Transgender Staff Support Policy
Document Summary
The purpose of this policy is to to support employees who are considering
undergoing, currently undergoing or have undergone gender reassignment.
The policy applies to all St Helens and Knowsley Teaching Hospitals NHS Trust
employees, as well as volunteers and any other staff working within the Trust.
For the purpose of this document the term ‘trans’ will be used as it is a more
encompassing term and generally accepted by the trans community. It is considered
an umbrella term for all people who cross gender boundaries permanently or not (see
Section 3 for further definitions).
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1

SCOPE

1.1 This policy applies to all staff employed and working for the St Helens and
Knowsley Teaching Hospitals NHS Trust, including Trust volunteers, agency staff
and bank staff.

2

INTRODUCTION

St Helens and Knowsley Teaching Hospitals NHS Trust is committed to ensuring
that all Trans employees, and individuals working within the Trust, receive equal
treatment and protection from discrimination at work. This policy has been developed
to ensure that there is a clear process to support Trans staff and to ensure that they
are treated with complete dignity and respect, and in line with the law.
Research undertaken in the areas of employment, health provision, social exclusion
and hate crime indicates that Trans people experience disproportionate levels of
discrimination, harassment and violence relative to the general population.
Gender reassignment is named as a protected characteristic under the Equality Act
2010.
The requirement for medical supervision has been removed meaning that anyone
who simply changes the gender role in which they live, without ever going to see a
doctor, is protected.
An individual is protected under the Equality Act 2010 from the point at which they
state their intention to change their gender from that which they were assigned at
birth.
The Equality Act also protects individuals associated with a Trans person from
discrimination (discrimination by association) e.g. siblings, friend etc.
3

STATEMENT OF INTENT

St Helens and Knowsley Teaching Hospitals NHS Trust is committed to supporting
any of its employees who have a protected characteristic.
4

DEFINITIONS

Gender: Self-identification (and usually presentation) as either a man or a woman.
Sex: Biological identification as either male or female, based on gonads,
chromosomes and genital appearance.
Gender Identity: An individual’s internal sense of being male, female or something
else. Since gender identity is internal, one’s gender identity is not necessarily visible
to others.
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Transgender or Trans: An umbrella term inclusive of a wide variety of trans
identities. The use of 'trans' is preferred by many as it avoids ambiguity and
recognises the original distinct meaning of 'transgender'.
Transsexual: The medical definition used to describe someone who seeks to
permanently change their outward physical appearance in order to live more
comfortably in the opposite gender role.
Trans Woman: Individual who was born as a male but identifies as a female, may
also be referred to as male to female (M2F).
Trans Man: Individual who was born as a female but identifies as a male, may also
be referred to as female to male (F2M).
Transition: The process of changing one’s gender to live permanently in the social
role of the opposite gender. Some people make this change gradually for others this
may be overnight.
Gender-dysphoria: The medical term for people who experience discomfort
because their sense of being a man or woman (their gender identity) is inconsistent
with the sex appearance of the body.
Intersex: A condition in which a person is born with a reproductive and/or sexual
anatomy that doesn’t fit the typical definitions of female and male. Usually intersex
people are identified as such by doctors following birth and therefore may be
operated on before they are old enough to give or withhold consent.
Transvestite: and Cross dressers are (trans) people who tend to spend short
periods of time in a different gender role to that assigned at birth. Some are happy to
do this all their lives. Some live part time for many years until their need to undergo
permanent gender reassignment becomes too strong – usually later in life – at that
point they will then be usually regarded as a transsexual person.
Transphobia: A fear and dislike of trans people, which can lead to hatred resulting
in verbal or physical attacks and abuse.
Sexual Orientation: A persons’ sexual orientation refers to their choice of sexual
partners (who they are sexually attracted to). This is completely separate from
gender identity and trans individuals may be gay, straight, lesbian, bi sexual or
occasionally, asexual.
Gender Recognition Certificate (GRC): A certificate which is provided to those
who have been successful in their application for gender recognition. Nobody is
entitled to see or record the details of a Gender Recognition Certificate, if someone
requires proof of an individual’s legal gender they should show them their birth
certificate.
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5

