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Executive Summary

The baseline assessment report of LGBT
people at workplace in Yangon covers general
situation of LGBT community at workplace,
trends and perspectives of employers, human
resource people and co-workers towards LGBT
people in Yangon. This baseline survey report
can be used to measure the achievements of
any project intervention targeted for LGBT
workforce in Yangon. Briefly, this report is
written after a series of interviews and focus
group discussions with LGBT community at
workplace, employers from private sector and
other stakeholders in Yangon as well as based
on the data collected during the baseline
assessment with LGBT community in Yangon
for Colors Rainbow’s Promotion of Rule of Law
and Human Rights.

Key findings of the assessment highlight
that there are many LGBTs who do not
disclose their sexual identities at workplace
in Yangon although some supervisors and
co-workers notice their sexual differences.
Many do not know and question their sexual
orientation especially among lesbian groups.
Discrimination based on sexual orientations
is not so significant but gossips about their
different sexual interests and behaviors are
reported from both LGBTs and co-workers. In
changing economic and social dynamics of the
country, acceptance towards LGBTs becomes
noticeably better. Yangon society is more
open and relaxed for LGBTs. However, it is not
negligible that conservatism and homophobia
at individual level during isolated periods
under military rules cannot disappear within
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a short time. Many employers and supervisors
dealing with LGBTSs still have prejudice and
distrust towards them. Cultural norms and
social values cannot be changed immediately
but at nucleus level, social acceptance towards
LGBT becomes higher. None Interviewed
LGBTs complained of discrimination but poor,
uneducated transgender men and women
are still having problems with co-workers,
supervisors and customers at workplace.
One highlighted issue in this report is
social stigma of LGBTs at early age and its
consequences. Marginalization and humiliation
at early age, due to lack of knowledge on
basic human rights including LGBT rights and
lack of understanding about SOGIE concepts
among general public, lead many LGBTs to be
socially traumatic adults. Socially stigmatized
LGBTs have many difficulties to face with
people coming from different backgrounds.
Some of them don’t know how to behave
at workplace and cannot survive. Pragmatic
business employers who like to embrace
them make a wake-up call in this assessment
for behavioral changes. They are happy to
challenge people to protect LGBT rights but
they don’t have the capability or the time to
deal with internal issues regarding the staff.
Many LGBTs especially from sub trans-women
group accept themselves as social outcast.
To make the matters worse, lack of proper
knowledge on legal protection and mistrust in
judicial system among LGBTs make trans-men
and women ignorant of justice system
Generally speaking, although many



interviewed business companies have non-
discrimination policy, it does not mean
specifically for any minority groups including
LGBTs. They simply responded that non LGBT
approached to their business and at the same
time, they are not prepared to recruit them.
In other words, they take for granted that no
LGBT is in their workplace or they haven’t
considered anything yet to recruit or not to
recruit LGBTs in their business. .

Briefly, findings in this Assessment portray
that 1) business sector in Yangon shows
willingness to adopt international standards;
2) more relaxed and open atmosphere for
LGBTs; 3) lack of understanding on LGBT
issues/SOGIE concepts; 4) ighorance of justice
system among LGBT community especially
among transgender groups 5) psychosocial
problems of LGBTs in conservative Myanmar
society and pragmatic business people.
Transgender groups in Yangon are still facing
discrimination at workplace because of
appearance and dress code.

Recommendations given to Colors
Rainbow to improve the lives of LGBT
community at work place in Yangon are based
not only on findings and recommendations of
the stakeholders but also current programming
of CRB:

» Advocacy Program

Advocate to the business people and
the government for compulsory non-
discrimination policy and anti-sexual
harassment policy at workplace in coordination
with other likeminded groups working to
improve minority rights and corporate social
responsibility of business people.

» Capacity building

CRB can find strategic way to make
awareness on basic human rights and LGBT
rights to the general public in coordination

with Equality Myanmar (EQMM). In addition,
vocational skills training for the LGBT people
should be strengthened for more job
opportunities for the under- privileged ones.
So also for young LGBTs, Colors Rainbow
can find ways for capacity Support for career
development

» Networking

Colors Rainbow should create and
facilitate peer support groups to expand its
network and to reach to more LGBTs all over
the country. Besides, in alliance with labor
unions and legal support groups for legal rights
and protection, Colors Rainbow can facilitate
to provide legal rights training to LGBTs and
to seek advices if they need legal protection.
Colors Rainbow can support business people to
create LGBT friendly workplace in collaboration
with business networks.

» Access to Justice

Legal rights and Legal Protection for LGBT
people

LGBTs should have proper understanding
of their legal rights and legal protection and
Colors Rainbow can provide support to access
to justice system through trained paralegals
and paralegal groups.

» Media and Communication

SOGIE concepts and LGBT rights should
be well-informed among the general public
developing a comprehensive media strategy to
educate the general public about LGBT issues.
Colors Rainbow (CRB) as a leading advocacy
organization on LGBT issues should consider
taking a proactive role to change LGBT brand
in Myanmar.

In conclusion, Colors Rainbow can help
improve the situation of LGBT community at
workplace incorporating the recommended
actions in existing programs of CRB.
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Chapter — 1
Introduction

1.1

Background

Over five decades, Myanmar was under
military rules. During these dark periods,
“humanrights” is a highly sensitive term among
people in Myanmar. Some people ended upin
jail for having Universal Declarations of Human
Rights in hand. Thus, general public didn’t
have little knowledge on human rights, let
alone gender and LGBT rights. In addition,
mainstream religions and male dominated
society have prejudice against LGBT community.
The society commonly believes that being a
man is nobler. Homosexuality is unnatural and
abnormal and being a homosexual is a kind
of sin of the past deeds such as committing
adultery or being promiscuous. With these
social norms, when a person does not follow
stereotyped behaviors and dress of birth sex,
she/he has to face with social pressure since
young. Many LGBT people in Myanmar society
decide not to come out because they are not
sure of responses starting from their own inner
circle to the whole society. There are many
LGBT people at workplace who never disclose
their gender identity and expression and
some have been dealing with different forms
of discrimination at workplace. In order to
understand the level of discrimination against
LGBT people at work place and employment
discrimination based on ignorance of LGBT
rights and equality of employment rights and
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knowledge on prevention of HIV/AIDS at work
place, this baseline assessment was conducted
in November and December, 2017 for one
month in Yangon. This baseline assessment
report provides general ideas about current
situation of LGBT community at workplace,
trends and perspectives of employers, human
resource people and co-workers towards
LGBT people in Yangon. Briefly, this report is
written after a series of interviews and focus
group discussions with LGBT community at
workplace, employers from private sector and
other stakeholders in Yangon incorporated
together with the findings from previous
assessment conducted in six townships to
understand human rights and rule of law
situations of LGBT community in Yangon .

1.2 Purpose of this assessment

Objectives of this assessment are:

e To study about LGBT work place dis-
crimination in numerous ways to
fill the gap and serve asa documented
reality that can no longer be ignored
as easily among duty bearers and
stakeholders;

e To establish a baseline against which
future efforts can be measured and
addressed prior to any project




intervention

e To contribute to ongoing and future
interventions to improve the lives
of LGBT persons in the work place in
an effective manner

1.3 Target group of this assessment

LGBT individual and groups, active local
LGBT networks, key informants such as human
resource focal points as well as the ones
identified by LGBT community, stakeholders
including employers, human resource and
admin staff and co-workers in Yangon.

