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Abstract

This research aimed to adapt and obtain validity evidence of the internal structure of the
LGBT Microaggression Experiences at Work Scale (LGBT-MEWS) for the Brazilian
context. The sample consisted of 226 professionals who identified themselves as LGBT,
with a mean age of 28.5 years (SD =7.19) who answered the LGBT-MEWS and a
sociodemographic questionnaire. The LGBT-MEWS adaptation process followed the
stages of translation, synthesis, evaluation by expert judges, evaluation by the target
population, and back translation. Confirmatory factor analysis was performed to assess
the plausibility of the three-dimensional structure (workplace values, heteronormative
assumptions, and cisnormative culture). The Brazilian version presented adequate CVI,
according to expert judges. The proposed three-dimensional structure presented an
excellent fit to the data (y2/df=1.22; CFI=.994; TLI=.993; SRMR =.076;
RMSEA = .031), and good reliability indices (Cronbach’s alpha and composite reliability
> .84). The adapted version of the LGBT-MEWS presented satisfactory quality, making
it the first instrument in the Brazilian context to investigate experiences of LGBT
microaggressions at work.

Keywords: discrimination at work; microaggressions; diversity in organizations; sexual
and gender minorities; validity

Resumo

Esta pesquisa buscou adaptar e obter evidéncias de validade de estrutura interna da Escala
de Experiéncias de Microagressdes LGBT no Trabalho (EEM-LGBT) para o contexto
brasileiro. Participaram 226 profissionais que se identificaram como LGBT, com idade
média de 28,5 anos (DP =7,19) que responderam a EEM-LGBT e um questionario
sociodemografico. O processo de adaptacdo da EEM-LGBT seguiu as etapas de traducao,
sintese, avaliacdo por experts, avaliacdo pelo publico-alvo e traducéo reversa. Para avaliar
a plausibilidade da estrutura tridimensional (valores no local de trabalho, suposicOes
heteronormativas e cultura cisnormativa) foi realizada analise fatorial confirmatdria. A
versdo em portugués apresentou IVC adequado, segundo juizes experts. A estrutura
tridimensional proposta apresentou um 6timo ajuste aos dados (y2/df = 1,22; CFI = 0,994;
TLI=0,993; SRMR = 0,076; RMSEA = 0,031) e bons indices de confiabilidade (alfa de
Cronbach e confiabilidade composta>0,84). A versdo adaptada da EEM-LGBT
apresentou qualidade satisfatoria, tornando-se o primeiro instrumento no contexto
brasileiro destinado a investigar experiéncias de microagressdes LGBT no trabalho.
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Resumen

Esta investigacion buscé adaptar y obtener evidencias de validez de la estructura interna
de la Escala de Experiencias de Microagresiones LGBT en el Trabajo (EEM-LGBT) para
el contexto brasilefio. Participaron 226 profesionales que se identificaron como LGBT,
con una edad media de 28.5 afios (DE = 7.19), que respondieron el EEM-LGBT y un
cuestionario sociodemografico. El proceso de adaptacion de EEM-LGBT siguio las
etapas de traduccion, sintesis, evaluacion de expertos, evaluacién de la audiencia objetivo
y retrotraduccion. Para evaluar la plausibilidad de la estructura tridimensional, se realizé
un analisis factorial confirmatorio. La versidn portuguesa presentdé CVI adecuado, segun
los jueces expertos. La estructura tridimensional propuesta presentd un excelente ajuste a
los datos (}2/df = 1.22; CFI = .994; TLI = .993; SRMR = .076; RMSEA = .031) y buenos
indices de confiabilidad (alfa de Cronbach y confiabilidad compuesta > .84). La version
adaptada del EEM-LGBT fue de calidad satisfactoria, lo que lo convierte en el primer
instrumento en el contexto brasilefio para investigar experiencias de microagresiones
LGBT en el trabajo.

Palabras clave: discriminacién en el trabajo; microagresiones; diversidad en las
organizaciones; minorias sexuales y de género; validez
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In many parts of the world, identifying as lesbian, gay, bisexual, transgender, or
transvestite (LGBT) can result in a loss of rights, violence, and even the risk of death
(Redcay et al., 2019). Such intolerance can occur in different spheres, such as
organizations, family, religious, educational, and health institutions (Salgado et al., 2017).
In Brazil, the country with the highest rate of lethal crimes against LGBT people (Mendes
& Silva, 2020), the Federal Supreme Court (2019) established homophobia and
transphobia as crimes equivalent to acts of racism.

