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A brief guide to terminology
Please refer to the report for full-length definitions of each term.

Sexual orientation
Sexual orientation refers to emotional, romantic, or 
sexual feelings toward other people or no people.1

LGB+ refers to those who identify as lesbian, gay, or 
bisexual, plus other sexual orientations that are not 
heterosexual (including pansexual, demisexual, etc.). 

Sex
Sex categorizes people according to biological 
characteristics, such as anatomy, hormones, and 
chromosomes. At birth, most babies are assigned  
as either male or female, but there are many biological 
sex variations within the human species. 

Gender
Gender refers to a socially constructed set of norms 
associated with being a girl, boy, woman, man, or 
something else. Gender norms vary by society and 
can shift over time. 

Gender binary is a term we are using to refer to  
the global tendency to think of gender as two distinct, 
fixed, and opposing categories: male, men, and  
masculinity; and female, women, and femininity. 

Gender identity is an individual’s deeply felt  
ex perience of gender. Gender identity categories 
can be binary (e.g., man, woman), nonbinary  
(e.g., genderqueer, genderfluid), and ungendered 
(e.g., agender, genderless).2 A person’s gender  
identity can change over time.

Transgender is an adjective that describes indi-
viduals whose gender identities or expressions 
differ from the sexes they were assigned at birth. 

Gender expression describes the way a person 
presents their gender identity to the world through 
behavior, style of dress, name, personal pronouns,  
and beyond.  
 

Cisgender is an adjective that describes a person 
whose gender identity aligns with the sex they were 
assigned at birth.

Gender diverse is a term used to describe a wide 
range of gender identities and expressions that may 
not follow the gender binary framework or do not 
conform to traditional norms and stereotypes.
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Introduction
In the nearly two decades since Coqual began  
conducting research on gender inequities in the 
workplace, our numerous reports have charted how 
challenging it is for women to find equal footing. While 
some things have certainly changed for the better, 
data in this report helps make sense of the persistent 
patterns of inequity that are still present all across 
the world. We critically explore the gender workplace 
climate in Australia, Brazil, Germany, India, Japan, 
South Africa, the United Kingdom, and the United 
States—countries that share a common thread of  
gender inequity, but differ in their contextual nuances. 

We found improvements in some areas: women 
have increased their presence in the workforce in 
many of the countries in our report,3 and in our  
qualitative interviews, we heard from men who  
questioned the primary breadwinner model. We 
also find that understandings of gender are  
evolving across generations, moving beyond the  
traditional gender binary to something more  
inclusive of all gender identities.

But there are also discouraging signs that show a 
lack of progress.  Women remain underrepresented 
in management and leadership.4 Furthermore, work 
towards gender equality has not been equitable 
even among women. For instance, im plementations 
of diversity, equity, and inclusion (DE&I) efforts in the 
US have been shown to largely benefit White women.5

In this report, Coqual highlights how gender inequity 
is still embedded within corporate processes, policies, 
and cultures across the globe. We have identified 
three primary themes across all eight markets:  
(1) gender and career advancement; (2) gender and 
the social environment; and (3) gender and caregiving. 

We then invite our audience to prepare for the future 
of the gender conversation by exploring beyond the 
outdated norms of the gender binary. We challenge 
the ways in which we define and perform masculinity 
and femininity within the workplace and highlight 
how this limits our ability to cultivate truly equitable 
and inclusive environments. 

Finally, we conclude with a series of solutions for 
DE&I practitioners. Company leaders will learn how 
they can exceed organizational expectations and 
lead the way in creating a braver, more gender-inclu-
sive workplace.

While we highlight some key intersections in each 
country, please refer to the full report for deeper 
analyses and other intersections on race, ethnicity, 
sexuality, and transgender and gender diverse (TGD) 
individuals.

