implication that the employer does not value
its single employees.

10% of my workforce cannot marry
because they are gay or lesbian

There is no basis for the oft-repeated assertion
that gays and lesbians constitute 10% of the
population. No random survey of a broad
population has found that 10 percent of the
population are gay or lesbian. In fact, the
most broad-ranging, random surveys have
found that only about 1.1 - 2.1 percent of the
population have sex with persons of the same
gender or identify themselves as gay or
lesbian. Random surveys that estimate the
gay and lesbian population at more than 2.1
percent generally rely upon unusually broad
definitions of “gay” and “lesbian.” For
example, some studies include questions
about same-sex fantasy and sexual attraction
as measures of homosexuality. However,
reputable studies that include such criteria are
careful to distinguish between responses
based upon sexual attraction, fantasy, behav-
ior and identification, and do not purport to
conclude that same-sex fantasy or sexual
attraction, without same-sex behavior or
identification, necessarily meansthat a person
is gay or lesbian. Indeed, numerous studies
raise the question of how to define gays and
lesbians, without proposing a definitive
answer. One study explained the problem, in
part, as follows:

“Does a man who has homosexual sex in prison
count as a homosexual? Does a man who left

his wife of twenty years for a gay lover count as
homosexual or heterosexual? Do you count the
number of years he spent with his wife as
compared to his lover? Does the married
woman who had sex with her college roommate

a decade ago count? Do you assume that one
homosexual experience defines someone as gay

for all time?

“...Isawoman a lesbian if she finds it sexually
arousing to look at other women, but has only
heterosexual intercourse? Does it matter if she
considers herself a heterosexual?”

Regardless of the theoretical value of
considering isolated sexual acts or sexual desire
for determining whether a person is gay or
lesbian, such criteria have little, if any, value in
assessing workplace issues for gays and
lesbians. The issue in the workplace is whether
a person considers him- or herself to be gay or
lesbian. If not, he or she will not seek benefits
for a same-sex partner, and will rarely, if ever,
feel discriminated against because of sexual
orientation. Accordingly, employers consider-
ing gay and lesbian issues in the workplace
should expect that about 1.1 - 2.1 percent of
employees are gay or lesbian. Employers
should not sacrifice the well-being of the
company and the vast majority of its employees
out of a concern that the 1-2 percent of its
employees who are gay or lesbian cannot marry.

For further information visit our web site at

WWW.corporateresourcecouncil.org, or contact us at

(480) 444-0030.

CORPORA RES UR E COUNCIL

ANSWERS TO COMMON
OBJECTIONS TO PROMOTING
HEALTHY MARRIAGES
AND SEXUAL MORALITY



http://www.corporateresourcecouncil.org:

It’s illegal for employers to promote
marriage

No law prohibits making marriage education
available to employees or adopting corporate
policies that promote healthy marriages.
Promoting healthy marriages is not the same
thing as saying that married people are better
than singles. The purpose of promoting
healthy marriages is to help married employ-
ees, or those who are planning to marry,
develop happy marriages and avoid divorce.
It is not necessary for an employer to deni-
grate unmarried employees, or to treat them
less favorably, in order to promote healthy
marriages.

Marriage  education programs benefit
employers by stabilizing marriages and the
workforce—in general, employees in stable
marriages are happier, healthier, more
dependable and change jobs less often. In
addition, marriage education programs benefit
employers by improving employees’ ability to
resolve conflicts and communicate effectively
with coworkers. These latter benefits can be
increased by making interpersonal relation-
ship and communication training available to
unmarried employees as well.

Many policies or programs that enhance
marriages also benefit unmarried employees.
The 48.3 percent of the workforce that are
unmarried are as likely to face personal crises
or financial problems as married workers.
Unmarried workers are as likely as married
ones to appreciate avoiding a sexually-
charged workplace and sexually compromised

situations. And making equivalent training
available to unmarried employees eliminates
any basis for claiming unequal treatment.

Promoting healthy marriages will not constitute
marital status discrimination, where prohibited,
if the employer does not treat unmarried
employees less favorably.

Ross Perot reportedly said in defense of his
condemnation of adultery at EDS, “How can
I trust a man if his wife can’t?” Courts have
repeatedly upheld employers’ right to termin-
ate employees for marital infidelity.

What I do in the privacy of my own bedroom
is none of your business

Our single employees will feel excluded
and not valued if we promote marriage

The privacy of an employee’s bedroom is not
the issue in prohibiting a sexually charged
workplace. If sexual activity is private, i.e., the
activity and discussions about it stay in the
bedroom, an employer will never know about it,
and neither will coworkers. The problems arise
from bringing sexuality into the workplace.
Sexual relationships between coworkers cause
distraction and decreased productivity for those
involved, claims of sexual harassment, includ-
ing lawsuits, and complaints of favoritism. If
one or both of the employees are married, the
affair may result in divorce, which diminishes
productivity even further.

Employers have a direct interest in eliminating
a sexually charged company culture. Sex in the
workplace costs companies billions of dollars.
In addition, divorce, most of which is related to
adultery, diminishes workers’ productivity for
as much as three years. Regardless of manage-
ment’s personal views of sexual issues, an
employer is better off if it adopts policies
prohibiting sexual relationships among
coworkers. Moreover, adultery raises issues of
dishonesty in addition to the moral issues. As

Growing old as a single is an emotionally
painful experience for many, and employers
should be careful not to exacerbate the pain.
Many older singles are highly sensitive to any
implication—intentional or unintentional—that
normal people get married. Even some
singles in their twenties feel rejected because
they are not married. Therefore, it is
important for employers to promote healthy
marriages in a way that does not insult
singles.

Employee assistance programs should be
offered in a way that gives unmarried
employees equal opportunities to choose
educational programs to enhance their
communication and interpersonal relationship
skills. Other programs such as crisis counsel-
ing or financial training, while contributing to
healthy marriages, may be of equal benefit to
unmarried employees. Employers should
promote pre-marital counseling, marriage
counseling and marriage seminars as
programs to help married employees or those
planning to marry to improve their marriages,
not as statements that unmarried employees
are less important. Sensitivity to the feelings
of unmarried employees will diminish any
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