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Preface

transgender persons are employed. One of the challenges is

workplace discrimination issue against the transgender
employees. Further, the role of transformational leadership has
been examined in déng with workplace discrimination issues.
The study is based on qualitative analysis where in the validity and
credibility of the study is ensured using data triangulation i.e. data
is collected through unstructured interviews, participant
observation ath documents & pictures. Also, source triangulation
i.e. different categories of respondents included 6 transgender
employees, 6 other employees who works closely with transgender
employees, 3 HR personnel, and the Executive Director Akhuwat.
The study supprts the role of transformational leadership in
handling workplace discrimination. The values & principles, like
respect and brotherhood are the core factors affecting the
workplace discrimination against transgender employees.
Especially, in absence ofrimalized HR policies and regulations,
the values & principles plays a pivotal role. Such values of
brotherhood and respect encourages the employees to hold a non
discriminatory organizational culture. Data shows the transgender
employees are more hardwargi motivated, loyal and satisfied
for merely being respected and recognized by the organization.
This study of transgender employment experiences and the role of
transformational leadership opens new lines of inquiry for
understanding gender inequalitied work, and it builds on

The study explores the challenges an organization face when



scholarship that combines political, social and economic
approaches with transgender studies.
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1. Introduction

gender identity has madethe orgnizationsdevisepdlicies

for its effective management. Diversity managyement entails
recognition for the workforce differerces eg. individual
characteristics, backgrounds, €ligions, valies in orér to gain high
utilization of individual talents toneet organization goals (Shenet
al., 2009. Thechallenges of workforce diversity are based onrace,
gendy, age, ethnicty, and religion (Kossek, Lobel & Brown
2005. Much reseach of workforce divesity has been focused
on race, ethnicty, and gender (Kosek & Lobel, 1996 p.2)
howewer ignoring the implications of gender identity of the
workforce for organizations.

Gender is what we do, not what we are born with (West &
Zimmerman, 1987 and sexs biologically assgned at birth based
onindivid u a aretomy, whereasgender is the socd elabaation
of biological sex (Eckert & McConrell, 2003. Today, definition
of gender is not any more restrcted to male and fermale only.
There is increasing awareness and recognition of anotter
gender identity i.e. third gender consttuting those who
identify themseles astransgndered. A transgender personrefers
to the one who do not align their gendx identity with their
assgned sex (Pepmr & Lorah, 2008. This refers to those
individualswho do notidentfy themseles with the sexthey were
asdgned at birth. For instance, a biological female identifies
A. Matem, S. Bajwa, &D. Mamoon (2019)E mp | oy i ng T K&MBoake n g «
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hersdf asa male stuck inside of a female-s baly. As the stuly is
conduced in Pakigan where locally transgender persons are
known as - k Bjasira - thus bah the terminolaies i.e.
transgenderand khwajasiraare inter-changeable.

When transggender persons become pat of the workforce
the issues of workforce divesity arise. In many counties
across the globe transgenderpeope are socially excluded,
economiclly deprived and emoionaly oppressed group of
socigy. As organizations are social structures, multiple
challenges may surface upon inclusion of transgenér personsin
the workforce. A major challenge wil be to create accepiability of
transgendr persons (khwajasiras) amang other employees so to
mitigate any chances of workplace discrimination. Literature
supportsa major objective of diversity maregenment asto postion
the organization clea of any charges of discrimination (Shen et
al., 2009.

Discrimination happens when someame is deried equal rights
and opportunities because of higher persamal characteristics. A
lot has been written on disaimination bagd on gender issues,
however, little is known aboutdisaimination forms and impads
faced by transgen@r empbyees. Transgender people are
stigmatized and discriminatedby society (Pep@r & Lorah, 2008)
therefore it is eminant to study the measures an organization
should undertke to rule out chances of workplac
discrimination. Discrimination has long lastihng effects on
per s o psychwlogical and physical healthand stress level (King,
2005. Mental illness like arxiety, depression,and low self-
esteem are triggered by discrimination(lrwin, 2002 Clements
Nolle et al, 2006 Gainor, 200Q. Such conditions thushave
severe impact on the workforce performance which is a
coneem for the organizations.

Based on thdar sexual orientation, literature discusses
transgender people with other minorty groupsi.e. lesians,gays,
bisexuals and tranggender (LGBT). However, much attentionis
given on the issuesof discrimination faced by lesbiansguys and
bisexuals (LGBs) in the workplace (Churg, 2003 Chung ef al.,
2009 Lidderdde et al, 2007 Raggns & Cornwell, 2003
Smith & Ingram, 2004. This enda'ses more research is needed
on digrimination issuesornceming thetranggender persons.

Recent developmentsin Pakistanregarding transgendr people
includes the Supreme Court of Pakistan officially declaring
them as third gender locally known as Ki@wa j a sand a
protecting their rights to vote and run for office. Also, the
honorable con ordered the transgender personsshoud be given
egul human rights, inheitance rights and equal emplbyment
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opportunties (EEQO). Despite, this minority communty is stll

oppressed and stigmatized desgerately fighting for a respectable
place in Pakigani socéty. Their economicreliance is restricted to

darting, singing, begging on the streds and prosttution. The

stereotypical conduct of socigy has reduced them so they are

left with no dignified job opportunties. In his article Erin Kilbride

(2015 highlighted that in 2009 censustransgendx people were
countedbetween 80,000- 300,000howe\er, exact figure is not

mentioned anywhere. Another study gives an estimation of

transgender communty around 500,000 (Behzan, 2015. Such a

significant minority group is forced to live under inhumane
eonomic, saial, and hedth standards.

Now as they are acapted as a separate entity i.e. third
gerder (known as Khawgjasira) in the country, there is growing
recognition of bringing improvenents in their social, economic,
health and edwcation. Akhuwat is an organization that hasoffered
empbyment to this sodally abandaned minority. In the year
2001, Akhuwat initiated provisionof interest free loan to the
poor to raise their sandard of living. Akhuwat is dedcaed to
improving the lives ofthe poe; thase who are financially abused,
abandoned and disregarded by sockty. ® P o ag defined by
- A kwatu as saneonewho is deprived in any way i.e. socidly,
economially or emotonally. Transgender peoplein Pakistanare

depived and dejected in all above mentioned aspects.
Akhuwat decided not to simply render loans to transgender
peope but to address the issue in a subtle manrer so
maximum could be gained for the long term benefits of
trarsgender individuals. Tansgender peopleare enployed in the
organization to not only aleviate their economic povety but also
to build a social and emotonal supportsystem for them. Making
them havea respectable souce of income will have significant
impact on their socal and emotionaluplifting which will be
long lasting. Keeping in view the present situation of transgenear
peoplein the county, we undetake to study the challenges an
organization face when empbys transgender persons.Also, what
measuresthe organzation should take to manage workforce
diversty so to mitigate chances of any possible discrimination
against them at wikplace. The purpose of this study is to
illuminate issuesan organration nesds to addess to mitigae
workplace discrimination transgnder people may experience.
Workplace discrimination can be multidimensional, or
multilayered (Chojracki & Gilberg, 1994) therefore it is vital to
undestand what multilayered and multidimensonal effects of
discrimination the transgender empbyees face at workplace.
Discarimination occur in organization structue, system, padicies

A. Matem, S. Bajwa, &D. Mamoon (2019)E mp | oy i ng T K&MBoake n g «
3



and practices that can have disdain effect on minorty groups
in the workplace (Dipboye er a/., 2005. Resarch questions this
study has undetaken are: what are the challenges for an
organization empbying transgendr pesons? How can an
organization address the issue of workplace disciimination upon
inclusion oftransgendr empbyees?

Again, how the organization dedls with discrimination at
workplece is detamined throgh its leadership, strategy,
policies and pradices of human resurce, structue (formal
and informal), climate and culture (Dipboye et al, 2005.
The role of top mangement is perhaps the most influential
aspect in dealing with disaimination. A strong leader who
encourage workforce diversity and oppcse disaiminaion will
lead by example that empbyees will follow. This gererates our
third research question as: what is the role of leadership in
dedling with disaimination agginst transgender empbyees at
workplace?

Background of the study

Limited schéerly resarch exists on transgender people
speeifically those employed in carporate sector of Pakistan. This
has enticed the need for studying the subject matter. The
sekcted organization ® A kvt Foundition  has recently
empbyed trarsgendr people in significant number. The
study will highlight the issues of workplace discrimination
raised as a result of adding diversity in workforce based on
gender identty. This is a unique study in pespective of the
Courtry as trarsgender people were not given such an
opportunty on sucha scale by any organization in the past.Also
the rpercussionof such an inclusion of trangender empbyees
to the organization will be arlyzed.

This stuwdy relies heavly on five key works: ® P u rcqldr e
labaur; Emmanwl David (2015, ® 8ll Serving in Silence ;
Bryant & Sailt (2008, Voice, silence, and diversity in 21st
century organiations: Strategies for inclusion of gay, lesbian,
bisexual, and tansgendr empbyees; Ozbilgin et al, (2011),
and® T hdieemmas of workplace discrimination.Discrirmination
at work: The psydiological and organiational bases, Dipbog
& Cdella, (2005). These studies address various agects of
inclusion of transgender individuals in the main stream in
organizatiors. Highlighting different issues, the trangender
empbyees fce in the organizations eg. hedth and sdety
issues,disaimination and hamassment, areer development etc.
Also the issues the organizations nead to undetake while
devisingpoliciesfor inclusion.
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Purposeof the study

The study undertaken aimsto dewelop undestanding aboutthe
trarsgender empbyees as well as what policies and
procedues the organizations will need to devise if
transgendr persons are empbyed. What issues of workplace
discriminaton are raised dter transgender persons are
empbyed in the organization? It will further highlight issues
that transggender people face in paticipating and contributing
effectivdy in the caoporate sector of Pakistan, as many
countries have equl empbyment opportunty policies regarding
incluson of tansgender persons in ganizations.

Scope
The study undetaken exEmp2es: (1) cument diredives,
pdlicies and pradices at Akhuwet Foundiion (2) transgender
(khwajasra) empbye e sxperiences,problemsand issueswvhile
working in Akhuwat Fourdation (3) useof trarsgenderism and its
historical context.

Statement of the problem

Transgender people (khwajesiras) in Pakistan are in a
significant numbe. They are depived of their rights of
edwaion, empbyment, hedth and seurity. Number of
counties aroundthe globe have not only recognized transgender
people accepting them to have aeparate genderidentity but also
have davised policies mtecting their rights for edwcaion,
empbyment, hedth and secuity. Pakistan is lagging behind
in all these aspds.

Thereisdendl in fair andequal treatmentof transgendr people
based on their gerder identty. The pregudice and stigma
assotated with transggender peope have restricced them for
empbyment even if they are qualified. It is diffi cult for society
to go against their set values and mindsets to approveof equal
rights as declared in the Pakistan constittion for al human
beings.

