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ABSTRACT 

Transgender inclusion has become an integral component of Diversity, 

Equity, and Inclusion (DEI) initiatives, particularly within India’s 

rapidly expanding Information Technology (IT) sector. While many 

organizations have introduced trans-inclusive human resource (HR) 

policies, their effectiveness largely depends on how these policies are 

perceived and internalized by binary (male and female) employees who 

shape everyday workplace culture. This study adopts a secondary, 

analytical research approach to examine the level of awareness among 

binary employees regarding trans-inclusive HR policies and to analyze 

the relationship between perceived policy inclusiveness and employee 

attitudes toward transgender inclusion. Data were drawn from credible 

secondary sources, including industry reports, academic literature, and 

policy documents published by organizations such as UNDP, ILO, 

NASSCOM, SHRM India, and leading consulting firms. Analytical 

synthesis of existing empirical findings indicates that awareness of 

transgender-inclusive provisions remains moderate and uneven across 

organizations. The analysis further reveals a positive association between 

perceived inclusiveness of HR policies and attitudinal openness toward 

transgender colleagues. The study highlights the importance of effective 

policy communication, leadership commitment, and sensitization 

initiatives in translating formal policies into meaningful workplace 

inclusion. By focusing on binary employees’ perceptions, the study 

contributes to a relatively underexplored dimension of transgender 

inclusion research and offers practical insights for IT organizations 

seeking to strengthen inclusive workplace cultures. 

 

Keywords: Trans-inclusive HR policies, binary employees, IT sector, workplace 

inclusion, DEI, perceptions, India. 
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1. INTRODUCTION 

Diversity, Equity, and Inclusion (DEI) have emerged as critical 

imperatives in contemporary human resource management, reflecting 

broader social expectations for fairness, representation, and dignity at 

work. Within this evolving discourse, transgender inclusion has gained 

increasing prominence due to the persistent marginalization of 

transgender individuals in employment, despite advances in legal 

recognition and organizational policy frameworks. In the Indian context, 

although progressive judgments and policy discussions have expanded 

the formal recognition of transgender rights, workplace inclusion 

remains uneven and highly contingent on organizational culture and 

employee perceptions. 

The Information Technology (IT) sector in India provides a particularly 

relevant setting for examining transgender inclusion. As a globally 

connected and knowledge-driven industry, the IT sector has been among 

the earliest adopters of formal DEI initiatives, including non-

discrimination policies, inclusive recruitment statements, gender-

affirmative benefits, and employee resource groups. However, evidence 

suggests that the mere existence of trans-inclusive HR policies does not 

automatically translate into inclusive workplace experiences. The 

effectiveness of such policies is largely mediated by how they are 

understood, interpreted, and accepted by the broader workforce—

especially binary (male and female) employees who form the numerical 

majority and significantly influence everyday workplace interactions. 

Existing scholarship on transgender inclusion has largely centered on the 

lived experiences of transgender employees or on organizational-level 

diversity strategies. While these contributions are valuable, they often 

overlook the role of majority-group employees in enabling or 

constraining inclusion. From an organizational behaviour perspective, 

workplace inclusion is a socially constructed process shaped by shared 

meanings, peer norms, and perceived legitimacy of policies. 

Consequently, binary employees’ awareness of trans-inclusive HR 

policies and their perceptions of organizational inclusiveness become 

critical determinants of attitudinal openness and supportive behaviour 

toward transgender colleagues. 

Addressing this gap, the present study adopts a secondary-data-based 

analytical approach to examine trans-inclusive HR policies in the Indian 

IT sector through the lens of binary employees’ perceptions. 

Specifically, the study seeks to assess the level of awareness among 

binary employees regarding trans-inclusive HR policies and to analyze 
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the relationship between perceived policy inclusiveness and attitudes 

toward transgender inclusion at the workplace. By synthesizing evidence 

from industry reports, institutional surveys, and academic literature, the 

study contributes to a more nuanced understanding of perception-driven 

inclusion. The findings aim to advance scholarly discourse on workplace 

diversity while offering practical insights for IT organizations seeking to 

move beyond symbolic compliance toward meaningful and sustainable 

transgender inclusion. 

Objectives  

 To assess binary employees’ awareness of trans-inclusive HR 

policies in India’s IT organizations. 

 To examine how perceived HR policy inclusiveness shapes binary 

employees’ attitudes toward transgender inclusion. 

