,9U0 JO U0ISSaIdxd o1qoydowoy Surssauyim saafojduwa
SAUIULIZISP ANUSIWOD pue ‘Tenxssiq J99nb pue [enxssiq ‘AL3 ‘URIGSI|
oiqoydowoy SUISSAWIA - BI[RNSNY 00 =N  MSIARIUL SAIRI[RNY)  SUOUD]IY UDMNE] 210¢ ‘Aeg ‘uelqs9]  Sunoy :Aseydiiad 9y} UO SISSIWIM dSUIm
S9NSe[[0)) J9ang) JOp[() pue
SIONIO A SUIATNUIPI-OTT SUNOX
UONBUTILIOSIP Ymog JO SUONORINU] Pased-3I0A A,
oedioy  erensny PE=N Aol dAnRIENY [T Jo jpusnof 0102 OLgOT  Bupyo] ‘Sunoddng ‘Sunosuuo) d 'sm
SoqeLIBA AdY] Anuno) Jrdureg POYRIN uanof uonedqnd uorjesqns PILL sioyny
Jo 1e9x Ayuouru

[BnXag




(panunuod)

AN[IAIOUL 9AT}OS[S
SgOT usSSeIRY

oe[dyIo

{UONBUTIULIDSIP ‘SUlA[Ng suostad USOLI AU} Ul AJ[ENXaSOWOH (] SIMT “H [P0H
‘Lyrenxesowoy-nue SN gOT0S =N  MSIARIUL ARI[ENY) 450701205 S10g S[BNXISOWOH -Quy : [RUOSI9] SUIYION SJL, “y Imopsreury]
Ayparour aoe[dsom

o1pnfoxd [enxas
WISPOW UONBUIWILIOSIP T Ayenpunjy
UIdpou 0y soako[dws 01/ [puosiaqaguy IpnfeI] [BNXg “y seualy “H
SUOLBZIURSIO DAISN[OUL SN 0168 =N  MIIAIUI SALBI[BNY) Jo puanof 8102 £e8 ‘ueiqsa] WIBPOJA] SB AN[IAIOU] 90R[dIIOA\  [90H “(] 0IIBIN I(]
Seslicisclibe] doe[dsjiom
90[dyI0M pUB AJI[ENXos Aynxasoutoy WIB)SOMPIJA] 9] UI A}[BNXS
[euwiou Jo uondadisg S ZI =N MIIAIUI dATIBI[ENY) Jo puanof  0Z02 +OLg9T . JBWIou, JO SATJBLIBU I9)SBW 3y, Y ) ‘uoydwo))
0UILIRAXS WO0X Qyvnxasoutoy Qoe[dyjI0Mm 110dS 9y Ul
190] ‘QousLpdxa sy10dg SN UBW AB3 )] = N MOIAI)UI dALB)I[BNY) Jo puanof 1102 Aer)  S90UALIRAXD S, udW ABX) :310dS T8 US| S 'H ‘Iiear)
A3ojouto9) Suwsuisus pue
PUR 90UADS JO 90ULIOS UI AJNOeJ Jopuadsuer) pue
90B[dYI0M UI LIOJWOOSIP SIaquwr Aynoey ‘[enxas1q ‘ABg ‘UBISI] J0J S1RWIO [V Yremas
PaouaLISdxs ‘A[HSOH vsn OIVL =N MR ARRHENY  ppunof YSMN 6002 Ld9T Onuepedesy]:J[533,Uop Nseiuo(, » “q ‘erowig
Aoy, ur
soafo]duwo [enxasiq pue Ae3 ‘UrIqsd|
U0 RUILIOSID soako[dws Jo sdousLIRdxXa Ay Juriofdxy] N
UOIBJUSLIO [BNXS Aospmy, Y102 = N MOIARIUL DANRI[BNY)  SUOYD]aL UDULNY 1102 g9  UONBUIWLISIP UONBIUSLIO [BNXSS  MINIZ() URYadS[Ig
doe[ds1om Jy) soakordws Ansnput
03 ssauSuIsuoaq 1y3Jy A3ojouto9) {21908 o9} Y} uI saumgax Ayjenbaur MA
QABY USWOM OLIT SN Sl = N  MIIAI)UI dALJR)[ENY puv 42puaL) 2102 19N JurenjogaN S[IS Y993 PIN[J-Iopuss)  QUIMJ, 1 ‘Aly
doe[ds{1om 9y} Ul SuoneIdadxa
R AJiuwey [euoniper) 9Seur
UOYDIUNULULO)) soafordwe 9[3uIs pue P Lg9] 11BY3no(g
Aqurey payaqy MOY SuLI0[dXd SISA[RUR 90UISIIAID 'S a1qga(
[euonipen ‘SuLyl) SN 09 =N  MOIAIUI dATIRIENY) Jo puanof 102 OLIH)T Suuesw/a0usSIoAU0d 95 ngue] y  pue UOXI(] Auudf
uorsnou pue ad
S[enpIAIpul AJISIDAID JO BI9 9y} Ul dueydedde  ‘sereg 7 “[ ‘901N
O1gHT Suowe 20%[d310M JO UOHONISU0D Y ‘WeISu[ “I\ "L
doue)dadde 20e[dI0 \\ VSN 0G =N  MOIAIIUI ALIRN[RNY)  SIUILLNY) [DIDOS 0202 OLIYT S)Npe SunoA AJLIoUIW [BNXaG  ‘UOSIIR[ “Y[ ‘Ous)
So[qeLIRA A93] Anuno) odureg POYIBIA Jouanof uonedrqnd uonoIsqns L soymny
JO IR X Ayourux
[enxag

EDI

Table 1.



£8 -
+= =
=g &
28
Be
—
(panunuoo)
Amuapt saonoeid
OLgHT Sursopsip soakordws [eUONBZIURSIO Ul PAPPICUD 7S ‘uejo
Jo 10301paid & se sanrjod Auourw-19puss A9aans sopmis 1SN JO 901 Y ], :2INSO[ISIP ‘0 ‘ysouy] ‘S
[BUONBZIUBSIO UL JSN], BUIY)  PUE -[ENX0S [CF Apns sAnEIUENY UOYDZIUDSA() 8102 +OLIOT senuouru [enxos Sururerdxy  ‘auyez], i qede)
+OLIOT Sk AJuspt oym SI9Ame[
PUE SOI[ICESIP M SIOAME]
PP puUn Aq pe110dai SeIq pUB UOLRUIWILIDSID
UOLRUIULIOSIP Aoams  mwy o pusnof :uorssojoId [BS9] UBdLIDWY VoI OSIM
JI9A0 pUR J[IqNS SN SIDAME] 06G°C Apnjs aAneuENd) UDILIULY, 1202 +OLIO1 9} Ul UOISN[OUL PUB AJISIOAL]  ‘TUISAH -J ‘Youeg
saakodws AeS pue ‘uelqs9| IN ‘ueueyong
JusWILIRdX? A3 ‘ueiqs9| ‘I9puadsueI) PIemo) JUSSSRIRY ‘HI ‘so[nes
JUSWISSBIRY] [BNXIS sSn 6.2 =N Apnys aAnelIUEny) $9103] X3S 6102 ‘Iopuagsuel], [enxas Jo suondsoied (smu) A& ‘LS ‘esseig
uLrey [easAyd pue
‘WLIRY 1991 ‘UOI)R[OIA
Awouone Jurpnjour /SIS
S1oadse pajeI-Ajudi 20DSUNUPY AnuSip soe[dyIom Jo
SyeaIy) S)npe Sursyiom Jo puanof SOULLIRAXA B 1,0’ SUIpuBISIDpU()
A)1Mo9s pue £19JeS SN OLIYT9E =N A9AIms dAneNENY) uvpYUn) L2102 OLIYT  ¢¥Iom 03 JesAwr SuLiq 0) 9yes )1 S| Y] ‘seon’ {[Q ‘Toyeq
Arenxag sxapraoid
£199N{) DAnRITENY pue s)SIS0[01SayISaUE + B LIHTSE D) O[PI0T
{ANTARWLIOLID] vISaYiSovuy; PUB USWOM JO UOHBUIULIDSIP A Weysry
{UBIQSY L19PURY) (ABD) jle) JO SISATRUR JU9)U0D 9A1S[01d “[ RIBA) “INY
SUONRUIILIOSI(] RNy epeue)  sjuopuodsar .1 A9AIms dAnpENENY) Jo puanof 2202 +OLAYT  Iuele] Y :ul Sumpiy Jo no Suipuelg  uewxal “3 [ [99d
Burd£10919)8
PUE ‘UOLBUIILIOSID 10
‘JuawsseIRY JO S30UB)SUL sooe[dsjIom SWIRI[IA\
918 919Y]) ‘SUOLjRZIURSIO wn224s Apuaty-Aes ur Ayenbauy 2 “Y ‘B3uIP
A[puoLy-Ae3 oY) Ul UsAF] VSN 7€ =N  MOIAIUI dATIRIENY) 01500190 8002 Ae3 ABS 3uq I10] UOHNALIPAI ON], “d ‘oanin)
UOnRIYIIBIG A)[enxag doe[dsjiom TND SUSYII A
{A[eNXISOWO 9} JO INO SUBI(SI] PUB USW £BF “S JPIBM
{AIUINOSBWORI9H vsn Sl =N  MIIARIUI dATIRII[RNY 59104 X2§ 2002 ueIqs9] ‘Aed  Surdeay] :ANUINOSBW SSB[O SUIYIOM “oy ([ JOLIqUIE
SoqeLIBA AdY] Anuno) Jrdureg POYRIN uanof uonedqnd uorjesqns PILL sioyny
Jo 1e9x Ayuouru

[BnXag




(panuruod)