Even in contexts with protective legislation, LGBT people continue to be
stigmatized, especially in countries with conservative cultures (Redcay et al., 2019). In
addition, violence considered to be silent or subtle has become increasingly frequent, as
it is not reported or considered under the terms of the law (Souza et al., 2017). Among
subtle violence are microaggressions, defined as verbal, behavioral, or environmental
abjections that convey contempt and insults and are directed at minority groups, such as
LGBT people (Resnick & Galupo, 2019). Even if subtle and brief, they negatively impact
their victims, causing low self-esteem, depression, trauma (Nadal, 2019), sadness,
withdrawal from regular activities, and suicidal ideation or attempts (Parr & Howe, 2019).

Subtle discrimination against LGBT people at work is usually less noticeable than
acts of physical or sexual violence (Souza et al., 2017). However, they can have an impact
on their entry and permanence in the job market, combined with the neglect of basic rights
and social vulnerability. Transgender people face even more difficulties, such as high
rates of unemployment, underemployment, and job dissatisfaction, as well as being
directed to informal jobs, self-employment, and prostitution (Costa et al., 2020).
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In the face of microaggressions suffered at work, LGBT people often employ
different coping strategies, such as remaining passive in the face of aggression (not
reacting and ignoring negative comments, even though they are negatively affected),
confronting the aggressor (reacting actively and challenging them) or emitting self-
protective behaviors (acting cautiously to ensure their physical safety, such as keeping an
eye on their surroundings) (Nadal et al., 2011; Papadaki et al., 2021). Regarding possible
cognitive reactions to such events, they tend to accept that such aggression is part of life
as an LGB person, seek to empower themselves to respond to aggressors, or come out
about their sexual orientation, if they have not already done so (Papadaki et al., 2021).

The literature dealing with discrimination against LGBT people at work and its
impact is still relatively incipient (Richard, 2021), even more so when it comes to
measuring instruments aimed at explicitly investigating microaggressions directed at this
section of the population. The few quantitative studies tend to make changes to the
wording of measures that investigate racial discrimination, so that they can be applied to
LGBT people (Medina, 2022). Considering that it is of the utmost importance to
investigate the occurrence and impact of such experiences on LGBT people, measuring
instruments specifically designed for them can be an important research strategy.

The LGBT Microaggression Experiences at Work Scale (LGBT-MEWS, Escala
de Experiéncias de Microagressdes LGBT no Trabalho/EEM-LGBT) is a measurement
instrument developed in the United States to investigate this type of discrimination.
Different strategies were adopted in its development: literature review, reports of LGBT
people who have suffered microaggressions in the workplace and analysis of instruments
that investigated heterosexist experiences, involving both inductive and deductive
strategies (Resnick & Galupo, 2019).

Initially, 64 items were developed and subjected to investigation of validity
evidence based on content and internal structure, by means of exploratory factor analysis
(EFA) and confirmatory factor analysis (CFA). The final version consists of 27 items
distributed in three dimensions with the following fit indices y2 (321) = 1226.30; p < .001,
CFl =.76; SRMR =.08; RMSEA =.09; 90 % [.091, .102] and reliability (Cronbach's
alpha) between .82 and .93. Although the CFI (Comparative Fit Index) was lower than
recommended, with the SRMR (Standardized Root Mean Square Residuals), RMSEA
(Root Mean Square Error of Approximation) and confidence interval below .10, the
inadequacy test was rejected, indicating the use of the instrument (Resnick & Galupo,
2019).

The three-dimensional model derived from the construction of the measure is
composed of (1) workplace values, (2) heteronormative assumptions, and (3)
cisnormative culture. The workplace values dimension is related to the general value
system of an organization, involving LGBT workers' interpersonal interactions with their
colleagues (such as derogatory jokes and insults), as well as their status at work related
to hiring, promotion, pay scale, and job security (Resnick & Galupo, 2019). The
heteronormative assumptions dimension describes everyday heterosexism at work that
invalidates the experience and identity of LGBT professionals, such as the assumption
that the person is heterosexual and statements to marginalize, invalidate or discredit their
experiences as an LGBT person (Resnick & Galupo, 2019). It is worth noting that,
traditionally, some organizations may have a more heteronormative culture than other
social spaces, especially when they are predominantly made up of cis heterosexual men
(Palo & Jha, 2020). The cisnormative culture dimension is related to disrespect for a
person's gender identity and/or expression and how it is experienced at work, reinforcing
that people identify with the sex assigned at birth, disregarding the multiplicity of gender
identities and expressions. This involves the absence of inclusive policies relating to the
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use of toilets, neutral language, and dress code. For the model, this separation between
dimensions is of paramount importance to reinforce that there are differences in the
microaggressions suffered by transgender people (Resnick & Galupo, 2019).

