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Abstract. Despite growing efforts around diversity and inclusion, transgender indi-
viduals in the workforce still face barriers to fully integrating in the workplace (Cor-
lett et al., 2023a). This leads to a problem of ongoing discrimination in society and
in modern workplaces, where organizations and their leadership play a crucial role.
With the aim of giving visibility to the barriers faced by transgender workers, and
showing strategies to promote inclusion, we explore the social and economic benefits
of including trans individuals in organizations. With this objective, we conducted a
scoping review of the existing literature from 2014 to 2024. After the analysis, the
findings reveal that, while transgender individuals have gained visibility in society,
they still face discrimination, which negatively affects their well-being. However, the
analysis concludes that organizations with inclusive policies as well as trans workers
who perceive having supportive colleagues are key mechanisms for reducing discrimi-
nation towards trans workers. At the economic level, the implementation of inclusive
policies fosters financial performance, greater innovation, and increased market value.
Theoretical and practical implications are discussed.
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EXPLORANDO NUEVOS RETOS EN EL AMBITO LABORAL: EL BENEFICIO MUTUO

DE INCLUIR A PERSONAS TRANS EN LAS ORGANIZACIONES

Resumen. A pesar de los crecientes esfuerzos en torno a la diversidad y la inclusion, las
personas transgénero tmbajadoms ain enfrentan barreras para sentirse plenamente
integradas en el dmbito laboral (Corlett et al., 2023a). Esto conlleva un problema de
discriminacion continuada en la sociedad y en el dmbito laboral, en el que las organi-
zaciones y sus lideres desempenan un papel fundamental. Para reducir estas barreras
que enfrentan las personas trans trabajadoras, exploramos los beneficios sociales 'y
econdmicos que supone la inclusion de estas personas en las organizaciones. Con este
objetivo, realizamos una revision sistemdtica de la literatura existente entre 2014 y
2024. Tras el andlisis, los hallazgos revelan que, si bien las personas transgénero han
ganado visibilidad en la sociedad, ain enfrentan discriminacion, lo que afecta nega-
tivamente a su bienestar. Sin embargo, el andlisis concluye que las organizaciones con
politicas inclusivas y la percepcion de los trabajadores trans de contar con compaieros
y compaieras que les apoyan logran reducir la discriminacion hacia las personas trans.
A nivel econémico, la implementacién de politicas inclusivas fomenta el rendimiento
financiero, una mayor innovacién y un aumento del valor de mercado. Se discuten
las implicaciones tedricas y précticas, criticas para crear organizaciones modernas e

inclusivas.

Palabras clave: Trabajadores transgénero; inclusién; factores sociales; factores

economicos; discriminacion; diversidad; revision de literatura.
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1. Introduction

Organizational diversity and inclusion (D&I) has gained international relevance
among HR managers and organizational leaders. The 21st-century workforce
has become increasingly diverse with minorities, women, people from eth-
nically diverse backgrounds, and people with a variety of lifestyles (Dovidio
etal,, 2017). A diverse workforce is valuable today for organizations, not only as
a moral objective but also as a business objective (Arenas et al., 2017). Having
heterogeneous teams can bring higher productivity as it leads to contestation of
different ideas, more creativity, and superior solutions to problems (Van Knip-
penberg & Hoever, 2017). In contrast, homogeneity may lead to greater group
cohesion but less adaptability and innovation (Herring, 2009, p. 219). Therefore,
promoting diversity and acting accordingly has become a priority (Shijaku &
Elgoibar, 2023).

Promoting diversity implies creating an inclusive environment that supports
all minorities. However, existing research on inclusion of minority workers often
focuses on broader categories such as gender or sexual orientation, leaving a crit-
ical gap in understanding the unique challenges faced by transgender employees,
hereafter trans employees. This study therefore addresses an important gap in
the literature, offering insights into the inclusion processes of trans workers that
are essential for promoting equitable organizational environments. In this sense,
our research question is: What are the social and economic outcomes of trans-
gender inclusion in organizations?