1.4 Scope of assessment

The study was conducted to understand
current circumstances, constraints and barriers
of target beneficiaries and perceptions of key
stakeholders including employers, co-workers
and customers/clients in private sector as
well as their current practices on recruitment,
salary and wages and treatment at work based
on sexual orientation. The assessment tried to
identify the gaps that the project needed to
fulfill to address discrimination against LGBT
people in the work place. Because of the
ignorance of the main interviewed groups
related to the topic of the survey and limited
timeframe, almost all interviewed participants
are mainly from Colors Rainbow’s network
and the consultant’s own network. However,
interviewed participants are representatives
from different business sectors from Yangon.
Some human resource staff and responsible
persons are reluctant to give interviews not
because of the sensitivity of the issue but
because of their own red tape at work and

inhibitions and sadly, voices of these people
could not be included in the assessment.

1.5 Research Methodology

The following research methodology was
used to get information for this report:

1. Key informant interviews with key
informants from LGBT community and
CSOs working with them to understand
typesofworkthatLGBT people normally
join and different forms of discrimina-
tion they are facing as well as general
situations of LGBT communityinYangon;

2. In-depth interviews with human re-
sourceandadminpeopleandemployers
from different types of businesses in
Yangontounderstandtheirrecruitment
process and the situation of LGBT
people at workplace as well as their
general perspectives;

3. Focus group discussions with gays and
lesbian networks and co-workers in
Yangon;

4. Analyzing the information gained from
the above exercises while reviewing
available past reports related to LGBT
people at workplace.

The report is structured to provide infor-
mation about current trends, policies and
practices of the employers in Yangon in
employment of LGBT people in Yangon and
gaps between employers and colleagues and
LGBT people and then provide analysis and
recommendations to improve situations of
LGBT community at workplace.
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Chapter — 2

General Information

2.1

Profiles of Interviewed LGBT groups and
types of research conducted

Key informant interviews, in-depth interviews, focus group discussions with LGBT
communities in Yangon are conducted during the assessment as follows:

No. Group Research Methodology No. of participants
1. Tomboys/trans-men IDI 9
2. Tomboys/trans-men FGD 7
3. Lesbians IDI 4
4, Gay people KIl-1,IDI-5 6
5. Gay people FGD 6
6. Trans-women FGD 9
7. Trans-women IDI 7
Total 52

Table 1: Number of interviewed LGBT participants and types of research conducted

Relevant data from previous baseline
assessment conducted in six townships of
Yangon, Hlaing Thar Yar, Shwe Pyi Thar, North
Okkalapa, Tamwe, Thaketa and Thanhlyin
townships are also used for this assessment.
51 participants from previous baseline
assessment can be counted as interviewed
participants for this assessment.

During the assessment, one or two
interviewed tomboys said that they liked
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wearing like men as since young but they were
not interested in same sex. These interviewees
were not included in above-mentioned list.
Among lesbian community in Myanmar,
lesbians wearing like men easily address
themselves tomboys. Therefore, in this report,
the term, tomboys refer to the lesbians
wearing like men easily and lesbians refer to
the group wearing like women but they are
interested in women only.
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Chart - 1: Interviewed LGBT people at workplace in Yangon

One remarkable point is that some
lesbians wearing as tomboys don’t try to
understand their sexual identity. They said
that they preferred to wear like men and
hang out with women but rather than this,
they could not differentiate themselves from
other women. In other words, there are many
people who get confused or shy to admit their
different sexual orientations in cisgender
dominant society.

This time, in addition to the LGBT
community introduced by Colors Rainbow,
some LGBT especially gay men and tomboys
were interviewed through the employers.
Most of them were inhibited to talk about
their life at the beginning but after small
talks, they became more confident and
trusted to share their situations. So also when
conducting focus group discussions with gay
people at beauty parlor and with trans-men

in factory canteen, they did not want to take
pictures and so decided not to take photos
with most interviewed participants. Some
key informants were away from Yangon and
they generously shared their time talking on
phone and answering the questions via email.

2.2 Types of jobs interviewed
participants are engaged in

Yangon, as a cosmopolitan city easily
accepts LGBT people at workplace especially
gay people and tomboys. Although people are
interested in their different sexual orientations,
most people don’t ask them openly. According
to the interviewed people, there are many gay
people who are high ranking officers or senior
staff both in private and public sectors.

Colors Rainbow




Types of jobs interviewed people are
engaged in

Wfactory workers

M casual workers
Mprofessionals

W officars/mid-lavel staff
M senior staff

Mbusinessowners/freelance

Chart — 2: Types of jobs interviewed LGBT people in Yangon are engaged in

Among interviewed LGBT people, nine
of them are factory workers working in shoe
factory, garment factory and plastic bag factory
in South Dagon. All interviewed trans-women
are working as masseurs, makeup artists
and hairstylists in a beauty spa and a beauty
parlor. Interviewed gay men are working
as photo journalists, journalists, reports
and staff from a private bank and a private
company. One tomboy is an IT specialist and
one is a computer design expert. One tomboy
is a staff in a private college and one is the
general manager of an international school.
One tomboy is an owner of a pharmaceutical
company. One transgender woman who
provides her insightful thoughts in this
assessment as a key informant is the founder
of National Transgender People Alliance of
Myanmar.

LGBT people are in all walks of life in
Yangon working both as blue collar workers
and white collar workers. As many choose not
to disclose their sexual orientation for their
own reasons, employers or colleagues at work
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place end up guessing their sexual identities.
According to the key informant of National
Transgender People Alliance of Myanmar,

“Gays, lesbians and bisexuals can
be seen in different occupations and
professions including the public offices,
military bases and private corporations.
They do not necessarily disclose their
sexual orientation to friends, family and
colleagues and therefore is unknown in
most circumstances.”

This explains well why many employers
and human resource/admin staff of the
participating organizations respond that
they don’t have any LGBT people in their
organizations or no LGBT people applied
the job. Most interviewed human resource
persons denied that they did have experience
in hiring the LGBT. Interestingly, in some
workplaces, managing director or supervisor
level interviewed answered differently from
HR staff. Management level staff answered
that they knew LGBT staff at work but for




some reasons, many admin and HR staff
seemed ignorant of having LGBT people
in their organizations. Because of cultural
norms and social pressure, many LGBT people
especially gay men and tomboys choose not to
disclose their sexual orientation at workplace
unnecessarily.

Among LGBT people, transgendered
women have limited job opportunity and
they can be mostly seen as makeup artists,
masseurs, hair stylists, florists, designers and
tailors in Yangon. They themselves assume
that they cannot get the jobs if they do not
change their dress code in other workplaces
and so they end up in the places their peers
have already been active. Some are happy to
be in these jobs but some have no other choice
because of stereotypes. Nowadays, some
employers and human resource managers

shared their experiences that some feminine
men wearing makeup applied for the jobs
in their organizations. However, it is still
uncommon and many still prefer to the
jobs that most of their peers have already
been there. One employer also said that she
recruited one feminine man wearing makeup.
But after a while, he quit the job because he
said he was more interested in beauty and
design work. Some restaurants owners and
clothing shops reply that they are happy to
hire transgendered women in their business.
There are some transgender women running
their own businesses successfully. Some poor
trans-women with no skills are working as
fishmongers, fruit-sellers or vendors at the
market. Many poor, uneducated transgendered
women are seen as “Nat-ka-daw(medium)” or
sex workers to make their livings.
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One transgendered man who earned
law degree decided not to work as a lawyer
because she could not wear like a women at
the workplace and she chooses to be a casual
sex worker. However, some people decide to
have two different lifestyles — behaving and
wearing as a man at workplace and in their
own time, completely as a trans-woman.
According to some interviewees, there are
some men who live with two different lifestyles
throughout their lives.

Khin Khin (name change) is the
security guard at a park. He has to wear
security uniform when he is at work.
When he gets holidays, he goes out
wearing like a woman that he really
wants to with makeup and a wig hanging
out with other trans-women friends.

