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Employment and Housing  
Discrimination Based on  
Sexual Orientation and 
Gender Identity in Idaho 
 

 
Amira Hasenbush and Christy Mallory May 2014 
 
Executive Summary  

More than four percent of the American workforce identifies as lesbian, gay, bisexual, or transgender 
(LGBT).  Approximately 32,000 LGBT people live in Idaho.  Idaho does not have a statewide law that 
prohibits discrimination based on sexual orientation or gender identity in employment or housing.   

This report summarizes evidence of sexual orientation and gender identity employment and housing 
discrimination, explains the limited current protections from sexual orientation and gender identity 
discrimination in Idaho, and estimates the administrative impact of passing a law prohibiting 
employment and housing discrimination based on these characteristics in Idaho. 

Key findings of this report include: 

• In total there are approximately 32,000 LGBT adults in Idaho, including over 20,700 who are part 
of the Idaho workforce.1 

• Local research documents that a number of Idaho employees and tenants have faced 
discrimination because of their sexual orientation or gender identity; these include reports from 
a retail worker, veterans and students. 

• A 2003 survey of more than 2,000 Idahoans found that 16% of transgender respondents, 12% of 
gay and bisexual men, and 8% of gay and bisexual women were expressly told by their employer 
that they had been fired from a job, not promoted, or had not received compensation or a raise 
because of their sexual orientation or gender identity.   More than half of the LGBT respondents 
felt that they had to hide or deny their sexual orientation or gender identity in the workplace. 

• In 2008, a statewide survey conducted by Boise State University Public Policy found that 63% of 
Idahoans believed it should be illegal to fire an employee because they are perceived to be gay 
or lesbian, and a 2011 poll found that 81% of Idahoans believed it should be illegal to fire 
someone because they are lesbian, gay, bisexual or transgender.   

• National surveys also confirm that discrimination against LGBT workers persists.  Most recently, 
a 2013 Pew Research Center survey found that 21% of LGBT respondents had been treated 
unfairly by an employer in hiring, pay, or promotions. 

• As recently as 2010, 78% of respondents to the largest survey of transgender people to date 
reported having experienced harassment or mistreatment at work, and 47% reported having 
been discriminated against in hiring, promotion, or job retention because of their gender 
identity.  Additionally, 19% reported being denied an apartment because of their transgender 
status.  



• Disparities in wages are also a traditional way that discrimination has been measured.  Census 
data show that in Idaho, the median income of men in same-sex couples is 25% lower than men 
in different sex marriages. 

• Currently, seven localities in Idaho provide protection from sexual orientation and gender 
identity discrimination by local ordinance. 

• Approximately 75% of Idahoans are not covered by a local ordinance that prohibits housing 
discrimination based on sexual orientation or gender identity, and 72% of Idaho’s workforce is 
not covered by a local ordinance that prohibits employment discrimination based on sexual 
orientation or gender identity. 

• Even Idahoans who live in localities with such local ordinances are not always as protected as 
they would be by state law.  Some localities have greater investigatory and enforcement 
capacities than others, and none have a fully funded human rights commission like the 
statewide agency. 

• Many of the state’s top employers have internal corporate policies prohibiting sexual 
orientation discrimination, including three Fortune 1000 companies and eight of Idaho’s top ten 
employers. 

• Adding sexual orientation and gender identity to the state’s current non-discrimination law 
would result in approximately 10 additional complaints of employment discrimination being 
filed with the Idaho Commission on Human Rights each year.  

• Enforcing complaints of sexual orientation or gender identity employment discrimination is 
likely to have no impact or a negligible impact on the state budget.  Estimates that include the 
highest possible figures indicate that the additional complaints could cost up to $22,000 
annually; which represents 2.2% of the Idaho Commission on Human Rights’ budget in fiscal 
year 2013. 

Evidence of Discrimination 

Survey Data and Specific Examples of Sexual Orientation and Gender Identity 
Discrimination in Idaho 

Research shows the existence of widespread and continuing employment and housing discrimination 
against LGBT people in the U.S.  In response to surveys, LGBT workers consistently report having 
experienced discrimination, and non-LGBT people often report having witnessed discrimination against 
their LGBT co-workers.  For example, a national survey conducted by Pew Research Center in 2013 
found that 21% of LGBT respondents had been treated unfairly by an employer in hiring, pay, or 
promotions.2  Additionally, the nationally representative 2008 General Social Survey found that 37% of 
gay men and lesbians had experienced workplace harassment in the last five years, and 12% had lost a 
job because of their sexual orientation.3  In June 2013, the U.S. Department of Housing and Urban 
Development released data from a national study which showed that gay and lesbian couples are 
significantly less likely to receive a response from a housing provider than similar heterosexual couples.4   
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As recently as 2010, 78% of respondents to the largest survey of transgender people to date reported 
having experienced harassment or mistreatment at work, and 47% reported having been discriminated 
against in hiring, promotion, or job retention because of their gender identity.5  Additionally, 19% 
reported being denied an apartment because of their transgender status.6 

