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Executive summary

There are estimated to be between 5000 and 6000 trans people in the UK, so many universities and colleges may never have to deal with a trans person among their staff and students. However, on the rare occasions when an institution does have a member of staff or a student who is undergoing gender reassignment, a large number of issues will arise, now underpinned by legislation.

This guidance describes those issues, summarises the law, and suggests clear steps to follow, drawing on examples and case studies from higher education institutions (HEIs) that have been through this process.

Section A

The first section of the guidance includes a glossary of terms used in relation to trans issues and sexuality and identity more widely. There are also guidelines on the right terms to use in daily contact with trans people, and information about the medical procedures that some trans people choose to undergo. The section concludes with a comprehensive look at the legislation covering trans people, including the Gender Reassignment Regulations 1999, the Gender Recognition Act 2004 and the Gender Equality Duty in the Equality Act 2006.

The Gender Reassignment Regulations protect a trans person who intends to undergo, is undergoing or has undergone gender reassignment from the moment they decide to start the process. They make it unlawful for an HEI to treat a person less favourably by reason of their undergoing gender reassignment, or to harass them. The person also must not be treated less favourably by reason of their absence from work while undergoing gender reassignment, in comparison with someone absent due to illness or for some other similar reason.

A person who completes the transition and meets certain criteria can apply for a

Gender Recognition Certificate, which allows them to change their identity, for example by obtaining a birth certificate in their acquired gender, or marrying in their new gender. The Gender Recognition Act makes it a criminal offence to pass information about a person’s trans status to a third person without the consent of the trans person.
The Equality Act introduced the Gender Equality Duty, requiring HEIs to have due regard to the need to eliminate unlawful discrimination and harassment, and to promote equality of opportunity between men and women. The Act also requires institutions to include trans people in their gender equality scheme.

Page 2

Section B

The second section of the guidance covers the more practical aspects of support, including advice on degree certificates, insurance, recruitment, pensions and 

single-sex facilities. There is detailed guidance about supporting a person through the transition process and afterwards, and how to discuss the transition with other people. A section on bullying and harassment provides examples of unlawful discrimination and suggestions on steps that can be taken to prevent it.

The final part of this section covers monitoring. There is no legal requirement to monitor trans people in higher education, but some institutions are already doing so as one step towards making their equalities policies more inclusive. Monitoring can be helpful in identifying issues that need to be addressed, provided it is done in a way that does not allow trans people to be identified without their consent. Ideally, trans support groups should be involved in developing the questions to be asked, whether free-standing or as part of a wider survey.

Annexes

The annexes include a model policy statement on equality for trans staff, a simple diagram of the transition process, suggestions on appropriate behaviour, and a checklist of things to consider when supporting a trans person through their transition.

Annex E contains a list of useful addresses and publications, and sources of support for managers, colleagues and trans people.

Equality Challenge Unit welcomes comments and suggestions for future editions of this publication.

Introduction

1. ‘Trans staff and students in higher education’ is a guide for managers and staff working in higher education institutions (HEIs) who employ people, or work with students, who are in the process of changing gender, who live in a gender other than the one in which they were born, or who have been diagnosed with gender dysphoria. Higher education institutions have a legal responsibility to protect the rights of trans people, both staff and students, and to ensure that individuals do not suffer from any direct or indirect discrimination, victimisation or harassment, and are supported in any process of transition.

2. Section A provides an explanation of the terms used in this document and how they should be used when supporting a trans person. It also explains the medical and theoretical reasoning concerning gender dysphoria, and the transition that an individual must undergo in order to change gender. It then summarises the legal obligations that an institution has to its trans staff and students. Section B explains 
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how institutions can support staff and students at various stages in this process, and makes recommendations for good practice. The annexes include a model policy 
statement on equality for trans staff and students, checklists for discussing transition, and some useful websites for policy managers and trans people themselves.
3. This guidance is intended to address issues that may arise with a member of staff or a student who is trans. It is worth noting, however, that every person is different: some people transition from one gender to another with ease and without any difficulties, either personally or professionally; others do not. Many younger trans people do not choose to, or cannot, pursue either medical treatment or transition because of their age or lack of autonomy from their family. Whatever the circumstances, it is important that institutions are flexible and patient, as well as supportive.

Section A

Part one – Terms of reference

4. In order to understand the social, medical and legal implications of trans issues, and the impact they have on an institution’s equality agenda and employment practices, it is important to be aware of the variety of terms that may be used. The following section provides explanations of the terms used in this publication and elsewhere.

Acquired gender

5. The new gender of a person who has had their gender reassigned and/or legally recognised. It is possible for an individual to transition fully without surgical intervention.

FtM

6. Female-to-male transsexual person. A person who is changing, or has changed, gender from female to male.

Gender

7. Gender consists of two related aspects: gender identity, which is the person’s internal perception and experience of their gender; and gender role or expression, which is the way the person lives in society and interacts with others, based on their gender identity. Gender is less clearly defined than anatomical sex, and does not necessarily represent a simple binary choice: some people have a gender identity that is neither clearly female nor clearly male. The overwhelming majority of the population has a gender that accords with their anatomical sex. It should be noted that, for the purposes of the law, gender is binary – people can only be male or female.
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Gender dysphoria/gender identity disorder

8. The medical term for the condition in which a person has been assigned one gender (usually at birth on the basis of their sex), but identifies as belonging to another gender, or does not conform to the gender role society ascribes to them. Gender dysphoria is not a form of sexual deviancy or a sexual orientation.

9. A person with gender dysphoria or gender identity disorder can experience anxiety, uncertainty or persistently uncomfortable feelings about their birth gender. They may feel that their gender identity is different from their anatomical sex. This, in turn, may lead to a fear of expressing their feelings and a fear of rejection, which may lead to deep anxiety, and to chronic depression and possibly attempted suicide. Sometimes a person with gender dysphoria assumes an identity in the opposite sex. This may involve undergoing hormone and, perhaps, surgical treatment to change their sex physically, although medical treatment is not a prerequisite of transsexualism or of being recognised in the acquired gender.

Gender presentation/gender expression

10. While gender identity is subjective and internal to the individual, the presentation of one’s self, either through personality or clothing, is what is perceived by others. Typically, trans people seek to make their gender expression or presentation match their gender identity, rather than their birth sex. 

Gender reassignment/transitioning

11. Gender reassignment is a process that is undertaken under medical supervision for the purpose of reassigning a person’s sex by changing physiological or other characteristics of sex, and includes any part of such a process. Gender reassignment or transition includes some or all of the following cultural, legal and medical adjustments: telling one’s family, friends, and/or co-workers; changing one’s name and/or sex on legal documents; living in the other gender for at least two years, hormone therapy; and possibly (though not always) some form of chest and/or genital alteration.

