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Abstract
Purpose: This study aims to identify the challenges and facilitators affecting the job trajectory

of trans women individuals in Iran. By exploring the specific obstacles faced by this
demographic, the research seeks to enhance understanding of their professional experiences

and inform policies that promote inclusivity and support.

Study Design/Methodology: Employing a qualitative research design, the study used content
analysis in in-depth interviews with 15 trans women. Sampling continued until theoretical
saturation was reached, ensuring a comprehensive understanding of the participants'
experiences. The interviews focused on personal narratives of job-related challenges and

facilitators, enabling an in-depth exploration of their professional trajectories.

Findings: The study identified two primary categories of challenges: (1) Challenges: These

include concealing one'’s trans women identity, job discrimination, concerns regarding job

retention, interpersonal harassment (such as stigma, ridicule, and sexualized looks), a small
living environment, and issues related to compulsory military service. (2) Facilitators: Key
facilitators that emerged include improving job skills, enhancing mental health, respecting
boundaries in workplace relationships, utilizing remote and non-face-to-face work,

strategically coming out, and external support from family, government, and employers.

Discussion and Conclusion: The findings reveal that trans women in Iran encounter
significant barriers in their professional lives, primarily stemming from societal discrimination
and workplace harassment. Concealing their identity is a prevalent survival strategy that
imposes psychological and social burdens, negatively affecting their quality of life and job
performance. Additionally, employment discrimination and interpersonal harassment
contribute to feelings of isolation and decreased self-confidence. The study also highlights the
exacerbated challenges faced by the trans women population in smaller communities, where
cultural and religious pressures further limit their employment opportunities. However, the
identification of facilitators such as improved job skills and mental health resources indicates
potential pathways for enhancing the job trajectories of trans women. The study underscores
the necessity for policymakers, employers, and society to create inclusive environments that
allow the trans women population to thrive professionally without fear of judgment or
discrimination.

Keywords: trans women, job trajectory, challenges, facilitators, qualitative study



Chapter 1. Introduction

Research on minority health and social marginalization demonstrates that smaller groups,
such as trans women, frequently encounter significant barriers and lack adequate support and
resources. Despite their lower visibility within the population, evidence indicates a critical
need for informed, evidence-based assistance and sustained advocacy, as trans women
experience elevated levels of stigma, discrimination, and unmet needs (Hughto, Reisner, &
Pachankis, 2015; (Arayasirikul et al., 2022; (Hennekam & Dumazert, 2023). This study
investigates the specific employment barriers faced by trans women in Iran, examining how
these challenges affect their access to and maintenance of stable employment. By addressing
these concerns, this thesis systematically examines the work experiences of trans women in

Iran.

However, reliable data on the prevalence and characteristics of transgender populations
remain limited, particularly in non-Western contexts such as Iran. Recent findings indicate a
prevalence of Gender Dysphoria at a rate of 123 per 100,000 among individuals referred to
the Forensic Medicine Organization in Mazandaran, Iran, from 2016 to 2022 (Khosravi,
Sheikhmoonesi, Aalishah, Yahyavi, & Alipour, 2025). A separate nationwide study by
Talaei et al. (2022) reported a prevalence of 1.46 per 100,000, with trans men outnumbering
trans women by a factor of two. These findings underscore both the paucity of reliable data

in Iran and notable differences in gender distribution among transgender individuals.

Meerwijk and Sevelius (2017) analyzed United States national survey data from 2007 to
2015 and estimated a prevalence of approximately 390 transgender adults per 100,000
individuals, equating to nearly one million people nationwide. These figures may
disproportionately represent younger adults rather than the entire U.S. population,
illustrating the challenges inherent in estimating transgender population sizes across diverse

countries and cultural contexts.

Existing research in Iran has predominantly focused on the life experiences and mental
health challenges of trans women, while their work and employment issues have received
comparatively limited attention. A comprehensive literature review identifies two primary
themes. The first concerns the legal status of Gender Affirmation Surgery under Islamic law,
which emphasizes biological determinism and categorizes trans women as patients with

'transsexuality' (Abbasian Praskanloo et al., 2021; Bagherzadeh et al., 2022). The second



theme addresses the adverse life experiences of trans women in Iran, including pervasive
stigma, inequality, violence, and discrimination, including within the workplace (Tahbidra et
al., 2022; Khalili et al., 2023; Ghadiri & SaeidArab, 2025; Khalili et al., 2022; Azadi, 2025;
Rahimpour et al., 2024). Collectively, these studies highlight the significant structural and
social challenges faced by trans women, particularly in employment, and underscore the
urgent need for further research and policy intervention. To further analyze these aspects,
this study employs the 'Bodies Out of Place' framework to evaluate how spatial dynamics

and embodiment shape the employment experiences of trans women in Iran.

Although numerous studies have examined the legal and psychological aspects of life in
Iran, few have addressed the work and employment experiences of trans women.
Investigating the challenges and opportunities encountered in securing and maintaining
employment is essential, as work offers not only financial stability but also fosters

confidence, independence, and social acceptance.

Organizations that implement formal gender identity equity policies demonstrate positive
outcomes, including increased job interview rates for trans women (Drydakis, 2025).
However, such protections remain limited in scope. Employment provides trans women with
financial stability, social connections, independence, and a professional identity. It also
supports mental health and fulfills both material and emotional needs. Access to employment
outside of sex work reduces the risk of behavioral problems and sexually transmitted

infections, including HIV.

A substantial gap exists in empirical research on the employment experiences of trans
women in Iran. In contrast to developed countries, where workplace equality and career
advancement have been extensively studied, Iranian academic research on job search,
interview processes, and employment outcomes for trans women remains limited. This
deficiency impedes progress toward workplace quality, equitable treatment, enhanced

services, and comprehensive policy development.

The primary objectives are identify and categorize the primary challenges (structural,

psychological, and interpersonal) that impede the job trajectory of trans women in Iran.

Identify and analyze the key facilitators (personal, relational, and environmental supports)

that assist trans women in pursuing and maintaining their careers.

Develop a contextual model illustrating the complex interplay between challenges and

facilitators within the Iranian occupational setting. To guide this investigation, the following
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research questions are posed: What are the main challenges (obstacles) that affect the job

trajectory of trans women in the Iranian labor market?

What are the main facilitators (supports and strategies) that promote the job trajectory of

trans women in the Iranian labor market?

The remainder of this thesis is organized into four chapters that systematically examine the
employment experiences of trans women in Iran. Chapter Two presents a comprehensive
review of theoretical frameworks and empirical literature, addressing topics such as job
search, workplace experiences, gender expression in professional contexts, coping strategies,
workplace discrimination, mental health challenges, and relevant cultural and social factors.
The chapter concludes by introducing the study's theoretical foundations: Puwar's "Bodies
Out of Place" framework, Minority Stress Theory, and Social Cognitive Career Theory
(SCCT), which collectively provide a comprehensive perspective on trans women's

experiences in predominantly cisgender workplaces.

Chapter Three details the methodological approach employed in this study, outlining the
qualitative research design, participant recruitment strategies, data collection methods via in-
depth interviews, and analysis techniques. In-depth interviews are uniquely suited to
uncovering hidden workplace dynamics as they allow for a deep exploration of personal
experiences and nuanced understanding of the challenges faced by trans women in
employment settings. This chapter also addresses ethical considerations, including informed

consent procedures and measures to ensure methodological rigor.

Chapter Four presents the study's findings, organized thematically based on interviews with
trans women in Iran. These themes elucidate both the challenges and supports encountered in
their employment trajectories. Importantly, this chapter lays the foundation for strategic
policy recommendations that aim to address identified challenges and enhance supports.
Chapter Five contextualizes the findings, underscores their significance, and identifies the
study's novel contributions to the field, offering concrete proposals for policy interventions

that may improve employment opportunities and conditions for trans women in Iran.



Chapter 2. Theoretical and Empirical Literature

This chapter provides the theoretical and empirical foundation for the study by first
clarifying key gender-related concepts and introducing the context of trans women’s status in
Iran. It then examines the landscape of employment for trans women, highlighting existing
evidence on structural barriers and labor market inequalities. The chapter concludes by
outlining the theoretical frameworks that inform the study’s analytical approach. Together,
these components establish the groundwork for understanding the experiences explored in
later chapters.

2.1 Being trans women
2.1.1 Definition of Key Concepts

The subsequent terminology comprises definitions intended to elucidate the aims and extent

of the proposed research.

“Sex Assigned at Birth” refers to an individual's biological classification as male or female,
determined primarily by physical characteristics such as chromosomes, hormone levels, and
external and internal anatomical features (American Psychological Association, 2015;

American Psychological Association, 2023).

“Gender” encompasses the socially constructed roles, behaviors, activities, and attributes
that societies deem suitable for individuals based on their perceived masculinity or
femininity. These constructs significantly shape how people behave, interact, and perceive
themselves. Although biological sex tends to exhibit similarities across various cultures, the
expressions and interpretations of gender can vary widely (American Psychological

Association, 2023).

In a general classification of gender, individuals are divided into two categories: cisgender
and transgender. Cisgender is an adjective used to describe an individual whose gender
identity and gender expression are consistent with the sex assigned to them at birth; in other
words, someone who is not transgender or gender non-conforming (American Psychological

Association, 2015).

“Transgender” is a broad term used to describe individuals whose gender identity, gender
expression, or behavior differs from the expectations typically linked to the sex assigned to

them at birth (American Psychological Association, 2023).



“Trans Woman”, or “Trans-woman” is defined as a person whose sex assigned at birth was

male, but who identifies as a woman.

“Trans Man, or Transman” is a person whose sex assigned at birth was female, but who

identifies as a man (American Psychological Association, 2015).

“Non-binary” identities are fundamentally defined as gender and/or sex identities that are not
exclusively female or male. These identities can incorporate elements of both femaleness
and maleness, or exist entirely outside of these traditional categories (Schudson &

Morgenroth, 2022).

Building upon these definitions, it becomes possible to contextualize how gender-diverse
individuals experience recognition, rights, and social conditions within specific cultural
settings. This framework is particularly important for understanding regional variations in

how trans identities are perceived and addressed.

