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The Role of Support for Transgender and Nonbinary Employees: Perceived
Co-Worker and Organizational Support’s Associations With Job Attitudes

and Work Behavior

Daniel Cancela, Ute R. Hulsheger, and Sarah E. Stutterheim
Maastricht University

The development of diverse and inclusive workforces is increasingly being prioritized by organizations.
However, organizations often struggle to adequately address the unique issues faced by transgender and
nonbinary (TNB) people, and this can result in workplace discrimination, with deleterious consequences
on employees’ job attitudes and behavior, and their well-being. Co-worker and organizational support
may play an important role for TNB employees’ job attitudes and behavior. In an online survey with 225
TNB employees, we investigated how perceived co-worker support relates to job attitudes and work
behavior, specifically job satisfaction, affective commitment, turnover intentions, job anxiety, and
counterproductive work behavior. We also investigated whether these relationships were mediated by
perceived organizational support. We found significant associations between perceived co-worker
support and all job attitudes and work behavior. We also found that all of these relationships were
mediated by the extent to which the organization was considered supportive. The findings thus suggest
that companies should focus on supporting TNB employees at both the organizational and interpersonal
level.

Public Significance Statement
Perceived organizational and co-worker support interact and jointly promote positive job attitudes
and work behavior in TNB employees, namely more job satisfaction and affective commitment, and
less turnover intentions, job anxiety, and counterproductive work behavior. Companies should thus
focus on supporting TNB employees at both the organizational and interpersonal level.

Keywords: transgender and nonbinary, job attitudes, perceived co-worker support, perceived organiza-
tional support

The workplace is increasingly more diverse, and companies
need to embrace and support differences in terms of ethnicity,
gender, age, sexual orientation, gender identity, disability, or cul-
ture (Shore et al., 2009). Although diversity within organizations
can lead to creativity, innovation, decision-making, and organiza-
tional performance (Ogbo, Anthony, & Ukpere, 2014; Robbins &
Judge, 2009), when diversity is not properly managed, it also can
make people with negative attitudes toward particular groups feel
uncomfortable, and their attitudes may result in workplace dis-
crimination (Kunze, Boehm, & Bruch, 2011). Lesbian, gay, bisex-
ual, transgender, and queer (LGBTQ) employees often suffer from
substantial discrimination at work, with transgender and nonbinary
(TNB) individuals reporting the highest prevalence of workplace
discrimination (Mallory, Herman, & Badgett, 2011).

It is therefore not unexpected that disclosure of a TNB identity
at work often leads to unsupportive negative reactions or work-
place discrimination (Brown, et al., 2012; Colvin, 2007; Dispenza,
Watson, Chung, & Brack, 2012; Norton & Herek, 2013; Whittle,
Turner, Al-Alami, Rundall, & Thom, 2007) manifested as harass-
ment, lower income, not being hired, difficulties being promoted,
ostracism, misgendering, or microaggressions (Budge, Tebbe, &
Howard, 2010; DeSouza, Wesselmann, & Ispas, 2017; Dispenza et
al., 2012). For TNB individuals, unsupportive reactions from col-
leagues and managers can lead to negative psychological well-
being in the form of distress, depression, internalized stigma, loss
of confidence, or anxiety (Chope & Strom, 2008; Mizock &
Mueser, 2014), and poorer work-related outcomes such as negative
job attitudes (DeSouza et al., 2017; Law, Martinez, Ruggs, Hebl,
& Akers, 2011; Whittle et al., 2007). For the organization, negative
co-worker reactions and workplace discrimination based on
gender identity impacts the economic performance of organi-
zations in various ways, including recruitment, retention, job
performance, employer branding, and litigation (Beauregard,
Arevshatian, Booth, & Whittle, 2018; Burns, 2012).

TNB employees often feel that the workplace is not a safe and
supportive place for them (Beauregard et al., 2018; Brown et al.,
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2012; Budge et al., 2010; Davis, 2009). In a study conducted by
Whittle et al. (2007) with transgender individuals in the U.K., 39%
of participants reported having decided not to permanently align
their gender expression with their gender identity. Of those 39%,
42% claimed that the possible negative consequences of disclosing
their gender identity in the workplace were the sole reason why
they had not permanently aligned their gender expression with
their gender identity. This is unfortunate as disclosure in the
workplace can improve TNB individuals’ well-being (Halpin &
Allen, 2004; Mohr et al., 2019; Nuttbrock et al., 2010), and
identity concealment circumvents opportunities for support and
has been found to be associated with lower self-esteem, less job
satisfaction, greater turnover intentions, and less organizational
commitment (Mallory et al., 2011; Mohr et al., 2019; Newheiser,
Barreto, & Tiemersma, 2017). Interestingly, it may not be the
disclosure of gender identity itself but how organizations and
co-worker react to it, or rather the extent to which they are
perceived as supportive, that affects employees’ job attitudes,
work behavior, and well-being (Martinez, Sawyer, Thoroughgood,
Ruggs, & Smith, 2017). However, the workplace experiences of
TNB individuals, and the role of support for TNB individuals
within workplaces, have not extensively been studied in quantita-
tive research (Brewster, Velez, Mennicke, & Tebbe, 2014; Mc-
Fadden, 2015). This study therefore aimed to investigate how
perceived co-worker and organizational support affects TNB em-
ployees. Specifically, we studied how perceived co-worker and
organizational support relates to TNB employees’ job attitudes
(i.e., job satisfaction, affective organizational commitment, and job
anxiety) and work behavior (i.e., counterproductive work behav-
ior). These are important constructs to explore as outcomes of
co-worker support, not only because they have potential economic
impact for organizations, but also because previous literature has
shown that negative and unsupportive reactions to TNB employees
at work most frequently come from co-workers (Budge et al.,
2010; TotalJobs, 2016).

The Role of Co-Worker Support for Job Attitudes and
Work Behavior

Webster, Adams, Maranto, Sawyer, and Thoroughgood (2018),
in a meta-analysis of studies conducted with LGBT samples, found
that supportive workplace relationships (i.e., co-worker support)
are the strongest predictor of positive work attitudes and well-
being, as compared to other types of workplace support, such as
organizational support. Co-worker support refers to peers assisting
one another in their tasks, when needed, by sharing knowledge and
expertise, useful feedback, encouragement, and support (Bateman,
2009; Zhou & George, 2001). In TNB populations, the extent to
which co-workers and supervisors react positively to an employee
disclosing their TNB identity will also be a salient aspect of them
feeling supported by their peers (Law et al., 2011). Indeed, initial
research on co-worker support with TNB employees has docu-
mented relationships between perceived co-worker support and
greater job satisfaction, more commitment, and less job anxiety
(Law et al., 2011). Additionally, in broader (i.e., non-TNB) sam-
ples, perceived co-worker support has also been linked to lower
turnover intentions (Bateman, 2009) and lower counterproductive
work behavior (Bruk-Lee & Spector, 2006; Chiabur & Harrison,

2008; Fox, Spector, Goh, Bruursema, & Kessler, 2012). The
following hypothesis was thus formulated:

Hypothesis 1: Among TNB employees, perceived co-worker
support is positively related to job satisfaction (H1a) and
affective commitment (H1b); and negatively related to turn-
over intentions (H1c), job anxiety (H1d), and counterproduc-
tive work behavior (H1e).