Tomboys or transgendered men have
more job opportunities than transgendered
women. Cultural norms accept a woman
wearing like a man and the society is insensitive
to a woman wearing in a man’s costume.
They can be seen in government services
such as in police department, immigration or
some government departments. according
to However, they cannot work in the places
where they expect their staff to wear uniforms.
For tomboys, they like to choose the workplace
they can wear freely. One tomboy working in
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a bakery said that he needed to wear office
uniform on Monday and he negotiated with
his supervisor to allow him to wear men’s
uniform successfully. Like in Mandalay, dress
code is important for trans-men. Interviewed
participants are working as IT technicians,
salesmen, garment factory workers, staff at
private schools and companies. According
to them, there are some transgendered
men teachers at private schools. Lesbians
who wear like typical women feel that they
only have social pressure because of seeing
them together with their boyfriends who
are tomboys. At workplace, there is no
discrimination based on their sexual identity.

2.3  Types of business sector and

people interviewed in this
assessment

This assessment focused mainly on
private sector group. According to one key
informant, Democratic Voice of Burma had
developed new gender policy including the
rights of LGBTQIA and thus, with approval from
Executive Director of Colors Rainbow, media
sector was included in this survey. Except two
broadcasting media agencies, the remaining
organizations are local groups. The sizes of
interviewed organizations are varied from
over a thousand staff to less than ten people.
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Sector Business owners | Management Human Direct
level staff Resource/Admin | supervisors/Co-
workers/juniors
M F M F M M F
Private companies 1 1 4 1 3 2 3
Small & medium 1 4
businesses
Factories 2 1 3
Hotel/restaurants/
Beauty Saloon/spa 1
Language & private 1 2 3 2 3 7
schools
Research company 1
Media 5 2 2 3
Social enterprise 1
Solidarity of Trade 2
Union
Sub-total 5 13 12 9 3 17 7 13
Total number of people interviewed 79

Table 2 - Total number of people interviewed in private sector

Sector Total #
Private companies 3
Small & medium businesses 4
Factories 3
Hotel/restaurants/Beauty Saloon/spa 7
Language & private schools 3
Research company 1
Media 4
Social enterprise 1
Solidarity of Trade Union 1
Total number of organizations 27

Table 3 — Total number of agencies interviewed
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Among three private companies inter-
viewed, one big private company has more
than a thousand staff with many different
businesses including trading, hotels and
supermarket. The company is the signatory of
UN Global Compact and they are trying their
best to comply with ten principles of UN Global
Compact. Director of the company and human
resource manager spared their time for the
assessment. The logistics company and trading
company have international partners but are
owned by local businessmen. The logistics
company has over fifty staff and the trading
company has only about 20 staff. General
Manager of a logistic company, the owner of
trading company, five management level staff,
four admin and human resource staff and five
direct supervisors, co-workers and juniors also
took part in the survey.

Owners and managers of a shoe shop,
a bag and shoe shop, a clothing shop and
a cosmetic shop at a shopping mall were
interviewed to understand their experiences
hiring and working with LGBT people. Bags
and shoes shop is a franchise of Malaysia
made shoes and bags and they have to follow
international corporate agreements. They
have shops at three big shopping malls in
Yangon running with about 50 staff. The shoe
shop sells Thailand made shoes and slippers
and they have only 10 staff. Clothing shop
has only five staff and cosmetic shop has
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eight staff. Among them, most employees
are women and except the in-charge of the
cosmetic shop, all interviewed participants
have no experience hiring LGBT people for
their work.

Factory owners, human resource persons
and admin staff of a garment factory, a shoe
factory and a barbed wire factory got involved
in the assessment and they were asked
about their experiences in recruitment and
relationship with LGBT people at workplace.
Allinterviewed factories have the staff around
one hundred and fifty staff including drivers
and cleaners. Shoe factory has three LGBT
staff. Garment factory also has three gay staff.
However, barbed wire factory does not have
any LGBT staff.

Three restaurant owners with the
staff from 30 to 7 got interviewed in this
assessment. One hotel manager, two res-
taurant supervisors, two managers of beauty
saloon and beauty spa took part in the
survey too. Three school owners, five staff
including principles and general managers
and two admin staff were interviewed in this
survey. 10 staff including teachers, co-workers
and colleagues shared their experiences
working with LGBT people and their attitudes
towards them. Executive director and human
resource person of a research company were
interviewed to understand their recruitment
process and staff policy.




# of employed staff in interviewed organizations
>1000

Chart 3 — Number of employed in interviewed organizations

One print media, two broadcasting
media, one online media and one media
school participated in this assessment and
they shared their policies and practices and
their experiences. Although one international
broadcasting media group did not give
interview because of the criticism they are
receiving on recent Rakhine crisis, informal
interviews with one management level staff
and co-workers were conducted because
there are significant number of gay staff in
their agency. Print media organization was
founded nineteen years ago and two admin
cum human resource staff answered that there
was no LGBT applied for the job a. One of the
managing directors responded that she was
revising staff policy. Nevertheless, they have
no discrimination policy. As their journal is

related to politics and normally they selected
the staff after giving training, they don’t have
anyone from LGBT group. However, one of
the most senior directors shortly joined the
conversation and said that they did have some
gay journalists. But there was no problem
related to them. In other words, it can be
concluded that as far as there is no issue
popped up related to LGBT, it is difficult to
know who is what at workplace. One Social
Enterprise also took part in the assessment
and she shared her own experience recruiting
LGBT people at her work. Key informant
interview with one leader from Solidarity of
Trade Union was conducted and she explained
about situations of LGBT people at workplace
in general.
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Chapter - 3
Working environment of
LGBT community in Yangon

Nowadays, many business companies in Myanmar become interested in cooperate
social responsibility. Many of them become willing to comply with international standards for
sustainability and to cooperate with international companies. One of the most popular trends
among business companies in Myanmar is voluntary participation of UN Global Compact.

3.1 What is UN Global Compact?

UN Global Compact is the world’s
largest corporate sustainability initiative
which calls for companies to align strategies
and operations with universal principles
on human rights, labour, environment
and anti-corruption, and take actions that
advance societal goals® . The ten principles of
Global Compact are derived from values and
principles of Universal Declarations of Human
Rights, the International Labour Organization’s
Declaration on Fundamental Principles
and Rights at Work, the Rio Declaration on
Environment and Development and the United
Nations Convention Against Corruption.

“Corporate sustainability starts with a
company’s value system and a principled approach
to doing business. This means operating in
ways that, at a minimum, meet fundamental
responsibilities in the areas of human rights, labour,
environment and anti-corruption. Responsible
businesses enact the same values and principles

wherever they have a presence, and know that
good practices in one area do not offset harm in
another. By incorporating the Ten Principles of
the UN Global Compact into strategies, policies
and procedures, and establishing a culture of
integrity, companies are not only upholding their
basic responsibilities to people and planet, but also
setting the stage for long-term success?.”

Thefirsttwo parts of UN Global Compact,
from Principle one to six are related to human
rights and labors. Principle 6 mentions “the
elimination of discrimination in respect of
employment and occupation”. UN Global
Compact was introduced in Myanmar in 2012
and within five years, altogether 208 private
business companies, small and medium
enterprises and local NGOs in Myanmar
become signatories of UN Global Compact?.

Among interviewed companies, only
one s the signatory of UN Global Compact. As
the company just joined only a year ago, they
showed willingness to improve their human
resource policies and principles if necessary.