2.1.2 The Status of Trans women in Iran
In recent decades, the experiences and challenges of trans women have received growing

attention from researchers in medical, psychological, and legal fields. In Iran, the legal and
religious context of trans women rights is unique. Gender Affirmation Surgery (GAS) was
officially approved in 1982 by Ayatollah Khomeini, the Supreme Leader of Iran. This ruling
allowed trans women to undergo a structured evaluation process—including psychological,
medical, and legal assessments—and to change their identity documents to reflect their true
gender. Following these steps, individuals can continue their lives as members of their

affirmed gender (Saeidzadeh, 2025).

Despite this legal recognition, trans women in Iran face significant social and cultural
challenges. The society largely adheres to a binary view of gender, recognizing only men
and women, with very little space for non-binary identities. Although GAS is legal, it is far
from culturally accepted or widely understood. trans women often encounter stigma,

discrimination, and a lack of social support, which can make daily life difficult.

One of the first and most essential steps in the transition process is family involvement.
Families’ consent and support are often required for legal and medical procedures, and their

acceptance can significantly affect the mental health and social well-being of trans women.



However, many families in Iran may struggle to understand or accept gender diversity,

which adds another layer of challenge (Rahimi Ahmadabadi et al., 2021).

Overall, the history of trans women rights in Iran highlights a complex interaction between
religion, law, medicine, and society. While legal recognition through GAS provides a path
for transitioning and changing official documents, the social and cultural environment
remains restrictive, and trans women continue to navigate a society that often does not fully
acknowledge their identities. Understanding these dynamics is crucial for researchers,
policymakers, and healthcare providers who aim to support the well-being of trans women in

Iran.

In Iran, some studies demonstrate a high prevalence of various disorders and social problems
among trans women. For instance, one study reported that 67% of transgender individuals
experience at least one psychiatric condition during their lifetime, with depression being
among the most common disorders. Additionally, the study found a 70% prevalence of

suicidal ideation among transgender individuals (Khorashad et al., 2021)

In another study, Mousavi et al. (2022) reported that levels of social anxiety and negative
body image among individuals with gender dysphoria are higher than in other populations,
and the role of social and cultural issues in this regard is significant. Factors such as a lack of
acceptance of these individuals, social harassment, and the taboo nature of gender diversity

prevent them from expressing themselves and playing an active role in social life.
2.2 The Landscape of trans women Employment

Although no specific research has been conducted in Iran on the employment experiences of
transgender individuals includes trans women —including aspects such as job seeking, job
interviews, hiring, or career changes—this study draws on existing Iranian research that has
indirectly addressed these issues, as well as relevant international studies published in
English and retrieved from reputable academic sources such as PubMed, Google Scholar,
and JSTOR. Based on these sources, several key concepts related to trans women

employment are discussed.

2.2.1 Job Search Experiences
trans women face significant barriers in the hiring process, with studies indicating adverse

outcomes associated with transgender identity status. For instance, a Swedish study using

fictitious job applications found that male-to-female (MTF) and female-to-male (FTM)



individuals were significantly less likely to receive a positive employer response compared
to cisgender individuals in male-dominated and female-dominated occupations. This
suggests that transgender individuals encounter higher obstacles when seeking employment

(Granberg et al., 2020).

Employment discrimination against trans women is a prevalent issue, with research
highlighting numerous challenges faced during job searches. Studies indicate that biases held
by employers often manifest in direct rejections, intrusive interview questions, or
assumptions regarding the individual's competence and cultural fit within traditional

cisgender workplaces (Abreu et al., 2023); (Drydakis, 2024).

A study by Stanton (2023) found that callback rates vary by gender identity. Specifically, the
rates are 19% for cisgender men, 16% for cisgender women, 17% for transgender men, and
13% for transgender women. The research indicates a presence of hiring discrimination
against transgender women, who are six percentage points less likely to receive a callback
compared to cisgender men, with this finding being significant at the 5% level. Conversely,

there was no evidence of discrimination against transgender men.

Tomic, O’Dwyer, Keegel, and Walker-Bone (2025) found that LGBTQ+ individuals often
face significant challenges in their job-seeking experiences, leading to less favorable
employment outcomes compared to their cisgender heterosexual counterparts. These
disparities are usually rooted in systemic discrimination and stigma within social structures,

including the workplace.

A correspondence study found that applicants who used they/them pronouns, which indicate
a non-binary identity, received fewer callbacks than those who did not include pronouns on

their resumes when applying for remote positions in the United States (McGonagill 2023).

Korean transgender and non-binary individuals face significant challenges in the job market,
often resulting from negative evaluations based on their appearance and fears surrounding
the disclosure of their identity. Many TNB job seekers experience discrimination, leading to
diminished job opportunities and a sense of discouragement. This perceived discrimination,
along with prior negative experiences, can reduce their self-efficacy and lead to more
extended career interruptions. Reports indicate that TNB applicants encounter higher
rejection rates post-transition and may face hostility during interviews, including invasive
questioning and transphobic reactions. Additionally, hiring practices may favor specific

genders, with trans men more likely to receive interview invitations once recognized as
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male, while trans women often face greater difficulties. Overall, interviewers' biases can
overshadow qualifications, complicating the job search for TNB individuals (Lee & Lee,

2024).

2.2.2 Workplace Experiences
Experiences of trans women in the workplace research on trans women health reveals a

limited understanding of the diverse workplace experiences encountered by trans women,
encompassing both negative and positive aspects. Negative experiences such as
discrimination, micro-aggressions, insufficient social support, and systemic inequalities can
adversely affect job performance and overall well-being, often leading to the adoption of
unhealthy coping strategies (Pinilla, 2024; Beauregard et al., 2021). However, effective
methods are available to address these challenges, including identity-based coping strategies,
cognitive approaches, the development of interpersonal skills, and advocacy efforts(Cancela
et al., 2024) (Goryunova et al., 2021) (Bouthillon, 2023). These strategies can facilitate
smoother transitions in the workplace and help mitigate the effects of discrimination, as
highlighted by transgender participants in various qualitative studies. Conversely, both
qualitative and quantitative research indicate that positive experiences in a supportive and
inclusive work environment correlate with enhanced job performance, job satisfaction, and

overall well-being. (Van de Cauter et al., 2021).

2.2.3 Gender Expression in Professional Settings
Gender expression refers to the external manifestation of an individual's gender identity. The

American Psychological Association ( 2015 ) defines the presentation of an individual as
including physical appearance, clothing choices, accessories, and behaviors that express
aspects of gender identity or role. Gender expression may or may not conform to a person’s
gender identity and emphasizes that gender diversity encompasses both gender identity and

expression.

trans women, often face significant challenges regarding their gender expression in
professional settings, leading to discrimination and less favorable employment outcomes.
Many trans women describe facing considerable difficulties in finding jobs, mainly due to

their physical appearance (Farah, Rizk, & Azar, 2024).

Trans workers are at a higher risk of discrimination in environments requiring uniforms or
strict dress codes, as these practices can force them to disclose their identity or conform to
cisgender presentation norms (Bender-Baird, 2011; Brewster et al., 2014, as cited in Suérez

et al., 2021). In summary, gender expression significantly shapes the experiences of trans
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workers, often leading to discrimination rooted in cis-normative expectations and systemic
biases. While legal protections are evolving, their consistent implementation and
enforcement remain crucial to ensuring equitable workplaces for all individuals, particularly
those whose gender expression does not conform to traditional norms (Suérez, Marquez-
Velarde, Glass, & Miller, 2021). It should also be taken into account that the degree and
extent of the available legal protections also differ significantly in different jurisdictions,
making it even more difficult for trans women in countries such as Iran to freely express
their selected gender or be protected against any prejudices and biases arising solely based

on their gender expression.

2.2.4 Coping Strategies
trans women employ a variety of coping strategies to navigate the complex challenges and

discrimination they face in their employment experiences. These strategies range from

individual self-preservation tactics to collective actions aimed at social transformation.

Due to widespread discrimination and harassment in the labor market, many trans women
seek employment in 'women-only places' such as beauty salons, animal care centers, or as
domestics. This strategy provides a safer space and helps them avoid harassment from men
(Saeidzadeh, 2023). Lee, B., & Lee, J. (2024) point out that a significant coping strategy
involves optimizing job choices to work with or for gender minorities. It mentions that many
participants specifically sought Korean workplaces where they could support gender
minorities, driven by their lived experiences of discrimination, which heightened their

empathy and resistance to existing norms.

Additionally, as Holm, K. M. (2023) highlights, trans women and gender diverse individuals
predominantly employ individual coping mechanisms, such as emotional regulation and
ignoring discriminatory remarks, to navigate transphobia. While external support networks
like friends and family are crucial, seeking workplace-specific relational support is less
common. The choice of coping strategies is influenced by cultural context, highlighting the

need for further research into diverse experiences.

2.2.5 Discrimination in the Workplace
Research into employment discrimination frequently centers on the unique challenges faced

by transgender and gender diverse (TGD) individuals, including non-binary people, trans
women, and trans men (Lefebvre & Domene, 2020; Suérez et al., 2021). Despite growing
awareness of workplace diversity and the introduction of some legal protections, TGD

people globally experience disproportionately high levels of discrimination, harassment, and
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adverse socioeconomic outcomes in labor markets (Drydakis, 2024; Lefebvre & Domene,

2020; Shannon, 2022).

Studies consistently show that TGD people have substantially worse economic outcomes
than their cisgender counterparts (Carpenter et al., 2020; Shannon, 2022; Sudrez et al.,
2021). In the United States, non-cisgender individuals exhibit significantly lower
employment rates, higher poverty rates, and lower household incomes (Carpenter et al.,

2022; Shannon, 2022).

Specific discriminatory acts commonly reported by TGD employees include workplace
verbal harassment, physical violence, and sexual harassment (Lefebvre & Domene, 2020;
Mizock et al., 2018). Coworkers frequently engage in misconduct such as "dead-naming"
(using a former name) and "misgendering" (using the wrong pronoun), often linked to a lack
of knowledge about transgender issues (Van de Cauter et al., 2021). Furthermore, TGD
employees frequently face institutional barriers to basic workplace infrastructure, such as
non-inclusive gendered spaces, including bathrooms and dressing rooms (Lefebvre &

Domene, 2020; Van de Cauter et al., 2021; Williams et al., 2024).

Workplace experiences and outcomes differ significantly among various TGD subgroups,
reflecting broader societal gender hierarchies (Cancela et al., 2024). trans women generally
face worse employment experiences and outcomes compared to trans men and non-binary

individuals (Shannon, 2022; Van de Cauter et al., 2021).