01029002

‘JeIS puE SIULPNIS AIBPUOIIS

soafoduws ess poddns 2uajo1) gO)T-Uou SNSIA goy Yo
OLIHT Suowre £)ofes pue Suryoes) Aams [uosLadaapuy JO 9esun Sul[ed) PUB PAOUSLIIAXd
JO 3{0®[ JO SUI[99) Y], SPUBIOYIN 00€8T = N Apnjs aAnejuEnd) Jo puanof 9102 991 9OUD[OIA JO SIOJRIIPUI [00YIS 1, ‘oo
( ‘sowrey
S[eNPIAIPUL D) I9PUSSIO 71 ‘19pnasey
YoUDISA PUR JOpULSSULT) JO SAOUSLIDAXD -IRJIRpUaSuR|
UOTJBUTULIDSIP puv Y10/ UOTJRUIILIDSIP JO uosLeduwiod 7N ‘SITeM
JuswAodurs AoAms 10§ 40/ §12100S UOIJRUTIILIDSIP JuswAo[duws pue 1A PRYIYM
pue Suisnoy SN 828¢ = N Apnis aAneuend) ayy fo usmof 9102 Ogo1  Suisnoy ysnoay) wpussd Juniog S ‘Lrepesy|
Qoe[dsIom ay) ur
soafoduwe O g9 10 ANUSoy pue VY ‘813qp[o9)
soafojdwo soofordwd Aams JUIULSSISST/ 310ddns Suipue)siopuy) :AJI0JudAUL ST PremsQ N[
OLIDT 10§ 23Ul IO sn OLaOTery Apmis saneigueny) 122409 Jo puinof 6102 OLIOT  Sewip [g9T U SULPISU0FY  ‘Yst] :OF ‘Uew]oH
uow Aeg
uonoejsnes qol pue PUR SUBIQSI[ 0] UOLBIUSLIO [BNXIS
90'[d3[I0M UI UOIIBJUSLIO Aams Apyonxasouoy S@9UO INOqE $sauuado Jo 99139p q H 9188y
[enxes Jnoge ssouuad() sn 191 Apnys aaneIURnY) Jo puanof 8661 ueiqse] ‘Aes  pue uonorysyes qol Jo ORI Ay [, 2 TV ‘S
JUSUUOIAUD oueuLiofd pue ‘A39)ens
J[I0M AN ‘KYISIDAIP siojensiuwpe AVSIDAIP ‘ANSISAIP UOLIRIUSLIO
0] JUSUNIUIWOD ‘ANSISAIP on9[yIe A9ains Qyvnxasoutoy [enxas Suowre diysuoriefar 3yl
UOI}BJUSLIO [BNXS Sl [9AQ[-IOIURS £69 Apnys aanjeyIURNY) Jo puanof 1102 19971 Sutunuexy 3ejuespe [gOToYL 9 ‘weysuruun))
UOTJRUIWLIDSIP
Q0B[AYI0 A\ TUBWOA
‘SONLIOUIJA] ‘S[BNXISOWOH $21040S
{UONRUILILIDSIP 20yDHSUNUPY S[BNXASOWOY IO ‘SYIR[q
Juswfoduwsy £oAams Jo puanof ‘USWIOM - UOTJRUIWULIOSIP Pajepl  ['S uewilIeH “A”]
{UOTOR SATJRULILTY sn 7S = N Apnys aAneIUERNY) unpvun)) 8661 S[BNXISOWOY] -YI0M JO Y[SLI JS9)BAIS 1B SI Oy \\ o “IN'S Mox)
I IPH ® )
Ssans Anouvyog 90B[dYIOM 3} UI UOLBIUSLIO 3 ‘Speang-dumi],
ALI0UI ‘UOT)RUILILIDSIP Aoaams [ouoyIOA [BNX9S PUB JOPUSF JO UOLIISIDIUL “ ) “IONOIIN
or[dyIo M SN 612 = N Apnis aAneuend) Jo pusnof 6102 +OLIO1 ) uo Apn3s y :f wiry Suije] “Y ‘uojsurLio)
So[qeLIRA A93] Anuno) odureg POYIBIA Jouanof uonedrqnd uonoIsqns L soymny
JO IR X Ayourux
[enxag

EDI

Table 1.



£8 -
e 3
=g &
8
5=
—
(panunuoo)
9INSO[ISIP W
PUE IB9J PauIuLIogop JI0Mm Je [[PMUI0))
UOIJRUIILIOSIP A50j0ya8sq UOI}BJUSLIO [ENXS JO 9INSO[ISIP pue 3 “y ‘yswg
1sed PIAIIId] VSN 6 = N Apris saneguend) paydan fo puinof 2002 ueIqSI| ‘ARD) Je9J DQISIA J[ISIAUL 94} SUINBIA “3 g ‘suidey
wopsury pajun
PUE S9)BIG PIIU) 9y} Ul SJUsp)s
pue s[euorssajoid ATeuLoleA
UoYIIOSSY [enxase pue ‘Furuornssnb ‘1eanb ] ‘B2AZd105)
1D ‘IJopusdsuel) ‘enxasiq ‘Aes ‘uelqs9| N Yooppey)
s[euorssajotd Lavura)a J0J 9INSO[OSIP AJUSPI PUR ‘DJBWID ‘D ‘PeyduIe)
ATeULIa)oA £oAams UDILIULY, [00yds pue 90B[dyI0M ‘SOWOIINO ‘S ‘Joduwrery
QIMSO[ISIP ‘YI[BaY [BIUSA! VSN +OLIYT 079 Apnis aAneuend) Y1 fo pusnof 0202 +VIOLIYT UIBY [BIUSW JALRSIU JO A9AMS SIL MM
S91dN0d Xas-oures VN e
QL1 =N) AnoDYog 10 310M JB 9INSO[ISIP UONBIUSLIO 29 “¥ T ‘TBI[O0]
uonoeysnes qof ‘1040 [[ids $9[dnoo A9aans [ouoyIOA [enxes Jo 1oedwl 9y, y10m “y ‘AeN-I0[I0g
‘SaWIO0INO ATIUIRI—3[I0 SN X9S-9WeS 68 Apnis aAneuend) Jo ppuanof L1102 S[ENX9SOWOH B SUIPIY W [ JeyM dwoy Jururrg T "y ‘UOSWERII\
a
‘sowrey ‘AN ‘S[[eM
Juewsserey P Lg9T YIUDISIA 1 ‘19pnasey
JO s10301paad [eUOnIppR puw 4044 610Z pue ‘Tenxosiq ‘Aes ‘ueiqs9| "synpe -I9JIPpuUaSuR|
SE UOIJBINDA JO [9AJ] AoAms 10§ 40/ §12100S I199nb pue ‘Tenxasiq ‘Aes ‘ueIqs9| IS ‘Lrepesy
pue ‘98e ‘Amuapt [eroey SN 069 = N Aprys aAneuend) ayy fo punof Fuowe JUsWSSLIRY JO SIONIPILJ :SINIUIPI JO SPROISSOID 9y, 1A PRIIYM
(erduwes
pajesie) ay) Jo HI ‘S9[19S AT
9%0°2E) seauren J9JUAD [BIIPIW JIUDPRIR  ‘BUILIO)) 7 ‘1SS
€86 pue ue Je £)noey oyo pue suenisAyd gy, ‘uosuyof )
(erdwes pajagiey JO JuswSSeIRY [BNX9S Jo joeduut ‘TURMS[RUINIDJ
Y1 JO 9%6'G7) A9aIns  ywapy s, uautop PUB 0UIPIOUL 3] JO UOIIRUILIRXS ‘LS ‘[Psseig
JUSWISSEIRY ISIX9S0IRI9H] sSn £ynoey 6oL, Aprys saneUEny) Jfo puanof 0202 +O1L9d91 9[eIS-95.1e[ B 00 PIIN # 'y ‘sesrep
soafo[dwe AILIOUIW [BNX9S
A0100Yag] PuR I9puas Jo APN)S SABM-991Y]) @ “Ang
soafo[dus £oAms [uoyvIOA sopuouru 'y :A109y) Surspiom Jjo A3ojoyossd AT Yuereq
diysioumo [eargojoydssd SN SINPR. OFZ Apris sAneIUENY) Jo puanof 0202 [enxas urm diyssumo [ed30[0ydAS ] MY g
SoqeLIBA AdY] Anuno) Jrdureg POYRIN uanof uonedqnd uorjesqns PILL sioyny
Jo 1e9x Ayuouru

[BnXag




(panuruoo)

USPIMG TWO.IJ SUIPIAF] H Smquyemg
UOIJBIUSLIO 91 929 (£oA1ns) Y0402 Paseg-A9AINgG UONORISIIRS  “[A] IPRISIBWWRE
[eNxag uorjoeysnes qof uopomg  ‘sofew AeS ¢/, Apmys aaneuend)  £oquy o pusnof 0202 uelqsa ‘Aer) o[ pue uonBJUSLI() [BNXS “1 UIPIY
Qoueydaooe 90uR)deddy-J[9S PUB JUSW[BIOUO))
-J[9S PUB JUSW[BDU0D Suyasuno) -J[9S JO SA[0Y A, :seoueLladxy]  uruSuoyy ‘Suepy
-J19S ‘drewr)d doedyiom soakodurg] (£9A1nS) Juausojqutsy [e2130[0Y2AS ] S9akojdwy] Usmoery ‘N :Jurx
uado Jo uondsdiog BI[RSNY GIE =N Aprys aAnEIUENY) Jo puanof 6102 g1 g9 pue sjewr) a0e[dyiop uad() ‘Suep oy ‘Suer
d ‘uuy)
Fuisanu 9oe[ds[10M 9} Ul Sa0URLIdXD 'S ‘A9 'S
JUSLUSSEIRY [BCIOA (£9A1nS) [DU01SSIf04] Sesmu Furuonsenb/isenb pue  ‘9[qqi( [ ‘ydssofsq
“IOIARY3( AJIOJRUIULIDSI(] VSN sesmu ‘197 = N Apris sAneueny) Jfo puinof 1102 OLgYT ‘Iepusdsuen ‘Tenxasiq ‘Aes ‘ueiqse| ‘[N ‘uosery
Y2402S2y
[015010190S T USWOM 910¢
UOLBUIWILIOSIP SULTH] sn 008 =N ) Apnis aanejueny) SN20S 9102 UIWOM 1IN Joonb Jsurese UonBUIULDSI(] BRI ‘[OYSIA
S[eNpIAIPUL O 9T JO (yuawLRdxX?3) Jno,, SutAdde Jo s30uanbasuod q N 9y
Ajiqeany pue sspy SN 676 =N Aprs aaneinuendy 0202 1497 syueondde qof [goyTjo suoneneay “g Y ‘SsTuRAig
uorsmouy
Apsaoauq SoFessow eipaw [eIpnfoid
&pyonbsy JO S109JJ9 9y} SUNSI ], JUSWU AJLIOUIT
UOLRUIULIOSIP SuLIy (JusuLIRdxa) YoUDISA] udwr AJLIour [enxos Jsurede UONRUIULIOSID  anDIUO\ T ‘PIepy
IS ISIXIS0II9H sSn IL1=N Aprs saneURny) xa8 fo jpuanof 910¢ [eNxX9S  SULIIY 9SNED JISNIUI JSIXAS019J9Y UB))  PUR UIASY] ‘Jopulg
JusWILINdX ol PISeJ-JouIajul
‘A)10-moy y ¢sqol 1oy Suikjdde
(yusuLIRdxa) Apyonxasouoy USUM JSUIBSR POJRUIULIDSID q W3upM 2 ‘N
UOLJRUIILIOSIP UL Sl SAWNSAI ())9F Apmys sAneIUENY) Jo puanof €102 ueIqsa| ‘Aeo) SUBIQSI] PUB UsW A6 a1y ‘90e[[ep) “[ ‘As[req
UOISISAR YSLI PUB UOHRUIWLIDSIP
(yuswLIRdXa) Apyonxasouoy JuawAoduwo uo JuswLdXo qe|
UONJRUNULIDSIP SULI wnispyg 222 = N Apris aAneuend) Jo pusnof 8102 Aery Y :ysuI e urye) ‘uew AeS e SuLIp] S 9aerg
BWS1S {UONBIUSLIO
[enxas uonesa1ses (AoAms + JuswiLdxa Q0r[d3I0M I} UI SUBI(SI|
[euonednooo [ueiqss| s[euorssajotd Jurofuod) JUUISDUD PuB usW ABJ JO UONBUWIWLDSIP (-] 00 “O'N'Y
pue Aeg ‘uoneurutosip  atodesulg  Sulny g1 = N ApnIs ANRINURNY) 22471089y UDUUNE] 8102 uelqso[ ‘Aen) A} pue uspuadapIaiul YSB], neiy, “yy wry
So[qeLIRA A93] Anuno) odureg POYIBIA Jouanof uonedrqnd uonoIsqns L soymny
JO IR X Ayourux
[enxog
-
— 2
0 2
= =