The Mediating Role of Perceived
Organizational Support

The relationship of perceived co-worker support with job atti-
tudes and counterproductive work behavior in TNB employees
may be mediated by perceived organizational support. Perceived
organizational support refers to employees’ perception of the ex-
tent to which the organization values their contribution and cares
about their well-being (Eisenberger, Huntington, Hutchison, &
Sowa, 1986). Perceived organizational support has been found to
impact employees’ job attitudes in LGBT samples, including job
satisfaction and job anxiety (Griffith & Hebl, 2002). However,
there are few quantitative studies on how specifically perceived
organizational support is related to job attitudes among TNB
employees. Investigating this is important because TNB employ-
ees encounter unique challenges in the workplace that are not
shared with LGB employees (Ozturk & Tatle, 2016). Furthermore,
most previous literature with LGBT employees has focused on
organizational supportiveness (i.e., the presence of supportive pol-
icies and practices), rather than perceived organizational support,
as a predictor of job satisfaction, affective commitment, and turn-
over intentions (Law et al., 2011; Ragins & Cornwell, 2001).
Evidently, perceived organizational support is related to organiza-
tional supportiveness when top management demonstrates com-
mitment to supportive policies (Pichler, Ruggs, & Trau, 2017).
Additionally, more broadly in the work psychology literature,
where predominantly non-LGBT samples have been used, authors
have argued that perceived organizational support mediates the
associations between perceived co-worker support and important
workplace outcomes such as job satisfaction (Eisenberger, Cum-
mings, Armeli, & Lynch, 1997; Rhoades & Eisenberger, 2002),
affective commitment (Rhoades & Eisenberger, 2002; Rhoades,
Eisenberger, & Armeli, 2001), job stress (i.e., analogous to job
anxiety; Butts, Vandenberg, DeJoy, Schaffer, & Wilson, 2009),
and turnover intentions (Shoss, Eisenberger, Restubog, & Zagenc-
zyk, 2013). In fact, according to Organizational Support Theory
(Eisenberger et al., 1986; Eisenberger et al., 1997; Shore & Shore,
1995), perceived organizational support is strengthened by favor-
able work experiences that employees believe reflect voluntary
and purposeful decisions made by the organization (Rhoades et al.,
2001). Along similar lines, Eisenberger, Stinglhamber, Vanden-
berghe, Sucharski, and Rhoades (2002) claimed that perceived
co-worker support—specifically perceived supervisor support—is
likely to act as an antecedent of perceived organizational support’s
associations with job attitudes, such that the perceived organiza-
tional support resulting from supervisor support results in positive
job attitudes. For example, Rhoades et al. (2001), in a non-TNB
sample, found that perceived organizational support mediated the
relationship between perceived supervisor support and affective
commitment. Another study by Eisenberger et al. (2002), again

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

50 CANCELA, HULSHEGER, AND STUTTERHEIM



with a non-TNB sample, found that perceived organizational sup-
port mediated the relationship between perceived supervisor sup-
port and turnover intentions. Rhoades and Eisenberger (2002)
suggested that perceived co-worker support was only an anteced-
ent of the relationships between perceived organizational support
and job attitudes (i.e., job satisfaction, affective commitment, and
turnover intentions). The reason provided was that, because co-
workers and supervisors act as agents of the organization in
evaluating subordinates and directing their performance, receiving
good treatment from supervisors may be viewed by employees as
reflecting the organization’s views toward them (Rhoades &
Eisenberger, 2002). There is, to our knowledge, to date, no previ-
ous quantitative research investigating the potential mediating role
of perceived organizational support in the associations of per-
ceived co-worker support with job anxiety and counterproductive
work behavior. Additionally, none of the suggested mediating
roles have been examined quantitatively in samples of TNB em-
ployees before. Further examination of the mediating role of
perceived organizational support on TNB employees’ job attitudes
and counterproductive work behavior thus advances theoretical
knowledge in the perceived organizational support literature. It
also enables us to obtain a deeper understanding of whether or not
a mediating role of perceived organizational support is also present
in TNB samples, as per Ozturk and Tatle’s (2016) claim that TNB
employees encounter unique challenges not shared with other
employees. As a result, this study investigated, in TNB individu-
als, not only the relationship of perceived co-worker support with
job attitudes and counterproductive work behavior (H1), but also
whether perceived organizational support mediates these relation-
ships with the following hypothesis:

Hypothesis 2: The positive relationships between TNB em-
ployees’ perceived co-worker support and job satisfaction
(H2a) and affective commitment (H2b), and the negative
relationships between perceived co-worker support and turn-
over intentions (H2c), job anxiety (H2d), and counterproduc-
tive work behavior (H2e), are mediated by perceived organi-
zational support such that when organizations are supportive
of TNB employees, job satisfaction and affective commitment
are greater, and turnover intentions, job anxiety, and counter-
productive work behavior are lower. Likewise, when organi-
zations are not supportive, job satisfaction and affective com-
mitment are lower and turnover intentions, job anxiety, and
counterproductive work behavior are greater.

Method

Participants and Procedure

We advertised the 10-minute online cross-sectional survey on
social media and contacted TNB associations to recruit TNB
participants. Participants were recruited in various countries, in-
cluding Australia, Belgium, Canada, Germany, Netherlands, New
Zealand, the United Kingdom, and the United States. To be in-
cluded, participants needed to 1) identify as TNB; 2) have started
the process of social transitioning/expressing their gender identity
in public either full- or part-time; 3) be currently employed; 4) be
18 years of age or older; and 5) be able to complete a survey in
English. Once recruited, participants clicked on the website link,

and were presented with information explaining the purpose and
procedure of the survey, the voluntary nature of participation, and
how anonymity would be guaranteed. Thereafter, participants were
asked to (digitally) sign an informed consent and complete the
survey. No monetary compensation was provided. Ethics approval
was provided by the Ethics Review Committee at Maastricht
University’s Faculty of Psychology and Neuroscience.

In total, 441 responses were recorded (completion rate �
56.5%). Of the 441 participants, 216 were excluded from data
analysis as they did not complete the survey (i.e., minimum 90%
completion required), did not have a job, worked as volunteers, or
were retired. Of the remaining 225 participants (inclusion rate �
51%), 47.6% (n � 107) identified as women, 38.7% (n � 87)
identified as men, and 13.7% (n � 31) considered themselves
nonbinary including gender fluid, genderqueer, and agender. A
total 80.9% (n � 182) expressed their gender identity in the
workplace, and the greater majority had permanently aligned their
gender expression with their gender identity (78.7%, n � 177).
Additionally, 73.3% (n � 165) had full-time paid employment and
26.7% (n � 60) worked part-time. Ages ranged from 18 to 72
(M � 35.81; SD � 12.45) and most identified as bisexual (61.7%,
n � 139).

Measures

Perceived co-worker support. Perceived co-worker support
was assessed using a measure developed by Griffith and Hebl
(2002). The original scale assessed the extent to which co-workers
(superordinates, peers, subordinates) treated gay and lesbian co-
workers fairly and inclusively. In this study, we used Law et al.’s
(2011) adaptation, which assesses co-workers’ reactions to TNB
employees. The adapted scale comprises 14 items, answered on a
7-point Likert scale ranging from 1 (totally disagree) to 7 (totally
agree). A higher score is indicative of greater social support from
co-workers. An example item is “My boss/supervisor treats me
unfairly because I am gender variant.” This scale has been widely
used in non-TNB samples, with good internal consistency in both
versions. It has also previously been used in TNB samples (see,
e.g., Law et al., 2011). Cronbach’s alpha was .91.