Discrimination faced by transgender and gender-diverse (TGD) individuals in the workplace
functions as a systemic issue, driving many towards economic instability and emotional
distress, particularly impacting transgender women and transgender people of color. While
legal frameworks serve as a barrier against overt discrimination in some countries, the subtle
yet pervasive influences of cis-normativity and bias require ongoing, comprehensive
organizational efforts, similar to developing an integrated irrigation system, to ensure that
the protective measures provided by law benefit all areas of the workplace, enabling every

employee to flourish. ( Cancela et al., 2024).

2.2.6 Mental Health Challenges
trans women often face discrimination, harassment, and even violence in their daily lives.

These negative experiences can have a profound impact on their mental health, leading to
stress, anxiety, and depression. The mental health challenges they experience not only affect

their emotional well-being but can also influence many aspects of their lives. For example,
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trans women may face difficulties when looking for a job, attending interviews, or
maintaining employment. Experiences of workplace bias or fear of rejection can shape
career decisions and limit opportunities, making it harder to achieve stability and life
satisfaction. Overall, the discrimination and mental health challenges faced by trans women

are closely linked to the decisions they make in education, work, and personal life.

Drydakis (2019) showed in his research that trans women after transition have a positive
result in improving mental health, life, and job satisfaction. Cancela, Stutterheim, and
Uitdewilligen (2025) conducted Findings based on the Minority stress model due to
discrimination or expectations of rejection, which negatively impact work outcomes and

mental health of Transgender and gender diverse (TGD) employees.

Tomic et al. (2025) found that LGBTQ+ workers face mental health issues in the workplace.
In their systematic review, the most extensive study had 1897 participants, and the smallest
had 23. Of the 32 studies, the most common mental health outcome reported in 23 studies
was depression. The other one was anxiety from 11 studies and suicide attempts in 8 studies.
In another study, lack of support in the workplace causes depression and anxiety among

transgender workers.

2.2.7 Cultural and Social Aspects
Cultural and social aspects significantly influence the job experience of trans women in the

workplace, often resulting in discrimination, stigmatization, and limited career opportunities.
These influences manifest through cisnormative workplace cultures, binary gender norms,
and the lack of inclusive policies, which collectively create a challenging environment for
trans women employees. The impact of these cultural and social factors is profound,
affecting not only the professional lives of trans women but also their mental and physical

well-being.

Cis-normativity, the assumption that all individuals conform to the gender assigned to them
at birth, is prevalent in many workplaces, leading to discrimination against transgender
employees. This discrimination can manifest in various forms, including microaggressions,
harassment, and exclusion from career-enhancing opportunities (Goryunova et al., 2022;

Anderson, 2024).

(Torres-Castro & Morales-Villena, 2025)Transgender individuals often face challenges in

recruitment and selection processes due to societal perceptions of gender, which can limit
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their job opportunities and career progression (Torres-Castro & Villena, 2025).

The presence or absence of supportive organizational cultures and policies significantly
affects the experiences of transgender employees. Inclusive policies, such as flexible
working hours during gender transition and access to appropriate facilities, can mitigate

some of the challenges faced by transgender individuals(Davis & Yeung, 2022).

Cultural and social politics significantly shape the lives of transgender and LGBTQ+
individuals, particularly in regions like the Middle East, through a complex interplay of laws,
religious doctrines, and societal norms. In Iran, the concept of aberu—representing honor,
respectability, and social standing—is a central cultural force that influences family, legal,
and medical practices concerning trans women (Saeidzadeh, 2023). Globally, the
experiences of LGBTQ+ individuals are often contextualized by historical, cultural, and
religious factors, which can lead to stigma, discrimination, and significant health disparities

(Hwahng & Kaufman, 2024).

2.3 Theoretical Frameworks
This section presents the theoretical frameworks that guide the understanding of trans

women job-related experiences. Three major theories that have been frequently applied in
studies involving gender minorities and transgender people are discussed here. These include
Puwar’s “Bodies Out of Place”, which explores how marginalized bodies are positioned
within institutional and social spaces; the Minority Stress Theory, which explains the
psychological stress resulting from stigma and discrimination; and the Social Cognitive
Career Theory (SCCT), which examines how personal, social, and environmental factors

influence career development and decisions among minority groups.

2.3.1 Puwar's Bodies Out of Place
Puwar's "Bodies Out-of-Place" (2004) offers a critical examination of how bodies are

perceived, categorized, and positioned within social and spatial contexts. The work is pivotal
in understanding how identity and embodiment intersect with issues of race, gender, and
class, particularly in environments where normative expectations prevail. This literature
review synthesizes key themes and contributions from Puwar's text and situates it within

broader academic discourses on embodiment, identity politics, and spatiality.

Puwar (2004) introduces the concept of "bodies out of place" to articulate the experiences of
individuals who disrupt the dominant cultural narratives associated with their identities. This

disruption often occurs in spaces traditionally dominated by specific socio-cultural norms.
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For instance, the author examines how racialized bodies in predominantly white institutions
face challenges that stem not only from their physical presence but also from the societal
expectations tied to their identities. This is echoed in Ahmed's (2007) work, which argues
that bodies are often marked by their relationship to space and that certain bodies are

rendered "out of place" due to historical and structural inequalities.

The intersection of race and gender is a focal point in Puwar's analysis, as she highlights how
these identities are often compounded in their effects. For example, the experiences of
women of color in academic settings reveal a dual marginalization that complicates their
navigational strategies within these spaces (Morley, 2003). This aligns with Crenshaw's
(1991) concept of intersectionality, which explains how overlapping systems of oppression
create unique experiences for individuals at the intersections of various social categories.
Puwar’s work builds on this framework by emphasizing the spatial dimensions of these
experiences, suggesting that the physical environment plays a crucial role in shaping how

bodies are perceived and treated.

Furthermore, Puwar's exploration of the "surveillance" of bodies in public and private spaces
underscores how societal expectations are enforced. This notion resonates with Foucault's
(1977) theory of panopticism, where the visibility of bodies leads to self-regulation in
accordance with societal norms. Puwar (2004) argues that the surveillance of marginalized
bodies often results in a form of social control that perpetuates exclusion and discrimination.
This is particularly relevant in discussions surrounding the policing of bodies in urban
environments, where racialized individuals may experience heightened scrutiny and

surveillance (Wacquant, 2001).

In addition to race and gender, Puwar’s analysis extends to the implications of class in the
construction of bodily identities. The author posits that class dynamics intersect with race
and gender to create a complex web of privilege and disadvantage. This perspective is
supported by Bourdieu's (1984) concept of habitus, which emphasizes how social class
shapes individual behavior, perceptions, and interactions across contexts. Puwar's work
invites further exploration into how class-based expectations shape the experiences of bodies

in both public and private spheres, particularly in relation to access and mobility.

The notion of "displacement" is another critical theme in Puwar's work. She articulates how
bodies that are deemed "out of place" often experience feelings of alienation and dislocation,

which can have profound psychological and emotional effects. This concept parallels the
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work of Said (1978) on Orientalism, where the "othering" of certain bodies leads to a sense
of estrangement from the dominant culture. Puwar’s exploration of displacement encourages
a deeper understanding of how societal structures marginalize specific identities, leading to a

sense of belonging that is often contingent on conformity to dominant norms.

Moreover, Puwar's examination of "embodied knowledge" provides a framework for
understanding how lived experiences inform individual and collective identities. She argues
that knowledge produced through the body is often undervalued in academic and
professional contexts, resulting in a hierarchy of knowledge that privileges particular
epistemologies over others (Haraway, 1991). This raises important questions about the ways
in which knowledge is constructed and validated, particularly in relation to marginalized
voices. The implications of this critique extend to various fields, including education, where
the inclusion of diverse perspectives can enrich the learning environment and challenge

dominant narratives (Ladson-Billings, 1994).

In summary, Puwar's "Bodies Out-of-Place" serves as a foundational text for understanding
the complex interplay of identity, space, and embodiment. By situating her work within the
broader academic discourse on race, gender, class, and surveillance, it becomes evident that
a multitude of intersecting factors shape the experiences of marginalized bodies. Puwar’s
insights encourage further exploration into how societal structures and spatial dynamics
contribute to the ongoing marginalization of particular identities. Future research should
continue to interrogate these themes, particularly in light of evolving social landscapes and

the increasing recognition of diverse identities in contemporary society.

2.3.2 Minority Stress
In conjunction with the broader framework of Minority Stress Theory (Meyer, 2003), this

study benefits from the insights provided by the Gender Minority Stress Model (Testa et al.,
2015). This model identifies specific stress processes that affect transgender individuals,
including the non-affirmation of gender identity, identity concealment, and anticipated
rejection. These stressors were evident in the experiences shared by participants, marked by
anxiety around "passing" as cisgender, distress from misnaming, and the necessity for
heightened vigilance during routine workplace interactions. Through the lens of the Gender
Minority Stress Model, we examine how distal stressors—such as discrimination,
harassment, and inadequate structural protections—interact with proximal stressors like
anticipatory rejection, concealment, and vigilance to generate cumulative psychological

distress. While some scholars have suggested that integrating intersectionality into minority
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stress models could pose challenges, our findings indicate that these approaches are not at
odds but are, in fact, complementary. The Gender Minority Stress Model facilitates our
understanding of the stress mechanisms associated with gender identity. In contrast, an
intersectional perspective situates these mechanisms within larger power dynamics,
revealing how factors such as race, nationality, and class intensify the stigmatization of
transgender women in Portugal. The synthesis of these theories provides a more
comprehensive understanding of the daily realities faced by participants (Teixeira et al.,

2025).

Researchers have emphasized that the workplace serves as a crucial context for examining
the minority stress encountered by LGBTQ+ individuals. Investigations into the experiences
of LGBTQ+ employees, primarily based on qualitative data, have revealed a heightened
prevalence of adverse workplace incidents, including hiring discrimination, harassment,
work-related stress, and lower levels of job satisfaction when compared to the general

workforce(Tomic et al., 2025).

