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Abstract 
This research explored the issues that transgender employees faced at workplace, the negative 

consequences of unavailability of organizational support and opinion about current voice raising 

mechanism present for transgender employees in the organizations.   Moreover, it also explored 

that why the voice of transgender employees remains unheard and why they faced social 

rejection and disrespect. This thesis aimed to target the transgender employees working in 

different cities of Pakistan and in different industries irrespective of their age and profession. 

Due to being vulnerable in society, 15 in-depth, face to face interviews were conducted to 

explore the workplace experience, career history and issues related with diversity and inclusion. 

According to existing literature, very less amount of work was done on the workplace challenges 

of transgender employees especially in non-western countries.  The finding of this qualitative 

exploratory study filled the existing gap in the literature. Moreover, it helped the HRM policy 

makers to revise their existing policies that can cater transgender employees at workplace. This 

study opened new avenues related to transgender employees that can be explored in future.  

Words:  Diversity and Inclusion, Transgender Employees, Workplace Challenges, 

Organizational Support, Employee Voice Mechanism 

 

 

 

 

 

 

 

 



2 
 

Chapter 1: Introduction 

1 Introduction 
Present study explores the workplace challenges that transgender employees suffer while 

working in organizations across Pakistan. It also explores the organizational support and voice 

mechanisms present for transgender employees during their professional careers. Recent studies 

on sexual orientations highlighted gap to explore about challenges that transgender employees 

face during their professional life. Moreover, literature also emphasized to research on similar 

topic in eastern countries as transgender employees are under researched in this part of world.  

So, present study fulfills the gap identified by recent scholars. Transgender individual is 

explained as a person whose gender identity does not correspond to the sex that he or she was 

assigned at the birth because the actual soul is trapped in the wrong body (Thanem, 2011). 

Moreover, transgenders are people that cross every barrier of gender, cross dress according to 

their identity and live the life according to their thoughts (Davis, 2009, p. 111).  

World over,  surviving as a transgender individual is a predicament that requires understanding 

at a broader spectrum (United Nation, 2016). Despite the presence of transgender individuals in 

every sphere of life, scant attention is paid to their distinct needs. This stands true even in world 

of business and management that claims to acknowledge the needs of gender minority groups 

(Beauregard et. al., 2016). Organizations, in particular, lack diversity and inclusive workplace 

policies to cater for the needs of transgender employees. Generally, transgenders as a minority 

group are socially stigmatized since their very presence is seen as flouting the socially approved 

gender orientation (Williams and Maan, 2017; Jaspal, 2012).  

The contentious status of transgender individuals in the society which is further exacerbated by 

the discriminatory societal conventions leaves them live in stigma and the fear of stigma all their 

lives. Borrowing from the work of Sociological theorist Erving Goffman (1963), stigma can 

result either due to a discounted physical attribute (such as physical disability, racial identity and 

age) or an invisible trait relating to health, and the personal traits flouting the conventional social 

norms (such as a gender identity and/or a sexual orientation). According to the research by 

Greenebaum (2018) in the field sociology, employees facing invisible stigmatization due to their 

unique sexual orientation live all their life in confusion.  In fact, they prefer to live in a closet as 
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they fear facing social rejection if their sexual orientation in disclosed. This fear and lack of 

societal acceptance pervades their entire life, and they are to live with this fearful reality even at 

their workplace, if it is not sensitive to the needs of diverse genders present as part of the 

workforce (Jones and King, 2012). Existing literature reveals that stigmatized workers have to 

face discrimination, harassment, bulling, physical abuse, verbal abuse and disrespect in the 

society as well as in organizations (Ganju and Saggurti, 2017; Wijngaarden, et al., 2013, Jaspal, 

2012). In general, organizations lack diversity management and inclusion policies for LGBT 

employees (Hoever et al., 2012). In the contemporary organizational contexts, however, this 

would be regarded as quite myopic; since there is considerable evidence which shows that 

organizations that adopt supportive workplace policies and focus on diversity management 

outperform those organizations which do not focus on diversity management (Roberson, 2019; 

Sakdiyakorn and Wattanacharoensil, 2018, Cunningham, 2011).  

According to research by International Labor Organization (ILO, 2013) transgender employees 

face high discrimination at the workplace due to the absence of gender-sensitive supportive 

policies. Recent report by ILO (2019) suggested that social justice can be achieved by providing 

inclusive job opportunities to individuals having so called „tainted‟ identities, such as, lesbians, 

gays, bisexuals and transgenders (LGBTs). Thus, those LGBT employees who get organizational 

support feel less discrimination at workplace and perceive a high level of career advantages 

(Robelo& Cortina, 2014). In addition, research evidence has shown that they work with full 

energy, passion and confidence. This in turn helps the organization with more employee 

retention, commitment and job satisfaction (Roberson, 2019). According to Human Rights 

Campaign (2016), multinational organizations are adopting the LGBT workplace policies, 

training programs, diversity management departments and minority inclusive benefits. 

Considering on existing research, there is a gap in current literature on gender diversity, sexual 

orientation and inclusion workplace policies. Existing literature talks about the workplace 

challenges of the LGBT employees by lumping them in one group, and reducing them to a 

monolithic category having similar experiences under similar situations and circumstances.  In 

actual, however, the ground realities are different for a transgender in comparison with the LGB 

(McFadden and Hanery, 2017). Transgender individual is the one whose gender identity is 

different as compared to the gender given at birth (Wu & Ridwan, 2018). Thus, the lived 

experiences of these individuals are different from other groups having distinct sexual 
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orientations and gender identities, and therefore, transgender must be studied as a separate and a 

distinct group. This is a serious gap in existing research that needs much attention. 

 According to Knoll and Redman, (2016) & Ozkurt (2011), transgender employees have a 

different set of workplace challenges and issues as compared to lesbian, gay and bisexual 

employees. Therefore, it is pertinent for organizations to recognize that transgenders should not 

be lumped into a monolithic category under the umbrella term LGBT. Pepper and Lorrah (2008) 

discuss how at times the transgenders are compelled at their workplace to undergo the 

“transition” phase. For instance, for the sake of having a job, they may be asked to let go of their 

male transgender identity, and instead perform having a female gender identity and vice versa. 

This lack of acceptance of their true identity causes them to face multiple physical and medical 

challenges as employees in these gender insensitive organizations, where exclusionary 

management practices is the norm (Kwon, 2013).  

In this research, the transgenders employees and workplace practices are studied within a 

multidisciplinary theoretical framework. The stigma theory by sociologist Erving Goffman 

(1963) from the fields of sociology and health, and the Social Support Theory and the Perceived 

Organizational Support Theory from the field of Human Resource Management lend the lens to 

researching and understanding the experiences of transgender employees.   Borrowing from the 

field of Sociology, the Stigma theory coined by Erving Goffman (1963) lends us a useful 

framework to explicate the predicament of transgender employees. According to Goffman 

(1963), stigma is an outcome of an attribute or a distinguishing feature that is devalued by the 

society, and consequently it leads to disrespect and discrimination which ultimately results in 

rejection, harassment and hatred. Eventually, an individual experiencing stigma suffers negative 

outcomes such as unemployment, job loss, ill health and poor life style etc. (Ganju and Saggurti, 

2017; Sabat, Lindsey, & King, 2014). Based on this theory, it is assumed that transgender 

employees are stigmatized individuals that bear such losses. The social support theory helps to 

overcome these negative consequences as it says that “having a good long term and satisfying 

relationship with society, friends and peers fulfills the basic need of belongingness, recognition, 

friendship and self-esteem” (Thoits, 2011). Moreover, organizational policies should be 

developed in such a way that transgender employees enjoy an equal opportunity of working in a 

positive environment. Based on the perceived organizational support theory, it is well established 
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that every employee working in organization perceives that employer will care for them, will 

support them in their critical times and will value their contribution (Eisenberger et al., 1986). 

Positive attitude from employer‟s side leads to positive outcomes such as high job performance 

and lower absenteeism (Kurtessis, 2017; Eisenberger et. al, 2001). Based on perceived 

organizational support theory, it is assumed that transgender employees working in organization 

also perceive the high support from their supervisors as supervisors are considered the agents of 

organization (Kossek et al., 2011). 

Present study makes explicit contributions in field of human resource management specifically in 

diversity and inclusion.  This research documents all the issues that are faced by transgender 

employees in corporate sector hence making it visible and tangible for the organizations to look 

upon the hardships this gender minority group is facing in Pakistan. This study opens up the 

discussion towards the solution for issues they are facing. It will help policy makers in 

organizations to develop new policies that welcome transgender employees whole heartedly in 

organizations. It will help human resource personnel to get prior knowledge about transgender 

employees if they have in their organizations. This study shows that positive relations with 

colleagues at workplace will help transgender employees to work with more positive energy and 

feel more accepted as acknowledges by social support theory. It shows that transgender 

employees lack the organizational support and they expect to have it throughout their career as 

explained by perceived organizational support theory.    

1.2. Rationale and Objectives of the Study 
According to a detailed review of scholarly articles by McFadden (2015), only 18 out of 263 

renowned journals have published articles on lesbian, gay and bisexual. Out of these, only 7% 

have discussed about transgender employees (ibid, 2015). According to research by Beauregard 

et. al. (2016), new theoretical and empirical study should be conducted to develop the policies 

for respecting transgender employees and their choices to remain silent or to be heard. In 

addition, McFadden and Hanery (2017) bring forth the importance of recognizing the 

geographical skewness that prevails regarding the LGBT research. The LGBT workplace 

contexts are under researched in the non-western countries, and therefore, this gap calls for more 

scholarship to emerge in this field of studies (ibid, 2017). After reviewing the existing literature, 

it is found that most research on transgender employees is conducted in western countries of 
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world. Current literature lack the Pakistan‟s context and research on transgenders working in 

Pakistan‟s organizations. So, present study fulfills the existing contextual gap.  

 Wu & Ridwan (2018) recommends developing the strong documentation on the violence 

experienced by transgender people on the work place as it can help the policy makers and human 

resource employees to consider this minority group and develop transgender workplace 

supportive policies. Webster et. al., (2018) provided the recommendation to investigate the type 

of support this kind of minority group needs at the workplace so that they may feel safe and 

secure and confident enough to show their talent. Gacilo et. al., (2018) recommended to explore 

that support from family and friends compensates for the lack of support in organization and vice 

versa. The rationale for this research in the organizational context in Pakistan is to fill the gaps in 

already existing literature by studying the challenges that transgender employees face in Pakistan 

while working in organizations and it will help in development of policies for respecting them in 

corporate world. Present study aims to address the discriminatory behavior transgender people 

face at workplace.   

In view of the research gaps identified from the existing literature, following three research 

objectives and questions are formulated in view of the place of transgenders in Pakistani society 

and the transgender employees working in different organizations in Pakistan.  

The three key study objectives include: 

1. To explore the challenges transgender employees face while working in Pakistani 

organizations.  

2. To explore the expectations of transgender employees about inclusive workplace policies 

and organizational/managerial support. 

3. To understand whether current employee voice mechanisms in organizations are adequate 

for representation of transgender employees.   

The three research questions are: 

1. What challenges do transgender employees face at the workplace in Pakistan and why?  

2. Which are the organizational support mechanisms that help transgender employees cope 

with the challenges they face in adjusting at the workplace and how?  
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3. How do existing employee voice mechanisms help transgender employees in gaining 

acceptance at the workplace? 

1.3. Organization of the Thesis 
This research thesis comprises of six chapters. Chapter one presents introduction to the thesis, 

theoretical background, and rationale of the study. It also highlights the research questions 

addressed in this research. Chapter two discusses the literature review in order to prove the study 

rationale by identifying the research gaps in existing literature, and the need to undertake the 

research questions as stated above. Chapter three presents the methodology adopted for this 

thesis. It explains research methods, study population, sample size, data collection and data 

analysis process. Chapter four explains the findings of this research and the detailed thematic 

analysis. The fifth presents the discussion of key findings in light of the literature. Concluding 

chapter discusses the study limitations, theoretical and practical implications, and the future 

recommendations.  
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Chapter 2: Literature Review 

2 Introduction 

The contemporary workplace settings are increasingly witnessing the presence of workforce with 

varying gender identities, that is, gender expressions beyond the binary male-female categories. 

With this evolving pattern, the scholarship on diversity and inclusion has burgeoned in recent 

decades.  This Chapter aims to give an overview of existing studies of diversity and inclusion 

and specifically gender diversity. It also reviews the existing literature on demographic diversity, 

sexual orientation and minority groups, transgender individuals and challenges they face.  

2.1 Diversity and Inclusion 
The concepts of diversity and inclusion in the context of organizations have been the focus of 

research for quite some time.  The impact of workforce diversity on organizational outcomes has 

already been studied (Cox, 1994). It is now a well-established fact that a diverse workforce in an 

organization adds value to the organizational processes. It allows organizations to acquire 

competitive advantage for different organizational procedures and functions, such as, top talent 

acquisition, positive relationship with customers, innovation and creativity and development of 

constructive image in the society. Moreover, promoting, managing and recruiting diverse 

workforce in the organization are rooted in the idea of social justice and fairness (Mor Barak, 

2015; Ng & Sears, 2012). 