By deepening the evidence of inclusion of trans workers in organizations,
this study contributes to the advancement of several United Nations Sustainable
Development Goals (SDGs). The research is aligned not only with broader SDG
goals but also with specific targets within these goals, thereby reinforcing the role
of academic research in promoting sustainable, inclusive, and equitable organi-
zational practices (Biosca and Wilk, 2025). In this regard, the study addresses,
first, Goal 5: Achieve gender equality and empower all women and gitls; Goal 8:
Promote sustained, inclusive and sustainable economic growth, full and produc-
tive employment and decent work for all; and Goal 10: Reduce inequality within

and among countries.

2. Being transgender

Transgender individuals are people whose gender identity differs from the gen-
der assigned at birth (Corlett et al., 2023a). In this sense, transgender individ-

uals do not conform to the binary association of female with vagina and male
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with penis. For example, they can have a vagina and identify themselves as men
(Baggio, 2017). Within the scope of transgender people, there is a wide range
of possibilities to express this gender identity. On the one hand, there are trans-
gender men whose bodies at birth are associated with females, but they identify
themselves as males. On the other hand, there are transgender women, whose
gender assigned at birth is male but whose gender identity is related to females
(Boncori et al., 2019). Both cases suggest that transgender individuals tend to
adapt themselves to their gender identity. They may identify through changes
in their name, acquiring typical clothes, and following stereotypes to be seen as
the gender identity they identify with (Baggio, 2017). Furthermore, transgender
individuals have the option to go through medical treatments to facilitate their
transition process and achieve full alignment with their gender identity (Bag-
gio, 2017). However, accessing these transition processes can be challenging and
expensive, thus making them dependent on the purchasing power of each indi-
vidual, among other factors.

In recent years, there has been an increase in individuals coming out of the
closet and accepting their transgender identity, which has led to a rise in the
recognition and visibility of this minority group (Goryunova et al., 2022). For
instance, there has been an increase in the literature regarding LGBT issues and
the significance of LGBT individuals in the global talent pool (Singh, 2023). In
addition, the coming out of transgender individuals, such as the actress Laverne
Cox or the Olympian Caitlyn Jenner, has paved the way for more transgender
individuals to embrace and express their true identities (Goryunova et al., 2022).
Despite these advancements, transgender individuals are still a minority group
that is marginalized by society and struggles with complex challenges in their
daily lives (Singh, 2023). These challenges include violence, restricted access
to health care, and limitations in sports participation, mortgage approvals, and
home ownership, among others (Brahma et al., 2023; Goryunova et al., 2022).
This situation is aggravated by societal attitudes, as half of society still does not
accept the possibility of having gender identities that differ from those assigned
at birth, a sentiment commonly known as transphobia (Goryunova et al., 2022).
These conflicting perspectives might create a range of environments for trans-
gender individuals, where progress and acceptance intersect with discriminatory
behaviours, significantly affecting the experiences of these individuals.

Why is it relevant to study trans inclusion in modern organizations? First,
transgender inclusion is a matter of social equality. As a minority group, trans-
gender individuals suffer discrimination and prejudices, which translates into the
need for practices in organizations that embrace inclusivity and equal oppor-

tunities. Organizations that respect and promote human rights through these
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practices are essential to having a more equitable society. Secondly, transgender
inclusion is associated with corporate social responsibility (CSR), which reflects
the company’s commitment to ethical behaviour and stakeholder engagement.
Today, community expectations encourage companies to adopt CSR practices
more aligned with current values. Third, the creation of an inclusive workplace
benefits society but also improves the company’s reputation and stakeholder
engagement. Furthermore, transgender inclusion benefits talent retention. When
companies embrace diversity and inclusion, they can improve employee reten-
tion and engagement, as employees are more comfortable in the company and
less likely to seek other opportunities. In conclusion, understanding the different
impacts of transgender inclusion on organizations is essential to achieving social

equality and creating a society that supports respect and justice for all individuals.

3. Methodology

We developed a scoping review methodology to answer our research question:
What are the social and economic outcomes of transgender inclusion in orga-
nizations? This methodology aims to answer broad questions by identifying
the available evidence in the published literature (Verdejo et al., 2021) on an
emerging topic and reporting this evidence (Corlett et al., 2023a). The research
process follows a three-stage model outlined by Xiao and Watson (2019), which
involves planning the review, conducting the review, and reporting the findings.
This section breaks down the initial stages of the process, focusing on “planning
the review” and “conducting the review”. The stage of “reporting the findings” is
presented in the Results section. An overview of the approach employed in the
research is provided in Figure 1.

