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What does the acronym quiltbag mean? 
 

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

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

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

gender identity support network emphasises that we support 

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

further includes but is not limited to gender neutral, 

pansexual, pan-gender polygender, third gender and 

neutrois. 

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

personal choice. 
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2. Foreword 
 

Fire and Rescue Services (FRSs) have a responsibility far 

beyond that which is prescribed by legislation. We have an 

excellent opportunity to show everyone that we truly live and 

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

safer communities for everyone. 
 

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

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

was created under the Equality Act 2010. 

 

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

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

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

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

take towards addressing discrimination and promoting understanding and fostering 

good relations. 

 

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

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

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

 

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

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

positively promote equality of opportunity, foster good relations and eliminate 

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

this guide and recommendations are formed against. 

 

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

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

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

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

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

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

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

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

 

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

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

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

petition to ñAllow transgender people to self-define their legal genderò. This is a long 

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

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

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

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

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

timely. You can find out more about the enquiry at  

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

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

transgender-equality/  

 

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

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

charity Stonewall following some research 

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

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

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

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

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

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

through leadership, action and education. 

 

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

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

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

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

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

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

the organisation, performs better and displays excellence. 

 

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

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

achieve and to become shining examples for all to 

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

inclusive, equal, healthy and safe environments both 

inside and outside of our everyday working 

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

impact on everyoneôs daily wellbeing and support service 

delivery prevention and community health models 

significantly in reaching and reducing the holistic and 

ever changing risks within our communities. 

 

Katie Cornhill  

 quiltbag chairperson 

 

http://www.parliament.uk/business/committees/committees-a-z/commons-select/women-and-equalities-committee/news-parliament-2015/inquiry-into-transgender-equality/
http://www.parliament.uk/business/committees/committees-a-z/commons-select/women-and-equalities-committee/news-parliament-2015/inquiry-into-transgender-equality/
http://www.parliament.uk/business/committees/committees-a-z/commons-select/women-and-equalities-committee/news-parliament-2015/inquiry-into-transgender-equality/
http://www.stonewall.org.uk/sites/default/files/unhealthy_attitudes.pdf
https://www.stonewall.org.uk/people/katie-cornhill
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 Hampshire Fire and Rescue Service ï intends to make life safer through the 

service we deliver in our local communities. Particular thanks for information 
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 Nottinghamshire Fire and Rescue Service ï has the aim of creating safer 

communities. Particular thanks for the information about their trans 

masterclass training. 

 SAIL (Support Acceptance Information & Learning) ï support for those 
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continue to find ways to flourish, and individuals can reach their full potential. 
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 Trans* Jersey ï aims to provide support to transgender, transsexual, 

androgynous, genderqueer, bigender and intersex Jersey residents and to 

provide information to non-transgender islanders. 

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

various diversity projects. 

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

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

 Relate ï are the UKôs largest provider of relationship support. 

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

community open and welcome to all people including sexual minorities and 

marginalised people. 

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

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

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

eliminate discrimination within the Jewish and wider community. 

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

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

 The Advisory Conciliation and Arbitration Service ï promote employment 

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

conciliation and other services for employers and employees to help prevent 

or resolve workplace problems. 

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

the most of later life. 
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4. About this guide 
 

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

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

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

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

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

to simply gain knowledge and understanding. 

 

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

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

gender variant conditions and gender nonconforming expressions change. Much of 

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

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

differences and gain a better understanding. 

 

In reading this guidance it is important to acknowledge that a personôs gender 

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

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

 

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

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

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

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

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

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

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

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

remainder of this guide as an umbrella term and includes ótrans/transgenderô and 

ónon-binaryô, being individuals identifying as either having a gender which is in-

between or beyond the two categories ómanô and ówomanô, as fluctuating between 

ómanô and ówomanô in expression or identity (a fluidity between masculine and 

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

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

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

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

existing legislative restrictions. 

 

The use of the term óUK Government(s)ô, throughout the remainder of this guide 

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

areas; 

 

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

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

 Wales - www.gov.wales 

 Northern Ireland - www.nidirect.gov.uk 

 The Isle of Man - www.gov.im 

 Guernsey - www.gov.gg 

 Jersey - www.gov.je 

 Gibraltar - www.gibraltar.gov.gi  

 

The use of the term óthe Actô throughout the remainder of this guide is a reference to 

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

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

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

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

civil partnership) status. 

 

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

further information it is recommended to download and read the statutory 

employment Code of Practice (CoP) available here; 

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

 

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

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

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

 

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

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

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

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

happen. 

