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PRACTICAL SUPPORT FOR STAFF WHO ARE TRANSITIONING  

  

Who is this guide for and what’s inside?  

  
This guide is aimed at UEA staff who either experience gender dysphoria* or who are currently 

transitioning gender or who have transitioned gender in the past and are looking for relevant 

avenues of support.  The guide outlines:  

  

 UEA aims, values and policy  

 What the law covers  

 Practical Matters  

 Support Routes (internal and external)  

  

UEA’s Policy of Support for Trans and Non-Binary People  

  

1. Introduction  

 

  One of the University’s aims is to create a safe and welcoming environment for learning and 

working that embraces all the differences in our community and encourages all members of the 

University to value diversity.    

  
The trans and non-binary community is a diverse group including a range of identities and 

terminologies.  Broadly, this group includes anyone who identifies wholly or partially as not being 

the gender they were assigned at birth. This includes, but is not limited to, people who:  

 

 identify wholly with another gender,   

 are genderfluid,  

 are bigender,   

 have no gender or   

 fall under the non-binary umbrella,   

 as well as trans women and trans men.  

  

Please note, the word ‘transgender’ should be used as an adjective, not a noun. It is therefore 

never, ever appropriate to refer to an individual as ‘a transgender’, or to transgender people, as 

transgenders’.   

  

Trans and non-binary people may take steps to ‘transition’ – helping to bring their presentation in 

line with their gender.   

  

These steps may include:  

 Social transition where name, pronoun, dress changes  

 Medical transition  

  

Gender reassignment refers to a range of procedures which may be:  

 medical (e.g. surgery, HRT),   

 social (name change, coming out) and/or   

 legal (e.g. deed poll, gender recognition certificate).  
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2. The Legislation  

  

A range of legislation is in place ensuring rights for trans and non binary people.  A brief summary 

is given below with more detail shown at Appendix 1:  

  

Current legislation includes the:  

  

 Data Protection Act 1998  

 Gender Reassignment Regulations 1999  

 Gender Recognition Act 2004  

 Equality Act 2010   

  
The Data Protection Act 1998 (DPA) places responsibilities and obligations on organisations 

which process data about living individuals.  It also gives legal rights to individuals in respect of 
personal data held about them by others. The DPA recognises that certain types of sensitive 

personal data should be treated with particular regard.  This includes data on physical or mental 

health or condition and sexual life.  

  
The Gender Recognition Act outlines the criteria and process through which people can obtain 

a Gender Recognition Certificate.  This certificate enables people to obtain a birth certificate, and 

other documentation, in their new gender.  It also made it illegal to disclose information about 
someone’s gender reassignment/transition/status to another without the trans individual’s explicit 

consent.  

  
The Equality Act simplified some aspects of equality law and introduced greater parity of rights 

between the nine identified protected characteristics, of which gender reassignment is one.    

  

The law covers those people who are ‘proposing to undergo, are undergoing or have 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’.  The Act uses the term transsexual and identifies a number 

of circumstances in which it is unlawful to discriminate against transsexual people:  

  

Provision of:  

 goods  

 services  

 facilities   

 public functions  

  

It is not a requirement to undergo medical treatment or to be under medical supervision to be 

included as transsexual.  

  
The Act makes it unlawful to discriminate against transsexual people in the following ways:  

  

 Directly (e.g. in recruitment by refusing a job to someone on the basis that they are, or that 

you perceive them to be, or that they have friends or relatives who are, transsexual);  

 Indirectly (e.g. by putting in a provision, criteria or practice which disadvantages transsexual 

job applicants or employees without robust, objective justification)  

 Harassment of a job applicant or employee on the basis of gender reassignment, or sexually, 

or by subjecting someone to a disadvantage because they reject or submit to harassment  

 Victimisation of an applicant or employee because they have brought a complaint about 

discrimination or because they have supported a colleague who has brought such a complaint.  
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Public Authorities are also required, as part of the Public Sector Equality Duty, to work proactively 
to eliminate discrimination, harassment and victimisation in connection with any protected 

characteristic including transsexual people or in respect of gender reassignment and also to foster 
good relations between people with different protected characteristics including transsexual 

people.  

   

3. Confidentiality  

  

It is important to understand the highly sensitive nature of any information or data relating to an 

individual who discloses they may transition, are transitioning, have transitioned or will transition 

gender.  If such information is disclosed to any member of University staff they should seek 
guidance on an anonymised basis (i.e. without naming the individual asking for support) from one 

of the following:  

  

 Human Resources Team  

 Equality and Diversity Office  

 Student Support Service  

  
Further disclosure is carried out only with the agreement of the individual and on a strictly ‘need to 

know’ basis.  It is important that the information disclosed is not shared beyond this ‘need to know’ 
group thus leading to the trans man or woman being ‘outed’.  This could have serious 

implications and breaches of confidentiality of this nature will be taken seriously and dealt 

with firmly.    

