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2. Introduction

2.1 – The client organisation- Who are Citizens Advice?

Citizens Advice Liverpool is an independent charity dedicated to providing vital advice and 
advocacy services to the people of Liverpool. As the city’s leading provider of support, they 
offer free, confidential, and impartial guidance to individuals facing a wide range of 
challenges. Founded at the onset of World War II, the charity has remained committed to 
helping local residents, supporting thousands each year. With four permanent offices and 
more than 30 outreach locations throughout Liverpool, Citizens Advice Liverpool adopts a 
comprehensive approach to assist clients with multiple issues. Whether it's help with benefits, 
debt, housing, employment, or more specialised areas like LGBTQ+ hate crime or 
immigration, the charity is here to support people at every stage. Their services are available 
in person, by phone, and online, ensuring that expert advice is always accessible. As part of 
the national Citizens Advice network, the charity benefits from an extensive information 
system to provide the most accurate and up-to-date advice. Additionally, Citizens Advice 
Liverpool is actively involved in influencing policy changes, working to improve the lives of 
people in Liverpool and beyond. (Citizens Advice Liverpool, n.d.). 

2.2 Project aims and objectives

This research project urgently delves into the barriers that transgender individuals face in 
accessing and maintaining employment. It aims to investigate the social, structural, and 
institutional challenges that impact employment opportunities and outcomes for transgender 
people, using a combination of qualitative and quantitative research methods. To establish a 
clear foundation for this study, it is important to begin with a working definition of 
"transgender." This research project seeks to contribute to the field by examining both the 
systemic and everyday forms of discrimination that affect transgender people in employment 
and by identifying strategies to promote greater inclusivity and fairness. It underscores the 
crucial role that each of us, as academics, policymakers, and organisations, plays in 
addressing this issue.



3. Literature Review

According to Stryker, Currah, and Moore (2008), gender variance, he divergence of an 
individual's gender identity from socially prescribed gender roles, has existed throughout 
history. Ancient Greece, for instance, recognised a “third sex,” commonly referred to as a 
‘hermaphrodite,’ illustrating early attempts to conceptualise gender beyond a binary model. 
Over time, definitions have evolved. The Encyclopaedia Britannica Online (2001), as cited 
by Stryker et al. (2008), defines gender as an individual's self-conception, which may or may 
not align with biological sex. Increasingly, gender is viewed as a social and cultural construct 
independent of physical characteristics.

In the UK, transgender individuals have gained visibility in media and public life (Stryker et 
al., 2008). However, this visibility has not eliminated significant disparities, particularly in 
employment. George (2019) explores how transgender advocacy campaigns often focus on 
individuals who conform to traditional gender norms, which may help achieve legal victories 
but risks marginalising nonbinary and gender-nonconforming people.

Empirical research confirms persistent employment discrimination. Drydakis (2025) found 
that cisgender applicants received significantly more interview invitations than transgender 
women, who were invited only 10.4% of the time. In contrast, organisations with gender 
identity inclusion policies showed a 25.7 percentage point increase in the likelihood of 
interviewing transgender candidates. Even when hired, transgender women earned 20–21% 
less than their cisgender peers. Similarly, Granberg, Andersson, and Ahmed (2020) found 
that resumes listing a transgender identity resulted in significantly fewer interviews, 
highlighting bias despite existing legal protections.

Ozturk and Tatli (2016) identify multiple workplace barriers for transgender individuals in 
the UK. These include direct discrimination, inadequate support during gender transition, and 
weak enforcement of inclusive policies. They argue that many diversity initiatives are too 
general and overlook trans-specific needs such as pronoun recognition, access to appropriate 
facilities, and cultural awareness. Furthermore, transgender issues are often excluded from 
mainstream diversity discussions, leading to feelings of isolation and invisibility in 
professional settings.

Legal structures also contribute to workplace exclusion. Rains (2004) outlines how the lack 
of gender recognition under UK law historically created barriers in employment. Although 
the Gender Recognition Act (2004) improved legal pathways following Goodwin v. UK 
(2002), its stringent requirements (such as medical diagnoses) still result in delays and forced 
disclosure of trans status during hiring processes. Subtle but damaging behaviours known as 
microaggressions also create significant obstacles. Nadal et al. (2016) describe how 
misgendering, invasive questions, and scepticism about gender identity accumulate into a 
hostile work atmosphere. These experiences are especially acute for trans people of colour 
due to intersecting forms of bias. The authors argue that unchecked microaggressions harm 
mental health and job retention, and they advocate for comprehensive institutional reforms, 
including education, policy updates, and cultural competency training.

Thoroughgood, Sawyer, and Webster (2020) highlight how societal gender norms pressure 
trans employees to hide or “manage” their identities, leading to stress, burnout, and reduced 



job satisfaction. They emphasise the nsed for gender identity-specific policies, leadership 
accountability, and workplace education. Collins et al. (2015) similarly critique diversity 
efforts that prioritise sexual orientation while neglecting the distinct challenges faced by 
transgender workers. Faye (2021) extends this discussion by connecting workplace exclusion 
to broader economic injustice. She argues that poverty is both a cause and consequence of 
systemic trans exclusion and urges policymakers to adopt an intersectional approach 
addressing not just gender identity, but also race, class, and disability. Newman and Peel 
(2022) examine how the lack of legal recognition for non-binary identities in the UK 
undermines workplace inclusion. Many HR systems force binary gender choices, contributing 
to misgendering, alienation, and legal ambiguity. They warn that non-binary employees 
remain especially vulnerable to discrimination due to unclear legal protections under the 
Equality Act (2010)

.



4. Quantitative Data Analysis: Excel Report

4.1 Methodology

The data used in this project is sourced from Casebook, the client records management 
system employed by Citizens Advice Liverpool (CAL). This Information is recorded by 
Community Advocate staff during their direct interactions with clients, based on details 
shared in phone conversations or during in-person drop-in sessions. The clients do not fill out 
the forms themselves; instead, staff input the information into structured fields within the 
system. 

CAL has recently transitioned its data processing basis from consent to legitimate interest. 
Prior to this change, clients attending face-to-face appointments were required to complete a 
permission and consent form, while a separate registration form was used for drop-in sessions 
(a copy of which can be provided if necessary). 

The dataset comprises individuals who have received support through the Hate Crime project 
and does not include general survey respondents. Although the spreadsheet does not specify 
referral routes, such as whether a client was referred by the police or self-referred.

Microsoft Excel was used to analyse the dataset provided by CAL The full number of 
respondents was 240. 

