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What does the acronym quiltbag mean? 
 

Questioning/Queer 
Unidentified/Undecided 
Intersex 
Lesbian 
Trans*  
Bisexual 
Asexual/Ally 
Genderqueer/Gay 
 

 
Our Vision 
“Safer and healthier communities across the UK where everyone 
recognises the Fire and Rescue Service brand as truly inclusive and 
enabling to freely be themselves, without fear” 
 
 
Copyright © 2015 quiltbag. 
Published 25th October 2015 
 
All rights reserved. No part of this publication may be reproduced, stored in a retrieval 
system, or transmitted in any form or by any means (electronic, mechanical, photocopying, 
recording or otherwise) without the prior written permission of the copyright owner. 
 
Applications for reproduction should be made in writing to: 
quiltbag, No 4 Park Tolvean, Redruth, Cornwall, TR15 2SR 

quiltbag, the UK Fire and Rescue Service sexual and/or 

gender identity support network emphasises that we support 

all self-identities of sexual and/or gender identity. This 

further includes but is not limited to gender neutral, 

pansexual, pan-gender polygender, third gender and 

neutrois. 

We do not tell anyone how they should identify; that is their 

personal choice. 

 



 

3 
 

Trans* Inclusion 
 

 

Guidance for Fire and 

Rescue Services 
 

 

 

 

 

 

 

 

 

 

 

 

Embedding trans*, gender identity and 

intersex inclusiveness (at work and in 

our communities) for staff, authority  

members, volunteers, cadets, 

service users, visitors…….. 

 

 

 

By Katie Cornhill 

 



 

4 
 

1. Contents 
 

1. Contents pages        4 - 6 

 

2. Foreword         7 - 8 

 

3. Acknowledgements        9 - 11 

 

4. About this guide        12 - 17 

 

5. Introduction         18 - 20 

 

6. Aims and objectives of a policy      21 - 23 

  

7. Training, knowledge and understanding     24 - 27 

. 

7.1.     Our language       25 - 26 

 

7.2.     Awareness training examples     26 - 27 

 

8. Mentoring and Coaching       28 - 30 

 

9. Gender Reassignment       31 - 41 

 

9.1.     Case Study 1       33 - 35 

 

 9.2. Trans* and being ‘on the run’     36 

 

 9.3 Case study 2        37 - 39 

  

 9.4.     The process of Gender reassignment    39 - 41 

 

10. Intersex         42 - 44 

 

11. The Legal Framework       45 - 52 

 

11.1. The Equality Act 2010      45 - 47 

 

11.2. The Data Protection Act 1998     47 - 48 

 

11.3. The Gender Recognition Act 2004    48 - 50 

 

11.4. The Marriage (Same Sex Couples) Act 2013   50 - 51 

 



 

5 
 

11.5. The Human Rights Act 1998     51 

 

11.6.   The education sector      51 - 52 

 

12. Recruitment and selection       53 - 55 

 

13. Responsibilities of Managers      56 - 67 

 

 13.1.   Shared statement of understanding    58 - 62 

 

 13.2.   Building Relationships and becoming an  ally   62 - 63 

 

 13.3. Case Study 3       64 - 66 

 

 13.4.   Domestic abuse and violence     66 - 67 

 

14. Use of single sex/non-binary facilities     68 - 70 

 

15. Occupational Health and Welfare      71 - 77 

 

 15.1.   Mental health       72 

 

 15.2.   Fitness testing       73  

 

 15.3. Impact on policies       73 - 74   

 

 15.4. Being trans* and having a learning disability   74 - 75 

 

 15.5. Occupational requirements      76 

 

16. Dress code, time off and communicating     77 - 80 

 

 16.1. Dress code and appearance     77 

 

16.2. Time off        78 

 

16.3. Communications with colleagues     78 - 79 

 

17. Records and confidentiality      81 - 82 

 

18. Pensions, national insurance, tax and social security benefits  83 

 

19. Being trans* and having a faith      84 - 96 

 



 

6 
 

 19.1. Sikhism        85 - 87 

 

 19.2.   Judaism        87 - 88 

 

 19.3.   Paganism        89 - 90 

 

 19.4.   Christianity        90 - 92 

 

 19.5. Humanism        92 - 93 

 

 19.6. Islam         93 - 94 

 

 19.7. Hinduism        95 - 96 

 

20. BAME and being trans*       97 - 98 

 

21. Stonewall – trans* inclusion      99 - 100 

 

22. Media support        101 

 

23. Conclusion         102 - 103 

 

24. Terminology         104 - 110 

 

25. Support.         111 - 117 

 

25.1.   Groups internal to Fire and Rescue Service   111 - 112 

 

 25.2.   Groups External to Fire and Rescue Service   112 - 117 

 

26. Equalities and human rights      118 

 

27. Disclosure and barring services      119 

 

28. Appendices         120 - 156 

 

1. Mermaids fact sheet for parents of pre-teens   120 - 125 

2. Mermaids fact sheet for parents of teens    126 - 131 

3. Hampshire Fire and Rescue Service (FRS) ‘EXTRA’ newsletter 132 - 135 

4. Nottinghamshire FRS trans masterclass    136 - 137 

5. Model policy        138 - 149 

6. Shared statement of understanding – list of matters to consider 150 - 151 

7. Model terminology to support model policy    152 - 156 

 



 

7 
 

2. Foreword 
 

Fire and Rescue Services (FRSs) have a responsibility far 

beyond that which is prescribed by legislation. We have an 

excellent opportunity to show everyone that we truly live and 

believe in our core values. It is this which will help us to achieve 

safer communities for everyone. 
 

On the 05 April 2011, the public sector equality duty (the equality duty) came into 

force. This single duty which replaced the race, disability and gender equality duties 

was created under the Equality Act 2010. 

 

The first of these duties, the race equality duty in 2001, came out of the Macpherson 

Report on the murder of the black teenager, Stephen Lawrence. This report revealed 

many failures but importantly highlighted an opportunity for the public sector. It 

identified a clear need for public sector organisations to rethink the approach they 

take towards addressing discrimination and promoting understanding and fostering 

good relations. 

 

Prior to the introduction of the race equality duty, the emphasis of equality legislation 

was always reactive which lead to rectifying cases of discrimination and harassment 

after they occurred, not preventing them happening in the first place. 

 

The race equality duty was designed to shift the onus from individuals to 

organisations, for the first time placing the obligation on public authorities to 

positively promote equality of opportunity, foster good relations and eliminate 

discrimination not merely avoid it. This in essence is the principle that the contents of 

this guide and recommendations are formed against. 

 

FRSs must live up to the respect and trust which the communities we serve have in 

us. We must take note and learn from history. Merely being cognisant of equality 

legislation and focusing on what it states we must do is not enough to create truly 

inclusive workplaces and safer communities. If that is all we are prepared to do then 

we will fail those we are here to serve and protect. We must do what we feel is right, 

go above and beyond, lead by example and influence widely the inclusion, healthier 

and safer community agendas. This is a modern socially awarded responsibility that 

each and every one of us should be proud of upholding. 

 

As I write this foreword I am extremely pleased to draw your attention to a UK 

Government and Parliament e-petition that is currently live on their website here 

www.petition.parliament.uk/petitions/104639 until the 22nd January 2016. This is a 

petition to “Allow transgender people to self-define their legal gender”. This is a long 

http://www.petition.parliament.uk/petitions/104639
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overdue conversation that is being led by the Women and Equalities Select 

Committee of the Commons who are looking into trans* equality issues. With the 

new and landmark ground-breaking TV sitcom series 'Boy meets girl' that had its first 

airing on the 03rd September 2015 ushering in what I hope will finally see the start of 

demystifying and increasing the visibility of the trans* population, this enquiry is very 

timely. You can find out more about the enquiry at  

http://www.parliament.uk/business/committees/committees-a-z/commons-

select/women-and-equalities-committee/news-parliament-2015/inquiry-into-

transgender-equality/  

 

I would also like to draw attention to the report ‘Unhealthy Attitudes - The treatment 

of LGBT people within health and social care services’ recently published by the 

charity Stonewall following some research 

(www.stonewall.org.uk/sites/default/files/unhealthy_attitudes.pdf). This report 

highlights some major gaps in the knowledge and training of health and social care 

professionals relating to lesbian, gay, bisexual and trans people, which is resulting in 

unfair treatment of service users and colleagues. With FRSs shaping up to deliver 

more and more as a public and community health asset, I would advise that there 

are lessons we can learn as well as opportunities to make transformational changes 

through leadership, action and education. 

 

Quiltbag is here to support the UK FRSs to achieve tangible change for people that 

identify anywhere on the sexual and/or gender identity spectrums. Furthermore we 

want to be an aid and support the positive development of everyone that is fortunate 

enough to hold a paid or unpaid role of any kind with a FRS. What I do know beyond 

a shadow of doubt is that when individuals can truly and openly bring their whole 

selves to work without trepidation, then they, the team they are part of, and ultimately 

the organisation, performs better and displays excellence. 

 

We hope this guide, being the first of many in the future, 

will help all UK FRSs reach the outcomes we all need to 

achieve and to become shining examples for all to 

admire and follow. More than that, we want to inspire 

inclusive, equal, healthy and safe environments both 

inside and outside of our everyday working 

environments. This will, in our opinion, have a positive 

impact on everyone’s daily wellbeing and support service 

delivery prevention and community health models 

significantly in reaching and reducing the holistic and 

ever changing risks within our communities. 

 

Katie Cornhill  

 quiltbag chairperson 

 

http://www.parliament.uk/business/committees/committees-a-z/commons-select/women-and-equalities-committee/news-parliament-2015/inquiry-into-transgender-equality/
http://www.parliament.uk/business/committees/committees-a-z/commons-select/women-and-equalities-committee/news-parliament-2015/inquiry-into-transgender-equality/
http://www.parliament.uk/business/committees/committees-a-z/commons-select/women-and-equalities-committee/news-parliament-2015/inquiry-into-transgender-equality/
http://www.stonewall.org.uk/sites/default/files/unhealthy_attitudes.pdf
https://www.stonewall.org.uk/people/katie-cornhill
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masterclass training. 
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 Sarbat – promotes the rights of Lesbian, Gay, Bisexual and transgendered 

(LGBT) Sikhs in Britain and globally. 

 Trans* Jersey – aims to provide support to transgender, transsexual, 

androgynous, genderqueer, bigender and intersex Jersey residents and to 

provide information to non-transgender islanders. 

 Liberal Judaism – an egalitarian and inclusive UK faith movement. It hosts 

various diversity projects. 

 The UK Pagan Council – provides an effective and friendly focal point for the 

whole UK pagan community or those aspiring to a pagan way of life. 

 Relate – are the UK’s largest provider of relationship support. 

 Sibyls – is a UK-based confidential Christian spirituality group for transgender 
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 House of Rainbow Fellowship – is a Christian inclusive and affirming religious 

community open and welcome to all people including sexual minorities and 

marginalised people. 

 UNISON is the trade union for everyone who provides public services, 

whether they work in the public, private or voluntary and community sector. 

 Keshet UK – works to promote equality and diversity, advance education and 

eliminate discrimination within the Jewish and wider community. 

 The Fire Fighters Charity – provides services that enhance the quality of life 

for serving and retired firefighters, fire personnel and their families. 

 The Advisory Conciliation and Arbitration Service – promote employment 

relations and HR excellence. Acas provide information, advice, training, 

conciliation and other services for employers and employees to help prevent 

or resolve workplace problems. 

 Age UK – is the country's largest charity dedicated to helping everyone make 

the most of later life. 
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4. About this guide 
 

This guidance presents a comprehensive information base for trans* and intersex 

inclusion for FRSs both now and of the future, particularly in light of the developing 

role we will be proudly playing in the emerging health and well-being agenda. It can 

be used by all leaders and managers in a FRS, human resource (HR) managers, 

inclusion and equality managers and by any person who has a job or role with a FRS 

to simply gain knowledge and understanding. 

 

Terminology and language in the trans* field throughout the UK is varied and 

constantly shifting as understanding and perceptions of transgender, non-binary, 

gender variant conditions and gender nonconforming expressions change. Much of 

this may well be down to societies pressures that lead individuals to try and fit in and 

the needs to put people into boxes, which to a degree help us to acknowledge 

differences and gain a better understanding. 

 

In reading this guidance it is important to acknowledge that a person’s gender 

identity should be the choice of the individual in question and that the ownership of 

terminology and language for the purpose of identifying is theirs to be in control of. 

 

The terms used in this guide may vary in their usage from person to person, 

professional to professional, group to group and may become outdated. Although the 

UK legislative framework is generally good, it is behind other nations in terms of 

certain gender identity legislation. Currently under the law surrounding birth in the 

UK the term non-binary is not recognised and thus individuals can only be 

considered to be of the gender that is registered on their birth certificate, male or 

female, their assigned sex at birth. 
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After our extensive consultation and in recognising that the true extent of differing 

gender identities in the UK is just not known, the term trans* is used throughout the 

remainder of this guide as an umbrella term and includes ‘trans/transgender’ and 

‘non-binary’, being individuals identifying as either having a gender which is in-

between or beyond the two categories ‘man’ and ‘woman’, as fluctuating between 

‘man’ and ‘woman’ in expression or identity (a fluidity between masculine and 

feminine), or as having no gender, either permanently or some of the time. It also 

includes gender variance, gender nonconformity and cross-dressing and can also be 

read as intersex inclusive (noting that not all intersex people consider themselves as 

trans). Where trans appears on its own this is because of and in the context of the 

existing legislative restrictions. 

 

The use of the term ‘UK Government(s)’, throughout the remainder of this guide 

means, where applicable, one of the following legislatures, administrations and/or 

areas; 

 

 England (including the Isle of Scilly) - www.gov.uk 

 Scotland (including the Isle of Skye) - www.gov.scot 

 Wales - www.gov.wales 

 Northern Ireland - www.nidirect.gov.uk 

 The Isle of Man - www.gov.im 

 Guernsey - www.gov.gg 

 Jersey - www.gov.je 

 Gibraltar - www.gibraltar.gov.gi  

 

The use of the term ‘the Act’ throughout the remainder of this guide is a reference to 

the Equality Act 2010 (The Act is not applicable in Northern Ireland as an NI version 

is yet to be established). It should be noted however that the Sex Discrimination 

(Northern Ireland) Order 1976 prohibits discrimination and harassment on the 

grounds of gender reassignment (as well as sex, pregnancy and maternity, marital or 

civil partnership) status. 

 

This guidance document is designed to only include a brief overview of the Act. For 

further information it is recommended to download and read the statutory 

employment Code of Practice (CoP) available here; 

www.equalityhumanrights.com/sites/default/files/publication_pdf/employercode.pdf  

 

You will find a range of information within this guide that will educate and provide 

some direction for FRSs to be at the leading edge of trans* equality and therefore 

the wider inclusion, prevention and safer and healthier communities agendas. 

 

http://www.gov.uk/
http://www.gov.scot/
http://www.gov.wales/
http://www.nidirect.gov.uk/
http://www.gov.im/
http://www.gov.gg/
http://www.gov.je/
http://www.gibraltar.gov.gi/
http://www.equalityhumanrights.com/sites/default/files/publication_pdf/employercode.pdf
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Reading this guide will provide some useful skills. It has been produced primarily as 

good practice for all FRSs in the UK. The contents and principles are however 

transferable across other public services and private companies within the UK and 

thus can be adopted by any organisation that wishes to; in fact we encourage this to 

happen. 

 

So in reading FRS throughout this document you may wish to interpret this in the 

context of your own organisation. It will be a useful reference document and give you 

a good appreciation of the list below, and much more; 

 

 Gender identity, and the interfaces with ethnicity and faith 

 Trans* identities 

 Experiences of trans* and other minorities 

 Ways to be trans* inclusive 

 Establishing relationships and working with and supporting confidently for 

trans* people, and their family and friends so that they feel they belong 

 Other helpful resources/support organisations 

 Increasing participation of trans* (from any role) in all that you do (activities, 

relationship building, community safety) 

 Restructuring culture, policies and practices proactively and to respond in 

ways that that value everyone equally 

 Linking inclusion to safer and healthier communities – everyday local and 

global reality 

 Recognition that inclusion in the FRS is an essential aspect of inclusion in 

society 

 How trans* identities intersect with other protected characteristics such as age 

 The terms associated with trans* and used widely 

 An improved capability to adopt appropriate language 

 The inappropriate language, behaviour and attitudes to challenge 

 How trans* lives are effected by discrimination and harassment 

 Mental health challenges for trans* people and those related to and 

associated with them 
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In putting the contents of this guide together it is deliberately framed around the 

human rights intent as stated by the Equality and Human Rights Commission in 

Chapter 1, the introduction section of their Equality Act 2010 Statutory CoP. 

 

That CoP recognises that due to the close relationship between human rights and 

equality, it is good practice for organisations exercising public functions to consider 

human rights and equality together when producing equality or human rights policies. 

This is further alluded to in the UK Governments Essential Guides to the Public 

Sector Duty; 

 

 England 

 http://www.equalityhumanrights.com/publication/technical-guidance-public-

sector-equality-duty-england  

 Wales 

http://www.equalityhumanrights.com/publication/technical-guidance-public-

sector-equality-duty-wales  

 Scotland 

http://www.equalityhumanrights.com/publication/technical-guidance-public-

sector-equality-duty-scotland  

 

Note: The Isle of Man is currently going through a consultation process for the 

introduction of an Equality Bill that is largely based on the Act but with some Isle of 

Man adaptions. The consultation document on the draft bill can be found here - 

https://www.gov.im/lib/docs/co/consultations/equality_bill/equalitybillpublicconsultatio

n.pdf  

http://www.equalityhumanrights.com/publication/technical-guidance-public-sector-equality-duty-england
http://www.equalityhumanrights.com/publication/technical-guidance-public-sector-equality-duty-england
http://www.equalityhumanrights.com/publication/technical-guidance-public-sector-equality-duty-wales
http://www.equalityhumanrights.com/publication/technical-guidance-public-sector-equality-duty-wales
http://www.equalityhumanrights.com/publication/technical-guidance-public-sector-equality-duty-scotland
http://www.equalityhumanrights.com/publication/technical-guidance-public-sector-equality-duty-scotland
https://www.gov.im/lib/docs/co/consultations/equality_bill/equalitybillpublicconsultation.pdf
https://www.gov.im/lib/docs/co/consultations/equality_bill/equalitybillpublicconsultation.pdf
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Taking the principles of equality and human rights and translating them into everyday 

practice is an important way to understand, support and develop the well-being of 

people in everyday life. 

 

Whilst creating and shaping this guidance, the opportunity was taken to share the 

earlier versions with Hampshire Fire and Rescue Service (HFRS). This allowed 

HFRS to use the information directly from the draft versions and begin to fashion a 

policy, a managers support plan, a terminology document and list of support 

organisations. More importantly it has assisted HFRS to consider comprehensively 

how trans* inclusion can be embedded into everything that HFRS does and to begin 

planning, organising and co-ordinating a better approach. In essence their use of this 

guide formed a real time example for the production and implementation of a trans* 

policy and a commitment throughout HFRS which is a process that any FRS can 

choose to adopt in part or in full if they wish. This of course does not prevent doing 

even more. A model policy, matters which may be considered within a shared 

statement of understanding (HFRS - managers support plan), and terminology 

document can be found as appendices 5 to 7. A list of support organisations can be 

drawn from the support section of this guide. 

 

Reading this guide will provide some useful skills. It has been produced primarily as 

good practice for all FRSs in the UK. The contents and principles are however 

transferable across other public services and private companies within the UK and 

thus can be adopted by any organisation that wishes to; in fact we encourage this to 

happen. 

 

With a subject such as gender identity, which in reality is immensely fluid and varied 

for so many, we must acknowledge that none of us have all of the answers. We hope 

therefore that FRSs do not see this guide as an attempt at prescription and seek if it 

feels right, to go beyond its contents. Indeed with the growing wave of best practice 

and support to allow individuals to self identify, FRS should keep this at the forefront 

of their trans* inclusive plans.  However a good start is to take the HFRS model 

documents included and apply them as an approach to begin embedding trans* 

inclusion. 
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5. Introduction 

 

 

More recently society and social attitudes in some areas have become more 

accepting; however, there is still a persistent and damaging common assumption 

that there are only two sexes (male and female), and that gender identity is also 

strictly binary, and is in line with the sex assigned at birth, that is, a child that looks 

male, is assumed to identify as a boy, and vice versa and cannot be changed.  

 

However, a very reserved figure would suggest that at least 1% of the population is 

trans* to some degree, so their gender identity does not align with the sex assigned 

at birth. These differences do not denote a mental illness, nor is ‘transition’ to live in 

a different gender role, a life-style choice. For this reason many trans* people still 

live their life in a stealth mode that is detrimental to their wellbeing and does not 

allow for society to learn, gain understanding and be more inclusive. 

 

The number of trans* people in general population is difficult to count as very often 

they simply identify as the gender they now live in and would not identify with being 

trans* any more. Additionally, in the UK, the government has never asked a question 

on gender identity in the Census and so from that perspective there is no reliable 

data. Interestingly though, the Office for National Statistics has just conducted a 

consultation on whether to include such a question in the Census 2021. There is also 

no main consensus but only diverse views of the trans* communities themselves on 

whether a question should even be asked and what the wording of that should be. 

Our sexual and/or gender identity is one of the most unified characteristics that as 

human beings we have, it’s as natural as the colour of our eyes. We all have a 

sexual and/or gender identity; it is inherent to us and alive within us the micro-

second we are conceived; yet this united characteristic, which we all share, 

couldn’t be more divisive or difficult to discuss, which seems sad and should be 

questioned, when it’s something the entire human race has in common. 

 

How can it be that we can ask a person’s age, but not ask about their sexual 

and/or gender identity?  Age is a characteristic which “we” society has created; age 

is a number, a dynamic of time, which again is a factor “we” have invented. So how 

can it be that as organic beings and natural souls, we feel at ease to discuss with 

each other a manufactured characteristic, yet as a global society, we have in the 

main chosen not to discuss, understand or accept and often exhibit, bias, 

discrimination, hurt and often acts of hatred towards others, because of the most 

natural characteristic which connects us all, our sexual and/or gender identity? 

 

Kathryn Billing – Cornwall Fire, Rescue and Community Safety Service 
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Many also choose not to reveal themselves to GP’s or even to seek medical 

treatment. Self-identifying is the safest way that a trans* person will negotiate their 

lives. This can be a huge challenge to heteronormativity, which is something society 

is slowly addressing and needs to if we are truly to create inclusive, healthier and 

safer communities. 

 

 

 

 

 

 

 

. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Every employee who has a role with a FRS should be proud to be part of a public 

service that the public hold in high regard and trusts. Each person that has a role of 

any kind should embrace and/or develop a commitment to inclusion and equality as 

a core value that underpins the qualities and attributes of our role. It is a risk critical 

public expectation and duty of today’s modern FRS to think, act and behave as a 

role model for every second of every minute of every hour, 24 hours a day every 

day. 

 

There is a corporate social responsibility that places accountability on services to 

champion the added value that equality of opportunity brings, both in the provision of 

services to the community and in its role as an employer. This is important for 

Quiltbag, the UK FRS sexual and/or gender identity support network, 

recognises the challenges and discrimination faced by trans* people in 

the workplace and in society as a whole, and that the discrimination 

and challenges differ from those faced by cisgender people (cisgender 

is simply the word for someone who is not trans*). Further than this we 

recognise the challenges and discrimination that the parents of a 

trans* person face and therefore the impact that this can have on their 

family. 

 

We also understand that the challenges and discrimination faced by a 

trans* person, a partner of a trans* person or the parent of a trans* 

person differ from those faced by individuals that identify somewhere 

on the sexual orientation spectrum such as gay, lesbian, bisexual  and 

pansexual people. 

 

We also recognise the challenges and discrimination faced by those 

that surround and/or are associated with a trans* person 
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institutions at all levels to acknowledge so that inclusive, sustainable, safer and 

healthier societies can be developed. This is vital in creating an enhanced 

environment in which the public can engage with the FRS and its partners on 

matters of gender identity without fear of discrimination. 

 

FRSs must be committed to creating a workplace that is fully inclusive in order to 

help reflect the wider modern diverse society we live and in which public services 

now operate. It is only through creating this culture that FRS nationally and 

internationally can become an inclusive employer and indeed an employer of choice. 

This will send a positive signal to employees, potential employees, customers and 

potential customers that the FRS is a respectful and supportive environment for 

people to bring their sexual and/or gender identity to work. 

 

 

 

 

 

1. The FRS should consider using the internationally recognised acronym 

“quiltbag” when discussing/considering/planning for characteristics 

associated with sexual and/or gender identity as this encompasses a 

wider spectrum than LGBT. 

 

As part of inclusion and equality refresher training, include an update of 

new and emerging sexual and gender identity terminology, including the 

use of the term trans* which is now also becoming a more recognised 

term. 
 

2. Provide development for staff to ensure each person understands the 

importance of their commitment to inclusion and equality and the 

challenges faced by trans* people in society and the workplace. 
 

3. Training for senior service leaders throughout services specifically 

regarding the wider benefits and corporate social responsibility on 

services to promote inclusion and particularly the true acceptance of 

sexual and/or gender identity. 
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6. Aims and objectives of a policy 

The aim of a policy is to demonstrate to all internal and external stakeholders the 

commitment of senior leadership and that anyone with a role in a FRS are 100% 

supportive of trans* individuals both at work and in society. It should aim to provide 

an understanding of the subject and to challenge discriminatory attitudes and 

behaviours, and the damaging false myths and perceptions about trans* people, 

which will help to remove the unconscious bias that is still prevalent in society. 