 

Existing literature supports the notion that increased diversity in an organization creates positive 

outcomes such as job satisfaction (Pitts, 2009), high commitment (Giffords, 2009), creativity and 

high problem solving ability (Richard, Roh, & Pieper, 2013) and improved business image 

(Robinson & Dechant, 1997). It also helps in increased organizational performance (Sacco & 

Schmitt, 2005; Richard et al., 2004). However, few empirical and conceptual studies denied this 

by arguing that diversity creates negative competition, lack of retention, high conflict and non-

cooperation among employees; which in turn leads to bad performance (Mamman et. al. 2012, 

Choi & Rainey, 2010). More recently researchers have shifted to diversity management after 

realizing the full potential of creating an inclusive organizational culture (McKay & Avery, 

2015; Mor Barak, 2015; Pardasani & Goldkind, 2013).   
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Diversity Management in an organization is defined as “managing the set of individuals and 

groups based on the differences of culture, gender, race, religion, social class, hobbies, and 

interests etc.” (Bassett-Jones, 2005; p.3). According to Goodman (2013), researchers have 

classified diversity into certain important dimensions that every global leader should look upon 

while explaining diversity i.e. nationality and ethnicity, gender, generation, age, race, physical 

ability, social class and sexual orientation. Extending this classification, a recently published 

study in Harvard Business Review by Anca and Aragon (2018) classified diversity into three 

broader categories i.e. demographic diversity characteristics which includes gender, sexual 

orientation, race, social class, age, disability and appearance. A cognitive diversity characteristics 

includes job role, qualification, education, values, beliefs, functional knowledge and experiential 

diversity characteristics include interests, hobbies, affinities and aptitudes. 

 

For having diversity management in the organization, inclusion policies should be adopted. 

Inclusion is defined as “the individual‟s sense of being a part of the organizational system in both 

the formal processes, such as access to information and decision-making channels, and the 

informal processes, such as water cooler and lunch meetings where information and decisions 

informally take place” (Roberson, 2006; p. 215). According to Berry (2016), organizations 

having inclusion policies give equal chance to every employee for participating in organization 

decisions which consequently remove barriers among the diverse employees and also helps in 

enhancing the voice mechanism. Social comparison theory assesses individuals on the basis of 

inclusion and exclusion within social classes, systems and groups (Bunnk & Schaufeli, 1993; 

Festinger, 1954).  Importance of inclusion was also explained by optimal distinctiveness theory 

according to which individuals want to get accepted due to their unique talents by every diverse 

group, and not just by those similar to them (Shore et al., 2011). Therefore, employee acceptance 

at workplace, need for inclusiveness is essential. It ultimately increases their job performance 

and commitment (Vakalahi, 2012), reduces employee conflicts (Nishii, 2013), decreases turnover 

(Cho &Mor Barak, 2008) and enhances retention (Buttner, Lowe, & Billings-Harris, 2012).  

Hence, inclusion shows positive results, if properly implemented in organizations since it makes 

employees feel part of the same team. 
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Organizations that claims to have diverse and inclusive environment provide freedom of speech, 

foster choice, show acceptance and are representative of diverse groups (Roberson, 2006; 

Gasorek, 2000). Senior leadership and its style of communicating with every employee must be 

cooperative as it plays an important role in adjusting the diverse workface and developing 

inclusive environment. Pless and Maak (2004) suggested that open door policy, frank 

communication and provision of feedback to employees give a feel of self-belongingness to the 

employees. To make a workplace inclusive, it is considered important that employees should 

have access to information and resources that they require in order to perform their job with full 

enthusiasm (Pelledet al., 1999; Mor Barak and Cherin, 1998). Moreover, employees should be 

given the right of decision making, participation and problem solving that makes them feel 

comfortable in an organization (Pless and Maak, 2004).  

 

The previous section explains about the definition and concepts of diversity and inclusion 

whereas the next section will explain one of the most important dimensions of diversity i.e. 

demographic diversity since it is more relevant to the present study.  

2.2 Demographic Diversity 

Among all the types of gender diversity, reviewing the literature for demographic diversity is 

necessary to have an overview of its types and their impact on performance. Research has 

concluded that organizational outcomes are associated with variables of demographic diversity 

such as age, gender, education, family background or tenure in an organization (Lau and 

Murnighan, 1998; Pelled, 1996). Few studies in literature are found that examine the linkages 

between organizational commitment, efficacy and citizenship behavior with demographic 

diversity (Muchiri & Ayoko, 2013; Choi et al., 2003). Joshi et.al (2011) concluded that 

individuals whose demographic characteristics do not match with their teams would suffer 

resulting in low performance and lack of job retention. The major typology of diversity as 

defined in literature is explained below.  

2.2.1 Gender Diversity 

Gender is the most studied type of demographic diversity amongst all (Hillman, 2015). Kagzi 

and Guha (2018) categorize it into three different lenses i.e.  Theoretical perspective, ethical 

perspective, and business case perspective. While using the theoretical lens, they supported the 

perspective that gender diversity has positive impact on firm performance and improves the 

https://www.emeraldinsight.com/doi/full/10.1108/LODJ-11-0086
https://www.emeraldinsight.com/doi/full/10.1108/LODJ-11-0086
https://www.emeraldinsight.com/doi/full/10.1108/LODJ-11-0086
https://www.emeraldinsight.com/doi/full/10.1108/LODJ-11-0086
https://www.emeraldinsight.com/doi/full/10.1108/LODJ-11-0086
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
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organizational functioning. Moreover, supportive theories of this view exist in literature such 

as  upper echelon theory (Post and Byron, 2015), resource dependency theory (Pfeffer and 

Salancik, 1978), stewardship theory (Gaur et al., 2015), signaling theory (Connelly et al., 

2011), and resource based view (Richard, 2000).  On the contrary, theoretical perspective is 

also used by researchers to support the idea that gender diversity negatively impacts the 

organizational performance. Social categorization theory (Forbes and Milliken, 1999) and 

social identity theory (Tajfel et al., 1971) shapes the idea that being a different gender in a 

group is difficult to survive and gender diversity negatively impacts performance.  

Gender diversity in an organization is supported by ethical perspective. Prior research has 

concluded that men and women behave differently, have different confidence level and work 

differently (Kray et al., 2014; Levi et al., 2014). Research by Bear et al., (2010) concluded 

that gender diversity in an organization endorses firm status and corporate social 

responsibility (CSR) as it is perceived to be an organization that respects every gender and 

work for CSR. Organizations having gender diversity in higher management showcase more 

innovation (Zona et al., 2013) and have high return on investment and high equity which 

ultimately leads to high firm performance (Sabatier, 2015). Diverse gender working under the 

same roof can provide different solutions to problems and hence leads to enriched decision 

making such as different investments (Zona et al., 2013) and acquisitions (Levi et al., 2014). 

Moreover, gender diversity creates a positive brand image that gives competitive edge to an 

organization over its rivals (Miller and Triana, 2009).   

Researchers while discussing the business case perspective related to gender diversity 

concluded that it is a double edged sword as it can positively or negatively impact the firms 

performance based on decision making abilities of employees of different gender (Triana et 

al., 2014). A number of studies are available which states that diverse group of employees 

have positive impact on firms performance (Chen et al., 2016; Terjesen et al., 2016, Dezsö 

and Ross, 2012; Carter et al., 2003). On the contrary, literature which states that gender 

diversity has the negative impact on the firm‟s performance also exist e.g. conflict of 

interest or managing diverse people may overshadow original work responsibilities (Adams 

and Ferreira, 2009). In addition, Chapple and Humphrey (2013) stated that no such 

relationship exists. 

https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
https://www.emeraldinsight.com/doi/full/10.1108/JSMA-01-2017-0002
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2.3 Sexual Orientation and Minority Groups in Organizations 
Transgender individuals lie in the category of gender minority groups that are present in 

organizations. So, this section discusses gender minority groups and different sexual orientations 

in a holistic context.  

Despite research on sexual orientation, societies at large are still confused about the actual 

explanation and its linkage with gender. American Psychological Association (2012) defines 

sexual orientation as natural attraction of an individual to same or opposite gender. Many 

societies in the world promote heterosexuality as the only acceptable sexual orientation (Sholeye 

et. al., 2018). Heterosexuality means having attraction between the persons of opposite gender 

(ibid, 2018). Literature has also documented the trend to observe the sexual minority groups such 

as homosexuals, who are often described by research as an individual having a sexual orientation 

against nature (Alimi et al., 2017). Homosexuality is explained as having attraction for the same 

sex (Passman, 2017). Negative perceptions towards homosexual people leave them to experience 

stigma globally (Ntozini and Ngoangweni, 2016). To be part of sexual minority group is not a 

mental sickness or disorder, and not even mental health doctors can change the sexual orientation 

of a person (American Psychological Association, 2012). Rumors against sexual minority groups 

have lessened their respect in society as they are assumed to be involved in unusual activities like 

drinking alcohol, having drugs, working as sex workers or much more (Dahan et al., 2007).   

Globally, gender diversity management gets new hype when researchers begin studying a group 

with a different sexual orientation, such as, lesbian, gay, bisexual and transgender (LGBT). 

Organizations all over the world have employees of LGBT category that spend their whole life in 

thinking whether to disclose their sexual orientation or not. People having LGBT sexual 

orientation, focus on personal issues and problems in their adolescence as they do not feel 

normal like others. With this preoccupation, at times they forget to focus on professional careers 

(Schmidt and Nilsson, 2006). This ultimately is one of the reasons that people with such unique 

sexual orientations face less and slow career growth. Many organizations working in western 

part of the world have now developed LBGT supportive policies but still face negative vibes 

from the public. This ultimately affects organizational performance (Pichler, 2007; Ragins, 

2004).   
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Generally, it is viewed that employees belonging to LGBT groups feel discrimination, less job 

satisfaction and negative peer‟s behavior, especially in contexts where gender inclusive policies 

are not in place (United Nations, 2016; King and Cortina, 2010). Organizational supportive 

policies related to sexual orientation of LGBT are developed for negative job attitudes (Trau, 

2015) and perceived discriminations (Ruggs et al., 2015) that such employees face. Existing 

body of literature supports that organizations having inclusive policies for minority groups get 

competitive advantage (King and Cortina, 2010; Day and Greene, 2008) over the rivals. Such 

organizations lead to better firm performance (Pichler et al., forthcoming) and strong stock 

market value (Li and Nagar, 2013; Wang and Schwarz, 2010). LGBT workers also need the 

support and positive compliments from higher management and organization which results in 

increased motivation to perform well (Pichler, 2017). In addition, those LGBT employees that 

receive support from higher management show less turnover rate (Metcalf and Rolfe, 2011), high 

employee retention (Metcalf and Rolfe, 2011) and less stress at work (Ragins and Cornwell, 

2001). Comfortable culture in any organization can be developed by having inclusive policies for 

every gender (Cordes, 2012). 

 

Being associated with LGBT groups, employees have fear of facing harassment, termination, 

less respect and high discrimination (Dietch et al., 2004; Ragins& Cornwell, 2001) that enforce 

them to remain in the closet and get adjusted in heterosexual environment. Levine and Leonard 

(1984) describe two categories of discrimination that minority groups have to bear their entire 

life. First one is formal discrimination. This  includes firing or hiring of employees who belong 

to LGBT groups (Bell, 2007), not giving them promotions, insurance, annual holidays,  and 

stealing their incentives, increments, rewards and benefits.  Second type of discrimination is 

informal. This includes less respect by coworkers, un-acceptance by the teams, lack of credibility 

and physical and mental abuse (Croteau, 1996). Due to all these negative consequences, LGBT 

employees‟ choice of not disclosing their sexual orientation is considered a wise decision (Bell, 

2007) but it emotionally exhausts them (Hewlin, 2009).  On the whole, being in LGBT 

community makes it difficult to survive in a world of heterosexual community.     

 

Among four different categories, the topic of this research is related to transgender workforce. 

The individuals with this sexual orientation like the rest of the world are very much present in 
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Eastern parts of the world such as, Bangladesh, India , Pakistan, Iran, Iraq, Turkey, Thailand and 

many more. But transgenders in these geographical areas are rarely researched upon (Wu & 

Ridwan, 2018; Kalra, 2012). Mc Fadden and Crowl- Henry (2017) recommended to explore the 

challenges faced by the transgender employees at workplace separately from the LGBT group 

especially in non-western country settings because they are still less researched in this specific 

region. Moreover, many recent studies assert the need to do research on transgender employee 

voice mechanism, the organizational support they receive and inclusive workplace policies 

related to transgender employees (Mc Fadden and Crowl- Henry, 2017; Gacilo et. al., 2018; 

Pichler et. al., 2017). Thus, major theoretical and contextual gaps exist in literature with respect 

to research on transgender employees working in varied organizational settings.   

2.4 Transgender - A Human Being 
Gender identity disorder can be explained as the most painful lifetime experience any human 

being can have. This is because it leaves a person in a state of confusion about his gender as it 

varies from the one described at birth and during childhood. (Singh, Hays & Watson, 2011). 

Transgender individual is explained as a person whose gender identity does not correspond to the 

sex that he or she was assigned at the birth because the actual soul is trapped in the wrong body 

(Thanem, 2011).  Moreover, transgenders are people that cross every barrier of gender, cross 

dress according to their identity and live the life according to their thoughts (Davis, 2009, p. 

111). Due to high discrimination trans-phobia is suffered by transgender people that is defined as 

“the motivating force for negative reactions to transgendered people that involve fear and disgust 

on the part of the observer (….) that is often manifest in the fear of personal acquaintances 

becoming transgendered or revulsion on learning one is transgendered or meeting a 

transgendered person” (Hill, 2002, p. 119-120).  Social dysphoria is also faced by transgender 

people in which they are perceived incorrectly in society due to not having the confirm gender 

identity (Beemyn and Rankin, 2011). 

 

Moreover, transgenders face gender dysphoria in which they feel stress due to mismatch between 

the genders assigned at birth and their actual gender identity that gives them the feeling that their 

soul is trapped into wrong body (Beemyn and Rankin, 2011, Gender Trust, 2006). Gender 

dysphoria is also known as Transsexualism by Looking Glass Society (1997). World Health 

Organization has defined this phenomenon as “to live as a member of opposite sex for at least 
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two years or to change the body organs according to the wish with surgical or medical treatment” 

(Barcaly and Scott, 2006, p. 2). According to studies transgenders are categorized into three 

major categories i.e. transgender man, transgender women and non-binaries (Beemyn and 

Rankin, 2011; Gender Identity Research and Education Society, 2002).   