5.1

DUTIES ACCOUNTABILITIES AND RESPONSIBILITIES

Trust Board

The Trust Board will ensure that all managers are accountable for the promotion and
implementation of this policy. The Trust Board will monitor progress on equality,
diversity and human rights issues and initiatives on a regular basis. It will ensure that
all individuals are treated with dignity and respect.
5.2

Chief Executive

The Chief Executive has overall responsibility for the strategic and operational
management of the Trust including and ensuring that this policy complies with all
legal, statutory and good practice guidance requirements and is implemented
effectively and efficiently.
5.3
The Director of Human Resources has Board level responsibility for
ensuring that the HR aspects of the policy apply to all levels within the organisation
and that the policy is followed fairly and consistently.
5.4

Equality & Diversity Lead

The Equality & Diversity Lead has a responsibility to ensure the Trust has systems,
policies and practices that are compliant with legislative and other national
requirements. The lead also has a responsibility to provide support and advice to the
organisation in relation to equality and diversity matters including this policy.
5.5

Human Resources Department

The HR Department has a specific responsibility to ensure the promotion of equality
and inclusiveness through its employment practices, policies and procedures, and in
supporting the application of this policy.
The Department will ensure that any member of staff who identifies as trans within
the recruitment process or as an employee will be treated fairly with complete dignity
and respect. It will also ensure that this information is kept confidential and not
disclosed without the individuals consent.
5.6 Trust Managers
All managers are responsible for ensuring the practical application of this policy.
Managers should be aware that they will be expected to positively promote high
equality standards, in line with the requirements of the Equality Act 2010 which
includes the additional protection for people.
5.7

Staff

All individuals working with the St Helens and Knowsley Teaching Hospitals NHS
Trust have a personal responsibility for the application of this policy. All staff should
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positively promote high equality standards and refrain from any acts of
discrimination. Staff also have a responsibility to report any discrimination, or any
potentially discriminatory practice, to the attention of either their Line Manager,
Equality & Diversity Lead, HR Advisor or Health, Work & Well Being.
6.

Recruitment and Selection

6.1 St Helens and Knowsley Teaching Hospitals NHS Trust encourages applications
from trans individuals for all posts across the Trust, including volunteers.
6.2 Any applicant who is intending to undergo, is undergoing or has undergone
gender reassignment will not be required to disclose their status as part of any
recruitment and selection process unless they choose to do so.
6.3 If applicants do choose to disclose their status this must not be used as a reason
for not offering the individual employment with the Trust. There will be no
repercussions for an applicant who does not disclose their status prior to
appointment or once employed.
6.4 Where the role requires applicants to complete a Disclosure and Barring Service
Check (DBS) (formerly Criminal Records Bureau (CRB) there is a process which
provides trans individuals the opportunity not to reveal their previous name(s) and/or
gender.
The DBS offers a confidential checking process to protect the privacy of applicants
who have undergone gender reassignment. This process provides applicants with
the opportunity not to reveal their previous name(s) and / or gender to their
employer, or other organisation, when applying for a DBS check.
The DBS are fully committed to promoting equality and eliminating discrimination on
grounds of gender identity and this process ensures that a transgender person’s
application is dealt with sensitively and without the need to disclose previous names
to the employer, whilst maintaining the integrity of their service.
The DBS provide a designated point of contact for transgender applicants,
dedicating a small resource to deal with any queries that are raised, and provide help
and support throughout the process. They are also solely responsible for contacting
the applicant if further information is required.
If an applicant has a conviction under their previous details, it will show on a
completed check. If a Certificate is going to show any personal details that the
applicant may not wish to disclose, the applicant will be informed of this and they will
have the opportunity to withdraw the application.
If an applicant does not have a Gender Recognition Certificate, the DBS advise to
still contact the DBS’s Sensitive Applications Team who will monitor the application.
For further information, please visit the applicant section of the DBS website
www.homeoffice.gov.uk/dbs. Anyone wishing to use the process may contact the
DBS Sensitive Applications Team directly on 0151 676 1452. Alternatively, the DBS
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have a dedicated email address for enquiries regarding transgender applications:
sensitive@dbs.gsi.gov.uk
It should be understood that withdrawal of a DBS check is likely to result in the
applicant no longer being able to be appointed as not all necessary checks will have
been completed.
6.5 It may sometimes be necessary for a trans person to disclose their previous
identity in order for references from past employers to be obtained. In these cases,
strict confidentiality should be applied.
6.6 Where the Trust has to keep evidence of professional status or qualifications,
and this discloses an individual’s status, it should be discussed with the member of
staff how this information will be retained so as not to compromise or breach
disclosure of protected information.
6.7 Any applicants who enquire about the St Helens and Knowsley Teaching
Hospitals NHS Trust’s policy on recruiting transgender staff should be referred to this
policy as well as to the Equality, Diversity and Human Rights Policy.