The dataset was filtered to omit any missing data to the question about whether respondents 
identify as transgender. This column was selected and then on the dropdown box, missing 
data or ‘prefer not to say’ were deselected, which left 35 people who had responded either 
‘yes’ or ‘no’. 
This left 8 respondents who answered ‘no’ to the question of whether they are transgender 
and 27 respondents who answered ‘yes’ to the question of whether they are transgender. 

Number of trans people identifying as male/ female/ prefer not to say in the data set:
19/27 presenting as female.
7/27 presenting as male.
1/27 prefer not to say.

These statistics raise questions about:
What is the proportion of female-presenting trans people than male-presenting trans people in 
society? Do more female-presenting trans people experience hate crime as a proportion of 
male-presenting trans people?



4.2 Trans and Long-term Health Condition/ Disability Status

Table 1: Table showing the intersection between trans and non-trans people who have 
experienced hate crime and long-term health conditions/ disability.

Count of Transgender Column Labels

Row Labels no yes
Grand 
Total

Disabled 0% 4% 3%
Long-Term Health Condition 88% 74% 77%
Not disabled/no health problems 13% 15% 14%
Prefer Not To Say 0% 4% 3%
Unknown/withheld 0% 4% 3%
Grand Total 100% 100% 100%

Table 1 shows that trans people who have experienced hate crime and who have a long-term 
health condition or disability (N=21 which is 78%) compared with non-trans people who 
have experienced hate crime and who have a long-term health condition/ disability (N=7 
which is 88%).

To determine whether this difference is statistically significant, Microsoft Excel was used to 
carry out a two-proportion z-test. The Z-Score was 0.1215 and the P-Value was 0.9034 which 
is much greater than the significance level of 0.05. This means that there is no statistically 
significant difference between the proportions of trans and non-trans people who experienced 
hate crime and have a long-term health condition or disability. This is probably due to having 
such a small data set. 

4.3 Trans and Housing Status

Table 2: Table showing the housing status of trans and non-trans people who have 
experienced hate crime 
Count of Transgender Column Labels

Row Labels no yes
Grand 
Total

Buying Home (Mortgage, etc) 25% 7% 11%
Homeless (incl. B & B Tenant) 0% 11% 9%
Hostel 0% 4% 3%
Housing Association/RSL Tenant 38% 30% 31%
Not recorded/not applicable 0% 4% 3%
Other 0% 4% 3%
Private Tenant 25% 33% 31%
Staying with Relatives/Friends (Paying Rent) 0% 7% 6%
Staying with Relatives/Friends (Rent Free) 13% 0% 3%



Grand Total 100% 100% 100%

Table 2 shows trans people who have experienced hate crime and who own their own home 
(7%) compared with non-trans people who have experienced hate crime and who own their 
own home (25%). 

To determine whether this difference is statistically significant, Microsoft Excel was used to 
carry out a two-proportion z-test. The Z-Score was -1.17 and the P-Value was 0.242 which is 
much greater than the significance level of 0.05. This means that there is no statistically 
significant difference between the proportions of trans and non-trans people who experienced 
hate crime and own their own home. Although the proportion of non-trans homeowners 
appears higher (25% vs. 6.9%), this difference is not large enough to be considered 
statistically significant. This is probably due to having such a small data set. 

If there had been a statistical difference, this could have been an indicator that trans people 
experience more barriers to workplaces which reduces their income so they are less likely to 
be able to buy their own homes. 

Trans people who have experienced hate crime and who are homeless (11%) compared with 
non-trans people who have experienced hate crime and who are homeless (0%). 

To determine whether this difference is statistically significant, Microsoft Excel was used to 
carry out a two-proportion z-test. The Z-Score was 0.99 and the P-Value was 0.322 which is 
much greater than the significance level of 0.05. This shows that there is no statistically 
significant difference in homelessness rates between trans and non-trans people who have 
experienced hate crime, based on the available sample.

Although the homelessness rate is higher among trans individuals (11% versus 0%), the small 
sample size, especially in the non-trans group, limits the ability to detect a statistically 
meaningful difference. If there had been a statistically significant difference, this could have 
been an indicator that trans people experience more barriers to accessing workplaces which 
therefore reduces their earning potential so they are less likely to be able to afford any sort of 
accommodation. This could also link to the lack of support available to them from friends and 
the possibility that they have experienced fractured relationships with family. 

Perhaps the reason why trans people who have experienced hate crime and also rent from 
private landlords (33%) is higher than non-trans people who have experienced hate crime and 
rent from private landlords (25%), is because a number of trans people who have experienced 
hate crime who are homeless. Again, it may have been expected that trans people who have 
experienced hate crime and rent from housing association/ *RSL (30%) would be higher than 
non-trans people who have experienced hate crime and rent from housing association/ RSL 
(38%), because it is likely to be a cheaper way of renting than through private landlords. 
However, this is not the case, which raises further questions. In any case, the results would 
not be statistically significant due to the small dataset. 

[*Categories of housing: RSL: Registered Social (housing) Landlord: A society or company 
which provides not-for-profit housing.]



4.4 Trans and Employment Status

Table 3: Table showing the employment status of trans and non-trans people who have 
experienced hate crime 
Count of Transgender Column Labels

Row Labels no yes
Grand 
Total

Carer - Elderly/Disabled 0% 4% 3%
Employed >= 30hrs p/w 25% 22% 23%
Not recorded/not applicable 0% 4% 3%
Other 0% 4% 3%
Permanently Sick/Disabled 38% 44% 43%
Student 0% 7% 6%
Temporarily Sick 13% 0% 3%
Unemployed - seeking paid employment 25% 11% 14%
Volunteer 0% 4% 3%
Grand Total 100% 100% 100%

As can be seen in Table 3, Trans people who have experienced hate crime and who work full-
time (30 hours plus per week) (22%) compared with non-trans people who have experienced 
hate crime and who work full-time (30 hours plus per week) (25%).

To determine whether this difference is statistically significant, Microsoft Excel was used to 
carry out a two-proportion z-test. The Z-Score was -0.157 and the P-Value was 0.875 which 
is much greater than the significance level of 0.05. This shows that there is no statistically 
significant difference in fulltime employment rates between trans and non-trans people who 
have experienced hate crime, based on the available sample.

If there had been a statistical significance, this may indicate that are more barriers for trans 
people in accessing the workplace than there are for non-trans people who have experienced 
hate crime. If so, this may indicate that are more barriers for trans people in accessing the 
workplace than there are for non-trans people. 

Similarly, Table 3 shows that trans people who have experienced hate crime and who are 
seeking employment (11%) compared with non-trans people who have experienced hate 
crime and who are seeking employment (25%).

