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Preface
The University of Cambridge is a fantastic place to study for all students, however in keeping with
the spirit of the university we must always strive to improve and excel, values that have made
Cambridge a world leader. The purpose of this guide is to highlight areas where the university is
failing its transgender students and to provide simple solutions that will resolve these issues.
Throughout our society, transgender people are misrepresented and erased and many of the
problems outlined in this guide stem from a lack of awareness and knowledge. This guide has been
designed with a wide range of people and purposes in mind; it aims to provide a clear method of
how to deal with a student's transition as well as information about transgender people in general
and how to support them. It also allows transgender students to speak out about their experiences
and has found shockingly over 50% of transgender students reporting that they have been treated
negatively by a member of staff at the university. Despite increased guidance from many
organisations such as HESA and clarifications about their legal rights, transgender students continue
to face the same issues again and again, over things as basic as bathroom usage. It is time for these
issues to finally be laid to rest and for Cambridge to be at the forefront of respecting and accepting
transgender students.

Produced by Sarah Gibson for CUSU LGBT+ 13/11/13
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Section 1: Background and context
1.1 Terminology
We recognise that the language used in this document may be new to potential readers, or more
nuanced than one might expect. Therefore we have created the following glossary in order to define
the terms that we are using. Please note that the following is neither an exhaustive list nor does it
fully define each of the terms. It should be used as a reference guide to aid in the comprehension of
this document.

Gender
Gender refers to people’s internal perception and experience of maleness, femaleness, experiences
that fall outside of these categories, and the social construction that allocates certain behaviours
into male and female roles which vary across history, societies, cultures and classes. Gender is hence
strongly linked to society’s expectations and is not exclusively a biological matter.

Binary gender
A model which refers to the norms derived from the idea of a dichotomy of two mutually exclusive
and biologically defined sexes to whom different roles and behaviour are traditionally ascribed. In
modern western culture we are again seeing a resurgence of thought that this is too simplistic to
describe the full range of human experiences and identities as has happened in many cultures across
the world and across human history.

Self-determined Gender:
A person’s inner sense of their own gender identity, which is independent of their gender
expression, biological makeup and any gender that may be externally attributed to them by
other people, including legally and socially.

Transgender (or trans*)
An umbrella term for people whose gender identity and/or expression differs from that of their sex
assigned at birth. Transgender people may or may not alter their bodies to better fit with their
gender identity through means such as hormones or surgery. Some intersex people identify as
transgender but the two are not the same. Should only be used as an adjective e.g. ‘transgender
people’. The word “Transgendered” is used by some people but is not strictly grammatically correct
and its use is therefore discouraged.
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Cisgender
The antonym of transgender. Used to describe those whose gender identity is congruent with their
sex assigned at birth. Should only be used as an adjective e.g. ‘cisgender people’.

Transsexual
Transsexual people are those who identify with the opposite binary gender to their sex assigned at
birth and seek to live permanently in this gender role. This is often accompanied by with strong
rejection of their physical primary and secondary sex characteristics and a wish to align their body
with their self-determined gender. Transsexual people might intend to undergo, be undergoing or
have undergone gender reassignment treatment (which may or may not involve hormone therapy or
surgery). Should only be used as an adjective.

FAAB/MAAB
Female/male assigned at birth. Used to differentiate between which binary gender identity a trans*
person was assigned at birth. These terms should only be used when describing distinct challenges
the two groups face and should never be used to refer to an individual.

Gender dysphoria
Gender dysphoria is a medical condition in which a person has been assigned one gender at birth
but identifies as another gender, or does not conform to the gender role society ascribes to them.
Gender dysphoria is not related to sexual orientation. Gender dysphoria has replaced gender
identity disorder as the word disorder is seen as stigmatising.
A person with gender dysphoria can experience anxiety, uncertainty or persistently uncomfortable
feelings about their gender assigned at birth. This dysphoria may lead to a fear of expressing their
feelings or of rejection and in some cases deep anxiety or chronic depression. It is effectively treated
using methods such as counselling, hormone replacement therapy, surgery or simply social
transition.

Gender reassignment
Gender reassignment is a process including transitioning and/or medical supervision to reassign a
person’s gender by changing their physical sexual characteristics. Gender reassignment may involve
someone or all of the following: hormone therapy; hair removal and possibly (although not always)
chest and/or genital surgery.

Transitioning
Transitioning is the term used to describe someone taking up a gender role and/or presentation that
is different from the one they were assigned at birth and may or may not involve medical
intervention. Transition may include some or all of the following: social, legal and medical
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adjustments, telling one’s family, friends, and/or colleagues, changing one’s name and/or sex on
legal documents, voice therapy and changing one’s style of dress.