£ 8 i~
+ = 2
=) &
B

a8

Sh

—

(panurguos)

JUSUILIWIOD
[euoIssajo1d pue ayew[d

Y ‘oouBIpuR]

riqoydsuen,eiqoydowoy syst8ojoyoAsd (£9AInS) sanIourw  [00yds Jo suondaoiad systdojoyossd NN ‘opuBuIOHq
JO sousLIRdXF sn 00Ys 88 APnIS SALIRIIURNY)  SUOYD]I] UDWNE] 0202 [enxas [00UdS AJLIOUTW [BNXAG DA WY
Suwrea)
J10M Paseq-3osford
JnreuAp 0y paredwod
se s[euorssajod P LT S[BUOISS9JOI]
JO uoneZI[RUIS IR sreuorssajoId &0 10§ INALS OLgHT Suowre
19SS9[ 0] SPe9| 2INONNS INALS (£9A1ns) PUD Y2402 Ayirenbau] 90R[d3I0A| PUE 2INONNG L ‘seunzprepy
310M [BUOnIPBL], SN DLIDT¥6S =N Aprus aaneinuendy Gonxas 330g OLIYT YoM ‘puofod pue YSYNDOLIDT » VU0
s)redigunod
[BNX9S01919Y 1By} 0} suoneziuesIo SUONRIDPISUOD JOAOUIN] PUR
Pparedwod se 30usLRdXs 87 ‘seakordws SsuoyngnII) ‘SJX9JU00 [BUONBZIUBSIO ‘S9889001d
90B[dyI0M 3SIOM [e1opay (£oa1ms) PUD 4404 [BUOIO3SISIU] :90IOJIOM [BISPA] A M TPMIoy
aney svafo[dwd LT sn 26L766 =N Aprs aanemuenty 22 I 0308 1997 oy ut Apenbout ooejdsiom [T ® VAP0
(£9A1nS) syueoridde
uorsmpouy ol 9[eW XOPOYLIO -BN[N PUE J[BUL
AxopoyIo ‘suosrod pup &usiaai] A3 2114 0] UoULIUI JO S10)I1paId v Aey
Ae3 ‘uoIsap JuLiy [orIS] 76 = N Apnis aAneIuEnd) ‘Cyonbs 1202 Ae3 [RUOLIBNYIS PUR [BNPIAIPU] “A UR[[-Iopuaig
Suismy esmy
{UBICSYT ENXISOWOH
‘erqoydowoy
‘Aen) Ayrenxasowoy S9sINU ParsISal ul eiqoydowoy
JO [9pOu 310U (£9A1nS) S9] YYDIE] JO 9)B[a.I00 Y :AJ[enXasowoy
991 UOTJRUIULIDSI(] sn Aprys saneyuen) 1 go7 fo puanof  800g URIQSI] ‘ARE)  JO [9POW 10U 99J,, 9Y) Ul JoIy "M [PMORIg
Sjuspuodsar JNO JWOD OYM SIDI0OMOD
rrqoydowoy UBI[IAD Fj] Pue 10} S90UaNbasuoo ay) Jo uonedonue
‘UOLRUILULIOSIP SI1JO (£9A1nS) Ayonxasouoy Sdako1dws o1j0d [BNX3S0Ia30Y d ‘momiremg
JO 30URI[0) sSn WIOMS 61g Aprys saneURny) Jo puanol 7102 Aen ASPIWL I9Y) UL SIYJO AR 29 “[A] ‘URISUIDg
suonsoJ padAj09101§
S9[01 [BLIDSRURW -I9pURL) Ul )1 JO suondadisg S}y
‘s9d 4109191 ‘UOIIBIUSLIO (£9A1ns) Ue[\ ABD) B Judg MOH AN[IqeING V'V uojes
[enxag ‘diysiepes | sSn S)npe 6eF Aprys saneUeny) $910y] X3S 8102 Aery  dIysIspey| pUB UOLBIUSLI() [BNXIS “[y sorueLRg
SoqeLIBA AdY] Anuno) Jrdureg POYRIN uanof uonedqnd uorjesqns PILL sioyny
Jo 1e9x Ayuouru

[BnXag




(panuruoo)

UOIJRUTIULIDSIP [B100G

AUBULIDE) UT SIIAISS [BIDOS
URISLIY)) 18 S9940[dd [BNXasOwoy

{UOIBIUDLIO [BNXAS JO (£9Aams)  w00S fo [puinof JO 3SBJ 9]} 100 UMO S JI0M [BID0OS
3urno (A)[enxasowoy Aueuron 002 = N Apris aAneuend) unaqonzy 0202 S[ENX9SOWOY  JO JUOIJ Ul UOIRUIWILIOSID USPPIH Al ZUB[{ “S Z)05)
Juawromodud
doe[dstom ur sdiyspusLy
S[enpIAlpul 19| $101BONPS PUE UOLBIUSLIO [BNX3S JO jorduur
JO ouRLIRdXa sor[dIoM qoT-UoN 9} SuLIo[dXF :SI0)BINPI IAIS
) S19xJ9 Apanisod pue (£9A1mS) uewny pue ‘SurEsunod ‘JI0M [BI00S Y POOMNIRIT P “ T,
diyspuoLy 90e[dyI0Ay  EBIRHSNY g97170Z = N Apnys aanelUENy) 6102 1991 Suowre sdiyspuaLy 20B[dI0N, YOI “O) ], ‘Seren)
SIOIAIRS 10X MIN WIS
uewNy pue yesy Ul 90URW[0], JO Apn)g A103RI0[dXF]
AU} Ul AN[BNXISOWOY suosiod JySiens (£9A1ns) Yoy UY :¢SUONRZIULBSI() SIIAIG UBWINY
0} 9URIA[O) MOT VSN Puefesgg = N Apnys aaneIUERNY) D012 G102 S[ENX9SOWOY  PUB YI[BSH 1Y ISIXASO0Ia)0H MOH 0L ‘S9gen)
Ayrenxasowoy sdioo (£9A1nS) 200]Ge10 S[BNX3aSOWOY PIemo) [ ‘sspm
SpIeMO) 9pMINY SN duLIeW 9[eW 7/, Aprs saneueny) Jfo puinof 6661 S[eNXasowWoy [puuosiad ATeyiw Jo sspmmy 2 “X 'Y ‘epensy
2IUDULIA0K)
puv guysopvo] [oyreqen ap U1
UINDSDUDIAT QULIQUUE OU STENXASSOWOY BIUOD eznog 3 “STL
SUOYDZIUDSA() 01190U093.1d 0 9 IPEPI[BNXISSOWOY ewr 3 “dIN'S
suostad 201043S UDUINE] © 91708 SBOUL.LD Sy 20r[dsj10m 3} SeI( BA[IS B(]
or[dsI0 A\ Do1pnfo] [BNXas019}9Y (£9A1ns) Apyonxasoutoy ul S[enxasowoy] jsurese a01pnfoid  “y BIRIJ S90S
SA)[eNXISOWOY -SJRIRY nizeigq 691 = N Apnys aAneuend) Jo puanof 1102 S[ENXASOWOY A} PUB AJ[BNXISOWOY JNOR SJAIg BIIT SOJUES SO(]
Suos4aqd
[DNX2S042]9Y SIoNI0M
SIv =N [BNX9S0UOUI SNISISA [BNXISI] H L “Wuod
S[enxesiq suowre pun saafojgud (£oA1ns) IS0j0NSg ur (SLd pue SuA[ng soejdsiom 2 “d YOS
SurA[ng soe[ds1o A\ VSN  997¢cv =N Apris aAneuend) ua Svua |, 2202 S[enxasIg Jo diysuonepa1 oy Jurredwo)) “A°N ‘Aeq
sooe[dyIom 1840007 42PUIT) SULI} UBOLIBWY UI Sawdtjod
aasnpul HLIYT pouiad Teas PUD UOYDIUILA() A[pusLy- L g9)T uo uonisodwod
10} 9An310ddns a10w aIe 0] © J0AO SuLIy (£9A1nS) ZZES diys1opes] Jopuas3 JO 199339 o)
SPIRO(| ISIDAIP-IIPUIL) vSn 00G 2unioq Apnis aAneuend) Jo &5ojoyadsg 9102 1991 YL, ¢A1nba 90UBAPE UIWOM O(]  ‘SSB[S) 2 “Y 00D
So[qeLIRA A93] Anuno) odureg POYIBIA Jouanof uonedrqnd uonoIsqns L soymny
JO IR X Kuounu
[enxag
-
— 2
0 2
= =