2.3.3 Social Cognitive Career Theory (SCCT)
Social Cognitive Career Theory (SCCT) stem from social cognitive theory’s Bandura

(1981) related to how personal attributes (e.g., gender/race/ethnicity)and environmental
elements work together for effecting on Career-related cognitive variables which
subsequently affects the individual’s career development (Lent, Brown, & Hackett, 1994 as
cited in McGroarty, Tomaro, & Amundsen-Dainow, 2019). This means that the different
opportunities and experiences people have help shape what they believe they can do (self-
efficacy) and what they expect will happen if they follow a certain path (outcome
expectation). These beliefs then affect their career interests, choices, and success (Wada et

al., 2019).

SCCT is a well-established theory in the study of career development, and its ideas, such as
career expectations, help explain challenges faced by sexual minority individuals in the
workplace. Studies have found that lesbian, gay, and bisexual people often expect lower
salaries than heterosexual individuals (Ng, Schweitzer, & Lyons, 2012, as cited in Wada et
al., 2019) and believe they may face both general and sexuality-related barriers in their

careers (Parnell, Lease, & Green, 2012, as cited in Wada et al., 2019 ).

Social Cognitive Career Theory (SCCT) provides a valuable framework for understanding

the career beliefs of transgender and gender nonconforming (TGNC) individuals. Career
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counsellors can apply this model by examining how clients’ gender identity, gender
transition experiences, and expectations of transphobia or discrimination influence their
career self-efficacy and outcome expectations. Considering the protective role of social
support, counsellors should also encourage clients to seek and utilize support from family,
friends, and community networks. Such support can enhance clients’ contextual resources

and contribute to stronger career development outcomes (Wada et al., 2019).

In addition, counsellors can help transgender and gender nonconforming (TGNC)
individuals build self-efficacy by providing information about employment laws and guiding
them toward appropriate legal resources and supports. To do this effectively, counsellors
must also possess accurate knowledge of these laws and resources themselves. Moreover,
they should be able to clearly communicate employee rights and employer responsibilities to
TGNC clients, ensuring that individuals are empowered to advocate for fairness and equality

in the workplace.

“Several studies have been conducted to test assumptions and hypotheses associated with the
SCCT choice model. In general, these studies have supported general tenets of SCCT,
providing evidence of its applicability to diverse groups of people empirically, including
women of color (Hackett & Byars, 1996), gay and lesbian workers (Morrow, Gore, &
Campbell, 1996), persons with disabilities (Fabian, 2000), first generation college students
(Garriott, Navarro, Flores, 2017), individuals from lower income background (Flores,
Navarro, & Ali, 2017), and racial/ethnic minority populations (Fouad & Kantanmeni, 2013;
Sheu, Mejia, Rigali-Oiler, Prime, & Chong, 2016). Comprehensive meta-analyses (e.g., Lent
et al., 2018) also have provided additional empirical support for the model across studies.”

(Lee, 2021).
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Chapter3. Research Methodology

3.1 Introduction

This chapter aims to elucidate the research methodology employed in this study, detailing
the research design, research population, sample size, sampling method, data collection
tools, and data analysis methods.

3.2 Research Design

The present research is applied in nature and utilizes qualitative methods. Data analysis was

conducted using the qualitative research method of conventional content analysis.

This study employs a qualitative research design using conventional content analysis as the
primary analytical method. Qualitative research is particularly suited for exploring

individuals' internal experiences, describing how concepts develop and are communicated,
investigating previously unexamined areas, and taking a holistic approach to understanding

complex social phenomena (Strauss & Corbin, 2015).

Unlike quantitative research that tests predetermined hypotheses, qualitative inquiry seeks to
achieve theoretical understanding by examining social phenomena and processes as they
naturally occur. This approach allows researchers to immerse themselves in participants'
lived experiences, learning their values, beliefs, behaviours, feelings, and motivations

through empathetic engagement (Speziale, Streubert, & Carpenter, 2011).

Data were collected through semi-structured interviews conducted between August 2024 and
May 2025. The duration of these interviews ranged from 60 to 120 minutes. The semi-
structured format included questions designed to elicit rich, in-depth responses regarding
participants’ experiences, perceptions, and viewpoints. The researcher employed follow-up
questions to clarify ambiguities and obtain more profound insights when necessary. Sample
interview questions included: "Please describe your life experience as a trans person in your
work context," "What challenges or tensions do trans women face during the job application

process?" and "In what ways have relationships influenced your career path?"

Given the exploratory nature of this research, which seeks to comprehend the workplace
experiences of trans women while identifying barriers and resources, a qualitative approach

was deemed appropriate.
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3.3 Population and Statistical Population
The statistical population for this research comprised all trans women, with a specific focus
on those residing in Iran.

3.4 Sampling Method and Sample Size

The initial interview used convenience sampling, followed by purposive sampling for
subsequent interviews. Purposive sampling intends to select cases that possess extensive
information relevant to the research objectives. Unlike representative sampling, purposive
sampling aims to achieve a profound understanding of the subject matter through chosen
individuals. In qualitative research, the sample size is determined by informational
requirements and is often adjusted throughout the research process based on data saturation.
Accordingly, this study included a sample of 15 participants selected from trans women
residing in Iran who met the inclusion criteria. Data collection continued until saturation was
reached post the fifteenth interview. at which point saturation was achieved—meaning that
subsequent interviews were producing redundant information with no new conceptual
insights emerging. This sample size aligns with recommendations for qualitative
phenomenological and content analysis studies, which typically range from 10 to 20

participants (Sandelowski, 1995).

3.5 Inclusion Criteria

. Age 20 years or older.

. Gender identity was determined based on participants’ self-reports.
. Residency in Iran.

. Willingness to participate in the study.

. Ability to articulate experiences coherently.

3.6 Exclusion Criteria

Participants were excluded if they:

. Were under the influence of alcohol or psychoactive substances during the interview,
as this could compromise the reliability and validity of the data.

3.7 Data Collection Method

This research employed semi-structured interviews in the initial phase of data collection. The
research team aimed to elicit comprehensive information about the experiences of trans

women through these interviews. Given the subjective and personal nature of the
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phenomenon under examination, in-depth and semi-structured interviews were employed as
an optimal method for deriving meaning.

3.8 Implementation Method

The implementation strategy involved developing initial questions as interview guides,
allowing open-ended and interpretive responses, and guiding the interview flow based on
participants' answers. Although predefined topics were established, many questions emerged
spontaneously during the interviewer-participant interaction. After obtaining informed
consent, data were collected through individual interviews conducted in a calm and
comfortable environment. The interviews began with demographic inquiries and transitioned

into discussions of participants' experiences. Sample questions included:

1. Please tell me about your experience as a trans woman in your field and work
environment.

2. Did you disclose your gender identity in the workplace?

3. What was difficult about your career adjustment?

0 What problems has your transgender identity created for you in the work
environment?

0 Did you experience any discrimination?

4. What were the factors and resources that made job adaptation easier?

5. How, if at all, has your experience as a trans person created barriers to pursuing your

educational goals?

6. What challenges, issues, or tensions emerge for trans women in the job application
process (while searching for a job or during interviews), specifically?

7. What individuals, resources, and supports do trans women find helpful or unhelpful

in navigating career decisions and the job application process?

8. How do you manage work/career and other life priorities?

9. How have your relationships influenced your career/work trajectory?

o How have they been helpful? How have they not been helpful?

10. Are you currently working at a career/job that you consider ideal?

0 If yes: What makes it ideal?

0 If no: What has prevented you from obtaining your ideal job or career? What would

your ideal career look like? What would you need to achieve it?
11. Describe a memorable experience that influenced your career/work trajectory.

0 What was helpful or unhelpful about this experience?
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12. Do you have any plans for undergoing surgery or making other changes in your
gender presentation?

13. What advice would you share with other trans people who may be considering
transitioning while employed?

In addition to these structured inquiries, follow-up prompts were utilized during interviews

to encourage elaboration, clarification, and depth of response.

3.10 Interview Procedures

Pre-Interview:

Initial Contact: Potential participants were contacted via phone, or messaging applications

Screening: Eligibility was verified against inclusion/exclusion criteria

Information Provision: Participants received detailed information about the study, including

purpose, procedures, risks, and benefits

Scheduling: Interviews were scheduled at times convenient and comfortable for participants

Consent Process: Informed consent was obtained before the interview began

During Interview:

Setting: Interviews were conducted in calm, comfortable, and private environments to ensure

confidentiality and participant comfort

Duration: Interviews ranged from 40 to 90 minutes, with flexibility to extend if participants

wished to continue sharing

Recording: With participants' explicit permission, interviews were audio-recorded using
digital recording devices. Participants were informed they could request recording be paused

or stopped at any time.

Interview Flow:

Opening: Demographic questions and rapport building (10-15 minutes)
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Main discussion: Exploration of workplace experiences using interview guide (45-70

minutes)

Closing: Opportunity for participants to add anything not covered, debriefing (5-10 minutes)

Post-Interview:

Debriefing: Participants were thanked and provided with mental health resources

Transcription: Audio recordings were transcribed verbatim within 48 hours while the

interview remained fresh in the researcher's mind

Member Checking: Participants were offered the opportunity to review their transcripts for

accuracy (optional)

Reflexive Memo: The researcher documented impressions, emerging themes, and

methodological reflections immediately after each interview.

3.11 Language and Translation

All interviews were conducted in Persian (Farsi), the primary language of participants.
Transcripts were analyzed in Persian to preserve linguistic nuances and cultural meanings.
Representative quotations presented in the final thesis were translated into English by the

researcher.

3.12 Software and Tools
Transcription: Audio files were transcribed manually using word processing software

Data Management: Transcripts and analytical documents were organized using qualitative

data analysis software MAXQDA 2020 (or specify actual software used)
Coding: MAXQDA was used to organize and manage codes, categories, and themes

Visualization: Thematic maps and conceptual diagrams were created to visualize

relationships between codes, categories, and themes
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3.13 Data Analysis Method

Data analysis followed the Lundman and Graneheim (2004) model.The analysis followed
these operational steps: Transcripts were first segmented into relevant meaning units which
were subsequently condensed to preserve their core essence. These condensed units were
then subjected to abstraction and coding, labeling both the manifest (explicit) and latent
(underlying) content. Finally, the generated codes were systematically compared and
grouped into larger categories, which were further refined into the final overarching themes
and sub-themes that directly report the procedural outcome of the research

3.14 Trustworthiness

To evaluate the validity and rigor of qualitative data, this research employed the criteria
proposed by Lincoln and Guba (1999): credibility, transferability, dependability, and
confirmability. Credibility encompasses conducting the study in a manner that enhances the
believability of data and demonstrating this credibility to external readers. In this study,
efforts to establish credibility involved prolonged engagement with data, triangulation of
information sources, utilization of diverse data collection methods, and peer review by
experienced colleagues and advisors. Transferability pertains to the applicability of findings
in similar contexts. To facilitate this, context-rich descriptions of the study environment and
participant characteristics were provided. Dependability, referring to the stability and
reliability of data over time and consistent conditions, was achieved through systematic
documentation and external auditing of the data. Lastly, confirmability was ensured by
meticulously recording all research stages, especially during data analysis, thereby rendering
the research accessible to future researchers.