Gender neutral
Refers to something which does not have specific genders, e.g. gender-neutral toilet signage might
include a WC or toilet symbol, but would not include any combination of the standard “male” and
“female” figures.

Intersex
This refers to those people who have genetic, hormonal and/or physical features that are neither
exclusively male nor exclusively female, but are typical of both at once or not clearly defined as
either. These features can manifest themselves within secondary sexual characteristics such as
muscle mass, hair distribution, breasts and stature; primary sexual characteristics such as
reproductive organs and genitalia, and/or in chromosomal structures and hormones. This term has
replaced the term ‘hermaphrodite’ which was used extensively by medical practitioners during the
eighteenth and nineteenth centuries but is now only used to refer to animals that display both male
and female reproductive capability. Some intersex people may identify as transgender but it is
incorrect to assume that these two terms are synonymous. Research suggests that approximately
1% of the population is intersex.

Transphobia
Transphobia is an irrational fear of, and/or hostility towards, people who are or are perceived to be
transgender or who otherwise transgress traditional gender norms. Transphobia also includes
actions that contribute to or perpetuate ideas, misconceptions or myths which disadvantage trans*
people.

1.2 Legal Obligations
The advice contained within this section is based upon previous cases and should the situation
require it, further advice should be sought from certified professionals.

Data Protection Act 1998
Under the Data Protection Act, a trans* identity and gender reassignment constitute ‘sensitive data’
for the purposes of the legislation. Therefore information relating to a person’s trans* status cannot
be recorded or passed to another person unless conditions under schedule 3 of the Data Protection
Act for processing sensitive personal data are met.
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Equality Act 2010
Gender reassignment is one of nine protected characteristics within the act, and it is also included in
the Public Sector Equality Duty. The definition of gender reassignment within the act gives
protection from discrimination to a person who has proposed, started or completed a process to
change their gender.
The act offers more far-reaching protection from discrimination on the grounds of gender
reassignment than previous equality law as it protects:


Trans* people who are not under medical supervision



People who experience discrimination because they are perceived to be trans*



People from discrimination by association because of gender reassignment. For example, it
would protect the parents of a trans* person from being discriminated against because their
child is transitioning

The act prohibits unlawful discrimination in providing services and recreational facilities such as
denying a trans* person from using the facilities of their self-determined gender.

The Equality Act states that having due regard for advancing equality involves:
• removing or minimising disadvantages suffered by people due to their protected characteristics
• taking steps to meet the needs of people from protected groups where these are different from
the needs of other people
• encouraging people from protected groups to participate in public life or in other activities where
their participation is disproportionately low.

Gender Recognition Act 2004
The Gender Recognition Act allows trans* people to be recognised in the opposite binary gender
from their sex assigned at birth once they have met a set of requirements, however surgical
intervention is not required;


have, or have had, gender dysphoria



have lived in the acquired gender for at least two years, ending with the date on which the
application is made



intend to continue to live in the acquired gender for the rest of their life



can provide medical reports containing specified information

Once a trans* person has received a Gender Recognition Certificate they are able to change their
birth certificate and are treated as that gender for all purposes.
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A Gender Recognition Certificate exists solely for the purpose of changing one’s birth certificate and
the act specifies that it is a criminal offence to request to see a Gender Recognition Certificate for
any other means.

Cambridge University Equal Opportunities Policy
Excerpts from the university’s equal opportunities policy are as follows;

The University is therefore committed to a policy and practice which require that, for students,
admission to the University and progression within undergraduate and graduate studies will be
determined only by personal merit and by performance.
The University will take active steps to promote good practice. In particular it will:
a. Work towards the elimination of unlawful discrimination, harassment, and victimization based
on a protected characteristic, whether actual, perceptive, or associative.
b. Advance equality of opportunity between persons who share a protected characteristic and
persons who do not share it.
c. Foster good relations between persons who share a protected characteristic and persons who
do not share it.
d. Subject its policies to continuous assessment in order to examine how they affect protected
groups and to identify whether its policies help to achieve equality of opportunity for all these
groups, or whether they have an adverse impact.
e. Monitor the recruitment and progress of all students and staff, collecting and collating
equalities information and data as required by law or for the furtherance of University
equalities objectives.
f.