A quantitative survey of 325 American LGBT professionals using the LGBT-
MEWS found that microaggressions positively predicted stress at work (B =.23;
p <.001), symptoms of stress (B =.05; p <.001), depression (B =.05; p <.001) and
anxiety (B =.06; p <.001), symptoms of stress (B = .05; p <.001), depression (p = .05;
p <.001) and anxiety (B = .06; p <.001), as well as negatively predicting job satisfaction
(B =-.17; p <.01). The results also showed that even people who do not openly identify
as LGBT can also suffer discrimination (Richard, 2021).

Another quantitative study with 88 cisgender and LGB American professionals,
which adopted the LGBT-MEWS, identified the variables concerns about acceptance
(B =.24; p=.034) and motivation to hide sexual orientation (B =.49; p<.001) as
predictors of microaggressions (F(2,85)=9.97; p<.001; R2=.19). Furthermore,
microaggressions did not significantly predict satisfaction with the romantic relationship
(Medina, 2022). Finally, another quantitative survey, conducted with 314 LGBT
professionals living in Canada (66 %) and the United States (34 %) and adopting the
LGBT-MEWS, identified a high correlation between incivility (rude and disrespectful
behavior) and microaggressions (r =.64; p<.001). The results indicated that the
relationship between microaggressions and work engagement (b =-.10; p <.05) was
considered significant only when combined with outness (the degree to which a person
reveals their sexual orientation and/or gender identity) as a potential moderating variable
(Sooknanan, 2023).

Although LGBT people are one of the most marginalized groups in Brazilian
organizations, there is a lack of research on their experiences in the workplace (Zanin,
2019). As for microaggressions against LGBT people at work, there is no measuring
instrument to investigate their occurrence in Brazil, making it difficult to identify their
occurrence, their impacts, and the development of strategies to prevent them. Given these
gaps, with the aim of fostering new studies and helping organizations manage diversity,
this research sought to adapt and obtain validity evidence of the internal structure of the
LGBT-MEWS for the Brazilian context.

The choice to adapt an international instrument was based on the advantages of
this procedure compared to developing a new measure. These include the possibility of
comparing data collected with the same measure in samples from different contexts and
populations, making the assessment more equivalent, and greater ability to generalize the
results (Borsa et al., 2012).

Method

This section is divided into two parts. The first corresponds to the process of
translation and cross-cultural adaptation of the instrument for the Brazilian context. The
second corresponds to the process of finding validity evidence of the internal structure.

Part 1: Translation and cross-cultural adaptation of the scale

The authors of the original version of the LGBT-MEWS were consulted and
authorized the research. The adaptation followed the following steps: translation of the
instrument into the new language, synthesis of the translated versions, evaluation by
experts judges, evaluation by the target population, and back translation (Bandeira &
Hutz, 2020; Borsa et al., 2012).
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The instrument was translated from English into Brazilian Portuguese by three
people who were native speakers of Portuguese and fluent in English, studying
Psychology and belonging to the research’s target population (two cisgender gay men and
one cisgender lesbian woman), who were intentionally selected by the research team
based on the aforementioned characteristics, and contacted by e-mail. The team then
analyzed the three translated versions to obtain a single version, evaluating the semantic,
linguistic, contextual, and conceptual discrepancies.

A committee of expert judges individually evaluated the equivalence between the
translated version and the original instrument in terms of semantic, idiomatic,
experimental, and conceptual equivalence. The committee was made up of four
researchers in the field of Psychology (three professors with a doctorate and one with a
master's degree), experienced in the construction and adaptation of instruments, two of
whom were part of the target population of the research, whose selection was also
intentional, and contact was made by e-mail. The notes were analyzed by the research
team, considering the conceptual equivalence with the original version and the proportion
of agreement between the judges, calculated by the Content Validity Index (CVI). The
interpretation considered a CV1 above .80 to be desirable (Alexandre & Coluci, 2011).

Next, four people from the target population evaluated their understanding of the
version from the previous stage: a cisgender gay man with a postgraduate degree in
Marketing, a cisgender bisexual man with a degree in Mechanical Engineering, a
cisgender lesbian woman with a degree in Veterinary Medicine and a heterosexual
transgender woman with completed high school, who were sampled by snowball and
contacted by e-mail. They were interviewed individually, reading aloud each topic of the
instrument and explaining their understanding of it. When they reported problems
understanding, they were asked to suggest synonyms and semantic changes. In the end,
the suggestions were evaluated by the research team based on clarity, equivalence to the
original version, and frequency of suggested changes.