Gender Recognition Certificate

12. A certificate issued by a Gender Recognition Panel under the Gender

Recognition Act 2004 means that a holder of a full Gender Recognition Certificate (GRC) is legally recognised in his or her acquired gender for all purposes. This means that the person in question now belongs to the opposite gender in both a legal and a social context. The GRC will be issued to an applicant if they can satisfy the panel that they fulfil all the criteria outlined in the Gender Recognition Act 2004. The Act requires that the applicant has, or has had, gender dysphoria, has lived in the acquired gender for two years prior to the application, and intends to live permanently in the acquired gender. A full GRC also gives the holder the means to obtain a new birth certificate.
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Intersex

13. Intersex people are individuals born with anatomy and physiology that differs from contemporary ideals of what constitutes ‘normal’ male and female. Intersex conditions may arise as a result of certain congenital disorders or hormone imbalances in the foetus or placenta. Anatomical sex at birth may differ from the chromosomal or gonadal sex. Genitalia may be ambiguous, but can often appear totally female or totally male. Very rarely, individuals may have both testicular and ovarian tissue, with a mixture of secondary sexual characteristics. This may be accompanied by varying degrees of gender dysphoria, although this is rare. Often, but not always, people choose to present as either male or female.

Legal sex

14. In the past, the legal sex of someone was defined by their birth certificate and could not be changed. The Gender Recognition Act 2004 means that people can now apply to gain recognition of their change of gender for all legal purposes. 

LGBT

15. Lesbian, gay, bisexual and transgender/transsexual. The forms of prejudice and discrimination directed against trans people can be very similar to those directed against lesbian, gay or bisexual people, which is why action and support groups often occur in an LGBT context.

MtF

16. Male-to-female transsexual person. A person who is changing, or has changed, gender from male to female.

Physical (anatomical) sex

17. Sex as determined by the match between body and sex organs – male, female or intersex. Sex refers to someone’s physical or anatomical sex – in other words, the type of genitals they possess. Except in very rare cases of people who are intersexed, anatomical sex is well defined and easy to interpret.

Real-life experience

18. Refers to the phase during gender reassignment in which the individual must live and work in their acquired gender before certain medical procedures will be carried out.
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Sexual orientation

19. An orientation (or sexual attraction) towards persons of the same sex (lesbians and gay men), or an orientation towards a person of the opposite sex (heterosexual), or an orientation towards persons of the same sex and the opposite sex (bisexual). Sexual orientation is different from gender identity, and the two are not related. Trans people, like any other people, can be heterosexual, lesbian, gay or bisexual.

Trans

20. An inclusive term for those who identify themselves as transgender, transsexual or transvestite. The word ‘trans’ can be used without offence to cover people undergoing gender transition; people who identify as someone with a different gender from that in which they were born, but who may have decided not to undergo medical treatment; and people who choose to dress in the clothing typically worn by the other sex. This term should only be used as an adjective.

Transgender

21. An umbrella term for people whose gender identity and/or gender expression differs from their birth sex. The term may include, but is not limited to, transsexual people and others who see themselves as not clearly fitting into male or female identities. Transgender people may or may not choose to alter their bodies hormonally and/or surgically. The term transgender should only be used as an adjective, for example, ‘transgender people’.

Transsexual person

22. A person who feels a consistent and overwhelming desire to transition and fulfil their life as a member of the opposite sex. Someone in this position will have the medical condition gender dysphoria. This term should only be used as an adjective: individuals should be referred to as ‘transsexual people’ not ‘transsexuals’.

Transvestite

23. A person who dresses in the clothing typically worn by the opposite sex. Generally, transvestites do not wish to alter their body and do not necessarily experience gender dysphoria.
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Part two – Language

24. It is good practice, and respectful, to use a trans person’s chosen name, not their birth name.

25. A person who identifies as a certain gender, whether or not they have taken hormones or had surgery, should be referred to using the pronouns appropriate for that gender. For example, if the person wears a dress and uses the name ‘Susan’, feminine pronouns are appropriate. If you aren’t sure what the correct pronoun is, ask the person what they prefer.

26. It may not be appropriate to use the terms ‘sex change’ or ‘pre-/post-operative’.

These imply that the process of transition must involve some form of surgery, which may not necessarily be the case.

27. It is never appropriate to put quotation marks around either the trans person’s chosen name or the pronoun that reflects their gender identity. Some terms are also considered discriminatory and offensive and should not be used. These include ‘she-male’, ‘he-she’, ‘it’, ‘trannie’, ‘tranny’ and ‘gender-bender’.

Part three – The medical and theoretical explanation of transsexualism

28. In order to recognise how best to assist and support trans staff and students, it is useful to understand the medical framework. This medical model is perceived by some trans people to be outdated and discriminatory (for example, equivalent to a medical model being used to ‘diagnose’ homosexuality). At present, however, it forms the framework for the majority of transitions, and is the basis of understanding for medical professionals.

29. Transsexualism is a physical as well as a psychological condition. It is not a matter of choice or environment (something that can be ‘cured’ by counselling), but is a medical condition. The first stage of diagnosis involves a visit to a general practitioner or psychiatrist. The GP or psychiatrist will undertake a detailed enquiry into gender development in childhood and puberty. They will also note details of the person’s current life circumstances and general stability before carrying out psychological assessments. There is sometimes evidence of clinically significant

long-term anxiety, distress and impairment in social and occupational functioning, or there may be evidence of a deep dissatisfaction with the individual’s gender identity. If the person is diagnosed with gender dysphoria, they are referred to a gender dysphoria clinic.

30. At this stage, alternatives to sex reassignment are considered and the person is given a range of options, together with their implications. Many people will choose to live in the gender role with which they most closely identify. This may involve counselling, speech therapy, electrolysis (removal of body and facial hair) or hormone treatments. Hormone treatments can play an important role in the 
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anatomical and psychological gender transition process. Some people choose to stop at this stage of transition. They may realise that they do not feel these changes are making a positive difference, or they feel that these changes are sufficient.

31. The period during which the person is living and working in their new gender is called the ‘real-life test’. Those undergoing treatment through the NHS will be expected to commit to the real-life test before hormones are prescribed. Those being treated privately may be prescribed hormones before committing full time to the real-life test. One year is the minimum period for the real-life test recommended under international standards.

32. In some cases, the person may choose to undergo sex reassignment surgery. For a male becoming female, following hormonal treatment, the testes and erectile tissue of the penis are removed under general anaesthetic. An artificial vagina is created and lined with skin from the penis. Tissues from the scrotum (the sac that contains the testes) are then used to create the labia, and the urethra (urine tube) is shortened and positioned. This is one of the surgical options; there are several 

others.

33. For the female-to-male patient, the male hormone testosterone is taken by injection, gel or patch. It produces largely irreversible effects of beard growth and masculine muscle development, as well as a deepening of the voice. A mastectomy may then follow and the ovaries may be surgically removed. A person may then undergo a hysterectomy. Penis construction, artificial testes implants and operations to create a male urethra and relocation of the clitoris to the head of the penis are available, but the surgery is complex, costly, and not as fully developed as the procedures available for males becoming females.

