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Background

In researching how to support transgender staff it has become apparent
that although good progress is now being made in the recognition and
protection of transgender staff there is still a fair way to go before
discrimination is eradicated and even top named stores failing to protect
their trans workforce.

The case against Primark this year where a trans employee successfully
sued them for constructive dismissal due to being harassed for being
transgender and winning with the judge commenting on their lack of robust
policy and supportive measures is a timely reminder to us all.

A recent research by the LGBT Network OUTstanding took a look at the
top firms of the FTSE 100 and concluded that a large majority of these
firms failed to demonstrate a commitment to LGBT staff in the workplace
and in particular Transgender staff. They found that 99% had highlighted
Diversity as an important policy but 80% neglected to mention non-
discrimination policies for Transgender staff and 47% also failed to
reference policies for LGB employees.



Experiences of Trans People

Some of the health inequalities commonly experienced by trans people:

= 81% of people surveyed have suffered from silent harassment*

= 84% have experienced suicidal thoughts*

= 53% have self-harmed*

=  36% have experienced major depression*

= 12% have been physically attacked by a colleague or customer**
= 51% have hidden their identity at work for fear of discrimination**

= 25% have experienced homelessness**

* Trans Mental Health Study, 2012
**  Stonewall LGBT in Britain, Trans Report, 2018



LGBT Staff Survey 2018

In the survey we asked if staff had suffered any negative behaviours
from colleagues and patients...
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We also asked how ‘open’ people felt they could be at work...
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Sample size: 443 Sample size: 19




Questions
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Recruitment and Retention

= Be thought of as a ‘Good Employer’ within the trans community.
= Attract applications from suitably trans job seekers.

= Ensure that the recruitment process do not present barriers to trans
applicants.

= Ensure that recruiting managers respond to and address trans candidates
appropriately.

= Show the benefits of having an inclusive workforce.

* Include a statement of your values.

= Be aware that LGB issues are not necessarily the same as trans issues.
= Make your policies available.

= Encourage your networks to write about what they are doing.



Interviews

= Recruiting managers should receive refresher training on best
practice and be able to sell the benefits of the job in supporting trans
employees.

= Candidates may not wish to disclose their trans status at interview
and it is not a question that should be asked.

= |f at interview the candidate discloses their intention to transition.
= Thank them for their openness.

= Explain that if they are successful in getting the job then the
employer will support the individual.

= All offers of employment involve identity and documentation checks.
|deally trans candidates should have access to a nominated person
in Human Resources who is knowledgeable and able to deal with
the documentation sensitively.



Disclosure Iin Service

= The lead should come from the individual whether their trans status is
discussed reference to the appropriate Dignity at Work Policy.

= Revealing that someone is trans (‘outing them’) could place the organisation of risk of
discrimination and violate their rights to privacy. This may be an offence under the Gender
Recognition Act 2004.

= Trans staff should have an option to talk with who ever they are most comfortable with this
could be their line manager or even a union representative.

=  Workplace bullying is common and many trans staff can experience this on a daily basis in
a direct, indirect and even unintentional way.

= Currently there is a knowledge deficit in specific trans training to Human Resource people.

= Work based champions (trans specific) and staff networks significantly improve the
inclusion of trans employees.

= Having trans specific policies in place to support staff.



Transitioning

= Because of the general lack of awareness in relation to gender identity issues
in the workplace, it can be difficult for someone to approach their manager to tell
them that they are planning to transition.

= The process should be led by the individual as much as possible.
= Listen, show levels of support, and discuss levels of confidentiality.
= Agree to work in partnership and take advice from Human Resources colleagues.

= Agree with a member of staff what steps need to be taken before, during and after their
transition.

= Make an action plan i.e. Memorandum of Understanding. Suggest a series of review
meetings.

= Transitioning can be social or need medical intervention.

= Atrusting and open relationship between the trans employee and the manager and
Human Resources is really important.

= Records and systems what needs to be changed and when will this happen.



Transitioning

= What happens to old records?

