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Exeter College  
 

Transgender policy (employment) 
 
1. Introduction 
 
Exeter College is committed to providing - as far as is practicable - a supportive and inclusive environment in 
which people can work and study without fear of discrimination or harassment, and where individual differences 
are respected and valued. 
 
For more information about the College’s general commitments to equity, diversity and inclusion in employment, 
please refer to the separate Equality, Diversity and Inclusion policy. 
 
2. Policy statement 
 
Exeter College will aim to give support and understanding to those individuals who wish to take, or have taken, 
steps to change their gender identity. The College recognises that the period of transition can be very complex 
and difficult for the individual and will seek to act in a sensitive way to ease any transition period. 
 
As such, the College supports the University of Oxford’s Transgender Policy and Guidance.  
 
No employee of the College should be treated less favourably on the grounds of gender identity or 
reassignment, whether before, during, or after their employment. Transphobic bullying and/or harassment, or 
‘outing’ someone without their permission, will not be tolerated by the College, and will be regarded as grounds 
for disciplinary action and investigated accordingly. 
 
Rights relating to academic freedom and freedom of speech are protected by law, and are outlined in the College’s 
Code of Conduct on Freedom of Speech. This includes the ability within academic practice to question and test received 
wisdom, and to put forward new ideas and controversial or unpopular opinions. These rights must be exercised within 
the law and within reasonable restrictions set out in College policies and codes of practice. 
 
3. Scope 

 
This policy applies to all employees and casual workers at Exeter College, and at all stages of the employment 
cycle.  
Accordingly, the policy applies (but is not limited) to recruitment and selection, training and development, pay 
and benefits, conditions of service, disciplinary and grievance procedures, and to the termination of 
employment. 

 
4. Definitions 

 
For the purposes of this policy, the College will adopt the same definition of ‘transgender’ (or ‘trans’) as used 
by the University in its policy and guidance. 

 

https://edu.admin.ox.ac.uk/transgender-policy
http://www.admin.ox.ac.uk/eop/transgender/
https://www.exeter.ox.ac.uk/college-policies-and-statements/
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5. Process 
 
Any staff member wishing to transition, to come out as trans, or to discuss their gender identity in confidence, 
should in the first instance contact any senior College Officer that they would feel comfortable talking with about 
such matters. 
 
In the case of joint appointments with the University, an individual may wish to contact a senior member of their 
department, in addition to any College Officer that they may have spoken with at Exeter College. However, where 
possible, it is suggested that a single contact should be identified for liaison purposes. 
 
The College recognises that some members of staff may have concerns about coming out as trans. As far as 
possible, therefore, the College will allow the member of staff to lead the process, and we will endeavour to 
handle all conversations regarding this issue confidentially, sensitively, and respectfully. 
 
A suggested checklist for supporting members of staff who are transitioning can be found in the Appendix to this 
policy. 
 
6. Confidentiality 

 
The College will respect the confidentiality of trans members of staff and will seek to deal sensitively with 
information in relation to their trans status.  
 
If an individual notifies us in writing of their intention to transition during their employment, we will agree with 
them what steps should be taken. Their file will reflect their current name and gender, where possible, and any 
information relating to their birth sex (if required) should be stored confidentially. Records should not be 
changed without the permission of the individual member of staff. 

 
7. General 
 
The College will continue to review its practices and policies in line with any guidance published by the University. 
 
However, as part of our desire to provide appropriate support to members of staff, the College would actively 
welcome constructive feedback from individual employees about this policy and the support mechanisms 
outlined within it. Staff wishing to discuss their experiences in this area should normally direct their feedback to 
their line manager, or to the HR Manager, in the first instance. 
 
8. Monitoring and review of this policy 
 
This policy will be reviewed regularly and will be updated to ensure compliance with statutory requirements. 
Any queries or comments regarding this policy should be addressed to the HR Manager. 
 
9. Related policies 

 

• Bullying & Harassment policy 

• Equality, Diversity & Inclusion policy 

• Freedom of Speech policy 
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Appendix: Checklist for supporting members of staff who are transitioning 
 
[source: University of Oxford Transgender Guidance] 

 

This checklist is intended to signal some of the main areas to be considered when an individual states that they 
intend to transition. Detailed arrangements should be agreed between the individual, department and College.  
 
1. Main contact 

 

• Identify a single point of contact to support the individual and agree an action plan. 

[This would normally be a manager, HR professional, or senior member of the department, who 
would liaise with HR if the point of contact is not the HR Manager. For staff holding a joint college 
appointment, a contact should be identified for liaison. 

 
2. Timetable 

 

• Agree dates when any actions will be implemented, e.g. 

- change of records 

-  announcements/ communication 

-  dates for name change 

- use of gendered facilities (toilets, changing rooms)  

 
3. Name and gender changes in College and/or University records 
 
 What changes should be made by College and/ or University officers? 

 

• e.g. University card 

• email details 

• contact information 

• HR database, payroll, pensions 

• Department website 

• College website 
 
 
What changes should normally be made by the individual? 
 

• the individual is likely to have to contact external organisations such as HMRC and the Home Office 
personally. Communication with other organisations, such as funding bodies, should be agreed with the 
individual. 
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4. Issues to be considered 

 

• Is the individual taking any extended time off? Is additional paid/unpaid leave needed? 

• Is time off needed for medical appointments (which may require travel to a Gender Identity Clinic)? 

• How can ongoing non-medical procedures be accommodated? 

• Is the individual having any planned surgery? 

• What arrangements are needed to ensure the individual can return to work? 

• Are any temporary adjustments needed to duties during hormone treatment or following surgery? 

• Are any permanent changes to duties required following medical treatment (e.g. in the case of a job 
where physical strength is required)? 

• Are there any risks to the individual, e.g. in relation to third parties or media intrusion, and how will they 
be handled? 

• Is the individual aware of arrangements for appropriate toilet provision within the College? (In particular, 
at the time of writing this policy UK guidance states that trans women (i.e. biological males) should not 
use female toilets) 

• Has workload during transition been discussed with the manager, and are any changes required to 
deadlines if there are unexpected side effects or surgical complication? 

 
 
5. Support for the individual 
 

• Does the individual have a support network? 

• Is the individual receiving gender identity counselling through a specialist clinic? 

• Is the individual aware of the LGBT+ Staff network? 

• Is the individual aware that support may be available through trade unions? 
 
 
6. Communication 
 

• How will colleagues and/or students in department and College be informed? Can a statement be 
agreed? 

• How and when will external contacts be informed? 

• Is there a training need? 

• May there be media interest in a high-profile individual?  
 
 
7. Overseas travel 
 

• Does the role require travel? A risk assessment should be carried out to determine whether the individual 
may be at risk because of their trans status.  

• How will the individual get medical care, including obtaining medication? 