34. Assessment by a qualified professional may take several months or even years.

Appointments to see a specialist may involve travelling long distances, so are likely to take a whole day. Following this, there is typically a period of one or more years before a person is accepted for surgery. Some people may require more than one operation. The time off work or study following this will vary greatly, from one week to around 12 weeks, depending on the nature of the surgery and the physical demands of the person’s job or studies.

Part four – The legal framework

35. The process of gender reassignment can take several years to complete. There are different legislative protections at each stage of the process.

The Sex Discrimination (Gender Reassignment) Regulations 1999

36. The Sex Discrimination (Gender Reassignment) Regulations 1999 extend the Sex Discrimination Act (1975) to cover discrimination on grounds of gender reassignment in employment and vocational training. Vocational training, in this case, includes all higher education students. The regulations cover direct 
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discrimination, victimisation and harassment in employment or training on the grounds of gender reassignment, and apply to both staff and students.

37. The regulations protect a person who intends to undergo, is undergoing or has undergone gender reassignment, including people preparing for medical treatment. Protection applies from the moment at which the person indicates their intention to start the reassignment process, even if they subsequently change their mind.

38. Unfavourable treatment means treating a person less favourably on the grounds of their gender reassignment than one treats, or would treat, a person for whom no gender reassignment grounds exist.

39. Where a person needs to take time off work or study for medical treatment for reasons of gender reassignment, the regulations provide that they should not be treated any less favourably than if the absence was due to sickness, or to some other reason, and it was reasonable to treat them in the same way. Any reference to discrimination in employment or training against men or women in parts II and III of the Sex Discrimination Act (1975) also applies to individuals who have gender
dysphoria. A claim, therefore, can be brought against an institution or individual person for any unlawful discrimination, including harassment.

40. A university or college will be automatically liable for any unlawfully discriminatory actions by anyone acting on their behalf, whether or not it was done with their knowledge, unless they can show that they had taken all reasonable steps to prevent such actions. This means that HEIs need to ensure their staff, contractors and other service providers (such as transport companies) are also aware of their policies.

Genuine occupational qualification

41. In the vast majority of cases, the gender of a person is of no relevance to their ability to do their job or follow a programme of study in an HEI. However, the Sex Discrimination Act does allow for an exemption where to be of a particular sex is a ‘genuine occupational qualification’ (GOQ) for that post. The Gender Reassignment Regulations have a corresponding exemption relating to gender reassignment. The main areas where a GOQ might be required in an HEI are in health and social care, counselling and youth work.

42. The Sex Discrimination Act makes it clear that the employer must act reasonably in claiming a GOQ, for example by considering whether the tasks could be carried out by someone else. The GOQ must be identified at the beginning of the recruitment or selection process, and be stated in the application pack.

43. Once a person has obtained a full Gender Recognition Certificate (GRC), they are deemed in law to be of the gender to which they have transitioned, and must be treated in that gender with respect to jobs where a GOQ applies.
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44. In the rare circumstances where there is a GOQ, it is essential that the institution and the individual talk frankly and honestly about this situation as soon as possible. Before (or concurrent with) a change of social gender, it might be beneficial for the individual (with their trade union representative if required) and the institution to discuss redeployment. This might be applicable, for example, if the person worked in a single-sex college or institution.

The Gender Recognition Act 2004

45. The legal protection for a person who has fully transitioned is clear and unequivocal. The Gender Recognition Act 2004 allows trans people who are able to satisfy the Act’s evidence requirements to apply to a Gender Recognition Panel, consisting of judicially trained lawyers and doctors, to seek full legal recognition. The process applies the following requirements to the applicant:

- s/he has, or has had, gender dysphoria

- s/he has lived in the acquired gender for two years, ending with the date on

- which the application is made

- s/he intends to continue to live in the acquired gender until death

- s/he has provided medical reports containing specified information.

46. If successful, a full GRC is issued to the applicant, unless the person is married (see paragraph 47 below). The person will be automatically entered on the Gender Recognition Register held by the Registrar General, and their original birth register entry will be marked, confidentially, to indicate that they have become recognised in their acquired gender. The Gender Recognition Register is not open to search by the public, and the disclosure of information contained in the Register is prohibited. There are certain exemptions from this prohibition for reasons of public policy, for example if it is necessary for the prevention or detection of crime.

47. A person acquiring a GRC will be able to marry in their new gender or to form a civil partnership with someone of the same sex. Anyone currently married receives a time-limited interim certificate, as they are required to divorce their current marriage partner or have the marriage annulled before obtaining a full GRC. In terms of employment, it would be good practice to treat this person as if they had received a full GRC. 

48. If their birth was registered in the UK, the person will be able to obtain a new birth certificate which does not disclose the fact that they changed gender. Thereafter, the Sex Discrimination Act applies to this person in the same way as it would to anyone else.
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49. The Gender Recognition Act brings new privacy rights. Anyone who acquires information about someone’s trans status is liable to criminal proceedings if they pass that information to a third party without the permission of the individual.

The Equality Act 2006: the Gender Equality Duty

50. The Equality Act 2006 amends the Sex Discrimination Act 1975 to place a statutory duty on all public authorities, when carrying out their functions, to have due regard to the need to: 

- eliminate unlawful discrimination and harassment

- promote equality of opportunity between men and women.
51. As part of the duty, public authorities are specifically required to have due regard to the need to address and eliminate discrimination and harassment of trans people in employment and related fields and vocational training (including further and higher education).

52. Universities and colleges should have an equality scheme objective relating to trans employees and students to comply with the Gender Equality Duty. When consulting with stakeholders, it is helpful specifically to target trans advocacy groups to ensure that the needs of the trans community are taken into account when developing policy and gender objectives. It also helps to assess the impact of policies and practices on trans people, in order to determine whether they have a discriminatory effect.

53. There are around 5000 trans people in the UK and so, statistically, HEIs may deal with trans staff or students rarely. Having due regard means that the weight given to the need to eliminate discrimination and harassment is proportionate to its relevance to a particular function. The following steps may help assist institutions to ensure that they have due regard in this area.

- Ensure that equal opportunities policies, employment, academic and student policies and practices do not discriminate against trans people – especially in terms of dignity at work and harassment policies, recruitment and monitoring. Larger institutions may wish to develop specific policies on gender identity, in

partnership with trade unions.

- Ensure that trans perspectives are included in equality impact assessment processes. See ECU’s guidance Conducting Equality Impact Assessments in Higher Education.

- Keep up-to-date on the current legislation in this area, and where more information and advice is available.

- Provide training for staff on how the gender duty applies to trans people.
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- Set up a support network for trans staff and/or students, with other universities or colleges in the region if numbers are small.

- Produce effective guidance for managers on dealing with the process of transition.

The Data Protection Act 1988

54. Under the Data Protection Act 1998, trans identity and gender reassignment would constitute ‘sensitive data’ for the purposes of the legislation, and must be processed as such.

The Disability Discrimination Act 1995

55. In certain cases, a person with gender dysphoria may experience fear, uncertainty or persistently uncomfortable feelings about their birth gender. This may also lead to anxiety and depression. There is often a long delay between the diagnosis of gender dysphoria and treatment.