3.15 Ethical Considerations

Given the sensitivity surrounding research into transgender experiences in Iran, strict ethical
protocols were adhered to throughout the study:

. Informed Consent: Participants were required to provide informed consent after
being thoroughly briefed on the study's objectives, procedures, risks, and potential benefits.
. Confidentiality: Pseudonyms were utilized in both transcripts and reports to maintain
participant anonymity. Data were securely stored, accessible only to the research team.

. Voluntary Participation: Participants were informed of their right to withdraw from
the study at any time without repercussions, including the deletion of all personal data.

. Well-being: Participants were provided with information about available support

services should they experience distress either during or after the interview process.
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By adhering to these ethical considerations, this research sought to ensure the protection and

dignity of all participants involved.
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Chapter 4. Findings

The purpose of this chapter is to extract hidden meanings from the participants’ interviews in
order to answer the research questions about the facilitators and challenges of the job trajectory
of trans women in Iran. The overall approach and research process included a literature review
and exploratory studies to design and formulate a conceptual framework, formulate research
questions, develop semi-structured interview questions, and conduct interviews until
theoretical saturation was reached and the adequacy of the interviews was assessed. The data
analysis process also included coding (that is, converting concepts extracted from the texts
into categories and naming them), categorizing categories, and forming an analysis structure
based on the main categories, and the role of text notes in helping to understand the underlying
layers of the participants' statements and deepening understanding. The findings of this chapter
include a category-extraction table for each research question and explanations for each
category, based on participants' statements, presented separately for job trajectory facilitators

and job trajectory challenges.

4.1 Demographic Characteristics Findings

The total number of participants was 15. The age range of the participants was 20 to 43 years,
with a mean of 28 and a standard deviation of participants were 6/24 number of employed
participants was 11, and 4 were unemployed. The demographic information of the participants

is shown in Table 1.

"Table 4.1: Demographic information of the participants”

Variable Value n (%)
Age 20-30 12 (80%)
30-40 2 (13/3)
40-50 1 (6/6)
Education level diploma 5 (33/3)
bachelor 6 (40%)
master 4 (26/6)
Relationship status Single 9 (60%)
partnership 5(33/3)
married 1 (6/6)
Number of children (if any) 0 14 (93/3)
2 1 (6/6)
Gender Wear clothes-matches gender 6(40%)
expression/presentation identity in social situations.
1(6/6)
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Unisex 3(20%)
Sometimes wearing clothes-
matches gender identity in

social situations. 5(33/3)
No change.
Current full time 8(53%)
employment status part time 3(20%)
unemployed 4(26/6)
Sexual orientation Heterosexual 14(93/3)
Lesbian 1(6/6)
Hormone therapy Yes 8(53/3)
No 7(46/6)
Disabilities/ Diseases NO 12(80%)
HIV positive 1(6/6)
psoirasis. related to skin 1(6/6)

Hypothyroidism, lung disease =~ 1(6/6)

4.2 Qualitative Findings of the Study

Data were collected through semi-structured interviews conducted within the period from
August 2024 to May 2025. Each interview lasted between 40 and 120 minutes. The semi-
structured interviews included questions that encouraged participants to freely and
voluntarily provide rich and deep information about their experiences, perceptions, and
views. When appropriate, the interviewer used probing questions to maintain flexibility and
obtain more precise information. An example of interview questions was: “Please describe
your life experience as a trans person in your work context,” “What challenges or tensions
do trans women face during the job application process?”” and “In what ways have

relationships influenced your career path?”

For data analysis, a conventional content analysis approach was used. Data analysis began
concurrently with data collection and followed the steps proposed by Graneheim and Lundman
(2004). After each interview and listening to the recorded content, the data were transcribed
word-for-word, and to achieve a general understanding of the text, the interviews were read
several times. All interviews were divided into meaning units and, after summarization, were
coded. In total, 321 initial codes were identified. The researchers reviewed all codes extracted
from the interviews and, after consensus among the research team, identified sub-themes and

main themes based on similarities and connections among the subcategories.
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Research question :What are the lived experiences of trans women in their job

trajectories?

challenges Hiding being a trans women

Job discrimination

Problems and concerns about keeping a job

Interpersonal harassment (stigma, ridicule, personal questions,
sexual abuses, and looks)

Small living environment

Challenges related to conscription

Facilitators Improving Job Skills

Improving Mental Health

Respecting Boundaries in Work Relationships
Avoiding Eye-Catching Clothing and Makeup

Using Remote and Non-Face-to-Face Work
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Coming Out at Appropriate Times

External Support (Family, Government, Employer)
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Challenges Theme

This theme has six sub-themes as follows:

Challenges

[ | | | [ |

Hiding being a Job cI;L()(:ZIfnn;Sazggt Interpersonal Small living Chall lated
trans women discrimination . . harassment environment d enges.re'a €
keeping a job to conscription

Hiding being a trans woman

One of the main challenges for these individuals is to hide their trans identity in order to
maintain their jobs and social relationships. One participant in this study stated, “/’ve been
here for two years and I haven’t told anyone that I'm trans.” Participant 4. This quote reflects
the deep fear and anxiety these individuals have about revealing their true identity.
Additionally, another noted, “Since I'm in uniform, I wear very light makeup and I'm in
uniform and no one pays attention to my gender.”” (Participant 1). This statement reflects the
efforts of trans women to conform to social expectations and reduce the risks of revealing their
identity in the workplace. Therefore, these findings clearly indicate that the challenges of

hiding their trans identity directly impact their job trajectory and quality of life.
Job discrimination

Our findings show that job discrimination is a significant barrier to career advancement for
these individuals. Based on the interviews, the negative effects of this discrimination on the
quality of life and mental health of trans individuals are clearly visible. One participant stated

in this context: “Exactly, very, very, very discrimination. It was always, I mean, us, he would
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say nicely, for example, we would say why do you give us so much work (that first restaurant),
and he would say, no place would give you work at all.” (participant 9). This quote clearly
indicates the lack of self-confidence and feelings of inadequacy in trans women that result
from repeated discrimination in the workplace. Another participant also stated: "There was
discrimination between women and men, for example, men were sent to do heavy work and
things like that, and women had lighter work, but there was discrimination between me and
other women "(participant 4). This quote shows the existence of gender discrimination in the

workplace for trans women.
Problems and concerns about keeping a job

One of the key findings of this study is the challenges and concerns about maintaining
employment among trans women. Many participants in this study spoke of negative
experiences in the workplace, particularly due to discrimination and ridicule based on their
gender identity. For example, one participant stated, “/ would get upset, and I will never forget
the first company I worked for, because of the mockery, I left that company after a month.”
(participant 3). This quote illustrates the depth of the negative impact of the workplace on the
mental health and sense of job security of trans women. Overall, the findings suggest that
social discrimination and workplace rejection can lead to career crises and instability for these

individuals. Another participant spoke about the challenges that made it difficult to stay on the

job: “They gave me the job of sweeping and mopping, and I wasn't ready for it at all. They

said you have to sweep and mop, and there were a few men there who could do this job, and

that really bothered me.” (Participant 9). This highlights the difficulties of adapting to the

workplace for trans women.
Interpersonal harassment (stigma, ridicule, personal questions, sexual abuses, and looks)

One of the significant challenges that these individuals face in their careers is interpersonal
harassment. In particular, stigma, ridicule, personal questions, and sexualized looks were
among the issues that were frequently mentioned in the interviews. For example, one
participant in this study stated, “I had a very hard time, for example, they mocked me (because
of my thin voice), and it was a completely normal thing and everyone did this, but I had a very
hard time.” (participant 2). This statement is an example of the interpersonal harassment that
trans women face on a daily basis. Another participant spoke about the difficulty of hearing

personal and hurtful questions:” When the manager of that company interviewed me, he would
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ask me why did you make your face look like this? “(Participant 3). This highlights the
difficulty of enduring the invasion of privacy for trans women. Another participant said about
the experience of receiving sexual looks:" So that if anyone realizes this, he or she will change
his eyes completely, his look is that you are a sexual toy"(Participant 8) .This highlights the

prevalence of sexual looks towards trans women in the workplace.
Small living environment

trans women in small towns often face severe social discrimination. This discrimination not
only leads to reduced job opportunities but also negatively affects their self-esteem and mental
health. One interviewee clearly stated, “They say that in this small town, our reputation will
be ruined, so stay at home, I will pay for your expenses.” (participant 15) This statement
reflects the deep fear of social judgment and economic pressures that trans women in small

towns face. Another participant said about the challenges of working in cities and smaller

places: ‘It is just a little harder to work as a trans person, especially in cities and smaller

places because being trans is less known ”(Participant 12). In general, it seems more difficult

for trans women to find jobs and work in small cities in Iran than in large cities, which are

more accepting.
Challenges related to conscription

This category focuses on the negative effects of military service on jobs and social
relationships. Mandatory military service in Iran has the potential for many career harms and
can create limitations. For example, one of the participants in this study, describing his
experiences of military service, said: “I went and applied for exemption, but I was not
exempted and I went to serve and lost my job. Our partnership fell apart and I made a huge
loss” (participant 4). This quote well illustrates the profound and negative effects of military
service on the professional and personal lives of transgender people. Another participant spoke
about the difficulties associated with conscription ”:When I went to university, because I was
in disguise and my documents were different, I left the university because I had to go to
university as a boy (I had to go to the military"). (Participant 12) .This quote highlights the

overt and covert pressures of conscription on Iranian trans women

30



facilitators

|
[ | | | | | |

_ Improving Respecting Avoiding Eye-  |ysing Remote Coming Out
Improving Job Mental Boundaries Catching and Non- External at
Skills Health in Work Clothing and Face-to-Face Support Appropriate
L |Relationships Makeup Work Times
Improving Job Skills

The research findings show that improving job skills is a key factor in facilitating the job
trajectory of trans women. These skills can include technical and software skills, as well as
general skills such as communication and teamwork. The trans women surveyed in this study
specifically sought to improve their skills in areas such as information technology, graphic
design, and management. They also emphasized the importance of continuing education and

participating in training courses.

