CAMBRIDGESHIRE FIRE AND RESCUE SERVICE

GUIDELINES ON PROMOTING EQUALITY AND DIVERSITY
Transsexual People in the Workplace 
Aim 

The aim of these guidelines is to enable managers and Human Resources, Occupational Health and Welfare Advisers to support staff who have either changed their gender identity before joining the Service or who are changing their gender identity during the course of their employment.   
These guidelines also provide useful background information for all employees who wish to expand their understanding of diversity and equality and should be read in conjunction with the Service’s Equality and Diversity Policy and guidelines on other aspects of diversity.
What is Transsexualism?  

Transsexualism, also known as gender dysphoria, is a consistent and overwhelming desire to live and be accepted as a member of the sex opposite to that allocated at birth.  Gender dysphoria is a recognised medical condition for which treatment is available both privately and though the UK National Health Service.  Estimates vary but perhaps one man in every 12,000 feels he is a woman.  The proportion of women who feel that they are men is smaller, but they too are convinced that their birth gender does not match their gender identity.  Transsexual people may change their name and identity to live in the acquired gender.  Some take hormones and cosmetic treatments to alter their appearance and physical characteristics.  Some undergo surgery to change their bodies to conform more to the acquired gender.   
Regulations and Protection from Discrimination 

The Sex Discrimination (Gender Reassignment) Regulations 1999 (the Regulations) prohibit discrimination on grounds of gender reassignment in employment and vocational training.  It is unlawful discrimination to treat a person less favourably than another (including harassment) on the grounds that the person intends to undergo, is undergoing or has undergone gender reassignment (see guidelines on Nature of Discrimination). 
Where a job applicant or employee intends to undergo gender reassignment, the Regulations cover them from the moment they inform their employer/prospective employer of the intention to commence gender reassignment.  The Act expressly makes it unlawful to treat an employee less favourably because of his/her absence due to undergoing gender reassignment than an individual would be if the absence was due to sickness or injury.  

Terminology

Sometimes transsexual people refer to themselves as transgender – a broader term that includes people temporarily changing their gender and appearance e.g. transvestites and cross-dressers as well as transsexual people.  Throughout these guidelines the terms transsexual person or people, transsexual, transsexualism and gender reassignment are used.  Some transsexual people find the terms transsexuality and sex change unacceptable.  

Confidentiality 

Many people want to keep their transsexual status as private as possible whilst others may be willing to discuss it either in confidence or openly.  It is important that the staff member’s personal privacy is not breached and that personal information about them is kept in accordance with data protection principles. 

There is no general obligation for a transsexual person to disclose their status to an employer or prospective employer.  Where the person passes well in their gender role and has changed gender identity and gone through surgery some years before, it is likely that other members of staff will be unaware that they are a transsexual person.  In such a situation it would not be necessary for a manager (even if he/she were aware of the situation) to tell work colleagues.  

If someone is changing their gender identity during the course of their employment then colleagues will need to be informed. 

Changing Gender Identity - Issues likely to Arise at Work
Absence from Work

Employers must treat absence for gender reassignment treatment in the same way as sick leave.  The extent of any surgical procedures will vary according to the needs of the individual.  Minor surgical procedures, like reduction of Adam’s apple,   may require less than two weeks absence from work but gender reassignment surgery is likely to require a minimum of two to three months recovery period.  The timetable and processes of surgery may differ from person to person and according to whether the person is changing from female to male or male to female.  

Medical Appointments 

While going through the process of gender reassignment an individual may need to attend medical appointments and the usual policy for taking time off should be followed.  Normal sick pay arrangements should apply when the individual needs to be absent for treatment or surgery. 

Uniform and Corporate Work Wear

An employee who is in the process of changing their gender identity may require new PPE, uniform or corporate work wear.  Managers should ensure that where PPE or uniform is required, the individual has the opportunity to be measured individually at a time and place with which they are comfortable.  This may require a specific request to PPE /uniform providers and a departure from the normal PPE/uniform fitting procedures.  Individuals requiring new corporate work wear should be given any new uniform as early as possible in order for them to try it on and become comfortable wearing it.  Managers and those responsible for provision and fitting of PPE/uniform/corporate work wear should be prepared to support individuals in this situation with understanding and sensitivity. 

Toilets
A common issue raised in workplaces is the use of toilet facilities.  It should be established that once the individual begins the process of changing their gender identity that they will use the toilet appropriate to their new gender role and every effort should be made to deal with any concerns among staff.  It is not acceptable to insist that a transsexual person use the facilities of their birth sex or the disabled toilet, which could amount to unlawful discrimination.  