!Please see: https://www.unglobalcompact.org/what-is-gc
2https://www.unglobalcompact.org/what-is-gc/mission/principles
3Please see: https://www.unglobalcompact.org/
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3.2 Legal environment in Myanmar

2008 Constitution of Myanmar Article
347, 348 and 349 state clearly that all citizens
of Myanmar shall have equal rights and
opportunities as follows:

“347. The Union shall guarantee any person to
enjoy equal rights before the law and shall equally
provide legal protection.

348. The Union shall not discriminate any citizen
of the Republic of the Union of Myanmar, based on
race, birth, religion, official position, status, culture, sex
and wealth.

349. Citizens shall enjoy equal opportunity in
carrying out the following functions:

(a) public employment;

(b) occupation;

(c) trade;

(d) business;

(e) technical know-how and vocation;

(f) exploration of art, science and technology* .”

However, one key informant who is a
leader of transgender organization pointed
out that 2008 constitution just mentions about
“sex” and not gender. However, Myanmar as
an ASEAN member country needs to abide by
ASEAN Human Rights Declaration (AHRD) and
Article — 2 of ASEAN Human Rights Declaration
(AHRD) mentions that

“Every person is entitled to the rights and
freedoms set forth herein, without distinction
of anykind, such as race, gender, age, language,
religion, political or other opinion, national or
social origin, economic status, birth, disability
or other status.”

New National League for Democracy
(NLD) government has been drafting and

amending many laws including labour laws
under its reform agenda to be in line with
international labour standards. Labour related
laws and regulations were enacted and many
laws are still under review. Labour laws revised
and enacted include the Employment and Skill
Development Law, the Social Security Law and
the Minimum Wage Law with relevant rules
and regulations® . However, the laws cannot
cover all business sectors. Majority of both
employers and workers know little about
labour laws and they also don’t take them
seriously. At the same time, law enforcement
is very weak.

3.3 Policies and Practices of inter-
viewed private sector in Yangon

Generally, two main types of business
groups can be classified in this assessment. The
first type of business group has proper policies
and procedures for recruitment, administrative
and human resource management team with
proper operation team. Some agencies in this
business group have management team and
owners or shareholders of the business don’t
get involved in day-to-day management.
Extreme cases of the second group have only
a few employees and the owner run day-to-
day business.

Among interviewed organizations, 20 out
of 27 have admin or HR staff. Nine organizations
answered that they have proper admin and
HR policies and two groups are reviewing
their HR policies. Owners or shareholders
of eight agencies don’t get involved in day-
to-day activities of the organization. This
information is not the comprehensive data

Article 347, 348 & 349 of Chapter 8

4Citizen, Fundamental Rights and Duties of the Citizens, Constitution of the Republic of the Union of Myanmar (2008),

SMinistry of Labour, Immigration and Population, Laws and Regulations: http://www.mol.gov.mm/en/laws-and-regulations/
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which reflect organizational development of
the interviewed organizations but can provide
general ideas of backgrounds of interviewed
groups.

All well-established organizations
answered that they practiced non-discrimina-
tion policy. One TV broadcasting media getting
funding from international donors developed
gender policy including non-discrimination
against LGBTQIA with the support of FHi360
funded by USAID. Online media also has non-
discrimination policy. Print media does not
have any LGBT according to human resource
and admin staff but the managing director
admitted that there were some gay men
among reporters. Whether they have policy
or not, all interviewed media agencies have
international exposure and all interviewed
employers don’t have any sensitivity towards
LGBT people.

When making appointments with
business people and service industries for
the assessment, at least one third of the
participating agencies in this assessment
responded that they did not have any
recruitment experience or employment of
LGBT at once but they were happy to take
part in the assessment. Except some media
groups which have international exposure,
almost all interviewed participants are not
familiar with the term, “LGBT”. In other words,
explanation of the term, “LGBT” helped them
understand about LGBT and SOGIE concepts as
a kind of icebreaking exercise to continue the
discussion. Most human resource and admin
staff are not prepared to answer the question
if they will consider hiring LGBT or not.
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Figure 2 - In-depth Interview with a tomboy

factory worker in South Dagon Myothit

Among interviewed participants, human
resource and admin staff from big companies
answered that they did not know anyone who
is LGBT in their organizations. They said that
their supervisors and colleagues might know
who was what. However, they all unanimously
said that they did not discriminate against
anyone based on their gender identity.
Some interviewed LGBT people especially
gay people said that they did not disclose
their sexual identity at workplace. But many
employers answered their preference for
hiring among LGBT group based on their




personal experiences. Some preferred to
hire gay people instead of tomboys because
they had bad experience working with them.
Similarly, the ones who have bad experiences
working with gay people responded that they
preferred hiring lesbians to gay people based
on their personal experience. Interestingly,
the ones who responded their preference to
hire gay people are men and those who like
to hire lesbians are women employers. UN
Global Compact signatory company shows
willingness to comply with the principles
mentioned in it and they want to know what
type of arrangement they need to do to show
nondiscrimination against LGBT people.

“Non-discrimination Policy” is the
common word used by almost all human
resource and admin staff from participating
organizations. At least more than 50% of
interviewed organizations have non-
discrimination policy. Non-discrimination
policy is the general term used by all human
resource staff and employers referring that
they treat all interviewed participants equally.
However, in the context of Myanmar where
LGBT rights and SOGIE concepts are little
known, there is still a big question how much
they consider specifically for minority rights
including of LGBT.

One interviewed broadcasting agency
developed gender policy recently including
the rights of LGBTQIA. Business owners and
senior level staff who have international
exposure remarkably acknowledge the rights
of LGBT in Yangon private sector. Language
and private schools highlight the attitudes of
parents. Management level people and owner
from international school which has foreigner
teachers participated in this assessment seem
more relaxed than those from language and
private schools.

The Founder of National Transgender
People Alliance Myanmar said that

“But so far, our human resources mana-gers
and recruitment/selection policy are still not in
accordance with the international human rights
laws and does not think of LGBT as something to
be inclusive.

An obvious example is that even in
international organization and NGOs where equal
treatment is expected, the management and
human resources officials sometimes assume that
the sexual or gender diversed people may not
perform well in their given tasks in other word,
the impression of appointing/assigning them on
a mission to be dealt with some formal officials
would impact on the success of the organization
and therefore most of the time, LGBT people are
rejected unknowingly.”

However much a policy is good, practices
depend much on the attitudes of employers
or those who hire people. Myanmar legal
environment has many areas to get improved
including LGBT rights. Even though some
organizations tend to be progressive, when
they need to deal with conservative customers
or old-fashioned officials, their policy is
overlooked by their practices. According to
the founder of National Transgender People
Alliance Myanmar, international organizations
are even reluctant to hire an LGBT to deal with
government officials because they are worried
that there will be some impacts on their work.
So also, those dealing with customers tend
to be customers-oriented. As a result, many
private schools responded that they were
worried about parents’ attitude. In brief, it is
a long way to expect inclusive recruitment/
selection policy in accordance with its own
policy or international human rights laws.
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Chapter — 4

Key Findings

The scope of this assessment is similar
to the one conducted in Mandalay. However,
this assessment focused more to identify
opportunities to advocate policy changes
of the government as well as the private
sector and to understand root causes of
discrimination at workplace and burning
issues to be addressed for the groups like
Colors Rainbow which are working to improve
the rights of LGBT people at workplace. As
Yangon is the economic capital of Myanmar,
advocating for policy and legal changes in
business community in Yangon can have
domino effects in the whole country.

4.1 Relationship between LGBT people
and employers

Both LGBT people and employers in
Yangon responded that they did not have
any problem at workplace based on their
gender identity. Both sides pointed out that
like other men and women, based on own
personality, some LGBT people have problems
at workplace or with their colleagues. LGBT
people especially blue collared ones express
feeling unwelcome and different from co-
workers and higher-ups. Some express their
feelings freely, while others repress themselves

and remain quiet. Wage discrimination is not
the case among the employees.