For example, one of the participants in the study said: “Seek skills and education, whatever
age they are, attend training courses, participate in whatever they are interested in and don't
give up, now the digital age is very helpful, if the goal is business and they are not looking for
margins, I think cyberspace has provided a path, especially in Iran, which does not pay taxes,
it is very helpful”(participant 10). This statement demonstrates the strong determination and
will of these people to improve their career situation. Another participant, based on his
experiences, said in the form of advice, " One piece of advice I have is that trans should think
more about acquiring skills than getting a degree because until you have surgery "(Participant
4) .This quote also highlights the importance of acquiring expertise and skills for these

individuals
Improving Mental Health

Findings suggest that utilizing available resources, such as professional counseling and

support groups, plays an important role in improving the mental health of these individuals. In
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particular, participants reported that access to professional counseling focused on career and
identity issues helped them feel more confident and have more positive attitudes toward their

future careers.

In this regard, a quote from one participant well illustrates this point: “My first advice is to
focus on themselves and their lives. On their studies and success. Try not to let being trans
stop them from growing.” (participant 14). This perspective not only demonstrates the
importance of self-confidence and personal growth in trans women but also emphasizes the
need to create appropriate conditions to promote the mental health of these individuals.
Another participant spoke about the importance of addressing mental health:" Seek help from
a psychologist for mental health and suicidal thoughts that most trans people have
(Participant 4) .This quote also highlights the importance of mental health care for better

career development in these individuals.
Respecting Boundaries in Work Relationships

The next identified category, “Respecting Boundaries in Work Relationships,” clearly
demonstrates the importance of setting and respecting personal boundaries in professional
interactions. Participants in this study spoke about their experiences with setting verbal and
physical boundaries and emphasized how these boundaries helped them feel safer and more

comfortable in the workplace.

For example, one participant stated: “I tried to set boundaries for myself, whether it was for
verbal or physical jokes between male colleagues, and I had clearly defined my boundaries in
a respectful manner.” (participant 9) This quote reflects the efforts of trans women to manage
professional relationships and maintain their privacy. Overall, the findings suggest that
respecting boundaries in work relationships not only helps to enhance the quality of social
interactions but also gives trans women a sense of power and control over their work
experience. Confirming these points, another participant also said, ”Because I had some red
lines and I didn't allow anyone to step over these red lines, and therefore they didn't have a
negative effect on me or on my work and life, and I'm very happy that these red lines didn't

have any effect on my life and work. "(Participant 2)

Avoiding Eye-Catching Clothing and Makeup
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Based on qualitative interviews with participants, it was found that many trans individuals
deliberately avoid wearing attention-grabbing clothing and makeup due to concerns about
possible judgment and discrimination in the workplace. This strategy is used not only to
maintain personal safety but also to create an image that fits social norms in the workplace.
One participant stated in the interview: “But you had said that when you do not have a license,
you should not attract attention, do not wear makeup, and now you want to go home, you can
wear makeup and You come and go in your uniform, but in the workplace you are working in,
you are not allowed to wear makeup or try to attract too much attention..” (participant 9). This
quote clearly reflects the social and professional pressures that trans women face in trying to
fit into workplace expectations. According to the findings of this study, avoiding attention-
grabbing in clothing and makeup appears to function as a defense mechanism .Confirming
these points, another participant said, " In fact, I didn't change my hairstyle. I didn't think it
would be appropriate to make many changes to myself, both because of my living environment
and my field of study) . Participant 14) .Overall, many trans women preferred to avoid clothing
and makeup that would attract attention in order to reduce harassment and increase their career

success.
Using Remote and Non-Face-to-Face Work

Findings suggest that the use of remote work acts as a key enabler for trans women, allowing

them to operate in safer and more flexible work environments.

First, interviews suggest that remote work allows trans women to showcase their capabilities
without social judgment, while maintaining their identity. One participant noted, “No, because
they knew me and I just worked with them the whole time, I didn't have any cooperation, and
because I was the admin of the page, no one could judge me or want to know that I was trans.”
(participant 6). Or as another participant said in the form of advice, "I think the best job for
trans people is marketing and internet work because society does not accept it "(Participant

10)

Furthermore, findings suggest that remote work allows trans women to focus more on their
professional skills and advance in their career fields. This is especially evident in professions

that require less social interaction, such as programming, graphic design, and content writing.

External Support (Family, Government, Employer)
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The results of this study show that external support plays a significant role in the formation
and career development of trans women. Family, as one of the main sources of support, has a
positive impact on the morale and career focus of these individuals. Studies show that the
presence of a family support network can help boost self-confidence and reduce stress related
to gender identity. For example, one participant in this study stated: " my relationships did not
have a direct impact on my career choice, but I can say that the support of my family and
partner has had a positive impact on my psyche and my focus on my career." (participant 11).
This quote indicates the importance of emotional and psychological support from family in
the job trajectory of trans women. In addition to family support, the role of support from the
welfare organization has been helpful for some of these individuals. Supportive laws and
training programs can help trans women easily enter the workplace and benefit from job
opportunities. In confirmation of this point, one can also pay attention to this quote 'but as
soon as you get a permit, you can go to welfare, they give you a loan for business, that's what
I heard, I didn't do it myself, but my friends did, it's a very small amount, they give you a loan
of 50-60 million. " (participant 10).

Finally, employers, as another part of external support, can play a significant role in facilitating
the job trajectory of trans women. In support of this point, we can also note this quote: 7t
made my work easier, and in the environment I worked in, because the employees were
familiar, I felt safe. '(Participant 12) . Workplaces that accept diversity and use inclusive
policies give these people an opportunity to express their identity and capabilities.
Observations show that employers who value diversity and inclusion can help improve the

morale and performance of trans women employees.

Overall, the results of this study show that external support, including family, welfare
organizations, and employers, has a profound impact on the job trajectory of trans women and

can lead to increased quality of life and professional success.
Coming Out at Appropriate Times

Qualitative data analysis revealed that timing of gender disclosure can have a significant
impact on trans women’s work experiences. Participants in this study noted that the decision

to “come out” should be made carefully and in light of the workplace context.

A key point raised in the interviews was assessing the social and cultural context of the
workplace. For example, one participant stated, “And when you go to work, you don't have to

say that you're trans from the first day. I think you should first assess the situation.”
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(participant 15). This statement highlights the importance of strategic thinking and using
the right time to disclose your gender identity. Similarly, another participant said, "I was in
After the age of 22, things got better because of accepting myself and coming out to my

family "(Participant 14).

Participants also noted that disclosing your gender identity at the wrong time can lead to
discrimination and workplace tensions. As a result, many of them choose to hide their
identity until they feel safe and supported in the workplace. This choice can affect their

mental health and the quality of their work.
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Chapter 5. Discussion and Conclusion

This chapter provides a discussion and explanation of the research findings and describes the
results related to the work experiences of qualitative trans women. Here, an attempt is made
to analyze various aspects of the professional lives of trans women by examining these
experiences in detail. This analysis helps us to have a better understanding of the challenges
and opportunities that this group of women faces in the workplace. In addition, it examines
the factors that can affect the quality of their work and professional interactions. The following
are conclusions, limitations, and suggestions for future research. These results can help
policymakers, employers, and other stakeholders to create a more supportive and inclusive
environment for trans women. We hope that this chapter will contribute to a better
understanding of the needs and challenges of this group of women and help improve their

working conditions in our society.
Examining job trajectory experiences of trans women in Iran

From the results of this study, we found that trans women people face numerous challenges in
their careers. These challenges include hiding being a trans woman, job discrimination,
problems and concerns about keeping a job, interpersonal harassment (stigma, ridicule,
personal questions, sexual abuses, and looks), small living environment, and challenges related
to conscription, which are particularly evident in the context of social acceptance and job
opportunities. Challenges related to gender identity, discrimination, and inequalities in the
workplace create conditions for these people that hinder their career advancement and

development.

In addition to these challenges, the present study also identified job trajectory facilitators.
These facilitators include improving job skills, improving mental health, respecting
boundaries in work relationships, avoiding eye-catching clothing and makeup, using remote
and non-face-to-face work, coming out at appropriate times, external support (family,
government, employer) that can help improve the career status of trans women. The existence
of such facilitators and the creation of inclusive and accepting work environments, as well as

raising public awareness, can help facilitate the job trajectory of these individuals.
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Challenges

Hiding Being a Trans Woman

The findings unequivocally indicate that the compulsion to hide one's transwomen identity in
the workplace is not merely a personal preference but a necessary, high-stakes strategy for
securing and maintaining employment and social connections. This act of concealment
should be interpreted not as an individual choice, but as a direct, chronic response to the
anticipated and actual discrimination embedded within the Iranian occupational context. This
continuous effort to mask identity is deeply intertwined with Meyer's Minority Stress Theory
(Meyer, 2003). The interviews revealed that trans women are perpetually engaged in efforts
to conform to cisnormative expectations and mitigate the risk of identity revelation,
transforming the workplace into a chronically stressful environment fueled by the
expectation of rejection and stigma—a key proximal minority stressor. The profound
psychological costs, including feelings of isolation, loneliness, and the development of self-
blame, are direct outcomes of this chronic stress burden, inhibiting full professional
engagement and skill utilization. This mechanism demonstrates how minority stress
translates into measurable negative career and mental health outcomes. Furthermore, from a
critical organizational perspective, the need to conceal identity aligns with Puwar's work on
"unruly bodies" (Puwar, 2004). The workplaces, largely structured around a cisgender norm,
deem the trans female body as a disruptive presence. For the participants, visibility is
synonymous with vulnerability and job insecurity; therefore, concealment becomes a
passive, yet essential, strategy for achieving "invisibility" to retain their employment status.
This sustained self-monitoring fundamentally restricts trans women’s career trajectory by
forcing them to choose roles and interaction styles based on the degree of required

concealment, rather than professional aspirations.

