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Abstract

The transgender community, one of the most marginalized communities, faces a range
of discriminatory issues in workplaces and educational institutions. The study seeks to
investigate the extent of organizational support ensured by the workplaces to create a
transgender-friendly environment in Bangladesh. The paper opted for a mixed study and
surveyed 47 trans workers using a questionnaire. The responses yielded quantitative data
that was analyzed using SPSS. The qualitative data was collected through focus group
discussions with seven respondents. The study findings showed that the discrimination
and exclusion experience is negative for trans workers of Bangladeshi organizations and
educational institutions. While most of the respondents felt primarily excluded in the
formal setting, they feel that they have been intentionally left out when they meet their
coworkers in informal or social gatherings. The outcomes of the discrimination involved
forced termination and absenteeism on the ground of their non-binary gender identity.
It was also found that many Bangladeshi organizations still do not want trans workers
to represent them. To the best of researchers’ understanding, the past research on the
transgender community’s diversity and inclusion experience in organizations is rarely
covered from the developing country’s perspective. This paper attempts to fulfill the
study gap. Recommendations for good practices to ensure diversity is proposed to
companies. Creating a more inclusive workplace is expected to create a robust economic
and social impact for developing countries like Bangladesh.
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Introduction
In dynamic business environments, the employees at different organizations experiencing greater
diversity & inclusion (D&I) are more likely to perform better than those not open to a diverse culture.
D&l is a critical component in fostering creativity, driving innovation, guiding business strategies,
capturing new customers, and beating competitors. The concept has been rapidly evolving from
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maintaining a heterogeneous workforce to creating distinguished business practices and achieving a
competitive advantage in the marketplaces. Diverse voices encourage new ideas and out-of-the-box
thinking. Adding diverse voices can also help meet the requirement of a skilled workforce in
developing nations. Transgender inclusion has been an untapped feat in this regard. In the COVID-
19 era, businesses need to prioritize their efforts to stay committed to their D&I efforts and play a
crucial role in shaping the lives of trans workers more than ever before (Out & Equal Workplace
Advocates 2021).

A transgender individual has a unique and special gender expression, as they do not conform
to the identity usual social expectations in terms of appearance, signals, movements, and others traits
(Grant et al., 2011). The transgender community represents a particular type of sub-culture that
proposes its standards, customs, qualities, ceremonies, and conventions. The transgender community
helps reap the benefits of its current stock of demographic dividends. With the growing number of
people in the workforce relative to dependents, economic productivity has a greater chance to
improve, especially in developing countries (Shahiduzzaman, 2016). The workplace where
employees feel a high sense of inclusivity often leads to a 56 percent increase in job performance
and a 50 percent reduction in turnover risk in the developed world (Aguilar, 2020). Moving to the
same notion, it can be inferred that the contributions of trans workers need to be recognized in the
developing countries' perspectives to make the employees’ D&I experience holistic.

Unfortunately, trans people often experience stigma and discrimination, hostility from
others, and pressure to deal with their workplace identities. These experiences can set in motion a
host of psychological responses that have devastating consequences for trans individuals’ job
satisfaction, turnover intentions, and emotional wellbeing (Thoroughgood et al., 2020). Despite the
growing awareness of trans individuals' struggles, many employers remain ill-equipped to create
trans-friendly policies to support their trans employees. The invisibility and exclusion of the
transgender community impose several perils on the organizations to ensure equity and D&I among
employees.

The developing countries like Bangladesh have been experiencing insufficient employment
opportunities followed by the skill-gap of the employees and increased dependency ratio
(Shahiduzzaman, 2016). To increase the supply of skilled workforce, the inclusion of all categories
and genders is vital. Also, according to the report of UN Women (2020), COVID-19 has a substantial
implication on the livelihoods of transgender people in Bangladesh as most of them work for the
informal sector. Moreover, the Bangladesh government has emphasized safeguarding their rights by
declaring them officially as the third gender (TG) (FirstPost, 2013) (Islam 2016) (Aziz and Azhar
2019) (BBC News 2021). Nevertheless, they struggle with social stigma, isolation, negative
perception, and workplace discrimination (Sifat, 2020). The patriarchal domination, noncooperative
social structures, and religious misconceptions contribute to workplace discrimination (Shoma,
2019) (Hafiz & Latiff, 2020) (Hafiz, et al., 2021).