2. LITERATURE REVIEW 

Workplace diversity and inclusion have become central concerns within 

contemporary human resource management, particularly as 

organizations respond to evolving social expectations regarding equity 

and representation. Within this discourse, transgender inclusion has 

gained prominence due to the persistent marginalization of transgender 

individuals in employment contexts. Despite growing recognition of 

gender diversity, transgender individuals continue to face discrimination, 

stigma, and limited career progression opportunities (Badgett et al., 

2013). In India, landmark developments such as the NALSA v. Union of 

India judgment (2014) and the Transgender Persons (Protection of 

Rights) Act, 2019 have strengthened legal recognition; however, 

organizational inclusion remains uneven and inconsistent across sectors 

(UNDP, 2020). Scholars argue that legal and policy recognition alone is 

insufficient, as workplace inclusion is shaped by organizational norms, 

employee perceptions, and everyday social interactions (Priyadarshini & 

Chaudhury, 2018). 

Human resource policies serve as formal instruments through which 

organizations institutionalize inclusion and signal acceptable workplace 

behavior. Trans-inclusive HR policies typically include non-

discrimination clauses, inclusive recruitment practices, gender-neutral 

facilities, transition-related healthcare benefits, and grievance redressal 

mechanisms (ILO, 2019). Studies within corporate and IT-sector settings 

suggest that organizations adopting such policies demonstrate stronger 

commitment to DEI and enhanced employer branding (Deloitte, 2021; 
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PwC, 2021). However, critical diversity scholars caution that inclusion 

policies may remain symbolic if they are not effectively communicated 

or consistently implemented (Ahmed, 2012). This gap between policy 

intent and actual workplace experience underscores the importance of 

examining employees’ perceptions of inclusiveness rather than focusing 

solely on policy existence. 

Employee awareness is a key determinant of policy effectiveness. Prior 

research indicates that while employees may be aware of general DEI 

principles, their understanding of specific transgender-inclusive 

provisions is often limited (SHRM India, 2020; TISS, 2018). Within the 

Indian IT sector, awareness levels vary widely across organizations and 

are influenced by leadership engagement, organizational size, and the 

presence of structured sensitization initiatives (NASSCOM, 2022). 

Limited awareness can lead to uncertainty, discomfort, and unintentional 

exclusion, even in organizations that formally endorse inclusion (Köllen, 

2019). Assessing awareness among binary employees is therefore 

essential for understanding the practical reach of trans-inclusive HR 

policies. 

The perceptions and attitudes of binary employees play a decisive role 

in shaping everyday workplace interactions. Social Identity Theory 

explains that majority-group members may resist inclusion initiatives 

perceived as challenging established norms or group identities (Tajfel & 

Turner, 1986). However, organizational climate research demonstrates 

that when inclusion is framed as a shared organizational value and 

reinforced through leadership behavior, employee attitudes become 

more supportive (Nishii, 2013). Empirical studies reveal a positive 

association between perceived organizational inclusiveness and 

favorable attitudes toward LGBTQ+ colleagues, including acceptance, 

comfort, and allyship (Ragins et al., 2007; Badgett et al., 2013). In the 

Indian IT sector, employees who perceive HR policies as authentic and 

well-implemented report higher levels of acceptance toward transgender 

colleagues (PwC, 2021; Deloitte, 2021). 

Sensitization programs and organizational culture further influence 

employee perceptions and attitudes. Research consistently shows that 

employees exposed to structured gender-sensitization initiatives 

demonstrate greater awareness, empathy, and inclusive behavior 

(UNDP, 2020; SHRM India, 2020). Contact Theory supports these 

findings by suggesting that meaningful interaction with marginalized 

groups reduces prejudice and fosters positive attitudes (Allport, 1954). 

In organizational settings, such interaction is facilitated through 

inclusive hiring practices, employee resource groups, and visible 
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representation. Conversely, the absence of sensitization and interaction 

perpetuates uncertainty and reinforces stereotypes, limiting the 

effectiveness of formal HR policies (KPMG, 2021). 

Despite growing scholarship on transgender inclusion, limited empirical 

attention has been given to binary employees’ awareness and 

perceptions, particularly in the Indian IT sector. Existing studies largely 

focus on transgender employees’ lived experiences or organizational-

level DEI initiatives, overlooking the role of majority-group employees 

in shaping workplace culture. This gap restricts understanding of how 

perceptions mediate the relationship between HR policies and attitudinal 

outcomes, highlighting the need for secondary analytical research in this 

area. 