56. Although no case has yet been brought in relation to gender dysphoria under the Disability Discrimination Act 1995, a trans person could be protected under this legislation. The Disability Discrimination Act defines a disability as a physical or mental impairment that has a substantial and long-term (that is, for more than a year) adverse effect on a person’s ability to carry out normal day-to-day activities. A person may have diagnosed gender dysphoria for over a year before receiving any treatment. Although there is no legal precedent, the Act would, therefore, require institutions to make reasonable adjustments for a person in this position. This can include adjusting working hours or timetable if necessary, and allowing the person to be absent during normal working or study hours for rehabilitation, assessment or treatment.

The Human Rights Act 1998

57. The Human Rights Act 1998 provides protection to trans people, principally under the right to a private life. The courts have interpreted the concept of ‘private life’ in a very broad way to cover, among other things, the right to choose a sexual identity, lifestyle and the way a person looks and dresses. It also means that personal information (including official records, photographs and letters) should be kept securely and not shared without the permission of the individual concerned. In addition, the right to privacy states that there should be no interference by a public authority with a person’s exercise of this right except in accordance with the law.
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Section B

Part five – General good practice

58. There is increasing public awareness of trans issues, yet if a member of staff (or potential member of staff) or student (or potential student) is trans, there may be an element of anxiety about how immediate colleagues or fellow students, and the human resources department or the academic department, will respond. It is therefore good practice for all managers, the human resources department, student admissions department and student support department to understand the law and its implications, and to become familiar with trans issues. Failure to do so can have the following consequences.

- A current member of staff or a student may feel that they cannot transition openly at work, despite being deeply unhappy in their current gender.

- A current member of staff or a student may feel that they have to leave the institution (without requesting references or completing their qualification or programme of study) and make a fresh start somewhere else to coincide with their new gender identity.

- A potential member of staff or a student seeking employment who has transitioned may be concerned that, if their potential employer discovers that they were once of the opposite gender, they will be discriminated against. This can lead to anxiety and poor performance at interview.

- A potential member of staff or a student who plans to transition may not think the institution is committed to equal opportunities for trans staff and students and may turn down any job or course offered.

- A failure to provide training may mean that members of staff are more likely inadvertently to discriminate unlawfully against a trans employee or student, and make it harder for the institution to show that they had taken all reasonable steps to prevent the discrimination from occurring for the purpose of mounting a defence to allegations of vicarious liability (see para 40 above).

- Any potential member of staff or student, regardless of their gender identity, may see an omission of trans issues from general equal opportunities policies as an indication that an institution is not committed to equality and diversity.

59. It may be helpful, especially in larger institutions, to develop a specific policy for trans staff and students and to ensure that this appears in both staff and course handbooks. In further education there is a national agreement on trans equality between the employer’s body and trade unions, which could form the basis for a policy. A suggested format is at Annex A.

Page 14
Practical issues

60. A sample checklist of things to consider when discussing a student or staff member’s transition is at Annex D.

Accommodation

61. Where accommodation is provided for students, every effort should be made to treat issues raised by trans students with sympathy and consideration. Accommodation contracts should be flexible to allow students to leave single-sex accommodation if the student begins to live in their chosen gender.

Confidentiality

62. Confidentiality is crucial. In specified circumstances, the Gender Recognition

Act prohibits disclosure of the fact that someone has applied for a GRC, or disclosure of someone’s gender before the acquisition of a GRC. Such disclosure constitutes a criminal offence liable to a fine.

Criminal records checks

63. Where criminal records checks are a prerequisite for a job role or for a programme of study, there is a specific procedure. The Criminal Records Bureau (CRB) has created a process especially for trans applicants, enabling them to leave sensitive details, such as birth sex, off their application form, provided the form is sent straight away to a special secure address within the Bureau. Trained CRB staff then join up the missing information so that the institution has no reason to see or know this aspect of the prospective recruit’s medical background.

64. It should be noted that where a conviction or other relevant information has been recorded in a previous name, this will be revealed and details of any previous identity may be revealed.

Degree certificates

65. Once a person has obtained a GRC, they can apply to have their degree certificate reissued in their new name. If a person has changed their name by deed poll or statutory declaration and is already living in that name, then the institution should provide any new documents at the earliest opportunity. Because of the legal status of a degree certificate, institutions should not reissue a degree certificate in a new name without the student legally changing their name or acquiring a GRC.

Dress code

66. It is good practice to allow enough flexibility so that the dress code does not reinforce binary gender choice.
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Forms and questionnaires

67. When designing forms or questionnaires, bear in mind that some people prefer a further option than male or female. An option ‘prefer not to disclose’ is helpful. It should also be made clear on forms requesting this information what the intended use is, as this may affect how some trans people respond.

Insurance

68. Employers registering workers for corporate insurance and benefits policies need to check with their underwriters if they are required to provide information about any trans worker’s status. Some insurers automatically invalidate a policy if the trans status of a person without a GRC is not disclosed. The employer should obtain written consent from such a worker before disclosing the information. If the employer is unaware of the worker’s trans status, the obligation to disclose this passes to the individual worker, who could also be held liable in the event of an accident for which no valid insurance cover exists.

Name changes

69. Some people, particularly younger trans people, may choose to use a name that differs from their official records, either for a period before changing it legally, or with no intention of changing their legal name from their birth name. Many tutors ask when starting to work with a group of students if anyone prefers to use a shortened version of their name. If possible, it would be preferable for information in this case to be relayed to the tutor before this point, so that the legal name not used by the student is not used by the tutor.

70. If a trans student changes the name they are registered under at the university, they should ensure that they do likewise with the student loan company, their local education authority, any sponsor, and their bank to ensure payments are not delayed.

71. The trans student will need to ensure that related correspondence is also sent to an address where they use the new name.

Pensions

72. Everyone born since April 1955 now receives their state pension at 65. But women born before 1950 can still claim state pension at 60. Trans people without a GRC are treated as the sex recorded at birth for the payment of state pensions. If a person retires earlier or later than others of their gender because of their legal sex, employers should keep the reasons for this confidential. Male-to-female trans people who gain a GRC after turning 60 can have their state pension backdated to their 60th birthday.

73. Almost all occupational pension schemes offer both a death-in-service lump sum and a dependent’s benefit. The death-in-service benefit should be able to be paid to 
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anyone, without proof of dependence being required. It is therefore important that trans people review their expression-of-wish forms (or equivalent, depending on the scheme) that, in the event of death, inform the trustees of the member’s wishes. Institutions should be explicit that these forms are confidential, as they are kept unopened unless the person dies. The definition of ‘dependent’ will vary from scheme to scheme according to its rules. A person who has had their marriage annulled to receive a full GRC will have to review their pension arrangements.
74. It is good practice for the employer to agree with the individual the date of social change for pension and similar purposes. This could be earlier than the date on the GRC.