Shower/Changing Facilities 

There are separate toilet, changing and shower facilities for women on some fire stations while other facilities are unisex.  Both provide privacy for women (including those who have become women by gender reassignment).  However on some fire stations shower and changing facilities are still communal for men (including those who have become men by gender reassignment) and are not private.  Transsexual men should be able to use the appropriate communal facilities or should be offered the option of individual and private facilities if required.  

Planning for Gender Identity Change at Work 
Support for Individual 

The Service will be as supportive as possible to individuals going through gender reassignment but the individual’s co-operation will be needed to manage the transition appropriately.  The first step should be to identify with the individual who they would like as their main point of Service contact.  This will be the manager/adviser managing the transition from the Service perspective and might be a line manager, Human Resources or Diversity Adviser, Occupational Health or Welfare Adviser.  Gender transition demands a great deal from the person experiencing it and usually creates a tremendous emotional burden which may manifest itself as anxiety, aggression, depression or inability to mix socially.  It is important for a manager to recognise the stress under which a person is likely to be living and appreciate that this may be resolved as transition proceeds. 
Informing Colleagues 

Generally, colleagues working directly with the individual need to be informed as a group at the one time (e.g. at a team briefing or meeting).  The aim should be that everyone involved attends but if this is not possible, absent staff need to be informed in a structured way that has the agreement of the individual changing their gender identity.   

The individual may prefer not to be at the meeting when this happens or may feel comfortable imparting the information themselves.    
Planning Together

It is important that an initial discussion between the individual going through gender change and their Service contact includes a written action plan and agreement for managing the transition at work.  This might include how to inform colleagues, agreeing a date for changing gender role and managing the transition at work.  Action plans should be maintained confidentially.  Both parties need to be flexible about the exact date of changing gender identity at work.  The following must be in place prior to the change: 

· Briefing sessions for staff complete

· Changes to name badge, name on locker/office door etc. and HR record updates must all be complete.  (It is preferable to create a new record/PRF rather than update previous ones).  
Change of Name 
All members of staff must refer to the transsexual person by their chosen name and use of personal pronouns should be appropriate to their new gender identity.
Managing Staff Reaction 
Managers need to be prepared to identify and deal promptly with any genuine concerns and questions raised by staff on issues of transsexualism.  However, there may still be people who respond in an unhelpful way.  This should be discussed with the transsexual person concerned and they should be consulted as to how they would prefer this to be managed, if it happens.  

Harassment 

Any incidents of harassment, bullying or victimisation should be dealt with in accordance with the Service’s policy and procedure on Preventing Bullying and Harassment. 
Frequently Asked Questions 

Q.  I am planning to tell my manager that I am about to undergo gender reassignment.  I am worried about his, and my colleagues’ reaction.  What can I do?

A.  Despite the legal protection from discrimination your transsexualism will probably be a new and unusual issue for your employer and colleagues to deal with.   However you are entitled to expect your employer to deal with the matter fairly, sensitively using the Services guidelines to help him.  Your manager should respect your wishes regarding medical and personal confidentiality.  Because the situation is likely to be novel, be prepared to work with your manager and/or Service contact to plan the transition. 
You can get support from one of the organisations listed below as well as from the Service Welfare Adviser, Occupational Health Adviser or your Human Resources Adviser.  

Q.  One of my staff has just informed me that they intend to change gender and will need a lot of time off for hospital appointments.  I have never had to deal with this before.  How do I handle it? 

A.  Make sure you know the Service’s policy on gender reassignment (see Equality and Diversity Policy and guidelines on Transsexualism).  Their absence for medical surgery or treatment should be dealt with through the normal policy for sick leave, time off for medical appointments etc.  Seek advice from you Human Resources Adviser or Diversity Adviser about other issues you might have to consider and be prepared to work with the individual going through gender transition.    
Q.  I am being harassed at work because my colleagues have found out that I am a transsexual person.  What can I do? 

A.  Harassment on grounds of past gender reassignment is unlawful.  Get some support from a friend or trade union representative and use the Service procedures on Resolving Incidents of Bullying or Harassment.  If informal approaches don’t work you can make a formal complaint.  
Legislation/Regulation/Reference Source

The Sex Discrimination (Gender Reassignment) Regulations 1999

Transsexualism – a Guide for Employers (The Gender Trust)  

Further Information 
www.gendertrust.org.uk
www.fbulgbt.org.uk
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