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0. [bookmark: _Toc193890106]Introduction

IP Inclusive is committed to fostering a diverse and inclusive environment within the intellectual property professions. As part of this mission, we recognize the importance of creating workplaces where everyone, regardless of gender identity, feels valued and respected. This toolkit has been developed specifically for IP Inclusive by an IP Out Committee focus group, with the aim of helping Charter Signatories and other IP organisations to support trans and non-binary inclusion in meaningful and practical ways. The global diversity, equity and inclusion (DEI) landscape is deteriorating, especially for (but not limited to) trans and non-binary people[footnoteRef:1], and it is therefore more important than ever that Charter Signatories and other IP organisations cement their commitment to DEI. This includes support for trans and non-binary people. [1:  At the time of writing (March 2025), the US has issued guidance that travellers applying for visas to visit the United States will be rejected if the gender selected on their visa application and/or listed on their provided documents (including passports) does not match their sex at birth, and this may extend to pre-existing visas. The guidance also outlines that visas may be challenged on these grounds at the US border, which may prompt increased a suspicion of gender non-conformity by US border officers. It is not presently clear to what extent these policies apply to travellers entering the US using the ESTA visa-waiver program. Please reach out to IP Out for further guidance if required, as the situation is rapidly changing in the US.] 

Gender identity is a deeply personal, and it is crucial that firms take proactive steps to ensure that trans and non-binary individuals are not only welcomed but fully supported throughout their careers. This resource offers guidance on best practice for inclusion. It also provides template policies and other guides and roadmaps to aid in creating a culture of respect and allyship.
By implementing the strategies outlined in this toolkit, we hope your organisation can become a more inclusive and equitable space for all team members, helping to drive positive change within the wider IP professions. Together, we can build a more inclusive future where diversity is celebrated, and everyone can thrive.
This toolkit provides:
1. List of actions: steps an organisation can take to be more trans and non-binary inclusive
2. Transition / Change of Gender Expression Roadmap: steps to take to reflect a team member’s transition or change of gender expression in the workplace
3. Template trans and non-binary inclusion policy
4. Template guide for people managers: what to do when someone they manage tells them they are transitioning, or thinking about transitioning or changing their gender expression
5. Glossary: some common terms relating to trans and non-binary identities
Thank you to everyone who has participated in putting this toolkit together.
We invite you to use this toolkit as a practical guide to making trans and non-binary inclusion a central part of your firm’s diversity and inclusion strategy.
If you have any comments or suggested edits to this toolkit, please contact the IP Out committee on IPOutNetwork@gmail.com.

March 2025


1. [bookmark: _Toc193890107]List of actions: steps an organisation can take in order to be more trans and non-binary inclusive

[bookmark: _Toc193890108]General 
There are a huge range of steps an organisation can take to be more trans and non-binary inclusive.  
These may include:
1. Review and update existing policies considering the needs of trans people and consider implementing a specific policy on gender identities (a template Trans and Non-Binary Inclusion Policy is provided as part of this Toolkit).
2. Have a specific policy on transition / change of gender expression (a roadmap of steps to take to reflect a team member’s transition or change in gender expression in the workplace is provided as part of this Toolkit).
3. Provide a guide for people managers when someone they manage indicates they are planning, or considering, transitioning (a template guide is provided as part of this Toolkit).
4. Enable and encourage the presentation of pronouns in workplace communications e.g. in Zoom, Teams, email signatures, name badges for events etc.
5. Explore the provision of gender neutral facilities, such as toilets and changing rooms.
6. Promote relevant external events e.g. IP Inclusive, giving team members permission to attend.
7. Consider surveys to monitor how comfortable team members feel in the workplace and how they identify.
8. Set up an employee affinity group for LGBTQ+ team members and allies.
9. Take steps to educate the wider firm (see further guidance below). 
10. Review additional external resources (see further guidance below).
11. Consider awareness periods that could be marked (see further guidance below).
12. Use of gender-inclusive language (for example, “all genders”, rather than “both genders” or “men and women”).
13. Asking managers and organisation leaders to read the IP Inclusive trans and non-binary inclusion Toolkit and engaging them in devising and adopting policies and accompanying documentation. 