The extant literature dedicated to organizational gender diversity emphasizes males and
females and often neglects the transgender community (Baggio, 2017). The literature accentuating
trans workers’ prejudice and discrimination in the workplace is scarce. Hence, there is a clear gap in
the extant literature to identify their feeling of inclusion while working in a decent workplace. In
order to fill the gap, it is imperative to assess the inclusion experience of the trans workers in the
organizations. The research objectives of the study would be twofold:

(1) To investigate the transgender people's inclusion experience in the formal workplace

setting; and

(i1) To investigate the transgender people's inclusion experience in the informal workplace

setting.

The study selects one of the South-Asian countries, Bangladesh. The reason to select the country’s
organization is to make the companies realize that transgender people’s inclusion experience can
play a vital role in promoting their diversity. The study aims to contribute to the Bangladeshi
companies that need to create a reputation in the global markets in terms of diversity and inclusion

Journal of International Business and Management (JIBM) 2
https://rpajournals.com/jibm




and promote innovative products and processes with a divergent workforce, especially in the
pandemic era.

The article is organized in the following manner. The next section outlines the pertinent
concepts to understand the transgender community of Bangladesh, their present workplace
discrimination, and inclusion experience. The following section elaborates on the methodological
approach employed. In the following section, the qualitative and quantitative results are analyzed.
Then the study findings, implications, and recommendations are discussed. A conclusion and
directions of future research wrap up the research.

Literature Review

Transgender community of Bangladesh

Bangladesh government has acknowledged the trans community as third gender (TG) and permitted
voting registration as a third gender to safeguard their rights (FirstPost, 2013; Anam, 2015; Jebin &
Farhana, 2015; Islam,2016; Hossain,2017; Aziz and Azhar,2019; BBC News,2021). Unfortunately,
by scholars, the trans community are recognized as to the most excluded of the excluded segment
(Khan et al., 2009) and remain on the social peripheries (Stenqvist, 2015 and Hossain, 2018). The
trans community, in the South-Asian context, is well-known as Hijra, which means cross-dresser or
hermaphrodite (Aziz & Azhar,2019), subject to socially stigmatized and excluded. They often isolate
themselves in self-sufficient and well-stitched groups led by a mentor (Burchardt 2002, Shahzad et
al., 2020). They are subject to social and structural prejudice; and face social and organizational
discrimination (transphobia) for not fitting into the dominant gender domain (Grant et al., 2011;
Mitchell & Howarth, 2009). The community represents a subculture of gender consisting of male-
to-female transgender people, often of working-class backgrounds (Abdullah et al., 2012; Hossain,
2018). According to the transgender rights campaigners, there are 1 million (The Hindu, 2021) to 1.5
million transgender population in Bangladesh. The majority of them face social discrimination and
violence, with their crucial survival tool being beggary or harlotry (BBC News, 2021). In neighboring
countries such as India and Pakistan, trans individuals experience better treatment at their respective
workplaces and earn more than Bangladesh (Bahadur & Kumar, 2016).