Job satisfaction. Job satisfaction was measured using one
item adapted from the Job Satisfaction Index (Brayfield & Rothe,
1951), namely “I am satisfied with my job.” This item was an-
swered on a 7-point Likert scale ranging from 1 (totally disagree)
to 7 (totally agree). A single-item measure was used in line with
Wanous, Reichers, and Hudy’s (1997) meta-analysis, which con-
cluded that single-item measures are robust and reliable to assess
overall job satisfaction.

Affective commitment. Affective commitment was assessed
using Jaros’ (2007) one-item measure, namely “I am very happy
being a member of this organization,” which comes from the
revised version of Allen and Meyer’s (1990) organizational com-
mitment scale. This item was answered on a 7-point Likert scale
ranging from 1 (totally disagree) to 7 (totally agree).

Job anxiety. Job anxiety was measured using one item devel-
oped by Law et al. (2011) for their study, namely, “I experience
considerable anxiety at work.” This item was answered on a
7-point Likert scale ranging from 1 (totally disagree) to 7 (totally
agree).
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Turnover intentions. Turnover intentions were assessed us-
ing one item developed by Law et al. (2011), namely, “I have been
thinking about quitting my job in the near future.” This item was
answered on a 7-point Likert scale ranging from 1 (totally dis-
agree) to 7 (totally agree).

Counterproductive work behavior. Counterproductive work
behavior was measured with the 10-item Counterproductive Work
Behavior Checklist developed by Spector, Bauer, and Fox (2010)
measuring aggression, sabotage, theft, and withdrawal behaviors in
the workplace. This scale is summed and includes 5 organization-
focused items and 5 person-focused items. All items were an-
swered on a 5-point Likert scale ranging from 1 (never) to 5 (every
day). A higher score is indicative of greater counterproductive
work behaviors. An example item is “How often have you pur-
posely wasted your employer’s materials/supplies on your present
job?” This instrument has been used widely across various study
populations (but not in TNB samples), and it has been found to
have good psychometrical proprieties in all its versions (Spector et
al., 2006; Spector et al., 2010). Cronbach’s alpha was .71.

Perceived organizational support. Perceived organizational
support was measured with the 16-item Survey of Perceived Or-
ganizational Support developed by Eisenberger et al. (1986),
which measures individuals’ perceptions of the degree to which
their organization supports them. All items were answered on a
7-point Likert scale ranging from 1 (totally disagree) to 7 (totally
agree). A higher score is indicative of greater perceived organi-
zational support. An example item is “The organization takes pride
in my accomplishments at work.” This instrument has been found
to be psychometrically valid (Shore & Tetrick, 1991), and it has
been used broadly in various study populations (Eisenberger et al.,
2014; Shanock & Eisenberger, 2006) but not in TNB samples.
Cronbach’s alpha for this scale was .96.

Demographic variables. Demographic variables such as age,
gender identity, sexual orientation, and employment status were
also measured. These were adapted from Whittle et al. (2007) and
Stutterheim et al. (2011).

Analyses

To test the relationship of perceived co-worker support with job
attitudes and counterproductive work behavior (H1), we used
Pearson correlations. Then, we conducted one-way ANOVA to
check for differences controlling for gender identification and
employment status. For Hypothesis 2 (i.e., the mediating role of
perceived organizational support), we conducted multiple re-

gression analyses (Field, 2009) in accordance with the Hayes
procedure (i.e., “PROCESS” macro v3.4; Hayes, 2013, 2015)
using bootstrapping procedures. Unstandardized indirect rela-
tionships were computed for each of 5,000 bootstrapped sam-
ples, and with the 95% confidence interval. All analyses were
conducted in SPSS 26.

Results

Means, standard deviations, and correlations for perceived co-
worker support, job satisfaction, affective commitment, job anxi-
ety, turnover intentions, perceived organizational support, and
counterproductive work behavior are displayed in Table 1. No
differences were found on these variables by gender identification
(i.e., woman, man, or nonbinary) using one-way ANOVA [F1 �
.60, p � .55; F2 � .16, p � .85; F3 � .14, p � .87; F4 � .43, p �
.65; F5 � 2.55, p � .08].

Hypothesis 1 predicted direct relationships of perceived co-
worker support with job attitudes, namely job satisfaction (H1a),
affective commitment (H1b), job anxiety (H1c), and turnover
intentions (H1d), and with counterproductive work behavior
(H1e). All hypothesized relationships showed the expected trend
and were significant at p � .05. Perceived co-worker support was
positively correlated with job satisfaction and affective commit-
ment, and negatively correlated with job anxiety, turnover inten-
tions, and counterproductive work behavior. Hypotheses 1 was
thus fully supported.

Hypothesis 2 predicted that the relationships between perceived
co-worker support and job attitudes (i.e., job satisfaction, affective
commitment, job anxiety, and turnover intentions), and between
perceived co-worker support and counterproductive work behav-
ior, would be mediated by perceived organizational support. The
mediation diagrams including each model’s total and direct rela-
tions regression weights are depicted in Figure 1, and the indirect
relations and relation size measures are presented in Table 2.

Mediation analyses revealed a significant relationship between
perceived co-worker support and perceived organizational support
(i.e., the a-path; � � .68, p � .01), an important precondition for
mediation. Furthermore, mediation analyses yielded significant
relations of perceived organizational support with all work out-
comes when controlling for perceived co-worker support (i.e., the
b-path; job satisfaction: � � .91, p � .01; affective commitment:
� � .97, p � .01; job anxiety: � � �.28, p � .01; turnover
intentions: � � �.86, p � .01; counterproductive work behavior:
� � �.11, p � .01). Controlling for perceived organizational

Table 1
Means, Standard Deviations, Cronbach’s Alpha Values, and Correlations of Main Variables

Variable Mean SD 1 2 3 4 5 6 7

1. Perceived co-worker support 4.83 1.22 (.91)
2. Job satisfaction 4.45 1.86 .34�� —
3. Affective commitment 4.69 1.75 .34�� .79�� —
4. Job anxiety 4.35 1.84 �.48�� �.40�� �.39�� —
5. Turnover intentions 4.05 2.13 �.22�� �.56�� �.61�� .32�� —
6. Counterproductive work behavior 1.55 .44 �.23�� �.33�� �.36�� .25�� .29�� (.71)
7. Perceived organizational support 4.47 1.41 .59�� .65�� .71�� �.42�� �.51�� �.36�� (.96)

Note. Cronbach’s alphas of multiple-item measures appear in parentheses along the diagonal.
�� p � .01.
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support, the relationship between perceived co-worker support and
work outcomes (i.e., the c’-path) was no longer significant for job
satisfaction (� � �.11, p � .26), turnover intentions (� � .20, p �
.10), and counterproductive work behavior (� � �.01, p � .66)
and considerably reduced in the case of affective commitment
(� � �.17, p � .04) and job anxiety (� � �.53, p � .01). In the
case of affective commitment, the sign of the relationship between
perceived co-worker support and affective commitment even
changed when controlling for perceived organizational support
(changing from � � .49 to � � �.17).