  

A member of staff’s gender history is clearly part of the individual’s private medical and personal 

history over which the University must treat any records as sensitive information. Effectively this 

means that the same duty of care and confidentiality level must be maintained in respect of the 

gender history of students or staff irrespective of possession of a GRC, the sole difference being 

specific contravention of the Gender Recognition Act itself for those with recognition.   

   

Section 22 of the Gender Recognition Act 2004 created an offence where a person discloses 

“protected information‟. This is information acquired in an official capacity (about a person’s 

application for a GRC, or the gender history of a GRC holder.   

  

For example, should someone working at the University with access to the employee’s personal 

file, disclose the fact that the person was born a different gender, without the prior consent of the 
person concerned, a criminal offence has been committed, as well as a major breach of 

employer / employee confidentiality. This is a “strict liability” offence which means no room for 

pleading “reasonableness” - nor “only doing my job”.   

  

Please note that “need to know” is not sufficient reason to disclose. A trans person (with or without 

a GRC) is not obliged to inform their employer of their gender change, although some may choose 

to ensure that their gender history is clearly established as “protected information”. Such 

information cannot be shared by the person with colleagues except within the specified exemptions 

to section 22, such as the individual’s explicit consent.   

  

It is not possible to hold a GRC until two years “post-transition” and, even then, valid reasons may 

exist for some trans people not to apply for legal recognition in their acquired gender. It is however 

best practice and in keeping with the spirit of the law to regard all those who have changed gender 

as if a GRC were held from the date of transition onwards.   
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A person can be given a GRC if they are under gender identity clinic supervision and if they have 

been living in their preferred gender for at least two years – surgery does not have to have taken 

place.  

  

Any information relating to an individual’s gender reassignment should be destroyed unless there 

is an essential reason for keeping it. If such reasons can be shown, the documents should be kept 

securely to restrict access to authorised staff and must not be passed to any third party without the 

specific consent of the transitioning member of staff.  

  

If any member of staff, or a student or visitor asks whether an individual is trans or non binary it is 

important you do not give this information or speculate – the question is in itself an indication that 

the person is not in the ‘need to know’ group.  If you are not sure if the enquiry is legitimate or not 

you should always suggest the enquirer contact their HR Manager or Head of School for advice.  
Do not be drawn into general discussion or gossip as this is both unsupportive of the individual 

and could be considered as misconduct and investigated as a potential disciplinary matter.  

  

The Gender Recognition Act makes clear that information about an individual entered on to the 

Gender Recognition Register is confidential and disclosure of this information is prohibited.  

 

The Data Protection Act sets out a number of criteria for individuals handling personal data.  This 

includes ensuring that the data is kept securely and is processed only for the purposes for which 

they were collected; is not divulged to third parties without the subject’s consent; is relevant and 

up to date; and, is disposed of as confidential material when no longer needed for the purposes for 

which they were collected.  

  
What is the attitude at UEA in relation to gender transition?  

  

The University aims to create a culture and environment in which it is safe to be oneself without 

fear of discrimination, harassment or bullying.  The University works to improve understanding of 

a range of characteristics, both those protected under the law and also on a wider spectrum.  Our 

ethos is that a safe and fair culture will support and enable all to flourish and achieve their full 

potential in both work and study.  We have successfully supported a number of staff and students 

who have either undergone a full gender transition or who choose to live in their preferred gender.  

It is an entirely individual choice whether a person who either wishes to explore their gender identity 

or decides to fully transition seeks support – in producing this guidance the University aims to 

clarify what avenues of support are available on and off campus and in doing so make it clear that 

the University community welcomes and values transgender and non-binary students and staff.  

  

Rights and responsibilities   

  

All trans and non-binary staff and students have the following rights:  

  

 To choose whether or not to disclose their gender identity, and to whom they disclose it, and 

the circumstances where this may be disclosed   

 

 To request the University to update its documents, records and systems to reflect their new 

gender role, once they have decided to commence living full time in their new gender role   

 

 To request support during their transition.  
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All University staff and students have these responsibilities:  

   

 To respect the dignity of all staff and students   

 

 To challenge and/or report incidents of discrimination, bullying and harassment, or victimisation 

relating to gender identity   

 

 To withhold information about an individual’s transgender and/or non-binary status from any 

other person unless given explicit permission by the transgender or non-binary individual   

 

 To comply with the law in relation to the protected characteristics of gender reassignment that 

is in force in the UK (see Appendix 1).   