 

History of transgender phenomena is as old as the history of subcontinent itself and it has been 

understood differently in different periods of time. In South Asia, transgenders are referred with 

different names such as “Khwaja Sera” in polite way or “Hijra, Khusra, Chakka or Moorat” in 

harsh ways and are considered as those male members of society that transform themselves into 

women by behaving like a female publically, dressing like a women or taking female identities 

(Schultz & Lavenda, 2001). In the subcontinent, transgenders have a long history. They served as 

care takers in the Mughal courts and made substantial contributions in the field of poetry, art and 

music (Kalra, 2012). It was believed that these people prayers help a straight person to get 

enough fortune and fertility (Conner, Sparks, & Sparks, 1997). After the extinction of Mughal 

emperors Hijra/Khwaja Sera community of Asia is suffering from marginalization, social 

exclusion and stigmatization. With the passage of time, the status of transgenders in subcontinent 

is reduced and being associated with the professions of begging, prostitution, dancing and 

singing at weddings and child birth rituals or any other happy occasion (Conner, Sparks, & 

Sparks, 1997). Moreover, at one hand, these are considered as the only professions left for them. 

On the other hand, it is equal to limiting them to the fields which are not considered very 

respectable in the subcontinent.  

 

With this background, it is time to situate this research in field of diversity and inclusion as 

transgender are standing at cross roads of exclusion or socially excluded group having 

monolithic identity. I will now move to locating the parameters of this research as basic aim of 

this research is to explore the challenges that transgender community faces while being at 

workplace in Pakistan. 

2.5 Workplace Challenges and Organizational Support 
Transgender employees at the workplace face high social exclusion along with stigmatization 

and marginalization. The aim of this section is to review the literature on the challenges that 

transgender individuals face in organizations. According to purposed research questions and 
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objectives, this section includes the literature review of workplace challenges, organizational 

support and voice mechanisms available for transgender employees. While being at workplace, 

many transgender employees decide to remain in closet as compared to their personal life that 

itself is fight with their inner soul (Ragins, 2008; Whittle et al., 2007). Unique challenges are 

generated due to remain in closet, such as, role conflict, ambiguity, pressure to establish a firm 

identity and psychological stress that all hinders their workplace performance (Ragins, 2008). 

Organizations that do not have gender sensitive policies and those who do not extend support to 

the third gender may force transgender workers to go stealth and remain in natural gender(Tan, 

2008).  Another issue transgender employee face being at workplace is of transitioning that poses 

two broader unique challenges for them i.e. unfit into traditional gender categories and being 

unfit into existing organizational policies that exist for male and female employees (Ozturk and 

Tatli, 2015). Non-public transition process may be attempted by those transgender employees 

that have no support at workplace or even from the society. Furthermore, transgender employees 

do not reveal their actual identity if they have completed their transition phase (ibid, 2015). 

 

Moreover, transgender employees face shortage of financial capitals due to less paid for same 

job (Pepper & Lorah, 2008). Transgender employees confront unique experiences while 

searching and applying for employment. In general, they face high difficulty in securing a 

reputable job. According to a study by Grant et. al. (2011), unemployment rates for transgender 

people are double as compared to straight people. Furthermore, the transgender employees 

working in different organizations reported that they often did not get promotions and were fired 

on priority basis during the divesting process (Dundon & Gollan, 2007). Straight employees in 

the organizations are often unaware that transgender employees need respect, especially when 

they are in a transition phase. With this unawareness, they at times end up making fun of 

transgenders in addition to extending verbal abuse as part of everyday normative practice. In 

such an organizational culture, the transgender workforce ends up facing high discrimination 

(Whittle, Turner, & Al-Alami, 2007). Consequently, transgender people feel ashamed at their 

workplace, when people call them with abusive and derogatory names such as Hijra, Khawaja 

Sera, Khusra etc. (USAID, 2016; Nadal et al., 2012). Due to fear of harassment, transgender 

employees do not open up with their colleagues who can be a source of informal support for 

them (Dietert & Dentice, 2009). Even at times the physical built environment of the 
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organizations is not supportive of the needs of transgender workforce. For instance, washrooms 

in organizations can be a place where transgender are being attacked verbally and physically 

(Herman, 2013; Nadal, Skolnik, & Wong, 2012). In addition, in the absence of unisex 

washrooms, a problem for the transgender employees is further created regarding which 

washroom they should use, male or female (Tan, 2008).  

 

Transgender community lack the mechanisms for raising voice related to their personal issues. 

According to research by Morrison (2011, p.375), voice is defined as “improving the 

organizational functioning by communication of opinions, ideas, concerns or suggestions related 

to workplace issues”.  Having a relationship of voice requires the trust between employees and 

management (Dundon & Gollan, 2007). Transgender workforce requires such trust and voice 

relationship in order to be accepted informally and formally in organizations by receiving the 

same privileges as other employees in the organization (Bell et. al, 2011). Employee voice in an 

organization is raised by employee voice network groups and employee elected representatives 

that discuss about organizational policies and practices (Mercer, 2011). Organizational website is 

considered as one of the representative platform of the organization (Jay, 2014). It communicates 

with the recruiting employees as well as customers. It also promotes policies related to diversity 

and inclusion, and thereby articulates and exhibits how the organization offers an inclusive 

environment for the rights of minority groups (Beauregard et. al., 2016).  The existing literature 

brings forth the fact that LGB community is three times larger than transgender community in 

world. In cultures, where varied sexual orientations are accepted, the employee voice 

mechanisms for LGB groups exist. However, these voice mechanisms lack facilitating 

transgender employees (Stonewall, 2015).  

 

Research by Beauregard et. al., (2016) concluded five different factors regarding why 

transgender voices are unheard. These include: voluntary silence, mixture of transgender voice 

within larger LGBT group, issues of adjustment, multiple voices from single transgender 

community and transgender employees having limited access to voice mechanisms. Transgender 

individuals mostly remain voluntarily silent about their discriminatory experiences at workplace 

in order to avoid any adverse circumstances and fear of mistreatment (Knoll & van Dick, 2013). 

This choice is rooted in the pretext of existing power imbalance among managers and 
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subordinates (Morrison and Rothman, 2009). Moreover, those transgender employees who 

undergo the transition phase merge with the larger community of male or female peers and do 

not reveal true gender identity (Schilt and Connell, 2007). Consequently, this makes their voices 

further mute and inaudible.  Another reason of unheard transgender voices in organizations is the 

absence of a unified representative who would take the responsibility to speak on behalf of all 

the transgender employees. The gender variance among transgender community also causes 

conflicts thus rising to multiple voices (Human Rights Campaign, 2015). Due to limited 

employee voice mechanisms, transgender individuals facing negative consequences and become 

economically inactive and hide themselves by staying away from the formal labor market 

(Nadal, Davidoff, & Fujii-Doe, 2014; Operario, Soma, & Underhill, 2008). 

 

Organizations lack the employee voice networks for transgender employees‟ due to which it is 

impossible for them to raise voice in organizational decision making (Wilkinson & Fay, 2011). 

The fear of mistreatment causes decrease in confidence which ultimately leads to unheard voices 

(Knoll and Redman, 2016). Lack of formal transgender supportive policies not limited to hiring, 

firing, promotion and increment also leads to mistreatment of transgender employees in the 

organizations (Ruggset. al. 2015). Presence of workplace supportive policies for transgender 

employees might set standards regarding how minority groups should be treated at workplace 

(Budge, Adelson, & Howard, 2013). According to Webster et. al. (2018), LGBT employees 

work with positive attitudes in those organizations that have supportive policies, strong 

workplace relationships and informal climates. Existing literature concludes that transgender 

employees having less organizational support lack establishing supportive relationships with 

colleagues(Rundall & Vecchietti, 2010). This in turn makes them lose a possible support system 

that could otherwise function as a possible source to harassment or abusive encounters (ibid, 

2010). However, organizations having strong HRM policies have more employee voice 

mechanisms such as unions, grievance process or complaint/suggestion boxes (Bryson, Willman, 

Gomez, & Kretschmer, 2007). In a nutshell, it is stated that transgender employees have less 

formal and informal voice mechanisms to raise their problems and lack organizational support as 

well. 

In view of the research gaps identified from the existing literature, following three research 

questions are formulated:   
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1. What challenges do transgender employees face at the workplace in Pakistan and why?  

2. Which are the organizational support mechanisms that help transgender employees cope 

with the challenges they face in adjusting at the workplace and how?  

3. How do existing employee voice mechanisms help transgender employees in gaining 

acceptance at the workplace? 

2.6 Summary of the Chapter 
In a nutshell, this chapter has given a detailed overview of the existing studies that cover the 

broader topic of diversity and inclusion. Moreover, it explained how diversity and inclusion 

impact negatively and positively on the performance of organizations. Gender diversity is 

considered to be the most contemporary and under discussion topic in different organizations as 

literature concluded that organizations having gender diversity get completive edge over the 

rivals. Moreover, workplace challenges of transgender employees were also discussed along with 

organizational support they received from their peers, managers and boss. Literature of employee 

voice mechanisms was also discussed because research aimed to explore the voice mechanisms 

that are available for transgender employees in organizations present in Pakistan. 
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Chapter 3: Methodology 

3 Introduction 

This chapter gives an overview of the research design that is used to conduct this study. The 

chapter explains the philosophical approach, research approach, research participants, access to 

the participants, data collection method, sampling technique, analytical approach and ethical 

considerations.   

3.1 Philosophical Approach 
According to research by Lincoln et al., (2011), different philosophical orientations exist for the 

researchers to select from according to the requirement of the study. Ontological and 

epistemological considerations help in developing the base of research methodology as it is 

considered important to know that what is actual reality (ontology) and how do we know about 

that reality (epistemology). Thus, the ontological approach for this research study is 

constructionism since it helps in (a) to explore the opinions of different transgender people 

working in different organizations; and (b) analyzing the multiple perspectives of participants 

that develop the social reality. It also helps to analyze the interpretations of the participants 

through the qualitative lens (Charmaz, 2000).   

Interpretivism epistemological approach is selected since the study explores the interpretations of 

transgender employees related to their workplace challenges, which requires gaining information 

through their experiences. Interpretivism epistemological orientation allows the researcher to 

create in-depth pool of knowledge by interacting with research participants to know multiple 

perspectives of social reality (Myers and Avison, 2002). The nature of the current study is 

subjective. Interpretivism focuses more on different behaviors and diverse opinions of every 

human being. This philosophical approach particularly justified for this study as it aims to 

explore the different opinions of transgenders related to their professional lives and reconnoiter 

stories of challenges they face during their careers (Welch et al., 2011). Understanding that why 

and what kind of issues they face during their professional careers is the basic aim. Pseudo 

names are given to every participant who shares their thoughts to assure anonymity (see table 1).    

3.2 Research Approach 

In management research, three different research approaches exist i.e. quantitative, qualitative 

and mixed method (Creswell 2014). For the present research, qualitative research approach is 
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selected. This approach helps the researcher to interpret the ideas, opinions, experiences, 

perceptions, stories and life issues after interactions with the multiple research participants 

(Silverman, 2006).  It also allows the researcher to explore multiple perspectives of the study 

participants through gaining knowledge of their lived experiences (Bryman and Bell, 2015).    

 

According to Silverman (2006), the qualitative research approach is considered appropriate for 

studying hard to reach vulnerable populations. Existing literature on LGBT also supports that 

qualitative research is well-suited for studying this group in order to enrich the existing literature 

on gender studies (Webster et. al., 2018). Therefore, with caution qualitative research approach 

has been chosen to research transgender employees working in formal organizations in Pakistan. 

This is a group which is hard to reach since very few organizations hire employees with this 

gender orientation in Pakistan. Moreover, in line with the proposed research questions, this study 

has exploratory style research strategy along with the anti-positivism philosophy. Due to being 

qualitative in nature, this research has inductive approach.  

3.3 Research Participants 

3.3.1 Study Participants and Sample Size 

The study participants for this research include transgender employees working in 
1
formal 

organizations in Pakistan. The potential study participants for this research included those 

transgenders who were employed in formal organizations irrespective of their age, profession, 

organization type, sexual orientation and location.  

 

No yardstick is available to categorize individuals into transgender category. It is unethical to ask 

any individual for their NADRA identification card for the confirmation of gender. It develops 

the sense of stigmatizing the individual in very start of the conversation. So, observing these 

factors the criteria in the existing literature is used to define transgender human. Study conducted 

on transgender community of Pakistan explained the two scenarios for a person to be transgender 

a) person who is dressing partially or completely as opposite gender or considered and accepted 

into third gender category by the society or existing culture, b) person who is behaving as 

opposite gender or shows the combination of male and female behavior is considered as 

                                                           
1
 Formal Organization: Formal Organization is an organization in which job of each member is clearly defined, 

whose authority, responsibility and accountability are fixed 
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transgender (Sultana & Kalyani, 2012; Ramet, 2002). According to Transgender Act (2018), any 

individual who recognize himself/herself as being transgender comes under this category. 

Moreover, term transgender in Pakistan is used for the community of cross dressers, 

transsexuals, hermaphrodite (a genuine hijra/khusra/khuwajasira) and third gender community 

(USAID, 2016; Jami, 2005).  So, individuals which fall under this category of transgender are 

selected for this research study.  
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3.3.2 Demographic Details 

The demographic details of the study participants are given below in the table. 