The life of many transgender people is indistinguishably associated with their Hijra
community (Hossain, 2018). Recently, transgender community have made some progress in the
formal workplace settings, followed by a revolutionary debut of a trans newsreader in a Bangladesh-
based TV channel (BBC News, 2021). Despite their strong interest ((Khan et al., 2009), the
Bangladeshi transgender people, given their non-conformity to the expected social standards, strive
to get and maintain routine jobs and lifestyles (Abdullah et al., 2012; Jebin, 2019). In reality, a
handful of transgender people continue employment in civil societies (Aziz & Azhar, 2019; Hossain,
2018); most of the community serves their mentor, popularly known as a guru, to run their livelihood
(Haq, 2015; Stenqvist, 2015). The challenge to access and retain jobs by the TG community in
Bangladesh is broadly attributed to stereotyping (Stenqvist, 2015), such as a more feminine attitude
that infuses greater social ridicule and physical assaults (Jebin, 2019). Many of them are even
considered unfit or unsuitable for the job (Abdullah et al., 2012). Despite this, the key drivers and
mitigators of discrimination have not been covered much in the context of Bangladeshi transgender
people (Fontana, 2020).

Workplace discrimination

The 2030 Agenda for Sustainable Development identifies gender as an imperative to providing a
“safe, nonviolent, inclusive, and effective” world for all and highlights goals to eradicate inequalities
(United Nations Women, 2018). The fourth industrial revolution has been driving the developing
world to recruit, deal with health and safety, sense of belongingness, and career progression of
workforce minorities, including transgender; the financial adversity of COVID-19 has forced the
organizations to cut their diversity initiatives. This situation leads to discrimination, hardship, and
injustice for trans employees (Hafiz et al., 2021). Workplace discrimination is one of the most
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common problems, which hinders the exercise of equal employment opportunity and fair treatment
(Thomas & Ely, 2002), and goes against the law of protecting employees’ rights (Cox, 2001).

The extant literature has approved that gendered behavior is primarily learned in social and
developmental psychology. While sharply distinguished gender roles are taught to males and females
from childhood, it is unique, misinterpreted, or ignored for trans individuals. Such situations cause
them to be stigmatized and socially devalued, which creates the critical foundation of discrimination
against them (Muhr & Sullivan, 2016). It flows from our mindsets to society to organizations, which,
if not destigmatized, may lead to lower self-esteem, social isolation, and drug addiction, or other
dysfunctional surviving mechanisms and further detriment the condition of the already overlooked
and excluded group. Lombardi et al. (2002) and Yasin, R., & Jauhar, J. (2018) studied that
transgender person is a neglected group in society, and more often, they are the ones who are unable
to find jobs and, when employed, find it challenging to sustain their employment because of their
non-binary gender identity.

The most common form of discrimination that trans employees experience at work is being
harassed or bullied by their coworkers. Having a feeling of “embarrassment to the organization”,
being a subject of gossip or facing awkward questions, and excluding trans coworkers from social
gatherings belittles the trans workers as less human (Beauregard et al., 2021). Discriminatory
workplace practices often create a glitch for recruiting and retaining diverse employees with unique
mindsets. Brewster et al. (2014) found trans workers experiencing hostility due to their gender
orientation in their work environment. In an experimental study, Dray et al. (2020) and Rice et al.
(2021) found lower workplace skills and likeability and poorer job performance of a trans worker
compared to a regular worker.

The top management team's inability to address prejudicial and stereotyped attitudes sends
an indirect yet compelling message to the potential employees and stakeholders about their
insensitive reputation as employers in the competitive labor markets (Downey, Van Der Werff,
Thomas, & Plaut, 2015). In the studies of Whittle (2006) and Whittle et al. (2007), the workplaces
were found to be more antagonistic to the trans-females than the trans-males. They are commonly
fired, harassed, demoted, or pressured to quit by coworkers and management. They are least likely
to find support for their identity in the workplace. Nevertheless, social exclusion of this kind may
lead trans workers to resentment, discrimination, absenteeism, demoralized work motivation, and
lower job commitment, resulting in decreased efficiency, performance, and productivity and
increased turnover. Leaving a job may result in future earnings, promotions, and upward mobility,
causing them to survive on the streets by beggary and harlotry.