7. Supporting the Transition of Staff in Employment
7.1 The Trust understands that the process of gender reassignment is a complex
and often extremely stressful time. Where the Trust is aware of an individual’s intent
to change their gender it will support them as much as possible, particularly in
relation to their employment and keeping them in work.
7.2 Once an employee has decided they wish to undergo gender reassignment it is
essential that a support network is set up as soon as possible to accommodate this.
It is for the individual to decide whom to turn to for advice and support, be it their
Line Manager, Equality & Diversity Lead or Human Resources. It is advised that
once the individual has raised their intent to transition the Equality & Diversity Lead
will be assigned to act as a contact for the individual, to answer any queries and act
as an advisor. The Equality & Diversity Lead will discuss with the individual how they
wish to handle the transition. The following issues should be considered and agreed
by both parties:


The expected point at which the individual wishes to change their name and
personal details (including personal file, ESR, email address). There should also
be clarification regarding what pronouns they would like to be addressed by;



Whether the individual wishes to inform the line manager, colleagues and other
staff, or would prefer the appointed advisor / a third party to inform them instead;



Agreeing a point at which their individual gender specific dress will change;



Whether the employee is to stay in their current post or would prefer to be
redeployed;
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If any medical procedures are to be undertaken, the expected timescales and any
time off required;



Agreeing a point at which the individual will change use of single sex toilets /
changing facilities to their new gender (this is usually the first day they come to
work in that gender);



Whether any adjustments will need to be made within the workplace;



Whether any training or briefing of colleagues is needed and when this would be
appropriate;



How any harassment or hostile reactions, by either colleagues or patients, will be
dealt with;

7.3 During this process confidentiality will be the prime consideration and only those
who need to know will be informed. The Equality & Diversity Lead will consult with
Human Resources or external agencies but only with prior agreement with the
individual.
7.4 The Trans individual retains the right to call a halt to the transition process at any
time if they wish.
7.5 All trans people will be treated in their acquired gender from the point at which
they make colleagues aware of their transition to live and work in their new gender
role. Any colleagues who do not do so or who exhibit any form of discriminatory
behaviour will be treated in accordance with the Trust’s Disciplinary Policy and
Procedure.
7.6 All employees must observe the privacy of trans colleagues and maintain
confidentiality at all time.
7.7 It is against the law for any individual to disclose that someone is Trans, unless
the trans individual themselves has given them permission for the disclosure (See
Section 10 for further details). Breaches of confidentiality will also be treated in
accordance with the Trust’s Disciplinary Policy and Procedure.
8.

Toilets and Changing Facilities

8.1 The use of toilets and other gendered facilities can sometime be a concern for
trans individuals, particularly during the early stages of transition. The usual point for
changing to use facilities for their acquired gender will be the day the employee
starts coming to work in that gender.
8.2 If colleagues are unhappy with this, a temporary compromise may be to reserve
one set of facilities for colleagues who have strong objections to sharing facilities.
However, this must only be a very short term arrangement, i.e. during the early
stages of transition, and must be agreed by all individuals involved.
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8.3 Trans individuals must be supported to use all facilities designated for their
acquired gender.
8.4 It is not appropriate to request that a trans person uses separate facilities or
accessible (disabled) toilet facilities (unless they have a disability requiring this). It is
also never acceptable to require someone undergoing gender reassignment to use
toilets or other facilities designated for members of their birth gender.
9.