Finally, the instrument was translated from Portuguese into English by a
professional translator who is a native speaker of Brazilian Portuguese and has a degree
in Psychology. The back-translated version was analyzed by the research team and sent
to the authors of the original instrument to identify inconsistencies and conceptual errors
between the versions.

Part 2: Investigation of the validity evidence of the internal structure and
reliability of the EEM-LGBT for the Brazilian context

Participants

The sample consisted of 226 LGBT professionals, aged between 18 and 56
(M =28.50; SD = 7.13), 57.40 % of whom were male (n = 128), 38.56 % female (n = 86)
and 4.04 % non-binary (n =9). Transgender or transvestite people made up 11.95 %
(n = 27) of the sample, 6.64 % (n = 15) of whom said they had a social name.

The participants identified themselves as gay (51.35%; n=114), bisexual
(22.98 %; n = 51), leshian (20.72 %; n = 46), heterosexual (transgender) (3.15 %; n = 7),
asexual (1.35 %; n = 3), and pansexual (.45 %; n = 1). The majority declared themselves
to be white (61.50 %; n = 139), followed by brown (25.22 %; n = 57), black (10.62 %;
n = 24), yellow (2.22 %; n = 5) and indigenous (.44 %; n = 1). The majority lived in the
southeast (80.97 %; n = 183), followed by the south (7.08 %; n = 16), northeast (5.31 %;
n =12), midwest (4.43 %; n =10) and north (2.21 %; n = 5), predominantly in inland
cities (53.78 %; n = 121).
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The majority were single (69.91 %; n = 158), living with a partner, married or in
a stable union (28.32 %; n = 64), and separated or divorced or widowed (1.77 %; n = 4).
There was a predominance of people with complete higher education (30.63 %; n = 68),
followed by incomplete higher education (27.03 %; n =60), complete postgraduate
degrees (23.87 %; n = 53), incomplete postgraduate degrees (11.26 %; n = 25), complete
secondary education (5.86 %; n = 13), incomplete secondary education (.90 %; n = 2),
and incomplete primary education (.45 %; n =1). As for the length of time they had
worked for the company, they had been working for between 4 months and 32 years
(M =3.16; SD = 4.99).

Instrument

Escala de Experiéncias de Microagressées LGBT no Trabalho (EEM-LGBT,
LGBT Microaggression Experiences at Work Scale/LGBT-MEWS; Resnick & Galupo,
2019). The instrument consists of 27 items, divided into three dimensions: workplace
values (12 items), heteronormative assumptions (9 items), and cisnormative culture (6
items). The answers were marked on a Likert scale from 1 (never) to 5 (very often).

Socio-demographic data questionnaire. Questions about age, region of the
country, city, skin color, marital status, schooling, length of time in the company, gender
identity, social name, and sexual orientation.

Ethical and data collection procedures

The research was carried out in compliance with the requirements of Resolution
510/2016 of the National Health Council (CNS), which deals with research involving
human beings. Data collection began after approval by the Human Research Ethics
Committee of the Federal University of Uberlandia (CAEE: 39232120.2.0000.5152).

The inclusion criteria involved identifying as an LGBT person, being of legal age,
and having at least three months of professional experience. People without access to the
internet and who declared themselves illiterate or with some impairment that prevented
them from understanding the instrument were not included.

The instrument was made available online via a virtual link (Google Forms) which
gave access to an online form containing the Informed Consent Form (ICF), with the
general objective of the research, confidentiality of data and conditions for participation,
and the survey questionnaire. The link was shared on social media (Facebook, Instagram,
and LinkedlIn) and sent to groups and non-governmental organizations (NGOs) aimed at
LGBT people, using the snowball method. Data collection took place between June and
August 2021.

On opening the link, the participant had access to the online version of the ICF.
After reading the document, they had to sign the mandatory "I have read, understood, and
am interested in participating in the research™ option in order to access the questionnaire.
If they did not agree to take part, they would receive a thank you message, ending their
participation.

Data analysis procedures

The data collected was tabulated and analyzed using JASP software, version 0.16.
Confirmatory factor analysis (CFA) was performed to evaluate the plausibility of the
three-dimensional structure. The Robust Diagonally Weighted Least Squares (RDWLS)
estimation method was adopted due to its suitability for categorical data (Li, 2016).