The planning phase involves formulating the problem through the develop-
ment of research questions and creating the review protocol. The latter consists
of establishing inclusion criteria and screening procedures. The main research
question aims to assess the social and economic impact of transgender inclu-
sion in organizations. The inclusion criteria encompass various aspects such as
the selection of databases, publication date range, language preferences, research
areas, operators, and keywords.

The selected databases for this study include Scopus and Web of Science.
The primary languages considered are English and Spanish. The publications
included in the research focus on business, economics, management, social sci-
ences, psychology, and public administration. The literature analyzed spans from
2014 to 2024, due to the shift in social awareness towards the LGBT commu-
nity, specifically the transgender community (Singh, 2023). The keywords used
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Figure 1. Diagram of the review process
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in this research include “transgender’, “inclusion’, “diversity’, “workplace’, “prac-
tices, “policies’, “social outcomes’, “financial outcomes’, “organizational effects’,
and “value of firms”. Boolean operators such as “AND” and “OR” are combined
with the keywords to refine search queries and join similar concepts to identify
relevant articles.

The next stage, conducting the review, involves a systematic approach consisting of
five steps: searching the literature, screening for inclusion, assessing quality, extracting
data, and analysing and synthesising the data (Xiao and Watson, 2019). The initial
step, searching the literature, involves collecting relevant literature based on the crite-
ria specified in the review protocol. As stated in Figure 1, by combining the specified
keywords and the Boolean operators across the databases mentioned above, the study
yields an initial pool of 321 articles. The screening process progressively narrows down
the literature. Initially, articles are filtered based on the year of publication between
2014 and 2024 (n = 297), followed by English and Spanish languages (n = 279),
and finally by the research fields of business, economics, management, social sciences,
psychology, and public administration (n = 251). The next step is inclusion screening,
which involves an examination of abstracts to determine if the articles address the
research questions mentioned above (Xiao and Watson, 2019). After reviewing the
abstracts of the 251 articles left after the filtering, the study resulted in 35 articles
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retained. Subsequently, the quality assessment is initiated, and the selected articles
undergo full-text review, with a final selection of 26 publications. The first author
performed the selection of articles and the initial proposal on the social and economic
factors related to trans workers' inclusion, while the second author reviewed the selec-
tion and the classification of the factors. Any discrepancies regarding the inclusion of
papers and classification of factors were discussed until full agreement was reached

among the authors.

4, Results

4.1 Description of the studies

Table 1 provides an overview of the final selection of the literature and indicates
the metadata as well as the methods used, samples, and main findings for each
study, classified by social and economic levels. In this review, a total of 26 articles
from 22 different journals were selected based on the criteria explained in the
methodology. The resulting distribution of the topic categories and associated
journals in the final sample are displayed using a double pie chart in Figure 2.

The outer ring in Figure 2 indicates the journals along with the corresponding
count of articles from each. Conversely, the inner ring represents the distribution
of articles across seven different research areas included in the review. Most of
the articles in this literature selection fall under the Business and Economics
category, comprising nine articles. In addition, there are five articles in Social Sci-
ences, three in Public Administration, three in Psychology, three in Managerial
Economics, two in Gender, and one in Business, Management and Accounting.

In terms of the methodologies used in the sample of articles, sixteen stud-
ies employed a quantitative approach, which involved collecting numerical
data through subsequent statistical analysis to identify trends or correlations.
Common data collection techniques included experiments, questionnaires, and
published data observations. In contrast, the remaining ten studies employed a
qualitative approach, primarily relying on two data collection techniques. These
methods encompassed semi-structured interviews, characterized by a predeter-
mined set of questions, that allow going in-depth into some of the topics, and
review of existing literature.