Finally, the mediation analysis also provided an estimate of the
indirect relation of perceived co-worker support with work out-

comes via perceived organizational support (see Table 2). For all
indirect relations, the 95% bootstrap confidence intervals did not
include zero, indicating that all indirect relations were significantly
greater than zero at � � .05. Effect size estimates indicating the
amount of variance explained in outcome variables by the full
mediation model (i.e., R2 and Cohen’s f 2) ranged from medium for
counterproductive work behavior (R2 � .13; f 2 � .15) to large for
affective commitment (R2 � .52; f2 � 1.08).

Taken together, Hypothesis 2 was thus fully supported.

Discussion

This study investigated, with TNB employees, how perceived
co-worker support relates to job attitudes and counterproductive
work behavior. It also quantitatively investigated, for the first time
ever in TNB individuals, whether perceived organizational support
mediates these relationships. We found, first, a direct relationship
between perceived co-worker support and job attitudes, such that
when co-workers were perceived to be supportive, TNB employ-
ees reported greater job satisfaction and affective commitment, and
less job anxiety and turnover intentions. Furthermore, perceived
co-worker support was negatively related to counterproductive
work behavior. This is in accordance with previous literature
conducted with TNB individuals, which found that perceived
co-worker support was related to greater job satisfaction, more

Figure 1. Mediation diagrams; a, b, c, and c’ are path coefficients representing unstandardized regression
weights for the relationships between perceived co-worker support and the dependent variables for H2a–e (i.e.,
job satisfaction, affective commitment, job anxiety, turnover intentions, and counterproductive work behavior)
as mediated by perceived organizational support. The standardized coefficients are in parentheses. The c path
coefficient represents the total relation of perceived co-worker support on the dependent variables. The c-prime
path coefficient refers to the direct relation of perceived co-worker support on the dependent variables when
controlled by perceived organizational support. � p � .05, �� p � .01.

Table 2
Indirect Relations and Relation Sizes

Hypothesis

Indirect relation (ab) Effect sizea

Effect SE 95% CI R2 Cohen’s f 2

H2a .62 .08 [.47, .78] .43 .75
H2b .66 .07 [.53, .80] .52 1.08
H2c �.19 .07 [�.33, �.06] .26 .35
H2d �.59 .08 [�.75, �.44] .27 .37
H2e �.07 .02 [�.11, �.04] .13 .15

a Effect size estimates refer to the full mediation model.
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organizational commitment, and less job anxiety (Law et al.,
2011). No previous quantitative research investigated the relation-
ships between co-worker support and counterproductive work be-
havior or turnover intentions in TNB individuals, but, in broader
(i.e., non-TNB) samples, positive co-worker reactions have been
found to be related to lower turnover intentions (Bateman, 2009)
and lower counterproductive work behavior (Chiaburu & Harrison,
2008). We also found that perceived organizational support medi-
ated the associations of perceived co-worker support with job
satisfaction, affective commitment, job anxiety, turnover inten-
tions, and counterproductive work behavior. This has not previ-
ously been investigated quantitatively with TNB employees but is
in line with previous research conducted with non-TNB samples
where perceived organizational support was found to play a me-
diating role in the relationship between perceived co-worker sup-
port and some of the correlates included in our study, namely job
satisfaction, affective commitment, job anxiety, and turnover in-
tentions (Butts et al., 2009; Eisenberger et al., 1997, 2002;
Rhoades et al., 2001; Rhoades & Eisenberger, 2002; Shoss et al.,
2013). In our study, we also found that job attitudes were more
highly correlated with perceived organizational support than with
perceived co-worker support. It is thus not surprising that per-
ceived organizational support mediated the associations between
perceived co-worker support and job satisfaction, affective com-
mitment, job anxiety, turnover intentions, and counterproductive
work behavior.

Our findings also showed no differences in study variables
depending on gender identity (i.e., woman, man, or nonbinary).
Previous literature has also suggested that trans men and trans
women differ in their workplace experiences and outcomes (Da-
vidson, 2016; Schilt, 2006; Schilt & Connell, 2007; Schilt &
Wiswall, 2008). For example, Schilt and Wiswall (2008) found
that, after transition, trans women experienced a substantial de-
crease in earnings and a loss of authority, as well as harassment
and termination. In contrast, trans men experienced either no
change or a slight increase in salary. The fact that no differences
based on gender identification were found in this study could
possibly suggest that the workplace may be becoming more con-
scientious about gender equality, but this would certainly need to
be explored further in depth in future research.

The results of this study add substantially to the literature as this
is the first study, to date, that has quantitatively explored, among
TNB employees, the associations between perceived co-worker
support and turnover intentions, as well as counterproductive work
behavior. It is also, to our knowledge, the first quantitative study
to investigate the mediating role of perceived organizational sup-
port in the relationships between co-worker support and job atti-
tudes with TNB individuals.

In terms of practice, the findings that perceived organizational
and co-worker support had a direct association with TNB employ-
ees’ job attitudes and work behavior are important. It points to the
need to promote acceptance of, and support for, TNB employees in
the workplace. However, acceptance of TNB individuals in the
workplace is not yet as it should be. For many cisgender individ-
uals, accepting TNB identities is difficult because TNB identities
challenge the widespread assumption that sex and gender are
dichotomous, which can lead to co-workers having doubts, con-
cerns, and negative attitudes toward TNB people. This may have
its roots in strong support for social conventions, power hierar-

