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Previous Consideration by this or other Committee  
 
The policies have been reviewed and endorsed by the Institutional Athena Swan Committee and 
the Diversity and Equality Advisory Group. 
 
Further Committee approval required 
 
University Executive Committee 
 
Appendices 
 
A: Gender Identity Policy (student and staff)  
B: Experience Durham Trans and Intersex Inclusion Policy 
 

 
1. Executive Summary 

1.1.1 In furtherance of the University’s strategic goals and consistent with the University’s 
ethos of being an inclusive community, the policies provide specific support for 
students and staff identifying as trans, intersex and non-binary.  

1.1.2 The Gender Identity Policy reaffirms the University’s commitment to equality of 
opportunity and respect at work and study while the Experience Durham Trans and 
Intersex Inclusion Policy provides the University’s position on students and staff 
participation in collegiate sport.  
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1.1.3 These policies are sponsored by Anthony Long,  Deputy Vice-Chancellor and Provost 
and are supported by Owen Adams, Pro-Vice-Chancellor, Colleges and Student 
Experience.  

2. Strategic/Policy Context  

2.1.1  The approval of these policies directly furthers the University’s strategic goal of 
ensuring our diverse workforce is treated equally, fairly and with respect and that all staff are 
demonstrably valued. Having policies directed toward a specific marginalised group creates 
an inclusive atmosphere, making members feel welcome, safe and secure within the 
University. By increasing inclusiveness, the policies support the strategic target of having a 
diverse and inclusive workforce comparative to top peer institutions. Additionally, they help 
the University achieve our institutional Athena Swan award as one purpose of the scheme is 
to promote gender equality with the application including a section on work being done to 
ensure the working and studying environment is inclusive of trans people. The scheme 
defines “trans” to include intersex and non-binary people.  

3. Background and Analysis  

Need for the Policies 

3.1 According to the Equality Challenge Unit and based on EHRC research, 1% of the population 
experience some degree of gender variance. Therefore, we can expect 1% of our students 
and staff to be trans, intersex or non-binary. Like other marginalised groups, our trans 
students and staff can expect to experience feelings of isolation, mental health issues and 
harassment and bullying.  

3.2  A 2016, survey conducted by the recruitment agency Total Jobs found that 60% of 
respondents had experienced discrimination in the workplace because they were trans, and 
36% had left a job because the environment was so unwelcoming. 

3.3 Research conducted by the NUS found one in two (51 per cent) trans student respondents 
had seriously considered dropping out of their course, with one in seven trans respondents 
reporting that they had to interrupt their studies because of their transition. Focus groups 
conducted in relation to the study found that focus group with trans students revealed that 
the main difficulties faced on campus are: the lack of gender-neutral toilets and facilities; the 
lack of policies to update their name and gender in the student register; issues with university 
security services; and the prevalence of transphobia. (NUS 2014, Education Beyond the 
Straight and Narrow) 

3.4 The University has a clear commitment to equality, diversity and inclusion setting as a 
strategic goal ensuring “that an increasingly diverse workforce is treated equally, fairly and 
with respect, and that all staff are demonstrably valued and actively engaged”.  

3.5 The Athena Swan institutional award scheme requires a showing of the work performed to 
ensure trans people are not discriminated against including work being done to tackle 
inappropriate and negative attitudes.  These policies and corresponding guidance will 
provide an articulated commitment of support for trans people, and will provide the 
framework for a cultural change toward inclusion.   

3.6 Trans inclusion in sport is dependent upon the sport, its governing body’s regulations and 
requirements for allowing a trans person to participate and compete consistent with their 
gender identity.  For example, for a male to female trans person being treated with 
testosterone suppression medication related to gender transition is eligible to compete in 
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male competition and is not eligible to compete in female competition until completing one 
calendar year of testosterone suppression treatment.  

Purpose of the Policies 

3.7 The Gender Identity Policy applies to all staff and students and affirms for a specific 
marginalised group the commitment expressed in the University’s E&D Policy and the 
Respect at Work/Study policies to creating an inclusive and safe environment. Building on 
the principles found within those policies, this policy specifically commits to action ensuring 
the University environment is welcoming and safe for its trans staff and students. Adoption of 
the policies sends a clear message of welcome and support, making Durham University a 
more desirable place for (potential) students and staff.  

