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Report produced by the Trans Lives North East multi-agency group, December 2020: 

Introduction 
“Our lives are rich and our stories are many and varied. We are not defined by things that 
make it difficult for us to be who we are. We can't change those things alone”. These words 
introduced the briefing for the first of three events organised by north-east organisations to 
improve experience and outcomes for service users and employees of all ages across the 
gender diversity spectrum. 

Given that people’s lives don’t stop at the boundaries between our services, it makes 
sense for us to support each other to improve by sharing good practice and learning 
from each other’s experiences. We are all under financial constraints and working 
together means we can maximise our resources (Northumbria Healthcare NHS 
Foundation Trust). 

The May 2017 conference was hosted by Newcastle upon Tyne NHS Hospitals Trust. The 
Director of Nursing and Patient Services welcomed everyone at the start of the day, and 
the Deputy Leader of Newcastle upon Tyne City Council opened the afternoon session. 
Stonewall’s Head of Trans Inclusion, and the Coordinator of Be North, a local trans led  
organisation, gave presentations. Participants could choose from workshops on: Inclusive 
workforce; Young people’s perspectives on engaging with services; Meaningful  
improvement in my organisation; Meeting my organisation’s training needs. 

The November 2018 conference was hosted by Northumbria University. Participants 
were welcomed by Stonewall’s Client Account Manager and the Deputy Leader of  
Newcastle upon Tyne City Council. Presentations included: Transitioning at work, a  
Unison toolkit for everyone; Trans allies, part of making change happen; Northern Region 
Gender Dysphoria Service, outline of routes to transitioning. Participants could choose 
from workshops on: Recruitment and retention; Mental Health; Trans people’s stories. 

The November 2020 webinar was hosted by Newcastle University and included a video 
produced by local young people, and a presentation by two members of the NHS Gender 
Identity Development Service who outlined the team’s work with young people and their 
families. The service works with young people up to the age of 18. It was set up in 1989 
and has main bases in London and Leeds, with outreach clinics in other locations. The 
team collaborates with health and other professionals supporting young people in their  
local areas. Following the 1 December 2020 Judicial Review judgement and revised NHS 
England service specifications the service is currently focused on working through  
implications for the young people they work with, and keeping them informed. 

Language 
Language can be helpful in identifying discrimination based on gender. It is however  
important to listen to how people talk about themselves, as not everyone uses or feels  
comfortable with some words.  

Transgender is an umbrella term currently widely understood to refer to gender identity that 
differs from the gender given at birth. The term cisgender refers to people who identify with 
the gender identity assigned at birth. People who are non-binary identity as between and 
beyond the categories of woman and man.  

The Stonewall website has a glossary of terms. 



Snapshot of organisational action 
Between the three events organisations have continued improving the way they do things. 
The following summaries show action since the first conference in 2017. They illustrate 
commitment to improving the experience of all service users and employees. 

Newcastle upon Tyne City Council: 
• was Stonewall Workplace Equality Index Top Employer in 2020, having been the highest-

ranking local authority for the previous three years. The council first became a Top 100 
Employer in 2005. Stonewall commented on Newcastle council’s support for trans staff, 
service users and communities, and its partnership work with local trans organisations to 
raise awareness of diverse gender experiences. 

• revised staff e-learning content, introducing a separate trans module. 
• adapted Sexual Health training, provided through a partnership led by the local authority 

public health team, to ensure content is inclusive of gender diversity, eg Top Trans Tips 
course for practitioners in Newcastle, delivered by LGBT+ North East. 

• has held targeted trans/non-binary specific sessions in HIV Prevention Week since 2017. 
• hosted an event in May 2018, with panel discussion, to give clear information about the 

recommended changes to the Gender Recognition Act. 
• provides gender neutral toilet facilities in the City Central Library building. 
• provides gender neutral toilets in the new Civic Centre reception area. 
• revised trans policy guidance for managers, staff and employees. 
• arranged for staff to take part in Stonewall’s Trans Allies Programme, cascading training 

to the wider allies network. 
• displayed the city council banner at 2018 Newcastle Pride for the first time. 