 

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

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

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

 

 Gender identity, and the interfaces with ethnicity and faith 

 Trans* identities 

 Experiences of trans* and other minorities 

 Ways to be trans* inclusive 

 Establishing relationships and working with and supporting confidently for 

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

 Other helpful resources/support organisations 

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

relationship building, community safety) 

 Restructuring culture, policies and practices proactively and to respond in 

ways that that value everyone equally 

 Linking inclusion to safer and healthier communities ï everyday local and 

global reality 

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

society 

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

 The terms associated with trans* and used widely 

 An improved capability to adopt appropriate language 

 The inappropriate language, behaviour and attitudes to challenge 

 How trans* lives are effected by discrimination and harassment 

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

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

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

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

 

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

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

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

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

Sector Duty; 

 

 England 

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

sector-equality-duty-england  

 Wales 

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

sector-equality-duty-wales  

 Scotland 

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

sector-equality-duty-scotland  

 

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

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

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

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

n.pdf  

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

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

people in everyday life. 

 

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

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

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

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

organisations. More importantly it has assisted HFRS to consider comprehensively 

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

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

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

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

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

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

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

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

drawn from the support section of this guide. 

 

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

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

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

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

happen. 

 

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

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

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

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

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

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

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

inclusion. 
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5. Introduction 

 

 

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

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

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

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

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

 

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

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

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

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

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

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

 

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

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

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

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

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

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

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

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

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

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

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

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

couldnôt be more divisive or difficult to discuss, which seems sad and should be 

questioned, when itôs something the entire human race has in common. 

 

How can it be that we can ask a personôs age, but not ask about their sexual 

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

is a number, a dynamic of time, which again is a factor ñweò have invented. So how 

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

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

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

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

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

 

Kathryn Billing ï Cornwall Fire, Rescue and Community Safety Service 
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Many also choose not to reveal themselves to GPôs or even to seek medical 

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

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

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

safer communities. 

 

 

 

 

 

 

 

. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

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

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

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

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

public expectation and duty of todayôs modern FRS to think, act and behave as a 

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

day. 

 

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

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

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

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

recognises the challenges and discrimination faced by trans* people in 

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

and challenges differ from those faced by cisgender people (cisgender 

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

recognise the challenges and discrimination that the parents of a 

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

family. 

 

We also understand that the challenges and discrimination faced by a 

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

person differ from those faced by individuals that identify somewhere 

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

pansexual people. 

 

We also recognise the challenges and discrimination faced by those 

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

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

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

matters of gender identity without fear of discrimination. 

 

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

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

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

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

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

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

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

 

 

 

 

 

1. The FRS should consider using the internationally recognised acronym 

ñquiltbagò when discussing/considering/planning for characteristics 

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

wider spectrum than LGBT. 

 

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

new and emerging sexual and gender identity terminology, including the 

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

term. 
 

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

importance of their commitment to inclusion and equality and the 

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

3. Training for senior service leaders throughout services specifically 

regarding the wider benefits and corporate social responsibility on 

services to promote inclusion and particularly the true acceptance of 

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

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

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

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

an understanding of the subject and to challenge discriminatory attitudes and 

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

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

 

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

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

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

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

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

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

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

of establishing safer communities is as important as everyone elseôs. 

 

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

trans* staff including individuals undergoing the gender reassignment process so 

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

recruitment, deployment and development, with confidentiality and discretion 

maintained at all times when requested. 

 

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

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

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

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

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

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

allies to ongoing isolation, fears, prejudice and compartmentation. 

 

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

 

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

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

undergoing gender reassignment, or that they have undergone gender 

reassignment whilst working for the Service, or before. 

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

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

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

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

discrimination (see the legal framework section). 

 

 Detail the appropriate procedure to be followed and support to implement 

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

 

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

ensure equality of opportunity with career development & promotion etc. 

 

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

undergoing the gender reassignment process. 

 

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

undergoing gender reassignment and highlight the support that could be 

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

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

impacts to the public health, well being and safer communityôs agenda. 

 

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

people and those undergoing gender reassignment (refer to Mentoring and 

Coaching section). 

 

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

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

reassignment. 

 

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

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

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

spectrum of gender identities. 

 

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

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

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

 

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

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

legislation and this is what you must and canôt doò is not conducive to developing a 

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

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

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

moment thoughts and examine readily their unconscious and subsequent conscious 

bias. 