Issues of gender identity 
are becoming huge. In the 
next five to ten years, 
there is going to be a 
wave hitting the corporate 
world. There is going to 
be a revolution...and I 
don’t think corporations 
are prepared.
—    Nancy Rothbard, David Pottruck  

 Professor of Management and Deputy  
 Dean, The Wharton School, University  
 of Pennsylvania, United States

Gender norms are 
everywhere. They are in 
our environment. They 
are around us. They are 
in us. We can each choose 
to sustain or deconstruct 
gender norms in our  
day-to-day life.
—   Robin Ladwig, PhD, Associate Lecturer, 

Canberra Business School (CBS) at the  
University of Canberra (UC), Australia



Australia
In Australia, representation of women in leadership, 
and the workplace more broadly, continues to be 
inequitable. In leadership representation, one study 
finds that only about one in five CEOs are women.6 
Women are also underrepresented (38.4%) in full-
time work and overrepresented (68.5%) among 
part-time employees.7 We highlight how the unequal 
division of domestic labor between men and women 
in Australia is a contributing driver of inequity.

Coqual research finds that women are performing 
more childcare on average (69%) compared to men 
(52%), as well as housework (68% vs. 55%). This likely 
helps explain why only 26% of women we surveyed 
say they are very satisfied with their work-life bal-
ance. We also find that over half of women (54%) say 
that having children has hurt their career compared 
to 39% of men, and only a quarter (25%) of women 
say that having children has helped their career 
compared to 43% of men.  
 

We attribute this to what has been referred to as the 
“motherhood penalty” and the “fatherhood bonus,” 
which Coqual has explored in previous reports. 
Mothers, as presumed caregivers, are assumed to 
be distracted after having children, while fathers, 
as presumed breadwinners, are perceived as being 
more committed, “ideal” workers. These stereotypes 
have a tangible impact.8 Women have lower earning 
potential after having children, while men may  
receive an increase in pay after having children.9 

Australian Aboriginal and Torres Strait Islander 
professionals continue to be affected by Australia’s 
history of colonialism. Our sample size was not  
adequate to analyze statistically significant differences 
between Indigenous respondents and professionals of 
other racial and ethnic groups. However, we believe that 
this speaks to a larger systemic issue of Indigenous  
underrepresentation in workplace environments.10
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Brazil
Although women outpace men in secondary and 
tertiary education, they still earn less, are siloed  
into part-time work, and are more likely to drop out 
of the workplace before gaining access to leader-
ship opportunities.11 The gender wage gap in Bra-
zil—where women earn an average of 24% less than 
men—persists despite higher education levels.12

Coqual data reveals that more than one in four (26%) 
Brazilian women say having children has hurt their 
career, while nearly half (48%) of men say that having 
children has helped their career. We find that women 
report that they're performing 66% of childcare in 
their households on average compared to 55% for 
men, as well as 64% and 52% of housework, respec-
tively. 
 
Brazil also leads the world in murders of transgender 
and queer people.13 The majority (70%) of transgender 
and gender diverse professionals we sampled have 
experienced gender-based prejudice at work as well.

Race is a critical intersection to consider in Brazil. 
Brazil’s census has five racial categories: Branco 
(White), Pardo (Brown or Multiracial), Preto (Black), 
Amarelo (Yellow or of Asian descent), and Indígena 
(Indigenous).14 Scholar Edward E. Telles asserts that 
skin color is just as salient in a person’s life as race, 
stating, “[The] Brazilian notion of color is equivalent 
to race because it is associated with a racial ideology that 
ranks persons of different colors.”15 Brazil has the 
largest Black population in the Americas, a demo-
graphic indicator of how the country remained  
central to the transatlantic slave trade for centuries 
until it was abolished in 1888.16 As the country continues 
to grapple with this legacy, it must also confront the 
way race and gender continue to impact Brazilians’ 
lives within the workplace. 