Newcastle upon Tyne NHS Hospitals Trust: 
• has been introducing gender neutral language in all Trust Human Resources policies 

since 2016, adding information about gender diversity where possible. 
• developed case studies with gender diverse people, to promote discussion in training 

sessions, and in preceptorship . A half day training event was held for senior managers, 1

including the Medical Director, directorate managers, matrons, and senior HR staff, in 
June 2018. The case studies are now used in practitioner team meetings. 

• arranged training for Directorate Managers on LGBT Inclusive Leadership, and follow up 
with the Chief Operating Officer. 

• arranged for a specific End of Life training session, developed and delivered with people 
who are gender diverse. The issue of capacity was discussed in relation to organisational 
responsibility to people who are gender diverse in situations where another person, who 
might not support the person’s gender identity, has decision-making authority. Following 
the session, staff from the End of Life Care Team took information to Pride about advance 
directives. The Trust shared End of Life Gender Diversity Training with the Yorkshire and 
Humber Regional Equality, Diversity and Human Rights Group. 

• organised additional training sessions, including one facilitated by Stonewall specifically 
for the HR team, looking at good practice in supporting gender diverse staff at work. 

• has a Guide to Pronouns for staff, with video clips.  
• worked on the issue of changing name/title/gender on medical records, with the outcome 

of guidance for staff, including administrative staff, relating to manual record amendment . 2

The guidance is part of the Trust’s Medical Records Policy. 
• arranged gender diversity awareness sessions for staff during LGBT History Month and 

Equality and Diversity Week 2019 and 2018. 
• arranged Pride Breakfast and March.  

 Preceptorship is a phase of transition in the continuing professional development of newly registered 
1

practitioners, building on their confidence and competence to practice (Health Education England website.

 National IT systems are not yet responsive to gender diversity.2



• launched employee Rainbow Badges in July 2019. 
• arranged a Say What? session on the use of language. 
• raised the Trans Flag at hospital sites  in March 2018. 
• promoted Transgender Day of Visibility 2018 through social media, and organised staff 

engagement points. 
• had representatives at the event organised by Newcastle City Council in May 2018, with 

panel discussion, giving clear information about recommended changes to the Gender 
Recognition Act. Following the event, a question and answer paper was shared with staff. 

• hosted a Hate Crime Awareness conference, and supported the campaign against hate 
crime directed at people who are trans. ‘Being you is not a crime, targeting you is’ posters 
and leaflets are displayed at staff information points. 

• undertook Equality Analysis on policies such as Same Sex Accommodation and new-
build, with the outcome of recommendations about provision of gender neutral toilets, and 
display of welcoming signage and images representing the diversity of people attending 
hospital services. 

Northumberland County Council: 
• added the needs of LGBT young people to the Local Transformation Plan. 
• supported eligible Northumberland Primary Schools to qualify for a full day of input from 

Stonewall through the Government Equalities Office funded project to prepare schools to 
challenge Homophobic, Biphobic, and Transphobic bullying. 

• organised a training event in May 2019 about getting ready for statutory, LGBT inclusive, 
Relationship and Sex Education, attended by 22 staff. 

• partnered with the Sex Education Forum to provide Get ready for Statutory RSE training 
for primary, secondary and specialist school staff. All schools had the opportunity to have 
a member of staff trained to deliver LGBT inclusive Relationship and Sex Education.  

• participated in a consultation event with the trans community in Cramlington in October 
2018. 

• hosted a learning event with the Gender Identity Development Service for health, social 
care and education children's workforce at Prudhoe Fuse in October 2018. 

• made a primary school book list for schools hoping to talk sensitively to children about 
gender identity. 

• has a broad range of resources online to help anyone in the children's workforce access 
online resources to support trans young people. 