Dress code is a big issue for both trans-
gendered men and women. Some LGBT people
decide to leave school or the job however
much they like because they are insisted to
wear the dress based on assigned sex.

As mentioned in baseline assessment
report on promotion of human rights and rule
of law for LGBT community in Yangon®,

“One Trans-Woman claimed that she
possessed a formal education and held a degree in
law. However, she claims that she was not allowed
to practice as a lawyer while she dressed as a
woman instead of a man in court. Officials, including
alawyer later interviewed on the matter, cited that
such attire could be considered dishonest and as
a ‘disguise’, thus making it inappropriate for the
specific workplace. The Trans-Woman, dissatisfied
that she could not dress according to her personal
identify, decided against practicing altogether. She
also said that a Trans-Man colleague was able to
practice, although the lawyer interviewed later
shared that Trans-Men are sometimes barred as
well”

This trans-woman case explains why most
transgender women end up as doing their own
business or joining the jobs most of their peers
are commonly seen. It also explains why some

i Baseline Assessment report on Promotion of Human Rights and Rule of Law for LGBT

Community in Yangon, June-July, 2017 Pg. 13
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gay men who like to be trans-women choose
to have double life. So also, it explains why
some transgender men cannot join the jobs
they need to wear uniform.

At the same time, the leader of a union
shared her experiences that there was no legal
protection against blue collared LGBT people
at workplace. Transgendered men working
in garment factories were treated them like
men. When they had fights with others, they
were beaten like men. So also some gay men
were harassed by men at work for fun. Both
employers and co-workers take for granted
that being different from them is something
to make fun of.

Big and institutionalized business compa-
nies and organizations in this assessment
show receptive attitudes towards LGBT
people but small business people have their
own reservation to hire them especially gay
people and transgendered women. With
hearsays from friends and relatives, they are
worried about undesirable consequences for
their business. They think that gay people
seduce young men to sleep with them and it
is distracted for their business.

However, different people have different
perspectives based on their own experiences.
The shoe factory owner likes to hire gay men
rather than lesbians because he has had a bad
experience dealing with the lesbian supervisor
who gives special favors to the beautiful and
unskilled woman she likes and makes problem
to the unattractive skilled woman in her team.
At the same time, two lady employers who had
negative experiences with gay men preferred
to hire lesbian.

Many interviewed employers and
human resource staff from big organizations
and businesses dealing with international
investors responded that they did not
discriminate anyone against their sexual
orientation. Their responses were supported
by conversations with LGBT community at
workplace. Gay people and tomboys working
in big business companies or factories did not
feel discriminated by their bosses or admin
staff. Conversely, small and medium business
owners have no clear policy and procedures to
recruit LGBT people and policy and practices
for their employees heavily rely on their own
attitudes towards LGBT community. Some
small and medium businesses consider special
requirements necessary for LGBT community
and possible responses of their customers
rather than their sexual orientations. For
example, one restaurant owner who is
providing accommodation for his employees
does not want to recruit LGBTs not because
of their sexual identities but because of
inconvenience to provide accommodation.
He said that if he did not need to provide
accommodation, he is happy to recruit them. So
also Principal of a private college responded
that Myanmar parents were still conservative
and they questioned a lot to see LGBTs around
their children at school. Some business
people shared their concerns based on their
experiences hiring one or two LGBTs in their
business. One restaurant owner shared his
experience that after recruiting a gay man,
all men waiters quit the job because of him.
Based on that experience, he decided not to
hire any gay man.
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4.2 Perceptions of co-workers towards
LGBT people at workplace

During Mandalay’s assessment, some
LGBT people shared that some co-workers felt
jealous of them because they got special favor
from the employers. One gay man even shared
his experience that he was attacked by his
colleagues in one travel and tour company and
at last, he decided to quit the job. Therefore,
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in this study, co-workers of LGBT people at
workplace are included as one of the target
groups.

Generally speaking, LGBT people are
liked by their co-workers. Those who have
experience with fussy and talkative LGBT
people like to generalize the whole LGBT
community. Some LGBT people working in the
factories are aggressive and some tomboys
like to fight with men or women. However,




colleagues at beauty spa and massage parlor
like gay men and transgender women working
with them a lot. Some girls said that they
could confide with their gay men friends more
openly than women friends at work. They like
to hear their jokes and slangs used by them a
lot. However, some girls like to hang out with
tomboys because they can be protected by
them.

One colleague of gay men in international
media organization said that they worked more
seriously than straight people he has been
dealing with. He did not have any problem
working with them. Depending on personality,
some people are nice and some are not. All
interviewed co-workers don’t complain much
or show concern of having LGBT colleagues at
workplace.

4.3 Positive Sides of the Story

1. Business people become more interested
to follow international standards

In economic transition of the country,
UN Global Compact becomes popular among
business community. Business companies
are willing to prove that they are following
international standards. It is a very positive
trend for the rights based groups to advocate
for equality at workplace. Nowadays, over 250
business and non-profit groups in Myanmar
are signatories of UN Global Compact.

2. Changing attitudes towards LGBTs at
workplace

Most interviewed employers in Yangon
participated in this assessment are significantly
changing attitudes towards LGBT community
possibly because of desensitization of media
and international exposure. Although they are
not familiar with the term, “LGBT”, they are
open to accept different sexual orientations.
They know and accept gay marriage as a
changing trend. All interviewed employers
at management level answered that they
were open to hire LGBT people for their
organizations. One of the managing directors
of a print media said that she was happy to
reserve a column to share information about
LGBT people if there is a regular contributor
for their weekly journal.

Comparatively, their situation gets better
than before because people start to know
that there are some NGOs supporting LGBT
people. People in the community become
friendlier to LGBT people than before and
more receptive. According to LGBT people and
key informants from garment factories from
East and South Dagon Myothit townships,
bullies are everywhere. They can be in the
community or at workplace. They are teased
using derogative words and many tomboys
had fights with other employees at work or
outside. Before, the bullies took advantage of
different sexual orientation of LGBT people.
Gays got physically and verbally harassed and

Colors Rainbow




tomboys were provoked to make a fight. When
there was a fight, LGBT people were victims
because majority of local authorities as well
as police were homophobic. Nowadays, such
atrocious behaviors towards LGBTs are not so
common.

There are some success stories among
LGBT people at workplace too. Among
interviewed LGBTs, some are already at senior

level position at work. One international private
school’s general manager is a tomboy and one
international media group management level
staff is a gay man in this assessment. They
earn due respects from their co-workers as
well as from their bosses. They highlight that
“interpersonal skill” is very important and
they prove that they are valuable assets for
the organizations.
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Figure 4 - Focus Group Discussion on acceptance of LGBTs at workplace
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3. More relaxed and open space for LGBTs

However much religious and social
pressure resists the presence of LGBT people
in Myanmar society, they become more
and more visible nowadays. In the past,
transgender women and transgender men
were only visible. But nowadays, more and
more LGBT people come out of a closet and
both gays and lesbians become comfortable
to hang out in their own groups. Degree
of acceptance on LGBT issue in the society
becomes better and higher compared to ten
or fifteen years ago. LGBT people, especially
among educated seem more relaxed to live
with their own identity. At least in Yangon,
people become used to LGBT groups.