Records

75. If an individual discloses their status as a trans person, or they transition during their employment or studies, the institution will need to identify the point at which their gender is changed in all personnel/student records and public references, such as identification passes, library cards, contact details, email addresses, formal records, website references, etc. Changes to academic biographies should also be discussed with the individual. The point at which these changes are made should be agreed with the individual. The payroll will also have to be changed, but the office should first check with the individual that they have made a similar change with their bank. Once a person has obtained a GRC, all records must be replaced with the new details.

76. Access to any records showing the change of name and any other information associated with the person’s trans status, such as records of absence for medical treatment, should be restricted to staff who require such information to perform their specific duties, for example the personnel officer, welfare officers, or the person who authorises payments into a pension scheme. All records held in a paper file must be found, and relevant information transferred to a new cover. Nothing should remain on the file that would disclose to a third person that a change has occurred. All material that cannot be disposed of should be placed in a sealed envelope and attached to the new file with the instruction ‘Confidential: Personnel Manager Only’.

77. In order for these changes to take place, it may be necessary to discuss with others in the institution the fact that a person is transitioning. However, it is essential that the individual grants permission before their status is discussed with others.

Recruitment

78. Recruitment procedures should be checked carefully. If formal documents are required before commencing employment or enrolment, institutions should emphasise their confidentiality policy when asking for a birth certificate. If a person has not yet received a GRC, or has not yet been issued with new identification, the birth certificate will clearly show that the person was born with a different name (and gender). The same situation would arise if another country, not having the same legislative provision as the UK, has issued a passport. A P60 or P45 can be 
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amended to reflect the new name and is therefore more discreet. Wherever possible, universities and colleges should be flexible about the form of identification they ask for.

79. It should not be expected that job applicants and interviewees will necessarily wish to disclose trans status, as many consider it a private matter. It is not a question that should ever be asked at interview – just as, for example, a woman should not be asked about her plans to have children.

References

80. References for current or former students or staff who have transitioned must make no reference to the person’s former names or gender and must use appropriate pronouns. Failure to do so without the individual’s consent would be a breach of data protection. Institutions that receive a reference for someone who has previously transitioned gender, which refers to them by a previous name, should treat that information as confidential.

Single-sex facilities

81. A trans person should have access to ‘men-only’ and ‘women-only’ areas according to the gender in which they live permanently. The institution and the individual should agree the point at which the use of facilities such as changing rooms and toilets change from one sex to the other. This will usually be the point at which the person begins to live in the gender with which they identify. This should not happen suddenly, but after an announcement to the rest of the department or section. It may be necessary to explain the situation carefully to work colleagues after consultation with the person who is transitioning. Requiring the person to use disabled toilet facilities is not acceptable unless the individual is disabled.

Support

82. Although not ideal, because transsexual people have different needs from lesbian, gay and bisexual (LGB) colleagues, support or action groups for LGB staff or students may be extended to support trans staff or students, or an equality officer can be responsible for supporting a member of staff or student with gender dysphoria. Alternatively, trans issues and support for trans staff and students might be covered by a gender equality group. Establishing these provisions can help ensure that staff and students in the present and future feel adequately supported and are less likely to leave the institution.

83. Other ways in which colleges or universities could offer additional support to trans staff and students include:

- using freshers’ week to include trans issues alongside other more general orientation talks
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- setting up a scheme that would allow visiting trans mentors to visit universities to offer support to trans and non-trans students and staff on the issues involved 

- setting up an inter-institution buddying system to allow trans people in higher education to correspond with each other.

Part six – Supporting a member of staff or student who has gender dysphoria and is transitioning

84. The university or college should provide guidelines outlining the processes by which a student or an employee will be supported during and after transition. Student welfare departments should discuss a student’s transition with them, and agree a timeline. The welfare departments can then coordinate the institution’s requirements with other departments. Human resource departments should discuss an employee’s transition with them and agree a timeline.

85. A member of staff who has been diagnosed with gender dysphoria may think it is best to leave their present employment, transition, and start their career elsewhere. Similarly, a student diagnosed with gender dysphoria may consider dropping their studies and doing something else. If institutions include trans staff and students in their equal opportunities policies, and implement these, this will be less likely to happen. Gender dysphoria is a highly personal and complex condition – it requires confidence in employers and an unequivocal faith in an institution’s commitment to equal opportunities for someone to feel comfortable when transitioning. An employee might wish to discuss their situation with their trade union, as all trade unions should have a policy on this matter. A student could discuss their situation with the student support department in the first instance, or perhaps their student union welfare department for additional support. A trans person may wish to be helpful and proactive in establishing good working practices for the institution, and this should be encouraged and supported.

86. A policy on trans issues should encourage a person who wishes to transition to inform his/her employer as soon as possible. This may be via the human resources department or the equal opportunities office, or they may raise the matter directly with their manager. Likewise, a student should be able to discuss the implications of their transition for their studies with a welfare officer, equal opportunities officer or directly with their tutor or course director. Ideally, the institution should know three months before a person intends to live in another gender, although it would be good practice to be flexible about this requirement.

87. A member of staff or student who wishes to transition should write a letter to his/her employer or course director or student welfare officer, stating the date that they intend to present themselves as a member of the opposite sex. Alternatively, the person may choose to arrange a meeting with someone from the equal opportunities department, human resources, welfare or management to discuss the support they need. The employee or student may wish to be accompanied by their trade or student union representative, or by a friend.
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88. The primary recipient of the letter, or the member of the institution first approached, should initially meet with the person and offer reassurances that the institution will support them during their transition. A decision should be taken as to whether a larger meeting is needed, which could include the person’s manager or head of department, and may also need to include the placement provider tutor (teaching, health, social care, etc.), and, if wanted, a member of the human resources team, a member of the equal opportunities team, a trade or student union representative, and perhaps a bullying and harassment adviser. Before this meeting convenes, it might be helpful to send to all those invited information about trans issues (for example this publication), and a covering note explaining the person’s intention. There should be a clear statement of confidentiality that emphasises the importance of not discussing the transition of the person with any other member of the institution.
89. Occupational health and/or counselling services should be available for the person to consult in confidence. Although counsellors may not have specialist expertise, they can provide emotional support at what can be a distressing and confusing period for the trans person.

90. It will be necessary to discuss the timetable the person wishes to follow in their transition. This will include the date for an announcement to the rest of the department or section, and the date when the person wants to make the social change. The initial meeting may also consider the dates of appointments that the member of staff or student has with doctors and specialists; the time when the person intends to start taking hormones; and a provisional date for surgery, if the person intends to undertake this. This will enable employers and course directors/tutors to ascertain any necessary arrangements for time off work or study.

91. The law recognises that someone who is undergoing a medical transition to their new gender may require substantial periods of time off work for treatment. Anyone in this position has the right to be treated in the same way as someone who is absent from work for reasons of sickness or injury. The institution should also be aware that the possible side-effects of medication may adversely affect work performance. Trans people may need reduced hours or duties for a temporary period when they return to work following surgery.

