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Today’s workplaces and workforces have never been so dynamic. Technology, global work, social 
media and workforce demographics continually shift, requiring companies to constantly monitor 
and evaluate their talent strategy … because people, all types of people, are an organization’s most 
important asset. 

Diversity, equity and inclusion (DE&I) strategies have helped welcome and support an increasingly 
diverse workforce. Those strategies are brought to life through supportive day-to-day experiences 
and interactions that create a welcoming, safe and equitable workplace for everyone. An area that 
has received little attention, however, is gender identity. 

Microsoft sponsored this study in an effort to better understand and address the needs of employ-
ees who identify as transgender and gender nonbinary. Rather than focusing on just their own 
employees, Microsoft commissioned WFD Consulting to examine the experiences of workers in a 
variety of industries and to provide actionable recommendations that would be useful to all types of 
organizations. 

The first step was assembling an advisory team made up of active trans allies and advocates to 
advise on study design, analysis and recommendations. Advisors included clinicians, transgender and 
genderqueer individuals, and parents of transgender children. Then interviews were conducted with 
a range of study participants including 46 individuals working in six different industries who define 
themselves as transgender or gender nonbinary; 18 parents of transgender and gender nonbinary 
children employed in seven industries; 39 HR, benefits and DE&I professionals from 12 organizations 
across nine industries; as well as professionals from six leading advocacy groups.

The report offers a host of actionable measures organizations can take to confirm their commit-
ment to creating a safe, welcoming and inclusive workplace for transgender and gender nonbinary 
individuals. They fall into four categories: 

• Organization commitment and culture

• Benefits, policies, guidelines and infrastructure

• Cultural competence, relationships and allyship

• Representation, career aspirations and advancement
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What follows is a preview of some of the key learnings:

Employees who are transgender are like every other working 
person: they want to be respected and valued, and to feel safe and 
welcomed at work.

• Organizations can help ensure respect for transgender, gender nonbinary and gender non-con-
forming employees with a clearly articulated set of core values that create a foundation for a 
workplace that is respectful, ethical, safe, welcoming and inclusive. And then they need to live 
by those values.

• Only 20 states provide protections for both the sexual orientation and gender identity of 
employees. Organizations demonstrate their commitment to their LGBTQI+ workforce by 
ensuring that non-discrimination policies and codes of conduct include strict prohibitions 
against harassment, discrimination and retaliation related to gender identity and expression. 
If a company is looking at acquisitions or new office locations in places that don’t have strong 
protections or are discriminatory, additional support services should be put in place for LGBTQI+ 
employees and their families.

• Transgender employees are not just workers who have transitioned (or are planning to transi-
tion) from male to female or female to male. This group includes many other employees who 
fall along a spectrum of gender identity and expression such as those who identify as gender 
nonbinary, gender fluid, gender non-conforming and genderqueer. In addition, employees may 
have a child who is transgender or gender nonbinary, and they need to feel valued and sup-
ported, too. Understanding the stresses and unique needs of both transgender employees and 
parents of transgender children can be key to their effectiveness at work. 

Medical benefits are very, very important to transgender employees 
and parents of children who are transgender. 

• Organizations may think their health insurer covers medical procedures for employees who 
identify as transgender, but closer inspection may reveal that many important gender-affirm-
ing treatments are excluded on the grounds of being “not medically necessary.” Self-insured 
companies can remedy this and fully-insured companies can seek the most comprehensive plans 
possible.

• Some health plans place age or other restrictions on certain types of gender-affirming medical 
care for children even when a clinician considers it necessary and parents agree that the treat-
ment is critical to their child’s health and well-being. Companies can seek coverage that places 
responsibility for age-related care decisions with clinicians.
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There is no one-size-fits-all approach to successfully transitioning  
at work.

Employees transitioning at work typically seek guidance on process, often finding little direction. 
While it is important to have guidelines in place, the individual should always be empowered to lead 
the plan and be involved in every aspect of decision-making. The company should play a supportive 
role helping to problem-solve when it is needed, and make the work environment welcoming and 
comfortable for the individual and everyone else.

• Data collection and maintenance are a challenge. For employees who are transitioning at work, 
it’s important that IT systems be modified to reflect the employees actual information such as 
chosen name, affirmed gender and chosen pronouns, ensuring legal names be treated as highly 
confidential information and only be stored, used, or shared where it is absolutely necessary. 