Through an intersectional analysis of race and gender,  
we find that Preta women are 53% more likely to 
have experienced gender-based prejudice at work 
than Branca women. 
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Germany
Germany is credited with having strong national  
policies that help advance equity for women.17 In 
practice, women still provide more childcare on 
average than men, which may be linked to Germany 
having one of the highest gender pay gaps in the 
European Union, at 18%.18 

In our survey sample, women in Germany are less 
likely than men to have been promoted or considered 
for promotion at their company in the last four years 
(44% vs. 57%). Other research has explored how 
women in Germany are less likely than men to occupy 
jobs in management positions, all while being more 
likely to work in sectors that command lower pay.19 

The most notable data point we found pertaining  
to career advancement in Germany was at the  
intersection of gender and country of origin. In 2019, 

more than one in four Germans had a “migrant 
background,” meaning they—or one of their parents—
were not born a German citizen.20 Coqual’s previous 
research has found that professionals who were 
not born in Germany face frequent reminders that 
they are never fully considered German.21 Underlying 
these feelings of career stall are frequent invalidations 
in the workplace. Compared to German-born  
women, women not born in Germany face dismissive 
stereotypes from colleagues significantly more  
often, including assumptions that they are less 
credentialed (35%) and more junior than they are 
(32%). We also find that 56% of non-German women 
or women with multiple ethnic backgrounds were 
also significantly more likely than German women to 
say they were passed over for promotions in favor of 
less qualified colleagues. 
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India
India’s hierarchical structure places heavy expecta-
tions on women to be wives and mothers.22 Women 
in India have among the lowest rates of labor force 
participation in the world: just 28% of women are 
employed or actively seeking employment compared 
to 76% of men.23 

Aside from gender, the Hindu caste system contin-
ues to dictate Indian social structure in countless 
ways, ranging from educational opportunities to 
marriage prospects to career experiences.24 In 
Coqual's sample of full-time, white-collar professionals, 
Brahmins (upper caste) are overrepresented,  
comprising more than a third (34%) of respondents 
despite representing only 4% of India’s total popu-
lation.25 In many ways, formal employment in India 
remains a privileged space.

Nearly half of lower-caste women (49%) in our  
sample say their social class background often has 
a negative impact on their professional experience, 

while only 21% say the same about their gender. 
Ultimately, these social factors can contribute to 
challenging retention issues for companies, as over 
half (55%) of lower-caste women in our sample say 
they have often considered leaving their jobs in the 
past year. 

Our data also suggests that women of lower castes 
expend more energy to fit in at work. In workplaces 
predominately comprising of professionals from 
upper-caste backgrounds, lower-caste professionals 
may find that any reference to their life outside of 
work holds detrimental implications. As we noted in 
Equity and Ethnicity at Work, Dalit and Adivasi pro-
fessionals may try various strategies to avoid calling 
attention to their caste background by dropping their 
surnames, adopting upper-caste norms and activi-
ties, or converting to Buddhism.26 We find that 71% of 
lower-caste women often change what they share 
about family at work, and 63% often hide their child-
care responsibilities from colleagues. 

Their gender often negatively 
affects their professional 
experience

Their social class background 
often negatively affects their 
professional experience

They have often 
considered leaving their 
jobs in the past year

They often change what they 
share about their family to fit 
in at work

Percentage of 
lower-caste  
women who say...

21%21% 49%49%

55%55% 71%71%

Professionals who have been passed over for promotions for colleagues 
who were less qualified

Women with 
German 

background
19%

Women with 
non-German  or 

multiple backgrounds
56%



Japan
Amidst rising unemployment, a shrinking economy, 
declining birth rates, and an aging population, women 
remain vastly underrepresented in leadership roles.27 
They face one of the widest gender pay gaps among 
advanced economies and struggle to gain equal 
ground in labor force participation overall.28 

Japan’s labor model follows a lifetime employment 
system, which offers lifetime job security along  
two tracks that are largely determined after college 
graduation: (1) regular employees, or seishain,  
who are the primary beneficiaries of the lifetime 
employment system and receive stronger benefits 
and annual bonuses; and (2) nonregular workers, 
who receive lower pay, fewer benefits, and less job 
security.29 Despite women’s high rate of educational 
attainment in Japan, they are much more likely than 
men to be nonregular employees.30 

Our sample shows a dramatic drop-off of women  
from entry-level to senior positions. Nearly 

three-quarters of women in our sample (73%) are in 
entry-level positions, 23% in middle management, 
and only 4% in senior management or C-Suite po-
sitions. By contrast, men in our sample have more 
equitable representation, with 40% in entry-level 
positions, 45% in middle management, and 15% in 
senior management or C-Suite positions. 