To determine whether this difference is statistically significant, Microsoft Excel was used to 
carry out a two-proportion z-test. The Z-Score was -0.778 and the P-Value was 0.437 which 
is much greater than the significance level of 0.05. This shows that there is no statistically 
significant difference between trans and non-trans people who have experienced hate crime 
who are seeking employment, based on the available sample.



If there had been a statistical difference showing that trans people are less likely to be seeking 
employment than non-trans people who have experienced hate crime, this could be because 
there are so many barriers for trans people to actually going out into public places for 
interviews; so many rarely leave the house due to increased anxiety. 

4.5 Quantitative conclusion 

A valuable research project which could be carried out in future to supplement the qualitative 
findings from this report, would consist of further data collection but ensuring that clients 
were always asked to state whether they are trans/ non-trans/ prefer to not to say. 

If this information had been recorded within this dataset, the quantitative analysis would 
almost certainly have shown statistically significant differences as the sample size would 
have been much larger. 

The qualitative research using semi-structured interviews.



5.1 Methodology

The qualitative part of the research involved semi-structured interviews, based on a set of 
interview questions which were asked of the four participants. These four participants were 
sourced by link worker from CAL.

The interviews were recorded using Voice Memo, which uses transcription software, and 
uploaded to Liverpool M drive. The initial transcriptions were corrected by listening to the 
recordings several times to increase familiarity with the content and to correct any 
transcription errors. The transcripts were line-numbered to make it easier to reference 
comments and to support emerging themes. 

The data gathered from the interviews were analysed using thematic analysis as proposed 
by Braun and Clarke (2006). Thematic analysis is a common technique that explores, 
describes, and compares patterns to generate qualitative data themes. The transcriptions were 
coded, interpreted, and the main themes were identified using the following steps:

1. Familiarisation with the data: I read the transcriptions several times while listening 
to the audio to familiarise myself with the content.

2. Coding: I coded the data by identifying significant themes and labelling them. I first 
did this on paper using a different colour for each participant’s contributions to find 
themes emerging within each participant’s transcript and shared themes between 
participants. (See appendix 8). 

3. Generating themes: I then analysed the themes again for each participant (see 
appendices 9-12) and distilled these into four over-arching themes.

The quantitative part of the research was based on a dataset sent via Citizens’ Advice 
Liverpool. The data was run through Excel, which allowed comparisons to be made and 
correlations to be analysed.  The results from the qualitative and quantitative analyses could 
then be compared, and similarities, overlaps and differences were identified and discussed. 

For the qualitative research section, I identified four key themes to guide my analysis: (1) 
Health, Wellbeing, and Safety; (2) Workplace Environment and Hiring Practices; (3) 
Emotional Toll; and (4). What works well? How workplaces can become more inclusive and 
supportive:
These themes enabled me to closely examine and extract relevant insights from the four 
interviews, helping to pinpoint specific experiences and challenges. This thematic framework 
directly supports my core research question: What are the barriers faced by trans people 
seeking employment?

Participant 4’s interview, which primarily reflects observations and experiences shared by 
their transgender sister. As such, the insights provide a valuable secondary perspective, one 
shaped by both family proximity and workplace involvement, offering a nuanced view of the 
barriers trans individuals face in employment. The analysis follows the four central themes: 
Health, Wellbeing and Safety; Workplace and Hiring Process; Emotional Toll; and What 
Works Well Inclusion and Support.



Participant 1’s interview was much longer than the rest so through the Analysis report there is 
much more about participant 1 as there was a lot more spoken about. 

Ethics 

I was guided by the University of Liverpool’s ethical principles and approval process 
throughout the research process. 

A participation form (Appendix 2) was provided to participants to outline the research and 
how the data would be stored. 

Informed consent was requested through consent forms, which were sent out and signed by 
participants (Appendix 3). 



5.2 Emerging Themes

4.3 - THEME 1: HEALTH, WELLBEING AND SAFETY

Health and Well-being:
For quotes see table 4 Health and wellbeing 1-12. 

Some of the health issues trans individuals face include the impact of taking hormones (can 
cause physical sickness, dizziness, and other health issues) and the lack of confidence to ask 
for workplace adaptations. Additionally, another issue is the discomfort caused by binding 
and the need for special equipment; For example, in the interview with participant one it was 
said that one trans person felt discomfort due to a change in uniform, which meant they had 
to increase their bindings, and therefore didn't have the confidence to ask for adaptations.
Furthermore, Intersectionality and neurodivergence are often undiagnosed, thus meaning 
trans people are not able to get access to the support they may need:
Participant 2 emphasised that access to gender-affirming facilities and inclusive workplace 
practices is not merely a preference but a matter of “safety and also... respect of treating 
everybody equally.” They advocated for unisex bathrooms while acknowledging that, in 
some cultural contexts, dedicated spaces for cisgender women may still be necessary. The 
key concern was transparency and respect in providing safe options for all. The emotional 
safety of trans employees was also linked to workplace responsiveness:

Participant 4 emphasized that workplace safety and comfort are critical for trans individuals, 
particularly concerning name recognition, restroom access, and policy consistency. They 
described how their sister, despite legally changing her name, faced delayed recognition at 
her workplace: 

Health needs of trans people can act as a barrier for trans people when it comes to 
employment the effects of hormone medication, wearing bindings and the impact of a new 
tighter uniform.

Participant 3 placed considerable emphasis on the importance of comprehensive healthcare 
coverage as a foundational component of trans inclusion in the workplace. They outlined a 
multi-layered framework for evaluating benefit packages, stressing the need to go beyond 
basic mental health support to include access to gender-affirming surgeries and care tailored 
to non-binary individuals:

Safety

Getting to the interview can be difficult eg trans people might struggle to use public 
transport and would only park in certain places and follow routes covered by CCTV for 
safety; feeling unsafe leaving the house. 



Participant 3- emphasized the psychological impact of navigating the workplace as a trans 
person under hostile social conditions, particularly in the UK. Safety was presented not only 
in terms of physical access but also emotional security and legal protection:

This underscores how current legislative threats can compound workplace insecurity, making 
it more difficult for trans individuals to participate fully and safely in professional 
environments.

Not feeling safe in certain areas means trans people may not socialise: 
There are unique challenges faced by transgender individuals compared to other 
marginalised communities like black, indigenous, people of colour, or those with disabilities. 
There is a higher level of hate and dismissal which trans individuals face which means they 
feel more socially isolated and unsafe.