For the first time in Pakistan,transgender peopleare empbyed
by any organization in a spnificent numbe. This has
implications for the organization of adding workforce diveasity
issues.Further it hasrepercussionsof raisingissuesof workplace
discrimination in the or@nization empbying transgencer peopk.

Significance
This study will be an addition into limited literature
found on workplace discriminationfaced by transgender
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empbyees (Disperra ef al., 2010. Noneis found in paspedive of
transgender peopleworking in organizationin Pakistan.

This study is exploratay in nature. It intends to support
any future resarch by eEmpng curently prevaent
directives and policies and prectices undetaken at Akhuwat
Foundition upon incluson of transgender empbyees. Thus, it
is anticipaed that thisstudy will develop undestandihg about the
origins and oucomesof this complex issuelt will further pave
way and clarify the organizations what pdlicies and actions
need to be devised when they plan to inclde transgender
employees.

The nead for change in labour laws and emgdoyment laws
will be highlighted. The judicial systemmay benefit and making
amendmentsin laws keeping in view the results of this tidy.

The transgender commurity as a whole will expeience an
uplift in their economic opporturiiés as the study will assistthe
organizations in formulating nondisaiminating empbyment
policies.

The definitions, terminolaies used in discussions will
clarify the miscorceptions about transgender peopge among
mas®s. This study pursuesto clanfy terminolayies which are
confusedoy public at large e.g. sex, gender,and genderidentity.

Becauseof corflicts and discrimination in the workplace, the
transgender empbyees &e need of counselng and
psychotherapy (Rachlin as cited in Pepper & Lorah, 2008. The
study thus can berefit the career courselors and HR personré in
the organizationto undestandthe factors that contributetowards
disaimination and how the transgender empbyees are affected
by it. At large empbyers, HR personrel and public authoriies
can benefit from the study. Finally, this study will opendoorsfor
future reseachesto be undetaken on thearea.

Objedives of the Study

To explore the problem of workplace discimination
for an organization empbying transgender people

To identfy the role of leadership in addesdng the
issueof workplace discrimination aginsttranggender employees.

Research Question

What are the challenges for the oganization empbying
transgencer persans?

How can an organization addess the issue of workplace
discriminatbn upon

inclusion of tansgendr empbyees?

What is the role of leadership in addessing the issue of
workplacediscrimination fortransgender employees?
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2. Literaturereview

Transgederism Defined

ransgendered are defined as inte-sexed peopk,

transexuals i.e. the people who relate to the gender other

than the sex assgned to them at birth. Generally, a
transgender peason aigns him wth the characteristics socly
assigned to the oppositeex.

@ransgender people are those whose gender identty

(sense of oneséf as a man or a woman) or gender

expression (expressionof oneself as a man or a woman

in  behavior, manrer, and/or dress) differ from

corventional expectations for their physical sex .

Transgender people are not given sufficient recognition in
terms of protection of their rights. Transgender people are
diagnosed with gender identity disoder (GID) and its
ddfinition is as a disabtlf (Human Rghts Campeign, 1999d p6).
Transgender is a term usedto encompassall thoseindividuals

who do not align their gender identty and expressionswith their
biologicd sex and the norms acceptble for that sex by the
society. It includes preoperative, postoperative and non
operdional transseuals, transmenand transwonen (Fassinger&
Arsereau, 2007. Although there is substantial within-group
variability in gender expressionsamong transgender people,
they share in common the adoption of gendx expressionsthat
are (percdved to be) discordnt with their biologicd sex. Also,
trangiender individ u a delsder expressions may be indgpendent
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of their sexual orientation identities (e.g., they may identfy as
gay, lesbian, biseual, hreterosexual, agxual).

Tranggendering includes female-to-male FTM) and mak-
to-female (MTF) transitioning as well as nortidentification with
a paticular gendx or sex, it includes tansvestites, ansseuals,
intersexuals, and thirdjenderists.

History of transgederin South Asia

Transgender people has been acknowledged as Hijra in
arcient Hindu scriptures. Hijras have always been known as the
third gender in India. The literature identifies the roots of
trarsgenderism in primitive era where they were devoed to
worship the Bahiwhara Mata (the Mother Goddess). As pat
of worship they get themseles enasculated andin return the
Bahtchara Mata blesgs them with power to give fertility to
infertile people (Narda, 1999.

Transgender peope are found in every part of the world, they
areacepted andpart of Muslim sockties. Mughal timesin South
Asia mak the presnce of tranggender known as khwajasras
as guards of haem (ladies of the Mughals). Transgendered
(Hijraskhwajasrag were appointed at harems as guardians,
protectors and advisors at the prircdy state of Hyderabad in
Mughal Empire(1526to 1857)(Jaffrey, 1996).

Afterwards, during British rule transgender people -activities
aswell astheir rights of inheritance were restricted by laws like
the Criminal Tribes Act, 1871 and the Dramatic Peformance
Act, 1876. Thus, transgendred were removed and debared
from the sooity (Hoda,2010. British rulers excluded the Ajjras
(trangyender) from sockty calling themmerace and sabotageall
the security and postion they enjoyed during Mughal times.

Since British rule, tranggender peope have been excluded
and isdated from society abtandoning them of their rights for
sheler, educationand hedth, empbyment etc. They are sulject
to worse kind of disaimination, hatred, mockery forcing them
to identity crisis and dgmatization fromevery social class.

Today Pakistan has significant large communties of
transgender people (Ajras or khweasiras) living under poor
condiion. These fransgenar commurtties caled as Chellas
are led by guru Their economic survival is restricied to
darcing at camivals, weddings and births which now a days
has becane a declining trend as more novel mens of
celebrations have been introdued. The only economic choices
they are left with are sexwork and begging (Tufail, 2006). The
future also seemsbleak asno concrete step is beintgken by the
governments fotheir econanic and socal uplift.
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The UN resoluions regarding equdl human rights for
transgender communities has broght a ray of hope. Pakigani
law amendmens (2009) have protected the trarmsgender
communites from identty crisis by declaring them as citizens
of Pakistan. They are denoéd as ® kwiajasira in their identity
cards and are given equal human rights at par with other genders
i.e. male and female. Further, the Chief Justice of Pakistan
ordered that khwgasiras be given with resgdable job
opportunties eg. engaging them in debt ecvery etc. Howewer,
the shift in mindsets of socidgy cannot be driven by simple
legislations. Khvgjasilas are still looked devn and scaned by
many in thesocidy.

In a census of the transvestitesin Pakistan which was
carried out by the Sodal Welfare Depantnent, they came up
with about 1500 registrationsin Punjab and about800 in Sindh
and over 0.4 million throughout Pakistan (Ashraf, 2010.
Recently at February 02, 2012 the Supreme Court has
direded the NADRA (National Database and Rgjistration
Authority) charman to resolve the issue regarding registration
of people beloging to the third genderand also orderedto make
surethat 'fake' transvestieswere not egistered.

Chalengedaced by transgeder pasans

Carl Yung (1920-30s) a renavned psychoogist viewed
that in uncongious and subcor@ous every male possessome
feminine attributesin him, likewise every female endas some
mde atributes in he. Dr. Hary Klinefelter (1942)
suggested a chromosomal nondsjunction in males that
results in transgnderism known as Klindelter-s Syndrome
(Visoatsak, &Graham 2006.

Thus medical science starce on trarsgenderism was natual
occurrence sane as a peson may get struck by any diseaz.
Therefore punishing someondor the disease he is sufering from
is unaled for and unjudifiable. The psychdogists however
viewed transgen@rism asa mental iliness.

Adolph Hitler consdered transgender people having
incurable illness and during World War 2 ordered his amy to
abuse and kill them (Hirschfeld, 2006). World War 2 is a
significant time for transgender people on one hand they
were abusedand massaed on the other hand medical science
advarcement benefied transgender people. Later on, these
developments lead to providon of hormonal injections and
cosmetic surgy techniquesto undetakesexresssgnmentsumery
so that transgender peoplemay get themseles tansiioned to a
different sex(Friedmanet. a/.,2009.
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Despite all the medical advancement and awareness aboutthe
transgenderism and sex reassdgnment sugery, people at
large degised and scorred transgenderism.Transgenderism
was confirmed as a mental disorder in 1980 by the
American Psychologicd Association (APA). Globaly they were
confirmed to sufer from mental disorde However, this could
not bring any soft feding in public mindsetrather peope stared
recmgnizing themasfress who are distorting face of social setup.
Suchbehaviors lead to transphoka.

Despite all the efforts of rasing awareness about
transgenderism by UN, governments and organizations the
disaimination, violerce and hated still persists supporting
transphobia.Severe form of fransphofain the form of use, abuse
and murdermajoily is gone unrepated acrossthe globe. In many
courtries crimes aganst transgender persons & now being
tracked and recorded governmental and Non-Governmenal
Organizations NGOs).

An NGO Transgender Eurgpe has initiated a project
®@Transrespet  Versus Tensphobia Worldwide |, claims that
transgnder people are victimized throughout the wald.
Statisically speaking the report says that during 20®-11, 816
transgender persons vere murdered across the globe because of
their gender identty. However, these are few reported cases
amonga big number of unreported cass. The report further says
that one tansgener is killed every 3 days acrossthe globe. Such
increasing statigdics repated has broght the attentionof masses
towards the issues trarsgender communties are facing in our so
cdled cultured soceties.

Transphobiais deeprootedin cultures and scieties therefore
many cases of violence and disaimination go unreported.
However, researches showsthat Certral and South Ameica are
repatedy having huge numbers of transgender individuals
murdered i.e. 643 since 2008 out of which 325 occurred in
Brazil, 60 in Mexico and 59 in Colomhbia (Jauk, 2013. Another
study condwcted in 2006 carried interviews of transgender
people in Argentina. Out of 302 people 86% interviewees
corfirmed being mistreaed by police, moreover 90% reported
abwse because of their gender identity. The interviewees also
stated 420 of their friends died and 40% of thesedeaths were
resuled from murder, drugs or suicide. It is majorly the
transphobic behaviors of people which is the main cuse of
violerce aganst tranggender communty. Also the selfinjurious
attemptsand attitudesof transgender people is an outcome of
isdlation and stigmatizationthey facein the saiety.
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Including more statstics from Asian counties shows 59
transgender pesons were murared since 2008, out of which
12 killed in Pakistan, 10 in India, and 10 in the Phlippines
(Jauk, 2013). In Nepal transgenderare specificdly spdted and
abusediy publicatlarge and polce in paticular arrest tensgender
peopleowing they act as®p u b | i ¢ e Im prisandhey are
mishanded and abugd. Such instarces especially on part of the
police encourage more discrimination, hassment and violation
againstthem.