An analysis of the geographical origins of the data was conducted to determine
which countries were more engaged in the discourse on transgender inclusion.
The data were obtained from studies conducted in 35 countries, with the United
States in a leading position, followed by the United Kingdom, the Netherlands,
Brazil, Australia, Italy, and Spain (Chaparro-Pérez et al., 2023).
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Exploring new challenges in the workplace

@u::.:sauu

.muUEM\—u,wm\_nm Jownsuod W:N
IoyIEW 10qe] 93 Aqpatdaye
e OQENE\_OMHQQ E\—@ W:N
S IUI[EI dI0W 19TIE puE
a8ewr 19119q € 4araponpoid

pue ‘uonEn|eA I93IEW ‘SUINIAIL

Spo3s aaySiy aaey soprjod suonea1asqo  39seaep eurpniduo]  [ewnof JuswoSeuey 9OUBWIOJIO] WHL] 1 Buayy,
HSD 10w M swL] - vsn Jeak -way €871 PapEIRUENY 18oreng L10C pue Luenbs [enxeg aesodior RS g~ ueys
“12a0uIN3 03 A[P1] *sarjod Juawramodwa JusWUIIA03 [RIIPAY
$SI] 21T T ST JUIWUOIIAUD Ajrer>adsaar sonpax saonoead UOBEIISTUIWPY SN Y3 jo saakordway goyy 1 ‘wahndN %
Spom aYI 24119d  JAISIOUT 3N ‘SUORUAIUT JIA0UITY SAHA $T0T Y3 woiy 21qnd JO MIARY Suowe suonuaiur svaouany  “[ ] ‘ounsoSy g “H
oym saakordwd 1 goT aaySiy aaey saakordwd 1 gy vsSn saakoidwo gp/ gy Avains :aneanueng) uedLIIWY 8T0T :s9000€1d SIOM AISIPU]  QUIAYT “IA] ‘TeMIBYqES
*ssauaanioddns
J0 eI © SUBEaId UT [EIUAUNISUT
2q 4ew 310ddns jo sad1mos TeUINIXY
“UOLBURULISTP PaArdIad 19MmO]
11paid 3usaop smaess suen
noqe uado Supg-uoneunULISP
pasradiad ssa] 101paid suondeas voneuruLIdsI(] Anuapy
s1p0M00 2an10ddns pue IPUIL) PIATIII FUINGUL
sanrjod reuoneziuedi(y uaw Aarszaar(] 19puany ssouuad () [enprarpuy pue D) MET R YN
SUEI) ULY) UOHEUTWILISTP saahordwo Aonans surquo pue pue uoneIUILI) ‘s19310M07) ‘suonezIUESIO) MO ‘[qOH] “Y T “ZOURIEIN
- 210w paaraaiad uatuom suey, vsn sopuadsuen gTT saded taapeanueng)  [enxag jo ASojoyddsg <102 :suondY - suex] e[dyIon “N ' ‘s88my
M Gesmeng
“Apiqesyoad pue Aanonposd goouewiopradway 2 “JN [ “‘uorsnpy
‘onpea way uo pedwr aansod SUOIIEAIISQO JuswafeueAl a3 dueyus saprjod aerodiod “y 900D “T [
vaaey sopijod 140 - vsn Jeok Wy e,79¢ aanInuEn) 92IN0SIY UBWNE] L10C aansoddns-1 457 o ‘(praozelg “S RIYPId
sSurpuy srwouooy s3urpuy [epog Aazunopy spdweg oy Joog /euanof’ aeax api, sioqany