This inconsistency suggests an institutional disregard that can diminish wellbeing. 
Additionally, Participant 4, raised concerns about restroom access and how their sister 
avoids public bathrooms entirely due to anxiety and uncertainty: Such decisions stem from a 
lack of safe, inclusive facilities and underline the need for structural changes to protect trans 
health and dignity. Every day feels challenging and can be overwhelming, but trans people 
do not tend to report hate crimes/ discrimination as they are not always taken seriously and 
have often had negative experiences with the police.

5.4 - THEME 2: WORKPLACE AND HIRING PROCESS

For quotations, see table 5 - THEME 2: WORKPLACE AND HIRING PROCESS- 1-22

Bias and discrimination in recruitment and career progression:
Prejudice during the hiring process makes it harder for trans individuals to secure 
employment. Discrimination can occur at the application stage, particularly when trans status 
is disclosed. Barriers to promotion and career progression also exist, including financial 
strain, family or housing issues, and limited support networks. Trans individuals may avoid 
after-work socialising in certain venues, which can hinder workplace connections and 
advancement, contributing to feelings of isolation. Additionally, fear of harassment or hate 
can deter them from attending interviews or accepting new roles.
Participant 3 identified deeply embedded bias and structural inequalities in hiring and 
recruitment. They cited evidence of widespread discrimination in interviews, including 
inappropriate questioning and assumptions based on appearance or identity:

Participant 3- “Two-thirds of people who had been through interviews... had experienced 
some sort of bias. That would be not getting the job because you’re trans or non-binary, or 
inappropriate questions...”



This type of informal gatekeeping poses a significant barrier to equitable hiring and 
reinforces exclusion at the systemic level. While Participant 4 acknowledged their 
organisation has supportive policies and EDI (Equality, Diversity and Inclusion) groups, they 
also expressed doubt about how well these work in practice:

They noted a general absence of openly trans employees, suggesting either a lack of targeted 
recruitment or that the existing environment may not feel welcoming enough for trans 
individuals to be visible: Their sister’s experience further exemplifies limited advancement 
opportunities and a workplace culture that struggles to adapt to or acknowledge gender 
diversity meaningfully.

Trans people do not tend to have large support networks who can help with accessing jobs; 
they may not have social circles; they may have become estranged/ disconnected from 
family so may not have access to advice and funds:  Structural barriers within hiring 
processes were another critical theme. Participant 2 discussed the impact of gender 
assumptions made during recruitment:

They advocated for anonymised CVs and a re-evaluation of legal frameworks around gender 
in employment, arguing that current systems are often rooted in outdated and Eurocentric 
views: Participant 3 also noted a concerning trend: some employers avoid hiring trans 
individuals altogether to circumvent internal conflict. 

Furthermore, they warned of the danger of diversity and inclusion policies being deprioritized 
under political and economic pressure:

There are many barriers which can combine to create a vicious circle:
Organisations can recruit and promote already within/ known to the organisation; nepotism; 
this can reduce diversity in workplaces which is discriminatory; systems should actively 
seek to recruit from outside the organisation to keep fresh and ensure the best people are 
recruited for roles:

Workplace Discrimination/ Harassment:

Trans employees face verbal, physical, and sexual harassment based on their gender/ sexual 
orientation. It also includes microaggressions and social discrimination, which can be subtle 
but have a significant impact on the individual's well-being. Example of a client who felt 
bullied in the workplace due to subtle put-downs and targeted comments during office 
conversations.

Language used is an important factor. Police communication towards trans community 
can be discriminatory and conveys that the issue is not being treated seriously:

‘Office banter’ can be problematic and targeted but difficult to call out and is not noticed be 
other people:



The challenges of workplace policies:

Employers need to adhere to equal opportunities and diversity, but they do not always put 
this knowledge into practice. 
Just being kind in the workplace is powerful.
Trans individuals face challenges and often feel they have to be seen as perfect and doing 
more because they have a very visible presence in workspace and not wanting to ask for 
help. 
If trans people do call out discrimination/ microaggressions they can be labelled as a 
troublemaker:
Employers need to address issues sensitively and provide training for managers and 
employees. They need to give trans people the resources and building confidence to 
articulate their feelings. 



5.5- THEME 3: EMOTIONAL TOLL - Mental health, burnout, masking, authenticity, 
identity, connectedness/ isolation

Lack of connectedness/ Isolation:

Participant 3 discussed how the need to hide one’s identity in order to feel safe at work 
severely impacts emotional wellbeing and professional performance:

Participant 3- “They’re not firing on their best... they’re firing on half their ability because 
they’re just having to pretend; that takes a lot of effort not to be who you are.”

This highlights the mental strain caused by invisibility, erasure, and the fear of retaliation or 
discrimination, which many trans employees feel compelled to navigate silently.

People might feel miserable, might leave, might not go for promotion, might not socialise 
with colleagues.

Confidentiality and trust affect relationships and connection with others in the workplace eg 
having their identity protected unless they choose to tell people they are trans/ nonbinary. 
Living with fear. 

The importance of connection for well-being, confidence, self-esteem:
Participant 1- and that can really affect someone’s like well-being and confidence and self-
esteem massively because um, if you haven't got community around you, if you haven't got 
connection around you, you've got nothing.

Participant 2 described the emotional burden of constantly needing to “mask” their identity, 
not only to avoid outright discrimination but also to sidestep difficult or awkward questions:

Participant 2- “The issue of masking comes up again... not just out of a wish to avoid 
awkward incidents or discrimination, but also to avoid questions that are difficult to answer.”

They also reflected on how media narratives and internet culture reinforce transphobia in 
ways that directly affect workplace inclusion:

Participant 2- “It’s become a battlefield... people, even allies, feel constantly under siege... 
That’s potentially turning recruiters, managers, even entire HR departments against trans or 
nonbinary folk.”

Such external hostility feeds into internalised stress, reinforcing the emotional toll of job 
seeking and sustaining employment.

Participant 1 - They want they want a community around and they want to feel like included 
and think I think that's like the biggest issue is people not feeling included um and feeling 
like immediately dismissed and not included and, and it can it can be difficult, can it for 
people to um make friends and have these like lasting connections and it and I think without 
that people are like drastically isolated. 



Links with reduced self-esteem and lack of confidence theme
Reduced self-esteem and lack of acceptance:

Constant microaggressions can impact self-esteem. Being labelled affects self-esteem.

Participant 1 - But it's all the little, tiny microaggressions I think, that… can really affect 
people's like self-esteem and confidence when they get home. 

Anxiety around how to respond to people being intrusive, which is uncomfortable, and being 
pigeon-holed, both of which do not make people feel accepted. 

Participant 1 - instead of accepting that person's face value, like people are very intrusive and 
want to know things about that individual that is absolutely none of their business.