The fit indices and their reference values investigated were: 2 (not
significant); x2 /df <3; Comparative Fit Index (CFI >.95); Tucker-Lewis Index
(TLI > .95); Standardized Root Mean Residual (SRMR < .08) and Root Mean Square
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Error of Approximation (RMSEA < .06, with confidence interval (upper limit) <.10)
(Brown, 2015). The reliability of the measure was investigated by Cronbach's alpha and
composite reliability, with values above .70 being acceptable (Valentini & Damasio,
2016).

Results

Part 1: Translation and cross-cultural adaptation of the scale

The original version of the LGBT-MEWS is shown in Table 1. In the translation
from English to Portuguese, it should be noted that the translators pointed out the need to
find an equivalent translation for the term tokenized in item 20 (Being “tokenized” at
work on the basis of your LGBT identity), as its direct translation would be "tokenizado",
an unusual word in Brazil. In the synthesis of the translated versions, we opted to use
labeled to replace tokenized. In the other items, it was necessary to add gender inflections
(e.g. a/o) or neutral terms (e.g. someone) in the Brazilian Portuguese version, as the
original language of the instrument has a neutral language (e.g. a or an).

In the expert judges' analysis, the CVI results were adequate: instructions (1),
response scale (1), workplace values dimension (.98), heteronormative assumptions
dimension (.94), and cisnormative culture dimension (1). The qualitative evaluation of
the judges' suggestions resulted in changes to the response scale and items 20 and 22. On
the response scale, there was a change from sometimes to occasionally, making it possible
to understand a moderate intensity.

In item 20 (Being “tokenized” at work on the basis of your LGBT identity),
considering the original term tokenized, the judges' suggestion culminated in the
modification to “Being seen as a representative of the LGBT community at work, on the
basis of your identity”. In item 22 (Having your name assigned at birth, and not your
social name, on official documents such as a badge, e-mail address, or nameplate), the
term assigned at birth was removed and replaced with birth name. The changes were
made and compiled into a single version (Table 1).

In the evaluation by the target population, items 3, 7, 9, 18, 23, 24, and 26 were
changed. In item 3 (Not receiving credit for an idea because of your LGBT identity), the
term credit has been changed to recognition. In item 7 (Having a colleague, who knows
about your relationship status with another person, refer to them as your 'friend’), the
phrase “disregarding your emotional relationship” has been included, emphasizing that it
is a way of minimizing the relationship. In item 9 (Having your behavior imitated as a
joke due to your LGBT identity or expressions/appearance), the ending has been changed
to “LGBT identity, its expressions or appearance”, making it easier to understand. In item
18 (Hearing the phrase “That's so gay!” at work to describe something or someone), the
phrase "to refer negatively to" has been included, emphasizing the negative view. In item
23 (Having people refer to you using the incorrect pronouns), examples “(e.g. he or she)”
have been added to the end of the sentence, making it easier to understand. In item 24
(Having people make comments about the clothes you wear because they don't conform
to gender norms), the term norms has been changed to social standards, highlighting that
it deals with social issues. Item 26 (Being addressed with gendered language that doesn't
correspond to your gender identity, such as “ma'am” or “sir’’) has been changed to “Being
called by terms that don't correspond to your gender identity (e.g. miss, ma'am or sir)”,
using clearer language and adding another example. As for the gender inflections in items
2, 7, 8, 10, 11, 14, 16, 20, and 26, bars have been replaced by brackets, improving
comprehension. The target population version, corresponding to the final adapted version,
is shown in Table 1.
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This version was back-translated and sent to the authors of the original instrument.
For them, the version was adequate, but there was a change in the response scale (from
always to very often), since it would be less likely for someone to tick the first one, as it
would indicate that the situation would happen every time. After this change, the final
version was approved by the authors.

Table 1
Description of the summary of the EEM-LGBT translations

ID Original version Summary of translated versions Final adapted version

1  Not getting paid as much Receber remuneracdo inferior por  Receber remuneracéo inferior por
because of your LGBT identity.  causa de sua identidade LGBT. causa de sua identidade LGBT.

2 Being overlooked for a Ser desconsiderado/a para uma Ser desconsiderado(a) para uma
promotion based on your LGBT  promog&o por causa de sua promogao por causa de sua
identity. identidade LGBT. identidade LGBT.

3 Not being given credit for an Né&o receber crédito por uma ideia  N&o receber reconhecimento por
idea because of your LGBT por causa de sua identidade uma ideia por causa de sua
identity. LGBT. identidade LGBT.