chies, and traditional values (Norton & Herek, 2013). At the same
time, the current literature shows that people are becoming more
aware of the struggles that TNB individuals face, as, increasingly,
TNB individuals are “coming out” in the public sphere. This
emphasizes the need for organizations, and the people working
within them, to be prepared to address the needs of a TNB
workforce (Sawyer & Thoroughgood, 2017). However, although
there is some legislation on employment discrimination against
minorities, it is certainly, at this point in time, insufficient for TNB
people (Cavico, Muffler, & Mujtaba, 2012; Currah & Minter,
2000; Espinoza-Madrigal, 2012; Trotter, 2010). Organizational
nondiscrimination procedures to support TNB people often require
organizational changes in terms of personnel, policy, legal, and
medical issues that cannot easily be deduced from race- or sexual-
orientation-inclusive organizational changes but are unique to
TNB people (Colvin, 2007). Fortunately, Sawyer and Thorough-
good (2017) have recommended a series of policies and best
practices that companies can undertake to make their workplace
inclusive for TNB people at both the organizational and individual
level. At the organizational level, these are 1) create organizational
nondiscrimination policies that include gender identity and expres-
sion, 2) institute diversity training that includes gender identity and
expression, as well as material that outlines the difference between
sexual orientation and gender expression, 3) create inclusive bath-
room policies to incorporate the full spectrum of gender expres-
sion, 4) institute gender neutral dress codes, 5) ensure that benefits
are offered for individuals undergoing gender transition, 6) in-
crease employee contact with members of the transgender com-
munity, and 7) incorporate gender expression inclusivity across
organizational functions. At the individual level, these are 1) offer
mindfulness training or provide suggestions about how to locate
stress management programs for those encountering discrimina-
tion or hostility stemming from gender expression, 2) ensure
compassion from HR surrounding unique work–life needs stem-
ming from gender transition, 3) measure individual attitudes about
gender identity and behaviors toward those with nontraditional
forms of gender expression within the general employee popula-
tion, and 4) measure and encourage ally behaviors within the
general employee population. Additionally, the Human Rights
Campaign Foundation has developed a workplace index on
LGBTQ equality (i.e., Corporate Equality Index), and, increas-
ingly, companies are undertaking changes to be more inclusive to
these communities. In fact, there has been a wide-scale adoption of
TNB-inclusive initiatives across businesses that reflect organiza-
tional support. For example, currently 91% of the Fortune 500
have gender identity protections enumerated in their policies,
which was 3% in 2002 (Human Rights Campaign Foundation,
2019). The adoption of LGBTQ policies can also be at a govern-
mental level, as reflected, for example, in the extension of em-
ployment nondiscrimination laws to LGBTQ workers in the Civil
Rights Act of 1964 by the United States Supreme Court in June of
2020 (Liptak, 2020). However, even when nondiscrimination pol-
icies are available, microaggressions often occur in gray areas that
are not clearly outlined in policy (Galupo & Resnick, 2016). This
clearly indicates the importance of working on improving both
organizational support and co-worker support to TNB employees,
paying attention to more nuanced forms of discrimination and their
impacts, also within smaller businesses.
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The present study is not without limitations. The first limitation
is the cross-sectional nature of our data. Because of this, we are not
in a position to make claims about causality. It is possible that
some of the relations examined are reciprocal in nature (e.g.,
counterproductive work behavior could be an outcome of low
perceived organizational support, which, in turn, can lead to co-
workers being less supportive and, ultimately, to changes in job
attitudes). Future research would thus benefit from a longitudinal
assessment of within-person changes and would enable us to
investigate further the directionality of the correlates of perceived
organizational and perceived co-worker support. Future studies
should also seek to uncover the causal mechanisms underlying the
mediating relations found in this study. In this study, perceived
organizational support was considered a mediator of the associa-
tions between perceived co-worker support and job satisfaction,
affective commitment, job anxiety, turnover intentions, and coun-
terproductive work behavior. However, it is possible that per-
ceived co-worker support is an antecedent to perceived organiza-
tional support rather than organizational support being a mediator,
and this would imply that organizational change comes from the
employees. Evidently, it would be highly beneficial to take a look
at these relationships again in a longitudinal study. It would also be
interesting to test for psychological correlates of support on TNB
employees, such as identity concealment in cases where the em-
ployee believes the organization is not supportive.

A second possible limitation is our use of single-item measures
for the constructs job satisfaction, affective commitment, job anx-
iety, and turnover intentions. Single-item measures are often
viewed as having inadequate psychometric properties in terms of
validity and reliability (Ginns & Barrie, 2004). Although single-
item measures have been used in previous studies with TNB
samples (e.g., Law et al., 2011), we recommend that multiple-item
measures of these constructs be used in future research.

A third limitation is that we did not measure phase of transition
(i.e., pretransition, in-transition, posttransition). It is possible that
transition phase plays a role in support needed and provided. For
example, it is possible that the workplace is less likely to respond
positively to TNB employees if they disclose their gender identity
before transition rather than afterward because of potential accom-
panying costs (e.g., absence from work due to operations). We
therefore recommend that future studies take transition phase into
account.

Another potential limitation was the broad geographic scope of
our sample. Our sample included participants from various coun-
tries, which is in contrast to past research that focused primarily on
the United States and the United Kingdom. Although our diverse
data may increase the generalizability of the findings, it impedes
the acquisition of specific information about each country, which
could be important because governmental TNB policies, cultural
norms, and the consequences of disclosure are likely to differ
across countries. We were not able to ascertain differences based
on location as we did not ask participants to report their location.
Future research should therefore consider this by including a
demographic question about a participant’s country of origin.

Beyond the recommendations for future research that flow from
the limitations of this study, we also recommend that future re-
search follow up this quantitative study with qualitative studies
that contextualize and further unpack the complex relationships
between support at work and job attitudes and work behavior in

TNB individuals, such that both quantitative and qualitative stud-
ies inform interventions and policies aiming to promote diversity
and make the workplace safe for TNB employees.

In sum, the findings of this study suggest that when organiza-
tions are supportive of TNB employees, perceived organizational
and co-worker support may benefit job attitudes and work behav-
ior in TNB employees. Companies should thus focus on supporting
TNB employees at both the organizational and interpersonal level.

References

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of
affective, continuance and normative commitment to the organization.
Journal of Occupational Psychology, 63, 1–18. http://dx.doi.org/10
.1111/j.2044-8325.1990.tb00506.x

Bateman, G. (2009). Employee perceptions of co-worker support and its
effect on job satisfaction, work stress and intention to quit. Unpublished
manuscript, University of Canterbury, Christchurch, New Zealand. Re-
trieved from http://ir.canterbury.ac.nz/bitstream/handle/10092/4050/
Thesis_fulltext.pdf

Beauregard, T. A., Arevshatian, L., Booth, J. E., & Whittle, S. (2018).
Listen carefully: Transgender voices in the workplace. The International
Journal of Human Resource Management, 29, 857–884. http://dx.doi
.org/10.1080/09585192.2016.1234503

Brayfield, A. H., & Rothe, H. F. (1951). An index of job satisfaction.
Journal of Applied Psychology, 35, 307–311. http://dx.doi.org/10.1037/
h0055617

Brewster, M. E., Velez, B. L., Mennicke, A., & Tebbe, E. (2014). Voices
from beyond: A thematic content analysis of transgender employees’
workplace experiences. Psychology of Sexual Orientation and Gender
Diversity, 1, 159–169. http://dx.doi.org/10.1037/sgd0000030

Brown, C., Dashjian, L. T., Acosta, T. J., Mueller, C. T., Kizer, B. E., &
Trangsrud, H. B. (2012). The career experiences of male-to-female
transsexuals. The Counseling Psychologist, 40, 868–894. http://dx.doi
.org/10.1177/0011000011430098

Bruk-Lee, V., & Spector, P. E. (2006). The social stressors-
counterproductive work behaviors link: Are conflicts with supervisors
and coworkers the same? Journal of Occupational Health Psychology,
11, 145–156. http://dx.doi.org/10.1037/1076-8998.11.2.145

Budge, S. L., Tebbe, E. N., & Howard, K. A. S. (2010). The work
experiences of transgender individuals: Negotiating the transition and
career decision-making processes. Journal of Counseling Psychology,
57, 377–393. http://dx.doi.org/10.1037/a0020472

Burns, C. (2012). The costly business of discrimination: The economic
costs of discrimination and the financial benefits of gay and transgender
equality in the workplace. Washington, DC: Center for American Prog-
ress. Retrieved from https://www.americanprogress.org/wp-content/
uploads/issues/2012/03/pdf/lgbt_biz_discrimination.pdf

Butts, M. M., Vandenberg, R. J., DeJoy, D. M., Schaffer, B. S., & Wilson,
M. G. (2009). Individual reactions to high involvement work processes:
Investigating the role of empowerment and perceived organizational
support. Journal of Occupational Health Psychology, 14, 122–136.
http://dx.doi.org/10.1037/a0014114

Cavico, F. C., Muffler, S. C., & Mujtaba, B. G. (2012). Sexual orientation
and gender identity discrimination in the American workplace: Legal
and ethical considerations. International Journal of Humanities and
Social Science, 2, 1–20. Retrieved from https://nsuworks.nova.edu/
hcbe_facarticles/484

