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Abstract 

Many LGBTQ+ employees who do not feel comfortable disclosing their gender identity 

or sexual orientation in the workplace lack empowerment and engagement. While a growing 

number of organizations display signs of 



Introduction 

 This paper arose from a need to understand career optimism for lesbian, gay, bisexual, 

transgender, queer, and other marginalized genders/sexualities (LGBTQ+) in the workforce. 

Investing in employees through mentorship and advocacy may help increase employee 

empowerment and engagement (University of Phoenix,
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orientation, gender identity, or gender expression within their fair employment practices laws 

(Hentze & Tyus, 2021). With increased challenges to navigate in several states, LGBTQ+ 

employees still lack protections from threats of discrimination regardless of employers’ claims to 

fostering inclusive environments (Baker & Lucas, 2017; Holman et al., 2018). Employers touting 

nondiscrimination policies, inclusive cultures, and equitable benefits may not be enough. While 

some employers may offer an anonymous or confidential way for employees to disclose their 

LGBTQ+ status, some disclosures either voluntarily shared or assumed within the workplace 

may result in threats and inequalities as the nation continues to contend with polarization. 

 Gender-exclusive language continues to appear across a
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anti-discrimination statements are not enough. Policies supporting LGBTQ+ employees may 

provide safe spaces when guided by workplace compliance of such policies. The results of 

organizational compliance with anti-discrimination policies designed to provide equal 

employment opportunities have a positive impact for the employees and the organization. One 

study directly linked workplace diversity policies with positively affected organizational 

innovation and higher organizational performance (Hossain et al., 2020). Further research linked 

workplace diversity statements and affirming policies to enhanced organizational marketing 

capabilities which directly and positively influence customer satisfaction (Patel & Feng, 2021). 

Alternately, a study including LGBTQ+ employees within several federal agencies—which are 

required to have anti-discrimination policies that fully protect LGBTQ+ employees—found 

reports of worse treatment, less respect, perceptions of less fairness, and lower levels of job 

satisfaction than their non-LGBTQ+ colleagues concluding LGBTQ+ employees are more likely 

to consider leaving their organizations (Cech & Rothwell, 2020). Cech and Rothwell (2020) 

confirmed these negative experiences were only compounded for racial and ethnic minority 

LGBTQ+ employees. For example, University of Phoenix (2023) found 65% of Black 

Americans in the workforce are actively looking or expecting to look for a new job, a percentage 

that is likely higher for those employees in the LGBTQ+ community. Regardless of outwardly 

posted statements and policies, organizational culture and demographics are likely to dictate 

informal workplace inequities.  

Advocates and Mentors in the 
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oppressed because of 
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reinforce learning for members and extended employee populations (Green, 2018). Informal 

learning activities such as mentoring are influential in promoting change, though University of 

Phoenix (2023) found that many American workers lack advocacy and mentorship in their 

careers. Communities of practice help to foster collaboration as well as create opportunities for 

mentorship. ERGs provide a platform for employees at varied levels to strengthen organizational 

relationships, improve the visibility of members, and amplify their voices. With the increase of 

support resources extended to ERGs, group members can include their involvement in their 

professional development plans and extend 
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mentorship while helping employees share experiences, navigate organizational dimensions, and 

reinforce allyship.
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