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We are delighted to 
share our latest report 
published in Harvard 
Business Review ('HBR)

Link: Click here

Link: https://hbr.org/2023/03/companies-are-failing-trans-employees#

https://hbr.org/2023/03/companies-are-failing-trans-employees
https://hbr.org/2023/03/companies-are-failing-trans-employees
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We surveyed 6.7k respondents in 8 countries for the report

8
Countries 

across
5 continents

2,230
TGNC

respondents

2,245
Cis LGB

respondents

6,758
Total 

respondents

2,283
Cis straight 
respondents

Australia

Brazil

France Germany

India

Mexico

UK

USA

34
TGNC

interviewees

Asia Pacific

Europe 

Americas
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Select key messages from HBR article 
The lived experience of TGNC employees is very difficult
• Worryingly, more than 40% having experienced sexual harassment or misconduct in the workplace

Surprisingly, TGNC employees are least comfortable coming out to HR and benefits teams
• In 7 out of 8 countries, HR ranked last or second-to-last

Coming out is a challenge for TGNC employees 
• Fewer than a third of TGNC employees are out at work

TGNC inclusion has a significant impact on talent strategies 
• >50% dropped out of the recruiting process, declined a job offer, or left a company because they 

perceived a company as non-inclusive

TGNC employee impacts employee experience and performance 
• Out TGNC employee feel more authentic (81%) and innovative (70%)

A concerted effort is needed from multiple stakeholders to fix the situation
• The board and C-suite, HR staff and direct managers need to step up to make change

Source: https://hbr.org/2023/03/companies-are-failing-trans-employees#

https://hbr.org/2023/03/companies-are-failing-trans-employees
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In addition, we have authored many more original 
thought leadership reports 

Diversity Dividends 
in Southeast Asia

Pride with Purpose: 
How Businesses Can 
Support The Global 
Movement For 
LGBTQ+ Human 
Rights (with GiveOut, 
Goldman Sachs, 
Latham & Watkins)

Fostering Pride in 
higher education 
(India) (with IIM-A 
and Pride Circle)

Why the First Year 
Matters For LGBTQ+ 
Employees

A New LGBTQ+ 
Workforce has 
Arrived (with the 
New York LGBT 
Center)

Global Champions: 
Why Fast-growing 
Emerging Market 
Companies are 
Embracing LGBT+ 
inclusion
(in partnership with 
Open For Business) 

https://www.bcg.com/publications/2020/diversity-dividend-in-southeast-asia
chrome-extension://efaidnbmnnnibpcajpcglclefindmkaj/https:/static1.squarespace.com/static/60a93f202bf00616333598e8/t/615dd9e33a80a4746f9e51e0/1633542169685/Pride+with+Purpose+Report
https://www.bcg.com/fostering-pride-in-higher-education
https://www.bcg.com/publications/2021/first-year-of-inclusive-work-environment-for-lgbtq
https://www.bcg.com/publications/2020/inclusive-cultures-must-follow-new-lgbtq-workforce
chrome-extension://efaidnbmnnnibpcajpcglclefindmkaj/https:/static1.squarespace.com/static/5bba53a8ab1a62771504d1dd/t/5dcdaa165615bd6a00f03190/1573759526393/New+Global+Champions+-+why+fast+growing+companies+from+emerging+markets+are+embracing+LGBT%252B+inclusion+%2528full+report%2529.pdf
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Kushal Khandhar 
(he/him)

Global Pride Director
India

Americas

The team of LGBTQ+ DEI experts

Pierre Dupreelle
(he/him)

MD & Partner
USA

Nicolas Llinas
(he/him)
Principal

USA

Michael Schachtner
(he/him)

MD & Partner
USA

Annika Zawadzki
(she/her)

MD & Partner
Germany

Elliot Vaughn
(he/him)

MD & Sr. Partner
UK

Ashley Dartnell 
(she/her)

Global DEI Sr. Director
UK

Kushal Khandhar 
(he/him)

Global Pride Director
UK

Pierre Dupreelle
(he/him)

MD & Partner
France

Europe Asia
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France: Country deep dive
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Outness & Presenting
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Being out | Only 19% of TGNCNB employees are fully out with their coworkers 
and almost 40 do not present their true gender expression to coworkers

51%

30%

19%Most/all

All TGNCNB

Some

None

…even less TGNCNB employees are out & present to 
customers / clients

Are you out with your 
gender identity/ 
expression with 

clients / customers?