92. It can be helpful to draw up a plan setting out what has been agreed for the period of transition and thereafter. The implementation of the plan should be reviewed regularly and reassessed at each significant stage of the process, particularly if the process is not straightforward. The plan is a confidential document, and discussion should also take place to agree where copies should be kept and who should have access. The plan should include the following issues.

- Whether the person wants to stay in their current position or be redeployed.

- Whether a student wants to continue their programme of study, defer for a set amount of time or come to some other arrangement, such as part-time or distance learning.
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- The expected time scale of any medical and surgical procedures.

- The expected point or phase of change of name, personal details and gender.

- What time off will be required for treatment and/or possible side effects from any medication. At this point, if a student is on a professional programme or programmes with attendance requirements, it should be discussed how to minimise any disruption. Suggestions may include distance learning, intensive learning before/after treatment, adjustments to deadlines and assessments, online learning etc.

- Whether the member of staff or student wishes to inform line managers, coworkers and/or fellow students themselves, or would prefer this to be done for them.

- What amendments will be required to records and systems.

- Whether a trans person is adequately covered by existing policy on issues such as confidentiality, harassment and insurance, and if not, how these will be amended.

- Whether training or briefing of co-workers, fellow students or service users will be necessary, at what point and by whom this will be carried out.

Part seven – Discussing transition with others

93. Transitioning people, as they move outside the social standards for membership of one gender and begin to satisfy the social standards for membership of another, often cannot avoid challenging community standards about what is gender-appropriate self-identification, appearance or expression. Consequently, transitioning people may face a broad range of challenges in the workplace or learning environment. Universities or colleges who are supporting trans students or staff and managing the reactions of their co-workers or fellow students may have no idea how to respond to these challenges. The trans person may want to tell members of the department or faculty about the impending transition individually.

94. In agreement with the person, however, it may be useful to arrange a meeting with the department or faculty. Everyone the person works with or interacts with frequently at the university or placement could be invited, if this group is not too large. It is best not to discuss transition via email, although a letter (and this publication) could be circulated at the meeting. The individual should be free to choose whether they make an announcement themselves, or whether it is made for them by the welfare department, their trade union representative or management. It is important that a manager is seen to be supportive. It would be good practice for the manager to make it clear that the person who is transitioning is a valuable person and that they have the support of the department. The manager should also explain and reiterate the institution’s commitment to equal opportunities, and its policy on bullying and harassment. The manager should emphasise that, on a predetermined day, the person will have changed gender and should be addressed with their new name and using appropriate pronouns.
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95. There should be an opportunity for other members of staff to ask questions, either of the person hosting the meeting or, if they are comfortable, the person concerned.

96. It may be helpful to circulate some basic ground rules on showing respect for trans people. Some ideas are given in Annex C.

97. Training for other staff and colleagues may be helpful if staff or students are transitioning. This should be conducted in such a way as to ensure that participants are able to raise issues and concerns of their own, and it is paramount to ensure that they know what is expected of them.

98. When developing training programmes, especially when doing so in response to a member of staff or student transitioning, it is good practice to involve any trans staff or students in the planning and design phases, should they choose to be involved. Keep in mind that some trans staff or students may choose not to be publicly identified as such; when consulting, confidentiality is paramount until they indicate that they are comfortable being ‘out’.

Part eight – The day of transition

99. On the day of transition, managers, academic departments and academic support departments should ensure that everything is in place to avoid any contradictory information. Staff lists, student lists, class lists, organisational charts, databases, etc. should all be updated and circulated – omission or contradiction can be embarrassing.

100. A trans staff member should receive new identification and, if relevant, a new door sign. A trans student should receive a new identification card, name badges, library cards, student union cards, etc. The checklist at Annex D may be helpful.

101. If there are any informal social groups, it is important that these are inclusive. Work and study will return to normal quickly, but other students and university or college staff may be interested and curious about the person’s new identity.

102. The student welfare department should agree with the student the process for the day of transition. The department should liaise with academic and non-academic departments as well as the student union to ensure the pre-agreed plan is implemented smoothly.

103. If living in university- or college-owned and run halls of residence, and if required, the student should be relocated to suitable alternative accommodation on or before the day of transition.

104. The student union should ensure all records of the student are changed and that membership of gender-specific sports clubs and societies is handled with care and consideration.
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Part nine – Post-social transition support

105. It can take several years to transition fully to the opposite gender. During this time, the trans person will change. These changes depend on the nature of the transition, but there may well be further physical changes. The full transition will not be instantaneous and therefore it may be necessary to update photographic identification throughout this period.

106. Given the sensitivity of gender reassignment, there is always the possibility of media intrusion. It is helpful to have a prepared media strategy in place to respond to enquiries about an individual. In the interests of confidentiality, the name and specific post of the individual should not be revealed. If their identity becomes known to the media, it may be necessary to protect the individual with additional control measures such as redeployment away from contact with members of the public.

Part ten – Bullying, harassment and discrimination

107. Bullying, harassment and discrimination, whether direct or indirect, are unlawful and should not be tolerated in any institution, either by staff or students. Policies should protect the rights of the trans person to have dignity at work and in their studies. Examples of unlawful direct discrimination include:

- refusing to promote a member of staff who is trans

- refusing to support a member of staff or student who is trans

- deliberately excluding a trans person from any work or work-related activity on the grounds of their gender identity

- deliberately excluding a trans person from any study or study-related activity on the grounds of their gender identity

- dismissal of a trans person for reasons connected to their transition

- verbally or physically threatening a trans person

- spreading malicious gossip about that person

- refusing to associate with or ignoring someone because they are trans

- refusing to address the person in their acquired gender or to use their new name

- sexual harassment of a trans person

- revealing the trans status of a person to others, either by disclosing information to individuals or groups – in other words, ‘outing’ someone
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- not respecting a transition because the institution thinks the individual has not transitioned sufficiently to warrant change – institutions will not be able to claim ignorance or confusion about trans issues

- deliberately treating an individual who has transitioned in a different way from how they were treated before

- passing judgement on how convincing a trans person is in their acquired gender indefinite refusal to allow use of single-sex facilities appropriate to their gender after a reasonable transition period

- treating that person less favourably than others in regard to sickness or other absences refusing to acknowledge the rights of a trans person and failing to acknowledge that a transition has actually occurred.
108. Steps that can be taken to prevent harassment include:

- an effective and well communicated policy that explicitly covers gender identity
- training all staff and managers on the policy and their responsibilities under it

- making harassment a disciplinary offence

- monitoring the policy and its success regularly

- developing clear procedures for investigating complaints

- training staff involved in investigating complaints

- making sure that subcontractors, such as transport providers or catering staff, are aware of the university’s policy and are expected to abide by it.

Part eleven – Monitoring

109. There is no legal obligation to monitor gender identity for either staff or students, and very few institutions do so. But monitoring can help institutions to:

- learn more about the needs of staff and students

- keep an eye on discipline and grievance issues

- help trans staff and students feel more included

- support staff who want to be ‘out’ at work

- change the way people think, behave and work.
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110. A decision to monitor should be taken in consultation with trans staff and student groups and trade and student unions. If most trans people are opposed, this may suggest that more work needs to be done to make equality policies effective and to raise levels of confidence.