Promote an inclusive culture, good practice in teaching, learning, and assessment, and good
management practice, through the development of codes of best practice, policies, and
training.

g. Take positive action wherever possible to support this policy and its aims.
h. Publish this policy widely amongst staff and students, together with policy assessments,
equality analysis and results of monitoring.
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Section 2: Introduction to transgender individuals
The word transgender is an umbrella term for a selection of different identities used to describe
anyone who feels that the sex that was assigned to them at birth incompletely describes or fails to
describe them. When a child is born, our society gives them a label of ‘boy’ or ‘girl’ and subsequently
raises them to aspire to certain behaviours; boys are taught to be loud, aggressive and muscular
while girls are encouraged to be quiet, submissive and pretty. This attitude is of course a
simplification of the diversity in our society and trans* people are simply another part of that
diversity.
The unifying characteristic of transgender people is that they do not fit within the labels or roles that
society has assigned to them, therefore rejecting them and assuming a behaviour that fits them
better. Many trans* people feel a powerful sense of wrongness called gender dysphoria when forced
to act out their assigned roles or when examining their body. A common explanation of this is to ask
yourself how you would feel if suddenly forced into the opposite binary gender role. Gender
dysphoria is recognised as a medical condition because it frequently causes a large number of severe
mental health problems, though it is effectively treated by a mixture of counselling, hormone
therapy, surgery or a social transition as appropriate to each case.
Contrary to some people’s beliefs, trans* people are not a product of modern western culture and
have been recorded in a wide variety of cultures throughout history. Unfortunately our current
culture is not as accepting of transgender people as others have been, such as native Americans who
viewed many trans* people as spiritual leaders. Many people’s knowledge about trans* people in
western society involves outdated, stigmatising and misleading terms; ideas such as ‘sex change’, ‘X
trapped in Y’s body’, that all trans* people are ‘men who become women’ and that all trans* people
seek gender reassignment surgery, only really becoming a part of their self-determined gender when
they have done this. To fully understand and respect all transgender people we must recognise that
these ideas are problematic, false and very limiting.
Many people assume that since the terms transvestite, cross-dresser, transsexual and drag
king/queen all fall under the transgender umbrella they are similar enough to be used
interchangeably, when in fact they represent vastly different identities. Drag king/queen refers to
performers who assume a caricature of the opposite binary gender as part of an act but frequently
do not identify as that gender. Transvestite or cross-dresser refers to people who wear the clothes
of the opposite binary gender as a way of expressing certain parts of themselves, they frequently do
not identify as a gender other than their sex assigned at birth. Transsexual people identify as the
opposite binary gender than the one they were assigned at birth and a fuller definition can be found
in the glossary at the start of this document.
Transgender people are included alongside Lesbian, Gay and Bisexual people and other sexual
minorities due to common forms of oppression and discrimination the groups face. However, this
has lead to people believing that transgender people are homosexual people who do not wish to be
seen as such. Gender identity and sexuality are completely different and should not be confused,
with the former being a sense of self and the latter a sexual preference for a certain set of
characteristics. Transgender people have just as wide a range of sexual preferences as cisgender
people.
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Many people feel that the binary categories of male and female are not able to fully describe their
sense of identity and they therefore assume one outside of this system. Humans are also not
perfectly sexually dimorphic (have two distinct physiological categories for male and female) and we
typically refer to those who fall outside this as intersex. Intersex people do not always identify as
transgender but may have an identity outside of the gender binary.
Some people may also have a more fluid identity with regards to their gender, and change their
presentation or expression depending on what they feel fits them best at that time. Still others may
feel that no notions of human gender resonate with them and so may have identities such as
agender, neutrois or simply no gender identity at all. These are not the same as identifying as
neuter, which is reserved for non-human objects, and it is never acceptable to refer to them as ‘it’.
The wide range of identities that fall under the transgender umbrella may at first seem
overwhelming and unhelpful but there are ways to respectfully interact with all transgender
identities; if you are unsure about how someone wishes to be referred to or addressed, it is
considered polite to ask them and not to try to guess. It is also helpful to remember basic etiquette
and for example it is never acceptable to ask any person unsolicited questions about their surgical
history or genitals.