4.4 Knowledge, Attitudes and

Behaviors towards LGBTs

1. Ignorance of human rights including LGBT
rights

Majority people in Yangon are still
ignorant of human rights including minority
rights. People discriminate each other at
workplace or in the community as a whole
based on lack of understanding the rights of
others. LGBT people who are also part of the
society do not have proper knowledge on
their own rights. They are as vulnerable as
other minority groups. Except the LGBT people
interviewed through Colors Rainbow (CRB)
network, most LGBT people don’t know about
their rights. Some gay people and transgender
women have heard a little about the activities
of CRB. Many interviewed tomboys live in their
own groups or live alone mingling with other

women in their own community. They don’t
know much about human rights and their
own rights. Interestingly, many of them don’t
show much interest in their rights or joining
an organization or network. However, some
employers are eager to introduce them human
rights including their own rights.

2. Lack of knowledge on legal rights and no
proper legal protection for LGBT people

LGBT people don’t know their legal
rights. One leader of a legal group shared her
concerns that LGBT people did not have legal
protection. Many LGBT people get harassed,
discriminated and bullied because of their
sexual orientations by people around them.
They get cheated and bullied so often. But they
are so scared to go to the court or police station.
They easily dismissed the case if they were
given pressure or pleaded them. Therefore,
many people took advantage of them. One
legal advocate said that transgender women
and gay men were sometimes harassed by the
drunkards in Shwe Pyi Thar and Shwe Paukkan
when they returned back from work. Some
transgender women returning back late after
work from beauty parlors were attacked and
looted by young men. Normally, LGBT people
don’t want to deal with the police and they
stay quiet.

3. Common issues of LGBT people at workplace

Many people in this conservative society
including human resource and admin staff
and don’t have proper knowledge about LGBT
people. However, it does not mean that they
like to discriminate against LGBT people. Lack
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of knowledge on the issue as well as lack of
experience in dealing with LGBTs leads them
to respond like that. Most human resource
staff answered that they liked to refer such a
case to management staff instead of deciding
on their own.

One school principal who used to work
outside the country for decades said that
parents and students were not so familiar to
deal with LGBT people. For school, parents’
opinions are very important. She thinks that
many parents are still conservative. She wants
to introduce them with LGBT issues and at
least, she helps her students communicate
smoothly with the gay man who worked for
Students’ Affairs Department.

One restaurant owner said that he
accepted LGBT people in the society but it could
be difficult to hire them for his restaurant. He does
not know how to arrange accommodation for
them and for the time being, he rented two
apartments only for men and women. Another
restaurant owner said that he could accept
them if they got along well and did not bring
his personal affairs to work.

Dress code is important for LGBTs. Gay
men who like to be more feminine generally
cannot survive in common workplace.
Stereotyped concept of most employers and
human resource staff is that people should
wear decently at the workplace. “Decently”
in their term means wearing traditional men
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or women clothes or uniforms based on
their birth gender. Exceptionally, uniforms of
construction workers and some companies
are trousers and shirts and most tomboys like
to choose such types of jobs. So also some
clothing shops and stores allow gay men
who like to be more feminine and tomboys
to wear whatever they like. LGBT people said
that some employers and admin staff frankly
criticize their appearances and tell them to be
manly to gay men and to wear like a woman to
tomboys. Sometimes, they got scolded by the
supervisors in front of other colleagues. Many
people seem intolerant of different styles and
looks of a person.

I like to wear makeup and lipstick
although I try to wear like a man. At first,
my supervisor told me not to wear makeup
at work. So | did not. Later, she started to
criticize my dress. The colors and designs
look so feminine. | did not hide my identity
since | applied for the job although | did
not disclose frankly. At last, | didn’t want

to go to work anymore.
Around 30 years old gay man who used to
be a sale staff at a supermarket

4. Distrust towards LGBTs

Generally speaking, religious beliefs and
cultural norms are still shaping the mindsets
of some people wherever they are. Majority




of people think that LGBTs are abnormal
and unnatural. They are sinners of the past
deeds. One business man who owns many
shoe and bag shops in plazas in Yangon shared
his suspicions towards transgender men and
gays. He does not believe what LGBT people
say about their lives when he was explained
about SOGIE concepts. He thinks that gay men
seduce young boys to become homosexual.
There are more and more gays nowadays in
Myanmar because of them in his opinion.

5. LGBT at workplace but among T, trans-
gender women groups are not seen in most
interviewed workplace in Yangon

Although this assessment’s title is LGBT
people at workplace, one T group, namely
transgender women group are rarely seen
in all interviewed organizations. Interviewed
transgender women in this survey are also
from beauty industry. In previous baseline
assessment to promote human rights and
rule of law situation of LGBTs in Yangon too,
transgender women generally work as
beauticians, dancers at night club, mediums
(Natkadaw) or sex workers rather than
seeing in other workplaces. In other words,
discrimination against sub LGBT group —
transgender women group is very visible and
they isolated themselves from the community.

6. Psychosocial issues of LGBT people
Major highlight in this assessment is

psychosocial issues of LGBT people complained
by some interviewed employers in the survey.
Due to their expression of LGBT identity
in behaviors and in the form of dress and
attire choices, majority of interviewed LGBTs
especially from conservative society went
through difficult time with family members
from youth to adulthood. Psychologically,
LGBT people in a conservative society have
many traumatic experiences. They shared
their difficult times with their families, at
school and workplace. Some trans-women end
up as angry people fighting those who stared
at them, teased them or attacked them. Some
said that they felt sorry and guilty for their
parents for not being men. Probably, these
traumatic stress shapes personality of LGBTs.

Employers participated in the assessment
pointed out that some LGBTs in Myanmar
society have some personality difficulties.
They are generally talkative, fussy, sensitive
and emotional. Sometimes, their inferiority
complex and emotional insecurity create
miserable environment at workplace. Three
employers who recruited LGBT people in their
work shared their experiences.

A principal of a private college recruited
one gay man for students’ service department.
Her students did not know how to deal with
a gay man at first and she made extra efforts
to help them understand LGBT issues and
facilitated to communicate smoothly with him.
However, that gay man was not interested in
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work but at workplace, he exchanged words
between staff and gossiped about others
a lot. Finally, he decided to quit the job on
his own. She also hired one tomboy as an
intern. He is hardworking and gets along with
everyone at the office. In addition, people are
insensitive to tomboy. She pointed out that
it is not related to their gender identity. It is
“personality” issue and Myanmar LGBT people
are sometimes fond of self-victimization.
According to her,

“Myanmar LGBT people are different
from international LGBT people she has
known outside the country. There are so
many successful LGBT people internationally.
Here, many LGBT people have full of dramas.
They seem to have psychological problems.
In her opinion, their branding should be
changed. Self-victimization becomes a
cliché. They should be more realistic. It
means that they have two options: whether
they will neglect the society and behave
whatever way they like or they will try to get
acceptance from the society. In other words,
she wants LGBT people in Myanmar to
change their image to get acceptance from
the society. Instead of blaming on employers
for not hiring them, they should convince
employers that they are worth hiring.”
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A director of a microfinance association
shared her experience hiring a gay staff in her
organization. His job needs to check financial
situation of the clients in the field. She found
out that he liked to give special favors to male
clients and at last, she has to give warning to
him. Now he changed his behaviors and she
did not hear any complaint from his supervisor.
Her analysis is noteworthy. Myanmar society
discriminates against people with different
sexual orientation since young. Some become
unfit and ignorant of the society. Many of
them have inferiority complex and it affects
their personality. At the same time, their
social circle is very narrow and they become
so sensitive and emotional.

One factory owner said that performance
and skills of LGBTs were more important than
what they were. However, if LGBT people are
supervisors, some people like to manipulate
them. He has reservation to give management
position to LGBT people in his factory because
people can use their weak point and they can
have difficulty to perform normally like other
men or women. Other factory owners rely
on their management staff as they don’t get
involved in day-to-day activities. They don’t
have any big issue related to LGBT people.
According to them, they are happy to hire and
treat them equally if they apply and perform
well.