Changing Personal Records

9.1 Once an individual has made the Trust aware of their intent to change their
gender they can ask for their personnel records to be updated to reflect their new
identity.
9.2 Both their line manager and the HR Department should create a new personnel
file to ensure confidentiality. The changing of an individual’s records is not
dependent on having a Gender Recognition Certificate.
9.3 The personnel records for a trans employee will not make any reference to a
previous name; records made prior to the name change will be updated to reflect the
individuals new details. These include personnel records, personal files, absence
management and occupational health records, training records, computer systems,
administration records etc.
9.4 The line manager should also ensure that all references such as telephone
directories, email address and employment details reflect the acquired gender of the
individual.
9.5 The personnel records for trans employees members of staff, referring to their
previous gender which cannot be amended, and need to be retained (i.e. recruitment
references), will be placed in a sealed envelope and marked clearly 'only to be
opened by a Senior member of Human Resource staff'.
9.6 If a manager is required to provide a reference for a trans member of staff, the
reference should be in the name which will be used by the individual in the new job
and must not disclose a former name.
9.7 Staff who are required to hold professional registration are advised to contact
their professional body to find out whether there are any specific requirements in
terms of name changes.
9.8 Where the Trust has to keep evidence of professional status or qualifications, it
should be discussed with the member of staff how this information will be retained so
as not to compromise or breach disclosure of protected information.
10.
Changing Job Roles
10.1 If an individual states that they would prefer to be redeployed following/during
their transition the Trust will take all reasonable steps to support this where ever
possible.
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10.2 Working with the Equality & Diversity Lead, the relevant HR Advisor will identify
any suitable alternative roles available; this will be depend on the vacancies existing
at the time of the individual’s transition.
10.3 A suitable alternative role describes a position of equal banding and for which
the employee meets the essential criteria of the person specification. Redeployment
may be either permanent or temporary depending on the request of the individual
and the opportunities available.
10.4 Employees are reminded that there will not always be suitable alternative posts
available. On request of the trans individual posts at a lower band can also be
sought, however if an individual is redeployed into a lower banded position, as a
result of their transition, they will not be entitled to any form of pay protection.
10.5 If there are no suitable options for redeployment at the time of transition the
individual would be supported within their current role, with any necessary
adjustments being made.
10.6 If the individual wishes, redeployment options can continue to be sought for a
period of 4 months following their request.
10.7 Posts which are a higher band to that of the employees current role would need
to be applied for via the usual recruitment process, however, the individual’s trans
status must not be taken into account when appointing to the post.
10.8 It should not be assumed by the organisation that the individual will wish to be
redeployed and only by full discussion and agreement with the individual should
redeployment be considered.
11.

Absence due to treatment

11.1 The Trust recognises that gender reassignment is not an illness but in order to
record the leave it will be logged as sickness absence.
11.2 Any absence from work due to medical appointments or treatment relating to
transition will be dealt with in accordance with the Trust’s Attendance Management
Policy and Procedure. However, it is understood that this may include several
repeated absences, this should be discussed with the Equality & Diversity Lead and
treated on an individual basis.
12.

Support Mechanisms

Equality & Diversity Lead – the Equality & Diversity Lead will provide support and
put in place practical changes. This role will also support positive working
relationships between the individual and wider support mechanisms if relevant.
Health, Work & Well Being – a referral to HWWB maybe considered by the
individual, their line manager or the Equality & Diversity Lead for additional support
or advice regarding the medical process of the transition. Managers may also need
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advice regarding the needs of the individual and on how to support changes that
may need to be made within the team or work environment.
Human Resources will work closely with the Equality & Diversity Lead and Line
Managers in providing support and advice in the application of this policy.
Lesbian, Gay, Bisexual and Transgender (LGBT) staff support network – a
regional support network for staff hosted in conjunction with several other Trusts
across Merseyside. Further information can be found on the Equality and Diversity
internet page.
13.

Discrimination

13.1 Discriminatory language and behaviour is unacceptable and will not be
tolerated by St Helens and Knowsley Teaching Hospitals NHS Trust. All staff and
volunteers have a duty and responsibility, not only to abide by non-discriminatory
practice but to challenge discriminatory language, behaviour or actions.
13.2 Any experience or witness of discrimination should be reported immediately to
the appropriate manager or Equality and Diversity Lead/HR contact. The incident
should also be reported on the Trust’s DATIX system. Please also see the Trust’s
Grievance Policy and Respect & Dignity at Work Policy
14.