Job Discrimination

Job discrimination stands out as a fundamental, structural obstacle in the career trajectory of
trans women. The findings confirm that this discrimination is not merely personal bias but
represents a systemic denial of opportunity that profoundly impacts occupational attainment.
This phenomenon must be interpreted through the lens of structural inequality and its

specific disruption of career development pathways, particularly as conceptualized by the
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Social Cognitive Career Theory (SCCT) (Lent, Brown, & Hackett, 1994). The persistent
negative rejections and prejudice reported by interviewees function as powerful learning
deterrents that repeatedly signal that efforts will not be rewarded, thus leading to a
diminished sense of career self-efficacy despite their skills. Furthermore, when the job
search consistently fails due to identity-based prejudice, trans women develop negative
outcome expectations—the belief that even successful performance will not yield desirable
professional outcomes. This structural barrier fundamentally violates the foundational
premises of equitable career development emphasized by SCCT, channeling trans women
away from rewarding careers and creating conditions of economic vulnerability. Therefore,
the consistent experience of discrimination reflects a persistent market failure rooted in
institutionalized transphobia, requiring policy intervention to dismantle discriminatory hiring

practices rather than individual coping strategies
Problems and concerns about keeping a job

The concerns reported by trans women regarding job retention and instability constitute a
core psychological and occupational stressor. While consistent with prior work (e.g.,
Goldberg et al., 2021), the interpretation must emphasize how discrimination converts a
standard workplace requirement (job performance) into an acute existential threat.

This pervasive anxiety about being fired, triggered by experiences of ridicule and identity-
based discrimination, moves beyond typical job stress and into the domain of chronic job
insecurity. Job insecurity is defined as the perceived powerlessness to maintain desired
continuity in a threatened job situation. For trans women, this threat is not related to
economic downturns or poor performance; rather, it is a constant, identity-based threat.

This experience can be conceptualized using frameworks related to psychological contract
violation. When trans women face discrimination despite meeting performance expectations,
it signifies that the fundamental, often implicit, psychological contract—that effort will be
met with fair employment—has been breached. This breach creates a toxic work
environment characterized by pervasive uncertainty and fear, leading to the unstable and
unacceptable work environments described by the participants.

Furthermore, the "self-predicted" nature of their fears, as mentioned in the findings, acts as a
self-fulfilling prophecy of insecurity. The constant cognitive load and vigilance required to
manage this threat consumes mental resources, leading to reduced performance and
increased psychological distress (depression and anxiety). This reduction in performance can

inadvertently create the very conditions (or excuses) for job termination they fear. Therefore,
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these findings highlight a destructive cycle where systemic discrimination introduces chronic
insecurity, which subsequently erodes mental health and performance, ultimately magnifying
the risks to job stability. This sustained state of vulnerability significantly compromises their
professional trajectory, transforming the workplace from a locus of opportunity into a site of

sustained psychological trauma.

Interpersonal Harassment

One of the most significant challenges in the job trajectory of trans women is interpersonal
harassment, which manifests as persistent stigma, ridicule, intrusive personal questions, and
sexualized attention. This spectrum of harassment functions as a direct, acute stressor,
consistent with the foundational tenets of Minority Stress Theory. These negative
interactions are not random; they constitute enacted stigma within the workplace, aimed at
reinforcing cisnormative boundaries. The constant exposure to negative judgments and
social discrimination based on gender identity directly translates into profound negative
effects on the mental and social health of this population (Paine et al., 2025; Van De Cauter
et al., 2021; Varshney, 2022). Specifically, ridicule concerning physical characteristics, such
as voice or demeanor, creates feelings of embarrassment and chronic anxiety, effectively
transforming the work setting into a hostile environment. This sustained micro-aggression
directly affects an individual’s job performance and professional development, leading to
reduced self-confidence and feelings of isolation. Furthermore, the intrusive and personal
questions are a clear violation of privacy, serving as a tactic to force the individual out of
their desired level of professional invisibility. As suggested by Puwar’s work, this
harassment is a means of positioning trans women as "unruly bodies," preventing them from
expressing their true identity and actively participating in work activities due to the fear of
further ridicule. This situation creates a vicious cycle where environmental hostility limits

professional engagement, thereby impeding their long-term career advancement.

Challenges in Small Living Environments

The findings revealed that trans women in smaller environments and cities confront uniquely
severe challenges, stemming not only from pervasive social discrimination but also from the
inherent economic and social constraints of these locales. This intensity is exacerbated in
Iran by the dominance of traditional and religious cultures in less metropolitan areas. In
these environments, high social density and the ease of reciprocal knowledge among
community members effectively amplify the challenges of visibility. This environment

compels participants to manage an extreme form of heightened scrutiny, which acts as a
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powerful source of proximal minority stress. Due to low awareness and strong traditional or
religious prejudices, the additional pressure imposed by these communities severely limits
employment opportunities and significantly impacts mental health and self-esteem (Renner
et al., 2021). Visibility in a small environment is a career impediment because it rapidly
translates into systemic social disapproval and workplace discrimination, leading to job loss,
reduced motivation, and failure to achieve career goals. This creates a destructive vicious
cycle: the high social density ensures immediate detection, which, in turn, fuels the fear of
judgment and social exclusion. Consequently, trans women avoid workforce participation
altogether, thus reinforcing their social and economic vulnerability. This dynamic
underscores how the geographical context acts as a powerful moderator, transforming
general societal prejudice into an acute, localized barrier to professional integration and

stability.

Challenges Related to Conscription

The mandatory nature of military service (conscription) in Iran presents a significant and
unique structural barrier to the professional and personal lives of trans women. Unlike
general legal requirements, conscription acts as a critical gatekeeper to employment, creating
a vulnerability that transcends typical workplace discrimination.

The findings interpret compulsory service as a serious impediment to career advancement,
effectively suspending the career trajectory of trans women. Their existing vulnerability in
employment, stemming from identity-based discrimination, is acutely exacerbated by the
requirement of service documentation, leading directly to increased risks of job loss, reduced
income, and chronic job insecurity. This barrier is a clear example of systemic exclusion,
where a national policy, ostensibly neutral, disproportionately marginalizes a minority group
by creating a mandatory, identity-threatening environment.

Furthermore, the experience of military service itself disrupts personal and social
relationships. The intense social and cultural pressures faced by trans women during this
mandatory period function as a source of severe acute stress, leading to isolation and a sharp
decline in their quality of life. Consistent with the work of Livingston et al. (2022), this
situation extends the period of anticipated stigma and uncertainty beyond the workplace,
positioning the military environment as a highly hostile social institution that profoundly
limits post-service employment potential. Thus, conscription should be interpreted as an
institutionalized mechanism that formalizes and deepens the existing employment gap for

trans women by adding a layer of mandatory, identity-challenging involvement.
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Improving Job Skills as a Facilitator

Improving job skills emerged as a pivotal, proactive coping mechanism and a key factor in
facilitating the career trajectory of trans women, consistent with existing literature (Burgwal
et al., 2021). This finding must be interpreted through the lens of Social Cognitive Career
Theory (SCCT), which views skill development as foundational to overcoming
environmental barriers and realizing career potential.

Theoretical Connection: SCCT and Self-Efficacy

SCCT posits that career success is heavily mediated by self-efficacy (beliefs about one's
ability to perform specific tasks) and outcome expectations (beliefs about the results of one's
performance).

Boosting Self-Efficacy: The act of acquiring technical skills (e.g., information technology,
graphic design, management) and general competencies (e.g., communication, teamwork)
directly serves as a mastery experience, which is the most potent source of self-efficacy in
SCCT. This enhanced career self-efficacy acts as an internal buffer against the external
discrimination faced by trans women, increasing their confidence in finding and keeping a
job.

Modifying Outcome Expectations: When trans women actively invest in their skills, they
gain concrete proof that their effort (input) will lead to favorable results (output), thereby
transforming negative outcome expectations (a consequence of prior discrimination) into
positive ones.

Beyond Technical Skills: Social and Isolation Effects

Crucially, the skill-building process extends beyond technical mastery. Participants reported
that engagement in courses and expanding their network helped remove them from potential
isolation and passivity. This social element of skill acquisition serves a dual function: it
increases professional contacts (enhancing job search potential) and provides vital social
support, which SCCT recognizes as a crucial contextual factor that can offset environmental
barriers. Therefore, improving skills for trans women is an intentional career goal setting
strategy that utilizes both internal (self-efficacy) and external (network expansion) SCCT

mechanisms to navigate a hostile job market.
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Improving Mental Health

Consistent with the foundational work of Meyer (2003), which established the link between
minority status, social stress, and mental health outcomes, the findings reveal that the
proactive use of resources like professional counseling and support groups is a vital
resilience-building strategy in the job trajectory of trans women. This focus on improving
mental health must be interpreted as a necessary proximal coping mechanism against the
chronic strain introduced by Minority Stress. Accessing professional counseling, particularly
services focused on career and identity integration, acts to mitigate the negative impact of
environmental stressors—such as discrimination and stigma—that lead to decreased self-
confidence and the potential activation of dysfunctional patterns. Given that trans women are
rendered more vulnerable to problems like depression and anxiety due to social
discrimination, seeking help is not merely about general well-being; it is a critical career
intervention. It enables the participants to maintain a positive attitude toward their
professional future and increase their psychological capital. By accessing appropriate
professional guidance and social support, these individuals effectively buffer the effects of
external hostility, thereby reducing isolation and facilitating greater psychological capacity

to engage with the labor market and pursue their career goals.

Respecting Boundaries in Work Relationships

The establishment and subsequent respect for personal boundaries emerged as a critical
proactive coping mechanism and a key facilitator of career success for trans women, aligning
with findings on boundary setting (Baumler, 2025). This practice must be interpreted as a
strategic act of agency and resource conservation in a hostile environment. Specifically,
setting and defending boundaries allows participants to regain a sense of control over their
work experiences, counteracting the pervasive feeling of helplessness stemming from
identity-based discrimination. This directly relates to the Conservation of Resources (COR)
Theory (Hobfoll, 1989), which posits that stress occurs when resources are threatened or
lost. By clearly articulating and maintaining boundaries—for example, regarding personal
questions or inappropriate gaze—trans women actively protect their resources, such as
privacy, psychological energy, and self-esteem, from being eroded by interpersonal
harassment. This defensive strategy is essential for establishing security and comfort, which
are prerequisites for optimal job performance. Furthermore, this self-assertion enhances the

quality of social interactions by establishing clear rules of engagement, fostering a
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professional environment where their identity-related resources are less threatened.
Ultimately, this sense of power and control acts as a potent internal facilitator, leading

directly to increased self-confidence and improved functional capacity in the workplace.