3.8  The Gender Identity Policy specifically provides that the University, in creating an inclusive 
environment, is committed to   

3.9 The Experience Durham policy provides that trans students and staff have the right to train 
and compete at the collegiate level with the gendered team that best fits their gender identity. 
Up until now, it was unclear as to which teams trans students and staff were allowed to train 
and compete with.  

Limitation to Experience Durham Policy 

3.10 During consultation the question of why the Experience Durham policy commitments to 
allowing inclusive participation in all University sport, not just college. As teams representing 
the University in BUCS or other leagues hosted by a national governing body must comply 
with those bodies’ regulations, the University must adhere to those regulations when putting 
forth a team.  Recognising those regulations, Experience Durham is committing to supporting 
student and staff athletes through the requirements set forth within those systems to allow 
trans students and staff to participate in sport with the gendered team that best fits with their 
gender identity.     

Next Steps 

3.11 Creation of guidance and training materials) as well as a communication strategy (see 
Section 7). 

4. Financial and Resource Implications 

There are no financial implications with either policy and a business plan is not necessary. 

5. Risk and Equality, Environmental and Social Impact Analyses 

5.1.1 Risk Analysis: There are no identified risks to the adoption or implementation of 
either policy. Therefore, no risk assessment has been carried out.  The adoption and 
implementation of the policies does address and assist with mitigating SR12: Failure 
to create a diverse, equal and inclusive community on the University’s Register of Key 
Strategic Risks as they provide specific policy and statements of support for trans, 
intersex and non-binary people.  

5.1.2 Equality Analysis: These policies were drafted with the intention of creating a 
positive impact on equality, diversity and inclusion at the University for trans, intersex 
and non-binary staff, students, visitors, etc.  Through the approval of the policy and 
creation of accompanying guidance, trans, intersex and non-binary students and staff 
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should feel better supported and included within the University community.  Positive 
impacts will be promoted through a thorough communication plan supported by 
student groups 

5.1.3 Environmental: There no environmental impacts associated with either policy.  

5.1.4 Social Responsibility: Approval of these policies will further the University’s stated 
social responsibility commitments of expecting staff and students to behave 
respectfully toward one another ensuring that the University is creating a positive 
working environment with all members of the University being treated with respect.  

6. Consultation 

The Gender Identity Policy has been reviewed by IASC and DEAG; both of which 
membership includes students, academic staff and professional support staff.  Additionally, 
the Athena Swan Forum, the Trans Association, Brian Elliott, HR Manager (Policies and 
Projects), Clarissa Humphreys, Student Support and Training Officer (Sexual Violence & 
Misconduct),  and Tess Mantzaros, Head of Legal Support have been asked to review and 
comment. 

The Experience Durham Trans and Intersex Inclusion Policy was borne from a request by 
students to allow students and staff participating in collegiate sport and activities the ability 
to train and compete with the gendered team that best fits their gender identity.   The initial 
drafting of the policy has been made along with students.  In addition to members of IASC 
and DEAG providing input, the Athena Swan Forum, the Trans Association, Sam Dale, 
Director of Student Support and Wellbeing, Colleges and Student Experience Division, 
Brian Elliott, HR Manager (Policies and Projects) and Tess Mantzaros, Head of Legal 
Support have been asked to review and comment.  

Both policies were well received at IASC and DEAG. The Students’ Union’s Welfare and 
Liberation Officer asked that revisions to the definitions of ‘trans’ be made; further 
engagement with the student representative occurred and the policies were revised.  

The Trans Association were very positive on both policies asking questions and suggesting 
minor changes. The Association president indicated support for both policies.  

7. Future Action/next Steps 

Should this committee approve the policies, they can be added to the University Calendar. 

Guidance is being developed for staff and students transitioning to navigate through 
University processes (changing name, accommodation, etc).  Guidance is also being 
developed for staff working with trans, intersex and non-binary students and staff to include 
general information on gender identity, trans awareness, and specific information on 
travelling abroad for study, activities, or work. The EDI Team will be responsible for the 
creation of the guidance but will work closely with the staff LGBT+ Network, the LGBT+ 
Association and Trans Association.  Guidance will be available and published by the end of 
April.   

A communications strategy has been developed to promote the adoption of the policies and 
to ensure students and staff are made aware of the approval of the policies as well as the 
availability of the guidance.  

 