£8 -
+= =
=g &
28
Be
—
(panurguos)
uredg ur SIOYI0M
SSOIS I0M (£9A1nS) UOYUIALIIU] LGS ut Surdg-[am [edtsojoyoAsd OuBJOIERL)
‘UOTJRUIIULIDSIP PIAIIISJ uredg 228 =N Apnys aanjeIUBNY [V120S0YIASJ 0202 11991 PUR ‘SS91$ JI0M ‘UOTJRUIILIDSI(] -RAON 29 BAOIN
U
Ayounu [enxas (£9A1nS) SUIPIN( [BINJONISO0S pue e ‘Aeig 2 “q N
YI[eay Ul S90uRIIp dnoisqns yim
BWSNS [BUOISUSWIPT)NUW JO SISA[RUR
SSEB[D JULJET :10[0D JO USW AJLIOUIL
pue UIPIP] PUD [enxoas Suowe wisiAnegauowoy 9ydry[ “T [ ‘S33ef
AK)1ARSIUOWOH VSN YORIqSey = N Aprys saneueny) 20UIS [V10S b4 S[BNXaSOWOY pUE WSIORI SUDISINU] “y ' ‘puelde]
ANODYI o ‘s83ny
(A9A1mS) [PUoyVIOA MOH “y 71 ‘Zounae
RWSNS ‘SAINSO[ISI(] VSN Wl =N Apris aAneuend) Jo puanof 1102 Iopuagdsuen) :0e[dyIom A ur Aoudred-suelr], ) ‘me
W[ ueTeg ‘ST
uospN “O[ swepy
“STN U0Sg “A-A
BWSI)S {UONBIUSLIO SN 9y} ur Sururel], Ny “YA Uopeqg
[eNxas [uonesa1sas ADUDPISIY AUIDIPIA AJUSSIoW “LUueyzZ “M'd
[euonednodo ‘uelqss| paw (£oa1ms) uago) Ul JUSWISSBIBH PUB ‘9snqy N “A°Y] BLIOWIg
pue AeS ‘UONBUIWILIOSID VSN Aoussews (89, Apris saneinuend)  yL00oN VNV 1202 Aeg ‘ueIqs9] ‘UOLRUIWLIDSI(] JO 90US[BAIL] “AQIN T
90B[d310M 9Y) ULUONBIUILIO
[eNXas, JUBAJ[RI B SB [0y
soako[dws (£9A1mS) Apyonxasig ul 9y} SUISSaIppy—Jjustageueit
JUSWSRURW AJISIOAID Auewer [enxssiq /), = N Apnis sAneIuEnd) Jo puanof €102 1991 ANSIDAIP pue Ayjenxssig * L ‘U903
Furug 1o
PoYIeW 2.NSO[ISIP URy)
INO SUIWOD UI [BINLID JuUUISDUDI 0e[d3I0 |\ 9y} Ul InQ Surwo)), Jo
9I0W S JUSWUOIAUD suostad (£oa1ns) UOYDZIUDSA() S9A10dSI9 ] [en(] SuLIo[dxy] ‘Saw], W IPH ® D
j10m aAnI0ddng VSN OTPIE = N Apnis sAneIUENY) puv gno.s) 8002 A3 ‘ueiqs9| JO JSIOA\ 93 ‘SoulL], JO 189y 9y, ‘A[[Y “g ' ‘Sury
109178 dA1)RSIU
SIoY JuryIom PUE [0S11100 AIBAT[ES JO S[9AJ]
AU} UI [9AI[ [0S1I0D Y31y UINPI] Aepiom IOYSIY aAey doe[dyIom
0] SUIPEA] UOLBIUSLIO USUI [BNXASIq (£2A1ms) D012 9} Ul SUONBIUSLIO [BNXAS IO} 0 ATRIN ‘S1aR(]
[enxas SuI[eaouo)) [Sel pue £e3 ¢/, Aprys sAneIUENY) Jo spunyy <002 [enxasiq ‘ABS  9SO[OSIP OYM USW [BNXISI( PUB ABL) Al PIAR(] ‘TOUCNE
SoqeLIBA AdY] Anuno) Jrdureg POYRIN uanof uonedqnd uorjesqns PILL sioyny
Jo 1e9x Ayuouru

[BnXag




(panuruoo)

SjuapnIs
[olpatt HI'SOmPS ® “IN
281 =N "] BunI0) Y 185e(
Y "L ‘vosuyo[ “y
SJUPISAI 10190 [BApAW O[ApEIE O ‘TURMS[RUNI ]
SMO[[3] ‘San[noey Ue Je 90BI pue ‘Knuapt + LT
[eorpaw (£oAans)  yywap] s, uouto | I9PULS UO PISe( JUSSSeIRY LS ‘[esserg
JUSWISSEIRY JSIXaS0I8)0H vSn €2L7 =N Apnys aAneIIUENY) Jo puanof 1202 +OLg9T Jo suostredwod dnois pue s0usprou] “y o ‘sedrep
(Aoaans) yodsg
Suasuno))
UOLIRISIIES ‘DINSO[ISI(] sSn ¥12 =N Apnys sAneUENd) Jo puanof 8102 Lg9'T Ul UOTORJSIIES pUB 9)ewl]d 90 [dyIo MV ‘wnge],
FERlIERCICRE
Anoey Jo awreyy [ejoAld Ay ST JBYM
uoreanpa (£9A1nS) Ayonxasouwoy :A)[NOBJ UOIJBINPS [BNXASI(| puB ABS
9BWI [RUONISU] VSN F0L =Uu Apnys aaneURny) Jfo puanol 2002 g9 ‘UBIQS9] JOJ 9)BWI[O [RUONNISUL 9Y ], "L [sTeag
S9p0d
9pod UAIOM (£9A1ns) Ayonxasouoy USWOM  SSAIp 90B[dYI0M PUB ‘SUOLBIOZIU
$saIp pue souereaddy SN OLIY1¥Z =N Apnys saneuenb Jo puanof 8102 LI uereadde ‘uswom PIIYT T 989g-Appay
JUSUIUIOD PIR[RI
I0M PUE ‘WIS -J[9S
9ATIOR[[0D ‘UOTIORJSTIES SOURLIIAXD
qof paonpai 0} Qoe[dsIom 9ATIRSIU Yym [ ‘ewsmowal ],
Spe9| UOIBZIURSIO 9pISuL soafkojdws (£9A1ns) sonss| P9IBIDOSSE SI JUSW[BVU0D ATNUSP] 2 “IN ‘01011Ryg
Anuapt Sur[esduo)) vSn  19d971S6 =N Apms sAneuend) oS fo puinof L2102 S[enxosig 919 Suo[aq J,uop Wl AN A[dodg  “I Y IOSIOUYMIN
(7S = W) swoujo
9[BWdJ PUE J[BW
[eNXas01939Y TS
SE [[om Se Sunnjod pue eiqoydowoy A
Josse (L1 = u) s1o1go (foams)  Myvnxasoutory 9)BSIABU SURI(SI] PUB SABD) 2 “g "M 18910,
[euonedndoo se Ajenxeg SN ueiqs9| pue Aes Apnis aAneuend) Jo puanof 002 uelgsol ‘Aeny  :dod y3no) oY) pue A[pusLiy 1900 “V Y ‘SIAN
So[qeLIRA A93] Anuno) odureg POYIBIA Jouanof uonedrqnd uonoIsqns L soymny
JO IR X Ayourux
[enxag

EDI

Table 1.



LGBTQ+ in
workplace

Table 1.

sioyne Aq 9[qe], :(s)921nog

9[BIS HIoM
JB S9OURLIDAXD UOISSaIZ L0

Qoe[dyIom 9y JO uonEpIeA pue JuswdoPAd
ur LG0T Spremoy Apyonxasouoy :90[d¥I0M () Ul SUOISSIIZFROIII d ‘N ‘odnyen)
UOISSa1Z RO sSn P79 =N  ASAms sanemueny) fo puanof 6102 19T 197 Yim susLpdxs Sulssessy 9 “y 1) IoIusay

euO S9I391B1S JUSDSRUBIU

doe[dspom Jo uondadiad S[enpIAIpul Amuapt [enxas aoedyiom Jo
‘Ut FeURW AJJUSPI £e3 pue ueIqs9| Ayonxasoutoy 9SN 9} UI SA[(BLIBA [BUOLIBIJIS PUB 1N
[enxas 20e[dyI0 SN ‘padorduwe ‘e A9AIns dATjRIIIURNY Jo puanof 9102 Ae3 ‘UBIQSY]  SOOURIDJJIP [BNPIAIPUI JO J[0I9Y], ‘AN 2P “T ‘Paoy

d01AI9s o1qnd

[eI9PaJ S, BpRUR)) Ul Sdho[dws

AJLIOUIW 19YJ0 PUB IopUaSSuRI)

UOTJBUTULIDSIP s[euorssajoxd Jsuregde juswisserey soedyIom

doe[dsiom pue IAIS (£9A1ns) Apyonxasouoy Pue uoneUIULISIP JuswAodwsy
JuswisseIey JuswAodursy BpeRUR) ond ¢z = N Aprys aAneIUENY) Jo puanof 1202 Iopudgsuel], ¢03 [ pInoys 1o Ae)s [ pinoys S ‘Mepm
SoqeLIBA AdY] Anuno) Jrdureg POYRIN uanof uonedqnd uorjesqns PILL sioyny

JO IB9X Ayuouru
[enxag




EDI

Figure 1.
PRISMA table

@

[ Identification of studies via databases and registers ]
- Records identified from*:
kS EBSCOHost (N = 146) Record§ removed before
5] ProQuest (N =2108) screening:
{;"E' SCOPUS (N = 1899) > Duplicate records
£| | SCIENCEDIRECT removed (n = 1135)
= (N =449)
- Records after removing " | Records excluded based on
'E duplicates keywords and titles
§ (n=973) (n=1760)
&
Reports excluded (n = 111)
> Not empirical research
f—f Full texts assessed for Not addressed
"-oen eligibility (n =213) workplace issues
= Not addressed LGBTQ
issues
- Not accessible
—) etc.
E
E Studies included in review
E (n=101)

Source(s): Figure by authors

organization of studies into logical categories: At first, an excel table was developed
with the key descriptions, i.e. populations, methods and results (key variables). From
this table, the authors could categorize the relevant variables in the field. A second
table was developed where variable-wise articles were clubbed, and major themes
were identified (Table 2). The table shows that the majority of the literature (more
than 60%) dealt with negative workplace experiences. However, these discriminatory
experiences come from multiple sources, ie. hiring discrimination, harassment,
bullying, exclusion and so on.

analyzing the findings within categories: there are many subthemes within the same
category (Table 2).

synthesizing findings across studies: In addition to the theme-based organization of
the studies, we have further categorized the literature based on some criteria, i.e.
journal-wise (Table 3), year-wise (Figure 2), LGTQ + category-wise (Figure 3),
country-wise (Figure 4) and methodology-wise distribution (Figure 5).

Since the current study has a descriptive aim (i.e. exploring the negative workplace
experiences of sexual minorities) rather than an evaluative one, the study did not formally
assess the quality of the included studies (Chilton et al, 2015). Focusing on homogeneity in
terms of sample or design was difficult since we did not have a “large enough pool of



Major themes identified

Subthemes and the related literature

Discrimination

Hiring discrimination

Baert (2018a, b)

Bailey ef al (2013)

Binder et al. (2016)
Brender-Ilan and Kay (2021)
Bryant-Lees and Kite (2021)
Crow et al. (1998)

Kattari ef al. (2016)

Lim et al. (2018)

Mishel (2016)

Soeker ef al.(2015)
Promotional discrimination
Eliason et al (2018)

Subtle discrimination
Blanck et al (2020)

Di Marco et al. (2018)
Embrick et al. (2007)

Giwa et al. (2022)

Gordon and Pratama (2017)
G6 tz and Blanz (2020)
Prejudice against homosexuals
Pereira et al. (2017)

Giuffre et al (2008)

Waite (2021)
Anti-homosexuality
Einarsdo ttir et al. (2015)
Quert discrimination
Eliason ef al. (2011)

Gordon and Pratama (2017)
Unfavorable attitude towards homosexuality
Estrada and Weiss (1999)
Gates (2015)

Blackwell. (2008)

Mizzi (2013)

Myers et al. (2004)

Hostility

Bilimoria and Stewart (2009)
Nixon (2022)

Harassment

Brassel et al. (2019)

Vargas et al. (2021)

Vargas et al.(2020)
Whitfieldet al.(2019)

Lall et al. (2021)

Nelson ef al. (2019)
Othering

Dixon and Doughert (2014)
Bullying

Day et al (2022)