Chapter - 5
Key Observations and
Recommendations

Some of the key observations already
mentioned in Mandalay study such as lack
of knowledge on human rights, LGBT rights
among general public including some human
resource/admin staff and business people, lack
of legal protection and weak law enforcement
mechanism will not be elaborated again in
this report but they cannot be ruled out when
implementing project to improve the situation
of LGBT people at workplace in Yangon.

5.1 Key observations
(1) High time to advocate for LGBT rights

New NLD government and business
community as well are open to international
investment at the moment. Officially, the
government of Myanmar shows willingness
to adapt its policies and practices to be in
line with international standards. Private
sectors are prepared to review and amend
their policies and procedures to be in line
with international standards. At present,

LGBT issue in Myanmar looks less sensitive
and more receptive than before. Although
non LGBT nowadays is arrested under section
377, the British colonial Sodomy law, same
sex marriage is still illegal in Myanmar. In
other words, this is the high time for rights
groups like Colors Rainbow to advocate for
betterment of their target groups to become
official and legal.

(2) still little known of LGBT people at workplace

Many LGBT people especially gays and
lesbians in Myanmar seem to decide to
stay in a closet feeling uncertain of possible
consequences for their careers. As a result,
many interviewed employers or human
resource staff responded that they did not
have experience in hiring or employment of
LGBT people. Compared to five or ten years
ago, some gays and lesbians come out of the
closet especially with the community they
feel confident but they remain closeted in the
workplace.
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(3) Misconceptions towards homosexuality

Maijority of people do have misconceptions
towards homosexuality. The following are the
expressions heard repeatedly among people:

e Homosexuality is contagious especially
gay people can seduce young men to
be gays at workplace.

e They are not trustworthy and tricky
and cannot believe in what they say.

e They can bring social problems to their
workplace.

All these misconceptions were built upon
hearsays and prejudice. However, the ones
who have experienced in working with LGBT
people in this assessment did not share any
of these misconceptions.

(4) Wake-up Call for LGBT people

Some interviewed employers and LGBT
people themselves in this assessment
repeatedly pointed out that LGBT people in
Myanmar society are different from those they
are familiar with internationally. Employers
who respect human rights and want to practice
non-discrimination policy want to hire LGBT
people but do not expect to cope with
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unacceptable behaviors from all employees
such as giving special favors using their position
or creating unfavorable environment at
workplace by gossiping or exchanging bad
words among staff. However, those employers
are happy to deal with stereotyped ideas of
their clients and customers against LGBT
people.

Some interviewed LGBT people also
shared the same feelings like the employers.
They think that LGBT people in Myanmar
should reconsider themselves how they want
to lead their lives. If they expect due respect
and decent treatment from the people, they
should change their attitudes and behaviors.
Currently, their branding portrayed by
themselves as well as by the society including
the media is recommended to be changed. In
other words, instead of looking at one-sided
story from LGBT people telling about how they
are discriminated or pitiful, they also should
check the root causes of the problems they
are facing with. At the moment, many LGBT
people in Myanmar are living like outsiders
enjoying in their own narrow community. It is
a wake-up call for them to reconsider their
image _ remaining the same as outcast of the
society or changing the branding that LGBT
people are the same like other people in the
society.




5.2 Recommendations

Recommendations for the project
intervention to improve LGBT people at
workplace are concluded with those from key
informants and key stakeholders including
employers, human resource people and co-
workers as well as based on the findings and
analysis of the consultant during the assess-
ment.

Colors Rainbow, as an LGBT rights
umbrella organization can improve the
situation of LGBT people at workplace under
its existing program.

» Advocacy Program

Advocate to the business people and the
government for compulsory non-discrimina-
tion policy and anti-sexual harassment policy
at workplace

Many interviewed agencies mentioned
that they practiced non-discrimination policy.
But Myanmar Centre for Responsible Business
(MCRB) published a briefing paper’ recently
that highlighted exclusion of women and
minorities including LGBT community across
many of the country’s leading industries. The
government should ensure that both public
and private organizations including small and
medium enterprises set up non-discrimination
policy and anti-sexual harassment policy. It
should be included in labor laws. In addition,

there should have law enforcement mechanism
to make sure that policies will be implemented
effectively.

» Capacity building

CRB can expand its training on basic
human rights and LGBT rights to the general
public.

Human rights education for all citizens

Human rights are universal and non-
negotiable. Everyone should understand his
own rights and responsibilities as well as
respect the rights of others. Most people in
Myanmar do not have proper human rights
education. They should know their rights and
help them respect the rights of others as well.
The government should have a comprehensive
curriculum on basic human rights prescribed
in Universal Declaration of Human Rights and
since young, the children should be taught at
school. General public should have proper
human rights education using mass media
such as TV or radio. In this way, people in
Myanmar will have proper knowledge on basic
human rights including minority rights such as
LGBT rights.

Vocational skills training for the LGBT people

Many poor LGBT people don’t finish
school because their families cannot support
for education as well as they cannot cope with

’Combating discrimination by business and in workplace in Myanmar, (Myanmar Responsi-
ble Business Centre, Yangon, 2017, p.19) Available from http://www.myanmar-responsible-
business.org/news/combatting-discrimination-briefing-paper.html
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social pressure at school according to the
interviewed LGBT people. For poor, uneducated
local people, vocational skills training can be
useful to get jobs. CRB should link up with local
or international groups like Center for
Vocational Training® . Based on their interests
should be provided comprehensively. Those
poor and uneducated people are mostly visible
in satellite towns of Yangon such as Shwe Pyi
Thar, Hlaing Tharyar and East and South Dagon
Myothit townships. They are mostly migrants
from all over the country.

Capacity Support for career development

Employers and some LGBTs in the
assessment pointed out that some people are
weak in interpersonal skills. Some have
inferiority complex and low self esteem. Colors
Rainbow can arrange some short training
courses such as how to write CV/Resume,
interview skills, negotiation skills at workplace,
personality building, understanding oneself
outsourcing CRB’s partner agency like Venari
Consultancy Services (VCR).

» Networking

Create and facilitate peer support groups
There are some active LGBT groups
working with Colors Rainbow or Kings and
Queens in Yangon. However, compared to the
numbers of LGBT people widespread in the
whole city, the coverage is still low. If there is
any legal protection issue or any form of

harassment, they don’t know how to handle
them. In addition, some LGBT people are
reluctant to connect with the groups they are
not familiar with. Colors Rainbow can identify
interested individuals from workplaces and
through these people, it is possible to mobilize
the LGBT people to form peer support groups
to gather to share common problems and
experiences and to provide substantive
support to each other.

Make alliance with labor unions and legal
support groups for legal rights and protection

Labor Unions and legal groups are active
in many townships in Yangon. Colors Rainbow
can map out which organizations are active in
which townships and help support groups to
link up with these organizations for legal rights
training and to seek advices if they need legal
protection.

Make alliance with UMFCCI to help business
community create LGBT friendly workplace
Nowadays, many business companies in
Myanmar become signatories of UN Global
Compact. Principle 6 of UN Global Compact is
the elimination of discrimination in respect of
employment and occupation. In consultation
with Union of Myanmar Federation of Cham-
bers of Commerce and Industry (UMFCCI),
Colors Rainbow can find effective means to
encourage business sector to create LGBT
friendly workplace. Possibly, Colors Rainbow
can seek advices from a think tank like

i *Please visit the website: www.cvt-myanmar.com for detail information. |
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Myanmar Centre for Responsible Business
(MRCB) how to recognize the efforts of the
employers for creation of LGBT friendly
workplace.