4 Having it implied that you were  Ouvir insinuacfes de que vocé s6  Ouvir insinuacfes de que vocé sé
only given your position ocupa seu cargo por causa de sua  ocupa Seu cargo por causa de sua
because of your LGBT identity.  identidade LGBT. identidade LGBT.

5  Having your job security Ter sua estabilidade no emprego Ter sua estabilidade no emprego
threatened because of your ameacada por causa de sua ameacada por causa de sua
LGBT identity. identidade LGBT. identidade LGBT.

6  Having your job duties adjusted  Ter suas funcdes no trabalho Ter suas fungbes no trabalho
because of your LGBT identity.  alteradas por causa de sua alteradas por causa de sua

identidade LGBT. identidade LGBT.

7  Having a colleague, who knows ~ Ter um/a colega, que sabe de seu  Ter um(a) colega, que sabe de seu
the status of your significant status de relacionamento com status de relacionamento com
other, refer to them as a ‘friend’.  outra pessoa, referindo-se a ela alguém, referindo-se a ele(a) como

como seu ‘amigo/a’. seu(sua) “amigo(a)”,
desconsiderando seu
relacionamento afetivo.

8  Hearing a colleague or a Ouvir um/a colega ou cliente Ouvir um(a) colega ou cliente ser
customer being called names falando nomes como “bicha,” chamado(a) de nomes como
such as “fag,” “dyke,” or “sapatdo” ou “traveco”. “bicha”, “sapatdo” ou “traveco”.
“tranny”’.

9  Having your behaviors Ter seu comportamento imitado Ter seu comportamento imitado em
mimicked in a joking way due em forma de piada devido a sua forma de piada devido a sua
to your LGBT identity or identidade ou identidade LGBT, suas expressfes
expression/presentation. expressoes/aparéncia LGBT. ou aparéncia.

10 Being accused of being attracted  Ser acusado/a de estar atraido por ~ Ser acusado(a) de estar atraido(a)
to a colleague because of your um colega de trabalho por causa por um(a) colega de trabalho por
LGBT identity. de sua identidade LGBT. causa de sua identidade LGBT.

11 Having a colleague ask you Ter um/a colega perguntando Ter um(a) colega perguntando
about your sex life (e.g., How sobre sua vida sexual (ex. Como sobre sua vida sexual (ex. Como
do you have sex?) because of vocé faz sexo?) por causa de sua  vocé faz sexo?) por causa de sua
your LGBT identity. identidade LGBT. identidade LGBT.

12 Having a harassment complaint ~ Ter uma dendncia de assédio Ter uma dendncia de assédio
ignored because of your LGBT  ignorada por causa de sua ignorada por causa de sua
identity. identidade LGBT. identidade LGBT.

13 Having colleagues or customers  Ter colegas ou clientes supondo Ter colegas ou clientes supondo sua

assume your sexual orientation
based on your appearance.

sua orientacdo sexual com base
em sua aparéncia.

orientacdo sexual com base em sua
aparéncia.
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ID Original version Summary of translated versions Final adapted version

14 Having a colleague presume Ter um/a colega, que supBe que Ter um(a) colega, que supde que
you are heterosexual by asking ~ vocé é heterossexual, perguntando  vocé é heterossexual, perguntando
about your “wife or girlfriend” sobre a sua “esposa ou namorada”  sobre sua “esposa ou namorada” ou
or “husband or boyfriend”. ou “marido ou namorado”. seu “marido ou namorado”.

15 Disclosing your LGBT identity ~ Assumir sua identidade LGBT Assumir sua identidade LGBT para
to colleagues and having them para colegas de trabalho e eles/a colegas de trabalho e eles(a)
respond in a surprised manner. reagirem de maneira surpresa. reagirem de maneira surpresa.

16 Being asked to provide an Ser solicitado/a a dar uma opinido  Ser solicitado(a) a dar uma opinido
opinion on behalf of other em nome de outras pessoas em nome de outras pessoas LGBT.
LGBT people. LGBT.

17  After disclosing your LGBT Depois de assumir sua identidade  Depois de assumir sua identidade
identity, being told you do not LGBT, ouvir que vocé ndo LGBT, ouvir que vocé ndo
conform to cultural stereotypes  corresponde aos estere6tipos corresponde aos estereotipos
of LGBT people. culturais das pessoas LGBT. culturais das pessoas LGBT.

18 Hearing the phrase “That’s so Ouvir a frase “Isso € tdo gay!” no  Ouvir a frase “Isso é tdo gay!” no
gay!” at work to describe trabalho para descrever algo ou trabalho para se referir
something or someone. alguém. negativamente a algo ou alguem.