Some of the most noteworthy findings for Japan 
relate to eldercare. Eldercare is a growing focus in 
Japan, where currently 29% of the country is 65 or 
over, and by 2060, seniors are predicted to make up 
more than a third (38%) of the population.31 Cultural 
expectations around eldercare result in a burden of 
labor that inevitably falls on women.32 At present, we 
already find that women agree significantly more than 
men that their eldercare responsibilities have hurt 
their careers (42% vs. 31%), and this discrepancy has 
the potential to worsen. 

South Africa
In South Africa, we find that women’s professional 
experiences are negatively impacted by gender  
significantly more often than men's (23% vs. 10%). More 
than a quarter (26%) of women in our sample say 
that someone of their gender could never achieve 
a top position at their company. This is also reflected 
by our sample: men have a higher representation in 
senior-level positions than women (24% vs. 17%). 

Race is a critical factor to consider when assessing  
the gendered experiences of South African profes-
sionals. The legacy of apartheid persists in South 
Africa, revealing itself in every facet of society. 
Research has shown that White professionals hold 
disproportionate leadership representation, as  
over half (63%) of top management positions are 
held by White professionals.33 

This is mirrored in our sample, where 20% of Black 
men and 19% of Black women are in senior-level 
positions compared to 37% of White men and 21% 
of White women. Coloured* and Asian professionals 
have relatively lower representation overall: 24% of 
Coloured men, 3% of Coloured women, 20% of Asian 
men, and 14% of Asian women are in senior-level po-
sitions. Overall, 30% of White professionals occupy 
senior-level roles compared to just 19% of profes-
sionals who are not White. 

*In South Africa, the term “Coloured” refers to people of mixed-race  
ancestry. Restrictions on Coloured people were abolished with the 
end of apartheid, but the descriptor remains common in society and 
still remains a census designation.34
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Entry level/independent 
contributor

Senior independent 
contributor/mid-level 
management

Senior management/
C-Suite

4%

Job level

Men 40% 45% 15%

Women 73% 23%

Professionals at the senior management/C-Suite level

White

Black

Asian

Coloured

30% of 105 total employees

19% of 432 total employees

13% of 56 total employees

17% of 36 total employees



United Kingdom
According to an analysis of Organisation for Economic 
Co-operation and Development (OECD) data, increas-
ing female employment rates would add £124 billion 
to the UK’s economy per year, an incentive that many 
hope will encourage companies to increase women in 
leadership.35 

Research shows women have limited access to 
male-dominated professional networks and the “old 
boys’ club” culture. Women are often lower in rank in 
industries made up of both men and women, and they 
are also concentrated in industries that command low-
er pay than traditionally male-dominated sectors.36 

According to our survey data, barely one in five  
women (21%) in the UK are very satisfied with their 

work-life balance. We also find that women in the UK 
perform significantly more of the childcare on average 
(65%) than men do (54%), as well as more of the house-
work (67% vs. 57%, respectively). In our data, only 19% of 
women say having children has helped their career. 

During the focus group interviews with professionals in 
the UK, a prominent theme amongst women was how 
certain roles and responsibilities within the workplace 
are heavily gendered in nature, with examples including 
expectations on who will pour the coffee or tea. We 
emphasize how moving more women into leader ship 
roles will require a more holistic approach toward ad-
dressing inequities along the career pipeline, including 
how workload expectations and opportuni ties differ by 
gender and reinforce existing gender norms.

