Supporting transgender individuals in the workplace
To become an inclusive employer, Tyndall High School will need to show that they are a workplace where LGBTQ+ people can live their lives as freely as they wish (Bachmann and Gooch, no date). 
As Bachmann and Gooch (no date) outline in the Stonewall research with 3,213 participants who are LGBT and employed, almost one in every five (18%) of LGBT staff have received negative comments and unwanted conduct at work due to being LGBT. More than a third (35%) of LGBT staff hide and disguise who they are in work due to the fear of being a target for discrimination.

Tyndall High School is an institution whose standards include equality, diversity and inclusion to become the “best inclusive employer”.

Outlined in guidance by LGBT Health and Wellbeing (2016), as an employer, Tyndall High School can follow 10 top tips:
1. Support your employees
Tyndall High School will need to help promote participation with all employees, help transitions and become an employer to help support their transgender employees (Inclusive Employers, 2023). 

Tyndall high school can promote the institution as a “good employer” within the trans community by ensuring that their recruitment processes do not have barriers for trans candidates (Government Equalities Office, 2015).

2. Plan a timeline with your LGBT staff
Understand when your employee will need time off work for gender reassignment surgery. Treating a transgender employee less favourably with regards to their absences that they will require for gender reassignment will be deemed to be discriminate against the employee (Equality and Human Rights Commission, 2018).

The absence management policy will need to indicate that ‘time off for medical and surgical procedures relating to sex reassignment’ is treated fairly in accordance with other illness or time taken off in the workplace (LGBT Health and Wellbeing, 2016).

3. Consider whether Senior Managers need to be informed (it is illegal to disclose that someone is transgender without their consent)
An employer will need to gain consent from the transgender employee to share their information with Senior Managers (Galop, 2021), by agreeing to this information being disclosed, the support level at Tyndall High School may increase for transgender employees.

4. Look at policies relevant to help protect your employees
Tyndall High School will need to write an Equal Opportunities Policy as they recognise discrimination exists, this will be their commitment to eliminate anyone’s behaviour and attitude who treats transgender employees less favourably (Government Actuary’s Department, 2014).

Update the harassment, bullying and discrimination policy to include transphobic behaviour and language so that Tyndall High School is “fully inclusive, non-discriminatory competitive environment” as (Swim England, 2023) have implemented in their policies.

Data Protection - THS will need to look at the procedures in place for updating names and/or pronouns as these will likely change as a result of a transgender employee transitioning. Understanding what colleagues call themselves and listening out for the pronouns staff use will help transgender staff feel included in the workplace (Stonewall, 2023).

The recruitment processes that Tyndall High School follow will be paramount to attracting the right candidates for the job, having a robust process inclusive of transgender individuals, research shows that workplaces are more productive (Government Equalities Office, 2015). Recruitment advertisements should be fair and to avoid discrimination should not include any discriminatory language, images, or references to protected characteristics so that THS can attract applicants from diverse backgrounds (CIPD, 2021).

5. Understand any legislation to help LGBT staff
The Equality Act 2010 protects transgender individuals and aids freedom from discrimination in education and employment with all areas of employment protected. The sex discrimination clause in the Equality Act 2010 protects transgender people as the provisions are to be in line with their legal sex (TransActual, no date). 

Gender reassignment is a protected characteristic under the Equality Act 2010. Gender reassignment includes a person who has undergone, will undergo or is currently going through a process to reassign your sex (Equality and Human Rights Commission, 2023).

The Equality Act 2010 (Specific Duties) Regulations 2011 eliminates any discrimination that is illegal and will advance equality for those who have a protected characteristic and to encourage good relations between people who share a protected characteristic.

The Gender Recognition Act 2004 recognises the importance of legislations for transsexual employees (ACAS, 2017) and the legislation was developed so individuals were able to legally change their gender, instead of the one on their birth certificate (LGBT Health and Wellbeing, 2016). 
Further protection for transgender employees who have obtained a Gender Recognition Certificate (GRC) as employer should not ask if trans employees have a GRC (MacLellan, 2021).
Although legislation regarding legal and employment regulations are protecting trans people, discrimination will continue in a workplace and the individuals become targets for hate crime (NHS, 2007).

6. Sharing with the team – 
CIPD (2021) suggest that communicating a firm LGBT+ inclusion to ensure equality and diversity resources are easily accessible, using a varied range of communication methods will help the message and culture at Tyndall High School.

Including staff in the development of LGBT+ networks where they are approached in a positive an active engagement, this will ensure staff expertise and utilise staff’s viewpoints to integrate equality, diversity and inclusion into all areas of the workplace (CIPD,2023).

7. Any additional resources? Tyndall High School may find this useful and will aid their guidance to staff.
The Equality Act 2010 do not equip employers with the necessary skills to embed trans inclusion (ACAS, 2017).

Implement diversity and inclusion practices into staff training so that this is seen throughout the organisation, this will help identify what discrimination and abuse may look like, why it will give Tyndall High School a bad image and how to challenge behaviours and attitudes (Bachmann and Gooch, no date).

8. Reflect – does Tyndall High School have any staff who will have a bias towards transgender employees?
Misinterpretation of the act to employees who have different opinions may find the school culture less resistant to equality, diversity and inclusion. The ‘Forstater v. others’ (2021) shows us that an employer will need to act carefully, staff may have certain beliefs and the Grainger criteria will need to be established to understand the stem of the problem. Employees may have a religious belief whereby their attitudes are transprejudice (Campbell, Hinton and Anderson, 2019). As seen in the ‘Bailey v Stonewall and Garden Court Chambers’ (2022) emphasises that tribunals are now looking at both sides of employee’s beliefs and ‘religion/belief’ is also a protected characteristics seemingly protected under the Equality Act 2010. 

9. Understanding harassment, bullying and discrimination – how can Tyndall High School become of this? How will Tyndall High School face these issues?
Constructive dismissal and discrimination due to gender reassignment as seen in the ‘Taylor v Land Rover’ (2020) and Taylor was awarded £180,000.00. The tribunal commented and solidified the importance of having an Equal Opportunities Policy written for Land Rover Ltd, a particular concern was that the business employed 50,000 staff and could not present their Equal Opportunities Policy until the end of the tribunal hearing.

Another case saw ‘de Souza v Primark’ (2018) be a victim of many incidents happening throughout her employment. De Souza is a trans woman and was subject to gender reassignment discrimination, such as her legal name being used and not her preferred name, comments made on appearance and voice, de Souza had no other option than to resign. This case emphasised the importance of confidentiality and support for transgender employees as complaints were made by de Souza but Primark failed to comply to their policies and investigate the discrimination taking place, a statutory defence in a tribunal for an employer would be to show they have taken all reasonable steps.



10. Follow up – maintain an open space for employees who are transgender. Is there additional support they may need through their journey?
The Government’s LGBT Business Champion is working to bring organisations together to support people at work, Tyndall High School may wish to elect a LGBT Business Champion as events are scheduled and then a network is formed (GOV.UK, 2021).

Tyndall High School will need to investigate their organisational culture and breakdown the cultural norms and challenge the stigma towards transgender colleagues in the workplace, this in turn will help Tyndall High School with their branding and image of being an inclusive institution (Fraser, 2021).

Management will incorporate EDI measures into many concepts and practices throughout the school, including staff training, management training, perceptions and ideas, team building, and this will help to increase awareness with all members of staff (CIPD, 2022).

CIPD (2022) states that benchmarking against other organisations is a great way to understand what other schools may be doing and what practices Tyndall High School can adopt, benchmarking will help gather information on progress throughout the school.
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