Apart from these hatecrimes,empbyed in any organization a
transgnder personwho is in his pre-operdive phase of sex
transiion sumery faces special challenges and discrimination
which ought to be managed tactfully (Human Rights Campaign,
19999. In suchsituationpeer supportcan beafacesaver. By right
asempbyershavearight — t qgulate empbyee appearance and
behavior in the workplace for reasonable business purpces -se
that the employeesbehavior and getup corform with the set and
acceptable stanards of commurity (Human Rghts Campagn,
19999.

Thus, such norms can raise challenges for transgnder
people of maintaining their jobs. Such situation calls for proper
awaremss, education and support of the peers as well as the
maragement for transsg&ual and transgender empbyees so that
thar peformarce may not beaffected (McNaught, 1993.

UN resolutions for humanrights protecion Lesbian, Guys,
Bisexual,Transgeder (LGBTS)

There is viral spreal of movement regarding the
acceptance, recognition, and proédion of basichuman rights of
transgerder people. The issuehasbeen reaognized by the United
Nations that societies and cultures oppce the people who do
not corform their actions, belaeviors and appeaances to their
gerder identities. The UN highlighted thatthe counties should
make measures for the protection of gender minorities such as
transgendr people to eliminate violence and disaimination
against them. Such ideas of acceptance and remgnition of
these gender minorities at government level may ercourage
tolerance for tranggender people and overule any religious
corfusion. Disciminationandviolence aganst transgender people
hasbecome an important concern globaly. The issue highlighted
by the UN aswell asotherhumanright organizationshas ertainly
brought the problems facel by these gender minorities into
gereral puldic- s at tHewetel, muth needs to be done
to ensurethese gender minorities are aceptedand recognized
by socetiesasequal right hdders.
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Ban Ki-moon at the UN cdled for halt agang any
discriminatey action of violence and disaimination based on
gender identty and sexual oriention. Emphasting the issue
he said, ®& et me say this loud and clear: lesban, gay, bisexual
and transgender people are entited to the same rights as
everyone else. They, too, are born free and eqal, . Further he
adds, ® A Ihdman beings + not some, not mog, but a | IMy.
Ban poi nt e dgdstadeidevwhdlie endled ® human
rights andvhoisnot.

The repot submitted in the UN, showed the transgender
people along with other minorties (gererally mentioned as
LGBTs) face widespread hatred, abugs, discrimination
socely, emotionaly and economically. Crimes such as target
killings, sewual violerce harassmentand physica assalt are
common against these minority groups around the globe.
However, awarenessand acceptancet the governnent level has
surely increased.The issueof equel humanrights for LGBTs had
beenraised in 2005 sgned by only 32 states which by 2011
have grown to a number of 85 showing an inaease in attention
for the issue.

Legalidentity of trangjender peoplein Pakistan

Many countries acrass the globe are addressng to the issues
of equal humanrights andlaws for promoting the social and
economic well-being of transgender people. The transphofa is
deep rootedinto the societies and corcrete measures need to be
planred to eadicated its hamful effeds. Recenty, Supreme
Court of Pakistan has taken suomoto notice for right of
khwajasiras and recognized that they shoud have a sepaate
identity. This has recognized a separte legal identity of
transgnder peoplein Pakistan known a sKhwjasira . Also, the
honoible cout has given transgendr people right to vote and
compete for eledions.

However, the trickledown effect of theselaws will take some
time to be absobed and obseved by the society at large
Still the people at large try to ®leanse their communites
by throwing them out becausethey believe transgender people
pollute the pece and ambiarte of their residential areas. There
are multiple evidences of abusng andbesting transgendsr people
by their neéghbas andnonein the comnmunity raise voice to halt
such discriminatay acts. Transgendr people become a target
of everyone s mockery and humiliation. The negtive atitude
of Pakistani socikty aganst transgeneérism is majoly based
on the religious teachings of Islam which strongly condemn
gendx non-conformity. Heterosexuality is the only acceptable
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sexuality in Islamic view (Pdat et al/, 2005 and male and
femde are the only sex reaognized by divine laws, all rest
gender identties are thus consideed as sin. A socety who
nurtures thesebelieveshardly acceptthe transgenderpeope rather
give themequ rights. On the otherhand the religious pradices
of Islam are peformed in different manner following different
physical movements by men and women. Also their religious
gatrerings are segegated between male and female. All this
makes it difficult for trangiender peopleto pradice Islam and
perform prayer. Such situationsdiscourge the transgender people
and they give up on practicing the religion ingead of becoming
a target discrimination and mockry because of their gender
deviarce

The prevalence of Islam explains the nature and extent of
trarsphdbia prevdent in a county. However, Islam also
preaches human rights and does not exclude trangender people
from their rights or laws of inheritance etc. The modern sect
of sociay is not muchinfluenced by the beligfs of Islam exhibit
transphobia due to other ressons. One eaon could be the
lack of knowledge about the gendyr identiies and variations
involved. Lack of information is result of consideing
transgenckrism as an inappopriate and ugthical topic for
discussion esmally in public.

The role of media in Pakigani socidy is also discouraing
and portrays transgender people as ® pstitutes or low class
entetaine r gPolat ef al, 2009. Moreover, media epresents
trarsgender people being abused which provdke same
behaviors in socidy towads trarsgender people. Thus media
builds such stigmatization and genedl peception in the
socidy about transgender peope that it becomesdifficult for
families ande ative to accept trem

Such a corflict between the socdetdl nomns, religious
teachihgs and indiv i d ugender glentty deviance raises fea
and frustrtion in the tranggender person and the family.
Despite its medical and psychologicd underpinniigs, Pakigan
mental health prdessionals ee not dfering therapy to both the
affeded pesonand their fandies.

Transgeder personsand organization:
Organizations as well as people working in organizations
have different views on gender minorities. The feminist school
of thought can easily associte with the gender minorities and
fed empmthetic towards them. They recognize the efforts and
struggle one hasto go through being part of a minority group
(Newitz, 1993. An opposite feminist school of thought
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beliewes transgendeism is anotlter way of male domination
and is reasonfor downfall of sooéty (Raymond, 1998

While transgender remains a margindized topic in studes of
work and organization, then,gender scholaship on transgender
tendsto evade issuesof work and organization. To dai, only
abouta handful of publicationshave investgated transgender in
relation to work and organization. This includes theostical
discussionsabout transgnder and or@gnization theay (Linstead
& Pullen, 2006 Brewis et al., 1997, and empiricaly founcdd
work on transgendr empbyees (Schilt, 2006 Schilt & Conrell,
2007, mogt of which tends totake a codructionistperspedive.

A huge numberof transgnder lives in weskrn countriesan
estmation of 2-3% of males are engaged in crossdressing
(APA, 2009. However, there is increasing reagnition for
the status of transgenderism recenty. Little is being done to
avoid discrimination against them for ertering organizations.
Westen countres have defined laws protecting transgender
people so not be discriminated on their gender identty when
apdying for jobs. US has pased law considyring it illega on
part of employer to deny transgenér job only becauseof their
gender identity. Many partsof the world though are stll to realize
the gravity of the issuedrangender personsface in getting a job
aswell as keping ajob.

Moreover, trarsgender people are still sulject to hate
crimes, violerce haassmat and labour market disaimination,
including verbal abu®, empbyment disaimination, probéms
obtaining health care, physical abuse and housng
discrimination (San Francisco Departnent of Public Hedth,
1999). A more recent survey of transgnder peoplein San
Francisco reported that -nearly 40% of respoments believe
they were discriminatedvhen apgying for a job, and - wer 24%
of peoplereported that they had ben sexualy harassed at work-,
“nearly 19% of responeénts haveexperienced troublein adwancing
in their company or depar t methat 1:8% of responénts have
been fired fom a job due to gender identity discrimination,and
that 59% of responents areliving in povaty. However, no such
report about the trarsgender individuals in Pakigan has ben
found. And a surwy of UK transgxuals repated that 33% of
responénts were forced to leave work by their employer
during or after transition (Whittle, 2000). Transgender people
with successful careers in mainsteam organizations therefore
often concal their transgendr identty at work, and peoplewho
do not corced it tend to have problems findingwork, keeping
work, or being promded at work. In many countries, persistent
transphobia, that is, disaimination and abuse against
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transgender peopk, forces transgendr peopleinto prosttution,
crime and illegitimate forms of work to support themsebs.
Unconfirmed esimatessuggestthat 80 percentof all transgender
peoplein theUS havebeen incarceated at least onceduring their
lifetime. Paraplrasing C. Wright Mills (1959), it may therefore
be argued that the stigmatization and marginaization of
transgendr people causes pesord troubdes for transgnder
individuals that consttute socél problems for commurnities,
organizationsand societies.

On studiesof mind-body dualism,it was advacaed that body
alone acts as a medium of construction and disdplinary control
alone. Cortrary to that recent developments in the study
objects to these arguments and states that body is active
paticipant in constretion of socil actions, interadions,
knowledge, and expeiences (Williams & Bendelow, 1998 Dale,
2001). Merleau-Porty (1962) challenges the mind-body dualigm,
statesthat body is an embodment of our thouglts, actions,
interadions, emotions and &periences thus is not passive actor
of our rational thowghts only. There arises need of studying the
tramsgender body and how it feels, experiences, actions,
interadions and gives meanings to things. Few researcheshave
studied how gendered embodimentaffects bodiy feelings and
experiences at work (Dale, 2001 Knights & Thanem, 2005 and
how the body consttutes an active medium of maragement
and organization which erables people to learn and create
knowledge in organizations (Edenius & Yakhlef, 2007, commit
to work with buzzing excitement, and make decisions bagd on
their gut-feding (Lennie, 2000.

Discriminationaganst sexualminorities

Discaimination is an excealingly complex issue which is a
major obstacle against wakforce diversty management for the
organizations. Disarimination is multi-facded issuewhich has
different drivers at different units of aralysis. At indvidual
level of ardlysis discrimination is rooted into the cognitive and
affective fadors (Dipboye, 2013. Disaimination initiates with
stereotyping (Essed & Starfield, 1991 Hilton & von Hippel,
1996 and prejudice (James et al, 2001). At the level of
ardlysis of a group discrimination spreads throwgh sodal
identty and self-categorization theory (Dipboye, 2013. Also
group level homoplly results in exclusion of the odd from
the group (James, 2000). The organization level discrimination
is triggered through structral consiagrations (Kanter, 1977 as
well as systems peaspedive (Dipboye, 2013. However,
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discrimination at organization level is an abstadion of what
happens at individual level and goup kvel (Dipboye ef &., 2005.

Occupational disaimination agginst transgender persons
has been viewed from pespedive of a psychological process
governing the suppy side as well as demand side of restricting
sexual minorities to certain  occupations (Badgett & King
1997 Hewitt 1995. Discrimination can be categorized into
formal and informal disaimination.