 

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

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

 

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

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

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

comments to be challenged from an informed perspective. 

 

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

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

peopleôs gender expression may fluctuate. The training may need to reflect these 

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

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

 

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

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

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

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

increasing population of young people identifying somewhere under the trans* 

umbrella. 

 

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

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

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

inclusive FRSs we should acknowledge that using forms of punitive punishment 

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

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

working energetically to avoid feeling the force of such arrangements. 

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

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

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

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

Proactive organisational development is far more important than always resorting to 

potentially damaging processes of formal discipline and capability. 

 

The knowledge and understanding of the inclusion commitment within the 

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

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

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

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

routinely by whatever mechanisms a FRS wishes to adopt. 

 

 

7.1. Our language 

 

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

environment. Pronouns are words that describe someoneôs gender in the third 

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

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

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

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

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

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

 

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

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

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

gendered pronouns his and óherô) and zhe (pronounced ózeeô; equivalent to the 

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

or androgynous people. 

 

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

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

that they are not the people they know themselves to be. Itôs important to get a 

personôs pronouns right so that you can treat them with respect. Effort should be 

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

recognise how important it is to use a personôs preferred pronouns to their face as it 

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

 

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

training environments. 

 

Face2face 

 

HFRS deliver inclusive awareness training through a product known as face2face 

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

 

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

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

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

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

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

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

during each session that includes; 

 

 Inclusive behaviours 

 Inclusive Culture 

 Inclusive Leadership 

 Inclusive Communication 

 

The information provided in the HFRS óEXTRAô newsletter in Appendix 3 provides 

further information about face2face. 

 

 

 
 

 

Trans Masterclass 

 

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

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

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

well received the session was. 

 

 

 

  

5. Undertake proactive trans* specific organisational development, including 

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

employees within FRSs; consider facilitating discussion based awareness 

training to develop individual and team awareness, acceptance and 

understanding of trans* inclusion. 
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8. Mentoring and Coaching 

 

 

 

Mentoring and coaching have the benefit of personal or professional discussions 

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

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

provided through the continued communications which take place. 

 

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

wider healthier and safer communitiesô agenda, consideration should be given to 

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

 

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

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

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

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

phone or face to face, or a combination 

 

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

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

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

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

either; 

 

 A person expressing their gender identity and someone who has already 

made that journey in the same or any other FRS. 

 

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

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

 

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

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

 

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

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

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

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

strongly considered. 

This section highlights the importance and advantages of wider FRS 

personal and professional mentoring and coaching and in particular the 

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

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

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

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

mentor. 

 

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

HR team. If support such as ótransition day supportô is requested because the person 

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

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

accommodation and travel expenses that the supporting FRS will incur. 

 

 

 
 

 

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

the continually changing diverse environment services find themselves in, cross 

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

organisational change, acceptance, understanding of difference and support that 

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

course be support to an individualôs needs and excellent gains such as greater 

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

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

 

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

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

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

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

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

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

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

individuals and those around them. 
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9. Gender Reassignment 

 

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

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

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

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

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

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

falls within the definition of gender reassignment. 

 

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

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

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

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

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

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

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

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

of an individualôs personal process, such as mode of dress, indicate that a process is 

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

apparent. 

 

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

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

days' and 'girl days'. There is also similar notable practice in police forces. In todayôs 

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

governmentôs recognition that gender reassignment is to be considered a social 

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

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

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

treatments. 

 

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

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

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

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

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

of gender reassignment. 

 

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

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

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

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

 

 

 

 
 

 

 

In keeping with the opinion that FRS should mirror the UK Governmentôs inclusion 

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

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

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

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

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

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

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

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

approach and the achievement of safer and healthier communities. 

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

schools is the Schools Transgender Guidance written in collaboration with The 

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

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

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

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

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

improvements in understanding and supporting pupils and students that identify as 

trans* who are in education. 

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

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

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

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

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

or not. 

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

ñtranssexualò, and by this they mean either someone assigned female at birth who 

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

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

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

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

one assigned to them at birth. 

 

 

9.1. Case Study 1 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

I protect our communities fluidly 

 

A case study by Sally, a Police employee 

 

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

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

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

things are so much better. 

 

I ócame outô as gender fluid in May 2014 when I attended work in my female 

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

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

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

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

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

compliments and happy for me. 

 



 

34 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

A short time after a friend asked to speak to me as he had something to tell me; 

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

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

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

 

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

be able to be comfortable with who we are. 