Chiaburu, D. S., & Harrison, D. A. (2008). Do peers make the place?
Conceptual synthesis and meta-analysis of coworker effects on percep-
tions, attitudes, OCBs, and performance. Journal of Applied Psychology,
93, 1082–1103. http://dx.doi.org/10.1037/0021-9010.93.5.1082

Chope, R. C., & Strom, L. C. (2008). Critical considerations in career and

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

55ROLE OF SUPPORT FOR TNB EMPLOYEES

http://dx.doi.org/10.1111/j.2044-8325.1990.tb00506.x
http://dx.doi.org/10.1111/j.2044-8325.1990.tb00506.x
http://ir.canterbury.ac.nz/bitstream/handle/10092/4050/Thesis_fulltext.pdf
http://ir.canterbury.ac.nz/bitstream/handle/10092/4050/Thesis_fulltext.pdf
http://dx.doi.org/10.1080/09585192.2016.1234503
http://dx.doi.org/10.1080/09585192.2016.1234503
http://dx.doi.org/10.1037/h0055617
http://dx.doi.org/10.1037/h0055617
http://dx.doi.org/10.1037/sgd0000030
http://dx.doi.org/10.1177/0011000011430098
http://dx.doi.org/10.1177/0011000011430098
http://dx.doi.org/10.1037/1076-8998.11.2.145
http://dx.doi.org/10.1037/a0020472
https://www.americanprogress.org/wp-content/uploads/issues/2012/03/pdf/lgbt_biz_discrimination.pdf
https://www.americanprogress.org/wp-content/uploads/issues/2012/03/pdf/lgbt_biz_discrimination.pdf
http://dx.doi.org/10.1037/a0014114
https://nsuworks.nova.edu/hcbe_facarticles/484
https://nsuworks.nova.edu/hcbe_facarticles/484
http://dx.doi.org/10.1037/0021-9010.93.5.1082


employment counseling with transgender clients. In G. R. Walz, J. C.
Bleuer, & R. K. Yep (Eds.), Compelling counseling interventions: Cel-
ebrating VISTAS’ fifth anniversary (pp. 125–135). Alexandria, VA:
American Counseling Association.

Colvin, R. A. (2007). The rise of transgender-inclusive laws: How well are
municipalities implementing supportive nondiscrimination public em-
ployment policies? Review of Public Personnel Administration, 27,
336–360. http://dx.doi.org/10.1177/1077800407301777

Currah, P., & Minter, S. (2000). Unprincipled exclusions: The struggle to
achieve judicial and legislative equality for transgender people. William
& Mary Journal of Women and the Law, 7, 37–66. Retrieved from
https://scholarship.law.wm.edu/wmjowl/vol7/iss1/4/

Davidson, S. (2016). Gender inequality: Nonbinary transgender people in
the workplace. Cogent Social Sciences, 2, 1–12. http://dx.doi.org/10
.1080/23311886.2016.1236511

Davis, D. (2009). Transgender issues in the workplace: HRD’s newest
challenge/opportunity. Advances in Developing Human Resources, 11,
109–120. http://dx.doi.org/10.1177/1523422308329189

DeSouza, E. R., Wesselmann, E. D., & Ispas, D. (2017). Workplace
discrimination against sexual minorities: Subtle and not-so-subtle. Ca-
nadian Journal of Administrative Sciences/Revue Canadienne des Sci-
ences de l’Administration, 34, 121–132. http://dx.doi.org/10.1002/cjas
.1438

Dispenza, F., Watson, L. B., Chung, Y. B., & Brack, G. (2012). Experience
of career-related discrimination for female-to-male transgender persons:
A qualitative study. The Career Development Quarterly, 60, 65–81.
http://dx.doi.org/10.1002/j.2161-0045.2012.00006.x

Eisenberger, R., Cummings, J., Armeli, S., & Lynch, P. (1997). Perceived
organizational support, discretionary treatment, and job satisfaction.
Journal of Applied Psychology, 82, 812–820. http://dx.doi.org/10.1037/
0021-9010.82.5.812

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Per-
ceived organizational support. Journal of Applied Psychology, 71, 500–
507. http://dx.doi.org/10.1037/0021-9010.71.3.500

Eisenberger, R., Shoss, M. K., Karagonlar, G., Gonzalez-Morales, M. G.,
Wickham, R. E., & Buffardi, L. C. (2014). The supervisor POS–LMX–
subordinate POS chain: Moderation by reciprocation wariness and su-
pervisor’s organizational embodiment. Journal of Organizational Be-
havior, 35, 635–656. http://dx.doi.org/10.1002/job.1877

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. L., &
Rhoades, L. (2002). Perceived supervisor support: Contributions to
perceived organizational support and employee retention. Journal of
Applied Psychology, 87, 565–573. http://dx.doi.org/10.1037/0021-9010
.87.3.565

Espinoza-Madrigal, I. (2012). Sexual orientation, gender identity, and
diversity in the workplace. The Practical Lawyer, 58, 39–48.

Field, A. (2009). Discovering statistics using SPSS. London, England:
Sage.

Fox, S., Spector, P. E., Goh, A., Bruursema, K., & Kessler, S. R. (2012).
The deviant citizen: Measuring potential positive relations between
counterproductive work behaviour and organizational citizenship behav-
iour. Journal of Occupational and Organizational Psychology, 85, 199–
220. http://dx.doi.org/10.1111/j.2044-8325.2011.02032.x

Galupo, M. P., & Resnick, C. A. (2016). Experiences of LGBT microag-
gressions in the workplace: Implications for policy. In T. Kollen (Ed.),
Sexual orientation and transgender issues in organizations (pp. 271–
287). New York, NY: Springer. http://dx.doi.org/10.1007/978-3-319-
29623-4_16

Ginns, P., & Barrie, S. (2004). Reliability of single-item ratings of quality
in higher education: A replication. Psychological Reports, 95, 1023–
1030. http://dx.doi.org/10.2466/pr0.95.3.1023-1030

Griffith, K. H., & Hebl, M. R. (2002). The disclosure dilemma for gay men
and lesbians: “Coming out” at work. Journal of Applied Psychology, 87,
1191–1199. http://dx.doi.org/10.1037/0021-9010.87.6.1191

Halpin, S. A., & Allen, M. W. (2004). Changes in psychosocial well-being
during stages of gay identity development. Journal of Homosexuality,
47, 109–126. http://dx.doi.org/10.1300/J082v47n02_07

Hayes, A. F. (2013). Introduction to mediation, moderation, and condi-
tional process analysis: A regression-based approach. New York, NY:
Guilford Press.