Formal disaimination is defined as ®@xplicit behaviors that
are legdly sanctionede.g. rules regarding the hiring, firing
and promoton decisions etc., while the informa
discrimination includes ® | eexpdicit form of discrimination
which may not be exhibited intentiondly (e.g., eye contact, lack
of warmth, shorterd interaction lengt h )(Dovidio & Hebl,
2005.

Thowh there is ongdng awareress and recognition of
gencer minorities socetal lewvel, disaimination at workplaces
basd on the gender identity and sexual orienttion is sill on
(Mays & Cochran 2001, Ragins et al., 2003). Discrimination is
more likely in the jobswhere empbyees are assumedto play
certain gender speific trait role, such as male empbyees are
requred to be assetive and decisive. Sexual minorities
paticularly transgenér are gererally perceved to be lacking in
the gender speific traits appopriate to their biologicd sex thus
they are considred as unfit for the jobs (Tilcsik, 2011).

Discrimination against the sexual minorities in the
workplace can be obseved at all phase eg. in hiring,
promotion, demotion, evauation, and mentoring. Such
discrimination hampes the sexual min o r i &bilitg $o- hold
and perform in gender- typicd occupetions. Trangiender people
may give up on even perushg a gendr typicd job anticipating
future dsaimination they will have to face in the organizaion.
Likewise, comentration of sexual minorities in gender atypicd
jobs may influerce othersto select samekind of occupetions for
themsehes assumingthey are sexual minoriti e fsiendy (Hewitt
1995.

Sex discrimination is seen in adwertisng and promotional
campagns of organizations wleran they focus on gendr
typical roles. Including sexual minorities espedally
transgendr into the corporate sector cals for organizational
changes (Horndoy, 2006) with resped to its pdlicy, training
programs, disaimination and haassmnent. However, mosly
policies and training programs regarding sex discrimination and
haassmentdoes notinclude discrimination basd on gender
identity (Kormanik, 2009 p.25). Such org@nizational change
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must be driven by corcrete leadership commiment ensuing the
implication of haassmat and discimination pdicy (Munoz &
Thomes, 2006).

Whenthe literature discusseshe diversity management issues,
consdering gencer is orly considred having two options i.e.
male and female. Howewer, the diversity issues do not only
restaint to the challenges and issues raised because of having
male and fmale workers but also other gender identities suchas
transgender peope. Theae is an ingcease in need of the
organizationsto devisepolicies for workplace discrimination and
strict compliarce with gender diversty programs (Kormanik,
2009. The plans for gender diversity shodd not be including
broad categories but also consider the minority groups i.e.
transgender pesms. Recently organizations have begun
consdering sexual orientation andgender dentity as causes of
workforce diversity issuegHeller, 2006.

Sexual minority emgoyees fear for discriminaton at the
workplace even if having no pesord experience of
disaimination (Levine & Leonard, 1984 Croteau, 1996. A
stidy on Out and Equal Workplace suwveyed 2000 LGBT
empbyees and noted that 73% responents have experienced or
fear discrimination and hamssment at workplace Such
discrimination at workplace is result of trangphobia deep
rooted in the culture and sodity. However, the disaimination
against tranggender comes from vaues driven by socal, mora
andreligious leaming thusis discouaged to questionor negotiate
(Cdgan et al., 2007). Futhermore, the lack or mere absence of
organization policies protecting transgendr emplbyee rights and
discauraging discrimination and harassment against them and
sweh disaiminatary behaviors.

A number of studies have undeataken the subject of sexual
discimination in the wakplace The literature is mosly
discussng the forms of discrimination;the processit follows as
well as the peasoral experences of empbyees
discriminaied. Sexual discriminationmay take two forms: i.e.
formal and informal (Munoz & Thomas, 2006 Levine &
Leonad, 1984). When the transgerder candidates are excluded
from hiring pracess or promoional procedures, resouces are
distribute disaiminaely basd on seual bias etc. it forms
formal disaimination. On the other handinformal disaimination
residesin the culture, values, atitudes and belaviors of the co-
workers. It includesverbal and nonvertal abuse, disrespedful
gestuwes and behaviors as well as hurting the aedibility of
sexual mnorities.
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Disaimination aganst the LGBTs in particular transgender
people can cover nonrinclusion in work relating social events,
not giving dependent care pdicies, bergfits etc. The
organiza t i diversty management efforts and training manuals
does not include tensgen@r issues.Formal discrimination has
suely reduced in wedern countries due to socdl awareness,
legislations and organiation pdlicies in compiance to the
legislation (Colgan et al, 2007, 2008 Giuffreé et al, 2008.
However, informal discrimination is desp rooted into the
culture and behaviors of people thus speial attention and
discriminated behaviors against sexual minorities is still on
(Bell et al., 2011 Buddel, 2011%, Silverschanzet al.,2008.

Transgender people face empbyment disaimination therefore
unempbyment is high amongthem (Kirk & Belovics, 2008.
Underemployment is an impottant issue the tiansgendr people
face (Minter & Daley, 2003. Employment discrimination is
significantly high as 15%57% transgender people from the
sample of study were discriminatedfor empbyment or face
issues like promoion delay or denial (19%), termination
(13%56%) (Badgett etal., 2007).

Another study indicates that transgender empbyees are
disaiminatd at workplace in multiple ways e.g. disclimination at
hiring, firing, or demotion (Lombadi, ef a/, 2001). Sudies on
tranggender people show that economic discrimination is the
root cause of violence, rape, assaultand hamssmentetc. Also
the need of identifying pattens of economic discrimination has
been highlighted by few authors(Lombardi ef a/., 2001, p. 98).
Results of the study conduced by Lombardi et al (200L)
shows disaimination aginst transgender pe@le can be studed
through the outcomesof firi ng and denying of equal empbyment
oppatunities. However, discimination for transgender pesons
starts longbefore the firing and denying empbyment process
begins.

Transgeder expeaiencesdiffers from Lestian, Gays,
Bisexual(LGB)

Fasshge & Arsereau (2007) contenced that LGB and
transgender individuals are eRdgr trarsgressive sexual
minorities in that they together composea subpopulation of
individuals who chalenge prevailing socel conventions
regarding the expression of gender and sexuality .
Stigmatization experienced by LGBT peope is ®ittributable to
their gender variance by virtue of their socia presentation and
identty andor their sexual attad i o(APA tasKorce, 2009).
This gender transgessive may give rise to similar experiences,
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proceses that follow broadly similar trgectories (Gagne',
Tewksbuy, & McGaughey, 1997 Lev, 2004. Thus, many of
the issues discus®d in LGB vocational scharship may be
pertinent to transgender people, but the unigue manifesttions
of theseissuesfor trarsgender people may not be captued in
the LGB literature (Chung, 2003 O- éN, McWhirter, &
Cerezo, 2008. Indeda, qualitative studies suggest that
expeiences of workplace haassment and discrimination,
organizational culture, and identiy managementare salient for
tramsgender people but that these expeiences are shapd
specifically by gendr identty and presenttion. For
example, in a study conduted by Budge et al, (2010 half
of the responénts repated that they were thredered
physically as well as abugd emotionaly. Even they were fired
because of their gendxr identity. Approximatly all the
paricipants reported that they have to face different behaviors
from coworkers once they show their identty of being
tramrsgender. Tansgender empbyees also professed they fed
pressue to present themseles coriorming to the way normal
gendr presents(Schilt, 2006 Schilt & Connell, 2007 therefore
transgender persons choose whether to show their gender
identity or hide it from cavorkers at orgarization.

Pditical and social activism have ganed acceptance of
LGBT people in most dewoped economies (Racburn, 2004;
Eurobaometer, 2009. Moreover, a trandormation in many
societies have been evident redwing disaimination bagd on
sexual orienttion and gender identity (Elliot & Bonauto, 2005
Waaldijk et al., 2006 Hunt & Eaton, 2007). Organizations have
started devising their diversity policies including sexual
orienttion and gender identty (Kerdey et al/, 2006. This is
eminentas LGBT people have been &periencing discrimination
at work for long (Colgan et al, 2007 Denvir et al., 2007,
Guiffre etal., 2008.
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3. Theoretical Framework

brings organizational clange This organizational change
hasmultiple repercussionganging from workplace divesity
issuesto workplace discrimination, organizational performarnce
to empbyee deelopment. Literature has supportedthe role of
leadership as a change agent that can transfam the empbyeesso
to make them accept change (Abbas & Asgha, 2010 and
nullify the suspeted negative effects a change can raise in the
organization. Leadrship hasa central and key role to play for
cultivating such an environnent that change is essily acaepted
and absrbed by the empbyees. Inclusion of trarsgencer
empbyees in the organization is a change brought into the
organization by the leadership with a spnificant vision. Thus
leader has a role to devise strategies and plans to redize their
vision (Bass, 1985. Also, it is responsillity of leader to align
the empoyees, remove ay structual hurdles and nurture such
an atmosphee which facilitatesthe transition (Nanus 1992.
Leader has been viewed by different authas from multiple
argles. Howe\er, thebelaviora perspective talks of transformation
leadership theay. The transfomational leadership theay
advocatessuch role of the leader that engages in transforming
the followers. Such trangormation gan empbyee trust as a
result of which they work to echieve organizational goals.
Trandormationalleader uses his charisma to trangorm followers
in bringing ideolayy into redity. Transformetion is defined by

The inclusionof tranggender empbyees in the organization
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Silins (1994 and Hu (2000) as a process of linking
organizational strategy and psychologicd agects thatcan bring
about any change. Trangormatiordl leaders entance empbyee
confidence, motvation and awareness for achieving both the
organizational goals as well as their pesoral development
(Burns, 2003. The transformetional leadershp brings such
dedcaion in empbyeesthat they focus on the progress of the
organization ignoring their pesoral reservations against any
decision.

Leaders are key actors in creaing harmony among the
empbyees so to meet the orgnizational goals effectively. They
need to commurcate and make the empbyees compehend
their role in achieving the organizational goals so to remove any
personalor structwal hurdle in the way. The key ingredients of
transfamational leadership such as the charisma, individudized
and pesoral consideation, intellectual stimulation, and
communi@tion can bring out empbyee s best thus improving
organizational efficiercy.

Leadtrs can influence their followers to let go of
their selfinterest over the or@nizational goals (Bass, 1985.
Furthermore, Bass (198) suggestedhree significant belaviora
compaents trangormational leadership possessi.e. charisma,
intellectual stmulation, and individualized consideation. The
outcome of transfamational ledership is an organiational
culture that enlightensthe empbyees to see meaning in their
work, and challenge themseles to bring out best of their
capabilities. Moreover, tansfamational leaders emad the
organizational vision and regulations to set example for the
followers. As a result empbye e sinquedioned acceptance for
the regulations, stratgies and goals is acheved. Also
trangormational leader dewvelops undestandng of follower-s
individual needswhich motivates them more to comgy with
the leader svison and @dsion.