 

 

Table 1: Demographic Details 

3.4 Data Collection Method 
As the research study is qualitative in nature, in-depth interviews were carried out to study the 

workplace challenges of transgender employees. In-depth interview is defined as “repeated face-

to-face encounters between the researcher and informants directed toward understanding 

informants‟ perspectives on their lives, experiences or situations as expressed in their own 

words” (Minichiello et. al., 1990; p. 19). In-depth interview had given the chance to explore 

participant‟s perceptions, experiences and expectations about the workplace challenges, 

organizational support and voice mechanisms that were available for their community.  In-depth 

interviews gave the opportunity to participants to discuss in detail about their life experiences as 

Sr. No  Pseudonym Kind of 
workplace 

Gender 
Association 

Living with 
(W)/without 
family (WO) 

1 Rehana Social Sector Female  WO 

2 Shakeel Govt. Male W 

3 Noman Govt. Male WO 

4 Aleena Social Sector Female WO 

5 Roman  Private Male WO 

6 Saud  Private Male WO 

7 Farhan Private Male W 

8 Zain Private Male W 

9 Maria Social Sector Female WO 

10 Ali Private  Male WO 

11 Sonia Private Female  W 

12 Sadia Social Sector  Female WO 

13 Hurm Social Sector  Female WO 

14 Anosh Social Sector Female W 

15 Areeb Social Sector  Female WO 
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they get less opportunity to speak about themselves because of being in vulnerable category. 

Data collection process for this research study is described in next section. 

3.4.1 Interview Guide 

The interview guide was prepared in light of (a) the research questions; and (b) the themes and 

sub-themes that emerged from the literature review. Interview guide consisted of five sections. 

First demographic questions were asked followed by a few broader questions in order to make 

the participant comfortable. This was then followed by asking more specific questions to illicit 

detailed and in-depth experiences of transgender employees. The interview guide was reviewed 

and revised after the pilot study of four interviews. Few questions were added and deleted 

according to the emerging codes and themes that needed to be probed more. For example, 

initially question was asked “Due to which circumstances a transgender employee decides to 

remain in a closet at workplace? It was replaced by “Now, you are working, do you fearful of 

others know about your real gender? Both interview guides i.e. initial and updated are attached in 

appendix (see appendix A and B).   

3.5 Data Collection Process 

Data was collected through face to face in-depth interviews. Informed consent was taken from 

each participant before starting the interview through the consent from - (see appendix C).  A 

total of 15 in-depth interviews were conducted. All the interviews lasted for more than an hour. 

Interviews were conducted in different cities of Pakistan including Islamabad, Lahore and 

Faisalabad. The interviews were conducted in Urdu language as it was easy for the participants 

to speak more fluently and confidently in that language. Once all the interviews were completed, 

they were first transcribed into English language (Wellard & McKenna, 2001; Poland, 1995). All 

the participants allowed to tape record the interviews. For reliability, answers were again 

discussed with interviewees to confirm about their point of view.  

Transgender employees are categorized as „hard to reach population‟ as they are less in number 

at workplaces in Pakistan because of stigmatization and unacceptable societal behavior. Hard to 

reach or hidden population have three distinguish characteristics that are also a key feature of 

transgender community, that is: (a) no specific sampling frame exist for vulnerable populations 

and size of their population is unknown; (b) getting membership to a vulnerable group which is 

stigmatized also, and any kind of involvement with them might create- the feeling of hate by 

https://www.sciencedirect.com/science/article/pii/S0897189705000893#bib20
https://www.sciencedirect.com/science/article/pii/S0897189705000893#bib13
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2
dominant groups in the  society, c) members of vulnerable populations and groups do not reveal 

their actual identities to non-members because of mistrust (Faugier & Sargeant, 1997; 

Heckathorn, 1997). Accessing transgender individuals working in different organizations of 

Pakistan was a challenging process since there was no exact sampling frame available for them, 

and no information was available as to in which organizations these individuals were working. 

Getting access to transgender employees for this study was quite difficult. Firstly, I asked in 

social circle if anyone had contact with a transgender employee but there was no positive 

response. People felt hesitant in answering this question. After getting no response in weeks, I 

again asked my close social circle if they could help me accessing this vulnerable population. 

This effort did not go in vein. I got contact of a transgender beautician who was working in 

Sargodha city at a salon. This was a breakthrough for me as through snowball, I got access to 

Bijli Baji; a famous transgender who lives in Islamabad. She connected me with other 

transgenders amongst whom few agreed to be my study participants.  In addition, an 

organization, Akhuwat, helped me to find employed transgenders. From them, I got to know 

about other transgenders, who later became my study participants.      

3.6 Sampling Technique 
Purposive and snowball sampling techniques were used to conduct in-depth interviews. 

Purposive sampling is defined as “the sampling technique that provides the researcher with an 

opportunity to use his/her judgment to select the cases that will best enable them to answer their 

research questions and meet research objectives” (Saunders et. al, 2017; p. 301). Initially, 

selection of first few cases for the interviews were based on purposive sampling as it was 

necessary at the start to interview those transgenders who were employed in formal 

organizations. After accessing the initial participants, snowball sampling technique was used 

since it allows the researcher to „get in contact with one or two volunteer research participants 

from the population that further identify the next cases for data collection and this happens until 

data saturation level arrives” (Saunders et. al, 2017; p. 303).  Snowball sampling technique made 

it easier to find the transgender employees working in different organizations as transgender 

employees referred their transgender friends that were employed in other organizations.  The 

                                                           
2
  Throughout this thesis expression of ‘dominant majority genders’ is used for male and female 

employees in the organization. 
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sample size is 15.  The process of selecting the study participants continued until the data 

saturation point was reached. 

3.7 Data Analysis 
Keeping in view the qualitative and exploratory nature of the research, thematic analysis was 

used as a tool for analyzing the information obtained from the study participants. Verbatim 

transcription process was used which “refers to the word-for-word reproduction of verbal data, 

where the written words are an exact replication of the audio recorded words” (Poland, 1995).  

While transcribing from Urdu recordings to English transcriptions, it was made sure that data is 

not misconstrued and the actual message of the interviewee is retained. After transcription, open 

coding technique was used to locate the key themes and sub-themes. The entire process of data 

analysis was performed manually by writing notes and highlighting the main codes, themes and 

information. . The process of thematic analysis is as given below: 

 

Figure1: Process of thematic analysis 

 

3.7.1 Measures of the Data 

Removing the researcher and participant biasness and making the data more authentic is a 

yardstick for a strong research. For this purpose, four criteria i.e. credibility, generalizability, 

transferability and conformability were analyzed to increase the strength of qualitative data 

(Guba and Lincoln, 1994). To ensure the credibility of the research, initial and final results were 

discussed with key informants as the research participants can only judge the actual results and 

•Converted Urdu 
recordings into 
English 
transcriptions  

Transcription 
Process  

•Transcriptions 
were read word 
by word 
manually 

Thorough 
Study  •Open coding 

technique was 
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having codes 
and sub codes 
were developed   

Development 
of Themes 
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remove the researcher‟s biasness from the result (Carboni, 1995).  Strong research context and 

basic aim of the research was defined and interlinked with the results to increase the 

transferability and generalizability of the research (Hartley, 2004).  Moreover, long and in depth 

interviews were taken to enrich the information that increases the transferability. Moreover, 

records of field notes, audio recordings, transcriptions and consent forms were saved for 

referring them in future, if needed.     

3.8 Ethical Issues and Considerations 
Conducting this research was very sensitive because of vulnerable, hard to reach and hidden 

community of transgender in Pakistan. Therefore, a consent form (approved by the supervisor: 

see appendix C) was developed in order to ensure the confidentiality, anonymity, privacy, and 

emotional and physical wellbeing of the study participants. The informed consent was taken 

before the start of each interview. How the interview recordings would be used and the use of 

pseudonyms to conceal their identity was discussed in detail with each participants. All the 

interviews were taken after the consent forms were signed by the participants.  

3.9 Summary of the Chapter 
This chapter explained about methodology selected for conducting present research. It includes 

the philosophical approach and research approach along with their justifications. Study 

participants and sample size is explained. Data collection method and process of accessing to 

research participants is also described. Moreover, this chapter includes ethical considerations that 

were taken into account for making this research more authentic.  
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Chapter 4: Findings and Analysis 

4.0 Introduction 
The aim of this chapter is to present research findings from the data collected through face to 

face in-depth interviews. Findings reveal intense and deep rooted issues and challenges faced by 

transgender employees while being employed in government, private and social sector 

organizations in Pakistan. This chapter also presents findings about the existing organizational 

support mechanisms along with the organizational practices that facilitate transgender employees 

working in different sectors of Pakistan. In addition, findings related to the lack of transgender 

employee voice mechanisms in organizations for transgenders are analyzed. 

4.1. Workplace Harassment: Facets and Experiences 
Harassment is an act that is unwanted, and unwelcomed by every gender. The detailed findings 

reveal that transgender employees are confronted with many types of workplace harassment 

irrespective of their designations and organizational affiliations.  

Workplace harassment is further categorized into three sub themes; physical, emotional and 

financial. 

4.1.1. Physical/Sexual Harassment 

Physical harassment is defined as unwanted, inappropriate and non-permissible touching of a 

victim. Data shows that transgenders have suffered through actual and attempted rape at 

workplace. A transgender working at Telecommunication Company in Intensive Resolution Unit 

shared her experience of attempted rape by team lead. She said, 

“While I was working in night shifts, my team lead tried to harass me physically in washroom. 

He held my hands tightly and tried to put napkin in my mouth. I saved my self by running 

forcefully” (Aleena, SS, F, WO) 

A transgender working at a factory shared her story of sexual harassment where she was raped 

by her colleagues. It was difficult for her to work there as people usually ask her form sexual 

favors.  
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“It is always scary for me to recall my past. I didn’t do the night shift because other employees 

used to harass me at workplace. I remember the night when I was raped by co-workers” (Maria, 

SS, F, WO) 

Transgenders are often forced to hide their gender identity at workplace in order to avoid 

harassment. One participant reported that once interviewer realized that I am transgender, he 

took benefit of the moment as narrative below illustrates:   

“After observing my indifferent personality during the first interview, interviewer called me for 

second time at his friend’s home and presented that place as head office of company. He along 

with his friends sexually assaulted me for many hours at that place” (Rehana, SS, F, WO) 

4.1.2 Emotional Harassment 

Participants reported that multiple forms of emotional harassments such as name calling, being 

asked for sexual favors, ruthless allegations, workplace bullying and demotivating behavior are 

few of the many abusive behaviors that they have to deal with on daily basis at the workplace. 

The findings highlights that transgender employees experienced episodes of depression and 

mental distress when faced with incidents of name calling. A transgender working as community 

mobilizer shared her experience.  

“Bullying, bad names, called by vulgar names like cake, hijra, zanana, khusra, shemale is 

common. This abusive name calling on regular basis gives me mental torture and embarrass me 

publically” (Aleena, SS, F, WO) 

Participants shared how dominant gender employees‟ consider their transgender peers as 

prostitutes and received regular request to extend physical favors to their colleagues. This made 

them depressed and adversely impacted their work performance. Participant reported, 

“My peers consider me slut due to general perception of our community in Pakistan. Most of 

them even approached me for physical favors. It is mentally destructive and lower my 

performance due being emotionally unstable” (Saud, P, M, WO) 

Findings show that emotional harassment is not limited to the close space of the office 

environment only rather those transgenders, who worked as sales agents, also experienced 

incidents that left them emotionally traumatized.  Eventually, they had no choice but to leave 
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their jobs to reduce the impact of emotional distress as a consequence of interaction with the 

larger society.  One participant shared,  

“I worked as door to door sales personnel for FMCG products and clients would invite me to 

come inside for a sexual service. They would often lure me by saying “Come inside we will buy 

everything from you”. So I left that job on the very first day.” (Saud, P, M, WO) 

According to the study participants, it was easy for colleagues to put ruthless allegations on 

transgender employees due to their perceived derogatory image in our society. One of the 

interviewees working in a multinational shared her story of becoming victim to a series of 

allegations at the hands of her boss and colleagues, when she refused to indulge in immoral 

behavior.    

“Colleagues put callous allegations on me after I refused to be in relationship with any of them. 

They blamed me to for having immoral physical relationships in society. They accused me to be 

sex worker” (Aleena, SS, F, WO) 

Data from different interviewees working in different organizations revealed that they tried hard 

to make their colleagues understand and accept the third gender identity. But the strong disregard 

for lack of acceptance would often result in emotional harassment in the form of being made fun 

of through taunts and demeaning jokes.   

“It is so hard for me to make my peer understand about my third gender. Having different 

opinions, they consider me a gay or female trapped in male body or an alien from another 

planet” (Farhan, P, M, W) 

Data reveals that managers and colleagues at workplace use the transgender employees for 

furthering their personal and organizational goals.  Transgender employees are used as a „front 

face‟ to highlight the marginalization of transgender community and showcase the organizational 

efforts towards up lifting of this community.  Interviewee working as community mobilizer in a 

social sector for her own people shared such thoughts as below.  

“I am disheartened that people represents us as an interesting subject to get funds and spend 

nothing on our community” (Rehana, SS, F, WO) 
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Participants also reported that few fellow colleagues would even attempt to back stab by insisting 

to the management to fire transgender employees so as to morally clean the workplace 

environment. An interviewee narrated, 

“Colleagues used to blame me for disturbing office environment. Even they asked senior 

management to fire me on this basis” (Farhan, P, M, W) 

 The analysis reveals that different types of harassment and associated challenges presented an 

uphill task to remain employed in the organization for long. 

4.1.3 Financial Harassment 

Economic abuse is an emerging term for a type of financial harassment that employees face at 

workplace. The illegal control of financial assets of the transgender employee by employer that 

may include person‟s salary, property, pension or other financial assets is called as financial 

harassment. The transgender employees are unable to raise their voice against this issue because 

to be able to earn in the mainstream formal economy, their vulnerability and marginalization due 

to their gender identity is exploited upon. Employer discrimination with transgender employees 

on remuneration packages was commonly experiences by the study participants. One of the 

interviewees working in a social sector organization said that the only motivation was to work 

for her own community otherwise she was not getting the deserved remuneration package.    