111. If monitoring gender identity does go ahead, it is recommended that the following steps are taken:

- ensure that any equal opportunities policy expressly covers trans staff and students so that they are confident about the framework in which they are operating

- be clear about why the information is being collected and how it will be used – only collect information that will be used

- be clear that all monitoring questions relating to gender identity are optional 

- ensure that the data are anonymous – build in additional safeguards where necessary.

112. Employers must explain how the information will be collected, who will process it, how it will be stored, and how it will be reported. If forms are to be posted back, they should go to one central address such as the head of human resources, not to local HR leads. Monitoring data should not be stored on people’s personal files. A good check on confidentiality is to map the flow of information from the person who supplies it to the final reporting stage: how many people work directly on the data, and how many other people have access to it. There should be as few steps in this chain as possible, and other people’s access should be prevented.

113. Sometimes monitoring can be conducted through a neutral organisation under a guarantee of anonymity. This can help to address concerns about confidentiality and therefore increase the response rate.

114. The Data Protection Act 1998 will not apply if the survey is anonymous and the data cannot be identified with individuals. If the information is not anonymous, the Data Protection Act regards it as ‘sensitive personal data’, which can be stored only if the individual gives their permission. This can be a box on the form to be ticked if permission is granted, provided the individual is reminded of their right to refuse to answer.

115. Many institutions already have a monitoring form for ethnic origin, disability and gender. But it is not advisable to add questions on gender history to existing monitoring forms if the forms include identifying information. Nor should diversity statistics be linked to IT-based personnel records that indicate grade or job title in a way that would identify the small number of trans staff or students. This is a particular problem when monitoring small numbers of people, or when breaking down information into smaller groups, such as particular grades or departments.
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116. Questions about gender identity should be free-standing, not part of questions on sexual orientation or gender. Being trans has nothing to do with who a person is attracted to. Nor is it appropriate to offer a choice between identifying as male, female or trans. Most trans people do not consider themselves to be a ‘third sex’ and may take offence at this suggestion.

117. People are more likely to respond positively if the form uses language they are comfortable with. Questions about language could form part of the preparatory consultation with trans staff and student groups. Descriptive questions may be the most appropriate.

1 Is your gender identity the same as the gender you were assigned at birth?

Yes/No

2 Do you live and work full time in the gender role opposite to that assigned at birth?

Yes/No

3 Do you feel able to discuss your gender identity with colleagues at work?

Yes/No/With some people, but not all

118. Low rates of return at the introduction of monitoring are quite likely. There may also be some ‘spoiled’ forms or even forms with abusive comments on them. If this does not improve over time, the institution might want to review its equality policy and its implementation. But if, in time, the university or college can demonstrate that it is really committed to building a trans-friendly workplace and learning environment, data will improve.
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Annex A – Suggested format for policy statement on equality for trans staff and students

This format is based on a Joint Agreement on Guidelines for Transgender Equality in Employment in Further Education Colleges between the Association of Colleges (AoC) and Association for College Management (ACM), Association of Teachers and Lecturers (ATL), GMB, National Association of Teachers in Further and Higher Education (NATFHE), Transport and General Workers’ Union (T&G), and Unison in July 2005.

The ‘college/the university’ recognises that there can be differences between physical sex and gender identity/expression. The ‘‘college/the university’’ will at no time discriminate against people on the grounds of transvestism, transsexualism, intersex conditions or any process of gender reassignment, begun or complete.

Where this policy refers to ‘trans people’ it has in mind people living with any of these identities. When it refers to ‘gender identity’ it covers both the fixed identity of people living in the gender of their birth and the more fluid identities of many trans people.

The ‘college/the university’ celebrates and values the diversity of its workforce, and believes that the ‘college/the university’ will benefit from employing trans people at all levels of responsibility, thus hoping to provide role models for students that identify as trans. The ‘college/the university’ will treat all employees and students with respect, and seek to provide a positive working and learning environment free from discrimination, harassment or victimisation.

The ‘college/the university’ undertakes the following:

- Students will not be denied access to courses, progression to other courses, or fair and equal treatment while on courses because of their gender identity.

- All areas of the curriculum will be checked to see that they do not rely on stereotypical assumptions, and that they contain no transphobic material.

- The ‘college/the university’ will respect the confidentiality of all trans staff and students and will not reveal information without the prior agreement of the individual.

- Staff will not be excluded from employment or promotion because of their gender identity. The ‘college/the university’ environment, in terms of its pictures, images, publicity materials, literature etc. will reflect the diversity of its staff and students.

- Transphobic abuse, harassment or bullying (name-calling/derogatory jokes, unacceptable or unwanted behaviour, intrusive questions) is a serious disciplinary offence and will be dealt with under the appropriate procedure.

- Transphobic propaganda, in the form of written materials, graffiti, music or speeches, will not be tolerated. The ‘college/the university’ undertakes to remove any such propaganda whenever it appears on the premises.
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- The ‘college/the university’ will provide a supportive environment for staff or students who wish it to be known that they are trans people. However, it is the right of the individual to choose whether they wish to be open about their gender identity in the ‘college/the university’. To ‘out’ someone, whether staff or student, without their permission is a form of harassment and, possibly, a criminal offence, and will be treated as such.

- The ‘college/the university’ welcomes and will provide appropriate facilities for trans student and staff groups. 

- Assumptions will not be made that partners of staff and students are always of the opposite sex. Whenever possible, workplace benefits will apply equally to same sex partners.

- Trans issues will be included in all equality training, internal attitudinal surveys, monitoring of complaints of harassment etc.
- In providing accommodation for students, special issues which may be raised by trans students will be treated sympathetically by the accommodation office. Staff and students undergoing medical and surgical procedures related to gender reassignment will receive positive support from the ‘college/the university’ to meet their particular needs during this period.

- The ‘college/the university’ recognises that trans staff and students come from diverse backgrounds, and will strive to ensure that they do not face discrimination either on the grounds of their gender identity or with regard to other aspects of their identity (race, age, religion, disability).
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Annex B – An example of the transition process

1. Person identifies that their physical gender is not their actual gender

2. Person is diagnosed with gender dysphoria

3. Person has to live for a minimum of two years in their chosen gender – person agrees with institution/employer to begin living in their chosen gender

4. Person begins hormone treatment and surgery

5. Person applies for Gender Recognition Certificate

6. Gender Recognition Certificate awarded

7. Person is now legally their chosen gender – all documents and references must be changed

Annex C – Trans respect

The following points may be helpful for working colleagues and fellow students as informal guidelines on how to treat people transitioning.

- Think of the person as being the gender they want you to think of them as.

- Use the name and pronoun that the person asks you to. If you aren’t sure what the right pronoun is, ask. If you make a mistake with pronouns, correct yourself and move on. Don’t make a big deal out of it.