[bookmark: _Toc193890109]Educating the wider company
An important first step is to ensure the company as a whole knows that you are working to improve support for trans people and emphasise that they can help. This can involve pointing to supportive policies, including the company’s anti-bullying and harassment policy in case something goes wrong.
Internal training and internal communication might include:
· Organising lunch and learn sessions from external speakers (for example, any of the organisations listed below). If cost is an issue, look out for free events organised by e.g. IP Out or InterLaw Diversity Forum and ask team members to attend in return for time off in lieu if the event is in the evening. But do consider the optics of not paying for trans speakers, especially if your organisation pays for speakers on other topics.
· Organising an in-person screening of a previous talk by IP Out – we recommend leaving time for discussion (e.g. in small groups) afterwards.
· Including a page on your intranet signposting team members to useful material.
· Sending emails to the company during a trans awareness period with material for raising awareness.
· If there are any team members who openly identify as trans, giving them a platform to share their experiences should they wish (without placing the burden of trans equality work on them).

[bookmark: _Toc193890110]Relevant Trans Awareness Calendar Periods
The following awareness days/periods could be marked by the organisation (please note, precise dates may vary by year):
· LGBT History Month - February
· International Transgender Day of Visibility – 31st March
· International Day Against Homophobia, Biphobia and Transphobia (IDAHOBLIT) – 17th May
· Pride Month - June
· International Non-Binary People’s Day, and Non-Binary Awareness Week – July
· Genderfluid Visibility Week – mid October 
· International Pronouns Day – third Wednesday in October
· Intersex Awareness Day – 26th October
· Trans Awareness Month – November 
· Trans Awareness Week – 13th-19th November
· Trans Parent Day – first Sunday in November
· Transgender Day of Remembrance – 20th November

Obviously you can run a trans inclusion event at any time or make it intersectional, e.g. invite a trans woman to an Internation Women’s Day event. 

[bookmark: _Toc193890111]External resources 
The following are organisations that will be able to provide additional guidance and resources.  Some (such as Global Butterflies) provide training sessions on the topic of trans and non-binary inclusion:
· Global Butterflies (Corporate Training on Trans Inclusion) https://globalbutterflies.com/
· IP Out https://ipinclusive.org.uk/community/ip-out/
· Stonewall (LGBTQI Charity) https://www.stonewall.org.uk/
· Mermaids (Supporting Trans Children and their parents) https://mermaidsuk.org.uk/ 
· FFlag (Supporting families and their LGBT+ loved ones with pride) https://www.fflag.org.uk/
· Gendered Intelligence (Expanding understandings of gender to improve trans lives) https://genderedintelligence.co.uk/ 
 


[bookmark: _Toc193890112]2. A Transition / Change of Gender Expression Roadmap: steps to take to reflect a team member’s transition or change of gender expression in the workplace