Participant 3 spoke about the cumulative burden of transphobia, media hostility, and societal 
ignorance weighs heavily on trans applicants and employees. Participant 3 described the 
“death by a thousand paper cuts” effect of microaggressions and assumptions that trans 
people encounter daily, both in and out of professional spaces:

Participant 3- “If you’re not thick-skinned, it will have a very significant effect on your mental 
health.”

Participant 4 described how prolonged microaggressions and delays in institutional 
acceptance have emotionally impacted their sister, even if overt hostility is rare:

Participant 4- “She doesn’t feel like she’s being actively attacked every day, but every now 
and then she’ll say, ‘Oh this has happened at work’... that’s made her feel uncomfortable.”

They also explained how fear shaped the coming-out process at work, particularly in a male-
dominated warehouse environment:

Participant 4- “She felt scared... I think it was like having to let men know that was the 
biggest factor.”

This fear of disclosure and potential judgment, especially in gendered or traditionally 
masculine workspaces, reinforces emotional barriers that limit full participation in 
professional settings.



5.6 - THEME 4: What works well? How workplaces can become more inclusive and 
supportive:

The steps that organisations can take to foster a workplace environment where transgender 
employees feel safe and respected include carrying out an audit to identify weak areas of 
inclusive practice, providing training for managers and employees, creating a safe space for 
open discussions, and supporting employees in putting the training into practice. Actively 
encouraging diverse volunteer schemes which leads to paid roles and providing a safe space 
for learning. Recognising the benefit to organisations of LGBTQ+ and neurodivergent 
employees. 

Carrying out an audit to improve diversity and inclusion: 
Participant 1- I would perhaps recommend them to do like some kind of audit of like where 
they feel that they're the weakest.

Despite the barriers, Participant 2 offered examples of positive, inclusive environments. They 
reflected on a recent theatre production where gender diversity was respected:

Participant 2- “We were just generally in a team... that fully respected each other. Where 
misgendering occurred, it was always corrected.”

They also described efforts at the Glastonbury Goddess Conference to normalize 
neopronouns and improve visibility of non-binary presenters:

Participant 2 “I’ve had ‘ey’, ‘em’, ‘ze’ listed in my bio... and we’ve kept an awareness going 
by ensuring that other non-binary presenters are also visibly represented.”

For wider application, they stressed the need for employers to engage with expert 
organisations:

Participant 2- “Speak to the key organisations... trade unions, Stonewall... they can be a real 
help.”

They recommended practical steps such as reviewing D&I policies and ensuring someone 
“diversity-aware is part of any human resources or recruitment department.

Despite the barriers described, Participant 3 shared several examples of best practices and 
effective inclusion. These included organizations with supportive HR teams, gender-inclusive 
healthcare, senior leadership buy-in, and proactive policies. Their own transition experience 
in a large legal organization was cited as a relatively positive example:

Participant 3- “The CEO wrote a letter to everybody and said ‘I'm all right with it so you all 
are’... I had flowers on my desk on my first day... it just happened.”

They advocated strongly for tailored training at all levels from boards and HR to front-line 
staff as a foundation for inclusive culture:

Training to build awareness especially for line managers and so that they are able to have 
conversations with trans people/ they are able to seek their voice:



Despite the challenges, Participant 4 expressed strong support for mandatory trans 
awareness training, better visibility of support structures, and direct input from trans 
individuals in shaping workplace policies:

Participant 4- “I'd have more awareness training and it’d be mandatory... people don’t 
understand how difficult it is for them.”

They emphasised that existing policies are often created without consulting trans voices, 
leaving room for misalignment with actual needs:

Participant 4- “All these policies have come from people who don’t have that experience... 
how do we know as cis-gender people that it’s going to be good for people who are trans?”

Furthermore, they suggested organisations could benefit from engaging with trans-specific 
charities to improve inclusion and cultural competence.

Participant 1- if they'd had a conversation um and knew what that person was going through 
or perhaps had some training on like what a binding does or how it affects someone, then 
they might have, they might have felt a little bit more supported and they could have been like 
adaptions put in place for that individual so that they wouldn't hurt themselves in work 
because what what's ended up happening is that person has hurt themselves. 

For line managers to be sensitive about how they have conversations: not making 
assumptions; not pigeon-holing; recognising that although some people need adaptations and 
support some people will struggle with being seen to be different from others. 

Participant 1-And we need to see the person as a whole. Obviously, everyone's got, like 
everyone I work with has got like special characteristics. 

Access to Work scheme can help people with a formal diagnosis remain in employment 
through providing support and funding eg taxi to work, technology in the workplace; 
coaching:

Training for all employees and an ethos of openness and ongoing dialogue so that LGBTQ+ 
people can communicate feelings/ needs and so that all employees can implement training 
without worrying they might get it wrong:

Participant 3- “We train boards and partners at the top... HR teams on recruitment and 
benefits... security guards, receptionists... each audience needs a different thing.”

They also offered a compelling business case for inclusion, linking it to workforce 
performance and brand value:

Participant 3- “You should be attracting trans and nonbinary people because... they are 
resourceful: we’re tough, we know how to project manage... and they’re your clients too.”

Participant 1 - I try to be sensitive to like people's individual needs, um and ask them what 
they want. You know, some simple questions can go a long way. You know what, what is it 
that you need me to do? How is it that we can do this better? is is is there anything that make 



this easier for you? It is there anything that'll make it more comfortable? You tell me what, 
you tell me what you need from me. 

An open ethos will allow employers to recognise mistakes and not be too fearful to employ 
LGBTQ+:

Participant 4’s testimony, rooted in observation and familial advocacy, underscores the 
persistence of both institutional and interpersonal barriers that trans individuals face in the 
workplace.

Participant 1- I think there's like, there’s a fear there with employers that if they do hire trans 
people that will get things wrong and, and that that's like, that's nothing to do with the trans 
person it's to do with like the, the training and the confidence.  

Participant 1- I think part of it is, is an employer's responsibility to like offer that offer that 
training.  

Being able to listen and validate the experiences of trans people; being empathetic; offering a 
safe space. Recognising the benefits that LGBTQ+ employees can bring to an organisation, 
particularly considering 99% trans, non-binary people are neurodivergent: 

Organisations should offer volunteering roles so that trans people can gain experience but 
these need to lead to paid roles so that trans people can get out of the negative cycle they may 
find themselves in and so that the trans community are more visible to the public in positive 
ways:

Participant 2’s account illustrates the complex interplay between structural, social, and 
emotional factors that create barriers for trans individuals in employment. Their insights point 
toward both the systemic challenges and the tangible strategies that can lead to more 
inclusive and supportive workplaces.