 

It should demonstrate the basis of a committed approach to all trans* staff (including 

volunteers and advocates), service users, visitors, youth organisation members 

(such as cadets and Princes Trust teams) and authority members. What must be 

clearly heard, seen and sensed from within an organisation, is that regardless of 

whether an individual has decided to go through the process of part or full gender 

reassignment and regardless therefore of their formal legal standing, they are 

equally valued and as important as anyone else and that their contribution to the aim 

of establishing safer communities is as important as everyone else’s. 

 

Furthermore a FRS trans* policy should positively embrace appropriate support to all 

trans* staff including individuals undergoing the gender reassignment process so 

that they are treated with respect, dignity and fairness and supported in their 

recruitment, deployment and development, with confidentiality and discretion 

maintained at all times when requested. 

 

Any policy must aim to include all trans* people and remove any cause of fear that a 

person who identifies as trans* experiences at work and in accessing the service and 

the culture within. Support must be recommended and care should be taken to 

ensure that this is not interpreted as just the early stages of transition. The reality 

that must be overcome is that for the majority of FRSs there may at best still be a 

culture of reluctant tolerance that is highly likely to subject the trans* person and their 

allies to ongoing isolation, fears, prejudice and compartmentation. 

 

A FRS policy should aim to embed (but not limited to) the following good practice; 

 

 Detail the appropriate procedure to be followed when a person notifies the 

Service of their intention to undergo gender reassignment, that they are 

undergoing gender reassignment, or that they have undergone gender 

reassignment whilst working for the Service, or before. 

This section of the guide is aimed at assisting FRS policy writers. It provides 

guidance in embedding trans* inclusiveness in the production of all personnel 

policies. All policies must be inclusive, and avoid concerns about discrimination that 

a trans* person may have. 
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 Identify the commitment of the organisation to tackling the various forms of 

discrimination (see the legal framework section). 

 

 Detail the appropriate procedure to be followed and support to implement 

when a person notifies the Service of their trans* status. 

 

 Detail the ongoing support and mentoring that should be made available to 

ensure equality of opportunity with career development & promotion etc. 

 

 To provide management guidance on the status of trans* people and those 

undergoing the gender reassignment process. 

 

 Explain what internal support should be provided to trans* people and those 

undergoing gender reassignment and highlight the support that could be 

provided to partners, family, friends and workplace colleagues. For families 

and friends, this holistic care approach can have a positive outcome on future 

impacts to the public health, well being and safer community’s agenda. 

 

 Explain what external support could be considered and provided to trans* 

people and those undergoing gender reassignment (refer to Mentoring and 

Coaching section). 

 

 Identify the responsibilities for behaviour at work towards any person that has 

a role within, or association with the organisation, that is undergoing gender 

reassignment. 

 

 To develop a culture and deliver services above the minimum standard of 

legal compliance that will lead to a more positive experience for both trans* 

staff and trans* people within the community. This should include the wider 

spectrum of gender identities. 

 

 Identify the responsibilities for behaviour at work towards any person that has 

a role within, or association with the organisation, that identify as trans*. 
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4. FRS should review or produce their trans* policy ensuring it includes the 

information contained within the quiltbag guidance document. 
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7. Training, knowledge and understanding 

 

Trans* inclusion is a challenging subject for many existing employees within FRSs. 

So it is important to recognise training that tells an individual that “this is the 

legislation and this is what you must and can’t do” is not conducive to developing a 

truly inclusive environment. It is better to facilitate a learning environment that 

creates a safe space for open and honest dialogue to occur, and for all individuals to 

develop that important understanding that will enable them to check their in the 

moment thoughts and examine readily their unconscious and subsequent conscious 

bias. 

 

The way that a trans* person is reacted to can have a very damaging effect on them 

and can even add to medical conditions such as clinical depression and anxiety.  

 

Sufficient knowledge and understanding will enable anyone in any role to be less 

stressed when communicating with or about trans* matters and also facilitate a much 

more appropriate dialogue. It will further allow for improper behaviours and 

comments to be challenged from an informed perspective. 

 

It should not necessarily be anticipated that all individuals will wish to transition to the 

opposite role, because trans* people may make less dramatic changes; also some 

people’s gender expression may fluctuate. The training may need to reflect these 

options. Leaflets to support the training should be available, and signposting to e-

learning as an adjunct to in-house training may be adopted. 

 

Every UK FRS should recognise the culture we nurture and share as a shining 

example to societies ambitions and to the people we serve, and we should do all we 

can to share what we do well as good practice. This will ensure we are a leading 

organisation in society for trans* inclusion and importantly in supporting the rapidly 

increasing population of young people identifying somewhere under the trans* 

umbrella. 

 

There is legislation and employment law that safeguards both members of the public 

and employees against violence, abuse, discrimination (direct, indirect, by 

association and by perception), victimisation, harassment and bullying. However, as 

inclusive FRSs we should acknowledge that using forms of punitive punishment 

upon any person who has a role in a FRS when matters such as discrimination and 

harassment occur, should be a last resort and as professionals we should be 

working energetically to avoid feeling the force of such arrangements. 

Within this section, guidance has been provided on the reasons why it is 

essential to support the development of an inclusive FRS culture, giving good 

practical examples and methods of how to achieve this. 
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Importantly we should recognise that training and education should always be 

considered as the first priority to raise individual and team awareness to this subject. 

Proactive organisational development is far more important than always resorting to 

potentially damaging processes of formal discipline and capability. 

 

The knowledge and understanding of the inclusion commitment within the 

organisation should begin at recruitment and the recruitment policy, practice and 

materials should all demonstrate this commitment to inclusivity is a shared core 

value. This commitment should continue into the induction stage for every person 

who has a role in a FRS. The message then needs to be consistent and repeated 

routinely by whatever mechanisms a FRS wishes to adopt. 

 

 

7.1. Our language 

 

The language that is used and heard is a critical part of creating a trans* inclusive 

environment. Pronouns are words that describe someone’s gender in the third 

person. Trans* people are diverse however current language and social structures 

lack the ability to describe and therefore make visible some peoples gender identities 

resulting in these people remaining unwillingly invisible. For others, the goal is to 

move towards being accepted within binary gender categories. Using the correct 

pronoun enables people to be recognised for who they are; whilst non trans* people 

can take this for granted, trans* people are not always able to access this basic right. 

 

Gendered pronouns include she, he, his or her. Gender neutral pronouns include 

words that are in common use for everyone, e.g. they, and those specific for people 

who would otherwise remain invisible, e.g. hir (pronounced ‘hear’; equivalent to the 

gendered pronouns his and ‘her’) and zhe (pronounced ‘zee’; equivalent to the 

gendered pronouns she and he), and are often used by gender queer, bi-gendered 

or androgynous people. 

 

Misuse of pronouns is the most common form of verbal harassment that trans* 

people face. Trans* people are consistently told by society, their friends and families 

that they are not the people they know themselves to be. It’s important to get a 

person’s pronouns right so that you can treat them with respect. Effort should be 

made to facilitate all to learn any pronouns that they are unfamiliar with and to 

recognise how important it is to use a person’s preferred pronouns to their face as it 

is when describing them if they are not present 
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7.2. Awareness training examples 

 

There are already great examples of FRSs that are providing exactly these types of 

training environments. 

 

Face2face 

 

HFRS deliver inclusive awareness training through a product known as face2face 

which is a facilitated session of up to one hundred and fifty minutes. 

 

The sessions are designed for 20 delegates or less using films and exercises with 

discussion and reflection techniques. Developed by HFRS in association with 
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Inclusive Employers Face 2 Face has a growing reputation of being an innovative 

and engaging approach that enables staff to understand the benefits of inclusion and 

diversity and to empower staff to take ownership of building a workplace culture 

where all colleagues feel valued and free from discrimination and prejudice. It has 

been designed and developed by staff for staff to be facilitated in 4 easy chunks 

during each session that includes; 

 

 Inclusive behaviours 

 Inclusive Culture 

 Inclusive Leadership 

 Inclusive Communication 

 

The information provided in the HFRS ‘EXTRA’ newsletter in Appendix 3 provides 

further information about face2face. 

 

 

 
 

 

Trans Masterclass 

 

Another excellent example of training is that of a trans* masterclass that was 

arranged by Nottinghamshire FRS and held at their headquarters on 19th June 2015. 

The write up and feedback in Appendix 4, highlights how informative, engaging and 

well received the session was. 

 

 

 

  

5. Undertake proactive trans* specific organisational development, including 

recognition that trans* inclusion is a challenging subject for many existing 

employees within FRSs; consider facilitating discussion based awareness 

training to develop individual and team awareness, acceptance and 

understanding of trans* inclusion. 
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8. Mentoring and Coaching 

 

 

 

Mentoring and coaching have the benefit of personal or professional discussions 

between people which produce positive debate, reflection, relationship building and 

support, resulting in competence being underpinned and/or essential support being 

provided through the continued communications which take place. 

 

As part of developing and supporting FRS workforces in inclusion, equality, and 

wider healthier and safer communities’ agenda, consideration should be given to 

using people across the UK Fire and Rescue Sector to develop and support others. 

 

With the decline of funding for management courses and the recognition that work 

based experience is a fundamental part of competence, mentors and coaches can 

now play a significant role in people's improvement of performance, ongoing support 

within a role and future personal development. This can be facilitated either over the 

phone or face to face, or a combination 

 

Mentoring and coaching have become integral to the role not only of a manager, but 

also amongst Peers across the Fire and Rescue Sector. In the context of someone 

coming out as trans* and/or who identifies that they are or would like to go through 

gender reassignment, a mentor and mentee relationship could be needed between 

either; 

 

 A person expressing their gender identity and someone who has already 

made that journey in the same or any other FRS. 

 

 A person(s) who is identified as supporting a person making that journey and 

someone who has experience in doing so in the same or any other FRS. 

 

The mentoring and coaching process is not just a one-time event; it is the constant 

and sustained support and/or development of people within a FRS. 

 

There is currently a lack of visible and out trans* people in FRSs which means that 

experience in dealing with and more importantly preparing to adequately meet the 

needs of trans* individuals and those around them is in short supply. Establishing 

cross service mentoring and coaching arrangements for trans* inclusion should be 

strongly considered. 

This section highlights the importance and advantages of wider FRS 

personal and professional mentoring and coaching and in particular the 

benefits of sharing experiences with those that have been on a journey with 

those that are embarking on a journey. 
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Where cross service arrangements are established, the host FRS of the person 

needing mentoring and/or supporting should seek to make contact with another FRS 

that is known to have the experience needed, and make a request for such support/a 

mentor. 

 

This type of request is likely to be best directed to the inclusion and equality team or 

HR team. If support such as ‘transition day support’ is requested because the person 

transitioning would like their mentor present on the day they first meet their 

colleagues, then the host FRS should invariably meet the costs of any 

accommodation and travel expenses that the supporting FRS will incur. 

 

 

 
 

 

In the context of keeping abreast with delivering effective prevention strategies and 

the continually changing diverse environment services find themselves in, cross 

service mentoring and coaching is an ideal method to achieve the necessary 

organisational change, acceptance, understanding of difference and support that 

ultimately lead to more inclusive and safer communities for all of us. There would of 

course be support to an individual’s needs and excellent gains such as greater 

engagement as an employee, better job satisfaction, the benefits of visibility of trans* 

issues and establishment of trans* individuals as positive role models at work. 

 

The person(s) who is/are responsible for supporting the trans* persons needs when 

this includes cross service mentoring arrangements will need to ensure that suitable 

financial support (such as the remuneration of travel costs to a mentor/mentors 

service) can be secured and that anonymity can be maintained until they are ready 

to identify themselves, if at all. 
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6. Consider the introduction of cross organisational mentoring and coaching 

arrangements and programmes for trans* inclusion, this will help to 

ensure FRSs are prepared to adequately meet the needs of trans* 

individuals and those around them. 
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9. Gender Reassignment 

 

Over the last decade the law has been extended in various ways to protect and 

clarify the rights of trans* people who are planning to undergo, who are undergoing 

or who have undergone gender reassignment. The Act strengthens and harmonises 

existing provisions to give a single approach to equality legislation across nine 

protected characteristics and thus makes it unlawful in employment & the provision 

of Goods, Services, Housing, and Facilities to discriminate or harass a person who 

falls within the definition of gender reassignment. 

 

Chapter 2 of the Acts supporting CoP recognises that the process of gender 

reassignment is a personal process rather than a medical one. This is significant and 

must be recognised. It goes on to acknowledge that reassignment may be proposed 

but never gone through, and further substantiates its protective intent by determining 

that this may include undergoing the medical gender reassignment treatments, but 

does not require someone to undergo medical treatment. Significantly, it identifies 

that this broad, non-medical definition is particularly important for gender variant 

children and recognises that the decision to reassign is difficult and that expressions 

of an individual’s personal process, such as mode of dress, indicate that a process is 

in place and they will be protected by the Act. This is where cross-dressing can be 

apparent. 

 

It is worthwhile highlighting some excellent notable practice in education that is 

allowing young people to express their trans* identity by attending school on 'boy 

days' and 'girl days'. There is also similar notable practice in police forces. In today’s 

developing inclusive society it is important for FRSs to keep up with the UK 

government’s recognition that gender reassignment is to be considered a social 

process and not a medical process. As such, the act protects anyone who is 

intending to undergo, is undergoing, or has undergone gender reassignment even if 

they have not had or do not intend to have any medical gender reassignment 

treatments. 

 

Although the statutory CoP highlights gender variance challenges for children it does 

importantly go on to take the view that a person should have at least proposed to 

undergo gender reassignment, if even only to a friend. It does not require such a 

proposal to be irreversible. It clarifies further that people who start the gender 

This section provides information on legislation pertaining to gender 
reassignment and the process of reassignment. Whilst focussing on the legal 
framework, contained within this guidance is a good understanding for FRS on 
how to provide real proactive individual support at any stage of their gender 
reassignment. 

 



 

32 
 

reassignment process but then decide to stop still have the protected characteristic 

of gender reassignment. 

 

Cross-dressing and the reasons why individuals cross-dress is very often demonised 

due to the historic misunderstandings that have been formed by the public. The CoP 

clearly states that protection is provided where, as part of the process of reassigning 

their sex, someone is driven by their gender identity to cross-dress. 

 

 

 

 
 

 

 

In keeping with the opinion that FRS should mirror the UK Government’s inclusion 

objectives and lead the trans* inclusion agenda, thus showing themselves as a 

shinning light to all, it is essential that we recognise the plethora of very personal and 

challenging reasons why it is so difficult for some trans* individuals to identify in their 

true gender role at all times. It is perverse for public service organisations not to 

establish a cross-dressing inclusive environment when such a supportive approach 

is being established and championed in schools, for a trans* person to then seek 

and find employment with an organisation that does not support them to continue 

their personal gender reassignment process. This would not support a preventative 

approach and the achievement of safer and healthier communities. 

A good and pioneering guide that highlights the approach being established by 

schools is the Schools Transgender Guidance written in collaboration with The 

Intercom Trust, Devon & Cornwall Police, Cornwall Council and Head Teachers 

(http://www.lgbtqyouthcornwall.co.uk/index.php/features/schools-transgender-

guidance). It is the first of its kind within the UK to be incorporated into schools and 

http://www.lgbtqyouthcornwall.co.uk/index.php/features/schools-transgender-guidance
http://www.lgbtqyouthcornwall.co.uk/index.php/features/schools-transgender-guidance
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colleges, specifically aimed at supporting Transgender pupils and students. It is a 

pioneering piece of partnership working which is at the forefront of making 

improvements in understanding and supporting pupils and students that identify as 

trans* who are in education. 

Arrangements should be made to facilitate a workplace environment that allows a 

person to cross-dress as part of their gender reassignment for an unsubscribed 

length of time, including intermittently. This approach will allow a steady and 

controlled building of relationships in an existing workplace and can only serve to 

help an individual over time to decide whether or not they wish to transition full time 

or not. 

The law defines someone undergoing a process of gender reassignment as a 

“transsexual”, and by this they mean either someone assigned female at birth who 

identifies as a man (a trans man), or someone assigned male at birth but who 

identifies as a woman (a trans woman). However, the more inclusive term to use and 

the one that should be used by FRS throughout a policy is trans* people. This term 

can basically be taken to mean anyone whose self-gender identity is different to the 

one assigned to them at birth. 

 

 

9.1. Case Study 1 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

I protect our communities fluidly 

 

A case study by Sally, a Police employee 

 

I have worked for Leicestershire Police service for 30 years and I can say 

things are very different today from the day I joined. When I joined in 1985 

being out as transgender would not have been an option but thankfully today 

things are so much better. 

 

I ‘came out’ as gender fluid in May 2014 when I attended work in my female 

identity for a dress down event we held at work. Some of the people in my 

department knew about my female identity but had never seen me and were 

very encouraging. I can still remember the walk from the car park to the 

building I work and then walking into my department full of nerves anticipating 

how it would be. My worries were unfounded as everybody was fine and full of 

compliments and happy for me. 
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A short time after a friend asked to speak to me as he had something to tell me; 

to my surprise he told me he was also gender fluid and had recently thought 

about self-harming. I was shocked as I had known him for seven years and in all 

that time we never knew and could have been there to support each other. 

 

I was determined to do something as this situation could not continue we have to 

be able to be comfortable with who we are. 

 

I am the Equalities Officer for my union at work and as part of this role I was 

involved in the introduction of a transgender policy. It was important to get this 

right so that anyone who identifies as transgender can feel comfortable at work. 

 

The policy was written so it would cover the whole spectrum of transgender and I 

requested something was written in so that people did not have to give a fixed 

date for their transition, I know from past experience that people feel pressured 

having to make a total change on one date and some would prefer to do things in 

stages as their confidence builds even if they are fully transitioning. 

 

Management were supportive and the new policy was introduced so I put myself 

forward to be registered as transgender on our Human Resource’s records. A 

meeting was set up and I was a little cautious that they would actually apply the 

policy in the spirit it was written. 

 

I was told I could attend work in my male or female role with no restrictions both 

identities being recognised formally. Next there was the issue of a new and 

separate identity card which is a massive thing as I believe I am the first person to 

have been issued two separate cards in any Police force in England. Next I spoke 

to our stores and they arranged for me to be issued with any items of uniform that 

were usually only issued to female members of staff. The policy was applied as I 

had hoped and adjustments were made to accommodate both my identities. 

 

The overarching message was that the employer wants us to feel comfortable at 

work being ourselves and I can certainly say that I do feel that way now. 

Hopefully it will encourage others to reveal their true selves within our 

organisation, things have changed and society is much more accepting of those 

within the transgender spectrum. 

 

Things are not perfect but being able to feel comfortable at work helps us 

progress on our journey to self-acceptance and feel comfortable in the company 

of others. 
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It does help that I have the most wonderful wife who has been very supportive 

throughout the process and I can never thank her enough for that, having people 

around you that let you be yourself is key so a supportive workplace goes a long 

way. 

 

Don’t be held back any more. My advice to those considering revealing their true 

self is to just do it. It’s not as scary as you think as sometimes we worry about 

things that are no longer reality. 

 

 

By Sally/Gary 
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9.2. Trans* and being ‘on the run’ 

 

For a FRS to be as effective as possible through its prevention strategies to reduce 

risk and create safer and healthier communities, its workforce must be reflective of 

society. The current culture that exists amongst many personnel employed as 

operational firefighters will be a very challenging environment for trans* people to be 

themselves. From the trans* persons point of view it is highly likely to feel unsafe and 

intimidating for a combination of internal and external reasons. This will not only be 

damaging to the individual but also to the team, the organisation and will have the 

effect of reducing operational effectives which could well result in not achieving a 

satisfactory outcome to an incident. 

 

Even worse a trans* un-friendly environment could even be found to be a 

compounding factor if things did not go well and a situation occurred that resulted in 

the need for some form of investigation. Positively there are already some great 

examples in FRSs of watches that are getting it right and embracing trans* equality. 

However the number of 'out' trans* people employed in the FRS will grow and as 

such it is vital that we get ahead of the curve. 

 

From a service user point of view the importance of establishing a trans* inclusive 

environment on fire stations is significantly important. This is because invariably it is 

whole time and on call firefighters that will be the first FRS employees that service 

users physically come into contact with in their time of need (both in a response and 

community safety context). It is essential at this point of contact that operational staff 

make every effort to ensure that our trans* members of public are made to feel 

valued, safe and as important as any other member of public. 

 

Increased awareness of all staff, in particular our front line staff, will lead to greater 

understanding, increased operational effectiveness and higher levels of professional 

standards. We must recognise it’s not always the wholesale complete rejection in 

obvious ways, but covert discrimination and the undermining of a person’s 

difference, which can be more substantially damaging. 

 

In addition to response activities firefighters will also regularly take part in 

engagement activities that support prevention strategies, promote inclusion and 

ultimately improve the safety and health of vulnerable and hard to reach groups 

within our communities. Due to the increasing trend of young people identifying as 

trans* across all sections of society, firefighters will be increasingly likely to interact 

with trans* people when taking part in community safety activities and prevention 

initiatives; this will provide front line staff further opportunities to showcase their 

community understanding and display exceptional professional standards. 
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9.3. Case study 2 

 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Proud but Ashamed 
 

A case study by a Fire and Rescue Service leader 
 
I know the title is somewhat paradoxical but please let me explain.   
 
I am an operational member of a what I feel is a progressive Fire and Rescue 
Service and have been for some time, where I consider myself a leader. 
 
Throughout my career I have witnessed some incredible acts of bravery and 
been privileged to work with some of the most dedicated and professional 
people there are. 
 
Sadly though, I have experienced some pretty dreadful behavior which 
certainly does not align to our values. These were dealt with in an appropriate 
manner, and thankfully didn't impact on the image or indeed the professional 
reputation of our Service as it was confined to the station. 
 
As such I have always been incredibly proud when engaging with the public 
and have held my head up high, albeit at an incident or a community event. 
However… 
 
I recently attended a high profile LGBTI event. An event where a senior 
member of our management openly praised the work we were involved in. I 
felt extremely proud to be part of an organisation whose raison d’etre is to 
make our communities safer and to openly fly the flag of inclusion and 
equality. 
 

After everything had concluded a number of people from the event got 

together to reflect on the day; I spoke with a number of people some of whom 

represented Fire and Rescue Service’s, whilst others were from other 

agencies.    

 

I was speaking with two people from another agency and we were discussing 

the usual topics of sharing resources and how far we had come with regard to 

LGBTI matters. 

 

They told me that they lived in the same county as my Service, and that they 

were a gay couple.  I remarked that I hoped they had received a home safety 

visit and if they hadn't I would take their details. They said they had, but…. 
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They disclosed to me that the visit was conducted by a whole-time crew only a 
few months prior. Two firefighters carried it out whilst the rest of the crew waited 
in the appliance. 
 
During the visit it became apparent to the two firefighters that they were doing a 
home safety visit for a gay same sex couple. 
 
It was further explained to me that it was obvious due the facts there was only 
one double bed, and there were the usual pictures of a happy couple around the 
house. The person was openly gay and certainly didn't feel like they had anything 
to hide or to worry about. 
 
This was their house after all, we were invited in and of course we are the Fire 
and Rescue Service and for the most part consummate professionals. 
 
As the visit went on the home owner could see that the two fire-fighters were 
distracted and were starting to behave like “adolescents”. 
 
The person then witnessed to their dismay one of the fire-fighters turn his back to 
them and uses his hand in a limp waisted derogative manner to signify to the 
other that the home owner was gay. It appeared that the fire-fighter attempted to 
do this discreetly but was seen. 
 
They then started to giggle so much that they found it difficult to talk. In fact one 
laughed so much he had to leave the house without any excuse or apology and 
returned to the truck. 
 
The other was only able to remain a short time for the same reason.  As he left, 
the owner watched him walk back to the appliance where they could see the rest 
of the crew openly laughing and making more gestures to the returning firefighter.  
All this I should add, was in view of neighbours and members of the public 
walking past. 
 

I had no reason to doubt this account, and could clearly see the anguish and 

humiliation this had caused the person. I felt utterly ashamed and was aghast, 

that my supposed colleagues had acted in this manner and offered my 

unreserved apology. If there was any saving grace is was that the person knew 

the behaviour was limited to isolated individuals and in no way reflected the 

Service in its’ entirety. 

 

Imagine though for a moment if this was the first time this person had any 

involvement with the Fire Service, and let’s consider if one of the couple identified 

as transgender? 
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9.4. The Process of Gender Reassignment 

 

The process of gender reassignment and therefore protection by law starts the 

moment someone is open about their trans* identity. Important precursors of the 

process may involve an assessment and diagnosis of gender dysphoria by a 

qualified clinician, which may take a matter of months or a period of years. 

Preliminary diagnosis may be followed by hormone therapy, which typically after 

about six months begins to have an effect of an individual’s physical appearance. 

Dysphoria describes the discomfort experienced by a person whose gender identity 

 
 
The wider impact could have potentially been devastating; 
 

 Costly legal actions taken against us. 
 

 Sever and long-lasting, strategic image damage. 
 

 Trust lost. 
 

 Access denied by some vulnerable people to their homes. 
 

 The undermining of the proactive work the Fire and Rescue Service has 
conducted in LGBTI communities.  

 

 The impact on morale it would have on members of the Fire Service.   
 
I know that we do some incredible work and are dedicated to being the best we 
possibly can in often very trying circumstances. We cannot possibly allow some 
individuals who represent us to undermine our efforts though. For me, the only 
way to safeguard against this is to have robust recruitment and training 
procedures, clear policies, and the courage to enforce policies if they are not 
adhered to. 
 