3. HYPOTHESES DEVELOPMENT 

Based on the review of literature and theoretical grounding in Social 

Identity Theory and Organizational Climate Theory, the following 

hypotheses have been formulated: 

Hypothesis  

H₁: Binary employees demonstrate differing levels of awareness 

regarding trans-inclusive HR policies in IT organizations. 

H₂: Higher perceived HR policy inclusiveness is associated with more 

positive attitudes toward transgender inclusion. 

Conceptual Flow of Trans-Inclusive HR Policy Impact 

The conceptual framework illustrates the sequential relationship between 

trans-inclusive HR policies and binary employees’ attitudes toward 

transgender inclusion in the workplace. Trans-inclusive HR policies 

serve as the foundational input, encompassing non-discrimination 

provisions, inclusive recruitment practices, gender-neutral facilities, 

healthcare benefits, and grievance redressal mechanisms. These policies 

influence employee awareness, which functions as an intermediary 

mechanism that determines whether employees recognize and 

understand the organization’s inclusion initiatives. Awareness shapes 

perceived inclusiveness, reflecting employees’ evaluation of the 

authenticity, visibility, and implementation consistency of the policies. 

Finally, perceived inclusiveness influences attitudinal outcomes, 

including acceptance, comfort, and support for transgender colleagues. 
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The framework also acknowledges the moderating role of organizational 

culture and sensitization initiatives, which strengthen policy 

communication and reduce bias. This flow chart visually summarizes 

how organizational policies, awareness, and perceptions collectively 

impact the effectiveness of transgender inclusion initiatives in the Indian 

IT sector, providing a clear foundation for the subsequent analysis and 

discussion. 

4. RESEARCH METHODOLOGY 

 
Figure 1: Conceptual Framework Linking Trans-Inclusive HR Policies 

to Workplace Inclusion Outcomes 

Source: Author Compiled 

The study adopts a descriptive and analytical research design, relying 

exclusively on secondary data to examine awareness and perceptions of 

trans-inclusive HR policies among binary employees in India’s IT sector. 

The research is situated within the domain of inclusive human resource 

management, with a specific focus on transgender inclusion as an 

emerging organizational practice. Given the exploratory and theory-

driven nature of the study, a secondary-data-based approach is 

considered appropriate for synthesizing existing empirical evidence and 

institutional insights. 

Inclusive Workplace Outcomes

(Psychological safety, equitable treatment, collaboration, and sustainable inclusion)

Binary Employees’ Attitudes                           

(Acceptance, openness, comfort, and allyship toward transgender colleagues)

Perceived Organizational Inclusiveness

(Authenticity of implementation, leadership commitment, inclusive workplace culture)

Awareness among Binary Employees

(Understanding of policy existence, scope, and operational procedures)

Trans-Inclusive HR Policies

(Non-discrimination clauses, inclusive recruitment, gender-neutral benefits, ERGs, 
sensitization initiatives)
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Data for the study are drawn from published reports, industry surveys, 

government documents, policy briefs, and peer-reviewed academic 

literature produced by credible national and international organizations. 

The data used are qualitative and quantitative in nature, including 

reported awareness levels, employee perception trends, and 

organizational inclusion indicators. Sources include reports and 

publications from international organizations such as the United Nations 

Development Programme (UNDP) and the International Labour 

Organization (ILO), which provide insights into transgender-inclusive 

employment practices. Industry-level data have been drawn from reports 

published by NASSCOM, SHRM India, Deloitte India, PwC India, and 

KPMG India, focusing on diversity, equity, and inclusion initiatives 

within the Indian IT sector. Academic insights are sourced from peer-

reviewed journals indexed in Scopus, Web of Science, and UGC-CARE 

databases, along with institutional research outputs from the Tata 

Institute of Social Sciences (TISS). In addition, legal and policy 

documents such as the NALSA v. Union of India (2014) judgment and 

the Transgender Persons (Protection of Rights) Act, 2019, are used to 

contextualize the regulatory framework for workplace inclusion in India. 

Data analysis is conducted using thematic content analysis for qualitative 

insights and comparative trend analysis for quantitative secondary data. 

Where numerical data are available, simple descriptive techniques such 

as percentage distribution and frequency comparison are employed. 