• has run free virtual training for the children's workforce four times since July 2020 on the 
topic Working with sexual orientation and gender diversity. 

• encouraged schools to host a virtual visit from a trans Stonewall Children and Young 
People’s Services Role Model during anti-bullying week 2020, https://nlandeducation.-
padlet.org/gill_finch2/ABW20. 

• has a Gender Reassignment Policy, linked to an Equality and Diversity Policy which sets 
out expectations of staff in line with the Equality Act 2010 and Public Sector Equality Duty. 

• produced a video about equality in the workplace in 2020 https://www.youtube.com/
watch?v=TC9aFaoxNtw. 

• introduced a Transitioning at Work Policy in May 2018, with practical guidance for trans 
people who work for Northumberland County Council or who are applying for roles. This 
is in line with Stonewall best practice. 

• has seen an increase in membership of the LGBT+ network, allies and role models as a 
result of greater visibility and promotion to the workforce. 

• supported Northumberland's inaugural Pride event. 
• introduced a designated Trans contact cited in all job advertisements so that people have 

a confidential contact person, a development reflected in the Recruitment and Selection 
Policy ratified in 2018. 

• has included changes to workplace trans inclusion as part of annual submission to the 
Stonewall Workplace Equality Index. 

https://gbr01.safelinks.protection.outlook.com/?url=https%25253A%25252F%25252Fnlandeducation.padlet.org%25252Fgill_finch2%25252FgenderID&data=04%25257C01%25257CGill.Finch%252540northumberland.gov.uk%25257C632758d86d8f4ebc119308d8774ce190%25257Cbb13a9de829042f0a980dc3bdfe70f40%25257C0%25257C0%25257C637390519374321985%25257CUnknown%25257CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%25253D%25257C1000&sdata=yn6djpNrxIF8uhc4alE%25252F6XdSX6Yx%25252F3bZPHeNAeGhyVY%25253D&reserved=0
https://nlandeducation.padlet.org/gill_finch2/ABW20
https://nlandeducation.padlet.org/gill_finch2/ABW20
https://www.youtube.com/watch?v=TC9aFaoxNtw
https://www.youtube.com/watch?v=TC9aFaoxNtw


• is exploring how to improve gender self-reporting, to ensure a clear picture of a diverse 
workforce. 

Northumbria Healthcare NHS Foundation Trust 
• has been working over the longer term to improve the environment for staff/patients 

who are trans, with clear policies that reflect national best practice. 
• organises learning events for employees, including highlighting the specific experience 

of trans staff working for the trust. 
• has introduced a supportive offer as part of its recruitment process, encouraging trans 

people to apply for jobs. 
• refreshed terms of reference for staff network groups, including specific commitment to 

addressing the needs of employees who are trans, non-binary and gender fluid. 
• has developed a ‘Mentoring through lived experience’ programme to enable executive 

and non-executive directors and senior managers to access learning from the lived 
experience of staff who are LGBT+; of Black, Asian and other minority ethnicity; have a 
disablity; are across the range of protected characteristics groups. 

• offers coaching and mentoring training for members of staff network groups, including 
trans staff, to progress in their careers. 

• offers representation and input from trans and non-binary staff as part of the Trust’s 
LGBT+ network group. 

• is regularly involved in events focusing on people who are trans, for example Trans 
Day of Remembrance ; joint presence with Northumberland Council at Holocaust 3

Memorial Day events at County Hall in Durham, and regional and local Pride events. 
• was significantly involved in the 2018 inaugural Northumberland Pride event, with the 

theme of Communities and Allies; sponsored Pride 5k; and in 2020 worked with 
Northumberland Council to support virtual Pride events, including specific input for 
people with learning disability. 

• is involved nationally in developing NHS monitoring to improve access for people 
across all minority groups. 

• is a member of NHS England LGBT+ staff network research programme, collaborating 
with University of York. 