Do you present your 
gender identity/ 
expression with 

coworkers?

Are you out with 
your gender 

identity/ expression 
with coworkers?

40%

60%

No

All TGNCNB

Yes

64%

24%

12%

Some

All TGNCNB

Most/all

None

Majority of TGNCNB employees are not out or to their 
coworkers, over 1/3 do not present…

Question(s): Are you out with most / all of the following people?, N=269; Do you present your gender identity to the following people? N=269; 
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

49%

51%

No

Yes

All TGNCNB

Do you present your 
gender identity/ 
expression with 

clients / customers?

France data only
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Being out | People who are not out have mixed opinions of whether they want 
to be more out; only few find it as an advantage & feel discouraged

19%

31%

Not out
to 

coworkers

Out to
some 

coworkers

36%
53%

35%

43%
29%

4%

Not out
to 

coworkers

Out to
some 

coworkers

How do you feel about how out you are 
currently at work?

"Being out about one's 
gender identity at 

work is generally an 
advantage

Wish I was out
to more people

Happy
with outness

Wish I was out
to fewer people

"Presenting one's gender 
identity at work is 

generally an advantage

28%

43%

24%

Not out
to 

coworkers

Do not 
present 

to 
coworkers

Out to
some 

coworkers

Question(s): How do you feel about how out you currently are at work?, N=219; In our own opinion, being out about one’s gender identity in one’s 
professional life is generally…?, N=219; What are the top 3 reason(s) that discourage you from being out about your gender identity with coworkers / clients, 
or customers? N=240
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

I keep my private life 
separate from my 
professional life
(25% of respondents)

#1

I worry about negative 
impact on promotion / 
career progression
(19% of respondents)

#2

I worry about negative 
reactions from 
coworkers
(16% of respondents)

#3

What are the top 3 reasons that 
discourage you from being out with 
coworkers / clients, or customers?

People that are somewhat out are most 
inclined to want to be out to more 

people….

… few find it an advantage 
in reality…

… highlighting fears of having private 
lives exposed & impacting careers

France data only



11 Co
py

ri
gh

t 
©

 2
02

2 
by

 B
os

to
n 

Co
ns

ul
ti

ng
 G

ro
up

. 
Al

l r
ig

ht
s 

re
se

rv
ed

.

Being out | .. and employees are less likely to be out to HR / Benefits team 
than junior coworkers / direct reports

34% 34%

19%

12%

FriendsFamily 
members

Coworkers Clients
/Customers

1.8x

Respondents were 1.8x more likely to be 
out to most family than coworkers

And respondents are 35% less comfortable being out to 
HR than junior coworkers / direct reports

75

65

58

52

49

43

Junior coworkers/ 
direct reports

LGBTQ network / 
group

Senior coworkers

Direct manager(s)

Peers

HR/Benefits team

-35%

Rank the top 3 groups you feel most comfortable being out to

Question(s): Are you out with most / all of the following people?, N=269; Please rank up to 3 groups you generally feel most comfortable being out about 
your gender identity at work?, N=131
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

Although HR manages TGNCNB
benefits, respondents still don't 
feel as comfortable coming to 
them as they do with others

France data only
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TGNCNB vs. Cis-LGB | In comparison to LGB employees, TGNCNB employees 
have a harder time coming out & are more likely to hide their identities

76%

29%

22%

65%

Out 
Cis-LGB

6%

Have
covered

Out
TGNCNB

Unsure

Haven’t
covered 
identity

2%

2.6x

How would you describe the coming out 
process about your sexual orientation to 

coworkers in comparison to gender identity? 

Have you hidden your LGBTQ+ 
identity at work in the past 12 

months?

TGNCNB employees are 1.4x 
less likely to be out to most / 

all coworkers…

14%

24%

62%Easier

Equally
challenging

Harder

Respondents 
largely agree that 
the coming out 
process as LGB
people is easier

51%
35%

30%

39%

19% 26%

All TGNCNB

Most/all

All Cis-LGB

Some

None

1.4x

.. and are 2.6x more likely to 
cover their identity 

TGNCNB respondents think coming 
out with gender identity is harder 

compared to sexual orientation

Are you out to your 
coworkers?

TGNCNB people who identify LGBQ+

Question(s): Are you out about your identity to your coworkers?, N=269 (TGNCNB), N=260 (LGBQ+); Have you hidden your LGBTQ+ identity at work in the past 
12 months? N=50 (TGNCNB), N=68 (LGBQ+); How would you describe the coming out process about your sexual orientation to coworkers in comparison to 
gender identity? N=238
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

France data only
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TGNCNB vs. Cis-LGB | Most out employees came out within the first 12 months 
across the TGNCNB and LGB populations

How long did it take you to come out at work?