13

RIO, N° 36, 2026



Maria Ribas & Patricia Elgoibar

“aouewiojsad [eIuaWUOIIAUD
pue ‘s1apjoyayess aedoy

‘voneandas 9axrew eiodiod

‘way a3 jo
s1eod oy yarm uSie 3eya sarjod

10 sweaoad Jururen ySnoay

2IMI[ND UIASEH JO IXIIUOD

A3 woij 2udpIAd Tednardwg

a3 sasuanpur Ajanisod vorsnpur 1 goyT Sunowosd uawdopadp uy auswdoppadp d[qeuressns X 1T R “Q) ‘Sueyy g
uorsnpur [euoneziuediQy Ul [E1IU9SS 93T SIaTEUBIA] uede[ soruedwooggy ] Asaans :aaneanuenc) J[qeureIsng 20T Ppue uorsnpur [euonezIueSiC) ‘erewnsiey] “x ‘Suarz
*pasuEnU 2I0MW S S
[E190S 03 P3IL[21 UOHBUTIULIDSIP
JO Y[S11 9Y ], *30U S0P Jwodur
12481y Inq ‘UOnPUNILIDSIP s9IMPAI
uonEINp? Y31y ‘W UL 10,
*UOLIEUTWILIISIPIO) $10308f 511
218 UOLIEINPIMO] PUE JWOIUT MO]
‘0TI ‘SSE[D [BID0S ‘UIWOM SUEII JO,] ‘H'D
‘uawom ‘uoneurWLSIp Supualadxs jo SIfI0M SUEIIG) Ay IsureSe I[N R “D) ‘SSE[D)
SUBI] UBY3 UOREINP PUE  POOYI[YI] Y3 $ISLIIOUT [ENpIAIpUI s[enprarpur JuawaSeuey voneurwrsipSuniojdxanyom  “r) 9pIepA -zonbagjy
JWODUT JIMO] IABY UIW SUL], aapuadsueny aym-uou e Surg VSN PAYnudpl -suenyeeyy  Adans :aaneanuens) ur 19puany 0202 e Laapewiou-siy “I'IN ‘zoagng
“4dnad0 ues Lo suonrsod °[*]A “e29su0,]
a3 s129pE Yorym @ouereadde “1apuad oy 03 aoejdsrom 2 “A g ‘Sunaey
11943 03 anp Juswiodws anp pauonsanb s|yg spenpiarpur 9y ur sjeuorssajoid sopuadsuey “0) [ ‘searig eapig
Surpuy sonmorgrp aoey sopuadsue arepowont 03 UQWI SUB]  ADIAIIIUI PAIMIONIS put s12pea] Jo saouarIadxd e I N d TeIqeD)
sfeuorssajoid sueay, swuy jo ssouparedaid jo ypep izeag 9 puE uIWoOM SuER 6 -Twas :aa1IEIIENC) 29Ga0) €20C :suonezruedio Sunwiojsuely, “0) ‘Dismoydwarg
‘Buraq -[om TeorSojorsdyd *UOIEUTWILIDSTP
puE qUIUINUWO)  1amO] put sapmane qof aaoidwr 03
“uonIA1 ‘uondeysies qof djay ues 330ddns wary-sorweudp 9210pji0M 19pUT
“Aaanonpoid 2akordwazoedur drysuoneper [eros ur aueyd ¢ MITARY -suE13 23 jo 2anIng pue quasaid
sy srqoydsuely, sarpdur ssa001d uonsues Ay, erpup sapnae 9T sisfeue smoworqrg  A19190G pue ssaursng €20C ased oy Surpparaun) :a4s paryy ‘A “ySuig
g e
I[EW PUE CWY UIIMIA IIPTP
synsas 9[doad 1opuslsuen
URPIA STETPIATPUT 19PU9Bst>
uey Juawdodwaun saySiy
pue A112a0d 10y8iy Swoour s[enprarpur sapuadsueiy
J9MO] IARY S[ENPIATPUT UL, - VSN S[enpuarpursuengyyzzg  Avains :aaneinueng) SONUOUOH INOqe ] 1202 JO SIWOIINO JIYILW INOQE] YT, ‘A ‘uouuryg
sSurpuy srwouody sSurpuy [eog Anunory spdweg oy sjooq /[euanof Te3x opLL, sioany

?v:ﬁ.ﬁﬁnﬁ-v wﬁOmudeﬂﬁMhO Ul UoIsnOUl SII3I0M SUEI] JO SIWO0IINO0 DIWOU0II PUE [PID0S 93 UO 2I1NJBIIII] ﬁuvuuvﬁom T 219¢],

RIO, Ne 36, 2026

14



Exploring new challenges in the workplace: The win-win of including trans workers in organizations