The first step in this roadmap is for an organisation to identify who is responsible for effecting the required workplace changes to reflect a team member’s transition or change of gender expression.  The identification of this “responsible person” (or team) should be done before a team member approaches the organisation.  This “responsible person” (or team) could be a specific individual in the HR or People & Culture department.
In the event that a team member indicates they would like their change in gender identity to be reflected in the workplace, that team member should approach the “responsible person”.  Alternatively, the team member may approach their line manager, who should then pass this on to the “responsible person” (with the team member’s permission).
The team member should be made aware of the company’s policy on trans and non-binary inclusion, which should include information on the support provided by the company, including e.g. leave from work (if required), and of the available help (e.g. team member assistance programme, coaching, private health care).
The team member may wish to make some or all of the following changes, so companies should investigate and record details of how these should be achieved based on the company’s own systems:
· Change their name and title internally
· Purge the old name (often called a “dead name”) from internal records, and internal and external material such as presentations and articles
· Have new photos taken for internal and external use
· Change their gender marker (e.g. “M” or “F”) internally (if recorded)
· Change their pronouns (if used)
· Communicate the news internally, e.g. by firmwide announcement, team announcement, or communication to specific individuals. The transitioning person may wish to do this themselves or they may wish for it to be done on their behalf, or a mixture. This is called the Communication Plan and forms part of a Transition/Change of Expression Checklist.  
· Where relevant, help them get qualification certificates reissued and official registers/professional membership databases updated with their new name (see below)
The team member may wish to make certain changes at different stages. It might be helpful to schedule regular catch ups to see whether they want to make any further changes. It would also be helpful to have a debrief after all their desired changes have been made to see if there can be any improvements to the processes.
Consideration needs to be given to trans and non-binary employees regarding business travel to those countries that may be hostile towards toward trans and non-binary people. In some countries, being transgender may be illegal and/or transgender people may commonly experience harassment. At the time of writing (March 2025), the US has issued guidance that travellers applying for visas to visit the United States will be rejected if the gender selected on their visa application and/or listed on their provided documents (including passports) does not match their sex at birth, and this may extend to pre-existing visas. The guidance also outlines that visas may be challenged on these grounds at the US border, which may prompt increased a suspicion of gender non-conformity by US border officers. It is not presently clear to what extent these policies apply to travellers entering the US using the ESTA visa-waiver program. Please reach out to IP Out for further guidance if required, as the situation is rapidly changing in the US.
Steps may be taken to change the team member’s name and other details on qualifications and professional registers.  These may include:
· EPO. At the time of writing, the EPO has provided this guidance (section 3.1). 
· CIPA. At the time of writing, CIPA has published guidance here. CIPA, in conjunction with PEB, is currently requiring a GRC to provide a certificate in a new name. IP Out is currently in discussions with CIPA and PEB to relax this requirement, as we believe it is unnecessary.
· CITMA. CITMA has advised that they have no process at present but if someone was changing name for this reason they would be as supportive as they can be and would make things as easy as possible. The level of evidence required for a change of name is likely to be low – mainly due diligence e.g. checking that the member was sending the request from their work email address and had made the changes e.g. in their email signature. We suggest emailing mailto:richard@citma.org.uk with any queries.
· epi. epi receives membership data from the EPO via data exchange so updates made at the EPO will be reflected in epi’s records.
· IPReg. A name change request can be made via a simple webform in the “Your Account” section of the website (you need to be logged in). Deed poll is suggested as a suitable form of evidence.
· SRA. A name change request can be made via simple webform in the ‘My Profile’ – ‘About Me’ section of the website (you need to be logged in). It requests you upload a (copy of a) document that shows this is your full legal name. The SRA has indicated that examples of supporting documents are passport, deed poll or driving licence. Once the name change has gone through, it normally takes up to 48 hours for a new practising certificate to be generated.
· The SRA website also has a trans and non-binary inclusion policy statement which discusses name changes.
· In ‘My Profile’ – ‘Equality and diversity’ you can add your gender and whether it is the same as your sex registered at birth (optional).
· CILEX. Any learner/member who wishes to have their name changed for whatever reason will need to use the Contact Us function on the members My CILEX Portal and confirm the change, the reasoning for it and provide what evidence they have for the change of name.
· Others to consider (where relevant) include pension provider and health insurance provider.


[bookmark: _Toc193890113]3. A template trans and non-binary inclusion policy  

The following document is an example template trans and non-binary inclusion policy.  Alternatives are available, such as from the Law Society (see https://www.lawsociety.org.uk/topics/lgbt-lawyers/transition-and-change-to-gender-expression-template).