“I didn’t receive any transportation facility, no medical allowance and no other perks that all 

employees were getting.” (Shakeel, G, M, W) 

Another participant shared that she was only continuing with her job because of associated 

respectability. The salary that she was drawing from her current employment was very low and 

she was forced to compensate it with her other profession of dancing, begging and prostitution 

which helps her in earning more. 

“I was employed as office boy on Rs. 1500 monthly remuneration. After being unpaid for two 

months, my boss accused me of having sex with him after I asked for my salary. I can assure that 

I can earn Rs. 2000-2500 per day If I start working as beggar or dancer or prostitute but I will 

lose my respect” (Rehana, SS, F, WO) 
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4.2 Experiences of Stigma and Stigma Management at Workplace  
In this section we discuss experiences related to stigma of being transgender in Pakistan and how 

that stigma is managed. Stigma is an attribute that is widely spread in the society leading to 

social disapproval of a person that spoils the social identity. Stigmatization of person due to race, 

gender, cast, sex or ethnicity leads to devaluation and recognition of a difference from un-

stigmatized people. This study reports that stigmatization also leads to depression, anger, anxiety 

and stress.  In the next few paragraphs we report the findings on transgender experiences of 

stigmatization related to remaining in closet, confused personality and being treated as different.  

Participants revealed that acting as normal individual by hiding their unique sexual orientation 

saves themselves from stigmatization and psychological distress at workplace. One participant 

shared,  

“I restricted myself, my interests and my wishes. I have controlled my soul at workplace to avoid 

problems”. (Ali, P, M, WO) 

Organizational culture and society do not allow them to live like a woman in which they are 

more comfortable and their performance level is high. 

“I am forced to behave like my peers at the workplace. For survival in corporate world, I am 

unable to wear ladies clothes which I badly wanted to wear daily. Doing so can lead to taunts by 

peers and even rejection and unemployment in many cases” (Roman, P, M, WO) 

Participants highlighted that sometimes to get acceptance in workplace, transgender employees 

have to follow the complete process of conversion of their body parts as narrative below 

illustrates, 

“I had to endure through a painful medical surgery just to look like a female” (Aleena, SS, F, 

WO) 

Data from study revealed that transgender employees remain confused at workplace due 

difference in their actual personality and accepted personality. Data highlights that they wanted 

to spend life like a female but due to unacceptably at workplace they have to act like a male 

member of the society. Still they fail to impress their peers and face taunts due to indifferent 

personality. Participant shared,    
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“I used to do job at a private hotel having male appearance but my colleagues started making 

fun of me after knowing my real sexual orientation. I wanted to live with my actual soul without 

hiding my feminine part” (Rehana, SS, F, WO) 

Another transgender employee shared his story of being in a dilemma to choose between the 

male and female dress code for his normal as well as professional life. He stated that he has to 

wear male clothes but deep inside he wishes wear female clothes in which he feels happy. 

Moreover, mostly transgender stated the same story that they do not get the same respect in 

female clothes as they get in male wardrobe due to which they have to act like a male at 

workplace. 

“I am only accepted in male costume at my workplace but deep inside I daily want to dress up 

like female that makes me happy and satisfied” (Shakeel, G, M, W) 

Results highlighted that experience of ridicule, rejection, discrimination, violence and 

humiliation make transgender employees to overthink about their own personality. It is very 

painful for transgenders when they are ridiculed at workplace. Such experiences lead to 

demotivation and ultimately impact negatively on their performance level.  A participant 

reported,  

“Colleagues teased me a lot when I used to walk in police uniform as they recognized me that I 

was a transgender.  This hurt me a lot that why people only make fun of me at workplace.” 

(Roman, P, M, WO) 

Interviewees explained that those who referred them at the job started feeling ashamed and 

pressurized them to leave that job. Pressure to leave the job created fear about their livelihood. It 

is considered as stigma by association where the people start feeling them devalue if they have 

association with any stigmatized person of the society (Mak & Kwok, 2010). Moreover, study 

resulted that transgenders are advised to hide their action at workplace which will help to conceal 

their actual identity.  

“My friend who referred me for the job started feeling insult due to me. Friend started 

pressurizing me to leave the job and find somewhere else or act normal. How can i change 

myself because I was born like this.”  (Rehana, SS, F, WO) 
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Data reveals that dark body tone, small hair and rough skin are considered as elements that stop 

transgenders to progress in professional life. Participant reported,  

“My dark complexion and small hair stopped me to progress as according to society beautiful 

transgender can survive only in corporate world” (Aleena, SS, F, WO)” 

Thus we concluded that due to the above mentioned stigmas, transgender employees are unable 

to live their lives to the fullest. They need acceptance at workplace as they believe that 

unaccepted person is unable to perform excellent at workplace. Even, it will make them more 

comfortable if transgender will be accepted the way they want to live or they will be allowed 

what they want to wear which ultimately enhance the workplace performance.   

4.3 Structural issues 
Data analysis shows that transgender employees face structural issues including lack of 

educational and job opportunities. This is discussed in the section below. 

4.3.1 Lack of Job Opportunities 

Data highlights that in comparison to main stream population, the job opportunities are very few 

for transgender individuals. One participant reported,  

“Organizations refuse us even when they have vacancies. I have experienced this all my life” 

(Rehana, SS, F, WO) 

Data reveals that few multinational companies are following the trend of hiring transgenders in 

their organizations due to the hype created for diversity and inclusion. They are providing basic 

jobs such of receptionist or waitress based on transgender physical appearance rather than 

credentials. Some companies are doing contractual hiring of transgender for few months only. 

Narrative below explains,  

“Jobs like receptionist, personal sectary or call respondent are sometimes available for us. I 

haven’t seen anyone from my community selected on merit and working at good designation” 

(Aleena, SS, F, WO) 

This study reveals that transgender employees have to compromise either on the designation they 

are offered or salary they are getting to secure a socially reputable job.   
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“My employer informed me that I was overqualified for this post as I have higher degree. It was 

an entry level position. Still, I agreed as I was refused from so many places.” (Shakeel, G, M, W) 

Analysis of our findings highlight that amidst centuries of discrimination against transgender, 

they are forced to survive by earning their livelihoods though begging on streets, entertaining on 

social events or offering sexual services. One of the interviewees shared the phase of her life 

when she was jobless.  

“I had to offer sexual services to feed myself.  I even begged on streets for so many months and 

danced as paid dancer on functions. I did all these immoral activities only to put food in my 

stomach.” (Rehana, SS, F, WO) 

Participants of study demanded from the government to provide them with a sizable number of 

jobs as the following narrative illustrates.   

“I just want to request to government that they should provide jobs to unemployed transgenders 

so that they can earn in respectable way rather than begging, dancing or prostitution” (Noman, 

G, M, WO) 

4.3.2 No Educational Opportunities 

Pakistani society does not have an acceptance of transgender identity due to which a transgender 

child is deprived of quality educational facilities. Data reveals that as transgender children, they 

were harassed emotionally and physically in mainstream schools, thus forcing them to drop out 

and become part of the informal occupation of singing, dancing and begging at an early age. 

Lack of access to education leads to reduced opportunities for employment in the mainstream 

economy. As one participant stated, 

“Why would transgender kids will opt for dancing or prostitution if they have equal educational 

opportunities? There are no educational institutes that accept transgenders. We also want to 

study and do respectable jobs as dancing and singing for own satisfaction is fine but it should 

not be adopted as a profession.” (Farhan, P, M, W) 

4.4 Organizational and Managerial Support 
It is right of every employee to feel safe, comfortable, motivated and energetic at workplace and 

it is duty of every organization to provide healthy environment for work to every employee 
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irrespective of its race, caste, gender, religion, sex and nationality. All the transgender employees 

should be protected from discriminatory behavior in all employment practices. Upon detail 

discussions with interviewees, it was found that transgenders have to face unsupportive behavior 

from peers and managers. Moreover, it was also found that there are very few organizations that 

have employee supportive policies. Following section includes the analysis related to managers 

and peers behavior, employee supportive policies and recognition at workplace.     

4.4.1 Managers and Peers Behavior 

Every employee needs support from organization, manager and peers to remain motivated during 

work and to feel safe and comfortable at workplace. Irrespective of the organizations in which all 

interviewees are working, transgender individuals are facing unsupportive behavior from their 

organizations, managers and peers. Participant illustrated below about the current circumstances 

of organization where his team and manager always blamed him for no reason, 

“I taught for two years at one of the top schools where people in higher management were not 

supportive. They used to cross social boundaries and had unprofessional behavior. They always 

accused me for being sexually promiscuous” (Saud, P, M, WO) 

Participants reported that even in harassment cases, their managers and HR took no action 

against culprits. Mostly they neglected the issues and asked transgender employee to forget it. 

The following narrative illustrates this,   

“I immediately complaint my manager about bad touching of my peer but he neglected. Even I 

reported to HR but no action was taken against that employee. My manager used to tease me due 

to complaints I registered against employees’ behavior” (Zain, P, M, W) 

Due to this unsupportive organization wide behavior, transgender employees refrain from asking 

for support from peers and managers. They believe that the outcome would not be in their favor. 

An interviewee stated,   

“How can I raise grievance to management as I know they will fire us next day.” (Maria, SS, F, 

WO) 
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4.4.2 Employee Supportive Policies 

Mostly private and government organizations have male and female supportive policies due to 

which transgenders are forced to choose either male or female category to be able to fit into the 

exiting organizational policy. Data reveals two opposing points of views. Few participants 

preferred to have separate policies for transgenders so their rights can be safe guarded as 

narrative below illustrates   

“We are treated as a male member in organizations and we have to follow male gender policies. 

There are no special polices in my current organization as well as not in the previous jobs for 

accommodating transgender employees”.  (Noman, G, M, WO) 

On contrary, study revealed that few interviewees need same policies for everyone. Participant 

reported,  

“I request that policies must be genderless. They must emphasize and focus on equality. As 

organizations have diverse employees, it includes binary and non-binary people, so instead of 

calling him/her, neutral words must be used” (Sadia, SS, F, WO) 

4.4.3 Recognition and Acceptance 

As straight employees have degrading and demotivating behavior towards transgender 

employees and therefore they do not receive any monetary as well as verbal recognition from 

their supervisors. This is another reason of low motivation of transgender employees. Employee 

acceptance at the workplace is very important factor. Due to societal pressure and family 

rejections, transgenders are not accepted anywhere in Pakistan. This trend is evident in the 

corporate culture as well. Participants shared incidents when they were not acknowledged for 

their hard work and their peers took all the reward. One of the interviewee shared,  

“The best thing about my previous job was to work for my own community but I felt bad when 

my boss did not publicly acknowledge my hard work and efforts of managing the project and 

instead took credit herself.” (Rehana, SS, F, WO) 

4.5 Lack of Voice Mechanisms 
Following section discusses the lack of voice mechanisms present in organizations along with 

some suggestion by participants to make current workplace inclusive. Study highlights that 

private and government organizations lack any mechanisms to raise voice by/for transgender 
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employees due to which they are unable to register their concerns and are often bound to remain 

quiet so as to save their job. One of the participant‟s narrative explains this succinctly; 

“I don’t complain at my workplace and keep all the grievances and injustice deep inside my 

heart. I am unable to report to head office about my issues because I don’t know the procedures 

of my company as to whom I have to talk. There is no formal procedure available.”(Rehana, SS, 

F, WO) 

4.5.1 Complaint Registration Process 

Study highlights that organizations do not have grievance procedures for the employees. One of 

the interviewee stated that,  

“There is no complaint registering mechanism in my organization.”(Zain, P, M, W) 

Participants suggested that Human Resource department should develop complaint registration 

procedures and implement them properly. It is very obvious from the data gathered that 

organizations do not place complaint/suggestion boxes in which employee can anonymously 

register complaint if he or she feels uncomfortable in discussing it with someone. Interviewee 

commented, 

“Every organization must have employee relations department where complaint can be register. 

There must be complaint boxes placed in every organization.” (Zain, P, M, W) 

Data highlights that transgender employees‟ emphasized on the fact that HR in every 

organization is responsible for developing the strict rules and policies according to which 

complaint can be register in organization. Participant stated, 

“Everywhere, complain is registered through HR department and no other person should be 

involved in it. HR department is responsible for making strict rules that develops strong culture 

among employees that if something wrong will happen it will lead to strict action.” (Saud, P, M, 

WO) 

As discussed in section 4.4.2 that organizations in Pakistan lack policies for transgender 

employees. Complaint registration process should be confidential but lack of any policy for 

transgender would enhance disclosure rather than privacy and confidentiality of their specific 
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issues. As participants stated that lack of this process results in revealing their identity as they 

have to discuss their issues face to face.  

“I have to visit personally to concerned authorities for complaining or discussing about my 

issues. Every time this resulted as an insult for me and people start blaming me for being the one 

who complains every time” (Aleena, SS, F, WO) 

4.5.2 Transgender Unions 

Union in an organization or a sector is considered as a tool to register the difficulties when 

mostly employees are facing same issues. Employees have different kind of unions. Upon asking 

the idea of transgender unions, interviewees were not in favor as they think that it will again start 

a new debate and make transgender separate from male and female employee‟s community. 

They want to get involved in the existing structure so they do not want separate transgender 

unions.   

“We don’t want separate unions. The sense of making separate union arises if we have intentions 

to fight a battle with male and female gender. Instead we just want acceptance from both 

gender” (Rehana, SS, F, WO) 

Even transgender employees suggested the idea of having closed circle groups in organizations 

or in same industry where they can discuss their issues.  