Figure 2. Selected literature by journal and field

4.2 Analysis of the inclusion of trans workers at social level

4.2.1 Discrimination in the workplace

Transgender individuals, as a minority group within society, often suffer signif-
icant levels of discrimination in the workplace (Boncori et al,, 2019). This dis-
crimination can be overt, such as through harassment, denial of promotions, or
the assignment of illegitimate tasks. It can also be subtle, manifesting as ostra-
cism, microaggressions, microinvalidations, or microinsults (Chaparro-Pérez
etal., 2023; DeSouza et al., 2017; Garcia Johnson and Otto, 2022). For instance,
in the study by Garcia Johnson and Otto (2022), the authors suggest that trans-
gender individuals are often assigned illegitimate tasks, even though these are
not within the scope of their jobs. These tasks are unnecessary or unreasonable,
and transgender individuals are discriminated against by their cisgender coun-
terparts, which leads to higher levels of burnout. In addition, some specific situa-

tions of subtle discrimination include not replying to emails or treating someone
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Figure 3. Selected literature by country
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differently because of their appearance (Chaparro-Pérez et al.,, 2023; DeSouza
et al,, 2017). Such discriminatory behaviours are due to cissexist bias, with sev-
eral consequences for transgender employees. On a personal level, discrimination
worsens the physical and psychological health of transgender individuals, leading
to higher levels of burnout, as well as depressive and anxious tendencies (Garcia
Johnson and Otto, 2022; Ruggs et al., 2015). In addition, discrimination has eco-
nomic consequences, resulting in higher unemployment rates and lower income
(Boncori et al,, 2019). Additionally, discrimination negatively impacts employees’
performance, resulting in lower productivity and participation, as well as higher
turnover intentions (Goryunova et al., 2022; Sabharwal et al., 2019).

Despite these adversities, certain factors, such as the degree of “passability” and the
transition process, help to reduce the level of discrimination within the organization.
“Passability” refers to how closely transgender individuals align physically with tra-
ditional social gender norms. Higher levels of “passability” are associated with fewer
obstacles and less discrimination, as well as lower probabilities of being ignored or
misunderstood (Baggio, 2017; Stempkowski et al., 2023). Studies suggest that the
more advanced individuals are in their transition process, the less discrimination they

experience, and the higher their self-confidence and efficacy (Corlett et al., 2023b).
4.2.2 Segregation among transgender individuals

Transgender employees often experience discrimination from colleagues. How-
ever, discrimination levels vary according to gender identity (transgender men
or transgender women), race, age, and socioeconomic status (DeSouza et al.,
2017). Principally, transgender women (assigned male at birth), experience
more discrimination than transgender men (assigned female at birth). This is
because transgender women face a double burden of discrimination: transpho-

bia plus the sexism that all women experience. Transgender men also experience
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discrimination, but it tends to be less severe because they are perceived as cis-
gender men by their counterparts, and thus have higher “passability” (Shannon,
2022).

Additionally, transgender women are more likely to be unemployed, live in poverty,
and have lower income and educational levels compared to their female-to-male coun-
terparts, which enhances discrimination. Moreover, transgender men generally have
higher academic levels, which reduces discrimination (DeSouza et al., 2017; Sudrez
etal, 2022). Discrimination levels are also influenced by race. For instance, Black and
Indigenous transgender women experience more discrimination than white transgen-
der women. Although the situation is similar for transgender men, racist biases have
fewer effects on them, as gender discrimination between men and women still plays a

significant role in society (DeSouza et al,, 2017; Sudrez et al., 2022).

4.2.3 The Role of co-workers and leaders

A supportive work environment is essential, as it affects the employees’ attitudes
and productivity. The attitudes and behaviours of co-workers and leaders are cru-
cial in determining the level of discrimination that transgender individuals might
face (Boncori et al,, 2019). A supportive working environment that fosters open
communication can significantly reduce discriminatory attitudes, improve job and
life satisfaction, and commitment of transgender employees while also reducing
their anxiety and burnout levels (Cancela et al., 2020). However, the reality is that
organizations usually provide minimal support. Leaders are often unprepared
to manage diversity, and co-workers are typically uninformed about transgender
issues, forcing transgender employees to educate their colleagues (Baggio, 2017;
Stempkowski et al., 2023). In addition, some co-workers might be transphobic and
have high levels of social dominance, meaning that they perceive their gender to be
superior. This resistance against transgender individuals enhances discrimination
and reduces the perception of co-workers as allies, reducing authenticity (Fletcher
and Marvell, 2023; Kleintop, 2019). In that sense, several studies recommend pri-
oritizing the creation of training programs for co-workers to develop a support-
ive environment. This training can help to humanize transgender employees and
improve the co-workers’ attitudes towards their transgender colleagues (Boncori et

al., 2019; Cancela et al., 2020; Kleintop, 2019; Stempkowski et al., 2023).