**********************************************************************************
[Company Name] Trans and Non-Binary Inclusion Policy

1. Introduction
[Company Name] is committed to creating a supportive, inclusive, and respectful environment for all employees and team members, including those who are transgender, non-binary, or gender non-conforming. This policy outlines our commitment to ensuring that trans and non-binary individuals are treated with dignity and respect in the workplace. In the UK, this is governed by the Equality Act 2010, which sets out the minimum requirements. The intention of this policy is not to meet any minimum legal standard, but to ensure our transgender, non-binary, or gender non-conforming colleagues are treated with dignity and respect.

2. Scope
This policy applies to all employees and other team members (such as Equity Partners), contractors, and visitors to [Company Name], and covers all aspects of employment, including recruitment, training, promotion, and workplace conduct.

3. Definitions
Please refer to the annexed glossary for more information. [We suggest the Glossary at the end of this Toolkit is included].

4. Commitments
[Company Name] is committed to the following principles:
· Non-Discrimination: No employee, team member, job applicant, or contractor will be treated less favourably because of their gender identity or expression.
· Confidentiality: Information about an individual’s trans or non-binary status will be kept confidential and shared only with the individual’s consent.
· Names and Pronouns: All employees and other team members have the right to be addressed by their chosen name and pronouns. We will ensure that all systems, including emails, badges, and records, reflect these changes promptly upon request.
· Facilities: Employees and other team members are entitled to use the facilities that correspond to their gender identity. [Company Name] will also provide gender-neutral facilities where possible.
· Dress Code: Employees and other team members are welcome to dress in a manner that aligns with their gender identity, as long as it adheres to the general dress code. / [Company Name] does not have a dress code. Employees and other team members are welcome to dress in an appropriate manner that aligns with their gender identity.
· Training: We will provide diversity and inclusion training, including on trans and non-binary issues, to all team members, to promote understanding and respect.
· Business travel: We will not require a trans or non-binary person to travel to any countries that may be hostile to trans or non-binary people[footnoteRef:2]. [2:  At the time of writing (March 2025), the US has issued guidance that travellers applying for visas to visit the United States will be rejected if the gender selected on their visa application and/or listed on their provided documents (including passports) does not match their sex at birth, and this may extend to pre-existing visas. The guidance also outlines that visas may be challenged on these grounds at the US border, which may prompt increased a suspicion of gender non-conformity by US border officers. It is not presently clear to what extent these policies apply to travellers entering the US using the ESTA visa-waiver program. Please reach out to IP Out for further guidance if required, as the situation is rapidly changing in the US.
] 

  
5. Support for Transitioning Team Members
[Company Name] will support any team member who chooses to transition while in our employment. This may include:
· Working with the individual to create a tailored transition plan, which might include name changes, use of facilities, or adjustments to uniforms or other requirements.
· Reasonable time off for medical appointments related to their transition [in line with the Company’s policies of other medical leave].
· Ensuring that all staff and management understand their responsibilities in supporting the transitioning team member.
· Implementing workplace adjustments, where necessary, to accommodate the team member’s needs.
· Providing coaching on dealing with the process of transitioning at work.
· Support for the team member in changing their name, gender and/or pronouns as recorded by any professional body (such as CIPA, CITMA, EPI etc).
· [Also include: details of any employee assistance program and details of trans-inclusive private medical insurance that is available]
  
6. Support for Team Members with Trans history
[Company Name] will support any team member who has previously transitioned but requires support from the firm in relation to their gender history and/or gender identity. This includes respecting their privacy and protecting any personal information related to their gender history, ensuring that it is only disclosed with their explicit consent. [Include details of any other relevant policies relating to internal investigations].

7. Reporting and Addressing Issues
Any team member who feels they have been discriminated against or harassed on the basis of their gender identity is encouraged to report the matter through their people manager, the HR/People and Culture team, or via our internal grievance procedure. All complaints will be taken seriously and investigated promptly.

8. Monitoring and Review
We will monitor the implementation of this policy and review it regularly to ensure it remains effective and in line with best practices. Any updates to the policy will be communicated to all team members.

