



Transgender Guidelines:  A Tool in Assisting Supervisors and Managers with a Transitioning Employee

The City of Tempe is committed to a work environment in which all individuals are treated with respect and dignity.  Each individual has the right to work in a workplace environment that promotes equal employment opportunities and prohibits discriminatory practices, including sexual harassment or any other form of harassment proscribed by law.
The Diversity policy (Policies and Procedures: Section 410) at the City of Tempe prohibits discrimination of an individual on the basis of  race, color, gender, gender identity, sexual orientation, religion, national origin, familial status, age, or disability.  Transgendered individuals are included in the gender identity protected group.
What is transgender?  According to the Human Rights Campaign the term transgender is “an umbrella term referring to a person whose gender identity or gender presentation falls outside of stereotypical gender norms.”  Related terms to transgender include:
Cross Dresser:  One who wears clothing that is considered by society to be more appropriate for a gender other than the gender that person manifested at birth.  Cross Dressers are also referred to as transvestites and do not typically seek to change their physical appearance permanently.

Transsexual:  One who identifies with the expectations, roles and expressions more commonly associated with a sex different from the one he or she was assigned at birth.  Often a transsexual wishes to change his or her physical characteristics and expression to be included as a member in another gender.  This process may included or may not include hormone treatment and eventually sex reassignment surgery.  Once the transitioning takes place transsexuals may refer to themselves as male-to-female (MTF) or female-to-male (FTM) to acknowledge their change in appearance to match their gender identity.  It is important to note:  there is no direct connection to person who is transsexual and their sexual orientation.
Transitional Process – a transsexual individual who has decided to go through the transition will have consulted with medical professionals and explained “standards of care” for the process.  The “standards of care” steps are as follows:
· Psychological testing 

· Counseling over the span of several months

· Health evaluation for hormone therapy

· Hormone therapy

· Health monitoring of the hormone therapy to assess reaction

· Trial living period of one year in the reassigned gender

· Surgical reconstruction of sex characteristics – not always chosen

These “standards of care” have been created to aid the person who is transitioning from making quick or rash decisions.  Also, they assist employers in further understanding the stage of transition of their employee.  It is worth noting that most transsexual employees will approach supervisor about their transition at the “Trial living period” point.  This is where the planning process of implementation takes place. (Changing e-mails, business cards, personnel records, security IDs)
Role of the supervisor and/or manager - just as each employee is different, each transition is different.  The following section serves as a guideline for supervisors and managers of what they might come to expect with a transsexual employees’ transitioning process.  The goal is to respond fairly to specific needs of the employee and eliminate confusion and potential mismanagement of the process.
Ensure Confidentiality – once an employee has shared with you their transitioning plans please assure the employee of your commitment to confidentiality.  While eventually the rest of the work group will know because of the obvious changes taking place and the change of appropriate pronoun, it is important to note that the transition itself becomes a matter of public knowledge, but personal details about the individual are not disclosed unless of course if the transitioning employee chooses to disclose.
Change Personnel and Administrative Records – Please consult with Deputy Human Resources Manager, Jon O’Connor at 480-350-8423 for guidance on administrative and personnel record changes.  This includes internal and external e-mail and business cards.  

Restroom and Locker Room Access - the best practice is to permit the employee to use the restroom or the locker rooms that correspond to his or her full-time gender presentation.
Dress Code – all employees need to comply with specific dress codes for his or her job.  All city dress codes must be reviewed to assure that sexual stereotypes are not being reinforced.  Consistent reinforcement of the dress code policy needs to be applied.
Resources – Both the Diversity Manager, Rosa Inchausti 480-350-8999 and the Human Resources Manager, Renie Broderick, 480-350-8278 are available resources.  Please make sure to contact either office for assistance.
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