4.2.4 Implementation of Policies

Fostering an inclusive environment in the workplace is essential for improving the

situation of transgender employees. Moreover, the presence of LGBT-supportive
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policies is also important, as they can help to reduce perceived discrimina-
tion, enhance employee satisfaction, and improve the overall firm environment
(Brahma et al,, 2023; Ruggs et al., 2015). These policies can be voluntarily imple-
mented by the organization, or mandated by the state (e. g. Spain’s Trans Law:
Ley 4/2023, de 28 de febrero, para la igualdad real y efectiva de las personas
trans y para la garantia de los derechos de las personas LGTBI). Regarding orga-
nizational policies, Hur (2020) and Sabharwal and colleagues (2019) note that
policies fostering a fair, open, supportive, and empowering environment are more
effective in reducing discrimination. On the other hand, regarding state policies,
Brahma et al. (2023) suggest that companies in states with LGBT-supportive
policies are more likely to foster inclusivity. However, authors disagree on the
effectiveness of these policies. DeSouza et al. (2017) argue that state policies
are more effective than organizational ones, whereas Sudrez et al. (2022) and
Boncori et al. (2019), contend that even state policies are insufficient, leaving

transgender individuals vulnerable.

4.3 Analysis of the inclusion of trans workers at economiclevel

Although this field of study is in its eatly stages, research suggests that LGBT
individuals and LGBT-supportive policies contribute positively to financial per-
formance and firm value (Brahma et al., 2023; Chintrakarn et al., 2020; Hossain
et al., 2020; Lourengo et al., 2021; Pichler et al., 2018; Shan et al., 2017).

4.3.1 Financial performance

Lourengo et al. (2021) conducted a simultaneous estimation and found a positive
correlation between financial performance, measured using Return On Assets,
the firm value, and the existence of LGBT executives. These executives not only
enhance firm value but also attract well-qualified employees, thereby improving
commitment and reputation. Additionally, this relationship is more pronounced
in countries with a higher GDP per capita and more tolerant attitudes towards
LGBT individuals. Similarly, Brahma and colleagues (2023) noted that LGBT-
friendly policies contribute to economic development and increased GDP per
capita in those more supportive regions, and firms operating in LGBT-friendly
states are more likely to adopt such policies. Furthermore, Shan and colleagues
(2017), through a regression analysis, established that firms exhibiting high
levels of corporate sexual equality (CSE), through offering equal opportuni-
ties to employees, experience higher stock returns, productivity, and market

value. Therefore, including CSE policies can enhance firms" performance and

RIO, Ne 36, 2026



Exploring new challenges in the workplace: The win-win of including trans workers in organizations

competitiveness, mainly due to better talent attraction and employee produc-
tivity. However, contradicting the statement of Lourenco and colleagues (2021),
this study determined that regional differences in the acceptability of LGBT

individuals do not significantly impact firm value.
4.3.2 Competitive advantage

Different studies conclude that adopting LGBT-supportive policies leads to more
favourable credit ratings in financial markets, increased competitive advantage,
lower financing costs, and an improved firm reputation (Brahma et al, 2023;
Chintrakarn et al., 2020; Lambert, 2015). These studies, as well as Shan et al.
(2017), observed that the effectiveness of LGBT-supportive policies does not
vary significantly between regions with high or low social acceptance. Longarino
(2020) aligned with the findings of the aforementioned authors, adding that diver-
sity-supporting actions can boost demand due to increased consumer engagement
with socially responsible firms. On the contrary, discriminatory behaviour against
trans individuals results in higher economic costs, such as recruiting expenses, as it
affects the morale of employees, which at the same time decreases productivity and,

in the end, increases turnover rates (Sabharwal et al., 2019).
4.3.3 Sustainability

Organizational inclusion of LGBT individuals can positively influence not
only the corporate market performance but also the environmental perfor-
mance of the firm (Zeng et al., 2024). Businesses that value diversity in their
workforce and are more committed to inclusion are more likely to prioritize
social responsibility and ethical behaviours, including environmental sustain-
ability (Zeng et al., 2024).

