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pride in My Workplace

Specific goalS of the prograM include:

• Educate employers and employees about the Sexual 
Orientation Non-Discrimination Act (SONDA) and the 
value of creating affirmative workplace policies for LGBT 
employees and their families. 

• Publicize best practices and encourage all employers 
to adopt them. 

• Organize to increase the number of LGBT Employee 
Networks in New York State. 

• Encourage employers in the private sector to act 
as advocates for LGBT equality & justice.

On the cover: The inspiration for the pink male and female figures 
is the often quoted statistic that 1 in 10 people are LGBT.
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introduction

The purpose of this guide is to provide 
employers with an overview of how to 
make your workplace a safe and supportive 
environment for your LGBT employees. 

• Overview of certain legal requirements 
for New York State employers

• Beyond the law – the top six best 
practices for affirming your LGBT 
employees

• Resources for further information 

• Glossary of terms 

As discussed on the next page, this guide 
is not intended as legal advice and may 
not be relied upon as such.
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The companies that made it onto the DiversityInc Top 50 

Companies for Diversity are only 7 percent of all Fortune 

500 companies yet generate 22 percent of the total gross 

revenue of all Fortune 500 companies. The stock-price 

correlation further proves the value. The 43 publicly traded 

companies in this year’s DiversityInc Top 50 Companies 

for Diversity list had a 23.5 percent higher return than the 

Standard & Poor’s 500 when measured over a 10-year 

period with dividends reinvested. 

— DiversityInc, June 2005

doeS thiS guide offer legal advice?

No. This guide does not offer legal advice and 
may not be relied upon as such. This guide was 
produced in the Spring of 2006 and reflects 
certain relevant legal requirements at that 
time. Legislative and case law in the area 
of rights associated with sexual orientation 
and gender identity and expression are 
rapidly evolving. To ensure compliance with 
federal, state and local law related to sexual 
orientation or gender identity and expression, 
we strongly encourage you to consult your 
legal advisors.

doeS thiS guide give tipS on 
Marketing to lgBt conSuMerS?

Not specifically. This guide is a tool for 
businesses in their role as employers. It does 
not include specific marketing tools on 
reaching LGBT customers. However, Pride in 
My Workplace does consider marketing to the 
LGBT community as a best practice because it 
demonstrates to your employees that you care 
about and value the LGBT community, which 
in turn helps with recruitment and retention. 
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overvieW of advantageS
for eMployerS

At a minimum, New York businesses can 
reduce the risk of legal liability and litigation 
by making efforts to avoid discrimination 
based on sexual orientation—and, in some 
localities, based on gender identity and 
expression. Going beyond that minimum to 
foster a diverse and inclusive workplace is 
usually based on a company’s commitment to 
principles of fairness and inclusion. But these 
policies can also be good for business, as 
documented by DiversityInc (see box at left). 
Companies promoting diversity attract new 
business and retain existing business, as they 
attract the best talent and retain the best talent. 

recruitMent and retention: 
Maintaining the coMpetitive advantage

An employer’s most valuable asset is its 
employee population. How do you attract 
and retain the best talent? By valuing all 
employees through policies that allow them 
to provide for their families and through 
a workplace culture that encourages 
appreciation of, and respect for, differences. 
Inclusion breeds loyalty, and creating a loyal 
workforce reduces the time and expense 
associated with employee turnover. 

eMployee productivity

Employees who have to worry about their 
uninsured partner, who feel uncomfortable 
being out at work, or who feel isolated because 
they feel they are the only ones struggling 
with these issues have been shown to be 
less productive. If your LGBT employees feel 

comfortable and supported in their work 
environment, they will be able to focus more 
effectively on the work of the company, thereby 
increasing productivity. 