  

What is the current legal framework covering gender identity/transition?  

  

Please see the summary of current legislation on page 2 and at Appendix 1.  

  

If you’re questioning your gender identity or if you’re considering whether you want to 

transition:  

  
What sources of support are available?  

  

The support you’re looking for will depend on what aspect of transition you’re currently dealing with 

– if you are either initially exploring your gender identity or are more certain but need advice 

concerning a later stage - and would benefit from discussion in a safe supportive environment there 

are a number of routes you might find useful:   

   

On Campus:    

  
Human Resources Managers:  the Human Resources Team has supported transitioning people 

whenever they have approached the team for support.  The manager will be happy to sit down with 

you and consider the various aspects of life around campus so that you can agree a plan of action, 

with HR support, as you progress.  They may also signpost you to other sources of support as and 

when required.  

  
Support from the Staff Counselling Service:  

  

The Counselling Service is part of the Wellbeing Service, located in the Student Support Centre.  

Students are able to have up to six appointments with the service which provides a safe place to 

explore concerns or worries which may be connected with any stage of exploring gender identity, 

or to do with issues such as coming out to family and friends as well as to other students and staff 

on campus.    

  

Appointments for the Counselling Service can be made by phone on 01603 592761 or by email to 

staff.counselling@uea.ac.uk  

  
Counselling can help identify the right additional support services for you.    

  

https://portal.uea.ac.uk/dos/wellbeing/student-counselling
https://portal.uea.ac.uk/dos/wellbeing/student-counselling
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University Medical Service is based on campus and can provide advice and support to you if you 

are a registered patient and want to discuss medical aspects of gender reassignment. The service 

has successfully supported both students and staff previously seeking this kind of support.    

To make an appointment phone:  01603 251601   

Email enquiries can be sent to: umsuea@nhs.net  

  
Off Campus:  

  

There are several groups which may be of help in the area in giving support and putting you in 

contact with others who are experiencing/have experienced transition or have explored their 

personal gender identity in depth.  

  

The Genderagenda web pages have details of local support services in Norwich and Norfolk, as 

well as a range of useful background information.  

Details of support groups throughout the region can be found online including at 

http://www.genderagenda.net/norfolk-trans-intersex-non-binary-supportservices.htm   

  

There is also group meeting at the Catherine Wheel pub in Norwich.  See also: 

http://tvchix.com/venues/19/Catherine_Wheel - for those who are at a confident stage of 

transitioning.  

  
Other Online Sources of Information:  

  

Terence Higgins Trust  

  

Sexual Health Information  

  

How to find an NHS Gender Identity Clinic  

  

GIRES  

  

Press for Change  

  

Stonewall  

  

Considering Disclosure:  

  
Why might you decide to disclose?  

The University hopes that anyone studying or working at the University who is considering 

transition, or who is already transitioning to affirm their gender, will choose to disclose so we can 

provide support.  However, we do stress, it is an absolutely individual decision whether to disclose 

or not and there is no pressure to do so.  We respect your right not to disclose this information but 

must also make you aware we cannot actively offer support or help you anticipate your needs if 

you decide against disclosure.  

  
How to make a formal disclosure  

You can notify the University of your intention to transition by letter, or by email, noted or sent as 

‘Strictly Confidential’, to your Human Resources Manager in the first instance.  The HR Manager 

will contact you to discuss whether it would be helpful to have an appointment to help determine 

what support is available and who can best support you, with your agreement.   

  

http://www.umsuea.co.uk/index.aspx
http://www.umsuea.co.uk/index.aspx
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://marketplace.transgenderzone.com/?page_id=107#.VjH2Y8snypo
http://marketplace.transgenderzone.com/?page_id=107#.VjH2Y8snypo
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
http://www.genderagenda.net/norfolk-trans-intersex-non-binary-support-services.htm
https://www.facebook.com/thewheelnorwich
https://www.facebook.com/thewheelnorwich
http://tvchix.com/venues/19/Catherine_Wheel
http://tvchix.com/venues/19/Catherine_Wheel
http://www.tht.org.uk/sexual-health/Young-people/Sexuality-_and_-gender/Trans
http://www.tht.org.uk/sexual-health/Young-people/Sexuality-_and_-gender/Trans
http://www.heron.nhs.uk/heron/searchresults.aspx?m=4&t=1&kw=100332
http://www.heron.nhs.uk/heron/searchresults.aspx?m=4&t=1&kw=100332
http://www.nhs.uk/LiveWell/Transhealth/Pages/local-gender-identity-clinics.aspx
http://www.nhs.uk/LiveWell/Transhealth/Pages/local-gender-identity-clinics.aspx
http://www.gires.org.uk/
http://www.gires.org.uk/
http://www.pfc.org.uk/contactus.html
http://www.pfc.org.uk/contactus.html
http://www.stonewall.org.uk/
http://www.stonewall.org.uk/
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Importantly, you should know that emails may be retained on UEA systems for auditing purposes. 