“I think you cannot have unions in private organizations now. I guess there should be closed 

circle groups.” (Aleena, SS, F, WO) 

4.5.3 Transgender Representative 

Transgender interviewees working in different organizations suggested having transgender 

representative with whom they can share their sorrows and can pour their heavy heart out. 

Individual must understand the actual issues of transgenders working in organization and must 

be aware of all the policies and procedures. Participant mentioned that,  

“Company should have TG representative. It is not compulsory that representative is from TG 

community but anyone who understands actual issues of TG community” (Farhan, P, M, W) 

Upon the discussion about different other employee voice raising mechanisms for transgender 

employees, mostly asked about having a counselor who can listen to the issues if the 
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organization doesn‟t have the perfect policies. Counselor can even play the role as bridge among 

transgender employees and management. As one of the participant suggested,  

“Counselor can help transgender employees in listening their grievances. HR department may 

have a person who can play role of counselor with which a person can go and share her things. 

Preferably, it would be better if lady plays that role” (Aleena, SS, F, WO) 

4.6 Summary of the Chapter 
This research was conducted to analyze the issues and challenges faced by transgender 

employees working in different organizations across Pakistan. This resulted in a stance that 

transgender community faces physical, emotional and financial harassment from their colleagues 

and employers. Narratives highlighted that transgenders are victims of rape at their workplaces. 

They are discriminated, ignored, identified with vulgar names etc. that results in emotional 

distress. Their salaries and increments are stopped by the senior management and they are asked 

for physical benefits to get their payments. Furthermore, the transgender community faces 

stigmatization at workplace. We found that structural issues were also commonly faced that 

included lack of job opportunities, lack of justice system and poor educational opportunities. 

Ideally transgender employees must have organizational, managerial and peers support but they 

lack this support during their careers. In depth interviews with transgender employees also 

revealed that there were no employee voice raising mechanisms and lack of employee supportive 

policies in organization through which they can register their complaints.  
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Chapter 5: Discussion 

5.0. Introduction 

This study makes the important contribution in growing literature of transgenders professional 

lives. Basic objective of this study was to identify the challenges faced by transgender employees 

while working in different organizations of Pakistan. This study also explored about 

organizational support and employee voice mechanisms currently available for transgenders in 

organizations. Data for this research study was collected through face to face, and in depth 

interviews to answer the following research questions i.e. 1) What challenges do transgender 

employees face at the workplace in Pakistan and why? 2) Which are the organizational support 

mechanisms that help transgender employees cope with the challenges they face in adjusting at 

the workplace and how? 3) How do existing employee voice mechanisms help transgender 

employees in getting acceptance at the workplace? 

The subsequent sections of this chapter analyzed all the key findings and discussed them in light 

of existing studies.  

5.1 Struggles of Transgender Employees in Pakistan 
As this study was conducted in Pakistan, the context of which explains that transgenders are 

considered highly marginalized community in this country. Transgenders who are employed at 

different corporate offices try to remain in closet and are not willing to reveal their gender 

identity because they face a lot of harassment during their professional lives (Whittle et. al., 

2007). This happen because most of the organizations do not have strict laws and policies for 

employee‟s safety which give freedom to every employee to cross the ethical and moral limits. In 

many cases, it has been noted from the data that no action was taken against the culprit. Senior 

management always supports dominant gender employees in harassment cases due to the 

negative perception of transgenders in society of Pakistan (Tan, 2008). This gives more courage 

to dominant gender employees in organizations to treat their transgender peers inhumanly. 

Harassment faced by transgender employees is high as compare to other genders in corporate 

sector. Cultural values and religion preaches to respect every human irrespective of caste, race, 

gender, color, skin, religion, nationality. On contrary, high struggles of transgenders in 

professional lives in Pakistan make them suffer from psychological stress, establishing identity 

and role conflict (Ragins, 2008).   
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Transgenders have very less employment opportunities as compare to dominant genders in 

Pakistan. Even, in many industries, females are still struggling to establish their professional 

careers because Pakistan has male dominant society (ILO, 2019). So, for a transgender, it is near 

to impossible to secure a good job in Pakistan. Unacceptability and lack of awareness among the 

society keep transgenders away from corporate life (Grant et. al., 2011). One of the many 

reasons is being uneducated and untrained for the corporate sector. Due to being unaccepted in 

country like Pakistan, families separate their transgender kids when they are too young due to 

which they face shortage of financial resources and they are unable to continue their education. 

Moreover, there are no educational institutes and technical-skill training centers for third 

genders. Existing education institutions do not welcome transgenders whole heartedly in 

Pakistan. So, being deprived from education is the the hurdle for securing reputable job in 

competitive market. Another factor is their negative perception in the society due to their 

common profession of begging, dancing and prostitution.  Corporate sector thinks that they will 

spoil the culture of the organization so they do not provide them job opportunity. On contrary, 

due to being financially unstable, they choose such negative professions (Pepper & Lorah, 2008).  

Positive image building of their community in the society is continuous struggle for them. 

5.2 Unheard Voices and Organizational Support  
Current research analyzed that transgender employees remain silent voluntarily most of the times 

withholding their suggestions, feedback and opinions as this save them from bashing comments 

of their colleagues (Knoll & Van Dick; 2013). In post transition phase, transgender associate 

themselves with mainstream gender, remains in closet for their safety due to which their voice 

becomes inaudible (Schilt and Connell, 2007). Poor trust relationship with management is the 

reason why transgender employees do not raise their concerns in organizations (Saeed, Mughal, 

Farooq, 2017). Another genuine reason is the absence of employee network groups and 

transgender representatives in organizations which can raise voice for them (Jay, 2014). Very 

few organizations in which interviewees worked just mentioned their gender diversity and 

inclusion policies on their websites that are considered as the platform of representation of 

minorities (Beauregard et. al., 2016). In Pakistan, it is matter of shame to be associated with any 

individual of third gender community in any capacity so organizations resist mentioning any 

official information regarding them on their websites (Jay, 2014). Transgender employees have 

limited access to voice mechanisms thus keeping their voices unheard in organizations as stated 
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by Beauregard et. al., (2016). So, it becomes very important for organizations to provide equal 

voice raising mechanisms to third gender employees thus making them feel more inclusive and 

safer at workplace so they can discuss their opinions and complaints comfortably (Wilkinson & 

Fay, 2011).   

In country like Pakistan where religion extremism is present to some extent, third gender people 

are not appreciated anywhere due being in specific professions which were discussed earlier. It 

results in unsupportive behavior that triggers in corporate sector as well. Organizational support 

has keen importance for every employee as researched by different studies (Webster et. al., 

2018).  On contrary, discriminated and obstructive behavior from senior management and peers 

is considered a norm for transgenders. This happens because of their negative image in the 

society and they are considered as taboo (Thanem, 2011). Lack of organizational support is a 

proof that transgender employees are not considered as part of workplace family in Pakistan and 

they always face discrimination during their careers. Lack of encouragement, no appreciation, no 

rewards and degrading behavior made them think of their career choices. Support to transgender 

employees should be given by developing strong organizational culture along with 

implementation of employee supportive policies. Human Resource Department must play vital 

role for making inclusive workplace environment (Budge, Adelson, & Howard, 2013). 

5.3 Gap in Theory and Practice  

5.3.1 Role of Human Resource Policies   

Findings of current study explored that reality and theoretical grounds are on two extremes. In 

Pakistan, HR department of organizations are not very streamlined especially in medium size and 

small organizations. This results in vague organizational culture having no standard process to 

follow (Tan, 2008). Organizations in which interviewees were working had no employee policy 

manuals. It gives freedom to dominant gender employees for mistreating and discriminating 

transgender colleagues at workplace (Dundon & Gollan, 2007). Organizations having policy 

manuals did not explicitly talk about right of transgender employees despite having gender 

related policies. All policies including recruitment and selection, promotions, transfers, financial 

increments, organizational support, suggestions and feedback, complaint procedures mentioned 

to provide equal opportunity to all employees. On contrary, ground reality exposed by the current 

study that there is no implementation of any such policies protecting gender minority groups. 
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Dominant gender employees are not much fond of to follow the existing policies and do not 

understand to respect their transgender colleagues. Senior management of organizations are not 

seen much interested in policy development and safe guarding the rights of transgender 

employees thus taking biased decisions mostly as stated by Budge, Adelson, & Howard (2013).   

One of the basic issues explained by interviewees was the high pay gap of transgender 

employees with dominant gender employees. Generally, females are still less paid in Pakistan as 

compare to male colleagues (ILO, 2019).  In Pakistan, transgender individuals are hired on the 

least salary due to which most of the community lacks basic necessities of life. Recent research 

of International Labor Organization on global wage supported above mentioned reality that 

among 73 countries in the world for which data is available; Pakistan has the highest gender pay 

gap per hour (ILO, 2019). Stating some more facts, report identified that gender pay gap in 

Pakistan i.e. 34% hourly is more than double the global average. This force transgenders to earn 

through begging, dancing and prostitution as it fulfills their daily necessities. Furthermore, one 

important point in consensus made for reduction in the gender pay gap and achieving social 

justice was to provide inclusive and equal employment opportunities to transgender individuals 

(ILO, 2019). In this regard, Government of Pakistan has protected the employees‟ rights in 

Article 25 read with Article 27 of Constitution of Islamic Republic of Pakistan which says that 

employees doing the equal work will must get the equal remuneration (Wage Indicator 

Foundation, 2020). On contrary, interviewees revealed that they are forced to work on low salary 

packages and they do not even have right to raise voice against this discrimination (Pepper & 

Lorah, 2008). They every time opt the job on less salary as well just to work as respectable 

member of this society. Mostly Interviewees were not provided with benefits and rewards 

likewise other employees hence resulting in low performance and motivation to earn via 

respectable means (Pepper & Lorah, 2008). 

5.3.2 Current Practice and Future Indicators  

It is right of every employee to have comfortable workplace environment. No one must be 

bullied or harassed at workplace as it becomes difficult to survive in such environment. Findings 

of current study revealed that transgender employees faced physical, emotional and financial 

harassment at workplace even stated by Dietert & Dentice (2009). According to constitution of 

Islamic Republic of Pakistan – Article 37.e; state shall make provisions to provide just and 
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humane conditions of work for all (Wage Indicator Foundation, 2020). In this regard, law was 

also established i.e. “The Protection against harassment of Woman at Workplace Act, 2010”. 

This law not only protects women from harassment as well discussed about the protection of all 

genders. In light of current research, it was explored that in reality there was no such 

implementation of law in different organizations of Pakistan and law is just confined to 

constitution‟s book. Practical implementation of these laws will help organization to become 

more inclusive.  

Government of Pakistan in recent times took few positive steps for transgender individuals who 

are working in different organizations by passing the act for them i.e. Transgender Person 

(Protection of Rights) Act, 2018. According to this act, Government of Pakistan is obliged to 

establish training centers for teaching skills to transgender individuals so that they can have 

respectable livelihood. It is duty of government to provide small loans, grants and incentives for 

encouragement of transgender individuals to start their own businesses. Furthermore, this act 

also discussed the rights of employment for transgender individuals. It states that no 

organization, institution or department is obliged to discriminate transgender individual in any 

matter related to employment and not only limited to transfers, promotion, hiring, and 

increments. Discriminating individuals by their employers in any matter on the basis of sex and 

gender is stated as unlawful act. Strict implementation of this act is highly needed as it will help 

transgender employees to get equal employment opportunities as mainstream genders have. It 

will also help organizations to be more inclusive. Current study revealed that till now there is no 

such implementation and even most of the transgender community is not aware about this act 

and their basic rights. In recent times a positive step was taken by Minister of Human Rights; Dr. 

Shireen Mazari as she hired first transgender as a resource person in Ministry of Human Rights 

(The News, 2019). This act showed that Pakistan‟s government is now keen to work for rights of 

transgender individuals.   

5.4 Summary of the Chapter 
In a nutshell, chapter discussed the findings induced from data collected and enlightened 

different angles related to professional careers of transgenders in Pakistan. It explained about the 

current situation of diversity and inclusion. As discussion concluded, organizations having 

transgenders in their workforce will be more competitive and have creative suggestions to 
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different problems. Unfortunately, organizations in Pakistan are not able to understand the 

importance for providing equal employment opportunities yet. Even currently, survival of 

transgender individual is problematic because of unsupportive workplace environment. 

Moreover, this chapter also discussed the importance and issues related to employee voice 

mechanisms for transgender individuals in Pakistan.  
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Chapter 6: Conclusion 

6 Key Findings 

This research was conducted to study issues and challenges transgender employees faced at their 

workplaces in Pakistan. Moreover, this study also explored that how social rejection of 

transgender employees and least acceptance in society of Pakistan affected their professional 

careers. Current research explored transgender employee‟s perspective about organizational 

support and how it affected their workplace performance. Another objective of this research was 

to highlight the existing employee voice mechanisms available for transgender employees to 

raise their voices against issues they faced. This study was conducted through qualitative lens of 

research method and data was collected by in-depth interviews, conducted with transgenders 

working in different organizations of Pakistan. Overall, the objective was to document the 

challenges faced by third gender individuals in corporate sector of Pakistan so practitioners can 

mold their current practices accordingly.   

Findings of this study revealed that transgender employees working in different organizations of 

Pakistan face many hardships. They are encountered by physical harassment at workplaces and 

emotional victimization including offers of unwanted relationships, false allegations and calling 

with derogatory names e.g. hijra, khawajaseera, khusra. Demotivated behavior of straight 

workforce resulted in their low workplace performance. Results of this study showed that 

transgender individuals were least paid in organizations fortunately if they got jobs and they 

were not even preferred for annual increments, promotions, bonuses, rewards and transfers. 