The existing policies and practices are insufficient and less emphasized on transgender
people's employment. Also, due to the lack of specific legislation, the group is subjected to much
possible discrimination. Many organizations find transgender identities complicated and create a
traditional work culture, as they need to espouse themselves to correct social name, pronoun or
preferred lounge, toilets, uniform, etc. Megan et al. (2014) found that transgender people are
subjected to unfair treatments like verbal abuse and physical and sexual violence; they often become
victimized in the workplace, both formal and informal settings. Thus, their inclusion experience is
found to be apathetic and discriminatory, as suggested by the literature.

Inclusion experience of Trans workers

Trans workers are prone to hiding their transgender identity at work as a coping strategy for avoiding
discrimination and harassment, but this behavior engenders their psychological anxiety and career
aspirations, such as applying for jobs or promotions (Beauregard et al., 2021). Even though
increasing participation of organizations in diversity initiatives such as the Corporate Equality Index
and the Workplace Equality Index shows a willingness to adopt a more inclusive environment, there
is a danger of treating equality as just a ‘box-ticking exercise.” Only a tiny percentage of companies
that promote themselves as ‘highly inclusive’ genuinely mean it (Gut et al., 2018). Although the
human resource department and top management are the focal points of contact when a transgender
employee comes out at work, their role is visible only when they have legal implications. In reality,
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they influence the employee’s sense of dignity by ensuring fair treatment and acceptance in the
workplace. There is a gap between the expected level of transgender people and the existing corporate
policies that are inadequate in addressing the issues of the transgender community.

Diversity & Inclusion (D&I) is the capacity and intention to leverage individual differences
and commonalities to achieve organizational objectives. D&I comes hand to hand. Having diversity
metrics without ensuring an inclusion experience for their employees’ pool on their dashboard only
makes the numbers look good without impacting them. Even the best talent will not contribute
sustainably to the organization if they feel the inclusion element is missing. Inclusion eventually
leads to more perceptible employee engagement and justifies the diversity of talents and ideas.
Diversity refers to the variances and resemblances individuals bring to a company, including
demographic variations, functional backgrounds, work style, thinking approach, and learning
orientation. Inclusion refers to nurturing an organization to be interactive and cooperative to make
employees feel welcomed, recognized, and treasured for their capabilities, commitment, and
contribution to achieving the organizational objectives. A study by Nkomo (1995) points out that one
group of scholars considers diversity as employees differentiating themselves in terms of work,
expertise, values, and cognitive capacity besides sexual orientation, physical condition, and
education. Another group of researchers argues that diversity results from the discrimination and
exclusion of specific subgroups from organizations. Employee characteristics broadly impact
organizational performance and sustainability.

Past studies recommended incorporating diversity in the workforce to create a between
productivity and competitive advantage, which is even more vital to combat the challenges associated
with the post-pandemic business environment (Ashikali et al., 2021; Hafiz et al., 2021). The US
Office of Personnel Management proposed a five-pillared construct of an integrated, inclusive
workplace, such as fairness, openness, cooperation, support, empowerment (Hur, 2020). Inclusion is
a crucial experience for transgender people and is essential to leverage a firm’s strength. Through
inclusion, they perceive themselves as valued members, fulfill their belongingness needs, and
acknowledge uniqueness (Shore et al., 2011). A study by Webster et al. (2018) found that the extent
to which the firms exercise such practices and the psychological wellbeing of TG employees are
strongly correlated. In another study, Enrica Ruggs et al. (2015) found that implementing trans-
supportive policies leads to the respondents’ frankness about their non-binary gender identities and
experience non-discrimination. Therefore, effective diversity and equity practices are vital for the
increased productivity of all employees. Herrick et al. (2014) found that various coping strategies
and social support can trigger optimistic mental health and increased resilience. Another study
showed positive relations between employees’ perceptions of a supportive work environment and
employees’ organizational identification, consistent across gender and ethnic groups (Chrobot-
Mason & Aramovich, 2013).