The risk of your gender status being revealed to others in the future as a result of retention of 

emails is considered to be low. However, if you are concerned about your gender status being 

revealed to others in the future, you can choose to avoid using email or limit any information you 

send by email or other electronic methods.  

  
When I join the University as a member of staff what are the gender options and personal 

titles I can choose?  

  

When you are employed by the University questions/options you’ll see are on your equality 

monitoring form are currently (October 2016) still binary.  There are changes planned to broaden 

choice both here and in the personal title section of the form and on the system.  This guide will be 

updated once this has taken place.  

  
I will be changing my name – do I have to have a deed poll?  

The Citizens Advice Bureau has an excellent leaflet explaining all general options around changing 

your name, in detail.  To summarise – you don’t legally have to have a deed poll to change your 

name, but practically you may run into problems, especially if you want to change your passport.  

The UEA has adopted the same stance as the UK Passport Office.  We will accept an unenrolled 

Deed Poll as evidence of a change of name.  

An un-enrolled deed poll is one that has not been endorsed by the Central Office of the Supreme 

Court of the United Kingdom.  

Deed polls obtained from the Internet can be accepted and an un-enrolled deed poll is acceptable 

providing the signature of the person changing their name has been witnessed and it has 

been signed in both your new and your old name. If the deed poll is only showing the new 

signature it will be rejected and a new change of name deed with both signatures requested.  

How can I be sure my data will be treated as strictly confidential?  

  

The University takes its responsibilities around confidentiality very seriously.  It would be a criminal 

offence (under Section 22 of the Gender Recognition Act (2004)) for a member of University staff 

to disclose to another person that the individual concerned in their discussion was born a different 

gender, if this happened without the consent of the person concerned.   

  

All staff handling either student or staff details are trained on the requirements of the Data 

Protection Act 1998.  Confidentiality is understood to be paramount among the HRD teams dealing 

with staff records, enquiries or data.    

  

All staff are also required to complete the on line Equality and Diversity Module training ‘Diversity 

in the Workplace’ which covers the issue of confidentiality and sensitive data and also has a section 

covering trans peoples’ rights.  This is in addition to the training which goes on at a local level within 

Hubs and central/School/Faculty teams.  

  

Should you ever have a concern about the way your personal information is being handled you 

should contact the University’s Data Protection Team on extension 2431 (01603 592431) or by 

email:  dataprotection@uea.ac.uk  

  

 

 

  

http://www.gires.org.uk/assets/Legal-Assets/changingname.pdf
http://www.gires.org.uk/assets/Legal-Assets/changingname.pdf


8 

  

When UEA gathers data about me how will it be used?  

The University monitors its overall staff profile by age, gender, ethnicity, disability, sexual 

orientation and religion and belief.  The first four of those characteristics are typically shown at UEA 

level, Faculty level and/or by School, usually by headcount  

(i.e. numbers of students) and percentage.  Sexual Orientation and Religion and  

Belief are shown at UEA level only, and not taken to lower levels (Faculty or  

School) due to the sensitive nature of the data.  Transgender and non-binary staff are not included 

in formal monitoring, although through support work with individuals we are aware that staff who 

have transitioned, work here.  Individual’s details are not passed on internally without the explicit 

consent of the person concerned and certainly not with a view to compiling statistics.    

  

It is possible we would introduce formal monitoring in the future.  At the same time, in every 

category of question we always give the option ‘prefer not to say’.    

  

The reason for monitoring is to allow us to analyse how fair an employer the University is – for 

example, in its recruitment or promotion practices.  We look at how we can improve our work where 

data and qualitative feedback tell us we could do better for certain groups, for example, by 

improving the physical campus so that disabled staff and students have the best possible access.  

When analysing data we look at numbers and the patterns that emerge – we don’t include personal 

details and although the data is based on SITS it is extracted separately and away from individual 

records.  

  
Can I change my records during the time I work at UEA?  

  

Yes.   In the first instance either email or write to your Human Resources Manager.    

  

Let them know that you have decided to live in your preferred gender and what changes you require 

to your record.    