Apart from that, third gender in Pakistan experienced stigma due to which most of the working 

lads‟ decided not to reveal their actual identities at workplace. This study uncovered bitter reality 

that there was lack of job opportunities in market for transgenders. Mostly organizations in 

Pakistan lacked gender supportive workplace policies but, if they were mentioned in policy 

manuals, were not implemented in true sense. Organizational support was not available in any 

bad circumstances to third gender individuals. In Pakistan, there was lack of transgender 

employee network groups, absence of mentorship programs for third gender, no transgender 

representative in companies and deficiency of complaint registration process.  

Organizational management in Pakistan should focus on positive impacts of hiring transgender. 

It will lessen dependency rate of Pakistan as well as it will provide healthy financial stability to 
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transgender individuals.  Inclusion and diversity for every organization has keen importance. As 

explained in discussion section, diverse and inclusive organizations always have competitive 

edge over their rivals and have better performance. Currently in Pakistan, organizations lack 

inclusion of gender minority groups. As researched, organization can become inclusive by 

providing employment opportunities without any discrimination, equal monetary rewards to 

minorities, appreciation and respect, platforms to raise voice against challenges and last but not 

least by supporting diverse group of employees. This research revealed that transgender 

individuals in Pakistan strive hard to earn via respectable means. Organizations should hire 

transgender individuals and create awareness among their dominant gender employees to respect 

their transgender colleagues. Current study is beneficial for academia as well for practitioners 

equally. Significance of current study is mentioned in below section that provides detail practical 

and theoretical implications of this study.   

6.1 Practical and Theoretical Implications 
Results of study provided useful practical and theoretical implications that will help corporate 

sector of Pakistan to remold their cultures, accept transgender individuals whole heartedly and 

make organizations more inclusive and diverse. Practically, role of policy makers at government 

and organizational level was identified with the findings of this research as it can create fairness 

and equity for gender minority groups. At state level, new laws and policies must be endorsed 

and developed to include transgender individuals in organizations as diversity can be promoted 

by state level policies. This research also explored about the lack of implementation of existing 

policies at state level hence provided the bitter ground realities for the policy makers to really 

work on actual implementation. Due to limited utility of government level policies, 

organization‟s initiatives become more important to support diverse genders and sexual 

orientations. Existing research will help human resource personnel to look deeply about the 

issues of gender minority groups that they themselves unable to discover at their workplaces. It 

will help to look upon different solutions to the problems hence making organizations more 

inclusive. Including transgender individuals in organization will raise the interest of multiple 

stakeholders.  Managers and coworkers should shift their focus from doing biased decisions to 

truly making inclusive workplace by increasing organizational commitment of all the employees 

equally. This research also helped to practically develop new ways for raising voice of 
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transgender workers thus making them feel more inclusive. This research will help practitioners 

to raise awareness among existing employees to accept their transgender colleagues. 

Current study has equal theoretical implications as well. This research documented almost all the 

issues currently faced by transgenders at workplace in Pakistan thus helping concerned 

stakeholders to take actions accordingly. This thesis contributes to initiate the debate related to 

solutions for challenges of transgender employees and changes in HR policies like hiring, 

promotions, transfers for transgender individuals specifically. Additionally, it added to under 

researched area of gender diversity and minority in Pakistan. Moreover, it contributed to existing 

literature of transgenders which was less researched in eastern part of world. It will help 

educational institutes‟ of Pakistan to create a course on gender diversity and inclusion. Policy 

manuals can be design according to the findings of this study.  Hence, it showed that this 

research has great significance for academia and practitioner in field of gender diversity and 

inclusion.   

6.2 Limitations and Future Directions 
This study has certain limitations despite that it offers great value to academia and practitioners. 

Existing research was centered on issues faced by transgender employees in organizations 

providing single sided narratives.  This research lacked the counter view point of human resource 

personnel and senior management of organizations that what kind of issues they find to have 

transgenders in their team and why they do not hire transgender individuals in their 

organizations. Moreover, it was quite difficult to study on transgenders in Pakistan because they 

are hard to reach population and thus less in numbers which were pursuing professional careers. 

This research was carried out with transgenders working in corporate offices thus not targeting to 

the ones which were working as domestic workers. This study was conducted in Pakistan thus 

narrowing its scope to one country. So, it has geographical limitations as it did not analyze the 

situation in neighboring countries or other parts of world. Due to time and budget constraints, 

limited numbers of participants were interviewed.  From researcher point of view, high 

methodological challenges existed i.e. security issues, managing taboo of society, interviewing 

physically at their designated places, trust issues between interviewer and interviewees etc.  

This research provides avenues for future researchers to study on different aspects related with 

existing research. Future research can be conducted to explore positive and negative aspects 
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considered by peers, human resource personnel and higher management of organizations to have 

transgender employees in their teams. Future research can also explore about practical 

implications of gender diversity policies on mainstream population of employees regardless of 

gender identity and sexual orientation. Another perspective that can be taken into account is 

international comparison of organizational practices related to transgender employees followed 

in Pakistan with neighboring countries like India and China or western part of the world. It will 

provide perspective that how exiting practices in Pakistan can become better. Similarities and 

differences among inclusion and diversity practices of transgender employees and straight 

employees can be explored that will add more to existing body of knowledge. In nutshell, this 

research provides different areas of study to explore by academic scholars and policy makers that 

can put valuable insights in existing information.  
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Appendices 
Appendix A 

Initial Interview Protocol for In-Depth Interviews 

 Basic Information  

Date:                                                                                           City: 
Interview code:                                                                         Interviewer:  
Starting Time:                                                                            Ending Time:  
Interviewee:                                                                              Pseudonym:  

 

 Instructions  

This interview is part of a research of MS- Human Resource Management at NUST Business School 
that is being conducted to explore workplace experiences of transgender employees in Pakistan so 
that more information on lives of TGs could be gathered and used more effectively. Moreover, this 
research also aims to explore the expectations of transgender employees about the inclusive 
workplace policies and organizational support. Last but not least, this research also aims to explore 
that whether current employee voice mechanisms in organizations are adequate for 
representation of transgender employees. Your participation and sharing of information about 
your experience will further enrich the information being collected.  
 
This interview guide has 06 sections that will guide us to keep our discussion on track but please 
don’t hesitate to tell me if you do not understand or feel uncomfortable with any question that I 
ask. Every word that you speak is important for me so I am noting your responses and making an 
audio recording as well (as explained in consent form) it will help me in recalling all what you said 
and write a better report. 

 

Introductory Questions  

1. What is your Firka Name? 

2.  What is your Khotki name? 

3. How old are you? 

4. What is your education? 

5. What is your occupation? 

6. In which company you currently work and what is your designation? 

7. What is your average monthly income? (please tell if you want) 

8.  Have you ever been married? (if yes) What is your current marital status? 

9. Which city do you belong to? (if other city is place of origin, note the reasons for 

coming to the city where interview is being conducted) 

https://www.google.com/search?rlz=1C1CHZL_enPK812PK812&q=Pseudonym&spell=1&sa=X&ved=0ahUKEwio4eXMg77hAhVMzqQKHZRXCygQBQgoKAA
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10.  Where do you live nowadays? 

Section 1: Being a transgender person 

In the first section of interview, we will explore your life experiences and thoughts about how different 
are this world for a transgender person for example labels given by society, status in family structures 
and society at large. 

 
11. What are the phrases &terms people (neighbors, teachers, relatives, parents, friends 

and fellows at school) use to label a TG in Pakistan society? 
(It is important to focus respondents’ emotional reactions to these questions too) 

12. How does a TG react to such labels and what changes in his/her perceptions and reality 
about the world s/he lives in? (overt as well as covert reactions should be explored) 

13.  How different is the world s/he perceives or imagines after discovering her/himself a 
TG?(The interviewer needs to explore positive and negative aspects of experiences and feelings around 

this) 
 

Pre and post Recognition of TG as third gender in Pakistan 
 
Now we move to the later part of first section of this interview and together we will explore about the 
effects of decision of Supreme Court of Pakistan to recognize TGs as a third gender. We will also discuss 
situational& institutional variables of vulnerabilities and opportunities pre and post recognition of TG as 
third gender. 
 

14. What do you think how much it is helpful to be recognized as third gender? (interviewer 

to explore and note pre and post recognition scenario). 
15. Have recognition bridged the gap to go back to normal society as an active citizen 

(living back with the family, meeting old friends? (Interviewer will need to probe examples of 

such experiences and note details as much as possible). 

16. Have recognition helped to restore the respected status in the society like any other 
straight person? (interviewer will need to probe examples of such experiences and note details as 

much as possible). 
17. What are the changes (positive & negative) in behavior of people towards 

TG?(interviewer will need to probe examples of such experiences and note details as much as possible).  
a. How life of a TG is now after receiving recognition from Supreme Court of 

Pakistan? 
 
Access to and response from justice awarding institutions 
 

18. How often a TG reports a crime in case s/he is assaulted (both physically & socially) 

(interviewer will need to probe examples of such experiences and note details as much as possible) 
19. Who s/he goes with to police station?(interviewer will need to probe examples of such 

experiences of help and note details as much as possible about tactics being used and ability of the 
accompanying person to provide such help) 

20.  What challenges s/he faces at police station?(interviewer will need to probe examples of such 

experiences and note details as much as possible) 
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21. How supportive is current justice system in terms of getting legal aid and opportunity 
to exercise the right of free and fair trial?(interviewer will need to probe examples of such 

experiences and note details as much as possible) 
 
Section 2: Emotional, physical and sexual harassment and violence 
 
This is the second section of our discussion to explore the level and types of harassment and violence 
faced by TG community. Please discuss in detail about what are the major events causing harassment 
and violence and what are the major actors initiating harassment and violence. 

 
22. What is most common or frequent sexual or physical abuse a TG faces? 
23. Who is the source of violence in most of the incidents at?  
24. How emotional trauma is tackled? Who comes forward to help a TG to get out of 

psychological stress?  (friend, guru, family or anyone else) 
25. How many times a TG have the access to consult a psychologist or professional help 

and who is the source of information for this consultation?(interviewer needs to explore 

personal experiences of respondent and if not experiences by self-learning’s from others’ experiences 
can be probed) 

a. Does senior member of the company supports in this case? 
26.  What are the common reactions of TGs to these incidents of violence and assault? 
(Probe about depression, anxiety, relationship problems, suicidal intentions and attempts, personality 
changes etc. 

 
 
Section 3: Prevailing economic opportunities and avenues for empowerment 
 
In section 3 we will discuss how is it easy for a TG person to use his capacities to earn a 
livelihood and contribute to the social development as aspired and what status does TGs as a 
community enjoy in society at large. 
 

27. What are the major occupations TG opt to go for?(interviewer to explore examples from 

personal experiences about how these occupations were helpful in coping with implications of identity 
crisis and what occupational hazards are perceived to be associated with these options) 

28.  What factors contribute in the selection of such occupations?(Interviewer to explore 

examples from personal experiences about whom and introduces these options and who exercises the 
powers to decide what to do?) 

29. How often a TG get mainstream economic/employment opportunities?(interviewer to 

explore examples from personal or friends’ or other TGs’ experiences) 
30. What are major reasons/refusal stated by mainstream employer for being not hiring a 

TG (interviewer to explore examples from personal experiences and note various reasons given) 
31. How would you explain the financial and economic situation of TGs in Pakistan in 

general? How do they spend their money? Do they have complete control on their 
money? (This is a very sensitive question, please use appropriate words to explain what you intend to 

ask. A very careful probing is required.) 
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Section 4: Workplace Challenges face by TG in Pakistani Organizations  
 
Section 4 of interview guide will explore about the challenges that transgender is facing in 
organization in which he/she is employed.  
 

32. Explain how you got this job?  
a. Story of getting this job? 

33. What major challenges a transgender employee face while working in an organization 
in Pakistan? 

a. Discussion about having separate or unisex washrooms or rest rooms for TG 
employees?   

b. Discussion about peers and colleagues behaviors?  
34. Do TG employees receive all perks and benefits as straight employees? 

a. What kind of perks and benefits transgender employees receive? 
b. Any different benefits other than normal employees? 
c. Does a TG employee receive insurance, medical facility, annual holidays and 

other benefits? 
35. What major factors you consider that why organizations do not hire or fire transgender 

employees? 
36. Due to which circumstances a transgender employee decides to remain in closet at 

workplace? 
a. Advantages and disadvantages to remain in closet at workplace? 
b. How transgender decides to keep the decision close about his/her sexual 

identity? 
c. Impact upon normal life and professional career? 

37. Have you ever experienced transition phase at workplace? 
a. Issues a transgender phase in transition phase at workplace? 

38. How difficult is to secure a reputable job for transgender in Pakistan? 
39. Have you ever phased different kinds of harassment (referring to qs no …) at workplace 

and how you dealt with them?    
a. Do organizations have grievance policies and complaints procedures for 

transgender employees?  
 
Section 5: Organizational Support and Inclusive Workplace Polices   
 
This section will explore the support transgender is receiving from organization, peers, and 
senior management of the company.  
 

40. Does your organization (in which transgender is employed) have supporting workplace 
policies for transgender employees? 

a. If yes, how it impacts your professional life? 
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b.  If no, what kind of inclusive policies your employer should have to make you feel 
more comfortable at workplace?  

41. How much important is organizational support for a transgender employee to remain 
motivated at work? 

42. Do transgender employees receive moral support from your line manager and senior 
employees? 

a. Do you get help in difficult times?  
43. Normally, what kind of diversity management policies you expect a good organization 

should have? 
 

Section 6: Transgender Voice Mechanisms  
 
Last section of the interview guide will explore about the current employee voice 
mechanism present for transgender employees.  
 