Trandormational leadership framevork was conceptualized
into four dimensionsby Avolio ef a/., (199]) i.e. Charismatic
leadership, individualized considration, intellectual stimulation,
and visions presentations. Transformational leadership should
preent and communigae the vision is sucha way that not only
generate trust of the followers but alsoerable them to foresee
the future development the organizationsmay undertake so that
they can cooperate redistically to help redize the vision
(Bennis & Nause, 1985; Hou, 2001, Hsiarg, 2002). Through
usng charisma, transfamational leader can entice cofidence,
motivation, strong belief andwillingness toachieve organizational
goas. The transfarmational leader can nurture the ideology and
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value in the followers (GrundgeinrAmado, 1999 Bennis &
Nause, 1985 Hou, 2007 that can makethem accept transgender
peoplewithout any disaimination. Again, tranformational leader
can motivate followers usingwords and actions of considring
transgerder empbyeesto have equal rights in the orgnization so
to setan examplefor thefollowers.

Thirdly, through giving individualized consideation to the
followers the tansfamational leader can motivate both the
transgender and other followers. Thus such an organizational
culture of trust and empowvermment builds which focus on
individual devdlopment(Bennis& Nause,1985% Hu, 2001) thus
can mitigate the workplace discrimination.

Lasty, through intellectual stimulation the transfornetional
leader can trangorm the follower sbelief and value system as
well asther dewelopmentof thinking. Through suchprocessthe
transfamational leader can enlighten the followers to acaept and
adopt an altogetler new viewpoint. Thus, accepting the
transgender people as their colleagues sheng equal empbyment
opportunty rights can become easy under transfamational
leadership.

We proposethat leadership plays such a centa and key
role in forming and transfaming the followers. Therefore,
workplace disaimination against transgender pesons can be
mareged well if the leadership plays its due role. Initial
framework is given below.

Effective management
of Workplace
Discrimination raised

Transformational

Leadership on employment of

Transgender

>
Figure 1. Theoretical Framework

Propostion
Trandormationalleadership can transfam empbyees to address
workplace discrimination aginst tranggender persons inthe
organization
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4. Akhuwat doth Bank Case

khuwet is an organization opeaating with a vision of
povaty alleviation through raising compassion and

equlity amag peopke. The literal meaning of
-Akhuwa tis brotlerhood. Akhuwat preades social justice and
mutual supportasin - fothahood. Interest free microfinanceis
given to empower the people trapped in vicious circle of
povety. It put efforts to build a socal supportsystem through
which distribution of wedth, capacity building and soio-
economic @velopment could bechieved.

Akhuwat is corcdved based on inspiration of the Madina
Agreement in Arab during time of Propeht MuhammadPBUH,;
where in migrants of Makkah and resicents of Madina were
made brothes so to build a socb-economic support system.
Akhuwat deries conentional microfinance practices and gives
interest-free loansto the poor. A borrower is supposedo utilize
the loan in economic erdeavor and be able to attain self
suficiercy so hewill be able to not oy payback loan but ako
become aend to other poorpeople.

The currentsituationis that the poor is deprived, he is hurgry
and homelesswhereas therich is threatened and scared of every
poor who may snatch away his wealth, he keeps seurity with him,
in the house, on the road thus everywhere he goes. So Dr.
Amjad Sagib (Executive Director-Akhuwat) made a bridge
between these two. The poor will know that therich is helping
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me gracefully and respectably thus agood saiety may bring up.
When Akhuwat talks of poor, it defines - p @ as someonewho
is either socaly, economialy or emoionaly deprived.
When Dr. Amjad Sagib met transgender communty of Pakistan,
he found them deprived on all the abovegrounds. There a plan
was set to wedk for the betterment of transgencder (khwajasira)
commurity.

In light of this, Akhuwat, in collabaation with Fountain
House, laurched the Khwagjasira Support Program (KSP) in
2011. The intervention focuses on removing the bariers that have
led to the social and economic excluson of the khwajasira
commurity. They do notaim to reformor reshape the behavior and
identity of the khwajasiras insead they hope to help them
successfuly integrate within the socialfabric of our socigy while
maintainingtheir distinct identty.

Thelongterm goads of sociad and ecaomic integration
of khwajasiras is complerented with shat-term strategies to
provide immediaterelief and supportto their commurty through
income supplementsand hedlth care facilities. The primary focus
has ben on older khwajasiras for whom it is more diffi cult to
earn a living and supprt themseles. As the organizations have
enteged the second phase of KSP Program, they have also
begun offering skill trainings and interestfree microfinance to
make the membesfinarcially self-sufficient.

The Khwajasira SupportProgram hasbeen expanced in Lahore
and surrounding areas andfurther to Sargodha. There are 351
registeed membes of the program. As further extension,
khwajesiras have been empbyed at Akhuwat and Fountain
House. A new ventue of the Cloth Bank has been initiated by
Akhuwat. In this program, rich peopleare moivated to give away
their used clothes which they no more need. These clothes are
then wasked, ironed and packagedto be sent to the poor and
needy. For the task, tensgendr individuals have been empbyed
so to give them dignified job. This way they will be eaming
with respet, engaging with other people will build their
social comidence, and emotional heding will takeplace

The transgender communty in Pakigan is forced to
live under marminaized crcumdances with poor hygienic
condiions, no or limited edwation levd, no socia grooming.
Transgender pesons who never have worked in any
organization, have not leamt discipine or work ethics.
Moreower, due to their gendx identity they could not dewlop a
hedlthy relationshipwith other membes of socigy. They have
been dejected, discriminated, disgraced and harassed by the
society. Such peope when join an orgnization, will bring
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multiple challenges along; ranging from workforce diversity to
workplace discrimination.

There arcse need to undertke a study on the subject and
identify the challenges pased tothe organization. Also, to find the
sdution of such a tricky situation which may benefit both the
organization as vl as thetransgender employees.
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5. Methodology

Resarch Philosaphy

his gudy is following the interpretivism regarch paradigm

which is amongfew mostfollowed paradigms (Saunde's et

al, 2007). Intempretivism requies extensiveobservation and
interaction with the subjects. The results of the research come
through the research proess which cannot be compared with
other externa objects (Neuman, 1994 as is nornally donein
podtivist pardigm. Interpretivist paradigm views redity is
constricted throgh shared meanings of sccial interactions of
beings and intepreted through the same lens. The people come
with different value system their interpretation of redity is
dependent of the lens sda through their value system. The
phenanenon under study i.e. discriminationis highly complex
and affeded by persons value system. Also the redity cannot be
separatedfrom the people constructing it therefore; intergretivism
is the suiableresearch philosphy.

Philosghical assimptions

Ontolagicd assumpbn of the study is that the nature of
reality is subjective. Subects of the study build different
perceptions of the pheromenonbased on their personallearnings
and value systems thus the redity can be intrerpreted
through different ways. Epistemolgica assunption of the
study is building knowledge through interactions beteen the
researcher and the subjets understudy.
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Type of research

The research desgn of a study is determined by the type
of research queston. Therefore, aur research queston indcates an
exploratory reseath desgn which is neded to explore
phenomenorwhere in the sulject and its interaction with the
environment has multi-dimensiord outwmes (Yin, 2003.
However, the study is not focusing on compraive or
correlational aspeds of the measues. Also, the purpose of
reeach is not mae descrigion of the phenomenontherefore;
desciptive and explaretory reseath desgns are not sutable
either.

The most sutable reseach desgn for this study is
qualitative desgn which is exceptionaly appopriate to
study underrepresented or marginalized populatios (Dispenza
et al, 2012; Bogdan & Knopp Biklen, 2007 Fassihger,
2005. The infornmation has been gahered through condicting
semistructured interviews as well as throgh archive anaysis,
the organizat i o doeusient, newspers, and participant
obsevations.

Research Approach

The research question was more sutally answeed usng
inductive strategy as the stuly has no prior literature available
to support paticularly in reference to Pakistani corgxt. While
deductive reasoning boundsthe reseacher to dedice inferences in
light of the existing literature available on the area of research,
the inductive research gives freedom to the researcher to base
his resarch on more factual and real evidences.Inductive
research analyze the research evidence gatheredand gererate
ideas and eplaration of the phenomenon while deduictive
ressoning initiate research having idea bdorehandand tren gather
datato approveor disapprove thadea Holloway, 1997).

The deductive reseach appoach is linked with postivism
paadigm where in the researcher intendsto reach to a specific
point in the study. On the other hand, inductive appmad is
linked to interpretivism paadgm in which the reseacher
seardhes for a speific idea and create generalizations (Crowther
& Larcaster2009. Saunders et al (2007 has asseted that by
using both approaches it is very easy to estimate a logicd and
correct result but it is necessary for the research to combine
correct piece of these appoacdes.

Inductive appioach mosty linked to interpgetivism philosophy
where in the researcher cones up with subjective reasoning by
stating examplesfrom red life (Ridenouret al., 2008. Deductive
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approach is linked with the pogtivism philosogy, which
include hypothesis to prove asumpions. In this kind of
appioach, it is necessry for the iesearcher to be genera, but
this research issueis speific and relaed to the dewvelopment of
human resourcesin the organization (Ritchie & Lewis 2003.
Primarily inductive appad is more suitable for our research
questionasit doesnot restrict research process throgh structired
methodolgies and supports more ®oa-free  nalysis
(Saivens, 1991 p.56). Further, it allows flexibility and research
findings emerge from spnificant, frequent, anddomnant thenes
from theevidencecollected.

On the other hand, in dedwctive ardlyses, such as those
used in expeaimendl and hypothesis testing resarch, key
themes are often obscued, reframed, or left invisible because of
the preconceptions in the dita collection and dta araysis
procedures imposeddy investgators. DedLctive apgoach is more
related to quanttative research (Bryman, 2003} wherein more
data gathered ensues mae reliabiity of research.

Limited literature is available on disrimination perienced by
the tranggender people paicularly with reference to Pakistanno
such work is found to date. However, few researches have
addessed the issue in deweloped countries; none is found in
deweoping counties like Pakistan where the problem coud
have different repercussions than the dewloped countiies.

Research Strategy

The research strakgy flows from the resarch question. Case
studymethodis seleted as it is reasondole for natureof the study
being exploratory and qualitative. As case studyis most canmon
way to undertake in qudlitative inquiry (Stake, 200Q p.435).
Also, the casestudy stréegy has enbedded flexibility allowing the
usagge of multiple data collection methods {in 1989 Merriam,
1998). Flexibility is the main strength of case study in terms of
gathering evidence for resarch and interpretation of the results
(Robson, 1993. Case study method of data collection was
selecied. This hasprovided more detiled informetion on the area
of research referring to the research question (What), as well as
the slected paradigm i.e. Interpretive and bgic (Inductive) of the
reseatch.