Section 3: Student’s experiences at the university
3.1 Summary
The following section contains extracts from the CUSU LGBT+ Trans* experiences survey and is
designed to give trans* students, whose voices are frequently drowned out, a platform to share
their perspective of the university. The majority of this section will deal with the problems that each
student has faced, however it is a generally held belief that the university is supportive of trans*
students. While the majority of a trans* student’s needs are met, it is important for us to examine
the negative experiences they have to find areas that needs improvement.
69% of respondents said that they had experienced some form of negative treatment or abuse
because of their gender identity while at the university, with 54% stating that their treatment by a
member of staff employed by the university or their college had negatively affected them or directly
discriminated against them. Similarly to our findings, an NUS report into LGBT hate crime found that
“45% of trans people reported at least one hate incident motivated by prejudice against their gender
identity” [1] and a report from ECU into LGBT staff and student experiences found 47.3% of trans*
students had been treated negatively because of their gender identity [2]. The discrepancies
between the figures may be accounted for by the differences in sample sizes.
Of those that had changed their records while at university 55% reported having some difficulty
accomplishing this.
A marked difference was observed between those that transitioned before or very early on at the
university, generally having an easier experience. This is in part due to the fact that they have not
had to alter their details or make their identity public.
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Students were asked to rate each of the following on a scale of 1-10 as to how helpful/respectful of
their gender identity each of them are. Despite the problems many students faced, they university is
generally seen as inviting to trans* students.


College 7.4



Department 7.2



University in general 7.8



CUSU 7.2



CUSU autonomous campaigns 7.8



College SU 6.9



Other students 6.9

3.2 Everyday discrimination
Many transgender people still face harassment and discrimination on a daily basis and can range
from hostile behaviour from members of the public, a lack of knowledge and understanding from
their peers to physical assault. The burden this places upon them can cause a huge increase in stress
and it is important to make them feel safe and secure in their colleges and places of work.
“I view one instance of being called "she-male" by a 12-year-old across the street below-par
for the course, though saddening that a 12-year-old might feel it was ok to do so”.
Unfortunately many find that places that should be offering them support are no better than the
general public, with people they are relying on to help them perpetuating the same prejudiced
attitudes.
“Some of my friends, particularly those not as aware of gender non-binary, occasionally
make me feel 'not normal'”
“[my supervisor] decided it was her place to expound at length at how 'well I was doing 'it''
... and then tell me about 'one of them' that worked as her cleaner once”
“Whenever I need to find my name on a list, or it's going to be called out or I have to sign for
something - whenever that happens, inside I'm worrying so much that there will be old info
and I'll be outed to everyone.”
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3.3 Bathrooms
Something as basic as bathroom usage continues to cause trans* people issues, despite the fact that
their rights in this area are covered by the Equality Act 2010. There is significant fear that they will
face discrimination and possibly physical assault if they are seen by those around them to be in the
‘wrong’ place. This is particularly relevant to those who are MAAB using a designate female
bathroom, as those around them may view them as potential aggressors.
“ I've had a bouncer at a college event tell me I would be thrown out if I used the toilets for
the gender not corresponding to my birth sex, despite explaining that I am genderqueer and
not female as he presumed.”
“On exiting gender-specific bathroom within College late in the evening, with few people
around, was asked by a porter what I was doing in there. The porter proceeded to draw my
attention to the sign on the door of the other bathroom (which I had not been using), as if to
tell me which bathroom I ought instead to have used. The incident was stressing and made
me feel uncomfortable around the porter in question.”
“Senior tutor asked if I could just convenience everyone by using the "right" (wrong)
bathroom so nobody would get upset.”

3.4 Academic
Some trans* students have had their lectures or supervisors make transphobic comments while
teaching. This behaviour is entirely unacceptable and the effects of it are severe, causing students to
miss out in their studies. This is a gross violation of the university’s Equal Opportunities Policy and
any reports of it are of the upmost importance.
“One of my lecturers has made transphobic comments while he was teaching and
subsequently refused to acknowledge the distress it caused me when confronted. After this, I
didn’t feel comfortable attending any more of his lectures.”
Other students have found that their identities have become the subject of academic debate and
while it is important to maintain academic freedom at the university, the ways in which this has
been handled have had strong negative effects on the students involved. Anyone broaching the
subject of someone’s identity, especially one as misunderstood as transgender people, should do so
in an informed and respectful manner. Most importantly they must know the difference between an
academic criticism and myths. With the current levels of misinformation in our society, it is unlikely
that anyone not working in this specific area will be able to accomplish this without significant prior
research and training on how to communicate their ideas respectfully.
“[my supervisor] seemed to think my gender identity/presentation was fair game for
intellectual discussion in supervision.”
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“A supervisor "played devil's advocate" in a conversation about trans people - I wasn't out
then and he assumed he was talking to another cis person - asking why we should be given
medical care when there was nothing to distinguish us from people who thought they should
have only one limb. He also asked why gender identity was "such a big deal" and expressed
the opinion that trans people should "learn to have a sense of humour about things".”
Students have also found that their academic records are not being handled respectfully or correctly.
“Supervisor misgendered me in report, despite me having changed my name and recorded
gender with department.”