• has introduced protected characteristics monitoring, including trans identity, in its Stop 
Smoking service 

• holds equality and diversity responsibility for both the Trust and Northumberland Local 
Authority. The two organisations have seven joint staff networks. The networks work 
collaboratively as allies across all protected characteristics. 

• aims to be an employer and provider of choice for trans and gender fluid people. 
  
Connected Voice Advocacy 
• prioritises applications to develop targeted LGBTQ+ advocacy service provision via its 

annual funding strategy. 
• has developed Hate Crime advocacy service provision to tackle discrimination/criminal 

abuse to LGBTQ+ people across the north east region. 
• campaigns with the north-east criminal justice system to improve Hate Crime reporting 

systems. 
• uses strong visual messages in leaflets/posters/social media. 
• has delivered presentations and a report on LGBTQ+ awareness. 
• has improved IT systems and record keeping in relation to service user demographics. 
• continues to monitor service user gender diversity, using the following referral form terms: 

female; male; trans; gender-fluid; non-binary; prefer not to say; in another way. 

 For 20 years November 20 has marked international Transgender Day of Remembrance, highlighting  3

violence against the transgender community, and particularly black trans women and people in other  
marginalised groups, New York Times 2017.



Newcastle University 
• has developed a named person as a point of contact in Student Wellbeing, to support 

students who are trans and non-binary, and provide information for colleagues.  
• has equipped staff in student-facing roles within central services with rainbow lanyards, 

to give a clear welcome to LGBT+ students. 
• is increasing the number of gender-inclusive bathrooms across campus, and planning 

them into new build and refurbishment projects.  
• has updated IT systems so that students and staff can have their appropriate name 

recorded on their university record, which is used across all IT services. 
• is committed, via renewal of its Athena SWAN Silver award, to significantly improve  

support for trans and non-binary staff and students, publicly signalling its status as a 
trans-inclusive university.  

• is an active member of the Stonewall Global Equality Champions Scheme, supporting 
equality and inclusion for LGBTQ+ people in the workplace. Staff attend annual 
Stonewall conferences. 

• draws in Stonewall expertise via regular events eg ‘Lunch and Learn’, improving staff 
understanding of transphobia and homophobia and ways of challenging them. 

• formed a Rainbow@Ncl working group in October 2018 to work towards full engagement 
with the Stonewall Workplace Equality Index. 

• established a student-focused Gender, Trans and Non-binary Inclusivity Working Group 
in 2017, which overlaps in terms of membership and learning with the staff-focused 
Equality, Diversity and Inclusion team. 

Northumbria University 
• hosted the 2018 Trans Lives North East conference. 
• commissioned Stonewall to deliver trans awareness training, linking it with LGBT+ History 

Month.  
• reviewed its transgender guidance in conjunction with the university’s LGBTQ+ steering 

group and LGBTQ+ staff network. 
• has included the Gender Identity Research and Education Society e-learning resources 

onto the university’s Equality and Diversity intranet site. 
• has audited gender neutral toilets and signage across campus, with the aim of having at 

least one per student facing building.  
• has introduced the Mx title into student and HR systems.  
• funded a project to look at travel policy and advice available to LGBTQ+ staff/students 

traveling internationally. 

Northumbria Police: 
• has used examples of best practice in LGBT data collection, including the Stonewall 

Guide, to improve its performance in this area. 
• is a member of the Stonewall Diversity Champions programme and has contributed to 

events, including a Developing our Networks workshop in 2018. 
• were in the Stonewall Top 100 Employers list for two consecutive years, 2018 and 2019, 

and have used feedback to further develop policy, procedure, training, monitoring and 
communication. 

• has a Transitioning in the Workplace policy. 
• introduced gender neutral changing facilities in three buildings, with plans to roll out 

across the force area, taking into account estate restrictions. 
• has taken part in regional Pride events in Northumberland, Sunderland and Durham, and 

the Newcastle Mela. 
• shows clear commitment to delivering workforce equality obligations, through the 2018/19 

Crime Plan and Joint Equality Objectives. 