A 2003 survey of more than 2,000 Idahoans revealed that more than half of the LGBT respondents felt 
they had been expected to deny or hide their sexual orientation or gender identity at work.7 Of those, 
almost 60% had been explicitly asked by employers to do so.8 Almost a quarter of those surveyed 
reported that they believed they had been fired from a job, not promoted, or not received 
compensation or a raise as a result of anti-gay attitudes in their workplace, and 16.3% of transgender 
respondents, 12% of gay and bisexual men, and 7.6% of gay and bisexual women were expressly told by 
their employer that their sexual orientation or gender identity had led to such a result.9  

In 2008, a statewide survey conducted by Boise State University Public Policy found that 63% of 
Idahoans believed it should be illegal to fire an employee because they are perceived to be gay or 
lesbian,10  and a 2011 poll found that 81% of Idahoans believed it should be illegal to fire someone 
because they are lesbian, gay, bisexual or transgender.11 

Campus climate surveys from Idaho universities also reflect negative attitudes that can result in 
discrimination against LGBT people.  A 2005 survey at Boise State University, the largest campus in the 
state, found that LGBT students were “much more likely to agree that they ha[d] been harassed because 
of those characteristics or affiliations.  Though the numbers were small, transgender individuals were 
most likely to agree that they had been harassed or intimidated due to gender.”12  In fact, 25.9% of non-
heterosexual respondents and 60% of transgender respondents reported being harassed because of 
their sexual orientation or gender identity.13  Additionally, 40% of transgender respondents and 11.9% 
of non-heterosexual respondents disagreed with the statement “I have received fair and equal 
treatment at Boise State.”14  These were the highest percentages reporting harassment or unequal 
treatment for any individual demographic category.15  

Discrimination against LGBT people in employment and housing has also been documented in court 
cases, state and local administrative complaints, complaints to community-based organizations, 
academic journals, newspapers, books, and other media.  Additionally, a number of federal, state, and 
local administrative agencies and legislative bodies have acknowledged that LGBT people have faced 
widespread discrimination in these areas.16   

Formal documentation of individual incidents of discrimination in Idaho is rare, in part due to fear of 
backlash.  In 2013, at a joint meeting of the House and Senate State Affairs Committees, the 
administrator of the Idaho Commission on Human Rights stated that approximately 21 people had 
contacted the Commission regarding discrimination based on sexual orientation or gender identity since 
they began collecting that information in 2009-2010.17  However, 16 of those people failed to file a 
complaint for fear of reprisal.18  In April, 2013, a closeted lesbian grandmother outed herself at a 
Pocatello City Council meeting, where local residents were debating whether to pass a local non-
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discrimination ordinance that was inclusive of sexual orientation and gender identity.19  By the time she 
went to her car at the end of the meeting, she found $700 worth of vandalism on her car tires.20   

The fear of being outed and can impact people’s daily lives, creating persistent anxiety and fear.  A gay 
man from Idaho wrote anonymously about his fear of losing his job if his employer found out about his 
sexual orientation:  

My employer does not know. I most certainly will lose my job if he finds out. He is very 
outspoken about his feelings towards ‘homos.’  I solely support my family. I live in a 
state of constant panic. I am a dedicated, hardworking employee and I deserve to be 
employed. My boss wouldn’t agree. The other day a soccer mom in our neighborhood 
called me a faggot in front of my children. How long will it be before it is common 
knowledge? How much longer will I be employed?21 

One partner in a same-sex couple in Idaho wrote of the “elaborate rituals and rules” that the couple 
follows to keep their relationship a secret from their landlord who has expressed her belief that 
“homosexuals are not people and don’t deserve civil and human rights”:22 

[W]e do not hold hands in public if we are within 100 miles of our address in case our 
landlord or her friends or family see us. We have to be extremely careful who we tell. 
We must have an elaborate vetting system for potential friends because we don’t want 
our relationship status to get back to our landlord. All of our friends are told that they 
can’t “out” us or we’ll be evicted. Finally, and most painfully, we must have separate 
bedrooms in our apartment in case our landlord comes to do maintenance.23   