Brand loyalty

National surveys have documented that the 
LGBT community demonstrates brand loyalty 
to companies which have policies of equal 
treatment. “Seven in ten (70%) gay, lesbian and 
bisexual respondents say they are extremely or 
very likely to consider a brand that is known to 
provide equal workplace benefits for all of their 
employees, including gays and lesbians.”1

the right thing to do, 
for So Many reaSonS

A growing number of employers believe it 
makes sound business sense to have a diverse 
employee base. We hope this guide can offer 
your organization information about best prac-
tices to ensure that your workplace is inclusive 
and diverse, and, as a result, more successful.

Approximately half 
of the Fortune 500 
companies offer 
domestic partner 
health benefits. 

1 Harris Interactive, 2/4/05
www.harrisinteractive.com/news/allnewsbydate.asp?NewsID=889
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(from left)
Lynette C. Kelly
Kimberly Hogg legal oBligationS

laWS related to Sexual orientation

eMployee rightS under Sonda

reSourceS for eMployerS

Under SONDA, employers with four 
or more employees may not make 
decisions based on a person’s actual or 
perceived sexual orientation in any area 
of employment, including:

• Hiring

• Promotion

• Job assignments

• Compensation

• Termination 
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laWS related to gender identity 
and expreSSion

As of the spring of 2006, neither federal 
nor New York state law explicitly prohibit 
discrimination based on gender identity 
and expression. However, some state and 
federal courts have interpreted laws that 
prohibit sex or disability discrimination as 
affording protection to individuals harassed 
or discriminated against because they do not 
comply with societal gender norms. However, 
the law in this area remains unsettled. 

As of the spring of 2006, five New York cities 
and two New York counties have amended 
their non-discrimination laws to explicitly 
protect people on the basis of gender identity 
and expression. The cities are Albany, Buffalo, 
Ithaca, New York City, and Rochester. The two 
counties are Suffolk County and Tompkins 
County. 

eMployer reSponSiBilitieS

Employers doing business in the above-
mentioned municipalities and counties 
who are covered by these laws may not 
discriminate based on gender identity 
and expression in hiring, promotion, job 
assignments, termination, and compensation 
of employees or prospective employees.

eMployee rightS under the laW

If an employee believes that they have 
experienced discrimination based on their 
gender identity or expression, they have the 
legal right to file a complaint 

at the municipal level. In New York City, 
an employee can file a complaint with 
the City Human Rights Commission 

or sue in court.

In municipalities and counties where there 
are no explicit laws protecting individuals 
based on gender identity and expression, an 
aggrieved employee can file a claim based on 
sex discrimination which may be successful 
based on previous court rulings. In Buffalo, 
an employee can fill out a Complaint Form 
with the Buffalo Commission on Citizens’ 
Rights and Community Relations at 

or call 716-851-8000. 

eMployer reSourceS on local 
tranSgender laWS

For more information about complying with 
the New York City law, there are guidelines 
from the New York City Human Rights 
Commission at 

, or you can contact 
the Commission at 212-306-5070 or 

The Buffalo Commission on Citizens’ Rights 
and Community Relations is responsible for 
investigating and recommending action on 
violations of its human rights code. You can 
contact the Commission at 716-851-8000 or 

.
For information on other local laws, consult 
with your attorney or contact the city or county 
agency responsible for enforcing the law.
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ALLEGANY

BRONX
NEW YORK
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CATTARAUGUS

CAYUGA

CHAUTAUQUA

CHEMUNG

CHENANGO

CLINTON

COLUMBIA

CORTLAND

DELAWARE

DUTCHESS

ERIE

Buffalo

Rochester

Ithaca /
Tompkins County

Albany

New York City

Suffolk County

ESSEX

FRANKLIN

FULTON

GENESEE

GREENE

HAMILTON

HERKIMER

JEFFERSON

KINGS

LEWIS

LIVINGSTON

MADISON

MONROE

MONTGOMERY

NASSAU

NIAGARA
ONEIDA

ONONDAGA

ONTARIO

ORANGE

ORLEANS

OSWEGO

OTSEGO

PUTNAM

QUEENS

RENSSELAER

RICHMOND

ROCKLAND

ST. LAWRENCE

SARATOGA

SCHENECTADY

SCHOHARIE

SCHUYLER

SENECA

STEUBEN

SUFFOLK

SULLIVAN

TIOGA

TOMPKINS

ULSTER

WARREN

WASHINGTON

WAYNE

WESTCHESTER

WYOMING
YATES

Counties / cities that have added gender 
identity and expression to the law in addition 
to being covered by SONDA.

