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Session objectives

• Understand the specific challenges trans people face in the workplace and how you can

articulate the importance of trans-specific work

• Identify areas where you can improve on pre-existing structures to ensure that they are

trans inclusive

• Share and create plans for new projects that you can launch in your organisation to

ensure the engagement of all staff



Session outline

• Why is trans inclusion needed in the workplace?

• What organisations should be doing to engage all staff in trans 

inclusion

• Interactive exercise

• Guest speakers:  Dr Alys Einion-Waller – Swansea University

Karen Harvey-Cooke – Cardiff University

Zac Edge – Cardiff University

• Q&A



Respect

Mistakes
Making genuine mistakes is fine; deliberate misuse of people’s pronouns or misgendering, for example, 

is not.

Questioning
Asking questions is vital to exploring inclusivity. Ensure those questions are not intrusive or personal.

Cultural sensitivity
All cultural contexts must be respected and given equal importance. Being sensitive to the challenges 

faced by cultures that are not your own is crucial

Debate
Exploring issues and identities is encouraged, but debating people’s identities is not acceptable. All 

identities are valid.



Definitions

Trans (Traws)

An umbrella term to describe people whose gender is not the same as, or 

does not sit comfortably with, the sex they were assigned at birth.

Trans people may describe themselves using one or more of a wide variety of 

terms, including (but not limited to) transgender, transsexual, gender-queer, 

gender-fluid and non-binary.



Definitions

Non-Binary (Anneuaidd)

An umbrella term for people whose gender identity doesn’t sit comfortably 

with ‘man’ or ‘woman’. Non-binary identities are varied and can include 

people who identify with some aspects of binary identities, while others reject 

them entirely.



Why is trans inclusion needed? 

of trans people have 

experienced a hate 

crime or incident 

because of their gender 

identity in the last 12 

months

of trans people (55 per 

cent) say they avoid 

certain bars and 

restaurants due to fear 

of discrimination. 

of trans people have 

experienced 

transphobic abuse or 

behaviour online in the 

last month

52%More than 
half

One in 
four



Why is trans inclusion needed?

trans people aren’t open with 

anyone at work about being 

trans. This number increases to 

almost two in five non-binary 

people who aren’t out at work.

trans people have been 

physically attacked by customers 

or colleagues in the last year 

because of being trans 

One in four One in eight



Why is trans inclusion needed?

trans people wouldn’t 

report transphobic bullying 

in the workplace.

Almost a third One in five

of non-binary people and one 

in five trans people (18 per 

cent) don’t feel able to wear 

work attire representing their 

gender expression.



Barriers to non-binary inclusion in the workplace

Recruitment

Policies

Reporting bullying and harassment

Facilities and uniforms

Identifying on workplace systems

Progression opportunities

Monitoring

Lack of representation







How can you empower all staff to champion trans inclusion?

1. Policies and benefits

2. Guidance, training, resources

3. Explicit statements and signals of support

4. Raise awareness – internal and external comms

5. Service delivery – clients, customers and service users



Policies and Benefits

• Inclusive language

• Trans specific policies

• Dress codes and uniforms should be gender-neutral

• Facilities

• Give employees and service users space to identify their gender as 

they wish to on workplace systems, monitoring forms and surveys



Guidance, training and resources

• Ensure all training is trans inclusive

• Trans-specific training and guidance

• Reverse mentoring

• Trans experiences in the workplace

• Guidance on terminology

• Signposting to further resources



Explicit statements and signals of support



Raise awareness – internally and externally

• All staff communications

• International Transgender Day of Visibility – 31st March

• International Transgender Day of Remembrance – 20th

November

• Visible and external signals of support

• Support local trans-specific community groups and 

events



Service delivery – clients, customers and service users  

By ensuring your service delivery or customer service is trans inclusive you will:

• Fulfil your public sector equality duty (if your organisation is a public sector 

body)

• Capitalise on the spending power of the trans community and allies (if your 

organisation is for-profit)

• Demonstrate your commitment to the wider trans community

• Avoid any potential lawsuits or reputational damage, and fulfil legislative 

requirements



Creating trans inclusive workplaces - individuals

ASK – for pronouns, not invasive questions

LISTEN – listen to the individual and what support they are asking for

EDUCATE – yourself and others

CHALLENGE – when you hear transphobic “banter”, bullying and harassment

LEARN – mistakes are ok, as long as you acknowledge, apologise and learn



Interactive exercise – case study 1

Adnan is a middle manager responsible for 14 members of staff in your office. 

They are genderfluid and present their gender differently each day. 

Your organisation requires ID cards to enter and exit the building. 

How would you support them?



Interactive exercise – case study 2

Greta uses they/them pronouns and is a staff nurse in a team of 20, looking after a 

number of patients each day.

They keep getting misgendered by patients, and you've also heard other staff members 

talking about how it's 'political correctness gone mad’. 

How would you support them to be their whole self at work?



Interactive exercise – case study 3

Adam is a trans man and has decided to start a family with his male partner. 

He looks on the intranet to find the maternity policy but everything refers to the 'mother' 

and uses she/her pronouns.

Adam is unsure how to proceed. You're his manager, how can you support him to make 

sure he gets the support he needs?