Participant 1 - The experience of like an individual like that working in a in an organisation 
is everything and, and I think sometimes trans people aren't even getting these roles because 
they've never had any experience at all. So just getting them to I even think about 
volunteering can be a big thing.

Participant 3’s insights reveal a layered and comprehensive understanding of the barriers 
faced by trans people in employment, highlighting legal, structural, emotional, and cultural 
challenges. However, at the same time, they point toward clear, actionable solutions: 
inclusive healthcare, legal reform, organisational training, and leadership engagement. 





Table 4 - Wellbeing and safety quotes 

1- Participant 1- They might have like disabilities like be neurodiverse um, nearly that 
like 99% of my clients are neurodiverse…whether it's diagnosed (or not).

2- Participant 4 “She had legally changed her name... but when a woman got married, 
it was done within a week.”

3- Participant 2- “Health and welfare... should be an important issue, but that then has 
an impact on productivity.”

4- Participant 2 - “When an LGBT+ worker faces discrimination in the workplace, the 
immediate concern... is whether they will be supported and taken seriously... and 
that in itself can cause serious anxiety.”

5- Participant 3 - “A lot of the healthcare packages only stop at counselling and 
mental health support... does it offer surgery? And if it does, does it go further than 
the NHS?”

6- Participant 1- it can be something as simple as that as well like a change in a 
uniform, that can hold someone back if they haven't got the confidence to, to go um 
‘this isn't going to work for me’. 

7- Participant 3 - “If sex goes into the Equality Act then you won’t see trans and non-
binary people anymore... we won’t be able to go to the loo.”

8- Participant 1- (Trans people) have experienced some kind of like trauma, even in 
the process of like going through everything that they've gone through, um, there's, 
there's always going to be things there, you know. If you put a trans person in front 
of me and they told me that nothing has ever happened to them, they've never had 
any discrimination or and they've never experienced some kind of LGBTQ+ hate, I 
would, I would say that that wasn't right.

9- Participant 1- This word ‘unnatural’ gets banded around a lot, doesn't it? And they 
get dismissed from …. the off. It's not even like let's, let's find out about individuals 
in the trans community. Let's get to know so in people in the trans community, what 
are they like? It's like, don’t even come near me. It's, it's like, they get dismissed.

10- Participant 4 - “She just won't go to the bathroom in public... do I go in the men’s; 
do I go in the women’s?”

11- Participant 1- I think like um trans people don't feel safe because they're not only 
dealing with like, the discrimination from like the general public that they're 
dealing, they’re dealing with discrimination from people that are meant to be 
helping them

12- Participant 1- I'm telling trans people to like report everything and um tell the 
police and they, they don't trust the police…they consistently had issues with the 
police.



Table 5 - THEME 2: WORKPLACE AND HIRING PROCESS
1-22

1- Participant 1- I would say a lot of trans people don't really go out a lot, that like a 
lot of them suffer from agoraphobia. Um they you know, they go to certain spaces, 
and they feel okay, but you know, using public transport is always a massive issue 
um. Yeah, making, make the, making um those unexpected journeys for career um 
advancement and development is, is an issue. 

2- Participant 3- “Two-thirds of people who had been through interviews... had 
experienced some sort of bias. That would be not getting the job because you’re 
trans or non-binary, or inappropriate questions...”

3- Participant 4- “The policies look great on paper. I'm not sure in actuality how well 
they work.”

4- Participant 4- “We don’t really have that many open, like, trans people in our 
workplace... which therefore, to me, speaks to a barrier.”

5- Participant 1- And often we see trans people that don't have anybody helping them. 
So they don't have any parents, they have any extended family that are partners. 
They haven't got any friends. 

6- Participant 1- So, I think like financial capabilities, and like, like the background 
individuals come from really does help your chances of getting, getting work, no 
matter whatever anybody says. You know, if you're not in those if you're not in 
those circles where people can make that introduction.

7- Participant 2- “There will always be gender assumptions made based on names in 
applications... it could be considered another good reason to anonymise 
applications.”

8- Participant 2- “The law is simply not compatible with the reality of how we come to 
understand gender in our society... especially in Eurocentric societies where the 
idea of more than two genders has been squeezed out.”

9- Participant 3 also noted a concerning trend: some employers avoid hiring trans 
individuals altogether to circumvent internal conflict. Participant 3- “You may even 
get an HR department going, ‘We've got Debbie in Accounts who’s a bit gender 
critical I don’t want that hassle.’”

10- Participant 2- “There’s an American trend of D&I being pushed out of employers... 
even larger corporations are wanting to join that bandwagon for fear of how it 
could impact their brand.”

11- Participant 1 - there's so many things that stacked up against them that they might 
not even fill in the application.

12- Participant 1- Like people just not feeling comfortable to like leave the house, um so 
lots of things there, … being dismissed by family, financial capability, um it's, it's 
difficult, isn't it when you if, if, if you're stuck in that like cycle of like, um you 



haven't got the money to get a job, how and you going to get a job;  you can't get a 
job, you haven't got the money to get a job

13- Participant 1- organisations … could become really culturally bad. … toxic and bad 
because it's always just the same people and they're just going like that, moving 
around the organisation and there's no room for anybody else to get in.

14- Participant 1 - I get this quite a lot with … having to have those conversations with 
the police and regards to: it's not what they say it's how they say it. So, they would 
be saying things like and, and I know that this happens as well in workplaces as 
well, like, ‘Why is this a drama?’

15- Participant 1- so when that person chimed in in like the office conversation that 
person would always challenge what that person would say and, on the outside, it 
would look like there was two people sparring…

16- Participant 1 - there was never, ‘oh, I see that, I see, I see I see that's a valid point’. 
It would just be um ‘you always think you're so clever’. It would be some kind of 
little put down.

17- Participant 1- you can go and do like I don't know like five different courses on how 
to support people but if you don't actually do it then that's, that's a different thing 
isn't it.

18- Participant 1 - it's how they address those issues. It's, it's how they deal with deal 
with things when they go wrong and I think some, some employers do get it right, I 
think it all it all it's all dependent on perhaps people's industries as well you know, 
I think when you're working in a certain industry like the charity sector like we are, 
um people can be a little, a little bit more kinder. And I know that makes a huge 
difference: just kindness.

19- Participant 1 - I think with a lot of people um that are trans they don't want to be 
seen to be creating an issue. 

20- Participant 1- I've been in situations personally as well where people have talked 
about trans issues and, it's not it's not always safe in that moment for you to kind of 
call things out and it's, it's a very difficult thing to do if you don't know how to do it,  
in a in a safe way.