The Sexual Orientation Non-Discrimination Act (SONDA) 
prohibits discrimination based on sexual orientation 
throughout New York State. 

In addition, five New York cities and two counties have 
amended their non-discrimination laws to explicitly protect 
people on the basis of gender identity and expression.
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SucceSS StorieS

BeSt practiceS

1
including “Sexual orientation” and 
“gender identity and expreSSion” 
in your eeo policy

getting top ManageMent approval

a Model eeo policy

NewYorkCorp is committed to maintaining a work environment 
free of harassment, discrimination, intimidation or retaliation. 

NewYorkCorp does not discriminate against any employee 
or applicant for employment because of race, color, religion, 
gender, national origin, veteran status, disability, age, 
citizenship, marital or domestic/civil partnership status, sexual 
orientation, gender identity or expression, or because of any 
other criteria prohibited under applicable law. NewYorkCorp 
administers all terms, conditions and privileges of employment 
on a non-discriminatory basis, including, but not limited to, 
recruiting and hiring (including recruitment advertising), 
promotions and transfers, performance appraisals, training, 
job assignments, compensation, termination of employment, 
and benefits. 

If a NewYorkCorp employee believes that a violation of this 
policy has occurred, s/he should take immediate action 
by contacting his/her supervisor or Human Resources 
representative. If a job applicant believes that a violation 
of this policy has occurred, s/he should contact his/her 
Staffing representative, or a Company Human Resources 
representative. Retaliation, intimidation or discrimination 
against employees or applicants who report violations is 
strictly prohibited, and will be considered to be a violation of 
this policy. 

NewYorkCorp will investigate reports of policy violations 
expeditiously and as discreetly as possible. Employees who 
violate this policy will be subject to disciplinary action, up to 
and including the termination of employment. 

• Employees need to know about your 
non-discrimination policy. 

• Your non-discrimination policy should also 
prohibit harassment of any kind. 

• Outline a clear grievance procedure. 

• Communicate a no retaliation policy. 

• Build a reputation that you take 
complaints seriously. 
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(from left)
Robert Mingione

John Donahue

SucceSS StorieS
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BeSt practiceS

2
a note on “eMployee BenefitS”

Marriage and SpouSal BenefitS

doMeStic partnerS and 
partner BenefitS
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If your health plan covers the spouses of 
employees, your organization can seek to 
provide equal benefits to unmarried gay 
and lesbian employees by offering health 
insurance to their domestic partners. If your 
organization decides to provide domestic 
partner health benefits, it can choose to 
provide these benefits only to same-sex 
couples, because marriage is an option for 
heterosexual couples, or it can define domestic 
partner more broadly and without regard 
to the sex of the employee’s partner. Either 
way, your insurance carrier may require that 
you obtain proof of an employee’s domestic 
partner status before providing coverage to 
the partner. 

Registration of domestic partnership with a 
governmental body pursuant to local law 
authorizing such registration is one form of 
proof of status and is often sufficient for benefit 
enrollment. Another is typically in the form of 
an employer-created certification of domestic 
partnership status, especially because not all 
localities in the state have partner registries. 
Such certification typically requires that 
an employee state that s/he is not currently 
married or in a domestic partnership with 
anyone else, that s/he has been living with 
an individual not related to him/her on a 
continuous basis and is in a close, committed 
relationship with that individual. Just as an 
employer would not require an employee 
who was legally married to attest that they 
are living together, or that their finances are 
commingled, it is inequitable to make that 
requirement of employees in a domestic 
partnership. 

