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1.
Introduction

1.1
This policy relates to the employment and management of Royal Greenwich employees who identify themselves as transsexual or transgender, and may be intending to undergo, are undergoing or have undergone gender reassignment. 

1.2 This policy supports the commitment of Royal Greenwich to promote equality in the provision of services and in employment, and to recruit and retain a diverse workforce that is representative of the community it serves. 

1.3
Detailed support from HR can be provided to both the manager and employee on being informed about gender reassignment. 

2.
Definitions
2.1
The following definitions may help to avoid any confusion. 

2.2     Gender Dysphoria is a condition where people are unhappy with their birth gender.
2.3
A transgender person is someone who feels a desire to live in the gender role of their choice but has not undergone or intends to undergo genital surgery. Like a transsexual person, transgender people may decide to undergo hormone therapy and/or cosmetic surgery. Transgender is also used as an umbrella term to include transsexual people, transvestites, drag kings/ queens and cross-dressers. Transgender is the state of one’s gender identity or gender expression and is independent of sexual orientation. See the section on further information for a more detailed definition. 
2.4
A transsexual person is someone who proposes to, has started or has completed a process to change his or her gender.  Transsexual people have a consistent and overwhelming desire to transition and fulfil their life as a member of the opposite gender.  Many transsexual people actively desire and complete gender reassignment surgery.. 

2.5
Gender Reassignment is the process where under medical supervision, the purpose of reassigning a person’s sex by changing physiological or other characteristics of sex is undertaken.  This may include counselling, hormone treatment or surgery. 

2.6
A Gender Recognition Certificate allows someone to legally change their gender assigned to them at birth. Applicants must be 18 or over, be diagnosed with gender dysphoria, have lived in new gender for 2 years and intend to continue living in their new gender. 
3.
Transsexuals and gender reassignment
3.1 Transsexual people are those who decide to adopt a different gender to that assigned at birth because they do not feel that their gender identity matches that assigned to them. Gender reassignment is the process of changing to the new gender identity. This may involve surgical treatment but some transsexual people will not undergo surgery for personal reasons, such as age, health or finance. The process of gender reassignment will normally involve a period of at least one year when the transsexual person must live and work in the gender to which they is reassigning (the "real life test") and hormone treatment. If the person decides to undergo surgery, this will follow the real life test.
3.2
The gender Recognition Act 2004 allows transsexual people who have undergone gender reassignment to apply for a gender recognition certificate. When a full gender recognition certificate has been issued, the person is considered to be of the acquired gender. There is no obligation on an individual to apply for a gender recognition certificate and there may be good personal reasons, such as an existing marriage, why someone has not applied for one.
4.
Protection from Discrimination
4.1
There are special laws protecting the privacy of someone who has a gender recognition certificate and this must never be disclosed without that person's consent. The Act makes the disclosure of an individual’s status to a third party, without prior consent, a criminal act. Where negligence is proven, an employee will be personally liable and may have to pay a fine. An employee in possession of either a certificate or disclosure information must therefore always check first with the individual employee and with Human Resources before giving to a third party. 
4.2
The Equality Act 2010 makes it unlawful to treat someone less favourably than other people in relation to employment or vocational training on grounds that they propose to, starts or has completed a process to change their gender. It is no longer necessary for the individual to be under medical supervision to be protected, so it is sufficient if they decide to live as a member of the opposite sex but does not undergo any medical procedures. The protection applies whether or not the individual has a gender recognition certificate. Harassment or bullying on grounds of gender reassignment is unlawful discrimination.

4.3
An employee who discriminates against another employee on grounds of gender reassignment will be dealt with under the Procedure for Managing Discipline. Unacceptable behaviour such as intrusive questions, trying to ‘out’ an employee, name calling or derogatory jokes will not be tolerated. 
5.
Employment 
5.1
It will not normally be necessary for Royal Greenwich to be made aware of the gender history of an employee who has undergone gender reassignment. If it becomes aware of information relating to an employee's gender history, it will keep this information confidential. It will not disclose information about an employee's gender history to a third party without the employee's consent. Any records that Royal Greenwich needs to keep that relate to an employee's previous gender, for example relevant qualifications in a previous name, will be kept confidential. When Royal Greenwich no longer needs to keep these records, it will destroy them.

5.2
The gender history of an employee with a gender recognition certificate will never be relevant to employment decisions. An employee with a gender recognition certificate will be treated in accordance with their acquired gender for all employment benefits including pensions and insurance.

5.3
An employee who has undergone gender reassignment but does not have a gender recognition certificate may be required to disclose their gender history for insurance or pension purposes. This information will be passed only to those people who require it for these purposes, with the consent of the employee  and will be kept confidential.

6.
Dealing with a transition
6.1 Royal Greenwich will be supportive of any employee who expresses an intention to undergo gender reassignment and will work with them to try to ensure as smooth a transition at work as possible. 

6.2 Consideration will be given to whether the employee wishes to stay in the same job and location or, if possible, to move post and/or location. 
6.3 The employee may require time off for medical or other treatment. Time off for these purposes will be treated no less favourably than time off for illness or other medical appointments.

6.4
Change of social gender: Consideration will be given to:

· when the employee expects to change name and to start presenting at work in the new gender
· how work colleagues and clients are to be informed of the change
· whether the employee wishes to inform colleagues and clients of the change or have someone from Royal Greenwich do this
· what information or training is to be given to managers and work colleagues
6.5
Dress codes: If there is a dress code applying to the job done by the employee consideration will be given to what, if any, flexibility may be required to accommodate the transition.
6.6
Single Sex facilities: An employee who has undergone gender reassignment should have access to ‘men only’ and ‘women only’ areas such as changing rooms and toilets, according to the gender in which they present. It is not acceptable to restrict them to using disabled toilets or other unisex facilities.

6.7 Records: Consideration will be given to changes to records and systems that may be needed. After gender reassignment has been completed, records relating to the transition will be destroyed. Human Resources will ensure that new name and if appropriate gender is changed on all relevant records. Any references provided should use the appropriate pronoun with no reference to the person’s former name or gender. 
7.
Specific challenges at work
7.1
Transgender persons can suffer from discrimination in the area of employment because of prejudice, ignorance and less tolerance about being transgender. Common stereotypes about transgender people (for example men being in macho professions with deep voices then becoming feminine women) do not help and downgrades the seriousness of gender dysphoria encouraging instead mocking behaviour by fellow workers. If this goes unchecked, this will often lead to the employee wanting to move or resign. 
7.2
The percentage of the population that are transgender is incredibly small and therefore anyone in a work environment that is known to be transgender becomes high profile (often talked about and looked at). This attention is something that the transgender person has to deal with on a daily basis until their change or appearance is accepted as normal. 
7.3
Despite improvements in surgery, it may be possible to still identity the original gender so the transgender employee may never completely obtain the physical change they desire. This means that a supportive environment is essential where acceptance of different gender by other staff cannot be compelled on the basis of physical appearance alone.   
U anti-discrimination law prohibits discrimination on the basis of sex in the workplace. The

8.
Further Information
8.1 Please contact Human Resources for further information or specific support if an employee wishes to undergo gender reassignment.

8.2 Helpful information is available on the following websites: 
· The Gender Trust: http://gendertrust.org.uk
· Equality  and Human Rights Commission at: http://www.equalityhumanrights.com/advice-and-guidance
· The Beaumont Society: http://www.beaumontsociety.org.uk
8.3
Wikipedia provides a full detailed definition of Transgender and other terms referred to.
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