44. Are there any special voice raising mechanisms for transgender employee in the 

organization you work? 
a. If yes, what kinds of mechanisms are present? 
b. If no, how you raise your voice in organization you work if you face any issue?  

45. Does your organization value your opinion in decision making processes or any other 
matter related to company? 

46. How relationship of trust is developed among transgender employee and employer by 
using voice mechanisms e.g. websites, complaint boxes? 

47. How important you feel is for transgender to remain quiet in your choices at 
organization to save yourself for unfavorable conditions? 

a. What its impact on normal life? 
b. What it impacts on work life? 

48. Do you face power imbalance among you and your employer and how it impacts you? 
a. How power imbalance makes transgender employee to remain quiet? 

49. Is there any transgender representative in your organization or transgender employee 
resource groups?   

a. How TG representative helps to raise voice in an organization? 
b. Do organization unions support TG employee voice? 

50. What kind of voice mechanism generally you expect that Pakistani organizations should 
have that make inclusive workplace environment for transgender and what impact that 
have on TGs personal and professional life? 

51. Transgender employees that joins organization at post transition phase choose to 
remain silent and join the male or female groups or they still wants to raise voice for 
transgender community in organizations?  
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Interviewer Observations  
 
 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

 

 

Thank You For Your Precious Time  
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Appendix B 

Revised Interview Protocol for In-Depth Interview 

 Basic Information  

Date:                                                                                           City: 
Interview code:                                                                         Interviewer:  
Starting Time:                                                                            Ending Time:  
Interviewee:                                                                              Pseudonym:  

 

 Instructions  

This interview is part of a research of MS- Human Resource Management at NUST Business School 
that is being conducted to explore workplace experiences of transgender employees in Pakistan so 
that more information on lives of TGs could be gathered and used more effectively. Moreover, this 
research also aims to explore the expectations of transgender employees about the inclusive 
workplace policies and organizational support. Last but not least, this research also aims to explore 
that whether current employee voice mechanisms in organizations are adequate for 
representation of transgender employees. Your participation and sharing of information about 
your experience will further enrich the information being collected.  
 
This interview guide has 06 sections that will guide us to keep our discussion on track but please 
don’t hesitate to tell me if you do not understand or feel uncomfortable with any question that I 
ask. Every word that you speak is important for me so I am noting your responses and making an 
audio recording as well (as explained in consent form) it will help me in recalling all what you said 
and write a better report. 

 

Introductory Questions  

1. What is your Firka Name? 

2.  What is your Khotki name? 

3. How old are you? 

4. What is your education? 

5. What is your occupation? 

6. In which company you currently work and what is your designation? 

7. What is your average monthly income? (please tell if you want) 

8.  Have you ever been married? (if yes) What is your current marital status? 

9. Which city do you belong to? (if other city is place of origin, note the reasons for 

coming to the city where interview is being conducted) 

10.  Where do you live nowadays? 

https://www.google.com/search?rlz=1C1CHZL_enPK812PK812&q=Pseudonym&spell=1&sa=X&ved=0ahUKEwio4eXMg77hAhVMzqQKHZRXCygQBQgoKAA
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Section 1: Being a transgender person 

In the first section of interview, we will explore your life experiences and thoughts about how different 
is this world for a transgender person for example labels given by society, status in family structures and 
society at large. 

 
11. What are the phrases &terms people (neighbors, teachers, relatives, parents, friends 

and fellows at school) use to label a TG in Pakistan society? 
(It is important to focus respondents’ emotional reactions to these questions too) 

12. How does a TG react to such labels and what changes in his/her perceptions and reality 
about the world s/he lives in? (overt as well as covert reactions should be explored) 

13.  How different is the world s/he perceives or imagines after discovering her/himself a 
TG?(The interviewer needs to explore positive and negative aspects of experiences and feelings around 

this) 
 

Pre and post Recognition of TG as third gender in Pakistan 
 
Now we move to the later part of first section of this interview and together we will explore about the 
effects ofdecision of Supreme Court of Pakistan to recognize TGs as a third gender. We will also discuss 
situational& institutional variables of vulnerabilities and opportunities pre and post recognition of TG as 
thirdgender. 
 

14. What do you think how much it is helpful to be recognized as third gender? (interviewer 

to explore and note pre and post recognition scenario). 
15. Has recognition bridged the gap to go back to normal society as an active citizen (living 

back with the family, meeting old friends? (Interviewer will need to probe examples of such 

experiences and note details as much as possible). 

16. Has recognition helped to restore their respect in the society like any other straight 
person? (interviewer will need to probe examples of such experiences and note details as much as 

possible). 
17. What are the changes (positive & negative) in behavior of people towards 

TG?(interviewer will need to probe examples of such experiences and note details as much as possible).  
a. How your lifehas changes as a TG is now after receiving recognition from 

Supreme Court of Pakistan? 
 
Access to and response from justice awarding institutions 
 

18. How often a TG reports a crime in case s/he is assaulted (both physically & socially) 

(interviewer will need to probe examples of such experiences and note details as much as possible) 
19. Who s/he goes with to police station?(interviewer will need to probe examples of such 

experiences of help and note details as much as possible about tactics being used and ability of the 
accompanying person to provide such help) 

20.  What challenges s/he faces at police station?(interviewer will need to probe examples of such 

experiences and note details as much as possible) 
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21. How supportive is current justice system in terms of getting legal aid and opportunity 
to exercise theright of free and fair trial?(interviewer will need to probe examples of such 

experiences and note details as much as possible) 
 
Section 2: Emotional, physical and sexual harassment and violence 
 
This is the second section of our discussion to explore the level and types of harassment and violence 
faced by TG community. Please discuss in detail about what are the major events causing harassment 
and violence and what are the major actors initiating harassment and violence. 

 
22. What is most common or frequent sexual or physical abuse a TG faces? 

a. Why these vowels? Any particular reasons?  
23. Who is the source of violence in most of the incidents at and why?  
24. How emotional trauma is tackled? Who comes forward to help a TG to get out of 

psychological stress?  (friend, guru, family or anyone else) 
a. What do they do or say to bring them out of the shell? 

25. How many times a TG have the access to consult a psychologist or professional help 
and who is the source of information for this consultation?(interviewer needs to explore 

personal experiences of respondent and if not experiences by self-learning’s from others’ experiences 
can be probed) 

b. Does senior member of the company supports in this case? 
c. Why do they opt for or not opt for going to a psychologist? 

26.  What are the common reactions of TGs to these incidents of violence and assault? 
(Probe about depression, anxiety, relationship problems, suicidal intentions and attempts, personality 
changes etc. 

 
 
Section 3: Prevailing economic opportunities and avenues for empowerment 
 
In section 3 we will discuss how is it easy for a TG person to use their capacities to earn a 
livelihood and contribute to the social development as aspired and what status does TGs as a 
community enjoy in society at large. 
 

27. What are the major occupations TG opt to go for?(interviewer to explore examples from 

personal experiences about how these occupations were helpful in coping with implications of identity 
crisis and what occupational hazards are perceived to be associated with these options) 

28.  What factors contribute in the selection of such occupations?(Interviewer to explore 

examples from personal experiences about whom and introduces these options and who exercises the 
powers to decide what to do?) 

a. Why only these occupations as compared to others? 
29. How often a TG get mainstream economic/employment opportunities?(interviewer to 

explore examples from personal or friends’ or other TGs’ experiences) 
30. What are major reasons/refusal stated by mainstream employer for being not hiring a 

TG (interviewer to explore examples from personal experiences and note various reasons given) 
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31. How would you explain the financial and economic situation of TGs in Pakistan in 
general? How do they spend their money? Do they have complete control on their 
money? (This is a very sensitive question, please use appropriate words to explain what you intend to 

ask. A very careful probing is required.) 
 
Section 4: Workplace Challenges face by TG in Pakistani Organizations  
 
Section 4 of interview guide will explore about the challenges that transgender is facing in 
organization in which he/she is employed.  
 

32. Explain how you got this job? 
a. Are you happy with your job? 
b. Story of getting this job? How many interviews you have given in different 

organizations before getting this job?  
33. What major challenges you face while working in an organization in Pakistan? 

a. Explain about physical, emotional or work related challenges? 
b. Have your employer/peers helped you when you were in problem? Any specific 

incident? 
34. Do you receive all perks and benefits as other employees? 

a. Are you happy with benefits you are receiving or what other kind of perks and 
benefits you as an employee want toreceive and why? 

b. Any different benefits you get from your organization other than normal 
employees and why? 

c. Do you receive insurance, medical facility, annual holidays and sick leaves? 
35. What major factors you consider that why organizations should hire you? 

a. What organization expects from you while hiring you? 
b. Is it your permanent job? If not, are you always in a constant fear of getting fire 

from the organization and why?(explore the stories of fear to be removed from job) 

36. Now, you are working, are you fearful of other knowing about your real gender? 
a. If you decide to remain in closet, how you hide your real gender and what 

circumstances you have to face in hiding your original gender? 
b. Do you only hide your gender in professional life or you do it as well in your 

personal life and why? 
c. What are the advantages and disadvantages to remain in closet at workplace? 
d. How transgender decides to keep the decision close about his/her sexual 

identity? 
e. Impact upon normal life and professional career? 

37. Have you ever experienced transition phase at workplace? 
a. If yes, what were the issues you have to face in transition phase at workplace? 
b. Have you ever caught into a situation where you have to change your gender 

because only vacancy available specified the gender etc. female is required? 
38. How difficult is to secure a reputable job for transgender in Pakistan? 
39. Have you ever phased different kinds of harassment (referring to section 2) at 

workplace and how you dealt with them?   
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a. Generally the harassment you mentioned is also faced by male or females at 
workplace or it is unique harassment just with your gender?  

b. Does your organization have grievance policies and complaints procedures for 
transgender employees? To whom you reported and what happened? 

c. If asked, what piece of advice you want to suggest to Minister of Human Rights 
related to your issues? 

 
Section 5: Organizational Support and Inclusive Workplace Polices   
 
This section will explore the support transgender is receiving from organization, peers, and 
senior management of the company.  
 

40. Does your organization (in which transgender is employed) have supporting workplace 
policies for transgender employees? 

a. If yes, how it impacts your professional life?  (examples or practices related to policies) 

b. Do you want improvement in existing system and what kind of change you like in 
policy and what impact it has on work performance? 

c.  If no, what kind of inclusive policies your employer should have to make you feel 
more comfortable at workplace?  

41. How important is organizational support for you to remain motivated at work and who 
provides this support in organization to you? 

a. You are receiving financial assistance for the hard work you do, apart from this 
any support you get from your colleagues? 

b. Do you socialize with your peers etc. going to dinners with them or enjoying 
their birthday parties? If not then why?  

42. What kind of attitude your colleagues have with you when you are in difficult time? 
a. Do other peers receive same treatment when they are in difficult times?  

43. Normally, what kind of diversity management policies you expect a good organization 
should have? 
 

Section 6: Transgender Voice Mechanisms  
 
Last section of the interview guide will explore about the current employee voice 
mechanism present for transgender employees.  
 
44. Are there any special voice raising mechanisms for transgender employee in the 

organization you work? 
a. If yes, what kinds of mechanisms are present? 
b. Which one have you tested and why? How was the experience? 
c. If no, how you raise your voice in organization you work if you face any issue?  

45. Does your organization value your opinion in decision making processes or any other 
matter related to company? 

a. Are you regular part of departmental meetings? 
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b. In meetings if you ask for suggestion, you give your point of view or you remain 
quiet?  

c. How important you feel is for transgender to remain quiet in your choices at 
organization to save yourself for unfavorable conditions? 

d. What its impact on normal life? 
e. What it impacts on work life? 

46. How relationship of trust is developed among transgender employee and employer by 
using voice mechanisms e.g. websites, complaint boxes? 

a. Is complain is anonymous? What kind of form it is? 
b. Share any complain you have registered? 

47. Is there any transgender representative in your organization or transgender employee 
resource groups?   

a. How TG representative helps to raise voice in an organization? 
b. Do organization unions support TG employee voice? 

48. Do you face power imbalance among you and other employees who are working at 
your level while interacting with the boss and why? 

49. What kind of voice mechanism generally you expect that Pakistani organizations should 
have that make inclusive workplace environment for transgender and what impact that 
have on TGs personal and professional life? 

50. Transgender employees that joins organization at post transition phase choose to 
remain silent and join the male or female groups or they still wants to raise voice for 
transgender community in organizations?  

 
Interviewer Observations  
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Appendix C 

Consent form for Participating in Research 

 
Research Title: Exploring the Voices of Transgender Employees with Respect to 

Workplace Challenges 

Name of Researcher: Waleed Shahzad 

Name of University: National University of Science and Technology (NUST)  

Name of School: NUST Business School (NBS) 

 

Research Participant  

Researcher has given me the details of the basic topic along with the main objectives and goals 

of the research on an information sheet. I got an opportunity to read that carefully and ask 

questions if any confusion arises. Apart from that he briefly explained me about the background 

of the research before starting the official interview. I allowed the researcher to use our 

conversation for the data analysis process of research.  Moreover, he assured me that all the 

tape recordings, conversations, data and personal profile will be kept confidential even after 

the completion of research and my anonymity will be safeguarded in every case. I completely 

understand that this research is conducting at university level as the final year thesis of MS 

Human Resource student who is enrolled at NUST Business School. Any matter which will hurt 

me in future after giving the interview will lead to the legal circumstances. I understand that I 

can leave at any point of the research if I find something wrong without providing any 

justification.  

My participation in this research is voluntary and I am agreed happily to provide the required 

information to the researcher 

Participant Signature: _______________ 

Date: ________________________ 

Researcher  

I confirm that I have discussed all the details of the research and provided answers to all the 

queries of research participant  

Researcher Signature: ______________ 

Date: ___________________  