Research Methodology

Participants and Procedure

The data is collected via a google form survey between January 2021 and June 2021 from the trans
workers of an apparel company, a footwear company, a beauty salon, an online food delivery
services, and a religious school for the third gender community. The questionnaire was sent to 63
trans workers but was filled and returned to the researchers by 47 respondents. The respondents were
carefully chosen using the snowball approach (Souza & Carrieri, 2015). The snowball sampling
method is extensively used for a population with rare traits, and it is tough to choose subjects to
assemble them as samples for research.

A focus group discussion was arranged via google meet with seven trans workers from the
above organizations. The target population was selected on two criteria: (1) Self-identification as
transgender and (2) Employees of an organization. To make the survey easy to understand for some
of them, especially from the beauty salon and food-delivery services platforms, the researchers
elaborated the research questions in their local language, Bangla. Table 1 represents the demographic
profile of the respondents from the sample.
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Table 1: Demographic profile of the respondents

Elements Sample (N=47) characteristics
Gender Identity Trans man: 32 (68.09%)
Trans woman: 15 (31.91%)
Age range 16-24: 16 (34.04%)

25-34: 18 (38.30%)
35-44: 11 (23.40%)
45 and above: 2 (4.26%)
Educational qualification SSC or equivalent: 17 (36.17%)
HSC or equivalent: 22 (46.81%)
Honors or Equivalent: 6 (12.77%)
Masters or Equivalent: 2 (4.26%)

Industry/ Sector of the sample Apparel: 9 (19.15%)

Food & Grocery: 4 (8.51%)
Delivery service: 11 (23.40%)
Beauty Salon: 5 (10.64%)
Religious Institution: 18 (38.30%)

Position Clerk: 5 (10.64%)

Student: 18 (38.40%)
Administration: 2 (4.26%)
Delivery Man: 11 (23.40%)

Production: 11 (23.40%)

Job Location Tongi, Dhaka: 4 (8.51%)
Ashulia, Dhaka: 5 (10.64%)
Kamrangir Char, Dhaka: 18 (38.30%)
Uttara, Dhaka: 11 (23.40%)
Badda, Dhaka: 4 (8.51%)
Karnaphulli EPZ, Chittagong: 5 (10.64%)

Source: Authors

The age profile of the respondents was regarded as acceptable, with a majority of the respondents
coming from the 25-34 age group, as their average life span ranges from 30-35 years. More trans-
male respondents are justified by most male employees coming from the labor force instead of their
trans-female counterparts. The respondents representing the education level of HSC equivalent
reflect their highest presence. Most of the respondents are students or involved in the delivery and
production jobs. The religious institution and the delivery company have the majority of the
respondents located in the Kamrangir Char area of the Dhaka division of the country. Dhaka and
Chittagong are the two major divisions of Bangladesh.

Measures

The research objective of the study is to examine if workplace discrimination adversely impacts the
transgender’s inclusion experience. The paper creates a questionnaire and themes for focus group
discussion to achieve the objectives. The questions and themes are based on an extensive literature
review. The elements of discrimination and inclusion are adopted from the study of Rundall and
Vecchietti, 2010). To operationalize the critical variables, the discrimination and inclusion
experience of this study, the data collection instrument of choice was closed-ended questions for the
survey and open-ended themes for a focus group. This combination will help make surveys more
flexible (Gut et al., 2018).

For the quantitative findings, the questionnaire consisted of questions on a feeling of
inclusiveness using a 5-point Likert scale (1= Actively included, 2= Mostly included, 3= Mostly
excluded, 4= Actively excluded, 5= We all continue as before) adapted from Rundall & Vecchietti
(2010). The collected data was then scrutinized, verified, analyzed. Using SPSS 21.0, the data was
interpreted through frequency and percentages computed to interpret data to draw accurate findings
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from the research data. To provide a comprehensive analysis, a chi-square test was used. Based on
data analysis, findings, conclusions, and recommendations were made. The focus group discussion
(FGD) consisted of seven respondents who shared their views on four themes.