Sharing Personal Information

14.1 Under Section 22 of the Gender Recognition Act 2004 it is illegal for an
individual to share information regarding someone’s trans status unless:

There is specific agreement to do so by the trans person.
14.2 If it is necessary for professionals to know someone’s trans status, in which
case it is recommended that the Trans person is asked to provide permission in
writing.
14.3 The Secretary of State may by order make provision prescribing circumstances
in which the disclosure of protected information is not to constitute an offence under
this section.
14.4 Anyone who, in their professional capacity, acquires knowledge of a trans
person’s history and knows, that the person has a Gender Recognition Certificate, or
new birth certificate and passes on that information to a third party without the
consent of the person concerned can be prosecuted and fined up to £5000 and/or be
jailed for up to six months. Trans people have no obligation to disclose whether or
not they have a Gender Recognition Certificate and do not require one to be able to
change their personal details.
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15. Training
15.1 The Transgender Staff Support policy will be covered as part of Corporate
Induction. For any further information please contact Annette Craghill, Equality and
Diversity Lead, contact details in Appendix 2.
16 MONITORING COMPLIANCE WITH THIS DOCUMENT
16.1 Key performance Indicators of the Policy
Describe Key Performance Indicators
(KPIs)
Must reflect

Frequency of Review

Lead

Compliance with policy by
stakeholders

Annual

Deputy Director of
Human Resources

16.2

Performance Management of the Policy

Aspect of
compliance or
effectiveness
being monitored

Monitoring
method

Individual
responsible
for the
monitoring

Frequency
of the
monitoring
activity

Group /
committee
which will
receive the
findings /
monitoring
report

Compliance with
policy by all Trust
staff and
volunteers (100%
compliance)

The Equality
and
Diversity
Lead will
monitor the
conduct of
individual
cases

Equality and
Diversity
Lead

Annual

Workforce
Council

Group /
committee /
individual
responsible
for ensuring
that the
actions are
completed
Workforce
Council
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Equality Act 2010
Human Rights Act 1998
Gender Recognition Act 2004

18 RELATED TRUST POLICY/PROCEDURES








Workforce Equality & Diversity Policy
Grievance Policy
Respect & Dignity at Work Policy
Attendance Management Policy & Procedure
Raising Concerns Policy & Procedure
Recruitment Selection Policy
Supporting Staff Involved in a Serious Incident, Complaint or Claim Policy
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19. APPENDICES
APPENDIX 1 EQUALITY ANALYSIS
“St Helens and Knowsley Teaching Hospitals NHS Trust is committed to creating a culture that
promotes equality and embraces diversity in all its functions as both an employer and a service
provider. Our aim is to provide a safe environment, free from discrimination, and a place where all
individuals are valued and are treated fairly. The Trust adheres to legal requirements and seeks to
mainstream the principles of equality and diversity through all its policies, procedures and processes.
The Trust takes a zero tolerance approach to all forms of discrimination, harassment and victimisation
and will make every effort to ensure that no patient or employee is disadvantaged, either directly or
indirectly, on the basis that they possess any of the “protected characteristics” as defined by the
Equality Act 2010 . The protected characteristics are as follows: - race; disability; sex; religion or
belief; sexual orientation; gender reassignment; marriage and civil partnership; pregnancy and
maternity; and age.
This policy will be implemented with due regard to these commitments.
All authors of policy documents must include a completed equality analysis Stage 1 screening. Policy
authors must refer to the Trust Equality Analysis Toolkit and associated guidance documents (Stage 1
and Stage 2) available on the intranet.
Equality Analysis for this policy
Equality Analysis Stage 1 Screening

1

Title of Policy:

2

Policy Author(s):

3

Lead Executive:

4

Policy Sponsor

5

Target Audience

6

Document Purpose:

The purpose of this policy is to provide
guidance to Managers and staff about their
role in supporting work colleagues who may
be undergoing gender reassignment..