Organizations need to be alert to welcoming a new generation that 
views gender more dynamically. 

• Current and prospective employees do their research! They often check the Human Rights 
Campaign’s Corporate Equality Index (CEI) to get a sense of an organization’s workplace culture 
and trans-related benefits, hoping to find a score of 100%.

To determine how trans-friendly a company is, job seekers look for welcoming practices such as an 
option to indicate a preferred name and a third gender (e.g., nonbinary or self-description of gender 
identity) on employment applications and in job interviews.

Inclusive facilities and dress code policies and practices help affirm 
employees’ gender identity and expression.

• Allowing everyone to use the bathroom of their choice and having several gender-neutral 
bathrooms conveniently located provide visible confirmation of an organization’s commitment to 
supporting gender identity in the workplace. 

• Gender non-conforming employees often don’t dress in normative binary “male” and “female” 
fashion, so one way to support gender expression is to expect everyone to dress appropriately 
for their job and workplace, leaving required male or female uniform choice, if applicable, up to 
the employee. 
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Because there’s still a deficit of knowledge about transgender and 
nonbinary people, education and cultural competence are key to 
creating a work environment where all employees feel comfortable 
and accepted.

• Educating the workforce about gender identity is a big job, one that the organization—and not 
transgender and non-binary employees themselves—should lead. This can best be accomplished 
with a dedicated professional in HR or DE&I. The absence of such a role puts an unfair burden 
on trans workers to fill the void and to do the work of educating others. 

• Inside organizations, a lot of change related to the trans and gender nonbinary community has 
been, and continues to be, driven by brave and “out” LGBTQI+ people. Employee resource 
groups are invaluable resources for the organization as well as to trans and nonbinary staff. 

• Unfurling a rainbow flag in June and offering awareness or training programs in honor of Pride 
month aren’t enough. To create sustainable and embedded cultural competence throughout 
the organization, it takes continuous and layered opportunities for training, education and 
skill-building. 

• Typically, unconscious bias training has been focused on race and gender issues. To be more 
inclusive and have a broader impact, organizations should expand the training and case studies 
to include gender identity, gender expression and sexual orientation.

Family-friendly benefits for dependent caregiving apply to everyone.

• Families of transgender and nonbinary workers come in many different configurations. For 
example, some trans individuals are estranged from their biological or adoptive families and 
have “chosen” families who more fully accept them. An organization’s leave benefits should be 
expanded to reflect the way employees define their “family.”

• Excluding gender-based language from fertility, surrogacy and parental leave policies ensures 
equal access to these benefits. 
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Workplace advocates can make a big difference in the well-being 
and productivity of employees who are trans. Such allies are critical 
to both supporting LGBTQI+ employees and changing the culture. 

• Engaging and educating colleagues to be LGBTQI+ allies in the workplace provides a model 
of acceptance for others to follow. These individuals provide “safe spaces” at work, sending a 
visible signal that LGBTQI+ employees are welcome.

• Allies can be key in educating other workers about use of correct pronouns and not misgender-
ing their trans colleagues.

Transgender employees need to know that their organization 
is “equal opportunity,” and that their performance and career 
trajectory will be evaluated on their merits—not their gender 
identity or expression.

• Training and education for supervisors is critical to ensure they don’t evaluate employees with a 
biased perspective, and to help them feel more comfortable supervising individuals who may be 
different from them.

• Having more openly LGBTQI+ people in senior leadership roles would reduce the pressure 
employees may feel to conform to gender identity and expression norms in order to move up in 
the organization.

Interested in learning more?
These are just a few of the important study findings. For those interested in a deeper dive, the 
full report contains historical context, a bit of gender identity 101, employee and parent interview 
summaries, and a list of actions organizations can take to confirm their commitment to creating a 
safe, welcoming and inclusive workplace for everyone, specifically members of the trans community. 
It also includes a glossary of key terms and a list of additional resources and tools. l

About WFD Consulting
WFD Consulting (WFD) is an employee-owned, women-owned business, recognized as a 
leading work-like and diversity, equity and inclusion (DE&I) consulting firm. We specialize in 
the development and implementation of strategies that enhance employee engagement, 
advancement and performance. 

https://www.wfd.com/PDFS/Gender%20Identity%20and%20the%20Dynamic%20Workforce%20-%20Creating%20an%20Inclusive%20Workplace%20Final%20Report%20-%2010.1.19.pdf