Avoiding Eye-Catching Clothing and Makeup

The strategy of avoiding eye-catching clothing and makeup, consistent with appearance
adjustments studied elsewhere (Osborn, 2022), is a common reactive adaptation employed
by trans women to navigate workplace challenges. This behavior should be interpreted as a
defensive mechanism aimed at achieving a degree of "strategic invisibility" within the
workplace. This choice is a direct consequence of the social and professional pressures
inherent in environments governed by cisnormative expectations (Krishna & Sharma, 2024;
Goryunova et al., 2022). By minimizing visibility, trans women actively attempt to protect
themselves from potential discrimination, misjudgment, and rejection by colleagues and
management. This coping strategy is strongly linked to Puwar’s (2004) concept of the
"unruly body": by regulating their self-presentation, participants strive to avoid being
positioned as a "space invader" that disrupts organizational norms. This behavior highlights
the continuous identity management trans women must undertake, where self-expression is
suppressed in the professional sphere due to the threat of stigma. While effective in
maintaining personal safety and job security, this forced modification of identity expression
results in a significant psychological cost, underscoring how deeply social norms and
workplace expectations negatively impact mental health and job satisfaction by demanding

chronic self-surveillance.

Using Remote and Non-Face-to-Face Work

As Yokotani et al. (2025) showed that trans women benefit from online work to reduce
social anxiety and increase job satisfaction, the present study replicated this finding, in that
remote work allows trans women to work in a safer and less judgmental environment and
reduces the stress caused by social and occupational discrimination. One of the main
challenges trans women face in traditional workplaces is encountering prejudice and
misjudgment from colleagues and managers. Remote work allows these people to continue
their work activities without having to face these challenges directly. In this environment,
they can focus on their strengths and skills and improve their performance instead of
worrying about the judgments of others.

In addition, remote work can help trans women expand their social and professional

networks online. These networks can serve as sources of support and advice, allowing
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transgender people to share their experiences and learn from each other. This type of
communication can lead to increased self-confidence and career capabilities. However,
working remotely also comes with its own challenges. One of these challenges is the lack of
access to diverse resources and career opportunities. Many jobs still require a physical
presence, which can limit career choices for trans women. Remote work can also lead to
social isolation, removing people from the social and professional interactions that exist in

traditional workplaces.

Coming Out at Appropriate Times

As Sichel (2024) examined the impact of coming out on transgender lives and careers, the
results of this qualitative study suggest that the timing of gender identity disclosure has a
significant effect on transgender people’s work experiences. The decision to “come out”
should be made carefully and in a context-sensitive manner. This is especially important in
workplaces that may be socially and culturally sensitive. Examining the social and cultural
context of the workplace can help trans women choose the right time to disclose their
identity and avoid the negative consequences of premature disclosure. Participants in this
study noted that disclosing gender identity at the wrong time can lead to discrimination and
workplace tensions. This suggests that the workplace should be seen as a safe and supportive
space for trans women. In fact, many trans women choose to keep their identity a secret until
they feel safe and supported in the workplace. This choice, while it may be seen as a
protective strategy, can have negative impacts on their mental health and the quality of their

work.

Research shows that trans women who work in friendly and supportive workplaces perform
significantly better psychologically and emotionally. For this reason, creating an
environment where transgender people can come out without fear of judgment or
discrimination is essential. This environment is not only beneficial to trans women but can

also lead to an overall improvement in organizational climate and increased productivity.

Furthermore, the timing of disclosure should be done with consideration of existing
workplace policies and procedures. Workplaces that have clear and supportive policies for

trans women are more likely to help create a safe and supportive environment.
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External Support (Family, Government, Employer)

External support, encompassing family, governmental organizations, and employers,
emerged as a critical environmental resource that significantly facilitates the career trajectory
of trans women, corroborating prior research (Munson et al., 2021; Huffman et al., 2021).
This finding is essential when interpreted through the frameworks of SCCT and Minority
Stress Theory. Firstly, family support, acting as a primary emotional resource (Yousuf et al.,
2022), directly enhances morale and career focus. Within the SCCT model, this emotional
support is a key environmental support that mitigates perceived barriers and boosts an
individual's career self-efficacy. Secondly, organizational and governmental support
(including welfare assistance and inclusive employment policies) functions as a crucial
structural resource. While currently limited, these external structures, when present, create a
safe space where trans women can fully express their identity and capabilities. This
institutional acceptance is vital as it directly counteracts enacted stigma and reduces the
burden of Minority Stress. Finally, the role of inclusive employers is interpreted as providing
a supportive workplace climate, which, according to SCCT, directly improves professional
performance and overall quality of life. In conclusion, the collective force of external
support acts as a systemic buffer against the pervasive challenges of discrimination, enabling
trans women not only to survive in the labor market but also to pursue greater career success

and personal satisfaction.

Limitations of the Study

This qualitative study, while yielding rich, in-depth data, is subject to several key limitations.
First, the research encountered challenges related to participant trust and data validity. Due
to previous negative experiences and pervasive societal stigma, trans women exhibited low
institutional trust, which may have led to identity concealment or guarded responses,
potentially limiting the collection of fully candid data. Second, the study faces self-selection
bias by primarily including trans women who achieved a degree of career success or felt
empowered enough to participate. This potentially excludes the experiences of unsuccessful
or marginalized trans women who have not realized their career goals, thus failing to provide
a comprehensive picture of the most severe structural barriers and challenges. Third, the
findings are constrained by geographical and cultural limitations. The highly specific socio-

cultural, religious, and legal context of Iran, particularly concerning gender identity and
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employment, means that the results may not be generalizable to all trans women globally,

highlighting a need for context-specific interpretation.

Recommendations for Future Research

Based on the findings and limitations of this study, several avenues for future research are
suggested to expand the theoretical and practical understanding of trans women’s career
trajectories:

Quantitative and Mixed-Methods Studies: Future research should utilize mixed-methods
designs, combining the depth of qualitative findings with quantitative methodologies to test
the generalizability of the identified themes. This is essential for empirically measuring the
relationship between the identified Minority Stressors (e.g., lack of acceptance,
discrimination) and objective career outcomes (e.g., job retention, income) across a larger,
more diverse sample.

Structural and Policy Impact Analysis: A crucial area is the examination of the impact of
government policies and legal frameworks on job trajectories. Research should analyze how
specific policies and the absence of comprehensive non-discrimination laws affect employer
behavior, employment policies, and the resulting economic stability of trans women.
Deeper Analysis of Failures and Exclusion: Future studies should focus specifically on
identifying and engaging marginalized trans women to document the most severe barriers
leading to career failure or exclusion from the workforce. This would provide a more
complete understanding of the structural deficits (e.g., lack of gender-appropriate job
opportunities) that necessitate effective policy and support programs.

Comparative and Longitudinal Studies: Conducting comparative studies across different
cultural contexts or with other minority groups would help distinguish between universal and
context-specific career challenges. Furthermore, longitudinal studies tracking the career
progression of trans women over time are needed to better understand the effectiveness of
various facilitators and support strategies.

Conclusion

This qualitative study successfully utilized the lived experiences of trans women in Iran to
reveal the complex dynamics of their career trajectories, confirming the presence of
pervasive challenges and identifying key coping facilitators. The central finding of this
research is that the obstacles faced by trans women are not merely individual biases, but

rather manifestations of systemic occupational marginalization driven by Minority Stress.
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The identified challenges—including identity concealment, job discrimination, job retention
concerns, and interpersonal harassment—function as chronic proximal stressors. The need
for concealment, interpreted through the lens of Puwar’s work, highlights the constant
psychological cost of navigating cisnormative workplaces where invisibility is a prerequisite
for security. Furthermore, discrimination acts as a powerful structural barrier, directly
undercutting career self-efficacy and limiting professional goals, aligning precisely with the
tenets of the Social Cognitive Career Theory (SCCT). Challenges unique to the Iranian
context, such as conscription documentation and the amplified scrutiny in small
environments, further compound this vulnerability.

However, the study also demonstrated the agency and resilience of trans women through the
identification of crucial facilitators. These strategies, such as improving job skills (a mastery
experience enhancing SCCT self-efficacy), proactive mental health management (buffering
Minority Stress), setting boundaries (an act of resource conservation), and utilizing remote
work (environmental management), are not mere passive adaptations. They are intentional
efforts to mitigate structural hostility. The presence of external support—from family,
supportive employers, and limited government resources—was found to be a critical
environmental resource, vital for sustaining morale and professional engagement.

In conclusion, this research establishes that achieving equitable career development for trans
women requires addressing the structural roots of discrimination. The findings strongly
imply that policymakers and employers must urgently create inclusive environments, not
only to foster diversity but to dismantle the systemic stressors that impede the full realization
of professional potential, thereby improving the overall quality of life for this vulnerable

population.
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Participant Constant Form

Participant Consent Form

I,[Your Name..............c..outen ], hereby willingly consent to participate in the research
project titled "Exploring Barriers and Facilitators of Job Opportunities for Transwomen in
Iran: A Qualitative Study."

I understand that the aim of this research is to identify and address the challenges faced by
transgender individuals in accessing employment opportunities, as well as to explore
potential solutions to support their inclusion in the business sector. My involvement in this
study is entirely voluntary, and I retain the right to withdraw my participation at any stage
without consequence.

My contribution to this research will involve a 60-90 minute interview session.

I am aware that all information pertaining to me will be handled with utmost confidentiality
by the research team, and that any publications resulting from this study will not disclose my
identity. Additionally, I understand that the Research Ethics Committee may access my data
for the purpose of safeguarding my rights.

Should I encounter any issues or have concerns regarding my participation or the research
process, I acknowledge my right to contact the Research Ethics Committee at the University
of Padua to express my concerns verbally or in writing.

Lastly, I acknowledge that this consent form, along with my agreement to adhere to the

terms outlined herein, is documented in duplicate. Upon signing, one copy will be retained
for my records, while the other will be retained by the administrator.

Participant's Signature:
[Your Signature]

Date:

Contact Information:

Email:
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