3.5 Health
Prevalence of mental health problems are incredibly high for transgender people and are linked to
the issues of coming to terms with their identity and the discrimination they receive in their
everyday lives. During their lifetimes, “35% [attempt] suicide at least once” and “53% ... self-harmed
at some point”. Transitioning sharply reduces these issues with “most participants who had
transitioned felt that their mental health was better after doing so (74%)” [3]. In a highly stressful
environment like Cambridge, it is important that we are aware of the problems that trans* students
face and are aware of how to effectively support them.

“Having to deal with transition, especially doctors has taken a toll on my health”
“Study stress occasionally triggered [trans* related anxieties].”
“Mental health is better due to having transitioned, but still worse off than if I hadn't needed
to.”
“Making peace with my gender identity has enabled me to be much more at ease with
myself, my body, my health etc.”
“My mental and physical health have been severely impacted by gender dysphoria - not
eating for days in an attempt to reduce dysphoria-inducing body fat has left me
underperforming in supervisions. Anxiety about being around people I know are mentally
misgendering me leaves me less able to interact freely with people, have conversations and
attend lectures, which in my subject affects my studies a lot.”
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Section 4: Administrative considerations
This section contains purely administrative information relating to a person’s transition and aims to
act as guidance on the most frequently occurring concerns and questions. It has been developed
because multiple bodies across the university continue to cause trans* people problems over these
issues and fail to make a note of this information when it is provided. Much of the sentiment behind
this guidance is also contained in the staff gender reassignment checklist. [4]
It should be noted that fully recognising some students’ identities may require updates to
information storage systems.
It is imperative that the student is allowed to manage all of the below processes as they may only
require a subset of them to be performed. It is best practice to ask the student what they would
like done and when, as well as to inform them exactly what is being done.

4.1 Name and title changes
“A letter from the student stating their intent to transition and their chosen name is sufficient for
changes to be made to all records except degree certificates, upon which their legal name must be
used” [5]. It is common practice for trans* people to acquire a deed poll or similar document as legal
proof of their change of name (and sometimes title) and once this has been presented, their degree
certificate may be changed.
A person’s title holds no legal status (excluding those conferring honours such as Dr) and as such it
should be changed to match their wishes. Some students may use the gender neutral titles
Mx/Msc/Misc or may wish to have no title; the wishes of these students should be respected and
wherever titles are recorded, these options should also be available.
It is important that care is taken to ensure all instances of a person’s name are changed as otherwise
it may represent a threat to their privacy. Information such as CRSids are frequently overlooked
during this process.
“Refusal to change a trans person's title, name and gender on student or staff records could
constitute gender reassignment discrimination” [5].
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4.2 Gender markers
There is no requirement to record a student’s legal gender on any record as this only influences
unrelated things, such as pension schemes (when dealing with financial records please see 4.6).
Therefore, similar to name changes, student’s records should be changed to match their wishes. It is
illegal to require or ask to see a gender recognition certificate prior to doing this.
All recording of students’ gender identities should be in line with HESA guidance [6] and an ‘other’
field should be offered along with ‘male’ and ‘female’ [7]. This system is currently used for CamSIS
and it should be ensured that all records for a student match across the university.
An additional element should also be added to databases that records whether a student’s gender
identity is the same as that assigned at their birth. Again, this in line with HESA guidance [8].
“Refusal to change a trans person's title, name and gender on student or staff records could
constitute gender reassignment discrimination” [5].

4.3 Informing others
Where it is necessary to inform staff connected to the students of these changes, when and how this
process is achieved should be agreed upon with the student. Some may wish to convey this
themselves whilst other may prefer it to be handled automatically. The main information that should
be conveyed is the student’s name, title and preferred pronouns to be used along with whom to
contact for more information. You may also wish to direct staff to guidance contained in this
document on how to treat the student respectfully. It is important to let the student control this
process so that they are aware who has information regarding their past.

4.4 Photographs
All photographs should represent an accurate likeness of the student’s current presentation and so
should be updated if this changes. The university card service allows transgender students to be
issued a new card with updated details and photo [9]. It should also be noted that some transgender
students may wish to change their photos without stating that they are transgender; this is
commonly done under the premise that the photo does not represent an accurate likeness of them.
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4.5 Bathroom and changing room use
Students’ use of the facilities which closest match their self-determined gender is protected under
the Equality Act 2010 and denying them the use of these constitutes discrimination. Should any
other user make a complaint about this issue, it should be handled sensitively and calmly, explaining
that the trans* person has the right to use the facilities and that they are no more likely to be a
threat than any other person. It should also be noted that the trans* person, particularly those
MAAB, is far more likely to face aggression in this situation than a cisgender user.