- Respect people’s privacy. Don’t ask what their ‘real’ or ‘birth’ name is. Trans people are often sensitive about revealing information about their past, especially if they think it might colour how they are perceived in the present.

- Similarly, respect their privacy with identity and other personal documents that might have their old name on them.

- Respect people’s boundaries. If you want to ask a personal question, first ask if it’s ok to do so. Personal questions include anything to do with one’s sex life, anatomy (not just genitalia) and relationship status – past, present or future. Questions such as ‘Are you on hormones?’ can be considered personal.

- Listen to the person, and how they want to be treated and referred to.
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Annex D – Checklist to consider when discussing a student or staff member’s transition

1. What will be the timetable of transition? What will be the date for name changes, use of facilities (toilets, changing rooms), change of records?

Name change

2. Which identification cards/name badges will need to be changed?

- university ID card

- library card

- student union card

- National Union of Students card

- club and society cards

- volunteer/mentor ID badges

- trade union membership badge

- professional/learned body membership cards

- fitness centre/gym membership card

- accommodation access card

- catering/food meal card

- placement ID cards

- course representative card.

3. Which documents and materials need to be replaced or altered? 

- online records, e-portfolio/record of achievements, academic biographies

- all student/staff records and databases, enrolment forms, finance records 

- programme and module lists

- personal tutor records

- welfare/disability/counselling records
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- volunteering and mentoring records

- course representative posters and contact details

- committee minutes and records, e.g. boards of study, academic boards
- certificates, e.g. council tax exemption, training attendance, degree

- club and society membership records

- payroll (and banking details)

- pension: death in service and dependents’ benefits

- insurance policies

- student loan company/local education authority.

Process

4. Who will inform:

- programme teams?

- students and other colleagues?

- support departments (finance, student records, accommodation, etc.)?

- work placement providers, volunteer placements?

- committee chairs/secretaries?

- club and society members?

5. If the student/staff member is, or will be, undergoing surgery, do they know when this will be?

6. If the student/staff member requires time off for surgery and recovery what process/support/adjustments are needed to ensure the student/staff member remains on their programme of study/in employment, or can return when they have recovered?

7. Are there any professional requirements or attendance requirements that may be affected by the person’s absence for medical treatment? For example, 80% attendance rates, or number of hours in a school or on a hospital placement? How will students be supported to ensure they can complete their programme of study on time?
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Training

8. Will there be a need to arrange training?

9. Who should be trained, e.g. cleaners, catering staff, academic staff, finance staff, fellow students or colleagues?

10. Who will deliver this training (welfare department, trans people)?

11. What will the training cover?

12. Will the student/staff member be involved to share their experience and expectations?

Genuine occupational qualification

13. Are there any genuine occupational qualification (GOQ) requirements during the student’s programme of study or staff member’s work, e.g. counselling, social care, NHS, charities, schools?

14. Are there any GOQ requirements on volunteer placements or work-based learning, e.g. women’s refuges, rape crisis centres?

Ceremonies

15. During awards ceremonies (volunteer/mentor awards, sports and societies awards, etc.), what name will be used if a GRC has not yet been granted or the person’s name has not been changed legally?

16. During a degree ceremony, what name will be used if a GRC has not yet been granted or the person’s name has not been changed legally (on certificate, in ceremony programmes, name read out, etc.)?

Discrimination and harassment

17. Are there clear guidelines and processes to deal with direct or indirect discrimination, victimisation or harassment of a trans student or member of staff?
18. Are there clear processes to deal with discrimination on work placements?

19. How is the student made aware of these processes?

20. How are members of staff, other students, and work placement providers and contractors made aware of their responsibilities?
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Annex E – Indicators of successful policies

As part of the Gender Equality Duty, HEIs will need to assess their progress on policies. The following are suggested indicators for successful policies:

- trans people feel supported and valued as employees/students

- trans employees and trainees undergoing transition are retained as valued members of staff

- trans students undergoing transition are able to complete their programme of study barriers to the recruitment and retention of trans staff and students have been identified and removed

- a clear and workable policy for dealing with harassment of trans staff and students

- support mechanisms exist to protect the health and welfare of trans people in higher education
- establishment of group/s providing a voice for trans staff and students

- evidence that the institution promotes and maintains a culture of respect for the dignity of individuals and difference

- appropriate protocols for management of sensitive and confidential information about a person’s trans status

- practical matters related to transition such as access to changing and toilet facilities are resolved quickly and respectfully

- curriculum provision includes positive images of trans people and are not based on stereotypical assumptions.
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Annex F – Useful addresses, publications and websites

General UK Organisations

The Gender Trust

www.gendertrust.org.uk
The Trust is recognised as an authoritative centre for professional people who encounter gender identity-related issues in the course of their work. In particular, this group includes employers, human resources officers, health workers and information services.

Press for Change

www.pfc.org.uk
Press for Change is a political lobbying and educational organisation that campaigns to achieve equal civil rights and liberties for all transgender people in the UK through legislation and social change.

The Gender Identity and Research and Education Society

www.gires.org.uk
GIRES initiates, promotes and supports research, particularly to address the needs of those in whom there is a strong and ongoing desire to live and be accepted in the gender in which they identify, although different from that assigned at birth.

Beaumont Society

www.beaumontsociety.org.uk
As well as being a support network, the Society promotes better understanding of the conditions of transgender, transvestism and gender dysphoria. 

Trades Union Congress

www.tuc.org.uk/equality/tuc-11663-f0.pdf
The TUC has developed a comprehensive guide to addressing LGBT issues in a trade union context.

Unison

www.unison.org.uk/file/A3226.doc
Unison has a factsheet on bargaining for transgender workers, which contains many helpful suggestions.

University and College Union

The page listing LGBT resources is at www.ucu.org.uk/index.cfm?articleid=2310
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National Union of Students

www.officeronline.co.uk/lgbt/
The National Union of Students has a dedicated Lesbian, Gay, Bisexual, and Trans Campaign: lgbt@nus.org.uk
Legislation

Sex Discrimination Act

Sex Discrimination (Gender Reassignment) Regulations 1999

Disability Discrimination Act 1995

Gender Recognition Panel

Meeting the Gender Duty for Transsexual staff: Guidance for GB Public Authorities
All legislation on this subject can also be accessed through ECU’s website,

www.ecu.ac.uk, where further information on equality and diversity issues is available.

Support for transsexual people and further information

www.transgenderzone.com
An online resource that covers all aspects of transgender issues, including a section specifically for female-to-male transsexual people.

Department of Health/NHS publication, A Guide for Young Trans People in the

UK.
www.mermaids.freeuk.com
Support and information for children and teenagers who are trying to cope with gender identity issues, and for their families and carers.

www.depend.org.uk
An organisation offering free, confidential and non-judgmental advice, information and support to all family members, partners, spouses and friends of trans people.

www.genderedintelligence.co.uk
A company that delivers arts programmes, creative workshops and trans awareness training.

The Gender Trust National Helpline: 0845 231 0505
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