I am still obviously extremely proud of the vocation I have chosen, and the 
uniform I wear.  I will use this experience to bolster my resolve in challenging 
unacceptable behaviour and keeping our communities safe and included. 
 
In writing my experiences I would to finish by highlighting that I in the current 
climate of Fire and Rescue services, I feel that I must remain anonymous. This is 
indeed a shame, but none the less reflective of a fearful reality. 
 
By 
A reluctantly anonymous leader 
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is not congruent with the sex they were assigned at birth. This discomfort may relate 

to both their physical appearance but also the social unease of not being seen as the 

person they know themselves to be. 

 

Many trans* people will want to start living full time in their true gender identity once 

they have let you know about that their trans* identity. This may involve a change in 

the manner of dressing, changing their name and other records (such as their driving 

licence and passport). In the case of trans women, they may have undergone facial 

hair removal (a process that can last for years) and a few may have facial feminising 

surgery. However, not all trans* people will wish, or be able to do all of these things, 

for a number of reasons. Some people may feel unable to due to fear of other 

people’s reactions or pressure from their families or financial reasons. Other people 

may be unable to change their documents to reflect their true gender identity. This is 

particularly true for non-binary people, as almost all documents only allow you to 

identify as ‘male’ or ‘female’. No matter which of these routes any individual trans* 

person decides to take, when the person wishes, they should be treated as 

belonging to their true gender. 

 

FRSs should acknowledge that each person’s transition is different and presents a 

variety of circumstances that need a bespoke solution. Consideration therefore 

needs to be given on a case-by-case basis so that they are supported individually 

and all that can be done is done to assist the process of transition. 

 

For many individuals transitioning can be a daunting visual challenge simply 

because of society’s pressure to fit the gender norms. It is of the utmost importance 

that awareness training in a FRS acknowledges that there is no ‘Gold Standard’ for 

the way a trans* person should look. Some of the concerns that will be felt by trans* 

individuals can be alleviated by simple practical actions such as allies walking them 

to work, providing a private room at the individual’s place of work where they can 

change clothes and sourcing them a suitable mentor with similar trans* experiences. 

These are just a few examples of the type of good practice support that can be 

provided. 

 

Many trans* people wish to keep their status private, whilst others are willing to 

discuss it confidentially or even openly. When a person is at work whilst undergoing 

gender reassignment, it is important for employers to discuss procedures for 

disclosure and other practical matters with the individual concerned. 

 

Employers must not breach the personal privacy of employees, recognising that the 

right to disclose or discuss their medical history is the prerogative of the individual. 

However as already highlighted, the support mechanisms that are put in place by 

FRS should extend above and beyond legal obligations to what is morally and 

humanly right. 

 



 

41 
 

It is important to acknowledge that in some cases a person may decide to reverse 

their transition due to personal and emotional reasons. The support that the 

organisation provides to an individual, their family, friends and work colleagues in 

these difficult and challenging circumstances is critical and will need to be continued 

and closely monitored. 

 

 

 

 

 

 

 

 

7. FRS should lead the trans* inclusion agenda; consider establishing a 

gender fluid inclusive workplace environment to support people in their 

personal gender identity journey. 
 

8. From a service delivery perspective, establish a trans* inclusive 

environment with front line staff. This will ensure our trans* members of 

public are made to feel as valued, safe and as important as anyone 

else. 
 

9. Aim to give consideration to the needs of trans* people on a case by 

case basis, ensuring they are fully supported individually and all that 

can be done is done to assist in their process of transition. 
 

10. Consider using the guidance provided to implement support 

mechanisms which extend above and beyond legal obligations into 

what is morally and humanly right when supporting a trans* person, 

their friends and family. 

 

11.FRS should produce readily available information for front line crews 

(for example a key information/fire facts document) on how to support 

individuals that identify on the gender identity spectrum. This should 

include the correct language and behaviour to adopt 
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10. Intersex 
 

 

 

 

 

 

 

There are a range of intersex conditions, which are usually taken to be different from 

transsexuality. Medical views are usually that intersex is a set of physiological 

issues, and gender issues are rare amongst intersex people; many intersex 

advocacy groups stress this as well. 

 

Some experts consider transsexuality to be a form of intersex, and a growing 

number of transsexual people agree with this. It is difficult to summarise or 

categorise how different intersex conditions present themselves because one 

individual’s experience may vary from another person with the same condition. 

 

Intersex people are often denied even the basic right to self-definition, information, 

and knowledge and often may be forced to undergo medical and psychological 

procedures that damage and traumatise them for life. It’s also important to note that 

intersex can be diagnosed at any time from birth to adulthood, and it has been 

known for people to live their whole lives without ever knowing, or being told of their 

intersex status. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

        Intersex Awareness Day - October 26. 

 

 

In the context of this guidance document only and related to inclusiveness, 

intersex people are included under the umbrella term trans*. This section 

provides largely medical information and is only relevant to develop an 

understanding of the differences and difficulties intersex individuals face. 
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Androgen Insensitivity Syndrome (AIS) features among people with XY 

chromosomes, and the degree of intersex can vary between Partial (PAIS: usually 

male phenotype), Mild (MAIS: can be mixed phenotype), and Complete (CAIS: 

usually female phenotype). Many people with AIS are assigned female and have no 

gender identity issues; some people with AIS are assigned male, and have no 

gender issues, but are more concerned with assistance in maintaining erections and 

being able to father children. There are people with AIS who are assigned male who 

would have preferred a female assignment.  

 

5 alpha-reductase is an XY-chromosome phenomenon and presents similarly to AIS. 

Usually people are assigned female but there have been incidents of people 

transitioning to male after adolescence and there are individuals who were assigned 

male who would have preferred to have been assigned as female. 

 

People with Congenital Adrenal Hyperplasia (CAH) usually have XX chromosomes. 

The action of the adrenal gland producing too much cortisol can be life-threatening 

and can impose biological changes that make a male body different from a female 

body. Some people with XY chromosomes can have a form of CAH, but the effect is 

opposite to that among those with XX chromosomes in that they can be under 

developed biologically and assigned male, and a few of these may have gender or 

fertility issues later in life. Some people are XX and develop a female phenotype, but 

have a late onset of CAH (LOCAH), and thus start to develop biologically in 

adulthood. 

 

The issues for many of these people are not about sexual assignment or gender 

identity as many intersex people don’t identify as trans* for the simple reason that 

their gender identity and the gender in which they were raised are the same, and 

thus they do not even experience gender dysphoria. For intersex people it is about 

survival, because of the stress placed upon the body by the way the adrenal glands 

function; salt-wasting and adrenal crises can be life-threatening. XX/XY, or 

mosaicism, is what used to be called ‘true-hermaphroditism’. Individuals have a 

mixture of XX and XY chromosomes in the body, and can present phenotypically as 

a mixture of both sexes. These people are rare, and what are usually referred to as 

‘hermaphrodites’. 

 

Some people have a missing sex chromosome; represented as XO this is known as 

Turner’s syndrome. They appear female at birth, but because there are no primary 

sexual organs secondary sexual development does not occur at adolescence. 

People with Klinefelter’s Syndrome are categorised as such because they have extra 

X chromosome(s), usually represented as XXY. They appear male at birth, but the 

lack of testosterone means female fat distribution and breast development may 

occur at adolescence. Most children are assigned male, and adults tend to live in 

society as men (usually infertile) and some do have a female gender identity and 

transition to live as women. 
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Most intersex people are not concerned about the appropriateness of their sex 

assignment, but those who experienced early childhood surgeries do have issues 

about those surgeries carried out to ‘correct’ genital anomalies and the legacy that 

leaves them with. Not all intersex people did experience such surgeries, however, 

and it is becoming increasingly the case that doctors in the UK will try to avoid 

surgical intervention whenever possible. 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

12.FRS should undertake proactive organisational development, including 

recognition that intersex inclusion is a challenging subject for many existing 

employees within FRSs; consider facilitating discussion based awareness 

training to develop individual and team awareness, acceptance and 

understanding of intersex inclusion. 
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11. The Legal Framework 
 

 

 

 

 

 

The UK legislation around the subject of trans* is somewhat restrictive and indeed is 

some way behind a number of other countries. Legally the UK still has two societally 

restrictive clinical binary identities. Legislation in Germany on the other hand is an 

excellent example of a far more socially accepting framework which allows birth 

certificates to remain silent on sex at birth until a decision can be better informed 

upon maturity. 

 

The main pieces of legislation in the UK that affect trans* people are: 

 

 The Equality Act 2010 

 Data Protection Act 1998 

 The Gender Recognition Act 2004 

 The Marriage (Same-Sex Couples) Act 2013 

 The Human Rights Act 1998 

 

 

11.1. The Equality Act 2010 

 

Discrimination on the grounds of gender reassignment was made unlawful as a 

result of the Sex Discrimination (Gender Reassignment) Regulations 1999. The 

provisions are now part of the Equality Act 2010, supported by the specific duties 

contained in The Equality Act 2010 (Specific Duties) Regulations 2011. 

 

Gender reassignment is a personal, social (as stated earlier), and sometimes 

medical process by which a person begins to live in a different gender to the one 

they were assigned at birth. Anyone who proposes to, is perceived to, starts or has 

completed a process to change his or her gender is protected from discrimination 

under the Act. The Act protects individuals who have undergone, or are about to 

undergo gender reassignment. Individuals do not need to be under medical 

supervision to be protected by the Act. 

 

So, for example, a trans man (someone who was assigned female at birth but has a 

male gender identity) who does not plan to undergo any medical procedures would 

be protected. 

 

Summarises the main legislation that affects trans* people both inside and 

outside the workplace. It also highlights legislation that is applicable to the 

education environment. 
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It is discrimination to treat people less favourably because they are perceived to, 

propose to undergo, are undergoing or have undergone gender reassignment. It 

should also be noted that transphobia and intersexphobia are processed by the 

police service as hate crimes and therefore can be reported to the police by either 

the individual or by any person witnessing such an offence. FRSs should strongly 

support such reporting and positively promote doing so by visual aids in all 

workplaces. 

 

Employees are protected from discrimination in the following areas:- 

 

 Direct discrimination: treating someone less favourably than other employees 

because of their gender reassignment, whether actual or perceived, or 

because they associate with someone who intends to undergo, is undergoing 

or has undergone gender reassignment. 

 

 Indirect discrimination: can occur where there is a policy, practice or 

procedure that applies to all workers, but particularly disadvantages people 

 

An individual has the protected characteristic of Gender Reassignment; 

 

 As soon as they make their intention known to someone whether 

that be a relative, friend, occupational health nurse, employer or 

doctor etc. 

 If they have proposed to undergo gender reassignment even if 

they take no further steps or decide not to proceed with transition. 

 Whether or not they have reached an irrevocable decision that 

they will undergo gender reassignment. 

 If they start or continue to dress, behave or live (full-time or part-

time) according to the gender they identify as at the time, as 

opposed to the sex they were assigned at birth. 

 If they undergo treatment related to gender reassignment, such as 

surgery or hormone therapy. 

 If they have received gender recognition under the Gender 

Recognition Act 2004. 
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who intend to undergo, are undergoing or have undergone gender 

reassignment. An example might be a policy or procedure that forces 

individuals to disclose their gender reassignment. Employers can only justify 

indirect discrimination if it is a proportionate means of achieving a legitimate 

aim. 

 

 Harassment: when unwanted conduct related to gender reassignment has the 

purpose or effect of violating a person's dignity or creating an intimidating, 

hostile, degrading or humiliating environment. 

 

 Victimisation: unfair treatment of an employee who has made or supported a 

complaint about gender reassignment discrimination. 

 

 Perceptive discrimination: to discriminate or harass a person because they 

are PERCEIVED to be intending to undergo, are undergoing, or have 

undergone gender reassignment. 

 

 Associative discrimination: to discriminate or harass a person because they 

are ASSOCIATED with a person who is intending to undergo, are undergoing, 

or have undergone gender reassignment. 

 

There is also protection for anyone who stands up against discrimination towards a 

trans* person. 

 

However, FRSs should recognise that all of the above is in the context of the Acts 

definition of gender reassignment and that it is not yet clear whether or not the Act 

can be construed to protect all trans* individuals. It is therefore incumbent upon a 

FRS to consider how trans* people will be protected from harassment through 

discipline procedures, and how support to others where appropriate will be given 

through performance/capability policies, so that their stakeholders including 

employees, volunteers, advocates, cadets and service users etc are sufficiently 

protected. 

 

Proactive training and information is always the best preventative measure. In any 

case, trans* people are protected, in the same way as everyone else working or 

providing services in the public sector, by the Human Rights Act. 

 

 

11.2. The Data Protection Act 1998 

 

The Data Protection Act 1998 (DPA) is legislation that controls how personal 

information is used and kept by the organisation that you have a role with. 

Information must be handled and stored fairly, lawfully, kept safe and secure and 

used in a way that is relevant and accurate.  Everyone responsible for using data 
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has to follow strict rules called 'data protection principles'. There is stronger legal 

protection within the DPA for more sensitive information. 

 

 
 

 

11.3. The Gender Recognition Act 2004 

 

The Gender Recognition Act 2004 became effective in 2005. Those people who 

have undergone a permanent change of gender status may endorse their new 

gender status by obtaining legal recognition in the form of a Gender Recognition 

Certificate (GRC). Applicants must provide paper evidence to the Gender 

Recognition Panel indicating that they have already changed their name, title and 

gender role, on a continuous basis, for at least two years; there is an expectation 

that they intend to live in the altered gender role for the rest of their lives. A medical 

opinion indicating that the applicant has experienced gender dysphoria is necessary.  

However, no medical treatment is required. Successful applicants acquire the new 

gender status ‘for all purposes’, entitling them to a new birth certificate registered 

under the changed name and title, provided that the birth was registered in the UK. 

 

Under the Gender Recognition Act, the Gender Recognitions Panel is only able to 

grant a certificate to enable the applicant to become either male or female. The 

Panel has no power to issue a certificate indicating a non-binary gender. The 

Equality Act 2010 protects people from discrimination if it arises from their being 

perceived as either male or female. The UK Governments current belief is that only a 

very small number of people consider themselves to be of neither gender and as 
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such it is not UK Government policy to identify such people for the purpose of issuing 

non-gender-specific official documents. 

 

Those in existing legal partnerships: marriage, same-sex marriage or civil 

partnerships are obliged to change the status of these relationships in order that a 

GRC may be awarded (see Marriage (Same-Sex Couples) Act below). 

 

The GRC has strict privacy provisions which must not be breached by any person 

acquiring such information, in an ‘official capacity’. Disclosure to a third party could 

be a criminal offence (GRA s22) (some limited exceptions apply). This is vital to 

know and is commonly one of the areas where employers and employees can be 

non-compliant with the law, whether intentionally or accidentally. 

 

The general procedural requirements for gaining gender recognition were developed 

as a result of the Government’s commitment to allowing trans people who have 

taken decisive steps to live fully and permanently in the acquired gender to gain legal 

recognition in that gender, by establishing a robust and credible process to 

determine applications for recognition. The provisions are contained the in the 

Gender Recognition Act 2004 (GRA). 

 

There are no requirements for a trans person to apply for legal recognition; it is 

entirely a personal decision. Many trans people live and work in their acquired 

gender without feeling it necessary to apply for legal recognition. However, an 

application for gender recognition should only be made where a person has made a 

permanent decision to change their gender. 

 

As already highlighted, the Gender Recognition Panel, a judicial body, determines all 

applications for gender recognition and an applicant must prove to the satisfaction of 

the Panel that they meet all the requirements set out in the GRA. The specific 

requirements for applicants going via the standard route are that the applicant; 

 

 has or has had gender dysphoria;  

 has lived in the acquired gender throughout the two years immediately 

preceding the date on which the application is made;  

 intends to continue to live in the acquired gender until death. 

 

Applicants must also provide medical reports, from: 

 

 a qualified medical professional who works in the field of gender dysphoria 

giving details of their diagnosis of gender dysphoria; and  

 a GP or surgeon, detailing any surgery or treatment that the applicant has 

undergone to change their sexual characteristics. 
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In addition, applicants must provide documentary evidence in the form of: 

 

 an original or certified copy of the birth certificate;  

 an official change of name document or documents;  

 documentary proof the applicant has lived in their acquired gender throughout 

the preceding two years.  

 

If the Panel is satisfied that the applicant meets all the conditions in the GRA they 

must issue the applicant with a Gender Recognition Certificate (GRC). 

 

Fees 

It is quite normal for people to pay for a whole range of services, for example, 

passports, birth and marriage certificates, drivers' licences, applications to the civil 

courts for a variety of issues. Given the cost involved in administering the gender 

recognition process, applications for gender recognition also carry a fee. 

 

At present, the application fee stands at £140. So as to ensure that nobody is 

excluded from gaining legal recognition in their acquired gender, remissions and part 

remissions are available to those who are unable to pay the full fee. Traditionally a 

large percentage of applicants have been exempt from paying a fee. 

 

Gender Identity Clinics 

Current service provision in England is network-based, shaped around seven adult 

gender identity clinics, three providers of adult genital reconstruction surgery and 

one designated provider of gender identity development services for children, 

adolescents and young people. 

 

Each gender identity clinic delivers services in compliance with contemporary, 

generic service standards for their discipline that respect the specific needs, values 

and dignity of transgender people. In England, people accessing gender identity 

services have a legal right under the NHS Constitution to be seen within 18 weeks of 

referral. 

 

 

11.4. The Marriage (Same Sex Couples) Act 2013 

 

As of December 2014, the Marriage (Same Sex Couples) Act 2013 which received 

Royal Assent on 17th July 2013, now has a very important impact on couples that 

are married and wish to remain married when one or both parties change their legal 

gender. Under phase 2 of its implementation (from 10th December 2014), marriages 

formed under the law of England & Wales (16th December 2014 for Scotland) have 

been allowed to continue where one or both parties change their legal gender. This 

is not yet the case is Northern Ireland as same sex marriage remains unrecognised. 
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Under phase 1 same sex couples have been able to marry in civil ceremonies in 

England and Wales since 13th March 2014. Same sex couples have also been able 

to marry in a religious ceremony where they religious organisation have opted in to 

conduct such ceremonies. 

 

Further guidance produced by the Equalities and Human Rights Commission can be 

found here 

http://www.equalityhumanrights.com/sites/default/files/publication_pdf/GD.13.103-

6%20Quick%20Guide%2024-03-14.pdf  

 

 

11.5. The Human Rights Act 1998 

 

The Human Rights Act 1998 is implicit in all the above legislation. The Act protects 

the individual, when employed in, or receiving services from, public sector providers. 

It requires transgender people to be treated with respect, dignity and fairness, and 

with regard for their need for privacy. 

 

 

 
 

 

 

11.6. The Education Sector 

 

The promotion of inclusion, equality and anti transphobic, biphobic and homophobic 

bullying attitudes and behaviours towards lesbian, gay, bisexual, and transgender 

(LGBT) people in schools is vital if the future of our societies is to be protected as 

effectively as possible. This has been recognised by Government and was 

emphasised by Education Secretary Nicky Morgan at the Stonewall Education 

Conference in July 2015 (https://www.gov.uk/government/speeches/nicky-morgan-

speaks-about-tackling-lgbt-bullying). This means taking proactive steps to support 

LGBT students and promoting respect and understanding of LGBT people and 

issues across the whole school community. Although there are minor variances 

http://www.equalityhumanrights.com/sites/default/files/publication_pdf/GD.13.103-6%20Quick%20Guide%2024-03-14.pdf
http://www.equalityhumanrights.com/sites/default/files/publication_pdf/GD.13.103-6%20Quick%20Guide%2024-03-14.pdf
https://www.gov.uk/government/speeches/nicky-morgan-speaks-about-tackling-lgbt-bullying
https://www.gov.uk/government/speeches/nicky-morgan-speaks-about-tackling-lgbt-bullying
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between England and Wales, Scotland and Northern Ireland, schools now deliver 

this in their Personal, Social and Emotional Development (PSED) curriculums. 

Schools must protect any student taking steps to reassign their sex, whether those 

steps are social (for example changing their name, the pronoun they prefer and the 

way they dress or look) or include interventions such as hormone therapy or having 

surgery. 

 

The Education and Inspections Act 2006 places a duty on schools to promote the 

safety and well-being of all children and young people in their care, including those 

who are lesbian, gay, bisexual and trans and those experiencing homophobic, 

biphobic or transphobic bullying. 

 

The Office for Standards in Education, Children’s Services and Skills (Ofsted) who 

are a non-ministerial government department carry out inspections and regulate 

services that care for children and young people, and services providing education 

and skills for learners of all ages. Ofsted inspectors are explicitly directed to look at a 

school’s (including independent schools) efforts to tackle bullying based on sexual 

orientation and gender identity and aspire to do this beyond any legal requirements. 

They may also look at how the school supports the needs of distinct groups of 

students, such as lesbian, gay, bisexual and trans* students. The equivalent 

organisations in Wales (Her Majesty’s Inspectorate for Education in Wales - ESYTN) 

and Scotland (Education Scotland) aspire to do the same. 

 

 

 

 

 

 

 

 

 

 

13.Ensure all stakeholders are legally compliant and comply with legislation 

across service working practices, for example procurement, recruitment 

and selection, discipline, capability, data protection and managing personal 

information policies. 

 

Whilst organisations have an obligation to comply with legislation, be 

mindful this is intended provide equality, dignity and respect for trans* 

people. 
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12. Recruitment and selection 
 

 

 

 

 

 

 

 

 

It should be recognised that applicants and interviewees for employment would not 

necessarily wish to disclose their trans* status. Many have experienced prejudice 

and harassment as a result of disclosure. It is not a mandatory question that should 

be asked at application or interview stages, as it is not a relevant criterion within the 

selection process. Since there is no obligation for a trans* person to disclose their 

status, new employees may be living ‘in stealth’, that is they do not wish to disclose 

their gender status. Some people’s gender expression is more noticeable. It should 

be noted that some people are visibly trans*, especially in the early stages of 

transition. This may bring about a negative reaction and stimulate an unconscious 

bias from others leading to abuse of the trans* person and transphobic behaviour 

and attitudes. 

 

It is however very useful to record gender and gender identity for the purpose of 

monitoring, but this approach should be supported by choice and anonymity. If 

carried out correctly, monitoring trans* equality can help you to understand the 

needs of your trans* service users and staff – it can help to make sure that the 

service you are providing is fit for purpose and that it is effective and efficient. It can 

also help highlight areas for improvement and demonstrate your organisation’s 

commitment to equality. The Scottish transgender alliance guidance for 

organisations on monitoring transgender staff or service users 

(http://www.scottishtrans.org/wp-

content/uploads/2013/03/stamonitoringguidefeb09.pdf) is a very useful reference 

document. 

 

As already mentioned there is no obligation for a trans* person to disclose their 

status as a condition of employment. For some trans* people, this may be 

unavoidable as they may still have identification and qualification records in the 

gender they were assigned at birth. Any disclosure of information must be treated as 

confidential. If the person chooses to disclose their trans* status, this is not a reason 

for not offering employment. Moreover and although obvious to most, non-

disclosure, or subsequent disclosure, is not grounds for dismissal. 

 

 

 

Guidance is given to ensure respect and dignity is applied through the stages 

and the recruitment of the right person, is based on a fair, inclusive process 

where equality of opportunity for those who may or may not openly identify as 

trans* has been applied. 

http://www.scottishtrans.org/wp-content/uploads/2013/03/stamonitoringguidefeb09.pdf
http://www.scottishtrans.org/wp-content/uploads/2013/03/stamonitoringguidefeb09.pdf
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When obtaining references it is important to maintain strict confidentiality and respect 

for the dignity of the individual. When it is deemed necessary for an applicant to 

disclose a previous identity in order to obtain a reference from a previous employer, 

this should be handled with the utmost sensitivity by an appropriate member of the 

recruitment/HR team in consultation with the trans* applicant. 

 

When recruiting and promoting and to encourage people from groups with different 

needs or with a past track record of disadvantage or low participation to apply, the 

principle of positive action applies. If two candidates are equally qualified to fill a 

post, the one who is from an under-represented group (if this fact has been 

identified) may be selected in preference to the other candidate. 

 

As part of the recruitment process within a UK Government’s area, an individual may 

be required to complete a DBS (Disclosure and Barring Service) disclosure form to 

check for any previous convictions under their current and any previous names. 

 

The DBS process is supported by a confidential checking process for trans* 

applicants who do not wish to reveal details of their previous identity, allowing the 

individual concerned to complete the process in the standard way whilst notifying the 

DBS confidentially. Despite this, any convictions will be disclosed including the 

individuals name at that time and normal DBS procedures will follow. 

 

Links to the relevant government website for DBS information is contained in the 

support section to this guide. 

 

Further comprehensive guidance about employment can be found in the Equality 

and Human Rights Commission Statutory Code of Practice: Employment. 
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14.When recruiting and promoting, adopt and apply the principle of positive 

action so that disadvantaged and low participation groups are encouraged.  
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13. Responsibilities of Managers 
 

 

 

 

 

 

 

 

 

 

When an existing employee or person with a role in a FRS comes out as being 

trans*, managers should seek appropriate support from their FRS processes. They 

must at all times remain supportive, non-judgemental and be clear that their service 

has a zero tolerance policy towards discriminatory language or actions that could 

create a hostile environment. 

 

The FRS should not accept behaviour that amounts to harassment or exclusion of 

any individual. Managers should be aware that many trans* people will begin to 

present in their true gender irrespective of their role or activity they undertake with a 

FRS (which may or may not be in preparation for part or full gender reassignment 

surgery), so this may involve an obvious change in their gender expression. It is 

important to remember that a person can still reassign gender with or without the use 

of hormonal treatment and not necessarily opt for surgery. Managers must be aware 

of the needs of any individual who identifies as trans* and the support that their 

service provides in such circumstances. 