It is crucial that 
employees come out in 

the first 12 months

Interestingly, TGNCNB
employees are more 
likely than cis-LGB
employees to come 

out within the first 12 
months

Question(s): From when you first joined your company, how long did it take you to come out about your gender identity? N=131 (TGNCNB), N=170 (LGB)
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

43%

100%

41%

3%13%

Percentage of TGNCNB people who are out to coworkers (%)

31%

100%

38%

Out within 
first 12 months

Openly out 
during recruiting

21%

Out within 
first 5 years

10%

Out in 5+ years Total

Percentage of cis-LGB people who are out to coworkers (%)

84%

69%

France data only
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Benefits of being out | Being out drives engagement & creativity

…feel nearly 1.5x more protected… ...feel nearly 1.5x more 
empowered…

…feel nearly over 2.0x more 
supported by coworkers

36%

23% 25%

Somewhat 
out

Out 
TGNCNB

Not 
out

1.5x

40%

32%
29%

Not
out

Out 
TGNCNB

Somewhat
out

1.4x

38%

28%

18%

Out 
TGNCNB

Somewhat
out

Not
out

2.1x

Strongly agree: "My manager recognizes 
my full potential and lets me use my 

strengths"

Strongly agree: "I feel supported by my 
coworkers in case I suffer 

discrimination "

Strongly agree: "There are consequences 
for anyone who behaves in a disrespectful 

ways towards TGNCNB individuals"

Fully out TGNCNB employees…

Question(s): Q2x22. How much do you agree or disagree with the following statements? “In my current job…”, N=269
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

France data only
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Benefits of being out | Those who are out & present see positive effects
>70% of coworkers report feeling more authentic & comfortable from being out & presenting at work

29%

38%

34%

31%

28%

35%

31%

41%

34%

30%

31%

38%

30%

36%

0 20 40 60 80

Creative

66%

Comfortable

Authentic

Productive

Innovative

Engaged

Professional

70%

72%

64%

62%

65%

67%

Being out at works makes me feel […] Presenting at work makes me feel […]

26%

26%

27%

29%

20%

23%

25%

44%

40%

37%

26%

32%

35%

37%

0 20 40 60 80

66%

70%

64%

61%

58%

55%

53%

Question(s): Being out about my gender identity at work makes me feel…? N=131; Presenting my gender identity at work makes me feel…? N=142
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

Somewhat moreMuch more

France data only
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Recruiting
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Recruiting | Over half of TGNCNB individuals cite inclusivity towards all gender 
identities as a major criteria for choosing a job

Is inclusivity towards all gender 
identities a major factor to you 

choosing a job?

I only interacted with cisgender / hetero 
employees
(19% of respondents)

#1

The company did not convey a 
commitment to TGNCNB employees
17% of respondents)

#2

#3
There was no application specific for 
LGBTQ+ employees
(16% of respondents)

49%

17%

35%

NoYes Somewhat

TGNCNB people find it crucial for 
employees to accept all gender 

identities

… yet 51% of people thought their 
recruiting process wasn't entirely 
inclusive of all gender identities

… with many people feeling it was not 
inclusive due to lack of representation during 

the application process & benefits

What were the top 3 reason(s)
the recruiting process didn’t feel inclusive

Was your recruiting process 
inclusive of all gender 

identities?

44%

56%Yes

No

#4 There were no TGNCNB inclusive policies 
(16% of respondents)

Question(s): Is inclusivity towards all gender identities a major factor to you choosing a job? N=269; Was your recruiting process inclusive of all gender 
identities, N=269; What were the top 3 reasons) that made the recruiting / onboarding process at your current company feel not inclusive? N=138
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

France data only

For those not out, 
only 27% thought the 

recruiting process 
was inclusive
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Recruiting touchpoints | Throughout the recruiting & onboarding lifecycle, 
TGNCNB people have had to drop out due to a lack of inclusivity

58%

Have you ever done any of the following due to a company's lack of TGNCNB culture or policies?