A case study mettod is used to cary out in depth
empirical investgaion of a conemporary phenanenon within
its red-life conext, espeidly when the boundarés betveen
phenomenorand context are not clealy evident. Accordingto Yin
(2003 a casestudy desgn shodd be consdered when the focus
of the study is to ansver ® wo a n dvhy ®questiors; when it is
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impacssible to manipulate behaviors and ignore coniextual
conditionsas they are relevant to the phenomeion under study.
Therefore, the research question of this study requires an
extensive and ® i-dep t Hdescription of reasonsthat motvates
poor barowersto become donowof the organization.

Single hdlistic case stuwdy is found appopriagte for the
resgarch topic as the case is a unique and extreme situation
(Yin, 2003 in context of Pakigan corporate sector. Empbying
transgenderin organizationsis nota usa pradice.

Time Horizon

Longitudinal studies collect data from the same sample (a
- gnel-) of peopleon more thanone occasion (uswally using the
same methods) over a peiod of time, so that unlike aoss
sectional studies that collect data only once and in one short
period, sequencesof action and social change over time can be
anayzed. Both appoaches have their pros and consas cross
sections cannot show direction of associations;are subpgct to
extraneous fdor and - o ted dutcomes,the longitudinal study
are based on years of amdysis, hgher cost of data collection
(Geoff & Payne, 2009. Therefore, due to limited time awilable
for this regarch, aoss setional aproach hes keen used.

Population and Sample

The popdation of interest for the study is transgender
empbyeesworking in the Akhuwat Fourdation. The study may
be replicated in any organization empbying transgendr
persons. Ado the stdly is generalizable in similar organizations.

As the population of the study is transgender empbyees
working in Akhuwat Foundition, we have conducied interviews
with the personsboth the transgender aswell as other empbyees
who are in daily interaction with the transgender empbyees
to paticipate in the study. Due to small sample size of
trarsgender empbyeses, all of themwere interviewedtill saturtion
point occur i.e. no new information received from paticipants.
The appopriate sampling techniquefor the study was purposve
samplingas acertainsekction criterion was setfor the participants
of the study (Ritchie et a/., 2013. Transgender empbyees have
been sekcted as critical case samping is undetaken to better
explain the plenomenon unédr study (Ritchie er &/, 2013.

Properinterview protocolswere obseved so to gain more rich
and deep information (Nooren et al, 2004). Interviews were
conducted till no new informaton could be receved from the
conient thus satuation point attained.Interviews were recorded
in mobie device and record of the samewas kept in computer
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then tran<ribed theredter. The seleded organization Akhuwat
Foundition is currently empbying transgendr peasons. The
researcher tried toreach andinterview all transgender empbyees
working at Akhuvat currenty, including interviews with the HR
personel and Executive Diredor of the organization. The
inclusion criterion for transgender empbyees is their National
Identty Card showhng gender as khawajag a Both Male-
to Female (MTF) andFemale-to-Male (FTM) transgender people
were planred to be consideed for the study. However, oty MTF
transgender individualsare employed at theorganization.

Unit of Analysis

The unit of analysis can be a hapening boundedin a context
(Miles & Huberman, 1993 The wunit of anal/sisfor this research
is the organization understudy i.e. Akhuwat Foundition.

In order to remain in focus this paper has bind the case
by (a) time and place (Creswell, 2003; (b) time and activity
(Stake); and (c) by definition and conext (Miles & Huberman,
1994). Binding the case has ersured that study remains
reasanable in sco.

Data Collection

The qualitative reserch methods provide flexibility to the
researcher to collect in- depth and detailed information whereas
the quantitative methods restrict the resarcher throgh
objectivity (Silverman, 2000). Potential souice of data collection
for qualitative stuly are docunentation, archival records,
interviews, direct obsrvation, paticipantobsevation, and
physical artifacts (Yin, 2003. It is specified that a particular
methodis appopriate to be usedfor a specific reseath strategy.
Researcher has choice touse either qualitative orquantitative
methods oreven mixed nethods Fishea, 2004).

For this study, datainformation has been cdlected by using
gualitaive methodas morein-depth responseaboutbelavior and
characteristic of research topic are required. To collect in-depth
and detailed information interviews, participant observation,
archival recordsand deumentaion has ben used.

Interview method provide flexibility in conducting and
gatrering information theefore large amount of data has been
gattered. The interview methods has been adopdd as it could
be combined with other data collection methods (Millward
200). Semi structured interviews has been used as primay
instrument for eviderce collection. Semistructued interviews
provide opportunty to participantsto degribe their experiences
without limiting themto certainalready provided amswer options.
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Interview questions include section from denographic
information of paticipants i.e. age, gendy, edwaion, and
empbyment  experience  Questionnaire on  workplace
disciimination faced by transgenderemployees has ben adopted
fromthe stuly of Dispenzaer. a/.,(2012).

Critena for intempreting findings

In qualitative research the criteria for intempreting the findings
needs to be set which could be done by clearly stating a rival
theay (Yin, 2009 i.e. explanation of theresearch findings thraugh
alensopposte to the on@roposd by the researcher.

This study is proposng the sdution of the issue of
disaimination in the transfomational leadership. Through
transformational leadership the empbyees of the organization
will be trangormed to accept their trangender counerpats and
recognize their equal rights. Rval explaretion for this study is
rooted into theory x which advocates that authaitarian leadership
style is neededto control the empbyeesandget required behavior
andactions of trem.

If the evidencecollected is anadyzed and the findings show
that transfomational leedership behaviors will affect the
empbyees of the organkations to mitigate the wakplace
disaimination, the rival theay will be rejeded. Otherwise rival
theay will be acepted which shows that an authoritaian
leadership style is more sutable for making empbyees comgdy
with the set policies and suitable belaviors required to meet
the orgnizationgoals thus,reduchg theworkplace discrimination.

Analytical procedures/Methods of analyss

The interviews were first transcribed from the recorded audio
files. Then the conent was coded. A separatdile for codes was
then developed and the paticipant respongs were extraded for
appropriate codes. Grourded theay principals were used for
coding (Fassnger, 2005 Strauss & Corbin, 1998 as well as
andyzing the interviews. Through this coding document, pimary
and econdry themes vere identified.

Later on the information gathered was shaed with the
paticipantsto gain corrective feadback or indghts regarding the
results. Further the authentidy and reliability of the informetion
was chedked by asking peer review to ardlyze and give feedback
onthe root ofall codingand thenes are the original inteviews.

However, the ardlysis procedure is not linear i.e. first the
data will be gathered and thenthe ardlysis will be condicted.
But it is more of cyclic natue which corfers that evignce
collection and ardlysis was done through multiple phass. A
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higher level of synthesis was focused by not following too
mechanistic appoach of data andysis (Patton, 2002. The
analysis in inductive appoach is in line with the qualitative
data aalysis procedue descibed by Miles & Huberman (1994
pp.10611). It includes data eduction, datadisgay, and conclusion
drawing.

Cressvell (2002 identified five steps of analyzing the
information using qualitative esearch desgn. The first step
involves intial thorough reading of textual daa which then is
segmented according to the objectives of the study. These
sgments are given appopriate labels and made categories.
Further, redundancies and repetitions in the a@tegories are
eliminated. Finally, a model lbbsedon thesecategories is famed.

Reporting Structure

Composing the case study is a stressul task and demandng
on the reserche. As a generd rule, the researcher must focus
on the targe audienceto sekct appopriate structte of case
study. Target audience set the preference in deciding the style
and structte of the written repat (Yin, 2003. Six structures of
case stuwdy writing include linea-anaytic, conparative,
chronolggica, theay building, ® s @rse, and un-sequenced.
® The samecasecan be described repeatedly, from differentpoints
of view or with different descriptive models,to detamine how
the case might best be categorized for de<riptive purposes + as
in arriving at the corred diagnosis for a clinical patient in
psychology  Yif, 2003 p. 153).

Linearamdlytic is suitable reporting structue  for
dissetations and journal articles. Thusthe samestructure of case
study writing has been used.Linear analytical structure desribes
topics and sukiopics following the problem understudy and then
later analysis, discussion andonclusion is provided.

Establishing research quality

The validation of qualitative research is estalbished through
using multiple strategies to ensurecredibility and rigor of the
research (Creswell & Miller, 2000. Four types of trustworthiness
can be maintained in qualitative reseath i.e. credibility,
transfebility, degendability, and confirmability (Lincoln &
Guba,198% These includes peer delriefings and stekeholder
checks which serve two purposs i.e. establishcredibility of the
reeach and condict a resach audit by compmrng the data
with the research findings and intepretations thus establisimg
dependabiliy of research.
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Triangulation was used to establishcredibility of the research
wherein informationhas ben collected using multiple souces i.e.
observation, docurents and archive aralysis in additionto semi
structued interviews. Peer debriefing has been condicted to
remove any biass as well as the respondents feedback was
taken to remove any flaw in the information and intepretation
of textual dab. Thick rich description has been achieved by
presnting the participa n t veiees under each theme and by
providing detiled de<ription of case. Finally, the reseacher
has sucessfuly found the assistarce of a peer (expet in
qualitative reseach) who proofread and dbriefed.

Casestudy protocol was ohserved and proper documenrdtion
has been maintaired to support the study. Further, the
reliability of the research was establishedby opeationalizing the
reseagh process ino detiled steps.

The generdizability of the reseach has been basd on
arglytical generdlization i.e. theoy generaltation and not the
statigical generalization, it is important to know that @se
studies are generalizable to theosetical propostions and not
to popuations or univases.

Ethical Consderations

As the topic of ressach may be sensiive to the
paticipants, anaymity of the mespon@n t siames has been
established.The participants of the study were ensued that the
information they will shae with the reseacher will be soldy
usad for academic esearch purposes.The information will be
kept confidential andwill not be shaed with who soever will be
interestedFurthermore, the resuts of the study will be shared with
the participants as well as the mangement of the organization
so the fruits of research process may contribute in dewloping
healthier workplacefor the tiansgender employees.