United States
US women still carry many burdens at work and 
home—especially given the ongoing legislative attacks 
on cisgender and transgender women, ranging from 
reproductive rights to gender-affirming care.37 US 
women still face barriers to career advancement  
as well. According to Coqual data, two-thirds (67%)  
of men say that they have been promoted or consid-
ered for promotion at their company in the last four 
years compared to only about half (53%) of women. 
Only 38% of women say their network is very strong 
compared to nearly half of men in our survey. 

We also explore the compounding impact of race 
and gender. In our sample, 24% of Black women 
and 19% of Latina women say race often negatively 
impacts their career. By contrast, just 14% of White 
women say this about their race. Furthermore, 
although not statistically significant, we also find 
disparities in retention, where 42% of Black women 
have often considered leaving their jobs within the 
last year compared to 28% of Asian women, 30% of 
Latina women, and 34% of White women.
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Beyond the binary: The future of 
gender in the global workplace
There is a consensus amongst experts, scholars, practitioners, and employees across 
the world that the rigid gender binary is outdated, and its associated narrow view of 
identity is beginning to fade. In our data, we discovered a major generational shift in how 
respondents understand their gender identity and expression. We gave our survey-takers 
six questions regarding experiences of their gender and asked them to choose a position 
on a sliding scale from “not masculine at all” to “extremely masculine,” and “not feminine at 
all” to “extremely feminine” (see the next page).

We found a generational decline in the averages for men’s masculine gender expression 
and a generational increase in the averages for men’s feminine gender expression. We 
found the same pattern for women, where there is a generational decline in the averages 
for women’s feminine expression and a generational increase in the averages for women’s 
masculine gender expression.

Put simply: Younger professionals have less extreme conceptions of their gender identity 
compared to older generations. They define themselves through both masculine and feminine 
qualities and express it in the way they feel, dress, think, work, and show up at home. 

Transgender voices around the world
Achieving equity and inclusion in the workplace re-
quires targeted attention toward supporting people 
of all marginalized identity groups, especially trans-
gender and gender diverse (TGD) professionals.  
 
In markets where Coqual had an adequate sample 
to conduct an analysis, we explored the unique expe-
riences and challenges faced by TGD professionals. 
Across the globe, we find that TGD professionals ex-
perience frequent microaggressions, including being 

told that their gender identity makes their colleagues 
uncomfortable, accusations that their gender non-
conformity is just a phase, colleagues being overly 
avoidant or inappropriate, and being constantly 
misgendered by their colleagues and managers. 
Unfortunately, many cisgender professionals do not 
seem to be aware of these distinct experiences, which 
helps explain why the needs of TGD professionals are 
often overlooked.

“My partner didn’t get to see it”
I married my partner, and after we’d been married a number of years, they informed me that 
their gender identity was not appropriate for who they were. I supported my partner through 
a transition to female while I was employed, which was difficult to say the least, because 
it was absolutely not something I could bring to work in any way, shape, or form. When my 
partner took their life, I couldn’t talk about it openly in my work environment. But in the last 
five years, people have become more open about being nonbinary and transgender, and I 
love it. But it makes me sad that my partner didn’t get to see it happening.

— Queer, nonbinary Gen X professional in the US

In Japan...

In the US...In Brazil...
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Gender binary across markets
This chart represents the mean (average) score of gender expression across respondents. 
The higher score/deeper color indicates a stronger sense of masculine or feminine expres-
sion. In younger generations, our data suggests that men report expressing themselves 
as more feminine and less masculine compared to older generations, and women report 
expressing themselves as more masculine and less feminine.
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Australia
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Women -- 3.7 3.7 -- 1.8 2.3

Men 2.0 2.3 2.9 3.5 3.5 3.5

Women 4.2 3.8 3.7 1.6 2.1 2.5

Men 1.6 2.5 3.1 3.9 3.9 3.7
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Millennials 
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1.7

3.9

Baby 
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&
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Define, Refine, Reimagine
Leaders must look beyond the binary and create more equitable workplaces through gen-
der-inclusive policies, programs, and people management strategies. We lean on a new 
framework—Define, Refine, Reimagine—to provide tangible solutions for DE&I practitioners 
and senior leaders to advance gender equity. 