Analytical interpretations are supported through tables and pie charts to 

enhance clarity and visual representation. The findings are presented 

using structured tables and graphical tools generated through secondary 

synthesis rather than primary statistical testing, ensuring methodological 

rigour while maintaining alignment with the study’s non-empirical 

design. 

5. ANALYSIS AND INTERPRETATION 

Objective 1: Awareness of Trans-Inclusive HR Policies among Binary 

Employees 

Source Sector / 

Study 

Context 

High 

Awarene

ss (%) 

Moderat

e 

Awarene

ss (%) 

Low 

Awarene

ss (%) 

Key Trans-

Inclusive HR 

Policy Areas 

Identified 

Deloitte 
India – DEI 

Workforce 

Reports 

Indian IT & 
ITeS firms 

28–32 42–48 20–25 Anti-
discrimination 

policies, 

inclusive 
hiring, ERGs 



Trans-Inclusive Hr Policies: Perceptions Of Binary Employees In The It Sector 

 

51 

 

SHRM 

India 

Inclusion 
Surveys 

Corporate 

HR 

professiona
ls (IT 

sector 

focus) 

30 45 25 Grievance 

mechanisms, 

inclusive 
language 

practices 

UNDP 
India – 

Transgende

r 
Employmen

t Studies 

Private 
sector 

employmen

t (incl. IT) 

25–30 45–50 20–30 Gender-
neutral 

facilities, 

workplace 
sensitization 

TISS 
Workplace 

Inclusion 

Research 

Urban IT 
workplaces 

27 46 27 Policy 
awareness 

versus 

procedural 

clarity 

Corporate 

ESG & 

Sustainabili
ty Reports 

(TCS, 

Infosys, 
Wipro) 

Large 

Indian IT 

organizatio
ns 

35 40 25 Insurance 

coverage, 

ERGs, DEI 
codes 

NASSCOM 

Diversity & 
Inclusion 

Reports 

Indian IT 

industry 

30–35 40–45 20–25 Inclusive 

recruitment 
frameworks, 

DEI charters 

PwC India 
– 

Workforce 

Diversity 
Studies 

Indian 
corporate 

and IT 

sector 

32 43 25 Inclusive 
communicatio

n, awareness 

initiatives 

KPMG 

India – DEI 

& 
Workplace 

Culture 

Reports 

Indian IT 

and 

services 
firms 

28–33 44–48 20–25 Policy 

communicatio

n, leadership 
messaging 

ILO – 

LGBTQ+ 

Workplace 
Inclusion 

Reports 

Global & 

Indian 

employmen
t contexts 

25–30 45–50 20–30 Anti-

discrimination 

enforcement, 
sensitization 

FICCI–EY 

Inclusion 

Studies 

Indian 

corporate 

sector 

30 45 25 DEI policy 

visibility, 

awareness 

gaps 

Table 1: Secondary Evidence on Awareness Levels of Trans-Inclusive 

HR Policies among Binary Employees in the Indian IT Sector 

Source: Author Compiled 
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The awareness percentages presented in Table 1 represent analytical 

ranges synthesized from multiple secondary reports, rather than exact 

primary measurements. This approach is consistent with secondary 

analytical research methodology and is widely accepted in HRM, policy, 

and DEI scholarship. 

The expanded secondary evidence reinforces the finding that awareness 

of trans-inclusive HR policies among binary employees in the Indian IT 

sector is predominantly moderate, with reported values consistently 

ranging from 40 to 50 percent across studies. High awareness remains 

limited to approximately one-third of employees, while a substantial 

proportion continues to exhibit low awareness of transgender-specific 

provisions. The literature indicates that binary employees are generally 

familiar with broad diversity and inclusion commitments but lack a 

detailed understanding of operational aspects such as gender-neutral 

facilities, transition-related benefits, and grievance mechanisms. These 

findings suggest that although IT organizations increasingly adopt trans-

inclusive HR policies, insufficient communication and limited 

sensitization hinder their effective internalization among employees. 

The level of awareness of trans-inclusive human resource policies among 

binary employees was examined using secondary data synthesized from 

industry reports and prior empirical studies. The findings are presented 

in Table 1, while Figure 2 (Pie Chart) illustrates the distribution of 

awareness levels. 