 

It is anticipated that the individual would approach their line manager in the first 

instance. However, FRSs should ensure that alternative support is available if this is 

not a realistic approach for the individual. A positive approach should be adopted 

where the service is committed to supporting the individual throughout the process. 

The manager should, at all times, discuss with the individual how the service can 

support them now that they are open about being trans*. It is helpful to remember 

the person with the greatest commitment to a successful outcome will be the 

individual themselves and their personal expertise should be of utmost value. 

 

It is important when considering a person transitioning within a FRS or expressing 

their trans* status, to communicate with the individual’s partner and family. It is of 

course important to first seek confirmation that the individual’s partner and/or family 

are aware of their trans* status. FRSs should take this seriously and endeavour to 

involve family members where appropriate in any discussions and in agreeing any 

plans/support arrangements that are made. 

 

This section provides directive for managers on how to create a supportive 

culture through strong leadership, tackling transphobia and discrimination, and 

in promoting equality and building relationships. Consider this as a key moment 

for FRS to create the opportunity for trans* people to be themselves at work. 

For every manager to use, this is a practical guide on how to do what’s right 

and how to get it right. 
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The journey that a person takes when transitioning or expressing their trans* identity 

is one that more often than not places them in the best and happiest place they have 

ever been in during their life. Partners and family may not feel this immediately, if at 

all, and may also sense and be going through a period of bereavement that requires 

as much support as possible. The key to finding the right sources and level of 

support is through communicating with the partner, family and friends. 

 

It is equally important for the managers of teams within a FRS where a person is 

transitioning, has transitioned or is expressing their trans* identity to ensure that staff 

under their leadership are communicated with and offered the support and education 

which they may individually need. If managers and mentors etc. are approached with 

enquiries and the trans* person has found the confidence to openly and widely 

discuss the journey to their acquired gender and is happy to answer any questions 

that colleagues may have, the enquiry should be directed to them. A simple “Yes, 

she’s/he’s/they are transitioning. You should ask her/him/them yourself. 

she’s/he’s/they are fine with that” works very well. 

 

The principles of support and education that are highlighted in the above paragraphs 

are equally as important for a person who has a role with a FRS when they have a 

parent or child that is identifying as somewhere on the trans* spectrum. Managers 

need to be provided with the tools and knowledge by which to offer support, or at 

least there should be established arrangements in place that enable a manager to 

approach someone in the FRS that can offer them the resources to assist and 

develop subject knowledge. Such knowledge will also increase the effectiveness that 

FRSs can offer their service users. 

 

Supporting older members of society or someone who is seeking gender 

reassignment in later life is a situation that in the current FRS inclusive climate would 

be a challenging situation for a manager to lead on. There is some excellent 

resources in the shape of advisory leaflets, guides and toolkits available from a 

variety of groups when this situation occurs that will enable a manager to gain a 

good level of understanding to assist them communicating and supporting more 

effectively. The charity Age UK have produced a useful factsheet 

(http://www.ageuk.org.uk/documents/en-

gb/factsheets/fs16_transgender_issues_and_later_life_fcs.pdf?dtrk=true) that will 

assist in what a manager could consider in their communications with the individual 

and in order to better gain support from their FRS. 

 

A good toolkit for younger trans* matters is the Top Tips for working with Trans* and 

Gender Questioning people (www.allsortsyouth.org.uk/wp-

content/uploads/2014/02/Top_Tips_Leaflet.pdf) produced by the young people of 

Transformers, Allsorts Trans* & Youth Group. 

 

 

http://www.ageuk.org.uk/documents/en-gb/factsheets/fs16_transgender_issues_and_later_life_fcs.pdf?dtrk=true
http://www.ageuk.org.uk/documents/en-gb/factsheets/fs16_transgender_issues_and_later_life_fcs.pdf?dtrk=true
http://www.allsortsyouth.org.uk/wp-content/uploads/2014/02/Top_Tips_Leaflet.pdf
http://www.allsortsyouth.org.uk/wp-content/uploads/2014/02/Top_Tips_Leaflet.pdf
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13.1. Shared statement of understanding 

 

Any person transitioning or expressing their trans* status needs to be certain their 

employer is 100% in support of their needs. The employer therefore needs to make it 

clear that there are measures in place to facilitate all trans* people being open about 

their gender identity and expression at work. It is suggested that an agreed ‘Shared 

Statement of Understanding’ be drawn up in each case, covering a number of 

possible topics, outlined in the next few pages. 

 

The trans* person and the line manager (or other senior member of staff) should sign 

this document. The agreement does not represent a binding and unchangeable 

arrangement, but rather a commitment by the employer to engage with, and support, 

the individual at all stages. 

 

Whilst the initial meetings and the drafting of the document can be undertaken by the 

individual’s line manager or support manager, a member of the HR department 

and/or inclusion and equality team is encouraged to take an active role in the 

negotiations and to meet with the trans* person to discuss the detail of the shared 

statement before it is signed. Also, if appropriate and guided to do so by the trans* 

person, it is good to involve the partner, family member(s) and friend(s), a trans* 

champion, an ‘out’ trans* person and even a chosen mentor in the negotiations. 

 

Managers should have no doubt that being part of a minority group can lead to 

unequal treatment in society at large which can result in psychological distress that 

can show itself at work. This is sometimes known as ‘minority stress’ and has a 

detrimental impact on relationships. There is an ever growing evidence base on the 

relationship quality being more important than relationship type or status when it 

comes to physical and mental health and very importantly for child development. 

FRS’ should be far more mindful of the relationships that an individual is in and do all 

that they can to ensure that the families of the trans* individual are as supported as 

much as possible, even if this is through established sign-posting arrangements. 

 

The involvement of any party must be done with the agreement of the trans* person. 

It is important this confidential information is treated with great sensitivity and not 

distributed to the wider workforce by anyone involved in an uncontrolled way. 

 

The trans* person may wish to have the assistance and support of a close 

colleague(s) during this process, a union representative or perhaps even a mentor. 

The implementation of the shared statement should be reviewed at least every three 

months, but should also be reassessed at each significant stage of the process and 

at any time upon request by the trans* person. It is important that managers are very 

proactive at engaging openly with the trans* person as often as possible. 
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The shared statement is a confidential document. There needs to be agreement on 

where copies should be kept and who should have access. An envelope containing 

the shared statement should have the name(s) of the person(s) who are permitted 

access to it clearly marked. 

 

 

 
 

 

Matters which may be considered by the individual and the manager include: 

 

 The expected point at which the person will appear at work in the new or 

adjusted gender role; 

 

 Whether the individual wishes to stay in the current post now that they have 

disclosed their trans status or, if possible, would prefer to be redeployed 

(including during or after gender reassignment); 

 

 Whether there are duties within the role that should not be undertaken at 

specific times within the process (for instance heavy physical work); 

 

 What risks may arise for the individual in the workplace and at home now that 

they have disclosed their trans status, for instance in relationships with 

external parties or arising from media intrusion, and how they will be dealt 

with; 
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 The expected point or phase of change of name, personal details and social 

gender if these are things that the individual is planning. Name change may 

occur without any legal process but, before documentation is changed, it is 

usual for a Statutory Declaration (made before a solicitor or in a Magistrates’ 

Court) or a Deed Poll document to be obtained, and possibly a doctor’s letter. 

These documents serve only to provide evidence of a person’s intention to 

retain the new name on a permanent basis; 

 

 The expected point at which the individual would like to be issued with a new 

or an additional identification card that will allow them to identify in the gender 

that matches their feelings on a daily basis which accurately reflect their 

gender identity; 

 

 Whether the individual wishes to inform management, colleagues and 

associates or would prefer this to be done by someone else who is agreed to 

be suitable; 

 

 When the disclosure is to take place and the depth of the disclosure, so that 

appropriate support can be provided for the individual and for other staff; 

 

 How much training or briefing of colleagues will be necessary, at what point 

and by whom this will be carried out; advice in this regard should be taken 

from the Human Resources Department, inclusion team, the employer’s 

‘trans’, LGBT champion or inclusive champions and any existing staff support 

network; 

 

 Referrals to occupational health and employees external support 

mechanisms; 

 

 Considerations for referrals through the internal and local authority adult and 

child safeguarding procedures; 

 

 What amendments will be required to records and systems and the 

safeguards of their security; 

 

 What the implication are for pensions (if any) and insurance; 

 

 Whether the trans* individual is adequately covered by existing policy on 

issues such as confidentiality, harassment, domestic abuse and violence and 

insurance and if not how these will be amended; 

 

 Agreeing any dress code or uniform requirements on a daily basis; 
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 Agreeing the point at which the individual will commence using single sex 

facilities appropriate to their gender identity, for example toilets and changing 

areas. This should occur from the time that the trans* person feels 

comfortable. It is almost always inappropriate to insist on a person who has 

disclosed their trans* status to use accessible toilets designated for disabled 

people, regardless of their gender expression, unless this is elected by the 

trans* person. If others do not wish to share these facilities with a trans* 

person, then it is they, not the trans* person, who should use alternative 

facilities; 

 

 Agreeing the arrangements for the use of facilities for trans* identity, whether 

this identity is fixed or more fluid, perhaps on a daily basis; 

 

 Liaison with any clients or external agencies in respect of any outstanding 

matters in which the trans* individual is currently involved; 

 

 Where DBS checks are required, following a change of name, a special 

procedure relevant to each part of the UK may be accessed; 

 

 The expected timescale of any medical and surgical procedures and the time 

off required for medical treatment, including what effect this will have on the 

employee’s pay and promotion; N.B. time off for treatments associated with 

gender reassignment are specifically protected under the Equality Act 2010. 

 

 A date post transition for an evaluation meeting to take place with all parties 

concerned present. 

 

The above can only be a general guide initially. Timescales may change over time, 

and be unpredictable if treatment is in the NHS. It is not necessary for trans* 

individuals to have time off work in connection with hormone therapy. 

 

It is usual, and helpful, for a date to be fixed when the individual is expected to return 

to work in the new role. Sometimes a few weeks, or even a few months elapse, 

during which time all the elements are put in place to ensure the smooth transition of 

the individual concerned. Discussions will take place, as necessary, in order to reach 

agreement about the elements of the statement as outlined above. 

 

Some surgical interventions, for instance, chest reconstruction for trans* men, may 

happen early in the transition process, but full or part genital surgeries, which may or 

may not be undertaken, will usually not be scheduled until the end of the first year of 

treatment in any event. It is good practice to discuss as far as possible in advance 

the time away from work that an individual will need in undergoing gender 

reassignment treatment. 
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Consultations and hospital appointments may require full days away from work in 

addition to any time required for surgical procedures. Flexibility should be allowed for 

individuals to undergo treatment. It is important to remember that it may constitute 

unlawful discrimination if an individual is treated less favourably when undergoing 

gender reassignment treatment than others who are absent from work for other 

medical reasons. Considered and well-documented negotiations should be able to 

identify and deal with potential areas of conflict before they arise. Nothing should be 

done without the involvement, consent and knowledge of the individual. 

 

It is important for all parties concerned that an evaluation of the process that took 

place is conducted post transition so that any findings can influence the review of the 

services policy and shared statement of understanding and any necessary changes 

to them. 

 

 

13.2. Building relationships and becoming an ally 

 

Taking the time to build a good relationship with a person that holds any role in a 

FRS is a very important skill for a manager. Trans* people can perhaps come across 

at as a bit socially awkward at first. 

 

It should be remembered that this may be because they have been socially isolated 

in the past. However, once people know that they and their identities are genuinely 

accepted, they are likely to start to open up to you. 

 

It is important for leaders to develop an understanding of trans* people’s experiences 

which means recognising that trans* people, like many people, have to balance their 

lives with the reality of discrimination. 

 

Whilst at times gender identity issues may be all-consuming,  a person might not 

think about this at all; trans* people live full lives with all the same passions that non 

trans* people have. 

 

 



 

63 
 

Allies to trans* intersex people both internally and externally are a very important 

business as usual resource that every FRS should see as key to driving their 

inclusion & equalities and service delivery strategies. 

 

A proactive approach should be adopted to identify and recruit allies. This is 

particularly relevant where there is an allies network already established. For 

example where a person is supported to express their self gender-identity, the 

organisation should approach the supporter with and express their interest in them 

becoming an ally. This should be supported with material that shows how this will 

positively support both the organisations core values and delivery aims & objectives, 

and that of the wider societal needs, which could be in the form of an ally induction 

pack. 

 

Managers and colleagues that are the supporter, if they are not already, should also 

consider becoming an ally as soon as they become aware of someone in their area 

of responsibility identifying as trans*. 

 

Whether the ally is identified or identifies themselves to the organisation, the ally 

should receive tangible recognition about the positive position, rewards and 

responsibility the role of an ally brings. 
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13.3. Case study 3 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

My transition 

 

A case study by a Fire and Rescue service employee 

 

I transitioned at work in September 2014. One year before that I had “come 

out” to family and friends that I was living effectively as a female. Male mode 

was only how I had to identify at work. The strain on living two lives’, one at 

home and one at work, was immense. The idea of turning up at work at that 

time, as my true self, identifying as a female and functioning effectively within 

my role, horrified me. 

 

I finally found the courage to approach my service in April of 2014. I had a 

number of meetings with management and HR during which I was asked how 

I would like to proceed; I had absolutely no idea what the best way forward 

would be in such a challenging culture and working environment. The service 

asked me for a date to start in my new role and having made the decision to 

finally make the change I wanted this to happen ASAP. I had already 

changed my name and ID outside work. 

 

As time went by I was more and more nervous, it affected me more than I 

thought. I slowly became more and more detached, withdrawn at work and I 

became quite depressed. All of this which I now feel must have been 

noticeable went unsupported. 

 

At a time when I needed proactive support and engagement from my service 

and in particular the team I was already in whom I considered my friends, I 

was instead offered what was badged as an opportunity to work for three 

months in another department to ease into working in my new female role. It 

was highlighted that after the three months I could then simply move back to 

my normal role. I agreed, which is in hindsight was probably not the right 

thing to do, and prompted for a start date. 

 

The Start date got rolled back again and again because of staff shortages in 

my current role and as such they could not let me go to my temporary three 

month role. This was so emotionally exhausting both on me and my 

wonderful partner. 

 

It was five months from the time I approached them to my first day in my 

female role. I had to be quite firm in the end and insist I had waited long 

enough which is something I do not feel helped relations. 
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Over a month before my first day in September 2014 a selection of people came 

and asked me about my decision to change gender before it was announced by 

me or the service. This was an all-time low for me as I realised that I had no idea 

who did or did not know. 

 

I could go on about mistakes that were made by the organisation. I myself made 

some mistakes throughout this process; I have no doubt because of the very 

emotionally challenging time that both my partner and I were going through 

exacerbated by the lack of all-round support. 

 

If lessons can be learned it would be; 

 

1) A more structured way of communicating what was about to happen 

2) A single point of contact 

3) Regular updates on progress and problems 

4) Regular proactive contact from the mentor selected for me. The senior 

officer mentor selected for me never spoke to me then or since, to inquire 

of my wellbeing. 

5) Perhaps shorter lead in time to transition 

6) Remaining in your existing role 

 

Since my transition I have never been approached by any senior management 

within my department to find out how things are. Communication, communication, 

communication! Post communication in my opinion is essential for service to 

effectively learn from experiences. 

 

Significant others 

 

Transitioning can be a difficult, but if led appropriately, rewarding time for both the 

individual and the organisation. The focus of my transition tended to be only with 

the organisation and me. It should have been essential that my partner was 

included at all times and offered support from the service, she was not. It is 

therefore easy to understand why my partner throughout this process, felt 

isolated and very alone. 

 

I strongly feel that the support for significant others is so important to ensure a 

better outcome, and longer term wellbeing for any person who transitioning. It is 

incredibly difficult for partners trying to come to terms with a life changing 

decisions of their partner. 
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13.4. Domestic abuse and violence 

 

Research has indicated that this is an extremely common experience for a person 

who identifies as trans* with up to 80% of trans people having experienced abuse 

emotionally, sexually or physically from a partner or ex-partner, but 60% of these 

people did not identify their experiences as domestic abuse.  

 

Gender transition is a huge change in life circumstances for many trans* people, 

although the extent to which a person’s gender identity is relevant will vary from case 

to case. Sadly in the case of trans* persons, particularly when they are parents, it is 

something which is incredibly under acknowledged and recognised by the authorities 

and support organisations that are established in society to ensure that children and 

their parents/carers are protected and can enjoy a continued relationship during and 

after transition. Parents or partners may use threats or violence (to the survivor, their 

friends, relatives, pets or themselves) to try and stop a person being able to express 

their gender identity. 

 

Fortunately in March 2013 the government extended the definition of domestic 

violence and abuse so that the wording captured the very serious issue of coercive 

control and so that young people aged 16 and 17 were included. 

 

It is crucial that partners have the option to be included right from the start in any 

organisational protocol. 

 

Far more thought should have been given to my partner’s inclusion. It could have 

included dialog and feedback to the service on their policy, and importantly, 

reassurance and support throughout that difficult time. In my experience sadly 

this was not the case. 

 

I know without a doubt that I could never have transitioned at work had it not 

been for the complete support of my partner, but I also know without a doubt that 

my partner should have been supported more by the service. 

 

I hope my brief highlighting of my journey might provide help for those that may 

be considering such a momentous decision within the fire and rescue service, it 

should be inclusive and supportive for the benefit of both the individual and the 

organisation. Sadly I do not feel that my experience was not a pleasant one. 

 

By 

Anonymous 
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Coercive control is a particularly challenging behaviour to identify but is routinely 

experienced by trans* individuals. Often the perpetrator abuses the power relations 

they have over their children into adulthood to control the survivor by systemically 

cutting off the survivor, their family and friends. It can also be used by someone who 

once had a relationship with a trans* person to turn family and friends against them. 

 

Coercive behaviour is an act or a pattern of acts of assault, threats, humiliation and 

intimidation or other abuse that is used to harm, punish, or frighten their victim. This 

definition includes so called ‘honour’ based violence, female genital mutilation (FGM) 

and forced marriage, and is clear that victims are not confined to one gender or 

ethnic group. 

 

Coercive behaviour is often used with a controlling behaviour which is a range of 

acts designed to make a person subordinate and/or dependent by isolating them 

from sources of support, exploiting their resources and capacities for personal gain, 

depriving them of the means needed for independence, resistance and escape and 

regulating their everyday behaviour. 

 

 

 

 

 

 

 

 

 

 

 

15.Consider fully implementing and providing training to manager’s in the 

context of this guide across the service. 

 

16.Establish support mechanisms for managers, non-trans* staff, trans* staff 

& their friends and family, to ensure the key moment, to create the 

opportunity for a member of the FRS to be able to be themselves within 

the workplace, is done right. 

 

17.FRSs should establish a proactive approach to identifying, encouraging 

and establishing trans* and intersex allies! This should be supported by 

awareness materials that highlight why. This is particularly relevant where 

an ally network already exists for any underrepresented groups. 
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14. Use of single sex/non-binary facilities 
 

 

 

 

 

 

A common area of unnecessary difficulty caused by historical demonization and 

unconscious/conscious bias is the use of toilets and wash room/shower facilities 

which is brought about due to society allocating sex and gender to such facilities. 

 

The use of non-binary/gender neutral facilities is becoming more and more preferred 

in society, particularly in schools and other educational establishments and as such 

FRS should wherever possible during a facility upgrade/refurbishment and when 

commissioning designs for new buildings, provide facilities as non-binary. 

 

Toilet harassment is often based on the transphobic notion that trans* people are not 

‘proper’ men or women. Women sometimes express the fear that their facilities will 

be inundated by ‘men in dresses’ exposing themselves. Such fears are formed 

around baseless assumptions that trans* women are hyper–sexualised. These are 

just as unfounded as the myths used to argue against gay men serving in the armed 

forces or that black people must give up their seat on transport. 

 

In the meantime good practice indicates that facilities such as toilets and changing 

rooms should be accessed according to the full-time presentation of the employee 

(at the time) in their true gender identity. Since this is an area which can cause great 

consternation for trans* and cisgender people who share the workplace, it may be 

helpful to think of this in terms of another protected characteristic. For instance, 

‘race’, if an Asian woman complained that she did not wish to share toilet facilities 

with a black woman (or any other combination of racial characteristics) the employer 

would not order the latter to use a toilet that is designated for disabled people. The 

same principle may be applied to trans* women and men, as well as those with a 

trans* identity who may prefer to use one of the single-sex facilities over another, or 

both depending on their preference at different times.  

 

Trans* people do not wish to be, and should never be, regarded as disabled, unless 

of course they are disabled. To minimise the likelihood of any difficulties, sufficient 

cubicles, designed for maximum privacy by having partitions that extend from floor to 

ceiling, and doors that extend to the floor, may be the preferred provision. 

 

Gender neutral toilets may be provided as an alternative for any person, whether 

trans* or not, who does not wish to share with others. In addition, all users of the 

facilities should have awareness training, and be properly prepared to welcome any 

trans* person who is starting to use the appropriate facilities. 

Focussing on respecting the dignity of each person, this is a practical guide to 

making the workplace and facilities inclusive for everyone working within the 

FRS. 
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A person who has acquired a Gender Recognition Certificate must be treated for all 

purposes as having the new gender status and that they may always use the toilets 

appropriate to their true gender status. The certificate should not need to be 

produced to prove a gender status. 

 

Noting that trans* people are protected by law, guidance provided by gender identity 

clinics further advises that this should naturally be the case for those transitioning in 

order that they experience real life in their presenting gender, irrespective of whether 

or not they have a gender recognition certificate. 

 

The simplest and most holistic answer is for FRSs to proactively plan for all of their 

facilities to be gender neutral/non-binary and thus reflect the growing positive 

inclusiveness of our society. 

 

As alluded to earlier in this guide, it would be entirely perverse to society, the 

government’s objectives (including objectives in education), organisational policies 

and anti-discrimination legislation that is enforced by our police forces, for young 

people to receive the benefit of trans* inclusion in education and society only to 

arrive in a public service workplace that does not support full trans* inclusion as part 

of their core values. 
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18.Focussing on respecting the dignity of each person and providing inclusive 

facilities for everyone; consider providing facilities which are gender neutral 

wherever possible, especially when designing new, upgrading or 

refurbishing the workplace. 

 



 

71 
 

15. Occupational Health and Welfare 
 

 

 

 

 

 

 

Where available to a FRS either stand alone or within a corporate partnership 

agreement with other organisations, the role of Occupational Health (OH) will be to 

advise the employee/employer/fitness advisor/wellbeing/exercise practitioner on 

wellness/fitness for work and fitness for role issues, including fitness testing 

requirements on an individual basis. 

 

OH should also provide appropriate advice on medical issues, which may impact on 

an individual’s ability to carry out their role, such as hormone intervention which, in 

trans* women, may cause some loss of upper body strength, limiting an individual’s 

ability to carry out the full scope of the job. Advice on absence relating to treatment 

for gender reassignment purposes should also be sought (in line with any current 

policy for attendance management). A person experiencing gender dysphoria should 

be offered the opportunity to be referred to Occupational Health for advice and 

support. 

 

Post gender reassignment surgery can be an area where proactive and regular 

support and advice may be needed regarding any temporary adjustments which may 

be required to assist those returning to a premises/work, who may not initially be 

able to undertake all aspects of their former substantive role. For example trans* 

men may have chest reconstruction surgery before, or around the time of role 

change and as such this may require some additional sensitive support such as a 

period of light duties. 

 

 

 

A crucial resource for all staff within FRS. This section identifies good practice 

guidance to the essential function of Occupational Health regarding health, 

safety, well-being, fitness and support for trans* people, including policy impact. 
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OH cannot seek to replace the specialist medical advice, assessment and support 

that is required by individuals who are undergoing or have undergone transition. 

However OH staff should be able to offer confidential support and a form of 

counselling for those who are suffering emotionally at what can be a distressing and 

confusing period of their lives. 

 

Any individual referred to OH should expect all matters relating to gender 

reassignment of any kind be dealt with in the strictest of confidence, as would be 

expected from any other practitioners providing care. 

 

Redeployment within a FRS must only take place at the request of the employee, 

and must never be required by the FRS. This may include consideration of duties 

within the role that could not be undertaken at specific times within the process (for 

instance heavy physical work); 

 

 

15.1. Mental Health 

 

There are many different aspects that can impact on a trans* person’s mental health 

and OH must try to be as mindful of this as possible. 

 

Although currently information about the mental health and wellbeing trans* people is 

not collected or fully understood at a national level, the evidence that is available 

suggests that there is a higher risk of mental health problems and of experiencing 

suicidal feelings, self-harm, drug or alcohol misuse. 

  

Mental health problems have been linked to experiences of discrimination, 

homophobia/biphobia/transphobia and bullying. 

 

Although not designed specifically for any one given long term issue or for any one 

identifiable group, the Northumberland, Tyne and Wear NHS Foundation trust have 

produced a library of self help leaflets that are available free of charge at 

www.ntw.nhs.uk/pic/selfhelp/. These leaflets are in a variety of forms and cover 

issues that do affect trans* people. 

 

OH should also ensure beyond doubt that any form of external support offered to 

employees such as an online employee assistance mechanism that offers a 

confidential counselling and advice service, should be a trans* inclusive 

organisation. 

 

 

 

 

 

http://www.ntw.nhs.uk/pic/selfhelp/


 

73 
 

15.2. Fitness testing 

 

Maintaining fitness is an essential element of many roles in the FRS. It is also 

important generally for maintaining better performance and therefore the notion of 

regular exercise should be promoted. 