4.6 Previous information
In some cases it may be appropriate to retain previous information about a student and this should
be kept confidential and not accessible with their main records. In this situation the student should
be notified what is being kept and why. Wherever possible old records, such as notifications of prizes
or academic records, should be updated to match the correct information.
For example, retaining previous information may be useful for delivering post that has been
addressed to their previous name, keeping financial records or, if the student wishes, when sending
post to their home address.

4.7 Time off for medical procedures
Some students may require time off to attend medical appointments or other medical procedures
and provision should be put in place to handle this if necessary. These will likely occur in London and
the timing of them may be out of the control of the student. Where possible, existing procedures for
the rearrangement of work should be used. Some institutions should also be aware that they may
need to take a longer period of absence from their studies to allow them to work through personal
issues or readjust to the world around them and they should be given adequate support in this
situation.

4.8 Academic dress
The university permits students to wear any style of academic dress that they choose for formal
ceremonies, so long as they comply with the standards of their chosen style. As of October 2013, this
includes graduation dress. Guidance on the graduation dress code should be updated to reflect this
and any gendered dress codes for ceremonies within colleges should be reviewed.
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Section 5: Improving students experiences
The purpose of this section is to provide guidance on how to improve trans* people’s experience at
the university in a way that goes beyond legal requirements and to make Cambridge a true world
leader in supporting and accepting all of its students. While many parts of the university have
guidance on supporting transgender staff very few have policies covering transgender students; It is
important to have these in place and it may be useful to use sections of these guide as a base to
build these on. Below are a selection of quotes from trans* students on what they would like to see
the university improving upon.
“General awareness of trans* issues as a lot of what I've encountered seems to be wellintentioned ignorance.”
“general raised awareness of what to do/not do eg. ask pronouns, don't just stab in the dark"
“Tutors, who were fine with me, but not very good at helping the other person(s) involved.”
“ I'd like to see colleges stop making the same mistakes over and over again when it comes
to managing people's transition”

5.1 Privacy
Everyone has a right to privacy about their personal life, however, because trans* people are not
accurately or frequently represented in our society, many cisgender people see the novelty of
knowing a trans* person as an excuse to discuss them without their consent. It is not respectful or
appropriate to reveal or ask for a trans* person’s personal information, including former names or
surgical status, just as this would not be considered appropriate behaviour towards any cisgender
person. This is important in allowing trans* people to lead normal lives without having to constantly
focus upon or justify their self-determined gender to those around them. Physically ‘checking’ their
attributes is unfortunately common and constitutes sexual harassment. If any member of the
university should find themselves with questions about trans* people, it is best to direct these to
those who support trans* people, such as the CUSU LGBT+ trans* rep or the LGBT staff network.

5.2 Language considerations
To really make trans* students feel that they are a part of the university and are supported by it, the
language used by the university should be inclusive of all students. Some people are unaware of
what language is offensive to use when referring to trans* people or are considered slurs and so a
list of these are contained in Appendix B.
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Gender neutral
Not all students identify within the categories of female and male and so when university documents
refer to students as “he or she” it gives them a sense that they are being excluded or that their
identities are not considered valid. Contrary to some people’s belief, a singular ‘they/them/their’ is a
correct grammatical alternative when the gender of the subject is not known and it is seen as
inclusive of all [10]. It is also used by the UK government as their preferred style [11].
Names and Pronouns
Trans* people use a wide variety of pronouns to describe themselves in the third person and these
are likely to be new to many people. Trans* people will normally be happy to give you some time to
adjust to a change and if you find yourself making mistakes then you should simply apologise rather
than ignoring it. However it is not reasonable to make no effort to get it right or to refuse to use
their correct name, just as it would be considered bullying to use a derogatory nickname. The same
applies to pronouns. If you are unsure about someone’s pronouns then ask them in a polite and
open manner as this is seen as inclusive and friendly behaviour.