Chosen not to 
apply to a job

Dropped out of 
recruiting

Declined a job 
offer

Left a company 

Non-inclusive culture can restrict 
over half of all TGNCNB talent 
from even applying to a job 

Of those that choose to apply, 
~40+% of people have cited 

dropping out, declining an offer, 
or leaving a company due to a 

lack of inclusive culture or policies 

Question(s): Have you ever done any of the following due to a company's lack of TGNCNB culture or policies?, N=269; 
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

45%

44%

40%

France data only
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Recruiting touchpoints | Most impactful way to improve TGNCNB recruiting is 
by focusing on 1,000 daily touchpoints to make sure candidates feel included

TGNCNB individuals who had a positive or somewhat positive recruiting process

Of TGNCNB individuals that had 
a positive recruiting process, the 
most cited was the importance 

of feeling protected & non-
discriminated

People also emphasized the 
importance of being asked how 

they can feel more comfortable

Question(s): What were the top 3 reasons that made the recruiting / onboarding process feel inclusive?, N=176
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

France data only

1

2

3

4

I did not get the sense that people at the company were 
transphobic/ homophobic

The company made you feel like you were protected

My interactions with others felt inclusive of all gender 
identities

People asked me what they can do to help me feel 
comfortable
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Experiences on the job
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Touchpoints | 81% of TGNCNB employees have experienced negative behaviors 
at work in the past 12 months

19% 14% 13% 54%

0 20 40 60 80 100

10+ types5-9 types1-4 typesNever

"Nevers" "Sometimes" "Routinely"

In the 12 months, have any of the following events at work happened to you directly? 26 types of 
incidents tested
included in backups

• Most common amongst transgender people –
specifically men

• Skews slightly higher towards people under the 
age of 35

Question(s): In the past 12 months, have any of the following events at work happened to you directly? N=269
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

France data only
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Touchpoints | Backup: TGNCNB individuals who are out to most / all coworkers 
are the most likely to experience 10+ negative behaviors

10% 6% 8% 76%

10+ types5-9 types1-4 typesNever

Out to 
most / 

all

Out to 
some

Out to 
none

5% 14% 17% 64%

30% 18% 12% 40%

0 20 40 60 80 100

138

TGNCNB individuals 
who are partially out 
or mostly / fully out 

experienced 
significantly more 

aggressive behaviors 
than those who are 

not out

Question(s): In the past 12 months, have any of the following events at work happened to you directly? N=269
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

France data only
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~½ of employees referred to by 
the wrong gender or actively 

excluded by coworkers

Touchpoints | Many TGNCNB employees reported directly experiencing 
discriminatory events, e.g., misgendering, being asked inappropriate questions

Question(s): In the past 12 months, have any of the following events at work happened to you directly? N=269
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

28% 32% 26% 26% 27% 28% 29% 24% 24% 26% 23% 25% 21%

20% 15%
20% 20% 18% 15% 14% 19% 18% 16% 17% 14% 18%

Assumed to 
like certain 
interests

Dis-
couraged 

from 
coming out 
with gender 

identity

Dis-
criminated 

against 
while using 
bathroom

Dis-
couraged 

from
using 

preferred 
pronouns

Referred 
to

by wrong 
gender

46%

Asked invasive 
gender 

questions

Required 
to wear 

gendered 
specific 
clothes

Denied/
discouraged 

from 
career 

advancement

Sexually 
harassed / 

sexual 
misconduct

Told not to 
share 

identity with 
coworkers

Required 
to use a 

gendered 
bathroom

Actively 
excluded by 
coworkers

Forced
to disclose 

identity with 
coworkers

47% 45% 43%
46%47%

39%40%42% 42%43% 43% 40%

More than once Once

In the past 12 months, I was…
~2/5 of employees report being 
a victim of sexual harassment / 

misconduct 

France data only
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Touchpoints - Indirect | Additionally, employees hear / overhear discriminatory 
discussions while at work

Question(s): In the past 12 months, have any of the following events at work happened to you directly N=269 
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

34% 29%
37%

28%

17% 22%
14%

21%

Dismissive comments about 
LGBTQ+ pop culture/events

51%

A colleague or manager 
minimize or negatively discuss 
identity-based events or groups

Other coworkers discuss 
negative remarks or confusion 

about TGNCNB individuals

52%

Gossip about my gender identity

52%
49%

More than once Once

In the past 12 months, I heard/overheard…

Over ½ have heard employees gossip 
about their gender identity, 

decreasing inclusivity

France data only
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Touchpoints – Clients/Customers |..and have similarly negative experiences in 
dealing with clients / customers

25% 28% 27%

20% 13% 13%

41%

Expressed discomfort 
towards me, but no 

manager or colleague 
backed me up

Made a homophobic 
/ transphobic 

remark or “joke”

Made a homophobic or 
transphobic remark or 

“joke”, and no 
colleague backed me up

45%
40%

More than once Once

26% 23% 22%

14% 17%
12%

Told to not share 
that I am TGNCNB to 
clients/ customers

Told to remain off 
camera, or not speak 

with a client / customer 
due my gender identity

41%

Forced to share that 
I am TGNCNB to 

clients/ customers

34%
40%

In the past 12 months, a client / customer… In the past 12 months, I was….