4.3.4 Innovation

LGBT policies have a significant positive impact on firm innovation, as reflected
in a higher number of patents and trademarks (Hossain et al., 2020). The authors
mention that treating individuals in the workforce equally can provide a favour-
able environment that ultimately adds value to the firm. In relation to this effect,
firms with LGBT policies and active research and development activities have a
greater increase in firm value, productivity, and profitability compared to those
without such policies. These positive outcomes tend to grow after the adoption
of these policies. However, firms with LGBT policies but without research and
development activities experience decreased profitability (Pichler et al., 2018).
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5. Discussion

This study has explored the social and economic outcomes of trans workers’
inclusion in organizations. As the results of this study indicate, by promoting
inclusive environments, organizations obtain the moral benefits of equality,
respect, and fairness for all individuals. In addition, the inclusion of trans work-
ers also contributes to financial benefits, becoming a win-win for workers, orga-
nizations, and society.

In terms of the social impacts of including transgender individuals in the work-
force, this review found that trans workers suffer both overt and subtle discrimi-
nation, negatively affecting their mental health and other outcomes. The level of
discrimination varies according to gender identity, race, and socioeconomic status,
with transgender women facing more significant challenges. However, supportive
co-workers and policies can help reduce discrimination and enhance the experi-
ence of transgender employees. Regarding the economic factors, results suggest
that inclusion could lead to increased financial performance, productivity, talent
retention, and even sustainability and innovation. Additionally, the implementa-

tion of supportive policies is associated with lower turnover intentions.

5.1 Theoretical and practical contributions

This study makes several significant theoretical contributions to the field of trans
inclusion within organizations. The study found that transgender individuals
still face discrimination, but it varies based on their gender identities. It high-
lights the importance of supportive co-workers and inclusive policies to improve
attitudes towards transgender employees and enhance their work experiences.
Specifically, the analysis shows that while some studies consider organizational
policies to have a stronger impact, others conclude that state legislation plays a
more relevant role in inclusion. Furthermore, this analysis helps to reduce the gap
in the existing literature and expand the knowledge and outcomes of implement-
ing inclusion practices for trans workers in modern organizations.

In terms of practical contributions, first, this study explores a proactive
approach for organizations to promote inclusion for trans workers. Studies sug-
gest that the inclusion of trans workers can lead the way in innovative approaches
to solution design, given their experiences in overcoming barriers. This con-
tributes not only to social benefits (i. e. reputation and well-being) but also to
economic benefits (i. e. competitive advantage and financial performance). Orga-
nizations can take this approach by (a) promoting trans workers who can act as

role models, as seeing someone they aspire to be like can motivate and attract
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trans workers as well as normalize transgender identity inside the organizations
(Anzani et al,, 2025); and (b) avoiding heteronormative systems such as binary
bathrooms or gendered dress-codes (Corlett et al.,, 2023a). Secondly, studying
the vulnerable workforce benefits organizations by offering insights into prac-
tices that increase organizational inclusion and social justice (Restubog et al.,
2023). For that reason, supervisors and co-workers should also be trained in the
inclusion of trans workers. We expect that addressing the social and economic
outcomes of including trans workers will help organizations, as systems, and
their members—Dboth teams and the trans collective—break down barriers and

make trans workers’ lives more fruitful and dignified.

5.2 Limitations and future research

This study has some limitations. First, the sample size was too small given the
novelty of the area; more studies are needed to better understand the implica-
tions of transgender inclusion. Second, most of the papers reviewed were based
on studies conducted in Western countries (i. e. the UK and the US). Given the
impact of the context on the perception of barriers and the role played by legis-
lation (e. g., European Directive), this research area would benefit from studies
conducted in diverse contexts (e. g., cultures). The impact of LGBT inclusion
initiatives in different regions needs further research. We expect that this analysis
acts as a seed for future studies aiming to improve the inclusion of trans workers

and their dignity in organizations.
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