= Payroll and national insurance numbers

= Diversity training for staff

=  Communication of the change. Using correct pronouns
= Use of facilities

= Medical absences from work

= Short term job change

= Health and wellbeing

= Uniforms and name badges

= Protection taking time of work to transition



Barriers and Challenges

Lack of knowledge on the part of the employers

= Insufficient Line manager confidence

= Persisting stigma around trans issues

= Trans employees bear the burden of driving the process forward
= Practical consideration , toilets, uniform and name badges

= Policies

= Educating the workforce



Words that are
TRANSPHOBIC and WHY

Transphobia: The fear or hatred of transgender people or people who are perceived as not meeting society’s ex-
pectations around gender roles, identities, and presentations. Transphobia is closely linked with homophobia and
biphobia.

’
You’re such a Tranny. That person doesn’t really look
Whether or not someone identifies as Trans, calling them H
a "Tranny” can be extremely offensive. This may be a Ilke ama n/W0ma n.
term that people within the community use and reclaim What does it mean to look like a man or.a woman? There are no set
for themselves, but it should not be used as a joke or criteria. It also should not be assumed that all Trans men strive to be
without consent. masculine or that all Trans women want to be feminine, or that all

Trans people want to look like men or women.Gender presentation

is fluid and distinct from gender identity, and all forms of gender ex-
pression deserve affirmation.
& 1

‘What is your REAL name? |
‘'mean the one you were given
Why would you transition if at birth.
. . This implies the person’s gender identity and
you‘re going to be gay?

chosen name are not “real” and perpetuates the
4 idea of Trans people as deceptive. It removes

Gender identity and sexual orientation are two sepa- agency and any right to make decisions for them-

rate aspects of one’s identity. This question demon-

strates how heterosexuality is more valued in our so-

selves, and is incredibly invalidating. It presumes a
G ight imate information, di rds privacy,
ciety, and reinforces homophobia and heterosexism. right tgimate 3 PISORICS pIVac,

and places Trans lives on public display.

4

Calling someone “it” or “He-She” is {

demeaning and does not validate their i

identity or respect them as a person. 'Askmg others about
Transperson’s identity,
or offering information about

. someone.
US' ng th e Wro ng pronou ns or L ing someone about another person’s identity is inappropriate. Ask

. . f If iy i
making assumptions about Tl (s setered sonouns, s them drecty o0
others’ gender identities. \

\
It is vital that we respect the names and pronouns that

people prefer. It is impossible to know without asking.

If you are not sure, ask: “What are your preferred pro-

nouns?”

What are you REALLY? Have
you had surgery? If not then

1]
For more information you'renotreallya .
contact the UC Davis LGBT Asking anyone personal questions about their bodies and/or surger-
Resource Center ies is invasive and inappropriate. We don‘t ask non-Trans people

what is under their clothes; we shouldn’t ask Trans people either.

Igbtrc.ucdavis.edu
phone: 530.752.2452




Good Practice

= Policy and guidance documentation in place

= Guidance for call takers already available

= Principles of the z-card also applies to our own staff
= Gender neutral toilet facilities

= Awareness raising — let’'s get people talking about it!
= Badges (National and London examples)

= Pronouns on email signatures



Policy and Guidance
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call Taker Guidance for Transgender Callers
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Our New Z-Card

Terminology

@; Health Inequalities
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Supporting Trans People Good Practice

Clinical Presentations



Power of the Badges

‘I am proud to wear the National
Ambulance LGBT network badge as part
of my uniform, a small symbol that
mainly goes unnoticed but to those
whom it represents understanding, it has
proved to be a life saver on two
occasions. | have had first hand
experience with two patients struggling
with gender identity and sexual
orientation in acute mental health crisis
and attempting suicide, they noticed the
badge and opened up about how they
were feeling. As a direct result of this,
better care was able to be provided.’



How LGBT Networks Can Support

= Example of pack being developed
with staff in Yorkshire

= Availability of support from
informed people

= Making linked with local trans
support groups — there are many!

= Attending events and telling trans
communities we care about them

Trans* Awareness

Simon Davies, Clinical Team Leader, 1 June 2016

South East Coast Ambul
ance
NHS Foundation Trust

lance Service !HIE
London Ambu NHS Trust

Improving Trans and Gender
Neutrality Awareness

Ewings/Jules Lockett

NALGBT/LAS LGBT Lee Hyett-PowelllNex




How LGBT Networks Can Support




Engagement and Events