Another option for offering inclusive health 
benefits is to offer coverage to a “qualified 
adult.” With this approach, an employee is 
eligible to cover their spouse or one qualified 
adult. A “qualified adult” can be a domestic 
partner or an extended family member that 
meets certain criteria as defined by the plan.
This option allows individuals to define 
families for themselves in an even broader 
sense than just including domestic partners, 
and may be appropriate for some employers. 

Your insurance carrier may be able to assist 
you in extending group insurance benefits to 
domestic partners. 

coSt of providing doMeStic 
partner BenefitS

Many employers believe that the cost of 
providing domestic partner benefits is too 
prohibitive to justify the good will borne of 
inclusion. In practice, however, the cost for most 
employers is relatively minimal, typically 1% 
more than current benefit costs and almost 
never more than 2%, according to a study by the 
Institute for Lesbian and Gay Strategic Studies.2

Unlike health benefits provided to heterosexual 
married spouses, federal law currently requires 
that the amount spent by an employer to 
provide health insurance coverage to a 
domestic partner must count as imputed 
income for the employee. Hence, an employee 
availing him or herself of domestic partner 
coverage bears the burden of this tax 
disadvantage. A few companies alleviate the 

2 “Calculating Costs with Credibility: Health Care Benefits for Domestic 
Partners,” Angles, Vol 5 Issue 1, November, 2000.

tax disadvantage faced exclusively by gay 
and lesbian employees (because federal law 
does not recognize them as ‘married’ even if 
they have been married in a jurisdiction where 
it is legal) by compensating employees for the 
amount of taxes paid. 

For more information regarding the tax 
implications of providing domestic partnership 
benefits, we encourage you to consult a benefits 
or tax specialist. 

health inSurance covering the needS
of tranSgender eMployeeS

Some transgender individuals will choose 
to take hormones and/or have surgical 
procedures to align their physical anatomy or 
appearance with their gender identity. A fully 
inclusive health insurance plan will include 
coverage for hormone therapy and all medical 
and mental health care related to transitioning, 
including coverage for necessary surgical 
procedures and eligibility for short term 
disability benefits following surgery. 

• Adoption assistance

• Bereavement leave

• COBRA benefits continuation

• Employee discounts

• Employer-provided life insurance

• Family leave, including parental leave

• Relocation assistance

• Retiree medical coverage

• Supplemental life insurance

• Survivor pension benefits 

Other Spousal Equivalency Benefits

SucceSS StorieS
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SucceSS StorieS

BeSt PracticeS

3
foStering an incluSive 
environMent

• Use inclusive language in policies on 
employees’ families. Refer to “spouse or 
domestic partner” rather than “husband” 
or “wife.” Include “partner’s parents” as 
well as “mother-in-law and father-in-law.” 

• Make sure that family events are inclusive. 
For example, if your organization is 
hosting an event for employees’ children, 
make it clear that the dependent children 
of an employee’s domestic partner are 
welcome.

• Use appropriate pronouns for transgender 
employees. If an employee is transgender, 
ask if they would prefer to be addressed 
with male or female pronouns. 

• Provide mentoring to develop LGBT 
employees. If current employees self-
identify as LGBT, make sure they are 
included in mentoring programs and are 
given the same professional development 
opportunities afforded to all other 
employees.

• Involve the leaders of your LGBT Network 
to take the pulse of whether LGBT 
employees feel comfortable in their work 
environment. 
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SucceSS StorieS

BeSt practiceS

4
WayS to Support tranSgender 
eMployeeS

Educate your employees about gender identity and 
expression. Diversity trainings should be inclusive 
of all aspects of diversity, including issues of gender 
identity and expression. Education will help non-
transgender employees understand their transgender 
colleagues and will demonstrate to transgender 
employees the company’s support and professional 
respect.

Have clear guidelines in place for the transitioning 
process. Employees who want to transition need to 
understand the policies and procedures required in 
the workplace. Policies like the company’s medical 
leave policy or short term disability plan will apply to 
every employee. Other policies or guidelines may be 
more unique to the needs of a transgender person 
preparing to transition, such as how a manager will 
assist a transitioning employee in explaining his or 
her transition to their colleagues. 