19 Not fitting in at work because of ~ N&o se encaixar no trabalho por N&o se encaixar no trabalho por
your LGBT identity. causa de sua identidade LGBT. causa de sua identidade LGBT.

20 Being “tokenized” at work on Ser “marcado” no trabalho com Ser tido(a) como representante da
the basis of your LGBT identity. base em sua identidade LGBT. comunidade LGBT no trabalho,

com base em sua identidade.

21 Having no one on your N&o ter alguém em cargo de N&o ter alguém em cargo de
organization’s leadership team lideranca em sua empresa que se lideranca em sua empresa que se
who identifies as LGBT. identifiqgue como LGBT. identifiqgue como LGBT.

22 Having your name assigned at Ter seu nome designado no Ter seu nome de nascimento, e ndo
birth and not your own name nascimento, e ndo seu nome seu nome social, nos documentos
appears on official office social, nos documentos oficiais, oficiais, como craché, endereco de
documents such as a nametag, como crachg, endereco de e-mail ~ e-mail ou placa de identificac&o.
e-mail address, or nameplate. ou placa de identificag&o.

23 Having people address you Ter pessoas se referindo a vocé Ter pessoas se referindo a vocé
using incorrect pronouns. utilizando os pronomes utilizando os pronomes incorretos

incorretos. (ex. ele ou ela).

24 Having people make comments  Ter pessoas fazendo comentarios  Ter pessoas fazendo comentérios
about the clothing you wear sobre as roupas que vocé veste sobre as roupas que vocé veste por
because it does not conform to por ndo estarem de acordo com as  ndo estarem de acordo com 0s
gender norms. normas de género. padrBes sociais de género.

25 Not having a bathroom at work ~ N&o ter um banheiro no trabalho N&o ter um banheiro no trabalho
that you feel comfortable using.  que vocé se sinta confortdvel em  que vocé se sinta confortavel em

usar. usar.

26  Being addressed using gendered  Ser tratado/a com uma linguagem  Ser chamado(a) por termos que ndo
language that is not aligned with  de género que ndo corresponde a  correspondam a sua identidade de
your gender identity such as sua identidade de género, como género (ex. senhorita, senhora ou
“ma’am” or “mister”. "senhora" ou "senhor". senhor).

27 Being expected to wear clothing ~ Ser esperado que vocé vista Ser esperado que vocé vista roupas

that does not align with your
gender identity or gender
expression.

roupas que ndo correspondem a
sua identidade ou expressédo de
género.

que néo correspondem a sua
identidade ou expressao de género.

Note. Distribution of items by factor: values at work (1, 2, 3, 4,5, 6, 7, 8, 9, 10, 11, 12),
heteronormative assumptions (13, 14, 15, 16, 17, 18, 19, 20, 21) and cisnormative
culture (22, 23, 24, 25, 26, 27).
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Part 2: Investigation of the Validity Evidence of the Internal Structure and
Reliability of the EEM-LGBT for the Brazilian context

Considering the original structure of the EEM-LGBT, the first-order model with
three independent dimensions (workplace values, heteronormative assumptions and
cisnormative culture) was tested in this study. The results of the CFA indicated an
excellent fit of the model to the data: y2/df = 1.22; CFl =.994; TLI =.993; SRMR = .076;
RMSEA =.031 (90% ClI, .018 - .041), suggesting its plausibility. The results of the model
structure are summarized in Figure 1.

After the CFA, reliability analyses were carried out. The results indicated
adequate Cronbach's alphas: workplace values (.92), heteronormative assumptions (.86),
and cisnormative culture (.86). The composite reliability was also adequate: .92, .86, and
.84, respectively.

Figure 1
Structure of the EEM-LGBT three-dimensional model
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Discussion

This research sought to adapt and obtain validity evidence of the internal structure
of the EEM-LGBT for the Brazilian context. The first part of the research, referring to
adaptation to the Brazilian context, followed the six stages proposed by Borsa et al. (2012)
and Bandeira and Hutz (2020). The choice of this adaptation model was because, unlike
other models, it included important aspects, such as the evaluation of the instrument's
items by the target population and dialog with the authors of the original instrument,
verifying possible adjustments to the final version.

In the synthesis stage, an important piece of information was considered: the need
to add gender inflections or neutral terms. In the Portuguese language, masculine
inflection was traditionally considered a neutral/generic term, but it is exclusionary,
especially when it comes to LGBT people (Covas & Bergamini, 2021). Thus, this change
sought to make the instrument more inclusive.