21- Participant 1- subconsciously like in their heart they're probably thinking ‘Oh, that 
person I know that there's something going on with that person and I don't feel like 
supported enough to say anything’. And I think when people do say things, I think 
that's when the labels start to happen that that person's a troublemaker or not one 
of the team; they don’t toe the line. 

22- Participant 1- I think a lot of people just put up with like a lot of abuse until there's 
something big that happens or they break. They get, they get to that breaking point 
where, um and, and I, I wish I wish individuals would have a little, again it's to do 
with confidences isn’t and, and knowing your worth. 



6. Conclusions and recommendations

This report set out to explore the many barriers transgender people face when trying to find 
and keep a job. Combining data analysis with personal stories from interviews made it clear 
that the challenges are often deep-rooted and interconnected, shaped by stigma, 
discrimination, and systemic issues within workplaces and wider society.

While the quantitative data was too limited in size to produce statistically significant results, 
it still pointed toward important trends like trans individuals being more likely to face 
housing difficulties and long-term health issues. These patterns highlight a pressing need for 
better, more inclusive data collection that truly reflects the realities of trans lives.

The interviews painted a much fuller picture. From workplace bias to social isolation, 
participants shared how tough it can be to navigate professional environments that often feel 
unsafe or unwelcoming. Issues ranged from small but constant microaggressions to larger 
structural problems, like policies that ignore non-binary identities or hiring processes shaped 
by outdated gender norms. It’s not just about individual experiences it’s about systems that 
make people feel like they don’t belong.

Despite this, the report doesn’t just focus on the problems. It also points to real, achievable 
solutions. Things like proper training for staff, genuine inclusion policies, and leadership that 
listens can all help create safer and more welcoming spaces. Some organisations are already 
showing what’s possible offering gender-affirming healthcare, championing inclusive hiring 
practices, or creating paths from volunteering to employment.

In the end, what’s clear is that ticking boxes isn’t enough. If workplaces are serious about 
supporting trans people, they need to look beyond the surface. That means recognising how 
identity, mental health, policy, and culture all connect and making space for everyone to feel 
seen, respected, and safe at work.
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Appendix 1 - Participation sheet 

PARTICIPENT INFORMATION SHEET
For an interview (student researcher) 

Project title: What are the barriers faced by trans-people seeking employment?

Version 2- 11.12.2024
You are being invited to participate in my research project. Before you decide to take part in this study, 

it is important for you to understand why the research is being done and what it will involve. This 

participant form is here so you can take time to read about my project. You can ask us if you would like 

any more information or to ask about anything you don’t understand about the project. Please feel free 

to talk about this project with friends or family if you wish. Additionally, we would like to stress that you 

do not have to accept this invitation and should only agree to take part if you want to.

What is the purpose of the study?
Citizens Advice Liverpool (CAL) is one of five partner organisations funded by Merseyside Police and 

Crime Commissioner to provide support for victims of hate incidents and crimes. CAL has the LGBTQ+ 

Hate crime project that provides support for people who have experienced violence or hostility based 

on their actual or perceived sexual orientation or gender identity. This project aims to understand and 

evaluate the issues trans-people have when it comes to employment and what barriers they face inside 

and outside of the workplace. 

Why have you been chosen for this project?
You have been chosen because of your connection to the project topic, your experience and your 
involvement with the topic being an activist/ campaigner. There will be 3 other participants being 
interviewed for this project.

Do you have to take part?
No, you absolutely do not have to participate if you are uncomfortable or simply do not want to. You 

can withdraw from the study at any time without any reasoning or questions asked.

       What will happen if I take part?
You will either be interviewed in person at Citizens Advice Wavertree office or, if you cannot attend 

in person, the interview can take place over zoom.  I will ask for your consent to voice record 
the interview and the recording  will be kept completely confidential in a protected file that only be 

accessed be me and my supervisor. I will ask you around 15 questions. If you  do not want to 

answer any questions you do not have to; we will simply skip to the next question. The interview 

shouldn’t take more than 30 minutes and all you have to do is answer the questions you are 

comfortable with. You can take breaks whenever you feel like during the interview for any reason.  



How will my data be used?
“The University processes personal data as part of its research and teaching activities in 

accordance with the lawful basis of ‘public task’, and in accordance with the University’s 

purpose of “advancing education, learning and research for the public benefit. 

Under UK data protection legislation, the University acts as the Data Controller for personal 

data collected as part of the University’s research. Dr Lynn Hancock acts as the Data 

Processor for this study, and any queries relating to the handling of your personal data can 

be sent to L.Hancock@liverpool.ac.uk

Further information on how your data will be used can be found in the table below”.

How will my data be collected? Voice recording (with consent) 

How will my data be stored? On the University’s M drive.

How long will my data be stored for? Until the completion of the project in Summer 
2025.

What measures are in place to protect the 
security and confidentiality of my data?

The file will only be able to be accessed by 
me and my supervisor.

Will my data be anonymised? Yes, no personal data will be collected and 
pseudonyms will be used in the final report. 

How will my data be used? The findings will be used to produce a report 
for Citizens Advice Liverpool, which will also 
be submitted for academic assessment. 

Who will have access to my data? Me and my supervisor.

Will my data be archived for use in other 
research projects in the future?

No. 

How will my data be destroyed? All files will be permanently deleted from all 
devices at the end of the project (Summer 
2025). 

Are there any risks in taking part?
Talking about some of the issues, such as discrimination, may make you feel uncomfortable. If you 

experience any discomfort, please make it known to the researcher(s) immediately. We can pause the 

interview, take a break or stop at any time. CAL provides sources of support if needed. 

Are there any benefits in taking part?
There are no direct benefits for participants. However, you will be contributing to research about 

issues the trans and non-binary community face, thus bringing to light key issues and hopefully 

bringing about some change.

What will happen to the results of the study?
After my report is handed in and marked Citizens Advice Liverpool may want to publish the 

report on their website.  

mailto:L.Hancock@liverpool.ac.uk


What will happen if I want to stop taking part?
Nothing will happen if you stop taking part, no questions will be asked about why you are 

withdrawing.