Willis (2010)

Exclusion

Rondahl et al. (2006)
Rondahl et al (2007)

(continued)
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Major themes identified

Subthemes and the related literature

Identity

Job satisfaction

Unsafe climate

Holman et al. (2019)

Jiang et al. (2019)

Mooij (2016)

Sears (2002)

Smith et al. (2020)

Yoder and Mattheis (2016)
Inclusive work environment
Opall (2021)

Peel (2009)

Cook and Glass (2016)
Cunningham (2011)
Paceley et al (2016)

Gates et al. (2019)

Israel et al. (2017)
Microaggression

Resnick and Galupo (2019)
Ueno et al. (2020)

Voina et al. (2022)

Ozturk (2011)

Disclosure

Capell et al (2018)

Cavalier (2011)

Eliason et al. (2018)
Hughes and Kentlyn (2015)
Hyseni et al. (2022)

Jiang et al. (2019)

King et al. (2008)

Law et al (2011)
Newheiser et al (2017)
Noronha ef al. (2022)
Ragins ef al (2007)
Roéndahl et al. (2007)

Saeed et al. (2018)

Willis (2012)

Cech and Waidzunas (2022)
Bernstein and Swartwout (2012)
Managing identity in organization
Compton and Dougherty (2017)
Kéllen (2013)

Reddy-Best (2018)

Peel et al (2023)

Reed and Leuty (2016)
Sawyer et al (2017)

Speice (2020)

Van Laer (2018)

Compton (2020)

Ellis and Riggle (1997)
Newheiser ef al. (2017)
Williamson et al (2017)

(continued)




Major themes identified Subthemes and the related literature

Career-related outcomes Career decision making
Lyons et al. (2010)
Career development
Ulas-Kili¢ et al (2021)
Worker Role
O’ Brien (2020)
Philip and Soumyaja (2019)
Performance
Ragins et al (2007)
Chen and Li (2020)

Mental well-being Witte ef al. (2020)
Soeker et al. (2015)
Corrington et al. (2020)
Day et al (2022)
Moya and Moya-Gardéfano (2020)
Thoroughgood et al. (2017)
Layland ef al. (2022)
Minei ef al. (2020)
Huebner and Davis (2005)

Source(s): Table by authors

LGBTQ+ in
workplace

Table 2.

homogeneous, robust studies to draw upon” (Petticrew and Roberts, 2005). Moreover, it
would lead to the loss of a significant amount of papers or limit the range of studies (McColl
et al., 2009; Njelesani et al, 2011).

Result

To address the aims of the study, the result section is divided into two parts. The first part
deals with the first aim and it discusses on the state-of-the-art of the literature based on
journal-wise, year-wise, LGBTQ + category-wise, country-wise and methodology-wise
distribution. The second part deals with the theme-wise discussion of the existing literature
leading to an integrative model (Figure 6). Section 1 details the discriminatory workplace
experiences of LGBTQ + people. Section 2 explores the consequences of these negative
experiences on mental health, career decisions, job satisfaction and gender management
strategies.

Distribution of the literature

The final list of empirical articles consists of a total of 101 articles which are drawn from 61
different academic journals. The most frequently published papers are identified in the
following journals: Journal of homosexuality (24), Journal of Vocational Behaviour (6),
Human Relations (4) and Sex Roles (3). Journal of Homosexuality has published a maximum
of 24 papers in this domain. This might be attributed to this journal’s dedication to shaping
knowledge production in LGBTQ + related areas.

In terms of year-wise distribution of the publication, a maximum of fourteen papers were
published in 2020, and no papers were published in 2000, 2001 and 2003. If we distribute the
entire timeline of twenty-five years in five different categories with a five-year range, the
highest number of publications (48) is observed in the last five years (2018-2022). The year-
range-wise publication shows a progressive pattern. The number of empirical papers
published in 1998-2002, 2003-2007, 2008-2012, 2013-2017 and 2018-2022 is 4, 6, 15, 28 and
48, respectively. This trend is in line with the recent findings of Kollen (2021).
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Number of articles

Name of journal published
Journal of Homosexuality 24
Human Relations

Sex roles
Journal of Vocational Behaviour

Equality, Diversity & Inclusion
Journal of Interpersonal Violence

Women and Criminal Justice
Journal of the Society for Social Work and Research
Journal of Women’s Health
Journal of Labor research

Gender and Society

Canadian Journal of Administrative Sciences
NWSA Journal
Journal of Sex Research
Journal of LGBT Health Research

American Journal of Law and Medicine
Organization Studies

ILR Review

Sexuality Research and Social Policy

Work and Occupations
Journal of Communication

Employee Responsibilities and Rights Journal
Psychology of Sexual Orientation and Gender Diversity
Temas em Psicologia

Sociology
Journal of Professional nursing

Human Service Orgamizations: Management, Leadership and Governance
Journal of Workplace Behavioral Health
Sociological Spectrum

European Journal of Social Work
Journal of Career Assessment

Annals of Behavioral Medicine
Journal of lesbian studies
Journal of Cancer Survivorship

Human Resource Development Quarterly
Journal of Applied Communication Research
Journal of Employment Counseling

Group and Organmization Management
Journal of Bisexuality

Socius: Sociological Research for a Dynamic World
Journal of the American Veterinary Medical Association
Journal of LGBT Youth

Psihologia Resurselor Umane

Social Currents

Journal of Counseling Psychology

Work

Journal of applied psychology

International Journal of Public Policy

Journal of Community and Applied Social Psychology
Journal of Clinical Anesthesia

Journal of Gay and Lesbian Social Services

o e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e N NN NN DN O L

Table 3. Qualitative Research in Organizations and Management: An International
Journal-wise Journal
distribution of the

articles (continued)




Number of articles
Name of journal published

Work Employement and Society

Journal of Business Ethics

Journal of Social Issues

Law and Social Inquiry

International Journal of Business Communication
Psychosocial intervention

Human Resource Management

Social Science and Medicine

JAMA Network Open

Source(s): Table by authors

e e e e
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Papers published
16

14
12

10

8
6
4
z | ]
1 1 111 1111
PSRN R NIRS IR IS B S

D O O DL O > O DO
D D LT T TS TS
TR AR AR AR AR AR AR AR AR AR AR AP
M Papers published
Source(s): Figure by authors

Figure 4 shows that the listed articles are based on nineteen different countries. Seventy-one
articles (70%) are based in the US, while four studies are based in Australia and the United
Kingdom (3.9%). The Asian countries (Pakistan, India, Singapore, Philippines and Indonesia)
have comparatively lesser representation of literature (one article from each country), and all
these articles are published after 2017. This recent contribution of Asian countries might be
related to the recent trend of legal reforms in several Asian countries.

The higher representation of literature based on the US might be attributed to its long
decriminalization history. Also, US organizations are found to pursue both the expressive
goals (involve changes in attitudes at a cultural level) and instrumental goals (involving legal
formulations, inclusive policy and structural changes in organization) (Ghosh, 2020) for a
considerable period in order to make organizations more LGBTQ + inclusive.

In terms of methodology, 55 articles (56.43%) have employed a quantitative method
(survey and experiment), 41 articles (40.59%) have used qualitative method (in-depth
interview, autoethnography and case study), and five are based on mixed-method research.

In terms of a subsection of the LGBTQ + spectrum, although most studies (46.5%) have
addressed LGBTQ + persons, the representation of all the sub-sections is far from equal.

Figure 2.

Year-wise distribution
of published empirical
research
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Figure 3.

Sample category-wise
distribution of
published empirical
research

Figure 4.
Country-wise
distribution of
published empirical
research

25
20
15

10

Source(s): Figure by authors

Countries
80

70
60

0 H = = =
L,V‘ 0% O Q:\ > Q@
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. ® Countries
Source(s): Figure by authors

While gay and lesbian individuals are studied more frequently, studies with bisexual and
transgender individuals are somewhat less frequent (Figure 3).

LGBTQ + experiences

Discrimination

Discrimination is a behavior characterized by treating someone differently from others
primarily based on the person’s group identity (Kite and Whitley, 2016). However, this
definition of discrimination is way too broad; discrimination in the context of the workplace is
often defined as “any distinction, exclusion or preference made on the basis of race, colour,
sex, religion, political opinion, national extraction or social origin, which has the effect of
nullifying or impairing equality of opportunity or treatment in employment or occupation”
(International Labour Office, 2015). Dipboye and Colella (2013) categorized workplace
discrimination into two broad categories:



60
50
40
30
20

10

Quantitative

Source(s): Figure by authors

Discrimination

a) Formal discrimination

i) Hiring discrimination
Taste-based discrimination
Statistical discrimination

ii) Wage discrimination

iii) Promotion delay

b) Interpersonal discrimination

i) Subtle discrimination
Micro assaults
Micro insults
Micro-invalidations

ii) Unsafe work climate

iii)bullying

iv)harassment

v)othering

method

Qualitative

M method

Mixed

LGBTQ+ in
workplace

Figure 5.
Method-wise
distribution of
published empirical
research

Mental health outcomes

Career-related outcomes
a) career selection
b) career growth

c¢) career/sexual identity
interference

d) productivity

Identity management
Disclosure decision
Dress code

Job-related outcomes
Job satisfaction
Job insecurity

Source(s): Figure by authors

Figure 6.

Integrated model of
workplace experiences
of sexual minorities
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(1) Proximal discrimination: This type of discrimination is overt and “occurs when
members of disadvantaged groups are recruited, selected, and placed” (Dipboye and
Collella, 2004, p. 426).

(2) Distal discrimination: This type of discrimination “occurs in the organizational
structures, systems, policies, and practices that can have the unintended effect of
perpetuating inequalities” (Dipboye and Collella, 2004, p. 426).

Similarly, Hebl ef al (2002) categorized workplace discrimination against LGBTQ + people
into formal and interpersonal discrimination. Similar to proximal discrimination, formal
discrimination is “discrimination in hiring, promotions, access, and resource distribution”
(p. 816). Interpersonal discrimination can be understood as “nonverbal, paraverbal and even
some of the verbal behaviors that occur in social interactions” (p. 816). Existing literature
shows that both formal and interpersonal forms of discrimination against
LGBTQ + employees are rampant and that gender-diverse employees are 2.2 times more
vulnerable to workplace discrimination (Waite, 2021) than their cisgender colleagues. A 2016
study (Kattari ef al, 2016) shows that 25.1% of cisgender LGBQ individuals and 50% of
transgender people encountered workplace discrimination. Another study reported 33.3% of
employees experienced workplace discrimination (Sears and Mallory, 2011).