Several recent instances of employment and housing discrimination against LGBT people in Idaho have 
been documented in the media, city council testimony and reports to local human rights officials: 

• In 2013, a transgender police officer transitioned from male to female on the job.  In a meeting 
with her sheriff, he told her that he had contacted some state administrators regarding her 
transition.  The sheriff stated that several administrators said that they would have fired her on 
the spot, regardless of potential legal consequences.  They stated that they would rather “pay 
out than deal with [her].”24   

• In 2012, a third generation Idahoan reported at a city council meeting that he had been denied 
employment because of his sexual orientation.  After two weeks of successful job interviews and 
on-site visits with an Idaho business, he was told that he had only a final meet and greet with 
the company owner as a formality.  At the end of the meeting, which had gone well for over an 
hour, the company owner began asking questions about the applicant’s personal and family life, 
such as whether he had met and married his wife while he was a student.  When the applicant 
replied that he was not married, the owner pressed on, asking why he had stated that he 
returned to Idaho for family.  While the applicant tried to explain without disclosing his sexual 
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orientation, the meeting promptly ended.  The next day, he was called and told he was not the 
right fit for the company.25   

• In 2012, a pastor reported that a young adult told him that he was fired from his retail job 
because of his sexual orientation.  The man stated that he did not know how his employer found 
out that he was gay, but one morning, when he arrived for work, his employer called him a 
“fucking fag” and demanded that he leave the store before he “kicked his ass.”  The man never 
received his final paycheck.26   

• The same pastor reported that a young college student came to her for help.  She was renting an 
apartment in a house near the college. She had only been there approximately three months. 
The landlord, who did not live on the premises, came to her apartment one night, around 10 
p.m. When he arrived, he was very agitated and used his key to enter without knocking. He 
asked her if she was a lesbian, did not wait for an answer, and told her if she was not out of the 
apartment by the next night he would throw her belongings out in the street.  Out of fear, the 
student left and moved in with friends.27 

• In 2012, a gay man reported that he was fired from a job where he had been excelling because 
of his sexual orientation.  He stated that he had been commended for his work performance, 
but after six months of employment, his boss learned of his sexual orientation.  When his 
employer confronted him and asked his sexual orientation, the worker truthfully stated that he 
was gay.  His employer fired him on the spot and told him to never contact him or put him down 
as a reference.28   

• In 2012, a business owner reported that when seeking new sales associates for a retail location, 
a store manager sent a resume that “sounded great” to the owner.  However, the store 
manager warned the owner that the applicant was a gay man in case the owner “might have an 
issue with it.”29   

• In 2012 a former fast food chain manager and veteran applied for a job at the same fast food 
chain in Idaho.  She was rejected from the job and later told by a friend who worked there that 
it was because she had short hair and dressed in masculine clothing.  She then found work 
assisting people with disabilities, but after being attacked by one client because of her sexual 
orientation and harassed by another, she felt forced to resign.  When returning to seek work at 
another fast food restaurant, she was told by the manager that they were not hiring, even 
though another restaurant worker contradicted the manager, and the restaurant marquee 
stated that they were hiring.30   

• In March of 2011, a woman’s girlfriend moved into her apartment with her.  When she told the 
landlord that she then had a roommate, the landlord had no problem with it.  However, when 
he found out on the first of August that they were a couple, their rent increased to the point 
that the apartment was no longer affordable and they were forced to move.  In talking to 
neighbors, it became apparent that they were the only tenants whose rent had been raised.31   
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• In 2010, a lesbian veteran was fired from her job at a credit union.  When she asked the 
management why she was fired, they stated, “Because we heard rumors, and we can.”  She 
stated that two years later, she had still not found a well-paying job.32   

• In 2010, a federal judge allowed a gay prisoner’s claim of a violation of his constitutional rights 
under the Equal Protection Clause to move forward in court.33  The prisoner worked in a decal 
print shop, where he claimed that his supervisor repeatedly harassed him, printing name tags 
for him with female names and cutting out pictures of men and putting them on his coffee 
cup.34  The worker claimed that the harassment was so pervasive that he took a different job to 
avoid it, which he later had to leave due to back problems.35   