The Human Resources Team have clear processes to take care of record changes and once the 

record is changed from one gender to another the history of records under your previous identity 

are automatically removed from the HR system.    

  

It is understood by staff handling staff records that a Gender Recognition Certificate is not required 

and should not be requested when making such a record change.  However, we initially ask for a 

written request to allow us to make the required alterations and evidence of a change of name.    

Evidence can be in the form of either enrolled or unenrolled deed poll.  An unenrolled deed poll is 

one that has not been endorsed by the Central Office of the Supreme Court.  

Deed polls, either enrolled or unenrolled, obtained from the Internet can be accepted.  Please note:  
an un-enrolled deed poll can only be accepted if it has been signed and witnessed in both 

the new and the old name. If the deed poll is only showing the new signature it will be rejected 

and a new change of name deed with both signatures requested.  

If liaison is needed with other departments the Human Resources Team will discuss this with you 

first and either get your permission or ensure you are aware of any limitations non-permission may 

place on the support you receive.  At all times you will decide the extent of disclosure.  

  
How do I get a new campus card once I’m living in my affirmed gender?  

Campus cards are issued via the IT Service Desk in the Library.  However, sensitive requests for 

a new campus card can be requested by email from the IT Service Desk Manager.  

  

https://www.uea.ac.uk/hr/about-hr/organisation-structure
https://www.uea.ac.uk/hr/about-hr/organisation-structure
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If I encounter bullying behaviour from others what can I do about it on campus/off campus?  

  
On campus:  

Your Human Resources Manager has been trained in issues of bullying, harassment and dignity 

and respect and will be able to advise and support you.  Alternatively, you can talk to your Line 

Manager.  If you want to talk to someone more informally, outside the management structure, the 

Staff Pride Dignity and Respect Champions have been trained as informal advisers.  They can 

listen and offer signposting to more formal support if needed.  

  
Off campus:  

For support off campus:  

Norfolk Trans Forum | Norfolk LGBT Project www.norfolklgbtproject.co.uk/support/groups/trans-
forum/  
Norfolk Trans-Forum is a self-help support group for male to female transsexuals.  Norfolk Trans-
Forum is part of Norfolk LGBT Project support groups.  

  

Genderagenda: provides a list of services within Norfolk for transgender people and their families.  

  

However, if the behaviour experienced needs firm action to be taken please contact the police who 
have dedicated Hate Crime Officers with in-depth training on handling such issues:  

  

https://www.norfolk.police.uk/about-us/our-policies/equality-and-diversity  

  

http://www.norfolklgbtproject.co.uk/hatecrime/  

  
I am transitioning and will continue to use Sportspark facilities – is there someone I can talk 

to about changing facilities or any other questions I might have?  

  

You are entitled to use the changing room of your preferred gender, however, if you have concerns 

please liaise with either the Sportspark Director or the Sportspark Quality/Health and Safety 

Manager. 

  
Where are the gender neutral facilities on campus, such as toilets?  

  

The University has a number of gender neutral toilets available across the campus.   

The campus map highlights them with this symbol   (from the menu below the map choose 

‘Campus Facilities’ and the gender neutral toilets are marked with the symbol above).  

  

University policy, as part of the Estates Design Guide, is that where major refurbishment takes 

place or where a new building is designed, gender neutral toilets will be included where possible.  
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                   APPENDIX 1  

  

  

What is the current legal framework covering gender identity/transition?  

  

Key current legislation is:  

  

 Data Protection Act (1998)  

 Human Rights Act (1998)  

 Gender Recognition Act (2004)  

 Equality Act (2010)  

 The Marriage (Same Sex Couples) Bill (2013)  

  

Gender reassignment is recognised as a protected characteristic under the Equality Act (2010) and 

Section 7 states a person has this protected characteristic if they are ‘proposing to undergo, is 

undergoing or has undergone a process or part of a process for the purpose of reassigning the 

person’s sex by changing the physiological or other attributes of sex’.    

  

The Act makes it unlawful to discriminate against a transsexual person in work and in the provision 
of goods, facilities, services and public functions.  It is not necessary to be under medical 

supervision and those perceived as transsexual people along with those associated with 

transsexual people such as family, friends and colleagues are also protected from unlawful 

treatment.  

  

Unlawful treatment may take the form of   

 direct or   

 indirect discrimination,   

 harassment or   

 victimisation.    

  
Employment  

  

Section 16 of the Act states that absence from work due to gender reassignment cannot be treated 

less favourably than absence because of sickness or injury and absence for any other reason if it 

is not unreasonable to do so.  This allows absence for gender reassignment to be treated differently 

but not less favourably than other forms of absence and can remove substantial disadvantage than 

would otherwise arise.  