1. Formal discrimination

« The commonest form of formal discrimination is hiring discrimination, which is
abundantly observed through less positive call-backs of LGBTQ + persons across
countries (Drydakis, 2009, 2014; Tilcsik, 2011; Ahmed ef al, 2013; Patacchini ef al,
2015; Moya and Moya-Garéfano, 2020). Baert’s (2018a, b) exhaustive review of hiring
discrimination concludes that “a minority sexual orientation, revealed by means of
mentioning membership in a rainbow organization or the name of one’s (same-sex)
marital partner in the resume, has a non-positive effect on employment opportunities”
(p. 11). However, the frequency of hiring discrimination against LGBTQ + persons
varies across cultures based on existing heterosexism in a society; in Cyprus, 73%
fewer positive call-backs are reported, while in Italy, the less favorable call-back
statistics are 30%. Hiring discrimination against LGBTQ + persons is consistent with
major theories of economic discrimination, i.e. i) taste-based discrimination (Becker,
1957) and 1i) statistical discrimination (Arrow, 1973).

— Taste-based discrimination is conceptualized as a form of discrimination where
the employer is blinded “to the (true) monetary costs associated with engaging a
minority worker” (Baert, 2018a, b, p. 2) resulting from their distaste towards
LGBTQ + individuals and the emerging experienced disutility. Prejudice is at the
core of this type of hiring discrimination and it leads heterosexual employees to
show distaste towards coming in proximity with homosexuals (Pereira et al., 2017).
The prejudice and the resulting motivation of maintaining a distance from sexual
minorities is at the core of hiring discrimination, and this explains why hiring
discrimination is a more predominant problem in task-interdependent professions,
Le. tasks requiring more team activities and interactions (Lim et al, 2018). This
distasteful attitude towards LGBTQ + persons might originate from diverse
factors, including one’s belief in traditional gender roles, social dominance
orientation, risk-avoidance, religious attendance, less contact with sexual
minorities, belief in homosexuality as a choice and conservatism (Estrada and
Weiss, 1999; Blackwell, 2008; Baert, 2018a, b; Bryant-Lees and Kite, 2021; Brender-
Ilan and Kay, 2021). Negative health-related prejudice, too, determines the hiring of
transgender women (Van Borm and Baert, 2018).



— Statistical hiring discrimination is driven by perceived group differences in
productivity, “where the employer relies on group-level productivity information
to estimate the productivity of an individual employee in the absence of perfect
information about the true productivity of that employee” (Lippens et al., 2022,
p. 4245). While taste-based discrimination has prejudice at its base, statistical
discrimination builds on stereotypes (the belief that all the members of a social
group have shared psychological traits). The stereotypical belief that homosexuals
are less competent than heterosexuals and perceiving gays as “bad business” often
impacts the hiring decision-making processes (Mize and Manago, 2018). This
theory explains why sexual minorities experience more hiring discrimination in
gender-typed work (Tilcsik, 2011). Based on the implicit inversion hypothesis (Kite
and Deaux, 1987), employers might have a stereotypical belief that homosexual
individuals possess traits similar to their heterosexual opposite genders. Thus,
gay persons’ experience hiring discrimination in male-typed professions (such as
leadership positions) resulting from a lack of perceived fit (Heilman, 1983,
Liberman and Golom, 2015; Barrantes and Eaton, 2018; Clarke and Arnold, 2018).
Also, lesbians are judged as less competent than heterosexual women in the
presence of a gender-stereotypical cue (Niedlich et @/, 2015). Similarly, gender-fluid
women engineers experience fewer aversive experiences in the technology
industry as compared to cis women (Alfrey and Twine, 2017).

However, the implicit inversion mechanism might not always be helpful for lesbians in male-
typed jobs since status beliefs might overpower some hiring decisions (Ridgeway, 2001).
Status beliefs lead to lower expectations of competence from lesbians (Fasoli and Hegarty,
2020), leading to their lower hiring chances in male-types jobs. The perceived fit to a job is
undoubtedly determined by the stereotypes associated with a job and one’s congruity with
that. In a study with a fictitious low-skill occupation, transgender individuals faced
discrimination in predominantly male-dominated and female-dominated professions
compared to nearly equal representation domains of both sexes (Granberg et al, 2020).
Since hiring discrimination emerges from stereotyping, application signaling
LGBTQ + identity aggravates discrimination and blocking the path of stereotyping
effectively reduces hiring discrimination. In an experiment, exposure to heterosexist music
lowered the evaluation scores of gay applicants (Binder and Ward, 2016) since it might have
activated the stereotypes. In an Indian study, a transgender woman reported difficulty
finding a job after including her sexual identity in her resume (Palo and Jha, 2020). No
significant hiring discrimination has been observed in the internet-based hiring process
where the employer did not have face-to-face contact with the applicants (Bailey et al.,, 2013). A
2007 William Institute report indicated that 9.2% of LGBT employees who “came out’ in their
organization lost their jobs (Sears and Mallory, 2011).

Since the literature unevenly represents different genders and sexualities, it is difficult to
compare different sections of LGBTQ + persons on hiring discrimination. However, some
studies indicate that it is higher toward gays than lesbians and toward bisexual males than
bisexual females (Corrington ef al, 2019; Flage, 2019). Discrimination against transgender
persons is rampant; i.e. 47% of transgender persons experienced discrimination in hiring,
promotion and job retention in their workplace (Grant et al., 2011).

« In addition to hiring discrimination, LGBTQ + employees are victims of wage penalties
(Carpenter, 2005; Mize, 2016). After accounting for human capital factors, it is observed
that discrimination and perceived prejudice are crucial contributors to this wage gap
(James et al, 2016; Mize, 2016). In a meta-analysis, Klawitter (2015) found that homosexual/
bisexual male employees earned 11 percent less than their heterosexual counterparts.
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« Tenure refusals, delayed promotion (Gordon and Pratama, 2017; Eliason et al., 2018)
and lower odds of housing grant approval (Abramovich, 2012; Shelton et al, 2018;
Blanck et al., 2020) are experienced by LGBTQ + individuals. Stigma (Goffman, 1963)
associated with homosexual identity might lead to a perception of lack of fit to a job
resulting from the negative stereotypes. This perception of lack of fit is negatively
linked with the promotability of sexual minority candidates (Pichler and Holmes,
2017).

« In addition to the above-mentioned types of discrimination, several occupation-
specific forms of formal discrimination are evident (Carmichael, 1996; Button, 2001;
Herek, 2009). Lesbian, gay and bisexual physicians (Eliason ef al, 2011), for instance,
encounter discrimination in terms of being denied referrals from their heterosexual
colleagues. In comparison, LGBTQ + attorneys (Nelson et al, 2019) are discriminated
against when their clients refuse to take legal help from them and appeal for cis-male
attorneys.

2. Interpersonal workplace discrimination

Interpersonal discrimination can take the following forms.

Subtle discrimination

Dual-attitude theory (Wilson et al, 2000) suggests that people tend to alter their behavior
(including discriminatory behavior towards others) based on experience and situation
(Dovidio, 2001). Thus, even when anti-discriminatory legislation in the workplace leads to a
reduction in old-fashioned, discriminatory behaviors towards LGBTQ + employees (Badgett
etal,2013;Israel et al, 2017), it is possible that “the original attitude is not replaced, however,
but rather is stored in memory and becomes implicit” (Dovidio, 2001, p. 839). These implicit
attitudes lead to subtle and hidden forms of discrimination (G6tz and Blanz, 2020). This
theory explains why the contemporary form of subtle discrimination (Basford et al, 2014) is
more common in the workplace than overt discrimination. In a study with lawyers, “subtle
and unintentional” biases were found to be the commonest form of discrimination and 47.1%
of the LGB persons experienced it (Blanck et al,, 2020). LGBQ lawyers experienced “subtle-
only” discrimination 26.88% of the time, while 12.75% experienced “overt-only”
discrimination (Blanck ef al, 2020). Embrick et al (2007), too, have noted a shift from
“overt disgust” to more “progressive” methods of discrimination. Workplaces might be
considered to be friendly (Eliason et al, 2011), well-meaning (Einarsdoéttir et al., 2015) and
“otherwise supportive” even when LGBTQ + employees experience subtle discrimination
(Ueno et al., 2020; Giwa et al., 2022).

The existing literature has explored the subtle workplace discrimination against
LGBTQ + persons in different forms. One of the major forms of interpersonal workplace
discrimination against sexual minorities emerges from microaggression (Francis and
Reygan, 2016; Galupo and Resnick, 2016; Voina et al., 2022); i.e. “brief and commonplace daily
verbal, behavioral, or environmental indignities, whether intentional or unintentional, that
communicate hostile, derogatory, or negative” insults toward members of marginalized
groups (Nadal, 2008, p. 23). Sue et al. (2007) microaggression theory classified
microaggression into three categories.

(1) Microinsults are “unintentional behaviours or verbal comments that convey rudeness
or insensitivity or demean” a person’s identity (Torino et al, 2019, p. 4) and they lie at
the level of conscious awareness. LGBTQ + employees’ encounters of passive



mistreatment through verbal discomforts regarding homosexuality and insensitive/
indecent conversations (such as hearing others’ sexual fantasies) (Rondahl et al., 2006,
2007) and remarks (Baker and Lucas, 2017) are common forms of microinsults.

(2) Micro assaults are “explicit and conscious exchanges that are often intended to hurt
target groups but are often dismissed as being innocuous, harmless, or unrelated to
bias” (David et al, 2019, p. 123). Name-calling, innuendos and homophobic jokes
(Ozturk, 2011; Di Marco et al, 2018) are commonly experienced forms of micro-
assaults in the workplace. Misidentification through wrong pronouns is also one
usual form of micro-aggression experienced by transgender employees (Gordon and
Pratama, 2017).

(3) Microinvalidations are “characterized by communications that exclude, negate, or
nullify the thoughts, feelings, or experiential reality of a person and their social
group” (David et al., 2019, p. 123). Devaluing non-heterosexuals’ experience inside the
workplace (Di Marco et al., 2018) and othering the non-heterosexuals’ family structure
through invisibility and hypervisibility (Dixon and Dougherty, 2014) might be
considered mechanisms of microinvalidations.

Unsafe work climate

Organizational climate is defined as “a set of measurable properties of the work environment,
based on the collective perceptions of the people who live and work in the environment and
demonstrated to influence their behavior” (Litwin and Stringer, 1968, p. 1). Work climate is
especially relevant in the context of the workplace experience and well-being of
LGBTQ + individuals (Liddle et al., 2004) since climate also incorporates the culture of the
acceptance of a stigma in the organization (Holman et al, 2019). For instance, Ueno et al. (2020)
observed that LGBTQ + people construct workplace acceptance based on their existing
knowledge of the organization’s climate, along with the experience of other sexual minority
employees.

A safe space for LGBTQ + individuals must ensure an anti-bullying environment
(Sadowski and Jennings, 2016). However, workplace bullying (Gordon and Pratama, 2017,
Day et al., 2022), hostility (Bilimoria and Stewart, 2009; Nixon, 2022) and harassment (Brassel
et al., 2019; Whitfield et al., 2019; Vargas et al., 2020, 2021) are encountered at a regular basis
by the sexual minorities.