Hayes, A. F. (2015). The PROCESS macro for SPSS and SAS. Retrieved
from www.processmacro.org

Human Rights Campaign Foundation. (2019). Corporate Equality Index
2020. Washington, DC: Author. Retrieved from https://www.hrc.org/
campaigns/corporate-equality-index

Jaros, S. (2007). Meyer and Allen model of organizational commitment:
Measurement issues. The ICFAI Journal of Organizational Behavior, 6,
7–25. https://www.iupindia.in/405/ijob.asp

Kunze, F., Boehm, S. A., & Bruch, H. (2011). Age diversity, age discrim-
ination climate and performance consequences—A cross organizational
study. Journal of Organizational Behavior, 32, 264–290. http://dx.doi
.org/10.1002/job.698

Law, C. L., Martinez, L. R., Ruggs, E. N., Hebl, M. R., & Akers, E. (2011).
Transparency in the workplace: How the experiences of transsexual
employees can be improved. Journal of Vocational Behavior, 79, 710–
723. http://dx.doi.org/10.1016/j.jvb.2011.03.018

Liptak, A. (2020, June 15). Civil rights law protects gay and transgender
workers, Supreme Court rules. The New York Times. Retrieved from
http://www.nytimes.com

Mallory, C., Herman, J. L., & Badgett, M. V. (2011). Employment dis-
crimination against lesbian, gay, bisexual, and transgender people in
Oklahoma. Los Angeles, CA: The Williams Institute, UCLA School of
Law, UC Los Angeles.

Martinez, L. R., Sawyer, K. B., Thoroughgood, C. N., Ruggs, E. N., &
Smith, N. A. (2017). The importance of being “me”: The relation
between authentic identity expression and transgender employees’
workrelated attitudes and experiences. Journal of Applied Psychology,
102, 215–226. http://dx.doi.org/10.1037/apl0000168

McFadden, C. (2015). Lesbian, gay, bisexual, and transgender careers and
human resource development: A systematic literature review. Human
Resource Development Review, 14, 125–162. http://dx.doi.org/10.1177/
1534484314549456

Mizock, L., & Mueser, K. T. (2014). Employment, mental health, inter-
nalized stigma, and coping with transphobia among transgender individ-
uals. Psychology of Sexual Orientation and Gender Diversity, 1, 146–
158. http://dx.doi.org/10.1037/sgd0000029

Mohr, J. J., Markell, H. M., King, E. B., Jones, K. P., Peddie, C. I., &
Kendra, M. S. (2019). Affective antecedents and consequences of re-
vealing and concealing a lesbian, gay, or bisexual identity. Journal of
Applied Psychology, 104, 1266 –1282. http://dx.doi.org/10.1037/
apl0000399

Newheiser, A. K., Barreto, M., & Tiemersma, J. (2017). People like me
don’t belong here: Identity concealment is associated with negative
workplace experiences. Journal of Social Issues, 73, 341–358. http://dx
.doi.org/10.1111/josi.12220

Norton, A. T., & Herek, G. M. (2013). Heterosexuals’ attitudes toward
transgender people: Findings from a national probability sample of U.S.
adults. Sex Roles, 68, 738–753. http://dx.doi.org/10.1007/s11199-011-
0110-6

Nuttbrock, L., Hwahng, S., Bockting, W., Rosenblum, A., Mason, M.,
Macri, M., & Becker, J. (2010). Psychiatric impact of gender-related
abuse across the life course of male-to-female transgender persons.
Journal of Sex Research, 47, 12–23. http://dx.doi.org/10.1080/
00224490903062258

Ogbo, A. I., Anthony, K., & Ukpere, W. I. (2014). The effect of workforce
diversity on organizational performance of selected firms in Nigeria.
Mediterranean Journal of Social Sciences, 5, 231–236. http://dx.doi.org/
10.5901/mjss.2014.v5n10p231

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

56 CANCELA, HULSHEGER, AND STUTTERHEIM

http://dx.doi.org/10.1177/1077800407301777
https://scholarship.law.wm.edu/wmjowl/vol7/iss1/4/
http://dx.doi.org/10.1080/23311886.2016.1236511
http://dx.doi.org/10.1080/23311886.2016.1236511
http://dx.doi.org/10.1177/1523422308329189
http://dx.doi.org/10.1002/cjas.1438
http://dx.doi.org/10.1002/cjas.1438
http://dx.doi.org/10.1002/j.2161-0045.2012.00006.x
http://dx.doi.org/10.1037/0021-9010.82.5.812
http://dx.doi.org/10.1037/0021-9010.82.5.812
http://dx.doi.org/10.1037/0021-9010.71.3.500
http://dx.doi.org/10.1002/job.1877
http://dx.doi.org/10.1037/0021-9010.87.3.565
http://dx.doi.org/10.1037/0021-9010.87.3.565
http://dx.doi.org/10.1111/j.2044-8325.2011.02032.x
http://dx.doi.org/10.1007/978-3-319-29623-4_16
http://dx.doi.org/10.1007/978-3-319-29623-4_16
http://dx.doi.org/10.2466/pr0.95.3.1023-1030
http://dx.doi.org/10.1037/0021-9010.87.6.1191
http://dx.doi.org/10.1300/J082v47n02_07
http://www.processmacro.org
https://www.hrc.org/campaigns/corporate-equality-index
https://www.hrc.org/campaigns/corporate-equality-index
https://www.iupindia.in/405/ijob.asp
http://dx.doi.org/10.1002/job.698
http://dx.doi.org/10.1002/job.698
http://dx.doi.org/10.1016/j.jvb.2011.03.018
http://www.nytimes.com
http://dx.doi.org/10.1037/apl0000168
http://dx.doi.org/10.1177/1534484314549456
http://dx.doi.org/10.1177/1534484314549456
http://dx.doi.org/10.1037/sgd0000029
http://dx.doi.org/10.1037/apl0000399
http://dx.doi.org/10.1037/apl0000399
http://dx.doi.org/10.1111/josi.12220
http://dx.doi.org/10.1111/josi.12220
http://dx.doi.org/10.1007/s11199-011-0110-6
http://dx.doi.org/10.1007/s11199-011-0110-6
http://dx.doi.org/10.1080/00224490903062258
http://dx.doi.org/10.1080/00224490903062258
http://dx.doi.org/10.5901/mjss.2014.v5n10p231
http://dx.doi.org/10.5901/mjss.2014.v5n10p231


Ozturk, M. B., & Tatle, A. (2016). Gender identity inclusion in the
workplace: Broadening diversity management research and practice
through the case of transgender employees in the U. K. The International
Journal of Human Resource Management, 27, 781–802. http://dx.doi
.org/10.1080/09585192.2015.1042902

Pichler, S., Ruggs, E., & Trau, R. (2017). Worker outcomes of LGBT-
supportive policies: A cross-level model. Equality, Diversity and Inclu-
sion, 36, 17–32. http://dx.doi.org/10.1108/EDI-07-2016-0058

Ragins, B. R., & Cornwell, J. M. (2001). Pink triangles: Antecedents and
consequences of perceived workplace discrimination against gay and
lesbian employees. Journal of Applied Psychology, 86, 1244–1261.
http://dx.doi.org/10.1037/0021-9010.86.6.1244

Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support:
A review of the literature. Journal of Applied Psychology, 87, 698–714.
http://dx.doi.org/10.1037/0021-9010.87.4.698

Rhoades, L., Eisenberger, R., & Armeli, S. (2001). Affective commitment
to the organization: The contribution of perceived organizational sup-
port. Journal of Applied Psychology, 86, 825–836. http://dx.doi.org/10
.1037/0021-9010.86.5.825

Robbins, S. P., & Judge, T. A. (2009). Comportamiento organizacional
[Organizational behaviour]. (13th ed.). Mexico City, Mexico: Pearson.