Wage Inequity 

Census data show that men in same-sex couples in Idaho earn less than men married to different-sex 
partners.  On average, men in same-sex couples in Idaho earn $28,448 each year, significantly less than 
the $39,698 for men married to different-sex partners.36  The median income of men in same-sex 
couples in Idaho is $24,000, or 25% less than that of married men ($32,000).37    Men with same-sex 
partners earn lower wages, despite the fact that they are more likely to have a college degree than men 
married to different-sex partners,38 a comparison that supports the possibility that people in same-sex 
couples are not treated equally by employers.  A 2009 study indicated that the wage gap for gay men is 
smaller in states that implement non-discrimination laws, suggesting that such laws reduce 
discrimination against LGBT people.39 

Women in same-sex couples in Idaho earn an average of $41,379 per year (with a median of $37,500), 
which is more than married women, whose earnings average $ 19,364 (with a median of $16,000).40 

These findings are not unique to Idaho.  Analyses of national data consistently find that men in same-sex 
couples and gay men earn 10-32% less than similarly qualified men who are married to different-sex 
partners, or men who identify as heterosexual.41  Surveys of transgender people find that they have high 
rates of unemployment and very low earnings.42 

Current Protections from Discrimination 

Idaho does not have a statewide law that prohibits discrimination based on sexual orientation and/or 
gender identity in private employment.43  Advocates have worked to pass such a law in the Idaho 
legislature for the past eight legislative sessions.44  Proposed bills were introduced in senate committees 
in 200845 and 2011.46  However, before a proposed bill can be printed, a committee must vote to print 
the bill (in what is known as a print hearing) in order to hold a committee hearing on that bill.  In the 
committee hearing, the committee must then vote to move the bill to the floor to be discussed and 
voted on by the Senate as a whole.  Both bills were denied passage in their print hearings, preventing 
their printing or larger consideration.47  Through these bills, the Idaho Legislature sought to prohibit 
employment discrimination based on sexual orientation and gender identity and expression by adding 
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the characteristics to its existing employment discrimination statute, the Idaho Human Rights Act 
(IHRA).48 

The Idaho Human Rights Act 

Currently, the Idaho Human Rights Act (IHRA) prohibits employment discrimination by any employer 
with five or more employees49 on the basis of race, color, religion, sex, national origin, disability or age 
(40 or older).50  The law applies to both public sector and private sector employers.51  The IHRA also 
prohibits discrimination in the rental or sale of property as well as in the provision of housing loans.52   

The IHRA exempts religious corporations, associations or societies from coverage to the extent that such 
organizations may give employment preference to “individuals of a particular religion to perform work 
connected with the carrying on by the corporation, association, or society of its religious activities.”53  It 
also allows “a religious educational institution or an educational organization to limit employment or 
give preference to members of the same religion.”54 

The Idaho Commission on Human Rights enforces the IHRA.  The Commission has the power to intake, 
investigate, and act on complaints of employment, housing, public accommodations and education 
discrimination, and to study and report on discrimination statewide.55  An employee must file a 
complaint with the Commission within one year after the discriminatory practice occurred.56   

In 2013, the Idaho Commission on Human Rights received 463 new complaints of employment and 
housing discrimination, and resolved 468 cases.57 The Commission also does intake and investigations 
regarding claims of discrimination in public accommodations, but these cases were not included in the 
final numbers reported.58  

Local-Level and Private Protections from Discrimination 

Seven localities in Idaho explicitly prohibit discrimination in housing and private employment based on 
sexual orientation and gender identity by local ordinance.  They are: the cities of Boise,59 Coeur 
d’Alene, 60 Idaho Falls, 61 Ketchum, 62 Moscow,63 Pocatello 64 and Sandpoint. 65  Approximately 72% of 
Idaho’s workforce is not covered by a local ordinance that prohibits private employment discrimination 
based on sexual orientation and gender identity, and approximately 75% of Idaho’s population is not 
covered by a local ordinance that prohibits housing discrimination based on sexual orientation and 
gender identity.66  Two cities in Idaho prohibit discrimination based on sexual orientation alone in their 
city hiring policies: Lewiston and Twin Falls.67   

Even within localities that have laws that prohibit discrimination based on sexual orientation and gender 
identity, the enforcement mechanisms and capacities vary and are generally not as well-resourced as 
the Idaho State Commission on Human Rights.  For example, some localities use their local police 
departments and city attorneys’ offices to enforce their local non-discrimination ordinances.68  While 
these are powerful bodies with strong enforcement powers, there may be hesitation or fear from 
people in the LGBT community to file a complaint with the police, because of a history of police 
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harassment and abuse within the LGBT community.69  Other localities have volunteer-run Human 
Relations Review Boards established through their ordinances, but the size and actual development of 
the boards has also varied from place to place.70  On the other hand, the Idaho Commission on Human 
Rights has 10 full-time staff members at their disposal to review and investigate complaints and enforce 
the state non-discrimination law.71  In addition to the concerns about localities’ enforcement capacity, 
local ordinances may potentially be subject to legal challenges.72   