When the resacher becomes an indrument for research
study, the ethical issuesof biases become more severe. Before
the research process actually start biases need to be badeted,
and memo will be written down to addressthe assumfpions of
study and to mitigate the impact of biases and suljectivities
(Bogdan & Biklen, 2007. Assumpton of the study could be
(i) not all transgender persons will  expeience the
discrimination and (ii) inclusion of transgender peopleinto the
organizaion will raise wakplace discriminationissues.
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6. Data Analysis

Data Analyss

ualitative data analysis is an iterative process of review

and interpretation of the daa While analyzing the datathe

researcher movedback andforth a number of timesto reah
to the true concepts. Codesthenemeaged out of the datathrough
the reading and e-reading the ran<ripts. Codesare phrases hat
repesent the esence or key attributes of naativelverbal
information. Afterwards a codestructure wasformedwhere in the
codes were categorized under paent codes. The appoach
followed for that is an integrated appoach of both the purely
inductive method where in the information/naratives are read
in a de novo line by line method and the emeging factors
important to the paticipants are noted. Also, the somewhat
dedutive appoach caled start-list methodin which a preliminary
organizing framework drives the place where codes are linked.
Thus the berefits of both types were integraed in this
manrer. Broad code types were identifiedand then subcodes
were identified by thorowhly reading verbal information.

The first step was to read the transripts with free
minds without having any preliminary assumpons in mind.
Initial codes were then prepared and after that the tansaipt
wasthenre-readsewera times. More codeswere highlighted and
revised. That erabled to highlight the factas importantto the
participants without any resacher bias. Then final code
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structure was developed usng the startlist method and codes
were ategorizedand subcategorized accordingly.

Transformational
/ Leadership
Child Child 3o Child
Idealized Influence Individualized  Inspirational  Intellectual

Consideration Motivation Stimulation
Child  Child Child

Valuesand  Work Ethics & Pride & Dignity in
Principles Moral Work

Child Child

v \

Brotherhood Respect
Figure 2. Transfarmationall eadership Factors

fio
i

§.

Emotonl Abuse &

Traning on Sklls &
‘Behawors

Figure 3. Workplace Discrimination Radors

Initially 89 codes were identified by through exEmpang the
transcripts. However, they were later distilled to 28 items. The
similar and closaly linked codes were merged. The maximum
references were found to be on the code - E daing
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Transgender Khwajasira) and other empbyees- (77) followed
by - Rpest {69) and the least referenceswere in support of
the code-nclusionin Work Related Sodal E v e n(@8)s For the
effective daa manayement, the NVivo 11 software was used.
It suppored transpaency and made it easy to organize large
amount of dag Table 1 shows detil account of references
against each code.

Tablel. Refererniceson nodes(DataSaurce. Interview)

Name Saurces Referenes
Transbrmational Leadership 17 138
IdealizedInfluence 15 29
Pride& Dignity in Work 11 24
Valuesand Principkes 15 44
Brotherhaod 12 25
Respect 18 69
Work Ethics & Moral 10 21
IndividualizedConsderaion 12 31
Insprational Motivation 14 46
Intelledual Stimuation 12 32
WorkplaceDiscrimination 17 198
Fomal Discrimination 14 96
CareeDevelopment 8 21

Corflict Managenrent, Grievance hadling, Harassent 14

9

Hiring, Firing, Pomotion, Demotbn 6 9

HR policies and Regulatios 9 26
Resource Distribution 7 13
Salary& Bendits 7 13
Training 0 0

EducatingTransgende(Khwajasiras) & Other Enpl. 18 77
Training on Kills & Behaviors 11 36
Informal Discrimination 15 102
Emotional Abuse& Psychological Distress 13 28
Identity Managenent & Gender Spefic Trait Roles 10 21
Inclusion in Work Relate@ocialEvents 6 8

LimitedInteraction with Erpl. Increased Grp. Cohes. 8 15
SocietalDiscrinmination 10 30

The section presents ardlysis of the data collection made
in the semistrwctured interviews, observation and secondary
data (Khwajasira Support Program annwal report and pictures).
The amdysis is segegated into three categories baswed on the
challenges the orgnization face when empbys transgender
persons, workplace discrimination issues and the role of
leadership in dealingwith suchisaes. A large numberof themes
emerged in each category which were then further refined to 28
themes. The resarch desgn was baed on interviews of 06
trarsgender (khwajasira) empbyees, 02 empbyees working
diredly with tramsgender (khwajasiles), 08 empbyees at
manageial positions and the Executive Diredor-Akhuwat Dr.
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Amjad Sagib. The maregerial empbyees included the Projet
Manager, the Project Coordinator(Cloth Bank), Mareger (Cloth
Bank), In-charge (Cloth Bank), Manager HR, HR Personneland
Manaye Training. Before starting the interviews, the participants
were briefed about the reseach and their conent was taken.
The inteviews were conduced in Urdu and Punjabi as all the
transgendr empbyees could conwerse in loca larmguages only.
The trarscripts were then tanslated into English. The
Interviewees were identified with codes for the sake of
corfidentiality. In thefindings and andysis pat the excerpts from
the inerviews has been mentioned in double quotations maaks
in italics. Themissingdata is shown with dots, thiext included by
the researcher to elaborate what the interviewee actudly was
saying ae mentioned in sqare brakets. The coded transcripts are
given in the Appendk. The relevant data is identified into
different categories indicating the factors that rise to workplace
discrimination and thenthe role of transfamational leadership in
addessing the workplace disaimination issues in the
organization. Each category includes different themes as
mentionedn the coding structte below:
TrangormationallLeadership
Ideali zed Influence
Valuesand Princifls
Brotherhood
Respet
Work Ethics &Moral
Pride & Dignity in Work
Individualized Considerabn
Insprational Motvation
Intellectual Simulation
Workplace Discrimination
Formal Discrimination
HR Policy and Pictices
Salary and Benefits
Resouce Distribution
Careg Dewelopment
Training
Training on Sklls & Behavior
Educding transgender (Khwajasira) & other employees
Conflict Management,Grievance Handling & Harassment
Hiring, Firing, Promoton & Demotion
Informal Discrimination
Inclusion inWork Rebted Social Eents
Identity Management & Gender Specific Trait Rdes
LimitedInteration with Empdoyees & Group Cohesion
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Emotional AbuseX Psychologicd Distress
Social Disgimination
Trandomational leadeship

An important element that is affecting almost evayone in
Akhuwat is the leadership of theorganization. When the
employees were asked their opinions on thkeadership they very
enthusiastidly remarked. All the empbyees (transgender and
others) have shown smilar views towards the leadership. When
a participant was asked of the Akhuwat leadership he/de
replied as: One is that Dr. Amjad S a q i pbrsogaly is such
that everyone knows whatever he intendsto do, he do tha. He
always does a different thing. Likewise, when he initiated this
(Khwajasra SupportProgam), our team welcomed his en@avor.
As this was a unique thing to do (ngtl). Another interviewee
said, Dr. Amjad Saqibis such a strong leaderthat the followers
knowwhatever stephe would takewill be righ{mgt2).

This shows the unguestioned authorty of the leadership cored
in the persordity of the leader. This has greater impat on
empbyee sagtions, betaviors and thoughts. Also the intellectu
stimulation of the emplbyees is erhanced as the leader always
come up with somethingnew and challerging to do. Participant
degribed his faith in the leadership by saying that, whatever
Akhuwatis doing is very good. It cannotdo any beiter thantha.
The khwgasiras(transgnda) cannotget Akhuwat like treatment
anywhee else (Empl). Moeover, the Akhuwat leadership is
not limited to influerce its enployeesin the orgnization only
but alsohassetan examplefor other organization® follow. Now
after knowing about the Khawajasira suppat progam and its
suxessful outconmes, few organizéions are giving job
opportuntiesto thetransgnaered (mgtl).

Another attribute highlighted by the respordent (mgtl) was
related to intellectual stmulation where in the leadership held
meeting with the empbyees to adualy leam and makeup their
minds to take up the task. Even Dr. Amjad Sagb usedto do
medings with us; they aways talked about this project and
tried to make our minds fo aaept that program.That this
progam is going to be stated and | requestyour help in this
(mgtl).

Besidesgiving a vision, the leadership hasfocus to empover
the empbyees and to transfam the place of transgender
persons in society. Another employee told us; however, Dr.
s a h aview vgasto empover transgended, to give a way to pull
themout of misery by giving them a respetable meanof eaming
(mgt2). When asled who told the empbyees on how to treat the
tramsgender enmployees, the responént said: then our senior
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managment like CEO and CCO used'to talk to khawajsra very
lovingly, politely andrespeatully. Dr. Amjad Sagb loves thema
lot and Khwgasfas also blossoms with admiraton in Hhis
campany (mgt2). The leadership also set an example for all
empbyees on how to bedve with the transgender employees.

Leadershipalsofocuseson persorel growth anddewelopmentof
the employees. An interviewee explained that they try to make
transgender empbyees learn: they shoud build their charater
and refine their lives. Unless your chakicter is not refined people
will not take you seriously. If your characgr is fine people will
resea you (mgt3). On the other hand, the leadership taught rest
of the empbyeesto resped the transgender empbyees as equal
human beings: / tell them they are normal humanbeings like the
rest. We shodd treat them respectfully. | tell them, they do very
hard work, may be more than what you (rest of empbyees) do.
Even they do not have any family sugoort, they try to paceup
with us in work. They are honest. However, they are
transgend, you shoud resmea themasthey repect you. Initially
there were such things, but with time they went off (mgt3). Dr.
Amyjad Saqibinstructedus to treatthe transgend: personsiicely.
He first prepaed us to realizewhy the decision is needed. He told
us the misery these people are going through and the level of
grooming they recaved from their ervironment. He said even if
they (trangyencdtr) misbehaveor do not understandsomething,
you have to treat thempolitely and with patience Do not give
thempressuren work. Do not speakto them inloud voice Do not
give them targetsinsteadask them how much they can achiase.
Set theimoalsaccording/{mgt3).

About the quesion for the career growth of transgnder
empbyeesa paticipant told that, further, we are thinking about
involving them into loan recovery activities also. However, right
nowit s undernprocess(mgt3).

About the leadership vision, an interviewee told that the
vision is bascally to bridge the gap between the poor and the
rich. Now you see the poor is deprived, he is hungry and
homeless,wherasthe rich arethreaened andscaed of every poor
who may sndch awayhis wealth, he keeps security with him, in
the houseetc. so Doctor sahib made a bridge between the two
poles. The poor will know that the rich is helping me graafully
andrespedably thusa goodsocietymay bring up(mgts).

More on how the vision and values are made undestood
to the employees, the intervewee said: a/l the people have this
vision. See, whaever goesin salt mines will turn sdt. So when
they come here the values, culture and environment of the
organizaion havestrong impact on them. When they are outside
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Akhwuat they do not realize such thing When they see Dr.
Amyjad Saqib and seethat he lives in renkd houwse, he lives a
very simple life, he eatssmple food, may be you must be eating
betterfood than what the eatsHe is not shav-off or spendthift.
Whaever he does it is for Allah SWT. For that it is importantto
have strong faith. This placeis a test for us and we haveto go
back to Him (mgt5). Also that, Dr. Amjad Sagb has devised
code of ethics for his staff. They are witten on the notepads
given to employees. These include: being nice, humble, pdlite,
punctual, honest, passonate, tolerant, hopeful, show
consiserce speaktruth, build a relationbaseabn mutualrested,
do hardwork, keep cleanlinessshow respect for elders andcare
for youngers, be expert in your field, be friendly, never misuse
authority, make colletive and suppotive efforts, avoid useless
conversationsandsave one- breath.keep nosmaking emvironment
(mgtb).