Dr Alys Einion-Waller

Associate Professor

Swansea University

@alyseinion



Never Assume Anything: Gender 
Awareness Training at Swansea 

University



Dr. Alys Einion
Associate Professor

Chair, Swansea University LGBT+ Staff 
Network

Pronouns: She/Her/They

lgbtplus@swansea.ac.uk



Drivers for Gender Awareness Training
• People who can be themselves in work or study,  and are 

valued for their diversity, are more productive, happier and 
more satisfied with their experience

• Proactive, diversity-inclusive and transgender-inclusive 
policies significantly enhance the University’s competitive 
advantage and mitigate risk

• Inclusive workplaces reduce sickness levels and staff 
attrition

• Inclusive education significantly enhances the student 
experience and the reputation of the university. 



Why ‘Gender Awareness’?

• A lack of knowledge and confidence about gender as a construct

• A general lack of awareness of gender inequalities in the workplace

• The need to demonstrate that this training is relevant for everyone, 
not just for trans and gender diverse people

• Offer a chance to ask the difficult questions and ‘test the waters’ in 
terms of the culture and climate of the workplace. 



Where to start? 



Gender Stereotypes:

• I use images of gender stereotypes to provoke discussion and explore 
the impact of all stereotypes on all people

• I warn the class that the slides contain stereotypes

• I facilitate a discussion that enables gentle challenging of 
preconceptions

For example…



What comes to mind when you think of 
feminine, or manly characteristics? 



Celebrating Gender Diversity

• Introducing Gender Diversity uses images of intersectional, gender-
diverse people to explore people’s perceptions and to discuss issues 
of stereotyping and stigmatisation. 



Content

Beyond Essentialising Gender

Lesbian, Gay, Bisexual, Transgender and Gender Fluidity

Gender Stereotyping and Families

Gender Stereotyping and Families – LGBT+ Parents

Gender Stereotyping and Families – Workplace 

Expectations

Gender Stereotyping Affects Everyone
Creating Inclusive Workplaces 



Creating Inclusive Workplaces 

https://www.google.co.uk/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&cad=rja&uact=8&ved=2ahUKEwijuYPWjsTZAhXNalAKHaG-D-0QjRx6BAgAEAY&url=https://www.pinterest.com/subversified/geek-sexism/&psig=AOvVaw1x5IH7CYLfDBLvilqXlXFQ&ust=1519752716423837


Policies and Procedures at Swansea University
• Dignity at Work and Study Policy

• Grievance Procedure

• Harassment Advisors Network 

• LGBT+ Staff Network

• Equality Team

• Guide to Supporting Trans Staff (currently being 
finalised)

• Hate Crime Reporting Centre



We’ve come so far….

• WEI – - top 50 employers highly commended staff network 
for 3 years running, Stonewall Cymru Staff Network of the 
Year 2017

• WEI – Top 10 Trans Inclusive Employer 2 years running



Creating Inclusive Spaces for Teaching and 
Learning

• An educational inclusivity toolkit has been developed for use 
across all Colleges. 

• In order to attract, retain and support a widening pool of 
students and staff, and directly address quality standards, we will 
future-proof our curricula and our teaching and administration 
activities by proactively addressing multiple dimensions of EDI. 

• This goes beyond basic equality legislation and directly addresses 
the student experience, thus enhancing our potential scores in 
the SES, SSS, the TEF and other measures of quality and 
performance. 



Recommendations in Progress…

• College Leads are being established for Equality, Diversity and 
Inclusion across the entire spectrum of diversity.  This includes 
someone who can advise on the policies on gender, age and 
retirement, disability, health and illness, faith, belief and religion, 
ethnicity, sexuality, marital status, pregnancy and parental leave, and 
gender identity/transition. 

• Having a designated Lead for EDI within each College provides a point 
of contact to check all policies, documents, publications and other 
materials for inclusivity and to avoid any discriminatory language such 
as ‘mature applicants’ or ‘men and women may both apply’. 



An Inclusive University…… WHAT CAN WE DO?

Accept that sexism, gender stereotyping and social inequality is everywhere, and that the 
person next to you may be experiencing negativity, discrimination, isolation or 
marginalisation because of stereotypes and prejudices.  The person may be particularly 
aware of gendered expectations due to their personal circumstances and experiences. 

Challenge your own expectations, attitudes, ideals and beliefs. 

Actively seek out more knowledge about gender, identity and diversity

Use more gender-neutral language wherever possible and challenge stereotypes when 
others express them.  Model inclusive behaviour. 

NEVER ASSUME ANYTHING!



Thank you

•Dr Alys Einion-Waller

•a.b.einion-waller@swansea.ac.uk

•@AlysEinion

•Facebook.com/AlysEinion

•www.AlysEinion.wordpress.com

•www.honno.co.uk

•www.demeterpress.org
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http://www.honno.co.uk/
http://www.demeterpress.org/
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Karen Harvey-Cooke
Chair of Enfys the LGBT+ staff network 

and Organisational Development Manager

Cardiff University 

Zac Edge
LGBT+ Officer

Cardiff University 



Karen Harvey-Cooke

Chair of Enfys the LGBT+ staff network and Organisational Development Manager



• 7,000 members of staff

• Just over 33,000 students including over 8,500 international

• Specific policy and guidance

• Working collaboratively

• Facilities and specific provision

• Training and awareness

How the University is structured to support our trans 
community



Zac Edge – LGBT+ 
Officer (Open)

The Student Perspective



Basic concept of visibility



Q&A



Thank you for attending this workshop.

Refreshments are now being served in 
Marble Hall.