5.3 Clear inclusion policies
While student’s experiences within their college or department may be very positive, this is not
always obvious to an outsider. For example a prospective student may, worried about how they
might be treated, attempt to search for any evidence of what they should expect; creating a policy
saying that harassment and discrimination are not tolerated and that the institution will work
towards including everyone, would help to reassure students. This may also help those questioning
their gender identity feel safe in doing so at the university. A clear inclusion policy may also make
staff members’ responsibilities more obvious, reducing the risk of any negative incidents.
It is also important to warmly welcome all students and to create a positive environment for them
to work in. While a lot of work may be needed to achieve this, publicly stating these intentions
would show that discrimination and harassment are not tolerated, encouraging staff and students to
also view this behaviour as negative.
Currently most inclusion policies are contained with other legal responsibilities and some may not
even list gender reassignment as a protected characteristic. To truly create an inclusive
environment, more must be done than simply stating the law.

“College culture is set up to tolerate and manage, rather than promote an idea of normality
in which non-binary identity is embraced wholly”.
“The visibility of LGB and T should be made part of the fabric and culture of colleges, so that
...[people don’t] think its acceptable to use transphobic/homophobic slurs in everyday
language.”
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5.4 Pastoral support
Trans* people frequently suffer from high levels of stress and mental health conditions because of
the discrimination they receive in everyday life and they may seek out support from staff members
such as tutors or college nurses. As well as this, students who are questioning their gender identity
may view staff members as people they can confide in and receive help from. This means that staff
in pastoral roles need be able understand transgender people and have the necessary training to be
able to refer them on to the correct people. It is especially important that the faith students place in
these people be rewarded, as they may be very vulnerable when seeking this support. However it
should not be assumed that all students asking about trans* issues are themselves trans* or
questioning their gender identity. Correct training will mean that staff are equipped to provide
accurate information to cisgender students and to ensure that harmful myths and stereotypes do
not go unchallenged.

“Tutors should be on alert to treat the problem, not symptoms, of in particular cis people
coming along with LGBT/trans issues.”

5.5 Gender neutral toilets
Many trans* or intersex individuals may not have a gender identity within the gender binary, or may
feel unsafe using gendered facilities, and so only offering facilities designated male or female is not
sufficient to meet their needs. To fully include these people, it should be examined whether gender
neutral toilets can be installed. By gender neutral toilet we mean a single stall loo, similar to disabled
ones but not necessarily accessible, with signage such as ‘bathroom’ or ‘WC’ printed on it. We
believe these to be the safest solution as well an efficient way of providing facilities to all but
disabled students. In some areas, these may already exist but with gendered signage on them,
simply changing the signs, at negligible cost, will make them inclusive of all.

5.6 Transphobia
Many staff may be unfamiliar with what constitutes transphobia and so may be unwilling or unable
to help someone experiencing it. In extreme cases, their lack of knowledge may lead staff to side
with the aggressor against the victim or unwittingly treat a student in a transphobic manner.
Training is needed to ensure this does not happen and any transphobia should not be tolerated.
Some of the elements of transphobia frequently include: refusing to refer to someone with the
correct name or pronouns, slurs, pointing out ways that someone does not conform to gendered
stereotypes, telling others that someone is transgender and perpetuating negative myths or
stereotypes about transgender people. It should also be noted that transphobia does not just affect
trans* people but cisgender people as well, in all cases the victim must be listened to and given
support.
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5.7 Women’s Colleges
Transgender students do study at the University’s women’s colleges and it is important to remember
that this may make them feel out of place. Women’s colleges should pay special attention to the
preceding guidance as their trans* students are frequently among the most excluded at the
university. It should be noted that transgender students do not threaten the single sex status of the
college regardless of whether they are MAAB or FAAB [12]. Admissions departments should also be
aware that some trans* applicants may not have been able to update their details with UCAS and so
appear as male students on the system. Most trans* students applying to women’s colleges do not
state that they are trans* in their application, but when they do admissions departments frequently
become confused as to whether they should consider the application as valid; rejecting an
application based upon the applicant’s trans* status constitutes unlawful discrimination.

P a g e | 21

Appendix A – List of information that may require updating for
students undergoing transition
It may also be helpful to look over the staff gender reassignment checklist [4]


University card
1. name and photography



Computer log-in details (CRSid)



CamSIS
1. name, title, gender, photo



Information held within the college
1.
2.
3.
4.



name, title, gender, photo
mail room pigeonholes
names in accommodation
CamCORS reports

Information held within their subject department
1. name, title, gender, photo



Information relating to student loans

Appendix B – List of terminology to avoid and slurs
Below is a list of problematic terms and slurs and a correct alternative. It should be noted that some
trans* people use these terms though this does not mean that they are acceptable to use unless
they have specifically asked for them to be used. Please also see Section 1.1 for a fuller explanation
of what the correct terminology means and how it should be used.