In the judges' analysis, the CVI was used to calculate the level of agreement, with
satisfactory results. This is the method most commonly used to investigate evidence of
content validity, as it makes it possible to analyze the indices of each item and the
instrument as a whole (Alexandre & Coluci, 2011; Kovacic, 2019). The version
synthesized in this study showed semantic, idiomatic, and conceptual equivalence
compared to its original version, with few changes, indicative of quality.

The analysis by the target population indicated important changes, such as the
addition of examples, modifications to terms, and the adoption of parentheses in gender
inflections. These changes are in line with the literature, which points out the importance
of this stage to ensure that the instrument is accessible and understandable to the target
population (Bandeira & Hutz, 2020; Borsa et al., 2012).

The version was translated into the original language and submitted for analysis
by the authors of the instrument, culminating in a change to the response scale. This check
is important to indicate possible inconsistencies and conceptual errors between the
versions. It is worth noting that this stage is rarely present in other models for adapting
measures, despite its importance (Borsa et al., 2012).

The second part of the research, relating to the investigation of validity evidence
based on the internal structure, aimed to guarantee the applicability of the instrument in
the Brazilian context. By adopting CFA, it was possible to investigate whether the
underlying theory (model investigated) fitted the data obtained in the Brazilian context.
Considering the first-order model with three dimensions (workplace values,
heteronormative assumptions, and cisnormative culture), the results indicated an
excellent fit to the data, proving superior to the preliminary results obtained in the original
study. This is because, in the case of this study, all the indicators investigated showed
adequate results considering the reference values adopted. On the other hand, the original
study presented a CFI below that indicated, despite the RMSEA and SRMR being within
the expected range, which would indicate its use (Resnick & Galupo, 2019).

Regarding the reliability of the Brazilian version of the EEM-LGBT, this research
adopted two indicators: Cronbach's alpha and composite reliability. Cronbach's alpha is
the index most commonly used to assess the reliability of instruments (Valentini &
Damasio, 2016), and it was used in the original study of the EEM-LGBT and showed
values within the range indicated by the literature. The results found in this study were
adequate and equivalent to the results of the original study (Resnick & Galupo, 2019),
indicating the robustness of the instrument in different populations.

11
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Despite its widespread use, the literature has argued against the adoption of this
indicator, as it assumes that all items have the same importance for their dimension, which
is rarely the case. In view of this, there is a strong emphasis on the adoption of composite
reliability, a more robust indicator that considers factor loadings as subject to variation
(Valentini & Damasio, 2016). The composite reliability values presented in this study met
those recommended in the literature, indicating their accuracy.

The results showed that the process of adapting and finding validity evidence of
the internal structure of the EEM-LGBT for the Brazilian context was of good quality,
achieving the objectives defined in this work and indicating its adoption in other research
and making it the first instrument to investigate LGBT microaggression experiences in
the Brazilian context. Its use can help organizations diagnose and manage diversity. In
addition, it can be used to encourage research in the area and help provide a better
understanding of the phenomenon and the experience of LGBT professionals in the
workplace, given the lack of publications in Brazil.

However, the study's limitations were the collection of data online and in
intentional and snowball formats. The majority of respondents were white professionals
with high levels of education, diverging from the general Brazilian population. In
addition, around half of the participants declared themselves to be cisgender gay men.
According to the literature, they represent the majority of participants in surveys with
LGBT people in organizations (Silva et al., 2021). This disproportionate participation of
LGBT professionals can have repercussions on diversity policies in organizations,
making them predominantly focused on this group, to the detriment of other sexual
orientations, identities, and gender expressions.

There was also low participation from transgender people and transvestites, a
situation similar to previous research in the area (Resnick & Galupo, 2019; Richard,
2021). The job market is particularly difficult for this section of the population, which
has the highest unemployment rates and tends to be directed towards informal and self-
employed work (Costa et al., 2020), which may reflect in their low participation in
surveys.

The topic of microaggressions in Brazil is still little explored, but it is extremely
relevant for LGBT companies and professionals. Given the good psychometric qualities
of the EEM-LGBT in the Brazilian context and the pioneering nature of investigating the
construct in the country, it is important that research is carried out to seek further validity
evidence based on the internal structure, through analyses of measurement invariance, as
well as seeking validity evidence with external variables, such as work stress, depression,
anxiety, job satisfaction, incivility, outness, self-esteem, well-being, work engagement,
turnover intention, productivity and organizational support, in addition to considering
larger and more homogeneous samples.
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