Sawyer, K., & Thoroughgood, C. (2017). Gender non-conformity and the
modern workplace. Organizational Dynamics, 46, 1–8. http://dx.doi
.org/10.1016/j.orgdyn.2017.01.001

Schilt, K. (2006). Just one of the guys? How transmen make gender visible
at work. Gender & Society, 20, 465–490. http://dx.doi.org/10.1177/
0891243206288077

Schilt, K., & Connell, C. (2007). Do workplace gender transitions make
gender trouble? Gender, Work and Organization, 14, 596–618. http://
dx.doi.org/10.1111/j.1468-0432.2007.00373.x

Schilt, K., & Wiswall, M. (2008). Before and after: Gender transitions,
human capital, and workplace experiences. The B. E. Journal of Eco-
nomic Analysis & Policy, 8, 1–26. http://dx.doi.org/10.2202/1935-1682
.1862

Shanock, L. R., & Eisenberger, R. (2006). When supervisors feel sup-
ported: Relationships with subordinates’ perceived supervisor support,
perceived organizational support, and performance. Journal of Applied
Psychology, 91, 689 – 695. http://dx.doi.org/10.1037/0021-9010.91.3
.689

Shore, L. M., Chung-Herrera, B. G., Dean, M. A., Ehrhart, K. H., Jung,
D. I., Randel, A. E., & Singh, G. (2009). Diversity in organizations:
Where are we now and where are we going? Human Resource Manage-
ment Review, 19, 117–133. http://dx.doi.org/10.1016/j.hrmr.2008.10.004

Shore, L. M., & Shore, T. H. (1995). Perceived organizational support and
organizational justice. In R. S. Cropanzano & K. M. Kacmar (Eds.),
Organizational politics, justice, and support: Managing the social cli-
mate of the workplace (pp. 149–164). Westport, CT: Quorum.

Shore, L. M., & Tetrick, L. E. (1991). A construct validity study of the
Survey of Perceived Organizational Support. Journal of Applied Psy-
chology, 76, 637–643. http://dx.doi.org/10.1037/0021-9010.76.5.637

Shoss, M. K., Eisenberger, R., Restubog, S. L. D., & Zagenczyk, T. J.
(2013). Blaming the organization for abusive supervision: The roles of
perceived organizational support and supervisor’s organizational em-
bodiment. Journal of Applied Psychology, 98, 158–168. http://dx.doi
.org/10.1037/a0030687

Spector, P. E., Bauer, J. A., & Fox, S. (2010). Measurement artifacts in the
assessment of counterproductive work behavior and organizational cit-
izenship behavior: Do we know what we think we know? Journal of
Applied Psychology, 95, 781–790. http://dx.doi.org/10.1037/a0019477

Spector, P. E., Fox, S., Penney, L. M., Bruursema, K., Goh, A., & Kessler,
S. (2006). The dimensionality of counterproductivity: Are all counter-
productive behaviors created equal? Journal of Vocational Behavior, 68,
446–460. http://dx.doi.org/10.1016/j.jvb.2005.10.005

Stutterheim, S. E., Bos, A. E., Pryor, J. B., Brands, R., Liebregts, M., &
Schaalma, H. P. (2011). Psychological and social correlates of HIV
status disclosure: The significance of stigma visibility. AIDS Education
and Prevention, 23, 382–392. http://dx.doi.org/10.1521/aeap.2011.23.4
.382

TotalJobs. (2016). Trans Employee Experiences Survey 2016. Retrieved
from https://www.totaljobs.com/insidejob/trans-employee-survey-
report-2016/

Trotter, R. (2010). Transgender discrimination and the law. Contemporary
Issues in Education Research, 3, 55–60. http://dx.doi.org/10.19030/cier
.v3i2.177

Wanous, J. P., Reichers, A. E., & Hudy, M. J. (1997). Overall job
satisfaction: How good are single-item measures? Journal of Applied
Psychology, 82, 247–252. http://dx.doi.org/10.1037/0021-9010.82.2.247

Webster, J. R., Adams, G. A., Maranto, C. L., Sawyer, K., & Thorough-
good, C. (2018). Workplace contextual supports for LGBT employees:
A review, meta-analysis, and agenda for future research. Human Re-
source Management, 57, 193–210. http://dx.doi.org/10.1002/hrm.21873

Whittle, S., Turner, L., Al-Alami, M., Rundall, E., & Thom, B. (2007).
Engendered penalties: Transgender and transsexual people’s experi-
ences of inequality and discrimination. Manchester, England: Man-
chester Metropolitan University.

Zhou, J., & George, J. M. (2001). When job dissatisfaction leads to
creativity: Encouraging the expression of voice. Academy of Manage-
ment Journal, 44, 682–696. http://dx.doi.org/10.5465/3069410

Received October 7, 2019
Revision received August 27, 2020

Accepted September 8, 2020 �

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

57ROLE OF SUPPORT FOR TNB EMPLOYEES

http://dx.doi.org/10.1080/09585192.2015.1042902
http://dx.doi.org/10.1080/09585192.2015.1042902
http://dx.doi.org/10.1108/EDI-07-2016-0058
http://dx.doi.org/10.1037/0021-9010.86.6.1244
http://dx.doi.org/10.1037/0021-9010.87.4.698
http://dx.doi.org/10.1037/0021-9010.86.5.825
http://dx.doi.org/10.1037/0021-9010.86.5.825
http://dx.doi.org/10.1016/j.orgdyn.2017.01.001
http://dx.doi.org/10.1016/j.orgdyn.2017.01.001
http://dx.doi.org/10.1177/0891243206288077
http://dx.doi.org/10.1177/0891243206288077
http://dx.doi.org/10.1111/j.1468-0432.2007.00373.x
http://dx.doi.org/10.1111/j.1468-0432.2007.00373.x
http://dx.doi.org/10.2202/1935-1682.1862
http://dx.doi.org/10.2202/1935-1682.1862
http://dx.doi.org/10.1037/0021-9010.91.3.689
http://dx.doi.org/10.1037/0021-9010.91.3.689
http://dx.doi.org/10.1016/j.hrmr.2008.10.004
http://dx.doi.org/10.1037/0021-9010.76.5.637
http://dx.doi.org/10.1037/a0030687
http://dx.doi.org/10.1037/a0030687
http://dx.doi.org/10.1037/a0019477
http://dx.doi.org/10.1016/j.jvb.2005.10.005
http://dx.doi.org/10.1521/aeap.2011.23.4.382
http://dx.doi.org/10.1521/aeap.2011.23.4.382
https://www.totaljobs.com/insidejob/trans-employee-survey-report-2016/
https://www.totaljobs.com/insidejob/trans-employee-survey-report-2016/
http://dx.doi.org/10.19030/cier.v3i2.177
http://dx.doi.org/10.19030/cier.v3i2.177
http://dx.doi.org/10.1037/0021-9010.82.2.247
http://dx.doi.org/10.1002/hrm.21873
http://dx.doi.org/10.5465/3069410

	The Role of Support for Transgender and Nonbinary Employees: Perceived Co-Worker and Organizatio ...
	The Role of Co-Worker Support for Job Attitudes and Work Behavior
	The Mediating Role of Perceived Organizational Support
	Method
	Participants and Procedure
	Measures
	Perceived co-worker support
	Job satisfaction
	Affective commitment
	Job anxiety
	Turnover intentions
	Counterproductive work behavior
	Perceived organizational support
	Demographic variables

	Analyses

	Results
	Discussion
	References