Although companies cannot control a customer 
making discriminatory remarks, managers 
should not be bystanders to the situation

Although companies cannot control a customer 
making discriminatory remarks, managers 
should not be bystanders to the situation

Although companies cannot control a customer 
making discriminatory remarks, managers 
should not be bystanders to the situation

It is crucial for employees to not only feel 
comfortable with their identity in the workplace, 

but in front of clients as well

Question(s): In the past 12 months, have any of the following events at work happened to you directly? N=269
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

France data only
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Allyship | Vs. non-LGBTQ+, cis-LGB community is generally more skeptical that 
there is public support & a visible agenda for TGNCNB inclusion

16%

27%

15%

23%

12%

8%

17%

31%

9%

19%

8%

16%

No public support 
or commitment

Public support & a visible 
part of company agenda

Unsure

Public support, 
but not a daily priority

Some support, but not
consistent across teams

No direct resistence, 
but no outspoken support

Cis-LGB Cis-Non LGB

Question(s): In your view, is your current company committed to supporting TGNCNB inclusion? (Cis LGB: N=260, Cis non-LGB: N=265)

Do you think your company is committed to 
TGNCNB inclusion?

Cisgender queer employees 
are slightly more skeptical 

about active TGNCNB
corporate inclusion 
compared to their 

heterosexual counterparts

France data only
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Allyship | ~90% of cis respondents believe company does not have an "ally" 
group / are unsure

Does your company offer a structured "ally" program for cisgender employees who want to support TGNCNB
employees?

Question(s): Does your company offer a structured "ally" program for cisgender employees who want to support LGBT+ people, including Transgender, 
Gender Non-conforming, Non-binary (TGNCNB) employees?", (Cis LGB: N=260, Cis non-LGB: N=265) "Yes, there is one and I am a member" 
Source: BCG Global TGNCNB Study – France; (August 2022); BCG Analysis

~20% of employees believe 
that their company offers a 
structured cisgender "ally" 

program

All cisgender employees (regardless of sexual orientation)

19%

81%

Yes No/ Unsure

France data only
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The services and materials provided by Boston Consulting Group (BCG) are subject to BCG's Standard Terms 
(a copy of which is available upon request) or such other agreement as may have been previously executed by BCG. 
BCG does not provide legal, accounting, or tax advice. The Client is responsible for obtaining independent advice 
concerning these matters. This advice may affect the guidance given by BCG. Further, BCG has made no undertaking 
to update these materials after the date hereof, notwithstanding that such information may become outdated 
or inaccurate.

The materials contained in this presentation are designed for the sole use by the board of directors or senior 
management of the Client and solely for the limited purposes described in the presentation. The materials shall not be 
copied or given to any person or entity other than the Client (“Third Party”) without the prior written consent of BCG. 
These materials serve only as the focus for discussion; they are incomplete without the accompanying oral commentary 
and may not be relied on as a stand-alone document. Further, Third Parties may not, and it is unreasonable for any 
Third Party to, rely on these materials for any purpose whatsoever. To the fullest extent permitted by law (and except 
to the extent otherwise agreed in a signed writing by BCG), BCG shall have no liability whatsoever to any Third Party, 
and any Third Party hereby waives any rights and claims it may have at any time against BCG with regard to the 
services, this presentation, or other materials, including the accuracy or completeness thereof. Receipt and review of 
this document shall be deemed agreement with and consideration for the foregoing.

BCG does not provide fairness opinions or valuations of market transactions, and these materials should not be relied on 
or construed as such. Further, the financial evaluations, projected market and financial information, and conclusions 
contained in these materials are based upon standard valuation methodologies, are not definitive forecasts, and are not 
guaranteed by BCG. BCG has used public and/or confidential data and assumptions provided to BCG by the Client. 
BCG has not independently verified the data and assumptions used in these analyses. Changes in the underlying data or 
operating assumptions will clearly impact the analyses and conclusions.
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