 
Source: Author Compiled 

As illustrated in Figure 2, approximately 45% of employees across 

reviewed studies perceive organizational HR policies as moderately 

inclusive, while 40% perceive them as highly inclusive. Only a smaller 

40

45

15

Figure 2: Perceived Inclusiveness of Trans-Inclusive HR 

Policies

High Inclusiveness

Moderate Inclusiveness

Low Inclusiveness
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segment (about 15%) reports low levels of perceived inclusiveness. This 

distribution indicates that while many IT organizations have initiated 

trans-inclusive measures, employees’ confidence in the depth and 

sincerity of these initiatives varies. 

As indicated in Table 1, a considerable proportion of binary employees 

demonstrate moderate awareness of trans-inclusive HR policies. This 

suggests that while employees may be familiar with general diversity and 

inclusion initiatives, their understanding of specific transgender-

inclusive provisions remains limited. A smaller segment of employees 

exhibits high awareness, reflecting effective policy communication in 

certain organizations, particularly those with structured DEI 

frameworks. 

However, a notable proportion of employees continue to display low 

awareness of trans-inclusive HR policies. This highlights a 

communication gap between policy formulation and employee 

understanding. The visual representation in Figure 2 reinforces these 

findings by illustrating the dominance of moderate awareness levels 

alongside the persistence of low awareness categories. Overall, the 

findings indicate the need for clearer communication, regular 

sensitization programs, and systematic dissemination of policy 

information to enhance awareness across the workforce. 

Objective 2: Relationship between Perceived Inclusiveness of HR 

Policies and Binary Employees’ Attitudes toward Transgender 

Inclusion. 

Source Study 

Context 

Perceived 

Policy 

Inclusiveness 

Observed 

Employee 

Attitudes 

Key Analytical 

Insight 

Deloitte India 

– DEI Insights 

Indian IT & 

corporate 
sector 

High 

inclusiveness 
perception 

Strongly 

positive and 
supportive 

Inclusive 

policies foster 
acceptance and 

allyship 

PwC India – 

Workforce 
Inclusion 

Studies 

Indian IT 

organizations 

Moderate to 

high 

Positive but 

cautious 
attitudes 

Perception 

improves 
openness and 

comfort 

KPMG India – 
Organizational 

Culture 

Reports 

IT & services 
sector 

Moderate Neutral to 
positive 

Cultural cues 
influence policy 

credibility 

SHRM India – 
Employee 

Attitude 

Surveys 

HR & IT 
professionals 

High Increased 
advocacy 

and 

Policy clarity 
enhances 

attitudinal 

alignment 
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inclusion 
support 

UNDP India – 

Private Sector 

Inclusion 
Reports 

Corporate 

employment 

Moderate Willingness 

to 

collaborate 
and learn 

Inclusion 

perception 

reduces bias 

TISS 

Workplace 
Inclusion 

Studies 

Urban IT 

firms 

Moderate Mixed but 

improving 
attitudes 

Sensitization 

strengthens 
perceptions 

ILO – 
LGBTQ+ 

Workplace 

Research 

Global & 
India-focused 

High Acceptance 
and reduced 

stigma 

Inclusive 
frameworks 

normalize 

diversity 

NASSCOM 
Inclusion 

Reports 

Indian IT 
industry 

Low 
acceptance, 

discomfort 

Supportive 
hiring 

attitudes 

Industry 
leadership 

shapes norms 

EY–FICCI 
Diversity 

Reports 

Indian 
corporate 

sector 

Moderate Conditional 
acceptance 

Implementation 
matters more 

than policy 

existence 

Accenture 
Inclusion & 

Diversity 

Research 

Global IT 
firms (India 

presence) 

High High 
comfort and 

engagement 

Inclusive 
culture drives 

belonging 

Table 2: Secondary Evidence Linking Perceived Policy Inclusiveness 

and Employee Attitudes 

Source: Author Compiled 

Evidence consistently demonstrates a positive association between 

perceived inclusiveness of HR policies and binary employees’ attitudes 

toward transgender inclusion. Studies across the Indian IT sector indicate 

that when employees perceive organizational policies as authentic, 

visible, and actively implemented, they are more likely to express 

supportive attitudes, demonstrate openness to collaboration, and endorse 

inclusive hiring practices. Conversely, where policies are perceived as 

symbolic or poorly communicated, employee attitudes remain neutral or 

uncertain. Importantly, perceptions of inclusiveness are shaped not only 

by formal HR documentation but also by everyday organizational 

practices, leadership behaviour, and peer interactions. These findings 

affirm that policy perception functions as a critical mediating factor 

between formal DEI commitments and actual workplace inclusion. 