  
The Public Sector Equality Duty  

  

Section 146 of the Equality Act outlines the Public Sector Equality Duty.  This requires the 

University (along with other public sector bodies) to have ‘due regard’ to the need to eliminate 

discrimination, harassment and victimisation against transsexual people (along with people with 

the other protected characteristics), to advance equality of opportunity and foster good relations 

between transsexual people and others.  The University also has a duty to publish information 

annually covering the full range of protected characteristics among students and staff.  This 

information is published on the University’s equality web pages:  

https://portal.uea.ac.uk/equality/equality-information-and-ref2014  

  

 

https://portal.uea.ac.uk/equality/equality-information-and-ref2014
https://portal.uea.ac.uk/equality/equality-information-and-ref2014
https://portal.uea.ac.uk/equality/equality-information-and-ref2014
https://portal.uea.ac.uk/equality/equality-information-and-ref2014
https://portal.uea.ac.uk/equality/equality-information-and-ref2014
https://portal.uea.ac.uk/equality/equality-information-and-ref2014
https://portal.uea.ac.uk/equality/equality-information-and-ref2014
https://portal.uea.ac.uk/equality/equality-information-and-ref2014
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The Gender Recognition Act (2004)   

  

The GRA provides legal recognition for transsexual people in their ‘acquired’ gender.  Legal 

recognition is established by gaining a full Gender Recognition Certificate (GRC).  This is issued 

by a Gender Recognition Panel (composed of lawyers and doctors) who must be satisfied that the 

applicant:  

  

1. Has or has had gender dysphoria  

2. Has lived in the acquired gender throughout the preceding two years  

3. Intends to continue to live in the acquired gender until death.  

  

The applicant needs to be single for a ‘full’ rather than interim certificate to be issued.  Surgical 

intervention/gender reassignment surgery is not a requirement for the issue of a GRC.  

  

Legal recognition is still an important issue as this means that, for example, a trans woman is 

recognised as a woman in law.  

  

A person with a GRC receives all the legal rights of their recognised gender including the right to 

marry someone of the opposite gender to their acquired gender, and to retire and receive state 

pension at the age appropriate to their acquired gender.  Someone with a UK birth certificate is 

entitled to a new birth certificate reflecting their acquired gender.  

Since the introduction of the Marriage (Same Sex Couples) Act in 2014, there are changes to the 

way GRCs are awarded. If you are married, you no longer need an annulment in order to get a 

GRC. As long as your partner agrees to your application a married trans person can now remain 

in their marriage and be awarded a GRC. If your spouse does not consent to the marriage 

continuing after a GRC has been awarded this known as spousal veto. In this situation, you can 

get an interim GRC but not a full one unless the marriage is annulled.  

If you are in a civil partnership, both parties would have to be transitioning before either of them 

could get a GRC. This is because civil partnerships are only for same-sex couples. If only one of 

you is transitioning you would need to convert your civil partnership to marriage and then apply for 

a GRC.  

Since this area of the law is complex, please visit GIRES to read more.  

People without a GRC cannot obtain a new birth certificate and are without full legal recognition.  

Legal recognition also does not apply during the two year qualifying period.  Non-binary people 

cannot obtain a GRC.  

  

The fact of having or not having a GRC should never be used to determine how a transgender 

and/or non-binary person is treated with the exception of specific instances where the legal sex of 

a person is paramount.  

  
Data Protection Act (1998) and Human Rights Act (1998)  

  

Article 8 of the Human Rights Act gives everyone, including transgender and nonbinary people, 

the right to privacy and family life.    

  
For the purposes of the Data Protection Act gender reassignment and any information appertaining 

to an individuals’ gender history would constitute ‘sensitive data’ which can only be processed for 

http://www.gires.org.uk/gra-changes.php
http://www.gires.org.uk/gra-changes.php
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certain specified reasons as set out in the Act.  Given the privacy provision included at Section 22 

of the Gender Recognition Act and the broader privacy protection for all people, best practice is to 

assume any transgender person has gender recognition and treat them accordingly.  This also 

prevents gender recognition becoming an inappropriate demarcation when the provisions of the 

Equality Act apply to all transgender people regardless of whether they have gender recognition.  
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                   APPENDIX 2  

  
Terminology* and Definitions – words commonly used around Trans and Equality  

*This appendix is adapted from terminology provided by GIRES, the Chair of the UEA SU LGBT+ 

Caucus and attendees at the LGBT+ Caucus.  

 

Terminology on transgender and non-binary issues has somewhat changed in the past few 

decades, and while these definitions are helpful, it is important to listen respectfully to trans and 

non-binary people.  