9. Contact Information
For further support or to discuss any aspect of this policy, team members can contact [HR Contact Name] at [HR Contact Email] or [HR Contact Phone Number].
The following additional associated documents are available as part of our non-discrimination policy for trans and non-binary team members:
· List of actions: steps this organisation takes to be more trans and non-binary inclusive
· Transition / Change of Gender Expression Roadmap: steps to take to reflect a team member’s transition or change in gender expression in the workplace 
· Template guide for people managers: what to do when someone they manage tells them they are transitioning, or thinking about transitioning or changing their gender expression
· Glossary: some common terms relating to trans and non-binary identities

10. Legal Framework
Under the Equality Act 2010, gender reassignment is a protected characteristic. This means that trans individuals, whether or not they have undergone medical transition, are protected from discrimination, harassment, and victimisation. Non-binary and gender fluid individuals are also protected under this legislation through its broad interpretation of sex and gender reassignment protections.
The Equality Act 2010 legally protects individuals from discrimination in the workplace and wider society. The Act ensures that people who are undergoing, have undergone, or are proposing to undergo gender reassignment are protected from discrimination, harassment, and victimisation. This includes protection for those who identify as non-binary or gender non-conforming, as recent case law has extended the interpretation of the Act to encompass a wider understanding of gender identity.

Non-binary people are not specifically identified in the Equality Act, though case law suggests they are protected under the “gender reassignment” characteristic and [Company Name] is committed to supporting non-binary team members.

[DATE]
**********************************************************************************

[bookmark: _Toc193890114]4. A template guide for people managers: What to do when someone you manage tells you they are transitioning, or thinking about transitioning or changing their gender expression

It is incredibly important that people feel they are included at work, and that they know they are set up and supported to thrive in their chosen role. Managers understanding what a team member is going though is key to this. This means making sure you create an inclusive environment where individuals feel they can bring their whole selves to work and feel supported if they wish to transition/change their gender expression.

[bookmark: _Toc193890115]What does Trans mean?   
Trans is an umbrella term to describe people whose gender is not the same as, or does not sit comfortably with, the gender they were assigned at birth.
Trans people may describe themselves using one or more of a wide variety of terms, including (but not limited to) transgender, transsexual (although not usually used in the UK), genderqueer (GQ), genderfluid, non-binary, gender-variant, genderless, agender, nongender, third gender, bigender, trans man, trans woman, trans masculine, trans feminine and neutrois. Language adopted by trans and non-binary people in discussion of their identities is not fixed.  It has evolved over time and continues to do so, and terms are not consistently used by everyone.  

[bookmark: _Toc193890116]What does transition mean?
Transition is the process a person undertakes to bring their gender expression and/or their body into alignment with their gender identity. It is a complex process that may occur over a long period of time and the exact steps involved in transition will vary from person to person. Transition can include one or more of the following:
· Social transition – “Coming out” to family, friends, and colleagues, using a different name, using different pronouns, dressing differently, etc.
· Administrative transition – Changing their name by deed poll, updating their name and/or sex marker on documents like a driver’s license, passport, bank accounts, qualification and professional certificates etc.
· Medical transition – Undertaking hormone replacement therapy (HRT) and/or one or more surgical procedures.
However, not everyone undergoes a process of transition.

[bookmark: _Toc193890117]What are the associated employee’s rights? 
The Equality Act 2010 lists nine protected characteristics. Gender reassignment is one of those protected, and it is important that individuals do not feel discriminated in any way based on their sex, gender or gender reassignment. 
A person has the protected characteristic of gender reassignment if the person is proposing to undergo, is undergoing or has undergone a process (or part of a process) for the purpose of reassigning the person’s sex by changing physiological or other attributes of sex.
Non-binary people are also protected from discrimination under the Equality Act, not by direct reference but by case law which found they are protected under the “gender reassignment” characteristic (Taylor v Jaguar Land Rover Ltd).