Private Company Non-Discrimination Policies 

Private companies adopt internal policies prohibiting discrimination based on sexual orientation and 
gender identity for a variety of reasons including improved recruitment and retention of talented 
employees, increasing employee productivity and customer satisfaction, and attracting a larger 
customer base.73  One study of corporate motivations behind adopting workplace non-discrimination 
policies found that 53% of the top companies in the U.S. with LGBT-supportive policies had adopted the 
policies for economic reasons.74   

Academic research has found that LGBT-supportive corporate policies are linked to positive business-
related outcomes, including greater job commitment, improved workplace relationships, increased job 
satisfaction, and improved health outcomes among LGBT employees.75  For example, a 2006 national 
poll found that 89% of LGBT respondents and 72% of non-LGBT respondents reported that when 
deciding where to work, it was important that an employer have a written non-discrimination policy that 
includes race, ethnicity, sex, religion, age, sexual orientation and disability.76  Research also suggests 
that employers limit their available talent pool by screening out applicants based on their sexual 
orientation.  One study found that the rate of screening out gay male applicants was twice as high in 
regions without sexual orientation non-discrimination laws.77  

Idahoans have reported on circumstances where a lack of legal protections based on sexual orientation 
and gender identity have driven business opportunities and talented workers from the state: 

• A heterosexual Idahoan reported that a high-tech business development investment broker and 
professional engineer from Connecticut came to Idaho in search of a vacation home.  He would 
have brought with him opportunities to connect to finance and investment for local start-up and 
technology firms.  However, when the man came to visit, he witnessed several homophobic 
newspaper articles and incidents.  He questioned whether Idaho would be a safe place for his 
family, particularly his gay son, and he chose not to purchase real estate in Idaho.78   

• A local gay Idahoan reported that recently after college, he began working for a small web 
company.  He reported that, even though his co-workers did not know his sexual orientation, 
there was an environment of homophobia and hostility to people who were not homophobic, 
including “fag” jokes and calling those who voted for Democrats “fag-enablers.”  When the man 
could no longer handle working at the company, he moved to a state where he could feel safe in 
the workplace.79   
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• The mother of a gay man reported that her son was top of his high school class, an Eagle Scout 
and graduated in the top ten of his college class at Boise State University.  He had a great job 
and was on the road to a good career, but he chose to move to a state with non-discrimination 
laws that included sexual orientation and gender identity for his own protection.80   

Additionally, LGBT-supportive workplace policies can expand opportunities to secure potentially 
lucrative government contracts for corporate employers.  A 2011 study found that 68 local governments 
had laws requiring contractors to have LGBT-inclusive non-discrimination policies.81  A number of states 
have similar laws that apply to state government contracts.82  Without such policies, companies would 
not be eligible to bid for contracts with these state and local governments.   

Some of Idaho’s top companies and employers have adopted internal corporate policies that prohibit 
sexual orientation and gender identity discrimination.  According to the Human Rights Campaign, at 
least five companies headquartered in Idaho prohibit discrimination based on sexual orientation, 
including three Fortune 1000 companies: Micron Technology Inc., Boise Cascade Holdings LLC and Boise 
Inc.83  Eight of Idaho’s top ten employers, as ranked by a StateImpact analysis of Idaho Department of 
Labor data84 have non-discrimination policies that explicitly include sexual orientation: St. Luke’s Health 
Systems,85 Walmart Stores Inc.,86 Micron Techonology,87 University of Idaho,88 Meridian Joint School 
District #2,89 Batelle Energy Alliance,90 Boise State University91 and Albertson’s/Supervalu.92  St. Luke’s, 
Walmart and the University of Idaho also include gender identity in their non-discrimination policies.93   

Administrative Impact 

Estimate of Employment Discrimination Complaints 

Despite the persistence and pervasiveness of employment discrimination against LGBT people, studies 
show that enforcing sexual orientation and gender identity provisions in non-discrimination laws has 
only a minimal burden on state agencies.  Complaints of sexual orientation discrimination are filed by 
LGBT people at approximately the same rate as complaints of race and sex discrimination are filed by 
people of color and women, respectively.94  However, because the LGBT population is so small, the 
absolute number of sexual orientation and gender identity complaints filed under state non-
discrimination laws is very low.95 