Many people consider these to be slurs that should never be replicated:
tranny, she-male, he-she, it, hermaphrodite (see intersex definition in 1.1), T-girl, boi, genderbender, shim [nouns]

Problematic terms:
real, bio/biological, genetic, natural, born [adjectives, [a cisgender person] is a real girl]
Correct: cis/cisgender
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Terms that are outdated and/or dehumanisingly reduce trans* people to their body parts or surgical
status, do not use:
sex change [noun, ... had a sex change]
pre-op, post-op, non-op, female/male-bodied [adjectives, ... is a pre-op transsexual]
born a man/woman, undergoing surgery to become a man/woman, trapped in the wrong body
.
Other terms:
MtF, M2F, F2M, FtM, transgenders, a transgender, a transsexual, a trans [nouns or adjectives, ...is an
MtF transsexual]
Correct: trans* people, transgender people, trans* women, trans* men
Transgendered [adjective]
Correct: transgender
transwoman, transman, trans-woman, trans-man [noun]
Correct: trans* woman, trans* man (please note the spaces)

both genders, opposite gender
Correct: all genders, different gender

Appendix C - Sources and Further Information
[1] - http://www.nusconnect.org.uk/asset/News/6015/NUS_LGBT_Hate_Crime_report_Web.pdf
[2] - http://www.ecu.ac.uk/publications/lgbt-staff-and-students-in-he
[3] - http://www.scottishtrans.org/wp-content/uploads/2013/03/trans_mh_study.pdf
[4] - http://www.admin.cam.ac.uk/offices/hr/equality/reassignment/checklist.html
[5] - http://www.ecu.ac.uk/your-questions/what-evidence-do-i-need-from-a-trans-student-tochange-their-name-and-gender-on-university-records
[6] http://www.hesa.ac.uk/component/option,com_studrec/task,show_file/Itemid,233/mnl,12051/href
,a%5E_%5ESEXID.html/
[7] - http://www.ecu.ac.uk/news/monitoring-sex-and-gender-hesa-student-record
[8] http://www.hesa.ac.uk/component/option,com_studrec/task,show_file/Itemid,233/mnl,12051/href
,a%5E_%5EGENDERID.html/
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[9] - http://www.admin.cam.ac.uk/offices/misd/services/univcard/faqs/
[10] - http://en.wikipedia.org/wiki/Singular_they and http://oxforddictionaries.com/words/he-orshe-versus-they
[11] - https://www.gov.uk/designprinciples/styleguide
[12] http://media.education.gov.uk/assets/files/pdf/e/equality%20act%20guidance%20february%20201
3.pdf

Other sources
Cambridge University - Guidance on Gender Reassignment for Staff
http://www.admin.cam.ac.uk/offices/hr/equality/reassignment/reassignment.pdf
Equality Challenge Unit - Trans staff and students in higher education: revised 2010
http://www.ecu.ac.uk/publications/trans-staff-and-students-in-he-revised
Equality challenge Unit - Supporting trans staff and students: Lily’s story
http://www.ecu.ac.uk/inclusive-practice/supporting-trans-staff-and-students-lilys-story
No Place for Hate NUS Report on LGBT Hate Crime Nov 2011
http://www.nusconnect.org.uk/resources/open/lgbt/No-Place-for-Hate-NUS-Report-on-LGBT-HateCrime-Nov-2011/
The Forum - Guidance on Trans Equality in Post School Education
http://www.ucu.org.uk/media/pdf/i/5/forum_trans_guide_20121.pdf

Organisations that provide training and information

Cambridge University Equality and Diversity
http://www.admin.cam.ac.uk/offices/hr/equality/training/online/
Online training is available to all staff as well as further information.
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Gender Identity Research and Education Society (GIRES)
http://www.gires.org.uk/
National body that examines the science around gender and Transgender individuals which produces
a wide range of resources for schools and other public bodies, including a toolkit on combating
Transphobic bullying and an e-learning package.
Has previously provided training for the University Counselling Service

Gendered Intelligence
http://genderedintelligence.co.uk/
A community interest company that runs arts programmes, creative workshops, mentoring, and
youth group sessions to Trans youth (under the age of 25) across the UK.

Press for Change
http://www.pfc.org.uk/
Provides legal advice, training, and research to trans people, their representatives, and public and
private bodies.

sexYOUality
http://syacambs.org/
Cambridgeshire based charity supporting young LGBT people

DHIVERSE
info@dhiverse.org.uk
HIV and sexual health charity for Cambridgeshire.

Encompass network
http://encompassnetwork.org.uk/
Provides support and advocacy for LGBTI people in Cambridgeshire