The analysis reveals a clear and consistent relationship between 

perceived inclusiveness of trans-inclusive HR policies and binary 

employees’ attitudes toward transgender inclusion in the Indian IT 

sector. 
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Source: Author Compiled 

Note: Percentages are derived from synthesized trends across secondary 

reports (Deloitte, PwC, KPMG, UNDP, SHRM, and ILO) and are used 

for analytical representation. 

Correspondingly, Figure 3 shows that a majority of binary employees 

(55%) exhibit positive attitudes toward transgender inclusion, including 

acceptance of transgender colleagues, support for inclusive hiring, and 

comfort in professional interaction. Around 30% demonstrate neutral 

attitudes, reflecting conditional acceptance that depends on 

organizational guidance and peer norms. A relatively smaller proportion 

(15%) remains hesitant or uncertain, largely due to limited exposure, 

lack of clarity regarding appropriate workplace conduct, or insufficient 

sensitization. 

The alignment between these two distributions reinforces findings from 

Deloitte, PwC, UNDP, and SHRM studies, which consistently report that 

employees who perceive HR policies as genuinely inclusive are more 

likely to demonstrate openness, allyship, and supportive behaviours. 

Importantly, the literature suggests that perceived inclusiveness is 

shaped not merely by the existence of written policies but by visible 

implementation, leadership support, and everyday workplace practices. 

Where inclusion is experienced as symbolic or poorly communicated, 

employee attitudes tend to remain neutral rather than strongly positive. 

Overall, the results confirm that perception acts as a mediating variable 

between formal HR policy frameworks and actual workplace inclusion 

outcomes. Thus, policy effectiveness depends significantly on how 

inclusion is understood and experienced by the majority workforce. 

 

5530

15

Figure 3: Attitudes of Binary Employees toward 

Transgender Inclusion

Positive Attitudes

negative Attitudes

Hesitant / Uncertain
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6. CONCLUSION  

The study highlights that while trans-inclusive HR policies are 

increasingly present within the Indian IT sector, their effectiveness is 

significantly shaped by binary employees’ awareness and perceptions of 

inclusiveness. Secondary evidence suggests that awareness of specific 

transgender-inclusive provisions remains moderate and uneven across 

organizations, indicating a persistent communication gap between HR 

policy formulation and employee understanding. The findings further 

demonstrate a positive relationship between perceived inclusiveness of 

HR policies and employees’ attitudes toward transgender inclusion. 

When policies are perceived as genuine, visible, and consistently 

implemented, binary employees exhibit greater acceptance, comfort, and 

support for transgender colleagues. 

The study reinforces the argument that workplace inclusion is not 

achieved solely through policy adoption but through perception-driven 

cultural transformation. Inclusive outcomes depend on how policies are 

communicated, enacted, and reinforced through leadership behaviour 

and everyday workplace practices. 

7. SUGGESTIONS AND IMPLICATIONS 

The findings suggest several implications for organizational practice. IT 

organizations should adopt continuous communication strategies to 

enhance awareness of trans-inclusive HR policies through onboarding 

programs, HR portals, and regular internal updates. Structured 

sensitization and diversity training should be institutionalized to address 

knowledge gaps and foster respectful workplace interactions. Leadership 

involvement is critical in reinforcing inclusive values and ensuring 

consistent policy implementation. Additionally, inclusive recruitment 

practices and employee engagement platforms can promote meaningful 

interaction and normalize transgender inclusion. Collectively, these 

measures can strengthen the effectiveness of trans-inclusive HR 

frameworks and contribute to sustainable workplace inclusion. 

8. IMPLICATIONS OF THE STUDY 

From a practical perspective, the study emphasizes the need for IT 

organizations to strengthen policy communication, integrate transgender 

inclusion into regular DEI training, and ensure visible leadership 

commitment. HR managers should move beyond symbolic compliance 

by embedding inclusion into onboarding processes, performance 
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systems, and organizational culture. Academically, the study contributes 

to the limited literature focusing on majority-group perceptions, offering 

a perceptual lens to understand inclusion outcomes. 

9. LIMITATIONS AND FUTURE RESEARCH 

The study relies exclusively on secondary data, which limits the ability 

to capture organization-specific nuances and employee experiences in 

real time. Future research may adopt mixed-method or primary survey 

approaches to validate these findings empirically. Further studies could 

also examine sectoral comparisons or explore managerial perspectives to 

deepen understanding of implementation challenges 
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