  

Affirmed Gender   

The term ‘affirmed’ gender, is now becoming more common in describing the posttransition gender 

role which, at that stage, accords with the gender identity. The gender identity does not change 

when a person transitions; the gender role and appearance come into alignment with it. This would 

usually include dress and presentation and will often have been assisted by medical intervention. 

‘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 new legal gender status of the 

individual.   

   

Cisgender   

Cisgender people are those who identify fully with the gender they were assigned at birth. So if 

someone is assigned male at birth, and identifies as a man, they are cisgender.    

  

Discrimination by Association  

 If A treats B less favourably than others because B, for example:  

 Cares for an elderly relative  

 Has a son who is known to be gay  

 Has a spouse who is of minority ethnic background  

 Cares for a disabled child  

 Has a surviving relationship with someone who has transitioned  and so on…….  

 This would be ‘associative discrimination’  

  

Direct Discrimination  

A person (A) discriminates against another (B) if, because of a protected characteristic, A treats B 

less favourably than A treats, or would treat, others.  

  

E.g.  Person A is recruiting for a job and although Person B is the best person for the job in terms 

of qualifications, experience, meeting specified criteria, performance at interview Person A doesn’t 

give them the job because they’re:  

  

 Too young/old  

 A woman/a man/ transitioning/has transitioned sex  

 Black, Asian, White  

 Christian, have no belief, a Catholic, Jewish, Sikh  

 Perceive they may be gay or lesbian  

 Because they are pregnant And so on…….  

  

Discrimination by Perception  

If A treats B less favourably than others because A perceives B to be:  
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Disabled, gay, lesbian, straight, transgender, of a particular age range (as a range of examples), 

then this would be ‘perceived discrimination’ even if B is wrong in his or her perception.  

  

Gender confirmation treatment   

Those transitioning permanently sometimes have gender confirmation treatment that includes 

hormone therapy and sometimes surgery to bring the sex characteristics of the body more in line 

with the gender identity. Such surgery is sometimes referred to as gender confirmation surgery. 

The term ‘sex change’ is not considered appropriate or polite.   

  
Gender Identity   

Gender Identity describes the gender with which one psychologically identifies oneself. Gender 

identities include man, woman, non-binary, genderqueer, demiboy, demigirl, genderfluid, bigender 

or another more personal identity.  

  

Gender role   

“Gender roles” are society-fashioned stereotypes, usually dating back decades, about how men 

and women should behave. Many stereotypes about gender roles have come under criticism from 

feminists and other thinkers, and no trans and/or non-binary person should be pressured to 

conform to a gender role.  

  

It should be emphasised that no-one needs to conform to “gender roles” in order to be a valid man, 

woman or non-binary person.  

  

Gender dysphoria   

Occasionally an individual may feel that their physical appearance does not coincide with their own 

psychological sense of their gender identity. Where conforming with society’s cultural expectations 

causes a persistent personal discomfort, this may be described as gender dysphoria (dysphoria 

means unhappiness).   Gender dysphoria is a recognised condition for which medical treatment 

may be appropriate in some cases. However, each individual is unique and will experience gender 

variance to a different degree, responding to social circumstances differently. Gender variant 

expressions should not be regarded as psychopathological, but as a natural part of human 

experience.   

  

Gender Recognition Certificate   

In 2004 the Gender Recognition Act was passed, and it became effective in 2005. Those trans 

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, 

and that they have the intention 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, and some 

details regarding treatment. However, no surgery 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 would be a criminal offence (GRA 

s22).   
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The Marriage (Same-Sex Couples) Act, 2013, will allow trans people to obtain a GRC within a pre-

existing marriage, which will then become a ‘same-sex’ marriage. When a trans person obtains a 

GRC within a pre-existing Civil Partnership, that partnership must be changed into a marriage.   

  
Harassment    

Legally:  unwanted conduct ‘ related to a relevant protected characteristic’ that has the purpose or 

effect of violating a person’s dignity or creating an intimidating, hostile, degrading, humiliating or 

offensive environment which interferes with an individual’s learning, working or social environment 

or induces stress, anxiety, fear or sickness on the part of the harassed person.   

  
The Act recognises harassment by association or perception.  Differences of attitude, background 

or culture and the misinterpretation of social signals can mean that what is perceived as 

harassment by one person may not seem so to another; nevertheless this does not make it 

acceptable.    The defining features are that the behaviour appears or feels offensive, humiliating, 

hostile or intimidating to the recipient or would be so regarded by a reasonable person.  