 

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

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

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

 

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

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

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

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

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

 

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

forward to be registered as transgender on our Human Resourceôs records. A 

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

policy in the spirit it was written. 

 

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

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

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

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

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

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

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

 

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

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

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

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

within the transgender spectrum. 

 

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

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

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

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

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

way. 

 

Donôt be held back any more. My advice to those considering revealing their true 

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

things that are no longer reality. 

 

 

By Sally/Gary 
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9.2. Trans* and being óon the runô 

 

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

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

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

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

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

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

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

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

satisfactory outcome to an incident. 

 

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

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

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

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

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

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

 

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

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

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

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

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

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

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

 

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

understanding, increased operational effectiveness and higher levels of professional 

standards. We must recognise itôs not always the wholesale complete rejection in 

obvious ways, but covert discrimination and the undermining of a personôs 

difference, which can be more substantially damaging. 

 

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

engagement activities that support prevention strategies, promote inclusion and 

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

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

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

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

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

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

 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Proud but Ashamed 
 

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

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

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

represented Fire and Rescue Serviceôs, whilst others were from other 

agencies.    

 

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

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

LGBTI matters. 

 

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

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

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

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

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

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

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

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

Service in itsô entirety. 

 

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

involvement with the Fire Service, and letôs consider if one of the couple identified 

as transgender? 
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9.4. The Process of Gender Reassignment 

 

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

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

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

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

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

about six months begins to have an effect of an individualôs physical appearance. 

Dysphoria describes the discomfort experienced by a person whose gender identity 

 
 
The wider impact could have potentially been devastating; 
 

¶ Costly legal actions taken against us. 
 

¶ Sever and long-lasting, strategic image damage. 
 

¶ Trust lost. 
 

¶ Access denied by some vulnerable people to their homes. 
 

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

 

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

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

person they know themselves to be. 

 

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

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

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

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

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

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

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

peopleôs reactions or pressure from their families or financial reasons. Other people 

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

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

identify as ómaleô or ófemaleô. No matter which of these routes any individual trans* 

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

belonging to their true gender. 

 

FRSs should acknowledge that each personôs transition is different and presents a 

variety of circumstances that need a bespoke solution. Consideration therefore 

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

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

 

For many individuals transitioning can be a daunting visual challenge simply 

because of societyôs pressure to fit the gender norms. It is of the utmost importance 

that awareness training in a FRS acknowledges that there is no óGold Standardô for 

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

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

to work, providing a private room at the individualôs place of work where they can 

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

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

provided. 

 

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

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

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

disclosure and other practical matters with the individual concerned. 

 

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

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

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

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

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

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

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

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

and closely monitored. 

 

 

 

 

 

 

 

 

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

gender fluid inclusive workplace environment to support people in their 

personal gender identity journey. 
 

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

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

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

else. 
 

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

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

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

10. Consider using the guidance provided to implement support 

mechanisms which extend above and beyond legal obligations into 

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

their friends and family. 

 

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

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

individuals that identify on the gender identity spectrum. This should 

include the correct language and behaviour to adopt 
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10. Intersex 
 

 

 

 

 

 

 

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

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

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

advocacy groups stress this as well. 

 

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

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

categorise how different intersex conditions present themselves because one 

individualôs experience may vary from another person with the same condition. 

 

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

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

procedures that damage and traumatise them for life. Itôs also important to note that 

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

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

intersex status. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

        Intersex Awareness Day - October 26. 

 

 

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

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

provides largely medical information and is only relevant to develop an 

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

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

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

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

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

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

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

would have preferred a female assignment.  

 

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

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

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

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

 

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

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

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

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

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

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

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

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

adulthood. 

 

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

identity as many intersex people donôt identify as trans* for the simple reason that 

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

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

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

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

mosaicism, is what used to be called ótrue-hermaphroditismô. Individuals have a 

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

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

óhermaphroditesô. 

 

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

Turnerôs syndrome. They appear female at birth, but because there are no primary 

sexual organs secondary sexual development does not occur at adolescence. 

People with Klinefelterôs Syndrome are categorised as such because they have extra 

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

lack of testosterone means female fat distribution and breast development may 

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

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

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

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

about those surgeries carried out to ócorrectô genital anomalies and the legacy that 

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

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

surgical intervention whenever possible. 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

12.FRS should undertake proactive organisational development, including 

recognition that intersex inclusion is a challenging subject for many existing 

employees within FRSs; consider facilitating discussion based awareness 

training to develop individual and team awareness, acceptance and 

understanding of intersex inclusion. 
 