(1) Relational powerlessness theory (Hodson et al., 2006) suggests that employees who
are in a lower position in social status inside the organization (due to insecure jobs or
minority status) are more likely to experience workplace bullying. This explains why
LGBTQ + employees are vulnerable to workplace bullying and why most of the
discriminatory and heterosexist experiences come from people in power (such as
supervisors) (Nelson et al., 2019). Not only LGBTQ + persons but people whose sexual
orientation is perceived as non-conforming to the gendered expectations are also
bullied in the workplace (GLAAD, 2011). In Willis’ (2010) study, young LGBQ
employees have experienced severe workplace bullying through the mechanisms of
intimidation, holding back someone in the office after the stipulated hours and
criticism. There exists a lack of anti-bullying policies to safeguard
LGBTQ + employees in organizations (Hollis and McCalla, 2013).

(2) Safety in workplace climate is determined by two major dimensions; i.e. support and
hostility (Holman et al., 2019). Depending on these dimensions, workplace climate is of
four categories:

. Supportive work climate (high support, low hostility),
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. Tolerant work climate (high workplace support, low awareness of
LGBTQ + issues),

« Ambiguous work climate (moderate/low workplace support, moderate
discrimination) and

« Hostile work climate (low workplace support, high workplace discrimination).

According to Holman et al. (2019), 56% of LGBTQ + employees experienced a supportive
work climate at their organizations, and 21%, 17% and 6% experienced a tolerant work
climate, ambiguous work climate and hostile work climate, respectively. However, tolerance
in the workplace is not merely the middle ground between support and discrimination.
Instead, it is characterized by a sense of limited support while making LGBTQ + individuals
uncomfortable about their sexual orientation. Similarly, an ambiguous work climate provides
mixed signals and creates conflicts regarding their decision to disclose their
LGBTQ + identity in the workplace. Some sectors, nevertheless, might be safer for
LGBTQ + individuals than others; in a study, 92% of LGBTQ + STEM professionals rated
their workplace to be a safe one (Yoder and Mattheis, 2016).

(1) A work environment might involve different forms of harm (physical, social and
career) (Baker and Lucas, 2017) and harassment (heterosexist, gender policing and
sexual) (Brassel et al, 2019; O'Brien, 2020) towards LGBTQ + employees.
Heterosexist harassment is the most common form of harassment faced by
LGBTQ + employees; i.e. around 25-66% experienced heterosexist harassment at
their workplace (Rabelo and Cortina, 2014; Vargas et al.,, 2020, 2021). Heterosexist
harassment involves “insensitive verbal and symbolic (but non-assaultive) behaviors
that convey animosity toward nonheterosexuality” (Silverschanz et al., 2008, p. 180).

(2) Sexual harassment towards LGBTQ + people is also frequent (Brassel et al, 2019). In
a study (Giuffre et al, 2008; Konik and Cortina, 2008; Lall et al (2021), 40% of
LGBTQ + employees reported encountering sexualized harassment (involving
attempts to sexual contact), and 77% experienced gender harassment (gender-based
rejection/hostility). Sexual harassment is an instrument of gender policing. Masculine
females and effeminate males are sexually harassed more frequently since the
perpetrators often use sexual harassment as a punishment for defying
heteronormativity (Berdahl, 2007; Konik and Cortina, 2008).

Power and prejudice are also crucial factors behind workplace harassment among
LGBTQ + people, and the intersectionality of multiple marginalized identities is also
evident in this context (Whitfield et al, 2019). When a person experiences harassment,
bullying and discrimination at the workplace, it eventually increases the risk of internalizing
heterosexism, leading to psychological distress and internal conflict (Deitz, 2015).

Outcomes of discriminatory experiences

Identity

Identity management of sexual minorities incorporates “adaptive career behavior” where
they decide on “whether and how to disclose personal details about their sexual orientation
due to the work-related consequences of these disclosures” (Tatum ef al, 2017, p. 108).
Disclosure is a crucial component of the organizational experience of LGBTQ + individuals
since “standing out” from the expected performance of gender and sexuality often aggravates
one’s vulnerability to workplace discrimination (Peel ef al., 2023). Omarzu’s (2000) disclosure
decision model suggests that the decision to disclose varies in terms of breadth (the
extensiveness of the identity-related information shared), duration (time spent on disclosure)



and depth (the extent to which intimate information has been shared), and it depends on an
assessment of subjective risk and subjective utility; i.e. “cost-benefit calculations’ (Creed and
Cooper, 2008, p. 494).

(1) The subjective utility is the “perceived value of the desired outcome to the individual
disclosing” (Omarzu, 2000, p. 179). Self-disclosure in a relationship might be
motivated by the need to enhance one’s self-esteem, have honesty in relationships,
seek accommodation of one’s identity and social exchange (Worthy ef al, 1969; Clair
et al., 2005; King et al., 2008). Combining self-verification theory (Swann, 1983) and
identity theories, Ragins (2008) suggested that when the stigmatized identity is at the
center of one’s existence, it might intrinsically motivate one to disclose in order to
receive congruence between personal self-views and other’s perception about the
person. While expected approval determines disclosure, LGBTQ + persons recalled/
imagined lowered sense of belongingness after their identity concealment in their
workplaces (Newheiser et al., 2017).

(2) The subjective risk experienced through fear of stigma, discrimination and social
exclusion (Ragins et al., 2007; Rondahl et al., 2007; Hughes and Kentlyn, 2015; Hyseni
et al, 2022) is a significant predictor of disclosure decisions. Heteroprofessionalism
leads to three types of fear among gay employees; i.e. relational fear (fear of losing
workplace relationships), institutional fear (fear of systematic disadvantages from
the institution) and isolation fear (fear of social exclusion) (Mizzi, 2013). A safe and
ethical organizational climate, tolerance, positivity (of receiving disclosure), trust in
the organization and supportiveness are positively associated with disclosure in the
workplace (Sears, 2002; King et al., 2008; Bernstein and Swartwout, 2012; Ko llen,
2013; Jiang et al., 2019; Noronha et al., 2022). Since the employees are socio-cultural
beings, the fear of stigma inside the organization is not independent of one’s
sociocultural standings. Disclosure of one’s sexual identity at workplace is rare
among sexual minorities when they lived with their parents and perceived their home
environment as hostile. In family-centric cultures, disclosure inside the organization
is also determined by the fear of losing family honor, the obligation to commit to
heterosexual marriage and maintaining relationships with family members (Saeed
et al,, 2018).

While Omarzu (2000) argued that assessment of subjective utility and risk determines a
person’s decision on the breadth, duration and depth of disclosure, many
LGBTQ + persons have chosen a path of “passive disclosure” (Cavalier, 2011) or “micro-
disclosure” to balance the fear of stigma and the reward of authenticity and social exchange
(Noronha et al., 2022).

In addition to disclosure, gender management might take diverse forms, most commonly
in terms of workplace dressing. Workplace dress code is integral in the production of a
“compulsory order of sex” (Butler, 1990) in organizations as they are typically based on
stereotypical gender norms (Zalesne, 2007), and heterosexual identity is attributed based on
how one “looks” (Soeker et al., 2015). A handful of existing studies propagate in favor of
workplace dress code since it cultivates a positive organizational culture (Woodard, 1999).
In a study conducted by Reddy-Best (2018), out of 24 LGBTQ + women participants, five
(22.7%) explicitly mentioned gender-separated dress codes at their offices, whereas 19
part1c1pants (86.36%) reported subtle and unwritten dress codes. In both cases, the
expression of sexual identity was challenging. When the organization provides the dress
codes formally or subtly, LGBTQ + individuals experience pressure to conform to the
heteronormative script. In a study, lesbian employees felt pressure to look feminine since
dressing in a non-feminine attire made their differences from cis women even more salient
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(Reddy-Best, 2018). However, these women were neither confident nor comfortable in a
feminine aesthetic inside the office as they did not dress similarly outside the work
environment.

In addition to organizational dress codes, there are verbal (suggestion of dressing more
sex-appropriate, commenting on one’s dressing as “too aggressive,” “too masculine”) and
nonverbal cues (double-take, staring) from the colleagues that often function as a feedback
system for conforming to the gendered dressing.

Since dressing functions as a crucial component of gender construction and performance
(Simmel, 1957; Butler, 1990), LGBTQ + individuals are required to reconsider their dressings
before visiting their workplace. Socially appropriate dressing is often synonymous with
professional dressing (Speice, 2020). Heterosexual individuals do not encounter this
additional pressure of their dressing style filtered for gender appropriateness. Also,
dressing like heterosexual individuals is often used as a gender management strategy to hide
one’s LGBTQ + identity and avoid the discrimination evident in the hiring and promotion
process (Speice, 2020).

Mental health

Minority stress, which refers to the “excess stress to which individuals from stigmatized
social categories are exposed as a result of their social, often a minority, position” (Meyer,
1995, p. 675), increases one’s vulnerability to mental health issues. This explains why sexual
minorities are more vulnerable to mental health issues across the world (Meyer, 1995; Cyrus,
2017; Fulginiti et al, 2021). Testa et al (2015) expanded the minority stress theory and
developed a gender minority stress model specific to LGBTQ + persons. This model suggests
that distal stressors (gender-based victimization, rejection and discrimination) lead to
proximal stressors (negative future expectations, internalized transphobia and nondisclosure
of identity), which in turn, is associated with mental health issues such as depression, anxiety
(Meyer, 1995; Warner et al, 2004; Kuyper and Fokkema, 2011; Lehavot and Simoni, 2011,
Bostwick et al, 2014; Ploderl et al., 2014; Mongelli ef al., 2019; LeBlanc and Frost, 2020) and
substance use (including smoking, alcoholism and drug use) (Lehavot and Simoni, 2011).

The gender minority stress model is found to be applicable to the context of experience in
an organization, i.e. heightened mental health issues are associated with exposure to multiple
distal and proximal stressors in the organization (Bliese ef al, 2017; Witte et al., 2020).

Bruce et al. (2015) found that experience of sexual orientation stigma (distal stressor) leads
to internalized homophobia (proximal factor); which in turn determines major depressive
symptoms among gay and bisexual individuals. Similarly, unsupportive social interactions
(distal stressor) are negatively associated with one’s depressive symptomatology and global
mental health through the mechanism of minimizing (defined by the downplay of one’s
stressor) (Smith and Ingram, 2004). Lesbian and gay employees find their job significantly
more stressful and mentally straining than their heterosexual counterparts (Aldén et al.,
2020). Another study showed that LGBTQ + identity significantly determines job
discrimination (distal stressor), which leads to job stress, ultimately leading to common
mental disorders (Moya and Moya-Gardfano, 2020). Workplace bullying is found to be
associated with PTSD (Post-traumatic stress disorder) symptoms among LGB workers (Day
et al, 2022). Stigma leads to socio-structural burden (such as financial insecurity resulting
from hiring discrimination) leading to sleep disorders (Layland ef al., 2022).

While the minority stress model suggests that distal stressors (discrimination) lead to a
proximal stressor (non-disclosure of identity), Corrington ef al (2020) observed that
disclosure/outness (proximal stressor) determines perceived workplace discrimination (a
distal stressor); this in turn affects psychological distress and substance abuse through
minority stress (a proximal stressor).