While the formal setting in an organization is considered the standard work environment, the
informal settings include networks like the grapevine or gossip circles consisting of coworkers and
workgroups (Rundall & Vecchietti,2010). The information revealed from the questionnaire and FGD
can be divided into two broad categories:

i. Workplace discrimination
ii. Inclusion experience.

Results and Analysis

Quantitative Findings

Workplace discrimination

The data shows that over two-thirds of the respondents reported adverse experiences in the
workplace, including harassment and, in several cases of abuse. In many cases, experiences of such
complaints have led more than half the respondents to change or leave employment. Table 2 (adopted
from Rundall & Vecchietti, 2010) shows their experiences in formal settings.

Table 2: Discrimination experience in the formal settings

Discrimination Type Frequency | Percentage
Have been rejected for additional task 7 14.89
1 felt left out while working in a team 17 36.17
Opinion has not been counted in decision-making 9 19.15
Had work-related requests constantly unfulfilled 8 17.02
The contribution was not fairly rewarded 4 8.51
Threatened/forced to leave the job 2 4.26
Total 47 100

Source: Authors

Table 3 (adopted from Rundall & Vecchietti, 2010) shows their experiences in informal settings.

Table 3: Discrimination experience in informal settings

Discrimination Type Frequency | Percentage
Not has been heard 9 19.15
Indirectly reminded of being outcasted 20 42.55
Have been the center of gossip 5 10.64
Have been bullied/ mocked 10 21.28
Faced physical abuse and forced-leaving 3 6.38
Total 47 100

Source: Authors

The trans workers broadly experienced that they could not establish their positions as a contributing
team-player and their opinion in the decision-making in the business in the formal business setting
(table 2). However, table 3 suggests that in an informal gathering of other colleagues, they had a
negative experience as they found themselves in the place of gossip and their voices not heard.
However, it is a good sign to the studied organization’s D&I practice that the number of trans-
employees having experience of abuse and forced leaving is smaller (6.38 percent).

Inclusion experiences
To analyze the respondents’ inclusion and exclusion experiences, the workplace setting has been

divided into formal and informal situations. The following table 4 shows the inclusion extent of the
respondents in formal and informal settings.
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Table 4: Inclusion experience of the respondents

Workplace Settings Inclusion extent Frequency

Formal Actively included 4
Mostly included 6

Mostly excluded 11

Actively excluded 9

We all continue as before 17

Informal Actively included 1
Mostly included 4
Mostly excluded 12
Actively excluded 20
We all continue as before 10

Source: Authors

Based on Table 4, the respondents neither feel included in the formal or informal setting but feel that
they are being excluded actively (intentionally left out) in the informal or social gatherings of the
coworkers. The chi-square analysis (table 5) also confirms the same:

Table 5: Chi-square analysis of inclusion experience

Pearson Chi-square Value | Df | Asymp Sig. (2-sided)
Formal Inclusion Experience | 1367 | 4 713
Informal Inclusion Experience | 1.852 | 4 604

Source: Authors

Since the chi-square values are more significant than the chi-square critical value of .05 (i.e.,-1.645)
for both formal and informal setup, then it can be said that the null hypothesis is rejected.
Alternatively, in other words, the inclusion experience is not pleasant to the trans workers' informal
and formal workplace setups. They feel that their coworkers mainly do not consider their transgender
colleagues as part of their team.

Qualitative Findings

In the focus group discussion, seven respondents were told to discuss their opinion on if they consider
their organization to be trans-inclusive or not. They have shared their opinion in the hybrid language
(Bangla and English). A translated version is elaborated below:

Table 6: Opinions on trans-inclusivity of workplace

First “I do not think so because my teammates do not value my talents and the contribution I

Respondent make, despite our explicit organizational guidelines.”

Second “Our boss has made it clear that harassment will not be tolerated in this organization,

Respondent regardless of who you are. Everybody is afraid of the boss. I do not care if the colleagues
speak something on my back” .