Define 
Define refers to cultivating a shared understanding of complex issues among relevant 
stakeholders to achieve organizational DE&I goals. Companies must define the mission, 
vision, and purpose of any DE&I initiative and center accountability throughout the process. 
Through qualitative and quantitative data, company leaders can measure the effective-
ness of the defined goals and locate barriers to equity in the workplace.  

 � Define gender through a global lens. It is  
important to consider how across the world, 
issues related to gender, career advancement, 
and care are heavily contextual. Companies that 
model DE&I practices that appeal to the unmet 
needs of members of the workforce will be more 
competitive in retaining and attracting talent.  

 � “Intersectionality” defined. “Intersectionality” 
is a key concept that is often misused and misun-
derstood. We define a fundamental component of 
intersectionality in the full report—the “matrix of 
domination,”38 which is consistently overlooked. 
We highlight how intersectionality does not 
merely refer to an assortment of one's multiple 
and interconnected identity traits, but rather how 
various systems, policies, and cultural norms 
intersect to disproportionately impact the most 
marginalized groups throughout the world (e.g., 
the caste system in India, the lifetime employ-
ment system in Japan, the lack of non-discrimi-
nation policies for transgender employees in the 
UK). 

 � “Gender” defined. The full report provides a 
glossary of terms that company leaders should 
learn in order to be confident in speaking about 
and supporting employees of all gender identi-
ties. These definitions should serve as a founda-
tion for internal and external DE&I efforts.

 � The power of self-ID: transform the defined 
into the definers. Self-ID campaigns promote 
employees’ ability to self-report their race, gender, 
sexual orientation, and other identity character-
istics to help companies identify systemic barriers 
related to career advancement. We provide 
recommendations for incorporating self-ID  
into company-wide practices and procedures 
by addressing the personal impact, the impor-
tance of company-wide communication, and the 
contextually nuanced legal landscape. Coqual 
recommends disaggregating data domestically 
and globally, as the systemic and cultural contexts 
underlying these campaigns are critical to consider 
as well.
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Refine 
Refine refers to the process in which companies continually assess the effectiveness of 
existing policies, programs, and procedures in generating equitable outcomes. Companies 
can implement, revise, or simply reinforce data-driven solutions that prioritize the most 
marginalized communities.

 � Assess the way work is gendered. Workplace 
roles and responsibilities are also heavily gendered. 
Across all job levels, women are often tasked with 
integral but undervalued administrative and 
support tasks, or what has been referred to as 
“office housework.”39 Organizations need to 
critically assess whether this issue is prevalent 
within their own workplace contexts, as it may be 
creating barriers to development and advance-
ment for women.  

 � Reexamine how women’s networks operate.  
Employee resource groups and identity-focused 
networks, such as women’s networks, can help 
employees build relationships and access pro-
fessional support. However, historically, women’s 
networks have not always been inclusive to all 
women, including transgender women. Professional 
women’s networks must be inclusive to women of 
all races and transgender women. There should 
also be spaces for those who identify outside of 
the gender binary.  

 � Diversify leadership through executive 
sponsorship. Those in power often have a 
subconscious tendency to fall into the “mini-me 
syndrome,” where senior leaders advocate for 
those who are most like them.40 Companies 
need to create an organization-wide culture that 
cuts across lines of difference. Those in power 
should be encouraged to serve as sponsors and 
also be held accountable to advocate on behalf 
of employees across gender, race, and other 
dimensions of identity. 

 �  Refine care policies and norms 

 � Childcare: Companies should reevaluate 
parental leave policies to ensure that what is 
provided for men and women is standardized 
and equitable. Companies should also provide 
insurance benefits and family planning re-
sources that cover egg-saving services and 
in vitro fertilization (IVF), as well as support em-
ployees interested in fostering and adopting. 

 � Eldercare:  Our research shows how  
eldercare labor often falls on women. As 
populations age and eldercare needs grow, 
companies must be intentional about providing 
systems of support for employees to care 
for their elders. 