Results up to the period of withdrawal may be used, if participants are happy for this to be done. 
Otherwise, participants may request that the results are destroyed, and no further use is made of 
them., We can only withdraw your data prior to anonymisation - after that it isn’t possible because we 
cannot identify people’s data. If you want to withdraw you can contact my supervisor at 
L.Hancock@liverpool.ac.uk

What if I am unhappy or if there is a problem?
If you are dissatisfied or encounter any issues, please feel free to reach out to Lynn Hancock-
L.Hancock@liverpool.ac.uk , and we will do our best to assist you. If you are unable to resolve your 
concerns with us or wish to file a complaint, you may contact the Research Ethics and Integrity Office 
at ethics@liv.ac.uk.  Please include the study name or description (to help identify it), the names of 
the researcher(s) involved, and details of your complaint. The University is committed to upholding the 
highest standards in processing your data. However, if you have concerns about how the University 
handles your personal data, you have the right to file a complaint with the Information Commissioner's 
Office by calling 0303 123 1113. 

Who is doing the study?
Kezia Edwards (student researcher) and Lynn Hancock (academic supervisor) with Citizens Advice 

Liverpool. 

Who can I contact if I have further questions?
If you have any concerns about any part of the study, you should contact the lead researcher Lynn 

Hancock.

 L.Hancock@liverpool.ac.uk

+44 (0)151 794 2980

Alternatively, if you wish to speak to someone outside the research team you can contact the
University of Liverpool Research Ethics Department: Email: ethics@liverpool.ac.uk 

Discussing sensitive or distressing topics
Our study may involve discussions of personal or sensitive topics, which could potentially lead to 

emotional distress. We want to assure participants that they are under no obligation to answer any 

question that makes them feel uncomfortable. Participation in this study is entirely voluntary, and 

participants can skip questions or withdraw at any point without any negative consequences.

In the event of distress, the following procedure will be followed:

• The interview or session will be paused immediately.

• Participants will be given time to reflect and decide whether they wish to continue or withdraw 

from the study.

• If needed, we will provide resources or contact information for support services.

Our primary goal is to ensure that all participants feel respected and supported throughout the research 

process.

mailto:L.Hancock@liverpool.ac.uk
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mailto:ethics@liv.ac.uk
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Appendix 2 – Consent form

 Research Participants Consent Form
(interview by student researcher) 

Version 1: 06/12/2024

Title of the research project: What are the barriers faced by trans people seeking 
employment?
Name of researcher(s): Kezia Edwards and Lynn Hancock 

Please circle answer. 

1. I confirm that I have read and have understood the information sheet dated 06/12/2024
for the above study, or it has been read to me. I have had the opportunity to consider
the information, ask questions and have had these answered satisfactorily.  YES / NO 

2. I understand that taking part in the study involves voice voice-recorded interview.  YES / 
NO 

3. I understand that my participation is voluntary and that I am free to stop taking part
and can withdraw from the study at any time without giving any reason and without
my rights being affected. In addition, I understand that I am free to decline to answer
any particular question or questions.   YES / NO 

4. I understand that I can ask for access to the information I provide, and I can request
the destruction of that information if I wish at data prior to anonymisation, I understand that 
following publication I will no longer be able to request access to or withdrawal
of the information I provide.  YES / NO 

5. I understand that the information I provide will be held securely and in line with data
protection requirements at the University of Liverpool until it is fully anonymised.
YES / NO 

6. I understand that signed consent forms and original audio recordings will be retained in a 
password protected computer only accessible by Kezia Edwards and Lynn Hancock 
until the submission of the report in May 2025.  YES / NO 

7. I agree to take part in the above study.  YES / NO 

__________________________               __________                       
______________________
Participant name                                         Date                                      Signature 



Kezia Edwards                                              1/03/2025                           K.Edwards
______________________
Name of person taking consent                        Date                                  Signature

Principal Investigator                                                         Student Investigator
Lynn Hancock                                                                      Kezia Edwards 
University of Liverpool                                                      University of Liverpool 
L.Hancock@liverpool.ac.uk                                         hskedwa7@liverpool.ac.uk                              
+44 (0)151 794 2980                                                           
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Appendix  3 - Questions for Interviews:

Citizen’s Advice volunteers/ staff interviews 

What do you believe to be the most common barrier trans-people face when comes to employment 
and/or the workplace?

How common is it for trans people to feel unsafe at their workplace?

How common is it for trans people to face misunderstandings and/or lack of respect within the 
workplace regarding their gender identity? 

How effective are workplace policies in supporting transgender employees?

How do you assess whether a workplace benefits package is truly inclusive of transgender 
employees, especially when it comes to healthcare and gender-affirming care?

What type of biases or barriers do transgender employees face in hiring, promotion, or career 
progression?

Can you give me an example of the type of barriers faced?

What types of support or resources does your organization provide to help transgender employees 
navigate their careers and ensure they feel supported?

Do you see unique challenges faced by transgender individuals from marginalized communities (e.g., 
black, indigenous, people of colour, or those with disabilities)? 

How does CAL address these complexities? 

What steps does CAL recommend for fostering a workplace environment where transgender 
employees feel safe and respected?

What policy changes would you suggest improving the workspace experience for transgender 
individuals?

Does your organization advocate for specific training or educational programs for employers and 
employees, regarding transgender inclusion?

If so, how effective have these programs been?

How important are allies in the workspace, and how does your organization encourage allyship 
among cisgender colleagues?

What advice would you give to a company seeking to create a more inclusive hiring process?

External participants 



What role does the lack of transgender-inclusive policies play in creating barriers to employment?

Do you think the legal protections available your region adequately address the challenges 
transgender/nonbinary people face in the workplace?

What do you think are key factors that make a workplace feel inclusive or exclusive for 
transgender/nonbinary employees?

How important do you think access to gender-affirming facilities, like restrooms and dress codes, in 
maintaining a comfortable work environment?

How do you think biases during interviews affect transgender/nonbinary applicants’ chances of being 
hired?

Do you think media representation of transgender/ nonbinary individuals influences workplace 
inclusion? How?

How do you envision the future of transgender/ nonbinary inclusion in the workplace?

How do you believe stereotypes or misconceptions about transgender/ nonbinary people affect their 
ability to find or maintain employment?

What advice would you give to employers looking to better understand and support transgender/ 
nonbinary employees?

Can you give me an example of when your gender identity was fully respected or celebrated in a 
professional setting?

What has been your overall experience navigating the job market as a transgender or non-binary 
individual?

How would you describe the level of awareness or sensitivity to transgender/ nonbinary issues in the 
workplaces you’ve encountered?

Are there policies or accommodations you believe should be standard to support transgender 
employees in the workplace?

How comfortable do you feel being “out” about your gender identity at work, and what factors 
influence that decision?
If you could make one change to improve the hiring process for transgender individuals, what 
would it be?



Appendix 4- interview themes 

(1. Health, Wellbeing, and Safety;
(2. Workplace Environment and Hiring Practices; 
(3. Emotional Toll; 
(4). Effective Strategies for Inclusion.