• participates in: North East Diversity and Inclusion Network; Positive Action Practitioner 
Alliance; relevant conferences and other events, eg European LGBT Law Enforcement 
Conference; National LGBT Conference. 

• partly funded a trans awareness video. 

North East Ambulance Service: 
• has a staff trans inclusion policy. 
• developed gender identity awareness material and guidance on addressing and speaking 

with people for call takers. 
• developed trans suicide awareness guidance for call talkers. 
• produced guidance for all staff on working with people who are non-binary. 
• includes trans training in its statutory and mandatory e-learning package. 
• has a Trans Allies programme with specific support materials. 
• introduced a badge for ambulance staff to visibly indicate they are a trans ally. 
• reviewed/developed survey questions to make it easier for people to give information 

about themselves, including trans and non-binary identities. 
• produces feedback data at Pride events with lesbian, gay, bisexual and trans service 

users, to make sure their experiences inform development of services. 
• features people who are trans in its role models work, and in recruitment literature. 
• organises lunch and learn sessions for staff, with a trans person from another ambulance 

service. 
• celebrates Trans Visibility day and raises awareness with employees internally and on 

social media. 
• features trans perspectives, guidance and stories in its course on managing diversity for 

middle and senior managers. 
• was identified as the best performing health and social care organisation in the 2018 

Stonewall Top 100 Employers list. 
• attends regional Pride events, and displays the trans flag.  
• is committed to: more joined up work to benefit people who use a range of services, and 

are employees; sharing knowledge and experience of things that work well; sharing  
learning from things that have not worked well; more circulation of resources; developing 
empowering ways for people to shape service provision and workplace environments. 

Examples of local, national and international action 2007 to 2020: 
• Young people worked with the Department of Health in 2007 to produce a booklet for 

trans youth and those working with them. Suggestions included using people’s chosen 
names and pronouns, and respecting privacy and boundaries, for example checking 
whether it is OK to ask a personal question (A guide for young trans people in the UK, 
DoH with Sci-dentity trans youth art project). 

• UNISON produced a range of resources including: 2012 guidance on trans equality in 
post-school education; factsheet on transgender workers’ rights; 2015 introductory guide 
for trade union representatives supporting trans members, suggesting that if you are 
speaking with someone and are unsure how they wish to be addressed, it is best not to 
use gendered terms. If interaction is longer, ask which pronoun they prefer. If referring to 
a trans person in their absence continue to use their preferred pronoun, out of respect, 
and also because it helps prevent confusion and embarrassment for everyone, When 
writing about a trans person, don’t use quotes or italics to represent preferred names and 
pronouns as this suggests their identity is less valid than everyone else’s. 

• South East Coast Ambulance Service developed 2014 guidance on inclusive service 
provision. 

• South West Yorkshire NHS Partnership drew on the collaborative work of Yorkshire and 
Humber regional equality and diversity leads to develop a 2015 trans equality HR policy. 

• Ontario Midwives Association produced a 2015 Statement on Gender Inclusivity and 
Human Rights. 

http://canadianmidwives.org/wp-content/uploads/2016/06/CAM-GenderInclusivity-HumanRights-Sept2015.pdf
http://canadianmidwives.org/wp-content/uploads/2016/06/CAM-GenderInclusivity-HumanRights-Sept2015.pdf


• The National LGBT Partnership produced a 2016 factsheet on the health of Black, 
Asian and minority ethnic trans people. 

• The Gender Identity Research and Education Society produced a 2016 guide to 
supporting trans people from a minority ethnic community. 

• In 2016 the TUC, Royal College of Nursing, and British Medical Association produced  
resources to enhance the experience of trans people. 