7

Please state how the policy is relevant to the
Trusts general equality duties to:
 eliminate discrimination
 advance equality of opportunity
 foster good relations

This policy will support the Trust in the
discharge of its Equality Duty by ensuring
that members of staff involved in any aspect
of the gender reassignment process have
guidance to work with. It will support the
staff member involved with the gender
reassignment process in understanding the
support that is available to them

8

List key groups involved or to be involved in
policy development (e.g. staff side reps, service
users, partner agencies) and how these groups
will be engaged

Human Resources

Transgender Staff Support Policy

Anne-Marie Stretch
Workforce Planning
All Trust Staff

Trust Staff
Local Authorities
Staff Side Organisations

NB Having read the guidance notes provided when assessing the questions below you must
consider;
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Be very conscious of any indirect or unintentional outcomes of a potentially discriminatory
nature
Will the policy create any problems or barriers to any protected group?
Will any protected group be excluded because of the policy?
Will the policy have a negative impact on community relations?

If in any doubt please consult with the Patient and Workforce Equality Lead
9

Does the policy significantly affect one group less or more favourably than another on the
basis of: answer ‘Yes/No’ (please add any qualification or explanation to your answer
particularly if you answer yes)
Yes/No

.



Race/ethnicity




Disability (includes Learning Disability,
physical or mental disability and sensory
impairment)
Gender



Religion/belief (including non-belief)



Sexual orientation



Age



Gender reassignment

No

No

Yes



Marriage and Civil partnership



Carer status

More favourably in providing
guidance around a key
aspect
of
potential
discrimination

No

Yes
Pregnancy and Maternity

More favourably in providing
guidance around a key
aspect
of
potential
discrimination

No

Yes



Comments/ Rationale

The policy is directed at this
protected
characteristic
ensuring that staff and the
individuals involved have
clear guidance

No
No
No

10

Will the policy affect the Human Rights of any of
the above protected groups?

Yes

The policy should support the
upholding of the Human
Rights of those involved with
gender reassignment

11

If you have identified potential discrimination,
are there any exceptions valid, legal and/or
justifiable?

No

Not Applicable

12

If you have identified a negative impact on any
of the above-protected groups, can the impact
be avoided or reduced by taking different
action?

No

Not Applicable

13

How will the effect of the policy be reviewed
after implementation?

The policy will be audited at least annually
in line with the key performance indicators

If you have entered yes in any of the above boxes you must contact the Patient and Workforce
Equality Lead (0151 430 1042/ Annette.craghill@sthk.nhs.uk) to discuss the outcome and ascertain
whether a Stage 2 Equality Analysis Assessment must be completed.
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Name of manager completing assessment:
(must one of the authors)
Job Title of Manager completing assessment

Phil Dearden
Head of Safeguarding and Public Protection

Date of Completion:
19 August 2015
The Trust has a duty as a public body to publish all completed Equality Analysis Screening
and Assessments. Please forward a copy of your completed proforma to
Annette.craghill@sthk.nhs.uk
The Patient and Workforce Equality Lead will conduct an audit on all completed Screening and
Assessments every six months.
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Appendix 2
Internal & External Support Organisations

Equality & Diversity Lead
Health, Work & Well Being
Insight Well Being At Work
Employee Assistance 24/7 hours
Confidential Hotline
Human Resources
Medical Care

INTERNAL SUPPORT CONTACTS
Annette Craghill
Ext. 1042
Nightingale House
Ext. 1985
0800 027 78 44
0300 555 01 20
HR Advisor

Ext. 2132

Surgical Care

HR Advisor

Ext. 1603

Patient Access

HR Advisor

Ext. 1603

Royal College of Nursing
(RCN)
http://www.rcn.org.uk

Staffside Representatives

Ext. 1359

Staffside Representatives

Ext. 1852

Regional Offices

0845 355 0845

http://www.rcn.org.uk/support/diver
sity
UNISON
https://www.unison.org.uk
https://www.unison.org.uk/getinvolved/challenge-inequality-anddiscrimination/
UNITE
www.unitetheunion.org