Third “A strong no, because my coworkers make me feel uncomfortable, especially while

Respondent traveling and meeting other clients.”

Fourth “I do not think my organization is trans-inclusive as I face obstacles in my career

Respondent progression that are not experienced by all of my colleagues.”

Fifth “I am indifferent because I know exactly where and how to report harassment or

Respondent discrimination, but I do not know if the complaints would be entertained.”

Sixth “Most of the time, I do not like when my supervisor and colleagues pressure me to hide

Respondent my identity to fit in at work.”

Seventh “My organization seems to value our opinions, but my team is not genuinely interested to

Respondent hear us.”

Source: Authors
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“Whether the transgender group faces glass ceiling across the organization or not” was the second
theme of discussion. It was found that out of seven respondents, three of the respondents had a
promotion in their present company, where they were openly known to be transgender people.
However, two of them were denied promotion, and one was explicitly demoted because of their non-
binary gender identity. They also confirmed that terminating them on being transgender is just a box-
ticking exercise. Five of them have lost their previous job, are consistent in their current role, and
managed a promotion. Most believe that such behavior would mean that organizations do not want
trans workers to represent them.

The third theme was to explore their perspectives on Organizational Diversity. One of them
suggested that diversity values employees of different talents and skills. Employees of all cultures
and sexual orientations will be respected when the concept of diversity is implemented. Another
respondent added that prioritizing diversity will help create a more vital organization. They also
believed that when employees from all backgrounds have equal opportunities to upgrade themselves,
organizational diversity is exercised fairness and equity.

The final theme discussed in the session was that most (four out of seven) did not have any
such training if the respondents received diversity training. One of them advocated that it is about
proactive recognition. Another person added that embracing differences is essential for promoting
business growth. They also agreed that diversity in employees could drive diversity of ideas.

Discussion and Recommendations

Various International Human Rights agencies such as the Universal Declaration of Human Rights
(UDHR) of the United Nations, International Covenant on Civil and Political Rights (ICCPR), and
The International Covenant on Economic, Social and Cultural Rights (ICESCR) have been working
to establish and implement transgender people’s human rights on education in developing countries,
including Bangladesh. Despite their efforts, the trans workers live on the periphery of organizations
and remain isolated (Islam, 2016). In response to COVID-19, the UN high commissioner for human
rights and the World Health Organizations have taken initiatives, and the Prime Minister of
Bangladesh called for special attention and relief for transgender people. The government strives to
apply an inclusive approach to manage the crisis to ensure that the most vulnerable communities
survive (Knight, 2022). The finance minister of Bangladesh has proposed that businesses recruiting
10% of the total workforce or having at least 100 trans staff would be eligible for a tax rebate
(AlJazeera, 2021) (Hindu, 2021). Organizations should proactively integrate specialized policies and
practices in their formal and informal settings favorable for transgender individuals by protecting
their rights and increasing the acceptance of trans-coworkers. A trans-friendly work environment can
enhance the ignored employee segment's inclusion experience and job satisfaction.

When all the employees in an organization accept an individual’s gender identity, a greater
inclusion experience is stimulated. Organizational diversity will be established if the organizations
develop an all-inclusive environment with heterogeneous employees' skills, attitudes, and knowledge
to optimize problem-solving and decision-making in organizations (Thomas, 1991). Gender-identity-
specific de-stigmatization practices may help steer the trans-employees in their involvement towards
creating a trans-inclusive workplace (Whittle 2002). Trans-inclusive cultures are six times
more innovative and productive (Lead Inclusively, 2021).

An inclusive work environment will also lead to process innovation and improved business
practices in the age of technology and modern equipment. Inclusive innovation is fostered when
employees feel that their organization empowers them to experiment with diverse ideas in the
business environment characterized by learning agility without accusing their ideas of failure.
Impactful innovation is critical to organizational success in the dynamic business environment, as
they are better to leverage the diverse perspectives to innovate new products and enhance user
experiences. If the inclusion innovation can be combined appropriately with the D&I experience of
the employees of an organization, it will produce process innovation.