 

Although legally a person is not yet recognised as their true gender until they are 

issued with a gender recognition certificate, FRSs and their partnered organisations 

should be mindful of the wider national conversations that are occurring with regards 

to individuals self-identifying their gender (refer to Foreword). 

 

As highlighted by the recommendations of the Firefit Steering Groups Standards, 

Protocols and Policy document (www.firefitsteeringgroup.co.uk/firefitreport.pdf) the 

focus of fitness testing requirements for both cardiorespiratory fitness and muscular 

strength should be on the ability of an individual to undertake the relevant work or 

role. In particular the aerobic fitness standard applicable to all firefighters should be 

gender neutral. 

 

Each case should be considered individually when there is doubt as to the accuracy 

of an aerobic test or attainment of the desired level. When further tests still produce 

unsatisfactory results OH can assist in reviewing the circumstances which may 

include identifying or ruling out underlying medical conditions, the individuals normal 

activity level, Body Mass Index (BMI), body fat percentage and current health status 

such as recovering from a cold. 

 

Other factors in relation to body weight/composition (due to the lack of academic 

study in this area it is always gender specific) may be used to determine an 

individual’s performance. Subject to any academic research, study or directive in this 

area OH professionals and fitness and wellbeing advisors should treat each case on 

an individual basis but should consider gender neutralising all ‘other health factor 

requirements’ that will form part of the service fitness testing policy. If done correctly 

this could have the effect of un-complicating this area, similar to the initial fitness test 

methods being irrespective of gender. 

 

 

15.3 Impact on policies and procedures 

 

In order to support an inclusive workforce the impact of trans*, intersex and gender 

identity in general will need to be considered with regards to all policies and 

procedures. It is essential to integrate Equality Impact Assessments (EIA) across all, 

and by all parts of an organisation, service delivery in particular. This is clearly 

identified in the EHRC's EIA quick start guide available here 

http://www.equalityhumanrights.com/sites/default/files/documents/PSD/equality_imp

act_assessment_guidance_quick-start_guide.pdf. Although this guide is applicable 

http://www.firefitsteeringgroup.co.uk/firefitreport.pdf
http://www.equalityhumanrights.com/sites/default/files/documents/PSD/equality_impact_assessment_guidance_quick-start_guide.pdf
http://www.equalityhumanrights.com/sites/default/files/documents/PSD/equality_impact_assessment_guidance_quick-start_guide.pdf
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to public authorities in England, Scotland and Wales, the principles of EIA's can be 

easily adopted by irrespective of public or private functional status. 

 

In recognising the central driving purpose of policies, EIA's are a very important tool 

that many FRS appear to have only paid lip service to. They should be used to 

systematically assess the likely (or actual) effects of policy on gender identity and as 

best practice should be used to ensure policies and procedures incorporate the 

experiences of all trans* people. This includes particularly seeking opportunities to 

positively promote equality and removing or mitigating negative impacts; both of 

which represent public equality duties. 

 

For example, current UK FRS guidance, policies and procedures appertaining to 

personal dose limits at radiation incidents are binary focused. This is due to the 

affects that radiation has on fertility. 

 

In recognising that gender reassignment is predominantly a social process that does 

not always include medical or surgical intervention, FRS policies and procedures 

must be designed to ensure the health, safety and wellbeing of all staff. 

 

It must be remembered there is no legal requirement for an individual to disclose 

their gender history. Therefore within a FRS already and certainly in the future, there 

could be an intersex person that can have children or a trans* member of staff that is 

considering, is undergoing, or has undergone gender reassignment involving only a 

social process. So a trans man could choose to retain their opportunity to have 

children in the future. 

 

Adopting an inclusive approach and simply doing what is right, will not just ensure 

due diligence to mitigate corporate risk but will demonstrate good leadership and 

more importantly will reinforce the core values of a FRS. Such good leadership 

should be considered widely in organisations that represent the Fire and Rescue 

Service, and when projects that have national impact are being implemented. 

 

 

15.4. Being trans* and having a learning disability 

 

A learning disability is a reduced intellectual ability and difficulty with everyday 

activities such as socialising.  People with certain specific conditions can have a 

learning disability. For example, people with Down’s syndrome and some people 

with autism have a learning disability. 

 

People with a learning disability tend to take longer to learn and may need support to 

develop an understanding of complex information and situations and interacting with 

other people. The support and understanding can be compounded if the person also 

has a trans* identity. 
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The level of support a trans* person needs depends on individual factors, including 

the severity of their learning disability, and will dictate how much they understand the 

environment around them and how accepting it may or not be. For example, 

someone with a mild learning disability may only need limited support. However, 

someone with a severe or profound learning disability may need full-time care and 

support with every aspect of their life including their gender identity. 

 

Most people with a learning disability are treated as ‘different'. They do not have the 

same control over their own lives as the rest of our society and face challenges and 

prejudice every day. Again this can be compounded if they are also trans*. 

 

People with a learning disability are often socially excluded and many are also 

subjected to bullying. 

 

  

15.5. Occupational requirements 

 

Occupational Requirements provide for exceptions where the requirement not to be 

a trans* person is “a proportionate means of achieving a legitimate aim‟. The onus is 

on the employer to prove such an exception applies. The Codes of Practice 

published by the Equality and Human Rights Commission are clear that such 

exceptions will be rare and on a case by case basis.  In general, a requirement that 

restricts an occupation to persons of a particular sex should also be open to trans* 

people living in their affirmed gender role. 
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19.Occupational Health (OH) have such a key role in the support of trans* 

people throughout their careers.   

 

Consider fully implementing and providing training on the information 

provided within the OH section of the guide; the wider spectrums of 

sexual and/or gender identities should be included. 

 

20.There are many aspects that can impact a trans* person. Where 

support is provided externally, OH needs to ensure this is provided by 

trans* inclusive organisations. 

 

21.Both OH and FRS policy writers will need to consider trans*, intersex 

and gender identity in general and the impact ALL policies and 

procedures could have; this does involve looking wider than just people 

focussed documents as highlighted within the guidance. 

National projects and working groups 

 

22.Recommendation 19 above should be considered by any National FRS 

group and/or project. 
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16. Dress code, time off and communicating 

 

 

 

 

 

 

 

 

 

16.1. Dress code and appearance 

 

It is good practice to allow enough flexibility in the dress code daily to accommodate 

all individuals, whether trans* or cisgender, regardless of their gender identity or 

expression. For example, in the transition from male to female (MtF), flexibility 

should be allowed over hair length and style, jewellery and make up. 

 

If the individual is working with the public, a temporary redeployment out of the public 

gaze, at the request of the individual concerned, may be appropriate but is of course 

far from the preferred course of action. 

 

It is essential that a new uniform should be fitted and ready well in advance of the 

change of gender role or expression. All people should be able to choose the 

uniform they feel is the most appropriate for them and be able to wear it with the 

support of FRS. 

 

Flexibility in dress code and appearance should also be considered for trans* people 

who may not feel comfortable in dressing in a way considered typical of men or 

women. 

 

 
 

The section of the guide focuses on just making the workplace an environment 

where trans* people feel able to be themselves. An understanding of each area 

is provided, with the support identified in order to allow people to safely express 

their gender identity. Also consideration to support wider staff groups within the 

service through proactive information and timely communications 
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16.2. Time off 

 

A person may need to take time off from their role for counselling and medical 

treatment. They will therefore need to take leave from work. This can be a fairly 

lengthy process depending on what types of medical treatment a person may wish to 

access, if any. It is suggested that, where possible, the guidelines for time off for 

appointments and leave are followed. 

 

Any flexi-time arrangements should be used but this will need to be considered on 

an individual basis. FRS should recognise that some trans* people will opt to 

medically transition, and this will require absence from work if they elect to have 

surgeries. 

 

As with any major operation, the recovery period will depend upon the individual and 

as such sick leave rules should apply. Again, it is recommended that each case be 

dealt with on an individual basis should more absence be required to ensure that 

there is no detrimental impact to the individual’s welfare. 

 

If an absence continues outside of sick leave arrangements, alternatives could be 

offered, for example, unpaid or annual leave. Working from a home address for an 

extended period may also be a suitable alternative. 

 

Time off for any surgery should not to be counted as part of any attendance or 

performance monitoring process. 

 

The Act specifically protects absences for treatments associated with gender 

reassignment, so that these may not have a negative impact on, for instance, 

promotion. 

 

It is good practice to discuss as far as possible in advance the time away from work 

that an individual will need in undergoing gender reassignment treatment. 

 

 

16.3. Communication with colleagues 

 

Any communications with the wider workforce will need to be monitored very closely 

by the Line Manager with the guidance if possible of the inclusion, equality and 

diversity team/manager. In the first instance the Line Manager should agree with the 

individual if, when and how widely they wish their trans* identity to be made known. 
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The service should arrange an agreed communication process to be undertaken in a 

structured way to ensure that it is made clear that this support enhances the wide 

safer and healthier communities’ agenda. This will form an important part of the 

memorandum of understanding. Colleagues will need to be informed of the 

individuals intentions by whoever the individual has requested, or by themselves if 

they so choose. 

 

Background information about the circumstances should be given to all stakeholders 

to help them understand. 

 

Disseminating such information needs to happen within a short time frame so that 

rumours do not spread. On the other hand, disclosure should not be automatically 

extended beyond what is necessary to facilitate the integration of the individual. 

 

Training or awareness sessions could be arranged and a time for all relevant 

persons to ask questions or raise concerns should be offered. This is also a useful 

time to remind all stakeholders that inappropriate language, behaviours and 

comments such as “One of the men in our offices is turning into a woman” or “one of 

the girls in our office wants to be a man” should be challenged if witnessed and why 

this is important. 

 

Any evidence of discrimination or harassment should be dealt with in the same 

serious manner as harassment is dealt with for any member of staff who is being 

discriminated against, for example, on the basis of their race or religious beliefs. 

Negotiation and compromise will be the key to successful management of the 

process of disclosure and to tackle discrimination proactively. 
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23.A review of current service policies and arrangements for trans* and intersex 

staff where these exist on dress code and time off, should take place.  
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17. Records and confidentiality 
 

 

 

 

 

 

 

HR records for trans* individuals (paper and electronic) should not refer to a previous 

name, and records made prior to a change of name should be updated with the 

individual’s new name. PAYE numbers should be changed and access to records 

showing the change of name and any other details associated with the persons 

trans* status, such as records of absence for medical treatment or the appropriate 

deed certificates, will be restricted to the fewest number of staff. 

 

The Gender Recognition Act gives anyone applying or holding a Gender Recognition 

Certificate particular privacy rights. 

 

It is a criminal offence to disclose information acquired “in the course of official 

duties” about a person’s gender recognition, without the consent of the individual 

affected. “Official duties” includes employment, trade union representation or supply 

of business or professional services. 

 

Any deliberate or inappropriate release of confidential information leading to a trans* 

person being ‘outed’ against their stated wish, whether internally or externally, 

should be treated as a matter of misconduct. 

 

Traceability of a trans* person is important for FRSs particularly if an individual is to 

identify and dress according to how they are relating to their inner gender identity at 

any given time. FRS should endeavour to support and provide staff with identity 

cards and the appropriate records that match their gender identity to ensure that 

traceability and accountability within the organisation is maintained. This could 

involve providing an employee with more than one identity card if they wish to use 

different names at different times. 

 

Another possibility would be removing the recording of gender on identity cards, or 

having an option for it not to be recorded, so that trans* people who don’t identify as 

men or women would be able to have this recognised. 

 

The following two sections are based around compliance with confidentiality, pay 

and other financial aspects, which FRSs should consider throughout all stages 

of an individual’s gender reassignment. 
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Trans* persons may change their personal details and it will be there responsibility to 

update their FRS. This can include; 

 

 Driving licence 

 Insurance 

 National Insurance 

 Passport 

 

FRSs will need to be responsible for making the necessary changes to any records 

to reflect a permanent or fluid nature to a trans* person’s identity. Such changes 

and/or additions may include; 

 

 Name Badge 

 Identification 

 Driving Authorisations 

 Personnel Records – computerised and manual 

 Payroll Records 

 Training Records 

 Absence Records 

 Medical Records held by the organisation 

 Internal and External Directories 

 E-mail Directory 

 Business Cards 
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18. Pensions, national insurance, tax and social security 

benefits 
 

A person is legally recognised in their acquired gender, from the date their full 

gender recognition certificate is issued, this may affect their national insurance, 

pension and other social security benefits for both themselves and their spouses or 

civil partners. The affects do not apply to a trans person if; 

 

 They decide not to apply for a Gender Recognition Certificate 

 Their application for a Gender Recognition Certificate is unsuccessful 

 They receive an interim Gender Recognition Certificate 

 

In order that an individual’s National Insurance (NI), benefit and pension records are 

updated appropriately, it is recommended that when applying to the gender 

recognition panel for a gender recognition certificate, they ask the panel to notify the 

HMRC (or equivalent in all UK government areas) upon issue of the certificate. 

 

HMRC (or equivalent in all UK government areas) will update the NI and tax records 

with details of the acquired gender. The Department of Works and Pensions (or 

equivalent in all UK government areas) will similarly update their records. 

 

Further advice and guidance can be gained by accessing information on the relevant 

UK government websites and/or by contacting their specialist teams. The 

Government Benefits and Pensions note available here 

www.gov.uk/government/uploads/system/uploads/attachment_data/file/372462/gend

er-recognition-pensions-and-benefits.pdf is a very good note providing information 

about how getting a full Gender Recognition Certificate may affect NI, pensions or 

other social security benefits for applicants and their spouses or civil partners. 

 

Positively, the differences in pensions and NI based on gender are being eliminated 

so for younger staff and in time, these will disappear. 

 

24. There are clear legislative actions which FRS must ensure are carried out 

to support trans* people. FRS teams who work with personal data and 

information should have awareness training to not only understand what they 

are required to do by law, but also the reasons why and how this protects and 

supports tans* people to live their lives being themselves. 

http://www.gov.uk/government/uploads/system/uploads/attachment_data/file/372462/gender-recognition-pensions-and-benefits.pdf
http://www.gov.uk/government/uploads/system/uploads/attachment_data/file/372462/gender-recognition-pensions-and-benefits.pdf
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19. Being trans* and having a faith 

 

 

 

 

 

 

 

As alluded to in other areas of this guide, in offering support to a trans* person it is 

important not to overemphasise that one area of their identity. We all have a variety 

of aspects to our lives and this is just as true for a trans* person. 

 

 

 
 

 

 

Spirituality is very much part of the human life. Spirituality for Lesbians, Gays, 

Bisexuals, Transgender and Intersex (LGBTI), or indeed for people that identify 

anywhere on the sexual and/or gender identity spectrums is considered assists with 

the need to reconcile, worship, meditate and pray which, also adds to the well-being 

of the individual. The spiritual life and existence of LGBTI people also negates guilt 

and lifelessness.  

  

The spiritual needs of minorities are not different from that of majorities. Having a 

faith can help people deal with the aftermath or discovery of their gender identity 

This section provides information for any person that has a role within a FRS to 

gain some awareness of the interaction of being trans* and having a faith. It also 

highlights the challenges and positively, the acceptance there is in different faith 

groups. This section does not include all faiths. 
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minority, which they can then reconcile with their religious belief with understanding 

their gender identity and how that impacts on their life and society. 

 

There have been many advocates for LGBTI Human rights and freedom of religious 

expression. Over the year’s people and organisations that continue to seek to 

address the issues of human rights violation against LGBTI people which is often 

disguised under faith or religious impunity, extending the punishments and ostracism 

of LGBTI people in their communities against the background of hate and vicious 

incitement of violence against LGBTI people. 

 

For Fire and Rescue Services to provide a service that is accepting for trans* people 

requires a level of professionalism, understanding, compassion and respect. As 

already highlighted many trans* people often transition during young adolescence or 

adulthood which makes transition obvious and difficult. There are elements of 

anxiety for the transgender person and facing the rest of society and their families 

can often be seen as a huge challenge. Evidence and statistics do show that many 

transgender individuals feel ostracised rejected and end up committing suicide. 

Having an intersection with faith can help a trans* person immensely. 

 

 

19.1. Sikhism 

 

It's important first of all to distinguish between Sikhism as a faith and individual Sikh 

communities, which may vary among themselves. Sikh communities may identify 

strongly with certain outward signs of Sikhism or certain ideas about Sikh history, but 

they may not always be that knowledgeable about the faith in detail. This is 

changing, with an enormous upsurge in highly intelligent discussions of real Sikh 

values among Sikhs throughout the world. 

 

It's also important to emphasize that Sikhism, a religion founded as far back as the 

sixteenth century, was a remarkably enlightened one from the very beginning, with 

real commitments to egalitarianism, equality between men and women, tolerance of 

other religions and a belief in serving the community, especially its excluded or 

weaker members. 

 

Of course, there are always members of any group that do not fully follow its ideals, 

and this is as true of Sikhs as of any other group; but there are some specific 

problems here, mainly to do with colonisation. It is now well known that the British 

exaggerated Indian "backwardness" in order to justify their rule. More subtly, there 

were late nineteenth century "revivals" in the indigenous religions in India, which 

tended to make them acquire a more Western or Christian, rather than Indic, flavour. 

This means that "Victorian values" crept into Sikhism which had not been there in the 

first place. Emigration to and assimilation in Western countries would have further 

contributed to this. It is important to realize that unfavourable attitudes to LGBTQ 
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people among Sikhs, not in fact all that common, may owe a great deal to acquired 

Western prejudices and favourable attitudes may come as much from within Sikhism 

as from "advanced" Western ideas. 

 

 

 
 

 

The "Guru Granth Sahib" (the single universally accepted Sikh sacred text) does not 

refer to LGBTQ people in any way, pejoratively or otherwise. There is an encounter 

between a male-to-female transgendered Sufi religious figure, Sheikh Sharaf, and 

Guru Nanak (the founder of Sikhism) in a "Janamsakhi” that is an early text devoted 

to the life of Guru Nanak, not strictly canonical like the "Guru Granth Sahib", but now 

regarded as a valid indication of early Sikh practice. Importantly, Guru Nanak does 

not even put the Sheikh into a category by naming her/him as an anything, let alone 

offering any criticism of what she/he is, and he gives her/him spiritual advice, broadly 

that she/he does not need to dress extravagantly to please God, but that simplicity 

and sincerity are more important. This relates to the core Sikh belief that faith comes 

from the heart and is not about empty ritual, but it can also mean something to a 

male-to female transgendered person today, where gender is often both binary and 

caricatural. 

 

The "Guru Granth Sahib" has a sophisticated approach to gender. God is not 

gendered, either in her/his various names - the "Guru Granth Sahib" is written in a 

mixture of quite a few North Indian languages, so there are sometimes several words 

for the same concept - or "ek oankar", roughly translated as "one dynamic creative 

principle". Metaphorically, God can be bride or bridegroom. She/he is often the latter 

because the "Guru Granth Sahib" draws on a tradition of religious poetry in the 

Punjab, in which one's death is likened to a bride leaving her parents' house to go to 

that of her husband. Male readers are supposed to identify with being the "soul 

bride" of God as much as female ones. Female readers can identify with the brave 

resourceful and intelligent heroines, such as Satwant Kaur, of Bhai Vir Singh's very 

poetic but doctrine-orientated novels from the early twentieth century. 
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Sikhism doesn't strictly deny gender, but it permits a continuum and overlap between 

what the two genders can feel and do which is very valuable. 

 

It's also important to remember that Sikhs believe in a complex version of pantheism, 

which means that God has created and is in all created things, including LGBTQ 

people, and in reincarnation until one achieves liberation from it. Most human beings 

are not good enough to achieve liberation but not bad enough to come back as 

something non-human, so they come back as another human, without it having to be 

specifically male or female, as in Sikhism women are as capable of liberation as 

men. So one's soul will have inhabited both female and male bodies. 

 

Sikhism is an intrinsically tolerant religion: the writings of Muslim and Hindu spiritual 

figures are fully integrated into the "Guru Granth Sahib", and the Golden Temple in 

Amritsar famously has doors on all four sides to welcome people from all four 

corners of the earth. Sikhism is also not a punitive, thou shall not religion: it involves 

a kind of progressive illumination of the self, almost tactile as if one's veins are being 

filled with nectar rather than poison, as the God within you fuses with the God 

without. The point is Sikhism has never excluded anyone from this experience 

because of what they are: indeed it provides ample room for bringing the complexity 

and multiplicity of what you are to it. 

 

 

19.2. Judaism 

 

For years, trans* people have struggled with varying levels of acceptance in different 

segments of the Jewish community. Some synagogues and communities have been 

welcoming to Transgender people, and some have not. Traditional Jewish law, by 

and large, has very little regard for gender transition, non-binariness, and day-to-day 

aspects of our lives. This is even worsened in more liberal strands of Judaism where 

trans* people often find themselves pushed aside, erased, and even mocked.  

Unfortunately even some "LGBT" synagogues can be hostile places for some trans* 

people. 

 

It’s not all negative though. Things are starting to improve, but the Jewish community 

can sometimes be notoriously slow to change. In the last few years, trans* issues 

have taken a much more prominent role, with openly trans* people starting to be 

ordained as rabbis and cantors and thus taking on other spiritual and communal 

leadership roles. Trans*-affirmative liturgy is being created, ritual spaces are learning 

best practices to accommodate trans people equally, and a greater understanding of 

intersectional issues is slowly starting to take root in some places in the Jewish world 

so that discrimination can be challenged. But it is a slow, painful, expensive, and 

difficult task to make this happen. This must happen by Jewish leaders and with 

publicly respected institutions, from the front lines of this change, where the Jewish 
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community are slow on issues of trans* acceptance and affirmation. This will help 

where the Jewish community need to get to and how they might be able to get there. 

 

Judaism in the larger modern world is changing and the interaction of trans* 

inclusion is becoming part of that, slowly. Judaism is beginning to not just be 

accepting of trans* people, or just welcoming, but now starting to actively affirm and 

celebrate trans* So that all are welcome, from any and all faith/spiritual/cultural 

backgrounds. 

 

LGBTQI issues in the Orthodox/Chassidic community need to be tackled urgently 

and individuals are often in grave danger e.g. being harmed by their own families. 

Many public service bodies are not aware of this. 

 

 

 
 

 

The progressive communities are on the whole far more welcoming to trans and 

gender nonconforming people of faith, There is however still a lack of awareness in 

most synagogues and communities when it comes to facilities (e.g. gender-free 

toilets), life cycle events (bar/bat mitzvah, bris 'circumcision', mikvah ritual bath etc) 

which are focused on the binary genders of male and female and other requirements 

(e.g. pronouns...Hebrew is a gendered language). 

 

Programmes are in place and it is only a matter of time until things improve for trans* 

people. LG&B people are largely included in all programmes and events. 

 

Not every LGBTQI person from a traditional background wants to join the 

progressive movements, and this is an issue for most practising orthodox Jews as it 

leaves them often with only 2 choices: leaving everything behind, or being closeted. 
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19.3. Paganism 

 

Paganism is a nature based religion following both goddesses and gods and is one 

of diversity. Its core has 8 festivals that mark important points in the year, each with 

its own meaning and religious significance. All this is underpinned with a strict moral 

code of 'if it harm none do what ye will' 

 

There is no set way to experience the pagan faith for it branches out into many 

different belief systems, depending on the person and their way of life. As a result it 

can be hard to get a real collective view set on intersex, non binary and transgender 

issues within the pagan community. Paganism is an umbrella term which covers a 

broad range of religious paths, often with each individual holding their own views on 

what is right, wrong and celebrated within their own spirituality. The most famous 

branch of paganism is Wicca, a modern pagan, witchcraft religion. The Wiccan ritual 

'Charge of the goddess' says "All acts of love and pleasure are my rituals" implying 

all gender identities are welcome. 

 

Under most banners of paganism, being trans/non-binary, intersex or agender is 

welcomed and encourage and include all members of the LGBTQ+ community, 

celebrating diversity of faith and gender identity and expression. Most branches of 

paganism are LGBTQ+ positive, with very few exceptions and any conflict is down to 

an individual’s own views and opinions, rather than that of a collective. There have 

been cases of a goddess worshiping "women only" sector of paganism, choosing not 

to welcome trans/non-binary women into their places of worship as they only accept 

"women born women." Under further examination of these cases it is found to be the 

leaders of these groups inciting and preaching intolerance rather than a trans/non-

binary exclusive collective belief system. However, the focus on gender assigned at 

birth, or gender based on genitalia or outward appearance can be a real issue for 

trans/non-binary and intersex individuals in general society and in rare cases, the 

pagan faith. 
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In most pagan meetings, especially the social gatherings, individuals are encouraged 

to use the bathroom facilities that make them comfortable, their preferred names are 

used, alongside their chosen pronouns; there is a great mutual respect between 

people. 

 

In some branches of paganism there is an emphasis on male and female 

"mysteries"; which are fluid like the construct of gender itself. Although a few groups 

may stop trans/non-binary, intersex and agender pagans from participating in the 

"mysteries" of their gender identity, most will welcome them with open arms, allowing 

them to learn and expand their faith. Because paganism is fluid itself, it gives great 

scope for personal and spiritual exploration; accepting everyone for who they are 

and for what they believe in. 

 

There are gods and goddesses, whole pantheons depending on the path of the 

individual pagan. This features gendered and non gendered deities, concepts of 

nature and other non binary symbols. In the pagan faith there is no, one answer, nor 

is there a right and wrong way to do things, which can be a great comfort to a 

trans/non binary, agender or intersex person. 