Staffside Representatives
Regional Offices

http://www.unitetheunion.org/uniteat-work/equalities/
Chartered Society of Physiotherapy

www.csp.org.uk

Society of Radiographers

www.sor.org

British Association of Occupational
Therapists
Respect & Dignity at Work Hotline

www.cot.co.uk

Raising Concerns

0151 203 1907
Equality@unitetheunion.org

StHK Internal Confidential
Hotline
StHK Internal Confidential
Hotline

0151 430 1645

Consultant in Critical Care
and Emergency Medicine

ext. 1175
email:
raisingconcerns.medicaldirector@sth
k.nhs.uk

0151 430 1777

Freedom to Speak Up Guardians
Dr Francis Andrews
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Bill Hobden,

Non-Executive

ext. 1477
email:
raisingconcerns.nonexecutivedirector
@sthk.nhs.uk
ext. 1242
email:
raisingconcerns.chiefexecutive@sthk
.nhs.uk

Ann Marr,

Chief Executive

Richard Fraser,

Chairman

Neal Jones,

Assistant Director of Safety &
Governance.

ext. 1242
email:
raisingconcerns.chairman@sthk.nhs.
uk
ext. 5171
email: neal.jones@sthk.nhs.uk

EXTERNAL SUPPORT ORGANISATIONS
LGBT Foundation

0345 3 30 30 30

www.lgbt.foundation

5 Richmond St. Manchester
The Gender Trust

01527 894838

www.gendertrust.org.uk

A registered charity helping Trans
people and all those affected by
gender identity issues
Press for Change

Advice Line: 0844 8708165

www.pfc.org.uk

01372 801554

www.gires.org.uk

0808 800 0082

www.equalityadvisoryservice.com

A lobbying and legal support
organisation for Trans people with
useful information on their website
Gender Identity Research &
Education Society
Provides a wide range of support
for Trans people and those who
care for them
The Equality Advisory Support
Service (EASS)

Textphone: 0808 800 0084
09:00 to 20:00 Monday to Friday
10:00 to 14:00 Saturday
Gender Recognition Panel

0300 123 4503

www.grp.gov.uk

Information about legal gender
recognition, including a step by
step guide to the process and
application packs can be found on
their website
Equality and Human Rights
Commission

0161 829 8100/0207 832
7800

www.equalityhumanrights.com

Challenges discrimination,
enforces and promotes equality
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and protects & promotes human
rights.
Health Professions Council (HPC)

www.hcpc-uk.org

Tel: 0845 3004 472

General Medical Council (GMC)

www.gmc-uk.org

Contact Centre:

Nursing & Midwifery Council (NMC)

www.nmc-uk.org

0161 923 6602
General Enquires
020 7333 9333
Professional Advice
020 7333 6550
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Appendix 3

Lead Employer Transgender Staff Support Responsibility & Policy Matrix for Guidance

NHS employee who has the concern or to whom a
concern is being raised by a patient etc.

The organisation which is the
subject of the concern raised

Concern raised under whose
Transgender Policy?

If the concern needs to be
escalated under whose policy is
this processed?

Trust Member of Staff (including LE Trainee/SPA) working
at StHK

StHK

StHK

StHK

Trust Member of Staff (including LE Trainee/SPA) working
at StHK

Another NHS Organisation/their
University

The NHS Organisation/their
University

Trust Member of Staff (including LE Trainee/SPA) working
in another NHS Organisation (e.g. Host/Sponsoring
Organisation) or University

StHK

The relevant NHS Organisation/
their University unless they have no
such policy in which case it should
be raised under StHK
StHK

Trust Member of Staff (including LE Trainee/SPA) working
in another NHS Organisation (e.g. Host/Sponsoring
Organisation) or University

The NHS Organisation /University
in which they are working

The NHS Organisation /University
in which they are working

Trust Member of Staff (including LE Trainee/SPA) working
in another NHS Organisation (e.g. Host/Sponsoring
Organisation) or University

Another NHS
Organisation/University (not StHK)

NHS Member of Staff from another NHS Organisation or
University

StHK

The NHS Organisation /University
in which they are working unless
they have no such policy in which
case it should be raised under
StHK
The relevant NHS Organisation
/University unless they have no
such policy in which case it should
be raised under StHK
StHK
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StHK

The relevant NHS Organisation
/University

StHK