Another source of psychological distress lies in the mental load and emotional labor that
LGBTQ + individuals experience when they cannot disclose their sexual identity at the
workplace. This mental load can be reduced by developing an ally-ship with heterosexual
co-workers (Minei ef al, 2020). The stress caused by the concealment of one’s sexual
orientation at workplaces often results in low self-esteem, self-confidence and energy; this is,
in turn, disseminated into personal relationships causing strain between same-sex couples
(Williamson et al., 2017). However, the connection between disclosure of sexual identity,
stress and health status is not consistent. Huebner and Davis (2005) observed higher cortisol
levels among gay and bisexual men who had disclosed their sexual orientation at the
workplace, leading to a higher level of stress.

Job-related outcomes

The aversive workplace experience leads to diverse job-related outcomes. Research shows
mixed findings regarding job satisfaction among LGBTQ + employees. Disclosure is found
to be a crucial mediating variable in this context. Aldén et al (2020) find that gay men are
generally more satisfied with their job compared to the heterosexual men, while lesbians are
less satisfied than heterosexual women. Most studies report that disclosure is associated with
lower job satisfaction (Carpenter, 2008; Drydakis, 2015; Kuyper, 2015; Newheiser et al., 2017;
Williamson et al., 2017). Not only disclosure, but the fear of having negative outcomes after
disclosure negatively affect one’s job satisfaction (Ragins et al., 2007). However, some studies
show higher job satisfaction after disclosure (Ellis and Riggle, 1996; Leppel, 2014). To further
complicate the dynamic, disclosure of identity at different levels has been found to have
different experiences for different genders. GBQ males have been found to have higher levels
of job satisfaction than LBQ females at lower levels of disclosure. However, both males and
females have similar job satisfaction levels at higher levels of disclosure (Williamson et al,
2017). Moya and Moya-Gardfano (2020) identified many stressors associated with the
workplace for LGBTQ employees. Factors such as lack of preferred job, work hours,
workload and less participation in the organizational decision, hostility from co-workers and
less support in personal development negatively affect job satisfaction while instigating job
insecurity.

Career-related outcomes

Social cognitive career theory (SCCT) (Lent ef al, 1994) suggests that “person inputs
(including predispositions such as personality traits) and background contextual affordances
affect occupationally relevant self-efficacy beliefs and outcome expectations by shaping
occupationally relevant learning experiences (performance accomplishments, vicarious
learning, verbal persuasion, and physiological states and emotional arousal)” (Schaub and
Tokar, 2005, p. 305). Thus environmental supports and barriers encountered by
LGBTQ + individuals create a unique career pattern among them. Because of the overly
present discrimination in the workplace, more than three-fourths of LG youth have
experienced career barriers (Keeton, 2002). Because of a lack of gender-neutral policies and
organizations’ inability to foster a positive and inclusive work environment, too, career
growth suffers (Philip and Soumyaja, 2019).

Among adolescents, factors like lack of social support, internalized homophobia,
victimization, identity confusion, stereotyping and bias are found to be crucial barriers to
career development and exploration (Chen and Keats, 2016). Ulas-Kili¢ ef al. (2021) conducted
a life story inquiry on seven participants in Turkey and found that sexual orientation plays a
role in their career development and the fulfillment of their career aspirations. Based on
psychology of working theory, Smith ef al. (2020) found that an unsupportive work climate
negatively influenced decent work (characterized by “safe working conditions, adequate
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compensation, allowance for free time and rest, access to health care, and values consistent
with one’s personal”, p. 103374) through the negative mediating effect of work-volition (one’s
belief in the ability to take effective career-decision even in the face of constraints).

LGBTQ + employees tend to fall into the trap of occupational stereotyping due to social
and environmental barriers they encounter. Instead of exploring all the available career
options based on their preferences and interests, they prefer to opt for “stereotypical” careers,
for instance, males opt for traditionally feminine professions and become hairdressers,
florists and fashion designers; the women, on the other hand, opt for the more masculine roles
like drivers and athletes. Also, Ng and Feldman (2012) suggest that LGBTQ + employees
have lower career and compensation aspirations and higher “altruistic” work values than
their heterosexual counterparts, most likely because of their quest for “social justice.”

Lyons et al. (2010) observed that LGB individuals experienced both career-to-sexual
identity and sexual identity-to-career interference; however, the first type of interference was
higher as compared to the second one. Factors like interest, self-efficacy and support were
negatively correlated with sexual identity-to-career interference and career-decidedness
negatively correlates with career-to-sexual identity interference.

McFadden (2015) finds that acceptance of their identity is a greater priority for
LGBTQ + employees than their careers. LGBTQ + employees believe that they would have
had different career aspirations based on their “interests” had they been heterosexual.
However, many career options become “unattainable” for them simply because of their sexual
orientation.

LGBTQ + individuals’ performance and work role are also found to be affected by their
experienced homo-prejudice (Soeker et al., 2015). An inclusive workplace and opportunity for
workplace friendship increase one’s productivity, retention (Opall, 2021) and workplace
empowerment (Gates et al, 2019) while an unsafe work climate has deteriorated productivity
(Chen and L4, 2020).

While most of the literature has emphasized an affected career growth and productivity
among sexual minorities, some studies show the opposite. The unique experiences of working
for social movement, developing affective skills, and even encountering harassment and
marginalization make queer employees better organizers (O’'Brien, 2020). Similarly, LG police
officers have perceived themselves as “good cops” and their sexualities as occupational
assets (Myers et al.,, 2004). In a Philippines-based study, the affective labour and queer values
of transgender call-center employees were useful for reducing stress and fostering
productivity (David, 2015).

Discussion

Over the last decade, the world has been witnessing a progression in providing equal space
for sexual minorities. This is evident through a second wave of decriminalization of
homosexuality across countries. Organizations must also speed up in providing an equal and
inclusive space to sexual minorities. The current study was an attempt to help in this matter
by providing a detailed picture of the state-of-the-art literature related to the workplace
experiences of LGBTQ + persons. The study has the following takeaways.

(1) This study shows stark cross-cultural differences in the publication of empirical
research that deals with the workplace experiences of sexual minorities. Most
empirical studies are based on western societies (Refer to Figure 4), especially US. The
studies published in Asian countries are fewer in number, and the available
publications are relatively new. This might be associated with the fact that
homosexuality is still considered a criminal act in many Asian countries (Al Mamun
et al.,, 2016). While in some Asian countries like India, Thailand, Taiwan, Philippines,



@

G

@)

Nepal, and Bhutan, homosexuality has been recently decriminalized, there still exists
a dearth of academic literature based on these countries. The highly skewed
representation of the countries in terms of scholarship is indicative of the lack of
urgency and seriousness with which they have been dealing with LGBTQ + inclusion
in their corporations. It could also be related to some reluctance and taboo among the
researchers to conduct research in the area of sexuality in the workplace. Since the
representation of the countries is far from equal, it might be erroneous to generalize
the theories and models developed in US-based studies to other countries. While
workplace discrimination has been found to be universally observed across studies,
there is a need for multi-country research to get a clearer understanding of the cross-
cultural patterns of different forms of discrimination. Based on dual attitude theory, it
is possible that the subtle forms of aggressions are more common in countries with
long history of egalitarian legislations and non-discriminatory policies and overt
discriminations are more common in countries where homosexuality is still a taboo.

The current study also reveals a stark unevenness in the representation of separate
sections of LGBTQ + persons, i.e. lesbian, gay, bisexual, transgender and queer
persons. Figure 3 shows that some of the subsections of sexual minorities are
represented in a skewed way in literature. Seven out of 101 articles (6.9%) have
addressed transgender-only samples, while only two studies were dedicated to (1.9%)
lesbian-only employees. Twenty-two studies (21.8%) have addressed homosexuals
(lesbians and gays), whereas work on bisexual and queer persons is relatively rare.
Most studies have used inclusive terms such as LGBTQ + or sexual minorities, but
the inner representation of the subsections within these studies is far from even.
Intricacies might exist in the experience across genders and sexualities, hence
generalizing findings drawn from one gender to other sections might be problematic.
Most of the studies have addressed gay persons (85.14%). There is a need to conduct
more studies on bisexual and transgender persons as they are found to be
underrepresented in the literature. Also, it is important to test whether the theories
developed in one subsection of sexual minorities are applicable to others.

The journal-wise distribution is also indicative of the fact that there is a lack of
dedicated journals and issues addressing this important domain of diversity
management. Other than Journal of homosexuality, no journal is found to contribute
significantly to the field. The absence of mainstream organizational psychology and
management journals (except for Journal of Vocational Behaviour) in the list shows
that research on sexuality in workplace is still not considered as an important part of
the mainstream organizational research.

Based on the integration of the existing empirical literature, an integrative model has
been developed (Figure 6) in the current study. This model suggests that
LGBTQ + persons encounter both formal and interpersonal discrimination.
Formal discrimination emerges through hiring biases, promotion delays and wage
gaps. Interpersonal discrimination occurs through microaggression, heterosexist
harassment and workplace bullying. Most of the studies are indicative of a higher
frequency of subtle discrimination over overt forms of discrimination. The direct or
secondary experience of discrimination and fear of encountering discrimination
affect the disclosure decision of LGBTQ + employees. In addition to developing an
integrative model based on the existing literature, the current study makes a
contribution by looking at these processes through multiple theoretical lenses. For
instance, we have attempted to look at the empirical findings on LGBTQ +
individuals’ disclosure decisions through Omarzu’s (2000) model. Future research can
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aim at quantitatively testing how one assesses subjective risk and benefits while
deciding on the breadth, duration and timing of disclosure in an organization.

() The integrative model further shows that workplace discrimination tends to impact
career outcomes among sexual minorities. The gender typing of jobs and
internalization of the implicit inversion hypothesis often provide a more restricted
choice of occupations for LGBTQ + persons; this effectively leads to horizontal
occupational segregation (Anker, 1997). We could not identify any study or
intervention programs related to how organizations and diversity management
professionals have been addressing this issue.

(6) The literature is consistent in concluding that the negative work experience of sexual
minorities can only be pacified by providing a safe work climate through effective
diversity management programs. However, most corporations are found to be more
concerned with the reduction of explicit/overt discrimination even when in reality, the
occurrences of subtle discrimination are higher. This shows that corporations have
been taking a symptom-reduction technique by pursuing only instrumental goals
(Ghosh, 2020) where the focus is on legislation and policies. A greater emphasis on
expressive goals is needed. Few studies have recommended some effective
techniques to make the workplace safe for sexual minorities. Lim et al (2019)
recommend the development of an LGBTQ + employee resource group (ERG) that
celebrates diversity by recognizing the contributions of LGBTQ + employees and
openly advertising LGBTQ + diversity programs, along with educating and training
staff for successful diversity inclusion at the workplace. Having a gender-diverse
organizational board might also promote LGBTQ + diversity in organizations (Cook
and Glass, 2016).
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