  

Intersex people   

Intersex people are people whose anatomy does not fit into easily definable sex categories of 

“male” or “female”. Often intersex children are given invasive surgery without their consent to bring 

their anatomy in line with perceived perceptions of sex. Intersex people may not necessarily identify 

as transgender or non-binary, and are a fully distinct category in terms of sex and gender.  

  
Positive Action  

It is lawful to use positive action as a means to address identified inequalities. It allows 

organisations to encourage people from under-represented groups to apply for jobs (although 

selection for posts will always remain strictly on merit and against predetermined criteria), and to 

provide facilities or services in regards to training and career development opportunities in order to 
meet the particular needs of people from different under-represented groups.  Positive action is 

not the same as positive discrimination, which is unlawful.   

   

Prejudice  

An opinion about someone or something that is not based on reason or experience.  

NB.  Prejudice is thought not action.  

  

Protected Characteristics  

Age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, 

race, religion and belief, sex, and sexual orientation.  

  

Sex   

“Sex” refers to differences in physical appearance (e.g. reproductive organs) and brain 

characteristics that lead to a person being assigned male or female at birth. This is considered 

different to a person’s gender identity, which is the inner sense of gender, and  

“gender roles” which are society-fashioned stereotypes about how men and women should 

behave. It should be emphasised that no-one needs to confirm to “gender roles” in order to be a 

valid man, woman or non-binary person.  

  

It is often assumed that our assigned “sex” will be consistent with our genders – so, for example, 

it is often assumed that everyone assigned male at birth will grow up to identify as a man. This is 

not true, and it is known as “cisnormativity”. It is important to avoid engaging in cisnormativi ty.  
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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, pansexual or 

asexual. Their sexual relationships may remain the same through the transition process, or they 

may change. 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 lesbian relationship – or – may be attracted to men, and therefore seek a heterosexual 

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 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.                                                                                                              

 

Stereotyping    

When characteristics conventionally associated with a particular group are applied to the 

individuals perceived to be of that group.  Stereo-typing can be both positive and negative and 

either can be equally ill-informed.  When stereotypical views of individuals based on their group 

identity lead to pre-judgement or assumptions this may lead to discriminatory behaviour  

  

Transgender   

“Transgender” has been defined by the UEA trans community as meaning any person who 

identifies, fully or partially, as not being the gender they were assigned at birth.  This includes, but 

is not limited to, people who identify wholly with another gender, are genderfluid, are bigender, 

have no gender or fall under the non-binary umbrella, as well as trans women and trans men.  

  

The phrase “transgender” categorically does not apply to those who cross-dress for performative 

or erotic reasons, although some may use those instances as ways of exploring their gender 

identity. Transgender refers to those who identify as a different or partially different gender, and 

does not describe people who present differently while still identifying with their assigned gender.  

  
Transsexualism   

The terms ‘transsexualism’ and ‘transsexual’ are gradually being replaced with more acceptable 

terminology. Do not use the phrase “transsexual” to describe a trans or nonbinary person without 

their consent, as many find it offensive, outdated and cold (much as calling a gay person “a 

homosexual” would be).  

  

However, the Gender Recognition Act and Equality Act use the phrase “transsexual”, often when 

the phrase transgender would seem more appropriate. The Equality Act defines a transsexual 

person as someone who ‘proposes to undergo, is undergoing or has undergone gender 

reassignment’ (Equality Act 2010). These terms apply only to those whose gender dysphoria may 

require medical intervention, possibly including hormone therapy and surgical procedures to 

change the appearance.   

   

Often these treatments are associated with a permanent transition to a gender role that accords 

with the gender identity. 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’.   
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Most people experiencing gender dysphoria prefer the general terms, ‘trans’ and ‘transgender’; the 

abbreviation ‘tranny’ is also thoroughly unacceptable and profoundly offensive.   

  

Transition   

Transition is the term used to describe when someone undertakes a series of actions to affirm 

themselves as a certain gender. Transition may include changing your name, prefix and/or 

pronouns, getting medical assistance for physical changes and/or making changes to your gender 

presentation. However, it can come in various other forms too and can describe many diverse 

experiences. Binary and non-binary trans people can transition.  

  
Victimisation    

A person is victimised if they are punished or treated unfairly because they have made a 

complaint, or are believed to have made a complaint, or have supported someone who has made 

a complaint of discrimination against their employer or part of their employing organisation, or an 

individual in it.  It is unlawful to treat someone unfairly or to punish them under these 

circumstances as is postemployment victimisation.    

  

E.g. where references are concerned.  Students could be similarly victimised e.g. Refusal 

of application or unfair marking or refusal to provide information or services.  