Inclusion Innovation +D&I = Process Innovation
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Through implementing this radically new method to perform its business operations, process
innovation primarily impacts the organization and enhances competitive advantage. Process
innovation at trans-inclusive organizations will lead to value addition among all the employees,
stakeholders, and organization itself with increased efficiency, productivity, and other key
performance indicators (KPIs) and ensures growth of an organization. In addition, if the D&I
experience of the employees is seen through the lens of learning, it can be acknowledged with
maximum efficiency. This paradigm requires organizations to integrate the diverse skillsets by
promoting differences and creating a learning environment where all employees can apply their
diverse inputs and realize their full potential (Thomas & Ely, 2002).

The concepts of equal opportunities owe much to the awareness of the issues of D&I that
were brought about by the study. The study's findings will contribute to the development of D&I for
best organizational practice. To ensure equal treatment to all the employees, a holistic involvement
by the top management and human resources departments needs to be ensured (Gut et al., 2018). A
diversity manager can be hired to oversee diversity training and upskilling to make all the employees
more familiar with transgender issues besides gender, race, or sexual orientation. It is also crucial to
train the trainer to teach the employees to be deferential towards trans workers. Moreover, as the
COVID-19 era continues to reshape the businesses’ modus operandi, it is vital for the organizations
to sustain D&I to support the trans workers (Out & Equal Workplace Advocates, 2021). In order to
make a move towards making a social impact, the study proposes recommendations to the
organizations to implement the following measures:

e To discourage exclusionary behavior to all employees, regardless of formal and informal
platforms;
e To use the necessary tool, equipment, language, and technology that is accessible to all;
e To support all employees to achieve their work-life balance and improve their job
satisfaction;
e To learn from the diverse perspectives of all employees to accelerate inclusive innovation;
e To demonstrate reasonable accommodations to all employees to ensure access to paid leave
and mental and financial support policies during the COVID-19 pandemic.
They can also initiate and implement professional development programs, diversity-focused
mentoring programs, employee-resource groups or networking groups, and affiliations to various
diversity-focused organizations.

Research Limitations and Future Study Directions

This study has some limitations. Based on the findings of the study of Muhr and Sullivan (2016),
trans workers face heterogeneous and context-dependent D&I experiences at workplaces. The study
considers only the organizations cooperating to reveal their employees’ contact. Therefore, more
organizations, including small businesses, could be considered for future research. Also, the country's
focus is Bangladesh. To address the workplace issues of transgender people and offer customized
solutions, the frameworks elaborating organizational practices of other developing countries can be
studied. Last but not least, based on the study’s findings, the researchers suggest future studies to
investigate the impact of socio-economic exclusion of the transgender community during the post-
pandemic era.

Conclusions
The study has highlighted the multifaceted issues faced by the transgender community, which are the
roots of their exclusion experience. Innovation will emerge through inclusion, followed by diverse
ideas being heard, valued, tested, and prototyped. Organizations mastering D&I have a better chance
of attracting and retaining the best talents. In their turn, a diverse pool of talents can become a unique
competitive advantage for a company. A more diverse workforce can be a potential source of strength
for a company as through this tool, they can enhance their understanding of the diverse needs of
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diverse sets of customers. The D&I achievement can be an effective predictor of organizational
sustainability.

This article offers valuable and practical suggestions for organizations aiming to manage
diversity better and reduce discrimination against transgender people. The typology of the pragmatic
approach presented in this article, such as instilling process innovation through establishing D&I
experience for the employees, demonstrates that organizations need to operate outside the box. The
study’s findings are expected to help the government, NGOs, Counsellors, policymakers,
psychologists, and social workers take measures to work towards the upliftment and empowerment
of this minority community. It is believed that incorporating positive D&I experience will increase
the knowledge and awareness of trans individuals and develop the skills and motivations for creating
opportunities for them.
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