 

 

19.4. Christianity 

 

Christianity is primarily practiced in a communal setting and so it can be a stressful 

when a local church does not support a Christian’s expression of their gender 

identity. Most churches lack clear national policies on trans/non-binary persons, but 

what matters to most Christians is how their local church reacts. Their local church is 

likely to be a crucial part of their social networks, so suggestions to join a different 

church are usually not what the individual wants to hear, because that is where they 

have formed friendships or have long-term family connections. 

 

 

 
 

 

Due to limited national guidelines, if a local church has not dealt with the situation 

before, pressure falls on the individual to argue their case. 
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The following are the official stances of some of the major Christian traditions in 

England: 

 

Church of England 

There is an official stance that each diocese may either support transsexuals or 

oppose them. This position was developed in advance of the passing of the Gender 

Recognition Act, but primarily relates to the selection of transsexuals as trainee 

priests. In addition, a priest may refuse to marry a couple where one has used a 

Gender Recognition Certificate, but they must make arrangements for another priest 

to take the wedding in the parish church. The General Synod is due to debate the 

introduction of welcome liturgies for transsexuals who have changed their name 

since baptism. 

 

Roman Catholic Church 

The advice on diversity issued in 2005 by the English and Welsh Bishops’ 

Conference advises parishes that those with a Gender Recognition Certificate are 

legally protected and that parishes may need to take legal advice when dealing with 

transsexuals. More recently papal statements against “gender theory” has been 

taken by some as anti-transgender and the Vatican in August 2015 pronounced that 

a transsexual could not be a godparent in a sex other than their birth sex. This 

situation may change once Pope Francis officially clarifies his stance. 

 

Methodist Church 

Britain has no guidance to ministers on dealing with transgender people, but has 

moved the consideration of them at national level from the group dealing with 

sexuality to the group dealing with gender diversity. 

 

There are some fully inclusive organisations such as the Metropolitan Community 

Churches, Unitarians, and Quakers.  

 

Difficulties faced by a Christian in a local church setting are often less dependent on 

the denomination than on the where the local church stands on issues of social 

change and Biblical interpretation. A more conservative church (or more 

conservative members within a church) may raise some of the following objections to 

a trans/non-binary person: 

 

1. Christians should not alter their body from the one that God created for them. The 

problem with this argument is that it could be used against any surgery or medical 

therapy that causes bodily changes, e.g., cancer therapies. 

 

2. Church worship on Sunday morning is centred on the family so trans/non-binary 

persons should not be present as they are too confusing for young children. The 

youngest of children tend to absorb uncritically the attitudes that they are taught by 
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adults and teenagers and often have more gender fluid understandings than older 

generations. 

 

3. Deuteronomy 22:5 condemns cross-dressing. It is unclear what that verse means 

in terms of their cultural setting and the attitude to dress is very different in 

contemporary England. It is now a more obvious challenge to tradition if a man 

dresses in specifically female clothing than a woman dressing in male clothing, 

although women wearing trousers was once controversial. However, transsexuals 

define as the gender they now dress as and trans/non-binary persons reject these 

distinctions, so the Deuteronomy verse does not fit these groups. 

 

4. If we accept this person we will have to accept gays and lesbians. Human 

sexuality is a major battleground in British churches and transsexuals may take a 

conservative stance on this matter; do not assume that all transsexuals are pro-gay. 

A gender non-binary person is unlikely to support a conservative stance as that 

position relies on rigid understandings of gender. This link with sexuality becomes 

complicated when someone who was in a heterosexual marriage changes gender 

and the marriage becomes a same-sex one. 

 

Transgender Christians are extremely marginalised and suffer discrimination by the 

popular Christian communities in the UK particularly the black majority Pentecostal 

Christian movement which is largely people of African Caribbean descent. 

 

In summary: to support a Christian trans/non-binary person you need to ask them 

what the issues are for them as an individual in their local church. Remember that 

their faith may be as important to them as their gender identity and be aware that the 

conflict between those two may be the source of considerable mental distress. In the 

midst of that distress the least helpful advice may be “join another church” so listen 

and be a comfort to the individual, rather than focusing on giving advice. 

 

 

19.5. Humanism 

 

Humanists have campaigned for LGBT equality and diversity, particularly relating to 

sexual orientation and identity - both in the UK and internationally for over 30 years. 

 

Humanism is a rational, naturalistic worldview that trusts the scientific method as the 

most reliable route to truth and encourages a moral and ethical life based on logic, 

reason and compassion. Humanism sees itself as an integral part of the broader 

movement of promoting human rights, equality and diversity. In the UK the humanist 

organisations such as the British Humanistic Association are an important part of the 

European and international Humanist movements, affiliated to the European 

Humanist Federation and International Humanist and Ethical Union.  
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Another UK organisation, LGBT Humanists, are part of the global promotion of LGBT 

rights, affiliated to the International Lesbian and Gay Association and Amnesty 

International. They are a very strong supporter of the International Day against 

Homophobia and Transphobia (IDAHO). 

 

 

 
 

 

The humanist approach is to want lesbian, gay, bisexual and trans* people to enjoy 

equal rights to everyone else and live this as integral to their humanist values. 

 

 

19.6. Islam 

 

Islam has over a billion followers. It is the second largest religion in the world and is 

noted for its diversity of culture and ethnicity. Founded by the prophet Muhammad, 

Islam is an Abrahamic religion that shares its roots with Judaism and Christianity and 

recognizes Abraham, Moses and Jesus as prophets. Its sacred texts are the Qur’an, 

and secondary sources are found in cultural practices such as Sunnah and less so in 

Hadith, which continue to be studied and interpreted by both scholars and the 

faithful. 

 

At the core of Islam is the Shahada, a declaration of faith that states, "There is no 

god but God. Later adaptations added “and Muhammad is the messenger of God." 

The Shahada is one of the Five Pillars of Islam that also include charitable giving, 

fasting, praying several times each day, and going on pilgrimage to Mecca, if 

economically feasible, at least once in a lifetime. 

 

It is rare that an openly trans* Muslim feels fully welcome at a mainstream mosque. 

Cultural norms and traditional readings of sacred texts often uphold a 

heteronormative binary of gender identification that don’t allow for the range of 

identities present in today’s society. However, there are growing opportunities for 

alternative and meaningful worship and community. 
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Trans* men and women are recognized and accepted in many Islamic cultures 

around the world. In fact, the idea of a man or woman identifying as a member of the 

opposite gender is more likely to be accepted than that of a man or woman 

expressing sexual desire for someone of their own gender. 

 

As early as 1988, gender reassignment surgery was declared acceptable under 

Islamic law by scholars at Egypt’s Al-Azhar, the world’s oldest Islamic university. In 

Iran, in 1987, Ayatollah Khomeini declared transgender surgical operations 

allowable. The basis for this attitude of acceptance is the belief that a person is born 

transgender. Nevertheless, many transgender Muslims after reassignment surgery 

suffer rejection, socially and culturally, in their own communities. 
 

Islam has no central governing body and thus it is not possible to state clearly the 

position of inclusion regarding trans* people. Despite the positive steps being taken, 

trans* Muslims face significant challenges, including anti-Muslim bigotry that touches 

the lives of all Muslims. 

 

Due to one’s nationality, generation, family upbringing, and cultural influences, 

Islamic individuals and institutions fall along a wide spectrum, from welcoming and 

inclusive to a level of rejection that can be marked by a range of actions ranging from 

social ostracising to physical violence. 

 

There is a growing movement to create inclusive communities for LGBT Muslims and 

their allies via work that interprets sacred texts, but many trans* Muslims often 

remain closeted in order to live in their faith communities and to remain close to their 

families. 
 

 

 

 

 

 



 

95 
 

19.7. Hinduism 

 

As with other faiths, there exists a lot of misinformed, misinterpreted and 

discriminatory views of trans* people among the Hindu community. There are just as 

many theories as to how these views became attitudes and informed traditional 

views of gender roles, etc. even though the religion has a history of positive trans* 

representation. One of these is that it is imported from conquering nations, such as 

the British Empire in India. 

 

The Hindu belief is that deities can take many forms, but that all combine in the 

universal spirit of Brahman. Unlike Judaism, Christianity and Islam, which focus on 

the actions of a single lifetime, Hindu belief centres on a continuous process of birth 

and rebirth that ultimately releases the true self from the limitations of body and the 

ego – a freeing of the spirit called moksha. 

 

After Christianity and Islam, Hinduism is the third largest religion in the world and 

accounts for roughly 14% of the global population. Among its most familiar texts are 

the Bhagavad Gita, though the Vedas are considered the authoritative guiding text 

by which one’s life is shaped. Dating to 6,000 BC, the Vedas constitute the oldest 

scripture in the world. 
 

 

 
 

 

 

As with Islam there is no central Hindu authority so attitudes to trans* issues vary at 

different temples and ashrams. The Vedas (considered the earliest literary record of 

Indo-Aryan civilization, and the most sacred books of India - they are the original 

scriptures of Hindu teachings, and contain spiritual knowledge encompassing all 

aspects of our life) refer to a "third sex," roughly defined as people for whom sex is 

not procreative, either through impotence or a lack of desire for the opposite sex. 
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With Hinduism, members of the third gender are not ostracized and in fact in Vedic 

culture are supported to live openly according to their gender identity and are 

sometimes recognised for having divine powers or insights. Nevertheless, some 

Hindu communities continue to be unwelcoming of trans* people, often reflecting 

attitudes imported from conquering nations of times gone by. 

 

The Gay & Lesbian Vaishnava Association (GALVA) highlights that the third gender, 

the gender fluidity of Hindu deities as “everything in this world is a reflection of the 

original subtle and spiritual reality.” The epic Mahabharata (a poem of ancient India 

that is an important source of information about the development of Hinduism) 

features the transgender character Sikhandin, and depicts the warrior Arjuna cross-

dressing to become Brihannala, teacher of fine arts. 

 

Contemporary attitudes will vary across different Hindu organisations and society, 

but it is getting better at a good pace. 

 

 

 

 

 

 

 

 

 

 

 

 

25.We all have a variety of aspects to our lives and this is just as true for a 

trans* person. When offering support to a trans* person it is important not 

to recognise their multiple identity. 

 

26.There are challenges and positives for trans* people amongst different 

faith groups, as with many of the recommendations, speak to the person 

about how to support them as we are all different.  

 

27.These recommendations are also relevant when engaging with people 

within our communities; so consideration should be given to including 

information on being trans* and having a faith to staff especially those 

who are involved with frontline service delivery. 
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20. BAME and being trans* 
 

Black, Asian and minority ethnic (BAME) trans* people may experience many forms 

of abuse including humour, verbal abuse, opportunistic or physical abuse (from 

heterosexuals and LGB people of any race and/or ethnicity), but they also live with 

the possibility of abuse and violence because of their race and/or ethnicity. 

 

In the UK black transgender people include many who are seeking asylum from 

various countries with punitive laws, and they often find themselves in faith 

communities with the hope of support and partly loyalty to their culture of origin. Too 

often they have not been able to find a safe place within those cultures in order to be 

able to be their authentic selves. Many transgender people are also people of faith 

and come from various communities and racial backgrounds. 

 

Black people in the UK have experienced a long history of prejudice and 

discrimination, which in some cases has resulted in a deep mistrust connected to 

public service providers. Comprehensive diversity training is a welcoming remedy 

and involving black and ethnic minority groups can also be very useful. Often black 

people feel that any prejudice in service provision is primary down to racism so 

service providers must engage with minority groups so that policy can be developed 

to help to diffuse this notion. 

 

Trans* people can and do experience racisms in different ways to binary people. 

Some racisms are linked to gender, for example, that ‘immigrant/Arab men are more 

patriarchal and sexist than British men, whereas immigrant women are more 

oppressed than British women – not by British society and its inherent racisms, but 

by their own cultures, in particular, their male family members. 

 

Trans* people are not always understood as the gender they know themselves to be 

- their gender identity may be frequently misread, or read differently by different 

people. This can expose BAME trans/non-binary people to the whole spectrum of 

gendered racisms, an experience that non-trans BAME people, and white trans/non-

binary people, do not have to face. 

 

FRSs are frequently not fluent in languages of race and gender identity. BAME 

trans* people frequently encounter service providers who are racist and/or 

transphobic. For example, the stereotype that BAME people are more aggressive 

and more likely to fight back than white people, means their experiences as victims 

of violence may be dismissed. This is particularly relevant for situations involving 

domestic abuse and violence.  

 

Being from a BAME group and trans* is not easy, Often in the UK to be black and 

gay in the black community is seen as an aberration and rejection of cultures and 

traditions rooted in the black community. To be trans* is even more of a stigma and 
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enigma, which increases the anxiety of the trans* person, often needing more 

support for counselling and therapy to deal with the external and internalised 

prejudice and discrimination. 

 

Communities are often formed through adversity, or the experience of being 

‘othered’ in some way. But the strategies people use to survive racial prejudice in the 

face of real inequalities can make life more difficult for trans* people. BAME trans* 

people can and do experience racism in white majority spaces (of which LGBT 

space is often one example), and transphobia from non-trans people, including 

within their own ethnic groups. However, sometimes being trans* is viewed as ‘a 

problem that only white people face’. 

 

As FRS we need to ensure that we challenge racisms and become fully inclusive of 

BAME people to stop (re)perpetrating these types of myths. We need to be clear that 

there’s no place in societies BAME communities for transphobia, as there is no place 

within LGBT communities for intolerance and prejudice of any marginalised group. 

 

It can be easy to portray BAME (and other minority groups) as a cause of oppression 

(even unintentionally) rather than recognising the intersection between sexuality, 

gender, race and class oppression, at the least. It is important that FRSs are less 

prejudice of trans* people and ensure that a greater understanding of the issues of 

transgender person of colour is provided. 

 

 

 

 

 

 

 

 

28.FRS should be at leading the inclusion agenda. Services should 

communicate this clearly both inside and out. When relevant messages 

should include highlighting that there is no place in BAME communities for 

transphobia, and that there is no place within LGBT communities for 

intolerance and prejudice of any marginalised group. 

 

29.FRS staff should be provided with training and information on BAME and 

being trans* to ensure that a greater understanding of the issues faced by 

trans* persons of colour face. 
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21. Stonewall – trans* inclusion 
 

 

 

 

 

 

 

In 2014 Stonewall started a conversation with trans people about whether Stonewall 

might be able to play a role in campaigning for trans equality. At the outset of that 

conversation Stonewall apologised for not taking the opportunity sooner, and for 

making mistakes in the past which have harmed trans communities. What followed 

was an extensive consultation where they heard from over 700 trans people about 

their thoughts on the role Stonewall could play. 

 

Following these conversations, Stonewall decided to extend their remit to become a 

charity which campaigns for lesbian, gay, bisexual and trans equality. Stonewall will 

use their existing platform to amplify the voices of trans people, and ensure they can 

support trans communities in their future work. 

 

Going forward, Stonewall are going to expand their campaigns and programmes to 

include and involve trans people, as well as developing new work on issues which 

specifically affect trans people and communities. Stonewall will be working in 

partnership with trans organisations and campaigners to avoid replicating all the 

great work already happening, and will look at new projects that add value to the 

work that already exists. They are determined to do this work in a way which is led 

by trans people’s experiences and expertise. Stonewall recognise that there is no 

universal experience of being trans and throughout the consultation process they 

heard from many people whose experiences were shaped by their ethnicity, 

disability, age, social class and a whole range of other aspects of their identity. 

Stonewall are committed to making sure that future campaigns and programmes 

reflect this diversity.  

 

The integration of trans equality will span all of Stonewalls work, including the 

Workplace Equality Index. Organisations that have taken part in the Index year-on-

year have seen tangible transformations in their workplaces and the lives of lesbian, 

gay and bisexual employees. Stonewall know people perform better when they can 

be themselves. They also know employers can have a huge impact on the lives of 

their trans staff and the wider trans community. This makes it vital for Stonewall to 

integrate trans criteria in to the Index successfully. 

 

Stonewall also recognise this is a journey, and cannot happen overnight. Therefore 

they have developed a plan for the future of the Workplace Equality Index, allowing 

change to happen in a supportive, productive and legal manner. 

This section provides a brief overview of the strategic direction of Stonewall to 

become a trans* inclusive organisation and also highlights the future aims and 

how this will impact on the Workplace Equality Index. 
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In 2016, Stonewall will gather information from employers about what they are 

currently doing to create trans inclusive workplaces through the Workplace Equality 

Index. This bank of information will then be used to aid organisations in developing 

best practice trans specific work. 

 

In 2017, the Index will allow organisations to assess their developments and 

structure strategy for the following year. 

 

From 2018, a new 3 year index cycle will begin, which will be fully trans inclusive. 

Trans criteria will count towards overall scores, and organisations will not be able to 

become a Top 100 employer without demonstrating their trans credentials and 

reaching a specific threshold of points on these criteria. 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

30.Consider using Stonewall to assist in achieving a trans* inclusive 

environment. This is at least a 3 year process, so therefore needs to be 

initiated soon.  

 

FRS have the opportunity be at the forefront of trans* inclusion, influencing 

and supporting other public services on trans* and indeed the wider 

inclusion agenda as we begin to work ever closer with other emergency 

services and integrate with health.  
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22. Media support 
 

It should be very important to a FRS to be working closely with the media and that 

their trans* inclusive environment and support is clearly and successfully portrayed 

in any media. 

 

It is also important to recognise that trans* people will want to see more positive 

examples of people like themselves in the media.  

 

Making your own trans* media can help both the general public and any person with 

a role in a FRS to understand issues that are often confusing to them. 

 

Getting the content right for a FRS can be challenging. The organisation known as 

Tans Media Watch is a charity that aims to improve media coverage of trans* and 

intersex people. They offer some extremely useful resources such as guidelines for 

organisations when dealing with the media 

http://www.transmediawatch.org/people.html and even help for the media including 

when producing media content and products. 

 

 

 
 

 

 

31.Consider using positive examples of trans/non-binary people in the media 

which will continue to support and improve inclusion. 

http://www.transmediawatch.org/people.html
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23. Conclusion 

 

 

 

 

 

 

 

Everyone with a role in a FRS and all members of the public have the right to be 

treated with fairness, dignity and respect, and the working environment must be fair 

and supportive to individual needs. This includes any individuals regardless of their 

gender expression such as; 

 

 Their clothing, mannerisms, etc 

 Their gender identity (whether this is man, woman, or a trans* identity), or 

 Their gender reassignment status (whether they are undergoing, have 

undergone or intend to undergo a process of transitioning to a different 

gender) 

 

This guidance document has been produced to help FRS support everyone in their 

service (irrespective of role) and stakeholders to understand how to become more 

inclusive in this ever increasing diverse world in which we live and deliver our 

professional community safety service.  

 

An aspiration of quiltbag, is to help all UK FRS (and other emergency services) to be 

as consistent as possible and to assist in the sharing of good practice across both 

private and public sectors, it is intended for this guidance to be seen as a selection of 

best practice, leading the approach to embedding trans* inclusion across all services 

and creating safer and healthier communities. 

 

The government has for a while realised and supported the notion that gender has 

primacy in society over sex, which culturally will address the demonization of multiple 

trans* myths; hence why the term ‘gender reassignment’ is used in the Act to 

describe the protected characteristic rather than the derogatory term ‘sex change’. 

 

We don't know everything, but with enhanced acceptance, knowledge and 

understanding we can resolve more situations.  At the least it will provide readily 

available tools to sensitively negotiate our way through the information made 

available to us for any given case that requires support for a trans* person. 

 

This allows any reader of the guide to get an appreciation of how adopting or 

adapting any part of this guidance can make trans* support and therefore a more 

inclusive, safer and healthier community culture, “real” for your service. 
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Sector lead good practice and improvement is the way forward during times of 

austerity and the need for us all to make efficiencies; quiltbag intends to make its 

support both readily accessible and practical for FRS.  

 

Simple is good, when it is possible and therefore, quiltbag hopes that by using this 

guidance, it could be as simple as adopting the model documents that you will find in 

appendices 5 to 7, and inserting your own FRS visual identity. 

 

It is designed as a guide of good practice and as such each FRS can choose what 

aspects of the guidance is relevant for their service, in order to support its own 

inclusive culture, direction of travel and safer & healthier communities. 

 

Whilst the guidance reflects legislation and highlights good practice; be mindful, an 

inclusive culture can only be created within a service that leads by example, lives 

and breathes its core values and once a policy is established, makes that policy real. 

 

The aim of your services policy is to demonstrate the correct strategic leadership of 

trans* inclusion and to stimulate the cultural change that must occur; but true change 

will only be realised when, everyone feels they are able to be themselves when they 

come to work and/or have a role within the service, it is this, that will, help us to 

attain true inclusion both within our communities and within every organisation that 

we are all proud to be a part of. 

 

Fire and Rescue Services should be the first to accept, the first to support, the first to 

advise and the first to inspire inclusion both inside the service and outside within the 

community. We must see and embrace the bigger picture to create a safer and more 

inclusive world. 

 

Finally quiltbag recommends that every reader of this document follows the link 

below to view the Stonewall anti-bullying no-bystanders video and to sign the pledge, 

promising to stand up for fairness, kindness and to never be a bystander. 

www.stonewall.org.uk/our-work/campaigns/nobystanders  

 

 

 

 
 

 

 

http://www.stonewall.org.uk/our-work/campaigns/nobystanders
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24. Terminology 
 

 

 

 

 

 

 

 

Gender identity – describes the psychological identification of oneself, typically, as 

a boy/man or as a girl/woman, known as the ‘binary’ model. There is a presumption 

that this sense of identity will be consistent with the, respectively, male or female sex 

appearance. Where sex appearance and gender identity are congruent, the terms 

cisgender or cis apply. 

 

However, some people experience a gender identity that is somewhat, or 

completely, inconsistent with their sex appearance; or they may regard themselves 

as gender neutral, or non-gender, or as embracing aspects of both man and woman 

and, possibly, falling on a spectrum between the two. People have the right to self-

identify, and many people reject the whole idea of binary tick-boxes, and describe 

themselves in non-binary, gender queer, wide-ranging, terms such as pan-gender, 

poly-gender, third gender, neutrois, and gender fluid (fluctuating) and so on. 

Pronouns he/she, his/hers, may be replaced with more neutral pronouns such as: 

they, per, zie or fey; and the title Mx or Pr may be preferred to Mr, Mrs, Miss or Ms. 

 

Sex – refers to the male/female physical development – the phenotype. In an infant, 

the sex is judged entirely on the genital appearance at birth, but internal reproductive 

organs, skeletal characteristics and musculature, and the brain, are all sex 

differentiated. Other factors such as karyotype (chromosomal configuration 

XX=female; XY=male) are seldom tested unless a genital anomaly is present. There 

is a presumption that an apparently male infant will identify as a boy, and vice versa. 

 

Gender role – is the interaction with others which both gives expression to the inner 

gender identity and reinforces it. They are social and behavioural norms that are 

generally considered appropriate for either a man or a woman in a social or 

interpersonal relationship and can be adopted fluidly in application.  A significant 

departure from stereotypical gender expression often causes anxiety and discomfort 

in those who witness it. 

 

Gender variance/gender nonconformity/gender dysphoria – it is now understood 

that gender identity, although powerfully influenced by the sex of the genitalia and 

the gender of rearing, is not determined by these factors. There is evidence that sex 

differentiation of the brain is inconsistent with other sex characteristics, resulting in 

individuals having a predisposition to develop a gender identity that is not typically 

More than just a terminology section, this is a must reference, before, during and 

after reading any of the policy guidance. For those who are new or are not fully 

immersed in the gender terminology, this section just provides an easy 

reference, also some practical understanding of wider challenges and solutions. 
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associated with the assigned sex. They may dress and/or behave in ways that are 

perceived by others as being outside typical cultural gender expressions; these 

gender expressions may be described as gender variance or gender nonconformity. 

Where conforming to society’s cultural expectations causes a persistent personal 

discomfort and distress, this may be described as gender dysphoria. In many, this 

includes some level of disgust with the sex characteristics, since these contradict the 

inner sense of gender identity. As mentioned above, gender dysphoria stems also, in 

large part, from the stress associated with the reactions of others towards people 

who express their gender differently.  

 

Transsexual – The terms ‘transsexual’ and ‘transsexualism’ are now generally 

considered old fashioned, and are only likely to be seen in legal and medical 

documents. Even there, these terms are gradually being replaced with more 

acceptable terminology, such as ‘transgender’ and ‘trans’ (see below). In law, a 

transsexual person is someone who ‘proposes to undergo, is undergoing or has 

undergone gender reassignment’ (Equality Act 2010).  For some, this will involve 

medical intervention to adjust the appearance so that it aligns with the gender 

identity, and is often associated with changes to the gender role and expression, as 

well as names and pronouns. These changes may alleviate much or all of the 

discomfort. The term transsexual is often regarded as specific, and may be seen as 

not including non-binary identities. The word ‘transsexual’ should be used as an 

adjective, not a noun. It is; therefore, never appropriate to refer to an individual as ‘a 

transsexual’, or to transsexual people, as ‘transsexuals’. The abbreviation ‘tranny’ is 

also unacceptable. 

 

Ally – is to unite formally, associate, support or connect by some mutual 

relationship, as resemblance or friendship. 

 

Abuse – may consist of a single act or repeated acts. It may be physical, verbal or 

psychological, it may be an act of neglect or an omission to act, or it may occur when 

a vulnerable person is persuaded to enter into a financial or sexual transaction to 

which he or she has not consented, or cannot consent. Abuse can occur in any 

relationship and may result in significant harm (including psychological) to, or 

exploitation of, the person subjected to it. It can often lead to the isolation of a trans 

person from their family and friends. 