We estimate that approximately 10 complaints of sexual orientation or gender identity employment 
discrimination would be filed with the Idaho Commission on Human Rights each year.  To reach this 
estimate, we drew on Gallup polling data and Census data from Idaho to estimate the size of the LGBT 
workforce in the state, and applied a national sexual orientation and gender identity complaint rate to 
that population.  We have previously used this methodology to estimate the number of complaints that 
would be filed on the basis of sexual orientation and gender identity in other states, including Missouri, 
Ohio, Pennsylvania, South Carolina, Texas, Utah, and West Virginia.96  
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Results from a 2012 Gallup poll show that 2.7% of people in Idaho identify as LGBT.97  Applying this 
percentage to the number of people in Idaho’s workforce (767,62698) indicates that there are 20,726 
LGBT workers in Idaho.   

Next, we applied the rate of complaints filed on the basis of sexual orientation or gender identity to the 
number of LGBT workers in Idaho to determine how many complaints will be filed annually if these 
characteristics are added to the employment non-discrimination law.   We used the national average 
complaint rate from a 2008 study that analyzed administrative complaint data from 17 states that 
prohibited sexual orientation discrimination at that time.99  The study found that across these states, the 
average rate of complaints filed on the basis of sexual orientation was 4.7 per 10,000 LGB workers.100  
There is not sufficient data to make a similar calculation of the average rate of complaints filed on the 
basis of gender identity. 101  Therefore, we assume that this rate is also 4.7 per 10,000 transgender 
workers. 

Applying the national complaint rate (4.7 per 10,000 LGBT workers) to the number of LGBT workers in 
Idaho (20,726) suggests that 10 complaints of sexual orientation and gender identity discrimination 
would be filed annually if these characteristics were added to the state’s employment non-
discrimination law.   

Cost of Enforcement 

Using Information from the most recent Idaho Commission on Human Rights Annual Report,102 we can 
estimate the cost associated with handling the additional 10 complaints that would be filed if sexual 
orientation and gender identity were added to the Idaho Human Rights Act.  

In fiscal year 2013, the Idaho Commission on Human Rights launched investigations of 463 illegal 
discrimination complaints.103  That year, the Commission had a budget of $1,021,800.104  Dividing the 
Commission’s budget by the number of complaints received suggests that enforcement costs an average 
of $2,207 per complaint filed.  Based on this assumption, if 10 complaints of sexual orientation or 
gender identity discrimination were filed each year, it would cost the state approximately $22,070, or 
2.2% of its current budget, to enforce them. 

This estimate is likely to be conservatively high.  Annual fluctuations in the number of complaints filed 
with the Commission have been greater than 10.  From fiscal year 2010 to fiscal year 2013, the number 
of complaints filed from year to year varied by 35, on average.  There was no corresponding impact on 
the Commission’s budget.  This information suggests that the additional complaints could be absorbed 
into the existing budget with no noticeable impact on the budget.   

Fiscal Year Number of Complaints Handled105 Budget106 
2010 480 $882,500 
2011 524 $832,900 
2012 491 $799,200 
2013 463 $1,021,800 
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Conclusion 

Documented evidence shows that LGBT people face employment and housing discrimination across the 
country, including in Idaho.  There is currently no law that prohibits employment or housing 
discrimination based on sexual orientation or gender identity in Idaho.  Adding these characteristics to 
the Idaho Human Rights Act would provide protection from discrimination to approximately 32,000 
LGBT adults in the state.  Based on data from other state administrative enforcement agencies, we 
estimate that approximately 10 complaints of sexual orientation or gender identity employment 
discrimination would be filed in Idaho annually if the law were amended.  A conservatively high estimate 
based on data from the Idaho Commission on Human Rights suggests that it would cost the state 
approximately $22,000 to enforce these complaints each year; which represents 2.2% of the 
Commission’s budget in fiscal year 2013.  This amount represents a small percentage of the 
Commission’s budget; and given fluctuations in the annual budget and the number of complaints filed, it 
is likely that 10 additional complaints would have no noticeable impact on the Commission’s budget. 
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About the Williams Institute 
The Williams Institute on Sexual Orientation and Gender Identity Law and Public Policy at UCLA 
School of Law advances law and public policy through rigorous, independent research and 
scholarship, and disseminates its work through a variety of education programs and media to 
judges, legislators, lawyers, other policymakers and the public. These studies can be accessed at 
the Williams Institute website.  
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