 � Care for others and self:  Policies need to 
be expanded to include dependents outside 
of children and elders, including extended 
family, friends, and community members. 
Companies should also provide robust re-
sources to support employees' mental,  
psychological, emotional, and physical health. 

 � Build effective flexible work policies. Flexible 
work is a policy proven to reduce work-life conflict 
and turnover intentions for women.41 Companies 
must refine their existing infrastructure for hybrid 
and remote work and monitor the effectiveness 
of flexible work policies to ensure that they are 
equitable for everyone.  

Reimagine 
Reimagine challenges companies to prepare for the future of the global workplace.  
The most successful companies proactively anticipate market trends and strategize  
accordingly. Companies must take the same approach when it comes to the needs of 
their employees. With constantly evolving definitions of gender, and infinite ways to  
refine existing structures, the process of reimagining requires companies to have an 
inclusive culture of innovation. 

 � Reimagine leadership norms. Standards of  
professionalism that inevitably influence talent  
management and performance evaluation  
systems have privileged those who align with  
traditionally masculine identity traits.42 Companies 
must evaluate how these systems can lead to  
a lack of gender diversity in executive and  
senior roles.

 � Reimagine masculinity.  We detail examples 
across each market in which the brunt of care-
giving labor falls on women. For instance, 87% of 
primary parental leave is taken by women in Aus-
tralia,43 and women in Brazil are provided with 120 
days of full pay for maternity leave compared to 
only five days of paternity leave for men.44 Men 
in leadership need to recognize that the culture 
shift begins at the top. They have to serve as role 
models for how men should balance family and 
caregiving responsibilities within their careers. 

 � Reimagine gender. Our report makes clear that 
transgender and gender diverse professionals 
face frequent prejudice, including being constantly 
misgendered, told their gender nonconformity is 
just a phase, or told their gender identity makes 
their colleagues uncomfortable. Companies 
should prioritize workplace norms for supporting 
transgender and gender diverse employees, includ-
ing gender transition plans,  gender-neutral re-
strooms, gender-neutral dress codes, trans-spe-
cific diversity trainings, and correct pronoun and 
name usage.45 Coqual also shares suggestions 
for trans-inclusive policies and resources, which 
could include health care benefits that cover 
gender-affirming surgery, mentor and sponsorship 
programs, among others. 

Most workplaces aren’t ready for the 
openness that younger people have around 
expressing and talking about gender identity 
in new ways—and that’s dangerous.
—  Alison Pullen, PhD, Professor of Gender, Work, and Organization, Macquarie University, Australia
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Methodology
The primary sources of data for this research 
report consisted of a survey distributed across 
each of our eight markets; virtual focus groups; 
Insights In-Depth® sessions (a proprietary web-
based tool used to conduct voice-facilitated virtual 
focus groups); and one-on-one interviews. This 
report presents findings of our study, incorporating 
a mixed analysis of quantitative and qualitative 
methods.

Through our qualitative methods, we reached more 
than 100 professionals, experts, and practitioners 
across our eight markets. Primary sources of data 
collection for the qualitative component of the 
study included semi-structured expert interviews 
combined with focus group sessions among 
employees from the sponsor companies. For the 
quantitative components of the study, an initial 
literature review informed the development of our 

survey instrument. Our survey sample consisted 
of 5,481 respondents who were at least 21 years 
old and currently employed full time in professional 
occupations. Of our respondents, 51%identify as 
women and 48% identify as men, while 1% identify 
as nonbinary. Data collection took place from Janu-
ary to February of 2023. The survey was conducted 
by Momentive under the auspices of Coqual, a 
nonprofit research organization. Momentive was 
responsible for the data collection and creation 
of weighting variables, while Coqual conducted 
the analysis. Unless otherwise stated, all reported 
differences between groups within country are 
significant at the .05 level. 

Please refer to the full report for more detailed 
information on our sample, methodology, and 
limitations.
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