 

Acquired gender – is the gender role that a trans person achieves through the 

process of transition. It is the legal term in relation to the issuing of a Gender 

Recognition Certificate which gives a trans person full legal rights in this gender. 

 

Added value – meaning the enhancement that a Fire and Rescue Service gives its 

products and service before providing them to the general public, and thus creates a 

safer and more inclusive community by doing so. 
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Androgynous/polygender people – those who have non-binary gender identities 

and do not identify as male or female, and others who define as gender variant. 

 

Asexual – is a sexual orientation describing people who do not experience sexual 

attraction. Most individuals find there are certain people they are not sexually 

attracted to. For those that identify as asexual, this includes everyone. 

 

Atypical – meaning deviating from normal societal expectations. 

 

Chosen gender – some expressions or forms of speech are perceived to be 

offensive and should be avoided. Trans* people are very sensitive about the 

suggestion that they have ‘chosen’ their gender, given the overwhelming nature of 

the feelings that lead someone to face the social disapproval that accompanies 

transition. Professionals are recommended to talk about ‘acquired gender’ or 

preferably ‘true gender’ (for the role they have transitioned to). The latter term 

gender respectfully acknowledges how the individual feels about themselves. 

 

Cross dressing – is historically connected to when a person wears clothes that are 

traditionally thought to be worn only by a person of the opposite sex, but is also used 

to refer to someone who may be in a state of transition. 

 

Gender – is described as being socially constructed that allocates certain 

behaviours into male or female roles. These will not always be the same across 

history, across societies, across classes, hence we know that gender is not an 

entirely biological matter, rather it is influenced through society’s expectations. 

 

3rd Gender – Individuals who do not personally identify as either male or female 

 

Stealth – presenting as non-trans (cis-gender) and not revealing your trans/non-

binary history. This should really be avoided as it raises a sense of covertness. 

 

Heteronormativity – is the belief that people fall into distinct and complementary 

genders (man and woman) with natural roles in life. It asserts that heterosexuality is 

the only sexual orientation or only norm, and states that sexual and marital relations 

are most (or only) fitting between people of opposite sexes. 

 

Gender fluid – describes someone who does not feel confined by restrictive 

boundaries of stereotypical expectations of girls or boys. In other words, they feel 

they are a girl some days and a boy on others, or possibly feel that neither term 

describes them accurately. 

 

Gender Reassignment – Equality Act 2010 - a person has the protected 

characteristic of gender reassignment if the person is proposing to undergo, is 
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undergoing or has undergone a process (or part of a process) for the purpose of 

reassigning the person’s sex by changing physiological or other attributes of sex. 

 

Gender recognition certificate – issued following successful application against 

certain criteria to a gender recognition panel and legally changes a person’s birth 

gender to be their acquired gender. 

 

Gender Recognition Panel (GRP) – is a group of lawyers and doctors appointed to 

consider applications for gender recognition, and to approve them if the transsexual 

person has met the relevant criteria. 

 

Gender Reassignment Surgery – is a medical term for what transsexual people 

often call gender confirmation surgery: surgery to bring the primary and secondary 

sex characteristics of a transsexual person’s body into alignment with his or her 

internal self-perception. 

 

Hate crime – generally refers to criminal acts that are seen to have been motivated 

by bias against one or more of a persons perceived membership to a certain social 

group. Incidents may involve physical assault, damage to property, bullying, 

harassment, verbal abuse or insults. 

 

Inclusive – meaning to focus on the whole person and not put an individual into a 

silo or a stereo-typical box. It’s about valuing people for their knowledge, 

perspectives experiences and styles, and harnessing their potential differences so 

that the business is as effective and efficient as possible in its delivery. 

 

Exclusion – is an instance of leaving something or someone out. If someone is 

excluded, it means that someone has been deliberately and painfully left out. 

 

Positive action – means the steps that an employer can take to encourage people 

from groups with different needs or with a past track record of disadvantage or low 

participation to apply for jobs. In recruitment, equality law allows positive action 

before or at the application stage. At this stage, the steps could include encouraging 

particular groups to apply, or helping people with particular protected characteristics 

to perform to the best of their ability (for example, by giving them training or support 

not available to other applicants). 

 

Intersex - is an atypical development of physical sex characteristics that can involve 

abnormalities of the external genitals, internal reproductive organs, sex 

chromosomes, or sex-related hormones. Many intersex people do not identify as 

Trans and would not be happy to be defined as Trans or even Intersex as this is 

largely a medical term and is only relevant to develop the understanding of the 

differences and difficulties some individuals face. Others may identify as Trans and 
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choose in adulthood to undergo gender reassignment treatments to enable them to 

live in their preferred gender, which is opposite to that in which they were raised. 

 

Non-binary – refers to someone who identifies as either having a gender which is in-

between or beyond the two categories ‘man’ and ‘woman’, as fluctuating between 

‘man’ and ‘woman’, or as having no gender, either permanently or some of the time 

Some examples of non-binary gender identities include genderqueer, agender, 

gender fluid, and non-gendered. They are under the trans/non-binary umbrella but 

may not consider themselves trans. 

 

Pre-op/Post-op – pre-operative and post-operative: having had or not had gender 

confirmation surgeries. ‘Pre-operative’ implies that the person desires gender 

reassignment surgery. Often when trans people talk about pre- and post-op, they 

mean the conversion of male genitalia into female genitalia, or vice versa. This is 

known as Genital Reconstruction Surgery, for the sake of clarity and to differentiate it 

from other types of gender reassignment or confirmation surgery (e.g. breast 

augmentation, tracheal shave, face feminisation etc.). Some trans women opt to 

have surgery to alter their secondary sexual characteristics first but they would be 

most unlikely to consider themselves ‘post-op’ until after having genital 

reconstruction surgery. 

 

Passing – is the term used to describe whether a trans* person is perceived as their 

true gender identity by others. It is very important to treat all trans* people with the 

same level of respect and support, regardless of whether or not you think that they 

“pass”. 

 

Note: The opposite of passing is failing so careful consideration of using the term(s) 

pass(ing) should be given. 

 

Role model – is a person whose behaviour, example, or success is or can be 

emulated by others, especially by younger people. 

 

Sexuality – The direction in which an individual wants to direct their sexual desires, 

forces or libido. Trans people display the normal spread of sexualities – 

heterosexual, gay, lesbian, bisexual, asexual etc. The sexuality of a trans person 

may remain the same or change through the process of transition. 

 

Transition – describes the process of changing one’s gender from the one assigned 

at birth. This can be a wholly social process, and covers a multitude of different 

personal choices; including some where reassignment is not medically or legally 

driven. 

 

MtF – Male to female 
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FtM – Female to male 

 

Trans man – is someone who has transitioned or those currently undergoing, or 

intending to undergo, gender reassignment from female to male. This includes 

someone whose gender which was assigned at birth a female but self identifies as 

male. Note that some people, following treatment, strongly prefer to be thought of as 

simply a man (or perhaps a man with a transsexual background). 

 

Trans woman – is someone who has transitioned or those currently undergoing, or 

intending to undergo, gender reassignment from male to female. This includes 

someone whose gender which was assigned at birth a male but self identifies as 

female. Note that some people, following treatment, strongly prefer to be thought of 

as simply a woman (or perhaps a woman with a transsexual background). 

 

Transgender/Trans/Non-binary – are used as inclusive, umbrella terms used to 

describe the diversity of gender identity and gender expression including transsexual 

people, transvestites and cross-dressers, as in “the transgender community”. The 

terms can be used to describe all people who don’t identify to the common ideas of 

gender roles. Increasingly the term trans* is being adopted in preference to the 

above. 

 

Note: trans/non-binary people may be very sensitive about the suggestion that they 

have ‘chosen’ their gender, given the overwhelming nature of the feelings that lead 

someone to face the social disapproval that accompanies transition. Professionals 

are recommended to avoid the use of the term ‘chosen gender’ and instead talk 

about ‘acquired gender’ or ‘true gender’ (for the role they have transitioned to). The 

latter term respectfully acknowledges how the individual feels about themselves. 

 

Transphobia – is an irrational fear, aversion and dislike of transgender people, 

which can lead to unconscious bias and hatred which in extreme cases results in 

verbal or physical attacks and which commonly results in abuse. 

 

Homophobia – encompasses a range of negative attitudes and feelings toward 

homosexuality or people who are identified or perceived as being lesbian, gay, 

bisexual or transgender (LGBT). It can be expressed as antipathy, contempt, 

prejudice, aversion, or hatred, may be based on irrational fear, and is sometimes 

related to religious beliefs. Homophobia is observable in critical and hostile 

behaviour such as discrimination and violence on the basis of sexual orientations 

that are non-heterosexual. 

 

Biphobia – is aversion toward bisexuality and bisexual people as a social group or 

as individuals. People of any sexual orientation can experience such feelings of 

aversion. Biphobia is a source of discrimination against bisexuals, and may be based 

on negative bisexual stereotypes or irrational fear. 
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Unconscious Bias – refers to the biases we have of which we are not in conscious 

control. These biases occur automatically, triggered by our brain making quick 

judgments and assessments of people and situations based on our background, 

cultural environment and our experiences. 

 

Note: with the correct training, education and support, it is possible for a person to 

gain the ability to recognise their ‘in the moment’ unconscious bias and thus develop 

a strategy to address the possible prejudicial outcome. 

 

Mentoring – Relationship driven, always long term, purpose is to develop the 

individual now and for the future. 

 

Coaching – Task driven, usually for a short period and is usually performance driven 

 

Transformational Leadership – is a leadership style that displays energy, 

enthusiasm and passion in seeing the big picture and inspiring positive holistic 

change. It is centred on providing opportunities for people to develop and show 

creativity and flair motivated by core values they share with the team, group, 

organisation or community they are part of. 

 

Domestic violence and abuse - Any incident or pattern of incidents of controlling, 

coercive or threatening behaviour,  violence or abuse between those aged 16 or over 

who are or have been intimate partners or family members regardless of gender or 

sexuality. This can encompass but is not limited to the following types of abuse: 

•psychological 

•physical 

•sexual 

•financial 

•emotional 

 

 

http://www.google.co.uk/url?sa=i&rct=j&q=&esrc=s&frm=1&source=images&cd=&cad=rja&uact=8&ved=0CAcQjRxqFQoTCNSqioPP_scCFQROFAodUWUA2A&url=http://blogmain.sherware.com/blog/oil-gas-accounting-101-terminology&bvm=bv.102829193,d.d24&psig=AFQjCNFgl6ZfnP2PqYQveLGN_gcI94uemw&ust=1442598057147840
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25. Support 
 

 

 

 

 

 

 

 

25.1. Groups internal to Fire and Rescue Service 

 

quiltbag is the UK FRS sexual and/or gender identity support network. They aspire to 

be the professional support and voice of the UK FRS in relation to sexual and/or 

gender identity and have a vision for safer and healthier communities across the UK 

where everyone recognises the Fire and Rescue Service brand as truly inclusive and 

supportive to them being themselves, without fear. Website: www.quiltbagfire.co.uk 

Email: Phone: 07918 887857 

 

The Fire Brigades Union is the democratic, professional voice of firefighters and 

other workers within fire and rescue services across the UK. Since their foundation in 

1918 they have helped create and develop the modern fire and rescue service. 

Website: http://www.fbu.org.uk/. For general enquiries, FBU members should contact 

their regional, brigade or sectional representatives. Their local, elected officials 

speak for the union and are the best people to provide assistance. Contact details for 

local representatives can be found here http://www.fbu.org.uk/local-contacts/. Head 

office phone is: 0208 541 1765 

 

The Retained Fire Union is an Independent Trade Union representing the interests of 

employees working the Retained Duty System (On-Call). Website: www.therfu.org/ 

Email: hq@therfu.org Phone: 01953 455005 or 01953 454760 

 

UNISON is the trade union for everyone who provides public services, whether they 

work in the public, private or voluntary and community sector. UNISON has a long 

and proud history of working for LGBT equality and a well-established trans network 

with reserved seats on the union’s national LGBT committee. UNISON members 

have access to legal services, a telephone helpline and workplace representation. 

LGBT members are encouraged to participate in our LGBT group, which meets 

locally and nationally. Website: www.unison.org.uk/out Email out@unison.co.uk  

Phone 0800 0 857 857. 

 

GMB is Britain’s general trade union which means anyone can join it. Website: 

www.gmb.org.uk/ Email: info@gmb.org.uk Phone: 020 7391 6700. GMB’s LGBT 

members created and run a self-organised network called GMB Shout! consisting of 

LGBT members and supporters providing support, advice and a safe space, as well 

This section provides the names and contact details of a number of 

organisations throughout the UK that support trans* people and/or organisations 

that support those associated with trans* people. It also includes a brief 

description of the support the organisation offers. Links are provided where 

possible to websites and email addresses. 

http://www.quiltbagfire.co.uk/
http://www.fbu.org.uk/
http://www.fbu.org.uk/local-contacts/
http://www.therfu.org/
mailto:hq@therfu.org
http://www.unison.org.uk/out
mailto:out@unison.co.uk
http://www.gmb.org.uk/
mailto:info@gmb.org.uk
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as organising and campaigning on LGBT equality matters. Website: 

http://gmbshout.net Email: info@gmbshout.net Phone: 07738 501553 

 

 

25.2. Groups external to Fire and Rescue Service 

 

Gender Identity Research and Education Society (GIRES). 

GIRES focuses on people who experience atypical gender identity development, 

especially trans people, whether or not they are also affected by L,G or B issues. 

GIRES is concerned that society often treats this particular group harshly. This 

includes shortcomings in the provision of medical services. Website: 

www.gires.org.uk/ Email: info@gires.org.uk Phone: 01372 801554 

 

The Gender Trust is a charity whose objectives are to relieve the mental and 

emotional stress of all persons who are in any manner affected by Gender 

Dysphoria. Website: www.gendertrust.org.uk Email: info@gendertrust.org.uk Phone: 

01527 894 838 

 

FTM Network is an informal self-help group, open to all female to male transgender 

and transsexual people, or those exploring this aspect of their gender. Website: 

ftmlondon.org.uk/ Email: f2mlondon@hotmail.com Phone: 07948 250 778 

 

a:gender is a support network for staff in government departments/agencies who 

have changed or need to change permanently their perceived gender - website: 

www.agender.org.uk Email: agender@homeoffice.gsi.gov.uk Phone: 020 7035 4253 

or 0114 207 4318 

 

Pink therapy is the UK's largest independent therapy organisation working with 

gender and sexual diversity clients. They aim to promote high quality therapy and 

training services for people who are lesbian, gay, bisexual and transgender and 

others who identify as having gender or sexual diversities. Website: 

http://www.pinktherapy.com/ Email: admin@pinktherapy.com Phone: 020 7836 6647 

 

Depend is an organisation offering free, confidential and non-judgemental advice, 

information and support to all family members, spouses, partners and friends of 

transsexual people in the UK. Website: www.depend.org.uk Email: 

info@depend.org.uk 

 

Press for Change is one of the leading organisations involved with the development 

of legislation and best practice in all areas connected with the equal rights and 

liberties of all trans people in the UK. Website: www.pfc.org.uk Email: 

office@pfc.org.uk Phone: 08448 708165 

 

http://gmbshout.net/
mailto:info@gmbshout.net
http://www.gires.org.uk/
mailto:info@gires.org.uk
http://www.gendertrust.org.uk/
mailto:info@gendertrust.org.uk
mailto:ftmlondon.org.uk/
mailto:f2mlondon@hotmail.com
http://www.agender.org.uk/
mailto:agender@homeoffice.gsi.gov.uk
http://www.pinktherapy.com/
mailto:admin@pinktherapy.com
http://www.depend.org.uk/
mailto:info@depend.org.uk
http://www.pfc.org.uk/
mailto:office@pfc.org.uk
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Stonewall is a long and well established charity so that communities can continue to 

find ways to flourish, and individuals can reach their full potential. They’re here to 

support those who can’t yet be themselves. Website: www.stonewall.org.uk Email: 

info@stonewall.org.uk Phone: 020 7593 1850 

 

The United Kingdom Intersex Association (UKIA) is an education, advocacy, 

campaigning and support organisation which works on behalf of Intersex people. 

Email:  jhl@ukia.co.uk   

 

PACE is the LGBT+ mental health charity. Since 1985 they have offered emotional 

and practical support to lesbian, gay, bisexual and trans* people, to enable them to 

manage the difficulties they face in their day to day lives; at work, school and home. 

They are based in London and offer face to face and online services. They also train 

staff in other organisations and businesses to improve the support they offer to 

LGBT+ people. 

 

Liberal Judaism is an egalitarian and inclusive UK faith movement. It hosts various 

diversity projects. Rainbow Jews, one of the projects, is a pioneering project that 

records and showcases Jewish lesbian, gay, bisexual and transgender (LGBT) 

history from the 1950s to today. It captures the voices and experiences of Jewish 

LGBT people in the UK through oral histories and archive creation. Another project, 

Twilight People will be Britain's first source of faith & trans identities. Websites: 

www.rainbowjews.com and www.twilightpeople.com Email: 

rainbowjews@liberaljudaism.org  

 

Families and Friends of Lesbians and Gays (FFLAG) is national voluntary 

organisation and registered charity dedicated to supporting parents and their lesbian, 

gay and bisexual daughters and sons. This also includes transgender. Website: 

www.fflag.org.uk/ Email: info@fflag.org.uk Phone: 0845 652 0311 

 

Sarbat was founded in 2007 as a means of promoting the rights of Lesbian, Gay, 

Bisexual and transgendered (LGBT) Sikhs in Britain and globally. Sarbat is a social, 

political and support group for LGBT Sikhs. They offer a platform for likeminded 

Sikhs from all walks of life and aim to promote the LGBT Sikh cause in a fair and 

courteous manner. Website: www.sarbat.net Email: info@sarbat.net  

 

The Tavistock and Portman NHS Foundation Trust have a Gender Identity 

Development Service (GIDS). It supports children and young people (up to the age 

of 18) and their families who are experiencing difficulties in the development of their 

gender identity and includes children who are unhappy with their biological sex. 

Website: 

www.tavistockandportman.nhs.uk/childrenyoungpeoplegenderidentityissues Email: 

portman@tavi-port.nhs.uk Phone: 020 7794 8262 

 

http://www.stonewall.org.uk/
mailto:info@stonewall.org.uk
mailto:jhl@ukia.co.uk
http://www.rainbowjews.com/
http://www.twilightpeople.com/
mailto:rainbowjews@liberaljudaism.org
http://www.fflag.org.uk/
mailto:info@fflag.org.uk
http://www.sarbat.net/
mailto:info@sarbat.net
http://www.tavistockandportman.nhs.uk/childrenyoungpeoplegenderidentityissues
mailto:portman@tavi-port.nhs.uk
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Trans Media Watch is a charity that aims to improve media coverage of trans and 

intersex issues. It is run by volunteers and depends on ordinary trans and intersex 

people to be its eyes and ears. It aims to reflect the concerns of those people and of 

the community as a whole. Website: www.transmediawatch.org/about.html Email: 

transmediawatch@googlemail.com Post: BM TMW, London, WC1N 3XX 

 

Allsorts is a youth project based in Brighton to support and empower young people 

under 26 who are lesbian, gay, bisexual, trans* or unsure (LGBTU) of their sexual 

orientation and/or gender identity. Website: www.allsortsyouth.org.uk Email: 

transformers@allsortsyouth.org.uk Phone: 01273 721211 

 

Chrysalis aims to promote self confidence and well being through education, 

practical application and support, thus enabling progression into becoming a whole 

person capable of independent living. Website: www.chrysalis-gii.co.uk Email: 

info@chrysalis-gii.co.uk Phone: 01489 589111. 

 

Scottish Transgender Alliance works to improve gender identity and gender 

reassignment equality, rights and inclusion in Scotland. Website: 

www.scottishtrans.org/ Email: info@scottishtrans.org Phone: 0131 467 6039 

 

Transgender Scotland is a web site that provides a directory for the Transgender 

Groups and other meetings for trans people in the country. Website: 

www.transgenderscotland.org/ Email: kate4851@hotmail.com  

 

Unity Identity Centre is part of the Unity Group Wales co-operative of LGBT 

organisations, delivering support for those who relate to being transgender and also 

supporting their partners, family and friends. They assist transgender people, service 

providers, employers and equality organisations to engage together to improve 

gender identity and gender reassignment equality, rights and inclusion in wales. 

Website: www.unityproject.org.uk/ Email: info@unityproject.org.uk Phone: 01792 

346299 

 

Support Acceptance Information & Learning (Sail) is Transgender Northern Ireland 

group that intends to provide regional family support for those seeking information 

and support around issues of Gender Dysphoria in Northern Ireland. Website: 

www.transgenderni.com/ Email: Sail@transgenderni.com Phone: 07443 611317 

 

Trans* Jersey is a voluntary not-for-profit group formed: to provide support to 

transgender, transsexual, androgynous, genderqueer, bigender and intersex Jersey 

residents; to provide information to non transgender islanders, such as employers, 

healthcare professionals and teachers, who are dealing with individuals who are 

undergoing, or thinking about undergoing, gender transition; and, to work to ensure 

that the States of Jersey’s legislation and government policies that directly affect the 

http://www.transmediawatch.org/about.html
mailto:transmediawatch@googlemail.com
http://www.allsortsyouth.org.uk/
mailto:transformers@allsortsyouth.org.uk
http://www.chrysalis-gii.co.uk/
mailto:info@chrysalis-gii.co.uk
http://www.scottishtrans.org/
mailto:info@scottishtrans.org
http://www.transgenderscotland.org/
mailto:kate4851@hotmail.com
http://www.unityproject.org.uk/
mailto:info@unityproject.org.uk
http://www.transgenderni.com/
mailto:Sail@transgenderni.com
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trans community are appropriate and fit for purpose. Website: www.transjersey.org/ 

Email: admin@transjersey.org 

 

Channel Islands - Liberate is the first charity to represent the lesbian, gay, bisexual, 

transgender and questioning community in the Channel Islands. It has two branches 

in Guernsey and Jersey. Liberate is an inclusive Group, which welcomes people 

irrespective of sexual orientation, gender identity, religious belief, race, gender or 

disability. They believe in a Fair & Equal society, where everyone is born equal and 

free, and treated with dignity and respect no matter what their gender, gender 

identity, sexual orientation, disability, belief or race. Website: www.liberate.gg Email: 

hello@liberate.je Phone: 01481 243 426 

 

The UK Pagan Council – is one of the UK’s largest pagan organisations and 

provides an effective and friendly focal point for the whole UK pagan community or 

those aspiring to pagan way of life. They are there to encourage open discussion 

and learning and grow an environment that’s pagan friendly and fully inclusive, built 

with pagans in mind and safe, with information that’s up-to-date. Website: 

http://www.ukpagancouncil.org/ Email: info@ukpagancouncil.org Phone: 07939 

577796 

 

Mermaids is a support group for children and young people up to 19 years old 

suffering with issues with their gender identity, and their families, friends, and wider 

networks, such as school, youth groups, or medical professionals. Website: 

www.mermaidsuk.org.uk Email: info@mermaidsuk.org.uk Phone: 0208 123 4819 (10 

am til 8 pm when staffed) 

 

Sibyls are a UK-based confidential Christian spirituality group for transgender 

people, their partners and supporters. It seeks to fulfil the two great commandments 

of Jesus: To love God and love one another. It aims to provide safe and private 

spaces in which people are able to be who they are, also where they can explore 

their concerns and be true to their own identities. Website: www.sibyls.co.uk Email: 

enquiries@sibyls.co.uk Post: The Sibyls, 10 Ffordd Las, Rhyl, LL18 2DY 

 

The Quaker LGBT Fellowship is a community of people of any sexual or gender 

identity within the Religious Society of Friends, known as Quakers. It organises 

occasional talks and events relating to LGBT and faith and produces a newsletter. It 

welcomes people seeking an inclusive spiritual home and provides a voice and 

space for lesbian, gay, bisexual, transgender and intersex Quakers. It draws its 

membership from Quaker Meetings in Britain – a faith group based on silent worship 

and living our faith in the world. Website: www.qlgf.org.uk Email: 

enquiries@qlgf.org.uk. The website for Quakers in Britain is www.quakers.org.uk 

 

 

http://www.transjersey.org/
mailto:admin@transjersey.org
http://www.liberate.gg/
mailto:hello@liberate.je
http://www.ukpagancouncil.org/
mailto:info@ukpagancouncil.org
http://www.mermaidsuk.org.uk/
mailto:info@mermaidsuk.org.uk
http://www.sibyls.co.uk/
mailto:enquiries@sibyls.co.uk
http://www.qlgf.org.uk/
mailto:enquiries@qlgf.org.uk
http://www.quakers.org.uk/
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Gendered intelligence is a not-for-profit Community Interest Company whose 

mission is to increase understandings of gender diversity through creative ways. 

They work predominantly with the trans community and those who impact on trans 

lives; particularly specialising in supporting young trans people aged 11-25. Website: 

www.genderedintelligence.co.uk  

 

Relate are the UK’s largest provider of relationship support, helping over a million 

people of all ages, backgrounds and sexual orientations strengthen their 

relationships. Website: www.relate.org.uk Phone: 0300 100 1234 

 

The Manx Rainbow Association maintains and seeks to organise, serve and 

advocate for the Isle of Man’s Lesbian, Gay, and transgendered (LGBT) community. 