When the leadership was asked on how he selects his team
of such motivated and soulfulpeoplehe replied: we do not have
any strict criteria for seledion of emplgrees. We just seeif the
personis well corversant, notle and presntable. We d o nkaotv
what is insde him. But we have suich a strong value system in our
orgarizdion that we assumethat who so ever will comein our
orgarnizaion will aaept the follow the same virtuous vales
(mgt6). Further the postive believe in human being was
reinforced when the orgnization leader said: see why to be
suspcious of everyone. Every humanpersonis a goodhuman.A
good personwhen comes an organiz&ion he will bring his good
naure into the orgarzation. So the first thing is that we do
not consideranyone as a bad personyunlesshe proves himselfto
beone(mgt6).

This strong believe in goodhess of human being is the
charisma of leader. Which an empbyee descibed as: now after
coming in Akhuwat and esmedally seeing Dr. Amjad Saqib
persondly, | redized that we have been bon to do certain
things in the world. Ourlife shouldhavean ofyective to work up
to. Every humanbeing hassomeingilled skills and expertise and
we at Akhuwat are given with charcesto work. Thatis the main
differerice between the world outside Akhuwat and in Akhuwat

(mgt7).

Idealizd Influence
An important element of transfamational leadership is the
quality of influencing idedlistically. How the performancegoals
are explained to the empbyees, the inteviewee eplied that
initially we were asted not to give them khwajasra (fransgeder)

A. Matem, S. Bajwa, &D. Mamoon (2019)E mp | oy i ng T K&MBoake n g «
41



emplg/ees pressuren work. Do not speakto them in loud voice
Do not give them targetsinstead askthem how much they can
actieve. Set their gods accordingly (mgt3). It is more of a
supportiveway to commuricate the performance targets and now
they have settargets to moivateempbyees towork for better.

The morning asembly has a huge impact on harmonizing all
the enployees on the same set of values and ethics. The
participants were inquired about the mechanism throgh which
the vision, values, belidfs and ethicd standads are
communicated to the empbyees. They replied, early in the
moring we have assemblyin which we offer prayers and
values of Akhuwat and principles are communicated.
The daly reinforcement of concepts makes them freshin every
enp | o y wied-(ragt7). The leadership entices empbyees to
think about the oneswho are unfortunate and depived. During
the morthly function of Khwajasira Support Program- ,Dr.
Amjad Saqibaddessed the guests and said, / will askall of you
esgecially the visitors, what you think a good soclety is? Is a
good and progressive sockty the one with huge buildings,
smoothroads,comptters, cars, or Is it a good saciety where the
deprived andpoorones ardaken careof. | think a goodsocgety is
one where people take care of those who are less fortunae
[clapping. They come hee with every month with baloons
and other thingsto enjoy. We treat then as our guestsand we
believe that our place fills up with beautyand scent when they
Jjoin us here/clappirg] (speed-1).

The leader acts as a mother to the empbyees. As the
mothers give training to ther kids on what is right and wrong,
same as Dr. Amjad Saqib tries to build chaacter in the
empbyees. During a mesting with the loan officers in the
Masijid, he addessd the audénce as; /f you will do work, you
will be repected. If you will ask mothers how they tran their
kids, it is sane aswe try to train you. | askyou to do in your life
what you cando in a Masjid. Do not tdll lies in Masjd, do not
talk loud in magid, anddo not laugh loudin magid so sameyou
will notdoin yourlife (Sped Trangript-3)

Values& Principals

The most esential element on which the foundation of
Akhuwat standsis its conaete valies and principals. The
values and principals are set by the leadership which
empbyees have acceped whole heartedy. These values and
principals are repeated so they are truly absorled by the
empbyees. An interviewee who has manegerial postion
expressedthe sameas; even you must have obseved that on the
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event (morthly function of Khwajasra Support Progran), we
were reusing the same teaching to everybaly repeaiedly
(mgtl). Another paticipant stated importarce of values and
principals in Akhuwat as: Like this principal that Akhuwat
founadion is to provide such equal facilties to all people so
they should grow economically and socially. Your behaior
should reflect softness and honesy. These values of Akhuwat
should become part of your charater and shouldbe reflect where
ever you go to work. Akhuwat empoyees working in headoffice
or in any branchor even go to anotherorganzaton should be a
living disgay of Akhuwat values (mgt3). While talking the
chdlenges the organization facel when transgender were
included in the workforce, one participant said, /n Akhuwat it is
different as our organgaton is alreadyworking for noble cause
of humanty. That might be an element missng in the corporate
sator. More he added, Akhuwat values are the foundation for
change Like this principal that Akhuwat foundaion is to provide
such equal facilities to all people so they shodd grow
economkally and socialy. Your behaior should reflect softness
and honegt These values of Akhuwat shoud become part of
your characgr and shoud reflect where ever you go to work.
Akhuwat employees working in headoffice or in any branchor
even go to another organzdion shoud be a living display of
Akhuwat values (mgt2). The values and prindpals are the core
elementthat is governing all the pradices and rgulations of the
organization. The values are closdy linked to religion. A
paticipant who has been one of the pioneers enlightened about
the Akhuwat values.As Allah SWT saysthat those who are of
faith are brothers and also that you will not go in heawen unless
you have goodrelationswith eah other. It meansyou have to be
cordial with one anotheiand should not createproblems in the
world. More he added the underreath purposes to createsuch
a society where people knows their responsibiities towards
othersesmaally who are less fortunatei.e. the deprived one. It
/s a message of love resmea and care. You must have read a
book - td p i feegave a concept of imaginaive he&en named
- Ut oBut ha hadgiven a vision cannotbring it in practice. Dr.
Amyjad Saqgibhasgiven its pradical version. SeeAllah SWT says
to give away whatever is more than your needs. Dr. Amyjad
Sagb has devied code of ethics for his stdf o (See
Appendix) (mgts).

After interviewing few participants, it was noticed that all
empbyees have incucaied the values and principals with same
zeal. Upon inquiring aboutthe reasonone participant said; every
day early in the morning we have asembly in which we offer
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prayers andvalues of Akhuwat and principles are communicated.

The daly reinforeement of corcepts maes them fresh in every
emnployee s mind (mgt7). Anotherpaticipant added; a// the people
havethis vision. Seg everything turns saltin saltmine... like, if
only you learnto - s p thatk t and- s Rigaespectfll yie.
our vales, you will autanatically get rid of many bad
habits (Appendix-mgts). The Eecutive Director replied to
sane questionas; after empbyees are sdected we make them
go through training, like we give them literature to read.We
repeatedly canmunicate the things to make them remember. We
ask them to do what you could do whle being in masjid or
home the sane you can do in office We have a vision,
objectives, practies, principles, 2530 values. So this
whole gives an Akhuwat frameworkSo enployees work unaser
this umbrella and grow. Then the sane thing is that aerything
turns sdt is salt mine. When you go to Masjid, you will become
like peoplein the masjd. So we try to keg our offices clean,
nobody shodd tell lies and everybody should treat others
repedfully. So the same things are trarsferred to other
emnployeesmgt6).

The leader Akhuwat was asked if thereare any ultimate values
or principals for which thee is no flexibility in Akhuwat. He
replied pditely but firmly. But two things we have zerotolerance
for. One is moral corruption and second is financial
corrupton. For example, we have a lamge number of femaks
coming for loans,we d o nwarltany male personto misbehave
with them or even give them bad gesturesto make them
uncanfortatle and also financial corruption even of a singe
pennywill not be toleratedand the personwill be tenminated. So
rest is all fine, we all sometime come late, spek loud etc.
(mgt6). During his addess to the loan officers in a masijid,
the Executive Diredor Dr. Amjad Sagb said; you will understand
everything when you will understand therue spirit of Akhuwal.
Why do we come to magid for medings, why do we askpeople to
come to masjid for taking loans? This place joins us in
bratherhood.So thesevalues shouldbe incukated in y o u BEven
if I do not see, Allah is watching you all that how loyally you
are performing your dutes. Oneis good and otheris best.| want
you to be best In virtues you shoudd be the best. (Speech
Trangript 3). At the morthly event of Khwajasira Support
Program, the Executive Diredor addessd the trarsgender
communty and other citizens from different walks of life. He
said: @ / will askall of you espeially the visitors, what you think
a good soclety is? Is a good and progressive society the one
with huge buildings, smooth roads, computers, carsor is it a
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goodsoaety wherethe deprived and pooronesare taken careof. |

think a goodsocietyis one where peopletake care of thosewho
are less fortunate [clappirg]. They come here with every month
with baloons and other things to enjoy (Speech Transcriptl).

A transgender empbyee expressed how he values Akhuwat as: /

like everything hee. | have no one, no brather, no father, no
mother, no sister, no wife, no children. Theseare my motter and
father. Theylove mealot... patticulany me(Trg6).

Interview-mgt 5 - Coding by Node
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Chart 1:Codng by Node (lata Sourcelnteview)

Interview-mgt 6 - Coding by Node
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Chart 2:Codng by Node (lata Sourcelnteview)

The element of values and principles is rarked highest
by above mentioned two responeknts. Likewise, the participant
observation ardlysis has also supported the importane of
valuesand principlesin the study. Maximum coding is assgned
to the nodeof values and principles followed by HR pdicies
& pradices, and edwaing transgendr (Khwajasira) and other
employees.
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Chart 3.Codng by Node Values& Princi p | (PataSource
Obsevation)

Table 2 Referaices onNodes (Data Sowee Participant Obsvation)

Name Sources Reerences
Trarsformational Leaderip 0 26
Idedlized Influence

Pride &Dignity in Work

Valuesand Principles

Brotherhood

Respect

Work Ethics& Moral

Individualized Consideation

Insprational Motivation

Intellecud Stimulation

WorkplaceDiscrimination

Formal Discrimination

Career Devdopment

Conflict Managemaent, Grievane Handing & Harassment
Hiring, Firing, Promotian, Demotion

HR policiesand Reglations

Resourceistribution

Salary & Berfits

Training

Educaing Transgender (Trarsgender (Khwajasira))s & Other Empl.
Training on Skils & Behaviors

Informal Discrimination

Emotional Abuse & Psychologral Distress

Identity Management & Gerder Specfic Trait Roles

Inclusion in Work Related Qial Everts

Limited Interaction with Empbyees increaseroup Cohesion
Sccietal Discrimination
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