Help facilitate name changes and other 
administrative tasks. If an employee decides to 
transition in the workplace, he or she will likely want 
to change their name. Make sure all the necessary 
departments are informed so the paperwork process 
can go smoothly.

Be sensitive about bathrooms and locker rooms.
This can be a very sensitive topic for transgender and 
non-transgender employees alike. Most transgender 
people prefer to use the bathrooms and locker 
rooms associated with the gender with which they 
identify, regardless of whether they have had gender 
reassignment surgery. Other employees may feel 
uncomfortable with this approach. Single-stall 
gender-neutral restroom facilities can be one way 
in which this issue can be resolved. 

American Express
Bristol-Myers Squibb Co.
Citigroup Inc.
Corning Inc.
Eastman Kodak Co.
Estee Lauder Companies

The Goldman Sachs Group Inc.
IBM Corp.
JPMorganChase & Co.
Keyspan Corp.
Lehman Brothers Holdings
Liz Claiborne Inc.

Merrill Lynch & Co.
MetLife, Inc.
PepsiCo Inc.
Pfizer Inc.
Viacom Inc.

(Over 80 of all Fortune 500 companies have done the same)
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(from left)
Felix Blanco

Colleen McVeigh
Robert Berman

SucceSS StorieS

 BeSt practiceS

5
encourage and Support 
LgBt netWorkS

• Educate other employees about historical 
achievements and contributions as well as 
current challenges faced by the community. 

• Support career development through leadership, 
mentoring and coaching. 

• Provide a forum for business development 
by bringing employees together across 
departmental or divisional lines.

• Provide a safe space for employees to 
“come out.”

• Be a link to information and community 
resources. 

• Help with employee recruitment at MBA, Law 
School, and other professional LGBT Job Fairs. 

• Work with HR on enhancing policies and benefits 
and support the other best practices discussed 
in this guide. 
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SucceSS StorieS

(from left)
Jim Pizzo

Beth Rivera
Senior HR manager

BeSt practiceS

6
Why Support and advocacy 
are iMportant

hoW to ShoW Support

Provide philanthropic support to the LGBT 
community. If your company provides financial or 
volunteer support to community-based organizations, 
include organizations in the LGBT community in your 
annual giving programs. Your LGBT employees can 
provide information about organizations that might 
be appropriate at the local, state or national level. 

Educate elected officials and government agencies 
about your best practices. Influential business 
leaders can provide an important voice in favor of 
public policy that provides equal treatment for LGBT 
individuals and their families. Your company can 
educate policy makers on the many ways that equal 
benefits and non-discriminatory policies benefit 
business.

Include LGBT-owned businesses in your supplier 
and vendor diversity program. 

Market to the LGBT community. The LGBT 
community is well-informed about corporate policy, 
and they reward companies who maintain supportive 
policies with their business. 

Actively Recruit LGBT Employees. Reach out to LGBT 
professional organizations and LGBT associations at 
undergraduate and graduate institutions. What better 
way to say you value diversity and this community than 
by actively seeking LGBT employees?

Be a Pride in My Workplace Mentor. If you have been 
successful in helping your organization establish 
policies and practices supporting LGBT employees, 
take the next step by helping another organization do 
the same. Please contact the Pride in My Workplace 
Coordinator at 212-627-0305 to get involved.

AT&T
Bausch & Lomb
Corning Inc.
Eastman Kodak Co.
Hill and Knowlton
IBM
JPMorganChase & Co.
Triarc Beverage Group
Verizon Communications
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Mark Henderson
Director