> Access to Justice

Legal rights and Legal Protection for LGBT
people

Most LGBT people especially transgender
members refrain from reporting crimes done
unto them in fear of disregard and abuse from
law enforcement?® . In this assessment, inter-
viewed blue collar workers and key informants
also repeated that LGBTs don’t know their legal
rights and they don’t have proper legal pro-
tection too. With the support of legal support
groups active in target areas, LGBTs should
understand their legal rights. If there is any
form of abuses at workplaces, they should
have information how and where they can get
assistance.

> Media and Communication

SOGIE concepts and LGBT rights should be
well-informed among the general public.
Myanmar society does not understand
even the term, LGBT well. There are so many
misconceptions and prejudice against LGBT
people. Understanding SOGIE concepts and
LGBT rights can help people change their

attitudes towards LGBTs and accept them well.
CRB should develop a comprehensive media
strategy to educate the general public about
LGBT issues.

In Myanmar movies, LGBT people are
portrayed as laughingstocks. Religious beliefs
and cultural norms also assume that LGBT
people are abnormal or unnatural. Some LGBT
people with traumatic experiences since
young live in their own narrow circle accepting
themselves as social outcast. Some interviewed
LGBTs raised concerns of those behaviors
which can have impacts on the whole LGBT
community.

Colors Rainbow (CRB) as a leading
advocacy organization should consider taking
a proactive role to change LGBT brand image
in Myanmar. When developing media strategy,
CRB should have public relation department
to shape the narratives of media on LGBT
issues in Myanmar. One interviewed print
media offers that they are interested to give
one column for LGBT issues in their weekly
journal.

In conclusion, it is expected that Colors
Rainbow as an LGBT rights advocacy group can
help improve the situation of LGBT community
at workplace bridging the gaps between LGBT
people and the general public as well as
between LGBT staff and the employers by
implementing the actions recommended in
the report integrating in existing Colors
Rainbow’s Programs.

9Please see more details in the report: “Baseline Assessment Report on Promotion of
human rights and rule of law for LGBT Community in Yangon”
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Annex — 1 Guided Questions

Questions for Key Informant Interviews (local and INGO staff/key informants
working closely with LGBT community in CRB project townships in Yangon)

(a) What are your organization major activities in this project area? (specifically if any
activities working with LGBT community)

(b) This study is about LGBT community at workplace. What types of LGBT community are
mostly seen in your area?

(c) What are the main issues and challenges of LGBT community in this area?

(d) What are the main economic activities of LGBT people in this area? / What do they
mainly do?

(e) What do you think of relationship between LGBT and families/local community/
workplace?

(f) Do you see/think that the employers or customers discriminate against LGBT at
workplace? If yes, how and why?

(g) What is your general impression of LGBT community in your area?

(h) CRB is the organization working to promote rights of LGBT people in Myanmar. This
study is to understand the situation of LGBT people at workplace. Based on findings,
CRB will implement a project to provide necessary to support to them to get equal
rights like other people at work. Related to this project, what are your comments and
recommendations that for the project?

(i) Any other comments or suggestions

Guided questions for LGBT Network leaders/LGBT paralegal/paralegal working
with LGBT community

1. Who are your network members or who are your main target group in this township?

2. What do you do with them?

3. What are the main issues and challenges of LGBT community in this area?

4. Do you know any LGBT people who are taking important roles in the government

departments? Which departments? What are their positions?

Where do LGBTs seek job?

6. Are there any connection with the employers who need worker/ employees and the
employers themselves?

7. Do you know any successful LGBT people in the business arena? Who are they? What
types of businesses are they doing?

8. What are the main economic activities of LGBT people in this area? / What do they
mainly do?

o
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9. Education level of LGBT people in this area? Is there any discrimination seen at school?

10.Are there any programmes linking with the vocational training and employment?

11.What do you think of relationship between LGBT and families/local community/
workplace generally?

12.Do you see/think that the employers or customers discriminate against LGBT at
workplace? If yes, how and why?

13.Do you know any employer hired LGBT people at workplace? Who is s/he? What type
of economic activity is s/he doing?

14.Do you see any form of discrimination against LGBT people at the workplace? If yes,
how and why? What are the impacts?

15.What is your general impression of LGBT community in your area?

16.CRB is the organization working to promote rights of LGBT people in Myanmar. This
study is to understand the situation of LGBT people at workplace. Based on findings,
CRB will implement a project to provide necessary to support to them to get equal
rights like other people at work. Related to this project, what are your comments and
recommendations that for the project?

17.Any other comments or suggestions

Guided Questions for Focus Group Discussion with LGBT community in CRB
project townships in Yangon

(1) Background information of discussants

(a) Age group

(b) Native places

(c) Education level

(d) Current economic activities

(2) Main economic activities of their peers

(3) Differences/discrimination based on their sexual orientations and gender identity in
society (socio-economic situation)
Relationships with employers, customers, general community

(4) If employees, significant discrimination at work place/ or if running its own business,
issues and challenges faced

(5) Common problems and coping mechanism of LGBT in the community

(6) Do they have to hide their identity at work? If yes, what are the main issues?

(7) Are there any discrimination in wages according to type of work and gender? If yes,
pls specify.

(8) What is their knowledge on different labour laws?

(9) Level of understanding and current practices about their human rights and legal rights
and Available legal or other support if there is dispute with employers
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(10) Major needs and gaps of LGBT people at work place (what the project can support,
what the regional level government departments such as labor department or social
welfare department can support and what the regional/national Hluttaw can support)

(11) Any other suggestions/comments/recommendations/questions

Questions for In-depth Interviews (business owners, employers, human resource
focal points, supervisors of LGBT people and any person running economic
activities related to LGBT community in Yangon (HR companies, private banks,
shopping malls, City Mart, small teashops, MMRD research companies)

1. What type of business are you running?
2. How many employees do you have?
3. Are there any LGBT people in your business? If yes —
(a) What are their positions at work?
(b) How did you recruit them?
(c) Did you know that they were LGBT before you hired or you found out only after
recruited?
(d) Do they receive same remunerations like other people? Why or why not?
(e) If you have LGBT employees, do you think that they can perform assigned tasks like
other people or do differently? Please elaborate your answer.
(f) Do you think that they have good relationship with other co-workers and their
supervisors? Please elaborate your answer.
4. If you don’t have any LGBT people in your business, did you reject to hire them or no
LGBT people applied to work? Please elaborate your answer.
5. If a LGBT person applies for job, are you happy to hire him/her? Please elaborate your
answer.
6. Is there any issue or concern you have to hire LGBT people in your business? If yes,
what are they?
7. What will be your recruitment and staff policy related to LGBT community?
Generally, what do you think of LGBT community in Yangon?
9. What do you think of relationship between LGBT people and local community/your
customers?
10.CRB is the organization working to promote rights of LGBT people in Myanmar. This
study is to understand the situation of LGBT people at workplace. Based on findings,
CRB will implement a project to provide necessary to support to them to get equal
rights like other people at work. Related to this project, what are your comments and
recommendations that the project should focus?
11.Any other suggestions/comments/recommendations/questions

e
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Annex — 2 Detail Research activities
November, 2017 to January, 2018

November December

January 2018

1.|Preliminary discussion | x| x
and preparation of
protocol

2.|Desk review and X
finalization of survey
tools and signing of the
contract

3.|Meeting with Employers X | x| x X | X
and LGBT community
and employment

recruiting companies

4.|Data collections in XX [X[X[x|[x]|x]|x
Yangon

5.|Documentation of field
visit findings

6.| Presentation of findings

and reporting
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