It is committed to providing an environment where Lesbian, Gay, Bi-sexual or 

Transgendered. (This list is not exclusive) can meet each other free of discrimination 

on any grounds (including their race, colour, culture, ethnic or national origin, 

sexuality, marital status, partnership status, or responsibility for children / 

dependents, disability, age, religious or philosophical beliefs, HIV status, physical 

appearance or class). Website: www.manxrainbow.com Email: 

info@manxrainbow.com Phone: 07624 263613 

 

House of Rainbow Fellowship is an inclusive and affirming religious community open 

and welcome to all people including sexual minorities and marginalised people, a 

periodic gathering of “People of Faith” which focuses on the person’s journey 

towards reconciliation of sexuality and spirituality. It is not exclusively for self-

identifying Lesbians, Gays, Bisexual, Transgender and Intersex (LGBTI) people, all 

are welcome. House of Rainbow Fellowship is reaching out with a primary mission to 

the marginalised communities within the faith communities. Website: 

www.houseofrainbow.org Email: houseofrainbow@hotmail.com Phone: 07507 

510357 

 

Keshet UK works to promote equality and diversity, advance education and eliminate 

discrimination in relation to lesbian, gay, bisexual and transgender (LGBT) people in 

particular LGBT Jews within the Jewish and wider community.  Their priorities 

include working with schools, synagogues and other community organisations to 

broaden LGBT Jewish inclusion and incubate new projects as we plan for the future 

needs of LGBT individuals in the Jewish community. Website: www.keshetuk.org 

Email: info@keshetuk.org 

 

The Fire Fighters charity is the UK's leading provider of services that enhance quality 

of life for serving and retired firefighters, fire personnel and their families. Their vision 

is to make a positive difference by supporting people in the fire and rescue 

community when they are in need. Website: http://www.firefighterscharity.org.uk/ 

Email: info@firefighterscharity.org.uk Phone: 0800 389 8820 

 

http://www.genderedintelligence.co.uk/
http://www.relate.org.uk/
http://www.manxrainbow.com/
mailto:info@manxrainbow.com
http://www.houseofrainbow.org/
mailto:houseofrainbow@hotmail.com
http://www.keshetuk.org/
mailto:info@keshetuk.org
http://www.firefighterscharity.org.uk/
mailto:info@firefighterscharity.org.uk
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Regard was established in 1989 with the aims: to provide information, advice and 

support to LGBT disabled people; to raise awareness of disability issues within the 

lesbian, gay, bisexual and transgendered (LGBT) communities; to raise awareness 

of LGBT issues within the disability communities; to campaign on issues which 

specifically affect LGBT disabled people; and to combat social isolation among 

LGBT disabled people. Website: www.regard.org.uk Email: secretary@regard.org.uk 

 

Age UK is the country's largest charity dedicated to helping everyone make the most 

of later life. The Age UK network comprises around 170 local Age UKs and our 

family also includes Age Cymru, Age NI and Age Scotland, as well as Age 

International, with whom we support vulnerable older people in more than 40 

countries worldwide. We stand up and speak for all those who have reached later life 

and that includes a range of work with older people who are lesbian, gay, bi and 

trans – from our dedicated information guides to the Opening Doors older LGBT 

project. Website: http://www.ageuk.org.uk/ Email: engagement@ageuk.org.uk Phone: 

0800 169 2081 

 

LGBT Humanists was founded in 1979 and is a democratic membership organisation 

based in the UK with members worldwide. LGBT Humanists promotes Humanism 

and LGBT equality, working to combat prejudice and discrimination. Website: 

www.galha.org Email: chair@galha.org 

 

TransWikki - Finding local support groups can be difficult. A very useful list of both 

national and local organisations can be found via the GIRES 'TransWiki' clickable 

map at www.gires.org.uk/the-wiki  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

http://www.regard.org.uk/
mailto:secretary@regard.org.uk
http://www.ageuk.org.uk/
mailto:engagement@ageuk.org.uk
http://www.galha.org/
https://uk-mg42.mail.yahoo.com/neo/b/compose?to=chair@galha.org
http://www.gires.org.uk/the-wiki
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26. Equalities and human rights commissions 
 

Equality and Human Rights Commission (EHRC) recognise that we live in a country 

with a long history of upholding people’s rights, valuing diversity and challenging 

intolerance. The EHRC seeks to maintain and strengthen this heritage while 

identifying and tackling areas where there is still unfair discrimination or where 

human rights are not being respected. www.equalityhumanrights.com/about-us  

 

Equality and Human Rights Commission in Scotland is working to eliminate 

discrimination, reduce inequality, protect and promote human rights and to build 

good relations, ensuring that everyone has a fair chance to participate in society and 

believes that everyone should be treated fairly and with dignity. 

www.equalityhumanrights.com/about-us/devolved-authorities/commission-

scotland/about-commission-scotland  

 

 

 
 

 

The Equality and Human Rights Commission in Wales champions equality and 

human rights for all, working to eliminate discrimination, reduce inequality, protect 

human rights and to build good relations, ensuring that everyone has a fair chance to 

participate in society. The purpose of the Commission in Wales is to ensure that GB 

policy-making reflects the needs of Wales and to deliver a programme of work in 

Wales. 

www.equalityhumanrights.com/about-us/devolved-authorities/commission-

wales/about-commission-wales  

 

The Northern Ireland Human Rights Commission aims to make sure government and 

other public bodies protect the human rights of everyone in Northern Ireland. They 

also help people understand what their human rights are and what they can do if 

their rights are denied or violated. www.nihrc.org/  

http://www.equalityhumanrights.com/about-us
http://www.equalityhumanrights.com/about-us/devolved-authorities/commission-scotland/about-commission-scotland
http://www.equalityhumanrights.com/about-us/devolved-authorities/commission-scotland/about-commission-scotland
http://www.equalityhumanrights.com/about-us/devolved-authorities/commission-wales/about-commission-wales
http://www.equalityhumanrights.com/about-us/devolved-authorities/commission-wales/about-commission-wales
http://www.nihrc.org/
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27. Disclosure and barring services 
 

Disclosure and Barring Service (DBS) checks (previously CRB checks). Applicable 

to England and Wales. www.gov.uk/disclosure-barring-service-check/contact-

disclosure-and-barring-service Contact the DBS sensitive applications team 

sensitive@dbs.gsi.gov.uk  

 

Disclosure Scotland. www.disclosurescotland.co.uk/ Guidance is available at; 

www.disclosurescotland.co.uk/publications/documents/ARTICLE-

TRANSGENDER.pdf  

 

Access NI. www.dojni.gov.uk/index/accessni/accessni-disclosure-and-barring.htm  

 

DBS on the Island of Jersey. 

www.gov.je/StayingSafe/protectingvulnerablepeople/registeringwithJVB/Pages/CRB

Checks.aspx  

 

DBS on the island of Guernsey. 

www.gov.gg/guernseyvettingbureau 

 

DBS on the Isle of Man 

www.gov.im/categories/working-in-the-isle-of-man/vetting-and-safer-

recruitment/disclosure-and-barring-service/  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

http://www.gov.uk/disclosure-barring-service-check/contact-disclosure-and-barring-service
http://www.gov.uk/disclosure-barring-service-check/contact-disclosure-and-barring-service
mailto:sensitive@dbs.gsi.gov.uk
http://www.disclosurescotland.co.uk/
http://www.disclosurescotland.co.uk/publications/documents/ARTICLE-TRANSGENDER.pdf
http://www.disclosurescotland.co.uk/publications/documents/ARTICLE-TRANSGENDER.pdf
http://www.dojni.gov.uk/index/accessni/accessni-disclosure-and-barring.htm
http://www.gov.je/StayingSafe/protectingvulnerablepeople/registeringwithJVB/Pages/CRBChecks.aspx
http://www.gov.je/StayingSafe/protectingvulnerablepeople/registeringwithJVB/Pages/CRBChecks.aspx
http://www.gov.gg/guernseyvettingbureau
http://www.gov.im/categories/working-in-the-isle-of-man/vetting-and-safer-recruitment/disclosure-and-barring-service/
http://www.gov.im/categories/working-in-the-isle-of-man/vetting-and-safer-recruitment/disclosure-and-barring-service/
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Appendix 4 

 

Trans Masterclass – Nottinghamshire Fire and Rescue Service 

19th June 2015 

 

As part of Nottinghamshire Fire and Rescue Service’s (NFRS) objective to improve 

learning opportunities for its employees on a range of subjects, the Service held its 

first ‘masterclass’ on 19th June 2015. The first subject was Trans issues and was 

delivered in a very different format to that usually experienced by NFRS employees. 

Organised in conjunction with the Fire Brigades Union, this was the first event of its 

kind at NFRS. 

 

The event, hosted by Pete Mercer of Stonewall at NFRS Headquarters, was 

delivered in an interview format where the audience (event delegates) watched two 

1:1 interviews. The first person to be interviewed was Nic Brennan, a firefighter from 

Cheshire Fire and Rescue Service. Nic spoke of his experiences both pre and post 

transition in a personal, heartfelt but very humorous way. He told us about his 

experiences as a female firefighter and how he had nearly blacked out following a 

BA exercise because he hadn’t wanted to have a drink in case he needed to go to 

the toilet – not wanting to use the facilities at work. This helped the audience to 

understand the level of anxiety Nic was feeling at the time and how deeply this can 

affect your working life on a very practical level. He also told us how happy he now is 

in himself. Nic also answered questions from the audience at the end of the 

interview. 

 

Katie Cornhill, a Station Manager at Hampshire Fire and Rescue Service was the 

second person to be interviewed. Katie talked about the importance of support 

networks for trans* people including ‘allies’ programmes and ‘quiltbag’ – the first 

national sexual and/or gender identity support group for the Fire and Rescue 

Service, irrespective of role. She also talked about her personal journey and the first 

conversation she had with her line manager about her gender identity and her wish 

to transition. Katie emphasised the importance and critical nature of this first 

conversation and the reaction of the individual to whom you are confiding in. This 

was a real learning point for the audience. 

 

Over 30 managers and employees attended with colleagues from Nottinghamshire 

Police also in attendance. Following the event the Service asked for feedback. 

Here’s a couple of examples of what we got back from some of the delegates: 

 

“I thought the Trans Masterclass was one of the best and most insightful courses I 

have been on. It was a true eye opener and extremely educational. To hear first-

hand experiences gave the material such validity and impact, I found it inspirational. I 

truly feel I gained a huge amount from the course so thanks for facilitating it.” 

A Crew Manager 

https://www.stonewall.org.uk/people/katie-cornhill
http://www.stonewall.org.uk/sites/default/files/straight_allies.pdf
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“I thought the course was very good. It gave a heartfelt insight into the journey that 

transsexuals go through. I take my hat off to both Nic and Katie, Honest open 

discussion breaking down preconceived ideas. Very, very good” 

A Firefighter 

 

“I'd like to become an 'Ally' please. I think this is a great scheme and I'd love to be 

part of it. Also, I have just signed up to the no bystander’s initiative. Again, I think 

initiatives like this are so important in an organisation like ours. I would also like to 

say the Trans Masterclass was superb! I was riveted to what both guests had to 

say….” 

A Crew Manager 
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Model Policy 
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Appendix 6 

 

Shared statement of understanding 
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Appendix 7 

 

Model terminology to support a policy – Kindly provided by GIRES 

 

Terminology in the ‘transgender’ field is varied and constantly shifting as 

understanding and perceptions of gender variant conditions and gender 

nonconforming expressions change. The terms described below may vary in their 

usage and may become outdated. The concept of a ‘normal’ gender expression 

associated with a binary man/woman divide is, in itself, unsatisfactory, since “the 

expression of gender characteristics that are not stereotypically associated with 

one’s assigned sex at birth is a common and culturally diverse human phenomenon 

that should not be judged as inherently pathological or negative".   

 

Gender Identity  

Gender Identity describes the psychological identification of oneself, typically, as a 

boy/man or as a girl/woman, known as the ‘binary’ model. There is a presumption 

that this sense of identity will be consistent with the, respectively, male or female sex 

appearance. Where sex appearance and gender identity are congruent, the terms 

cisgender or cis apply.  

 

However, some people experience a gender identity that is somewhat, or 

completely, inconsistent with their sex appearance; or they may regard themselves 

as gender neutral, or non-gender, or as embracing aspects of both man and woman 

and, possibly, falling on a spectrum between the two. People have the right to self-

identify, and many people reject the whole idea of binary tick-boxes, and describe 

themselves in non-binary, gender queer, wide-ranging, terms such as pan-gender, 

poly-gender, third gender, neutrois, gender fluid (fluctuating) and so on. Pronouns 

he/she, his/hers, may be replaced with more neutral pronouns such as: they, per, zie 

or fey; and the title Mx or Pr may be preferred to Mr, Mrs, Miss or Ms. 

 

Sex 

Sex refers to the male/female physical development – the phenotype. In an infant, 

the sex is judged entirely on the genital appearance at birth, but internal reproductive 

organs, skeletal characteristics and musculature, and the brain, are all sex 

differentiated. Other factors such as karyotype (chromosomal configuration 

XX=female; XY=male) are seldom tested unless a genital anomaly is present. There 

is a presumption that an apparently male infant will identify as a boy, and vice versa.  

 

Gender role 

The gender role is the social role – the interaction with others which both gives 

expression to the inner gender identity and reinforces it. Despite the greater gender 

equality in modern Western culture in terms of the subjects studied in school and at 

university; the choice of friends; work and domestic arrangements; dress and leisure 

pursuits, there is still a presumption of conformity with society’s ‘rules’ about what is 
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appropriate for a man or a woman, a boy or a girl, especially in terms of appearance. 

A significant departure from stereotypical gender expression often causes anxiety 

and discomfort in those who witness it. Their own discomfort may be reflected back 

on gender nonconforming individuals, causing a continuous source of stress in social 

situations.  

 

Gender variance/ gender nonconformity/ gender dysphoria  

It is now understood that gender identity, although powerfully influenced by the sex 

of the genitalia and the gender of rearing, is not determined by these factors. There 

is evidence that sex differentiation of the brain is inconsistent with other sex 

characteristics, resulting in individuals having a predisposition to develop a gender 

identity that is not typically associated with the assigned sex. They may dress and/or 

behave in ways that are perceived by others as being outside typical cultural gender 

expressions; these gender expressions may be described as gender variance or 

gender nonconformity. Where conforming to society’s cultural expectations causes a 

persistent personal discomfort, this may be described as gender dysphoria. In many, 

this includes some level of disgust with the sex characteristics, since these contradict 

the inner sense of gender identity. As mentioned above, gender dysphoria stems 

also, in large part, from the stress associated with the reactions of others towards 

people who express their gender differently.  

 

Transsexual 

The terms ‘transsexual’ and ‘transsexualism’ are now generally considered old 

fashioned, and are only likely to be seen in legal and medical documents. Even 

there, these terms are gradually being replaced with more acceptable terminology, 

such as ‘transgender’ and ‘trans’ (see below). In law, a transsexual person is 

someone who ‘proposes to undergo, is undergoing or has undergone gender 

reassignment’ (Equality Act 2010).  For some, this will involve medical intervention to 

adjust the appearance so that it aligns with the gender identity, and is often 

associated with changes to the gender role and expression, as well as names and 

pronouns. These changes may alleviate much or all of the discomfort. The term 

transsexual is often regarded as specific, and may be seen as not including non-

binary identities. The word ‘transsexual’ should be used as an adjective, not a noun. 

It is, therefore, never appropriate to refer to an individual as ‘a transsexual’, or to 

transsexual people, as ‘transsexuals’. The abbreviation ‘tranny’ is also unacceptable.  

 

Transgender 

‘Transgender’ has had different meanings over time, and in different societies. 

Currently, it is used as an umbrella term describing all those whose gender 

expression falls outside the typical gender norms. It is often the preferred term for 

those who change their role permanently, as well as others who, for example, cross-

dress intermittently for a variety of reasons including erotic factors (also referred to 

as transvestism). Those who live continuously outside gender norms, sometimes 

with, and sometimes without, medical intervention are covered by this term. There is 
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a growing acknowledgement that although there is a great deal of difference 

between say, drag artists and people who change their role permanently, there are 

nonetheless areas in the transgender field where the distinctions are more blurred. 

Non-binary gender identities also fall under this umbrella term. 

 

Trans men and trans women 

The expression ‘trans’ is often used synonymously with ‘transgender’ in its broadest 

sense. Recently the asterisk has become an additional symbol of inclusion of any 

kind of trans and non-binary gender presentation – hence trans* person.  

 

‘Trans men’ are those born with female appearance but identifying as men; and 

those born with male appearance but identifying as women may be referred to as 

‘trans women’. The terms may also be used to imply a direction of travel, towards a 

more masculine or feminine gender expression, rather than a complete 

transformation of a person’s gender status. Many trans people, having transitioned 

permanently, prefer to be regarded as ordinary men and women. In these cases, 

where it becomes essential to refer to their pre-transition status, the phrase ‘woman 

(or man) of trans history’ may be used.  

 

Transition 

Transition is the term used to describe the permanent full-time adaptation of the 

gender role in all spheres of life: in the family, at work, in leisure pursuits and in 

society generally. A few people make this change overnight, but many do so 

gradually over a period of time, changing their presentation intermittently, and 

sometimes while undergoing early medical interventions such as hormone therapy. 

Transition does not indicate a change of gender identity. The person still has the 

same identity post transition; the changes are to their gender role, gender expression 

and sometimes their sex characteristics, to bring these in line with their identity. A 

period of 12 months living full-time in the gender role that is congruent with the 

gender identity is currently required before genital surgery is undertaken. Transition 

in non-binary individuals is more likely to be a shift in gender presentation, rather 

than a complete change of role; it may or may not include medical intervention. 

 

Affirmed Gender 

The process of bringing the gender role and appearance into alignment with the 

gender identity, ‘affirms’ that identity. Thus the term ‘affirmed’ gender, is now 

becoming more common in describing the post-transition gender status. ‘Affirmed’ 

should be used in preference to ‘acquired’; the latter is the language of the Gender 

Recognition Act, and is more appropriately used to describe the acquisition of a 

Gender Recognition Certificate and new Birth Certificate (see below).  

 

Gender confirmation treatment 

Those undergoing transition permanently usually have gender confirmation 

treatment that includes hormone therapy and often surgery to bring the secondary 
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sex characteristics: breasts and genitalia, more in line with the gender identity. Such 

surgery is sometimes referred to as gender (or sex) reassignment surgery. The term 

‘sex change’ is not considered appropriate or polite. Surgeries such as facial 

feminising and body contouring may be chosen, but these are usually not provided 

on the NHS. 

 

Intersex conditions 

There are a number of intersex conditions (renamed Disorders of Sex Development 

– a clinical description which many in the UK refuse to adopt). In some intersex 

conditions, the appearance at birth is atypical being neither clearly male nor female. 

The sex (male or female) assigned, and the anticipated gender role (boy or girl) 

assumed at that time, may not be consistent with the core gender identity and may, 

therefore, result in a need to change the gender role at a later stage. In addition, 

some of these individuals may have had surgery neo-natally to create (usually) a 

female appearance. This surgery may lead to a poor outcome, since the individual 

may, in fact, identify as a boy. This occurs in a significant number of individuals 

treated in this way. Surgical intervention before the individual is able to give informed 

consent is now regarded, by many, as unethical. It is already considered unlawful in 

one jurisdiction, and other jurisdictions may follow.   

 

Inconsistencies in development may be associated with atypical sex chromosomes 

such as Klinefelter syndrome (XXY), Jacob’s syndrome (XYY), or atypical 

combinations of ‘X’ and ‘Y’, such as XXYYY, XYYY and so on, including mosaicism 

(more than one chromosomal configuration in the same individual).  Genetic 

anomalies that are particularly associated with unusual genital appearance are: 

Androgen Insensitivity Syndrome, Congenital Adrenal Hyperplasia, 5α reductase or 

17β Hydroxysteroid Dehydrogenase (HSD) deficiencies. Most of these conditions, 

are associated with unusual pre-natal hormone levels.  Other conditions such as 

Cloacal Extrophy may be included in this group since babies with this condition may 

have poor genital development, which has led to male (XY) babies being surgically 

assigned as female and raised as girls. This strategy failed more often than it 

succeeded since the majority identified as boys. 

  

Sexual orientation 

Sexual orientation is a separate issue from gender identity. Sexual orientation is 

associated with the sexual attraction between one person and another. This is quite 

different from the internal knowledge of one’s own identity.  Trans people may be 

gay, straight, bisexual or, occasionally, asexual. Their sexual relationships may 

remain the same through the transition process or, occasionally they may shift. So a 

person who is living as a man, and is in a heterosexual relationship with a woman 

may, having transitioned to live as a woman, continue to be attracted to women and 

seek a relationship with a woman – or – may be attracted to men, and therefore seek 

a relationship with a man. Sometimes trans people make lasting relationships with 

other trans people, so the possibilities are many and varied, and do not necessarily 
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fit comfortably into typical categorisations of sexual behaviours. Those who remain in 

a long-term relationship, despite one partner having transitioned cannot be 

categorised by any existing terminology, since the sexual orientation of the non-trans 

partner does not change; the orientation of the trans partner may or may not shift, as 

described above. Sometimes, for clarity the terms: androphylic (attracted to men); 

and gynaephylic (attracted to women) may be used.  

 

Gender Recognition Certificate 

In 2004 the Gender Recognition Act was passed, and it became effective in 2005. 

Those people who have undergone a permanent change of gender status may 

endorse their new gender status by obtaining legal recognition in the form of a 

Gender Recognition Certificate (GRC). Applicants must provide paper evidence to 

the Gender Recognition Panel indicating that they have already changed their name, 

title and gender role, on a continuous basis, for at least two years; there is an 

expectation that they intend to live in the altered gender role for the rest of their lives. 

A medical opinion indicating that the applicant has experienced gender dysphoria is 

necessary. However, no medical treatment is required. Successful applicants 

acquire the new gender status ‘for all purposes’, entitling them to a new birth 

certificate registered under the changed name and title, provided that the birth was 

registered in the UK.  

 

The GRC has strict privacy provisions which must not be breached by any person 

acquiring such information, in an ‘official capacity’. Disclosure to a third party could 

be a criminal offence (GRA s22) (some limited exceptions apply)  

 

The Marriage (Same-Sex Couples) Act, 2013 

This allows trans people to obtain a GRC within a pre-existing (heterosexual) 

marriage, which must, however, be converted to a ‘same-sex’ marriage, with the 

consent of the non-trans spouse; it may also be converted to a Civil Partnership if 

that is preferred. When a trans person seeks to obtain a GRC within a pre-existing 

Civil Partnership, that partnership must be changed into a (heterosexual) marriage, 

with the consent of the non-trans partner. 
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The Fire Brigade Union 

“…it seems to be very 

comprehensive, 

progressive and 

inclusive of the whole 

gender spectrum.” 

The Gender Trust 

“VERY IMPRESSIVE. The comments we 

have received from other people 

generally are, “Excellent and 

comprehensive”. Well done.” 

FFLAG 

“We found it really thorough and that it covered every aspect sensitively. The Guide 

addressed the challenges in a refreshingly positive 'can do' way. This was reinforced 

clearly and sensitively in 'Responsibilities of Managers', with consideration of the 

needs and emotions of those concerned. The Gender reassignment "on the run" 

section had particular relevance in that front line staff need to have increased 

awareness. As the Guide points out, there is an increasing trend of young people 

identifying as trans/non-binary across all sections of society, and if FRS front line staff 

are able to interact positively and inclusively it will have a 'knock on' beneficial effect 

on the family and friends of the young person identifying as trans. It offers excellent, 

practical guidance to a more inclusive and supportive service. Hopefully other 

agencies will be able to adopt and adapt the Guide to help create a more inclusive 

and safer society.” 

Mermaids 

“Thank you so 

much for 

contacting us and 

allowing us to read 

the document on 

behalf of 

Mermaids. You 

are quite obviously 

doing a brilliant 

job” 

SAIL 

“The feedback on the document was excellent. One 

comment was; ‘Delighted with inclusion of identities 

especially non binary’” 

Keshet 

“Thank you for writing your guide - the inclusive nature of your work 

will help many more than you realise!” 
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UNISON 

“Overall……it is an excellent initiative – 

congratulations on a substantial piece of 

work.” 

The Retained Fire Union 

“The RFU fully recognises the high 

regard the public have of the Fire 

Service, which is why it is so important 

that all services lead by example and 

embrace the inclusivity agenda by 

ensuring everyone is treated equally, 

fairly and with dignity and respect. This 

guidance document provides a valuable 

resource to achieve this objective” 

GMB 

“Discrimination is wrong, in whatever form 

it takes, and we must take steps to tackle 

it. GMB Shout! is honoured to have been 

invited to advise in the development of 

this excellent, inclusive resource on trans* 

issues which is a vital tool in raising 

awareness about and promoting trans* 

equality in the workplace. Together we 

can make a positive difference in the fight 

for equality” 

The Fire Fighters Charity 

“We found the document to be 

informative, sensitive and all-

encompassing. It will provide 

organisations and managers with 

confidence to support individuals and 

develop more inclusive workplaces and 

communities” 

Depend 

“It does seem to be a very comprehensive and admirable document, 

and I must confess we are impressed” 

Quaker LGBT Fellowship 

“I am very impressed by your very comprehensive and detailed guidance. I 

can see this becoming a model for other employers and voluntary groups.” 
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This guidance is endorsed by: 

       

 

‘inside and out’ is the tagline of quiltbag 

This represents the belief that inclusion is 

central to everything that every quiltbag 

member sees, hears, thinks, feels and 

senses every day throughout every 

aspect of their professional and personal 

lives, in the workplace and community 

environments. It represents the belief that 

inclusiveness is at the core of UK Fire 

and Rescue Service DNA and is 

something we all aspire to embrace. 