Corporate Human Resources 
Time Warner

reSourceS

eMpire State pride agenda www.prideagenda.org

diverSityinc www.diversityinc.com

gender puBlic advocacy coalition (genderpac) www.gpac.org 

www.gpac.org/workplace/ 

hrc www.hrc.org 

www.hrc.org/Template.cfm?Section=Search_the_Database&Template=/

CustomSource/WorkNet/srch.cfm&searchtypeid=1&searchSubTypeID=1 

www.hrc.org/Content/NavigationMenu/Work_Life/

Get_Informed2/Resources1/Publications_and_Other_Resources.htm 

laMBda legal defenSe & education fund www.lambdalegal.org

  www.lambdalegal.org/cgi-bin/iowa/btw/index.html?page=btw_oaw_intro

national center for tranSgender equality www.nctequality.org

national gay and leSBian taSk force www.ngltf.org 

  www.thetaskforce.org/downloads/dp/dp_99.pdf 

neW york city huMan rightS coMMiSSion www.nyc.gov/cchr

  www.nyc.gov/html/cchr/pdf/trans_guide.pdf

neW york diviSion of huMan rightS www.dhr.state.ny.us

out & equal www.outandequal.org

www.outandequal.org/resources/default.asp

www.outandequal.org/affiliates/ny/default.asp 

www.outandequal.org/programs/default.asp 

pride at Work, afl-cio www.prideatwork.org
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civil unionS

An institution created only recently by 
individual states (as of spring 2006 only Vermont 
and Connecticut) to give couples all of the state 
rights and responsibilities that are granted to 
civilly married couples, but none of the federal 
rights or benefits.

doMeStic partner and doMeStic 
partnerShip

Many lesbians and gay men use “domestic 
partner” colloquially to refer to their loved one 
or life partner. But “domestic partnership” has 
specific legal or employer policy definitions, 
and may include opposite-sex as well as 
same-sex couples. “Domestic partnership” 
is the status granted by some public and 
private entities (an employer or a local or state 
government) to legally recognize an unmarried 
couple. Sometimes domestic partnerships are 
catalogued in a public registry and create 
select rights and responsibilities, while others 
have no substantive rights at all other than 
having the partnership documented. 

gender expreSSion

All external characteristics and behaviors 
that are socially defined as either masculine 
or feminine, such as dress, mannerisms, name, 
physical characteristics and speech patterns.

gender identity

A person’s innate, deeply felt psychological 
identification as male or female, which may 
or may not correspond to the person’s body or 
assigned sex at birth.

Marriage

A civil, social and spiritual institution often 
entered into by people in love to make a 
statement of commitment to their family, friends 
and community. A civil marriage gives the 
couple access to a vast array of protections, 
responsibilities and benefits under state and 
federal law, many of which currently cannot be 
replicated in any other way.

Sexual orientation

That which determines to whom you will 
become physically and/or romantically 
attracted. Everyone has a sexual orientation. For 
the purpose of identifying illegal discrimination, 
the Sexual Orientation Non-Discrimination Act 
defines sexual orientation as “heterosexuality, 
homosexuality, bisexuality, or asexuality 
whether actual or perceived.”

tranSgender

Transgender is an umbrella term used to 
designate a community of people who 
regularly present in a gender different from the 
sex assigned to them at birth and who live a 
significant part of their lives in that gender. This 
includes people who have undergone medical 
procedures to change their sex and those who 
have not.

tranSitioning 

The process through which a person modifies 
his/her physical characteristics and/or 
manner of expression to satisfy the standards 
of membership in a gender other than the one 
he/she was assigned at birth. Some people 
transition simply by living as a member of the 
other gender, while others undergo medical 
treatment to alter their physical characteristics. 
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The Empire State Pride Agenda Foundation is 
the non-partisan 501(c)(3) research, education 
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the Empire State Pride Agenda, Inc. The 
Foundation advances the Pride Agenda’s 
public policy goals by: educating public 
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and mobilizing allies; and organizing, 
empowering and educating the LGBT 
community in urban suburban and rural 
communities across New York State.
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and mobilizing allies; and organizing, 
empowering and educating the LGBT 
community in urban suburban and rural 
communities across New York State.
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Department of Youth and Community 
Development, City of New York.

Empire State Pride Agenda Foundation
16 West 22nd Street, 2nd Floor
New York, NY 10010

PH:     212-627-0305
FAX:  212-627-4136

www.prideagenda.org
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