• The results of 2017 research into advocacy approaches in Canada and Australia that 
address mental health among LGBTQ communities are presented at: https:// www.w-
cmt.org.uk/fellows/reports/lgbtq-mental-health-exploring-advocacy-ap-proaches-health-
inequalities.  

• Gentoo, a Sunderland housing association, was in the first ten of Stonewall’s 2018 list 
of top 100 LGBT inclusive employers. It was identified as a trans inclusive employer, 
because of commitment to ensuring trans and non-binary colleagues feel included in 
the workplace. It developed trans inclusion guiding principles to accompany policies, 
and started training/conversations with staff about why trans inclusion matters. 

• A workshop at the 2018 Sociological Review conference held at The Baltic, Gateshead, 
involved three presentations of research into transgender parenthood and reproductive 
futures. Participants highlighted the importance of thinking about ways of working in 
partnership across boundaries of trans, cis and feminist, acknowledging the effort and 
time people have put in to achieving bodily autonomy and health system improvement. 

• The Australian Department of Health has produced a 2020 Aged Care Diversity 
Framework: Aged Care Diversity Framework - Department of Health, emphasising that 
quality care meets people’s diverse characteristics and life experience. 

Feedback from 2017, 2018 and 2020 events 

2017: Organisations involved in supporting the first conference fed back that they were  
better informed after the event, and more aware of barriers to trans people getting the  
support they need. The process of planning, organising and taking part in the conference 
was identified as positive and useful. Participants highlighted the impetus and energy of the 
day. In follow-up interviews people emphasised the importance of involving and covering 
the needs of all community members, to make sure that the interests of some people with 
trans experience are not prioritised over others eg trans people who have a disability, and 
those from black and minority ethnic communities. 

2018: Almost all participants who filled in an evaluation sheet after the 2018 conference fed 
back that taking part was valuable. The main theme was that the event was an opportunity 
for learning. People commented that the day was informative; that it raised their levels of 
awareness and understanding, including through the power of people telling their stories; 
and that it updated and/or increased their knowledge. There was feedback on the value of 
hearing others talk about how they have developed their services, as this makes things feel 
achievable. Participants appreciated the respectful and positive conference environment. 

2020: Participants gave feedback via chat feed during the event, and electronic feedback 
sheets afterwards. There was overwhelmingly positive evaluation: brilliant, powerful, and 
informative were words participants used to describe the session. People who took part 
appreciated the opportunity to hear directly from young people, and from the Gender  
Identity Development Service team. 

Examples of feedback from the three events: 

• Seeing the video the young people had put together was fantastic, There was humour, 
and underlying this was the reminder of discrimination that people still face. 

http://www.wcmt.org.uk/fellows/reports/lgbtq-mental-health-exploring-advocacy-ap-
http://www.wcmt.org.uk/fellows/reports/lgbtq-mental-health-exploring-advocacy-ap-
https://agedcare.health.gov.au/sites/g/files/net1426/f/documents/12_2017/aged_care_diversity_framework.pdf


• So informative and the young people in the video expressed their individual viewpoints so 
well. 

• What I remember is the number of people who were there and the really positive feeling I 
came away with. There was a real sense of wanting to get things done. There were points 
where I felt that the amount people didn’t know seemed overwhelming, and people still 
seemed to want to get on with doing things despite a feeling of a mountain to climb. We 
have a framework for action now. 

• I felt proud to be part of what’s happening. The personal stories got to me. They were 
challenging. One of the main things I remember is that trans people shouldn’t feel grateful 
for practice that’s not very good. 

• A fabulous day with thoughtful speakers and interesting workshops. A great opportunity to 
hear about people’s experiences of services. I hadn’t expected it to be so trans-led. It far 
exceeded my expectations because it was collaborative, and it was honest and moving. 

• In the training workshop we watched the video that showed a person’s experience in a 
public toilet. That wouldn’t have occurred to me. Neither would the prevalence of intrusion 
in to people’s privacy. 

• If all of us can change one thing that will make a big difference. 