[bookmark: _Toc193890118]What do we do as a firm/company?
It is a strict firm/company policy to ensure that everyone is free from discrimination or harassment based on any grounds. Discrimination resulting from gender reassignment and trans and non-binary discrimination is not tolerated. 
This means that from the moment someone begins their social transition (for example asking to be called a different name, title or starting to use different pronouns), they are protected. 
[Please refer to our ADDITIONAL DOCUMENTS e.g. Trans and Non-Binary Inclusion Policy for more details]

[bookmark: _Toc193890119]I don’t feel very well informed. Where can I get more information?
When you meet with someone you will want to feel well informed. There are some great sites on transitioning and non-binary, we recommend:
· https://genderedintelligence.co.uk/services?gad_source=1&gclid=EAIaIQobChMI_PaV0r_eiAMVQZVQBh1TbRqwEAAYAiAAEgKz__D_BwE
· https://www.cipd.org/uk/knowledge/guides/transgender-non-binary/ 

[bookmark: _Toc193890120]What can I ask? 
If a team member approaches you about their transition or wish to be acknowledged as trans or non-binary, you won’t always be prepared, and you may feel you need to ask questions, but may be a little worried about causing offence. 
Please remember that in approaching you, they may be very nervous and trusting you with this information may be one of the first steps in their social transition. Below is a list of questions you may want to ask in that first meeting: 
· Please tell me what you need from me today, and over the next week or two.
· Would you like to keep this confidential for now, or how public would you like to go? (We can put some timeframes around this).
· Are you happy to speak to the team about this, how can I help you with that?
· What title, name and/or pronouns would you like us to use?
· Is there anything you would like us to change now; for example, your Teams or Zoom name, your email auto signature, or any other systems where we reference your name or gender? 
· While going through this time:
· Do you feel the demands of your workload are manageable at the moment?
· Do you have somewhere you can go during the day where you can relax?
· Do you have someone outside of work that you are talking to. (Don’t pry but do try and establish they are getting support). 
· Does your physical work environment help contribute positively to your work and how are you managing during this time? What could make it better? This could involve more flexibility of hours and location. 
· Always consider open questions as well, such as “how can I help?”.

[bookmark: _Toc193890121]And finally: 
· You know I’m always here to listen.
· Do you feel comfortable about approaching the HR/People and Culture team? They have a number of resources (employee assistance program, private medical insurance with mental and physical guidance and support) to help team members. Are you happy that I speak to them on your behalf if not? 
Whatever your personal views on the trans community, do not share them, and do not be judgmental. 
A transition by its very nature happens over a period of time, and so some things may need to change now, some later. Keep talking to your manager regarding this process. Let them know that you and the company will support them throughout the process, with appropriate admin changes, communication to team, clients, etc, if and when it is needed. If it helps, then come up with a timeline, if not, just keep talking.  

[bookmark: _Toc193890122]Education
All subjects are easier when we know more about them. As a people manager it is helpful to not only understand the issues, but also to help educate others in your team. Acceptance and a safe inclusive environment are key. This starts with your role modelling. If you would like help with this, please approach your HR/People and Culture team, and think about any training opportunities your team could attend to understand trans and non-binary identities and gender assignment, and how they can learn to support their colleagues.  Ask to see any documentation that has been adopted and consider reading the IP Inclusive Trans and Non-Binary Inclusion Toolkit. Corporate Training on Trans Inclusion is also provided by organisations such as Global Butterflies. 

[bookmark: _Toc193890123]Confidentiality 
A final note on confidentiality. As a people manager you have access to a lot of sensitive data. Please remember that sometimes a team member will want to share with you things that they do not want to go further. If you have a question or worry about this please speak to HR/People & Culture; please do not share any information without the permission of the team member. 
 


[bookmark: _Toc193890124]5. Glossary

Language adopted by trans and non-binary people in discussion of their identities is not fixed. It has evolved over time and continues to do so, and terms are not consistently used by everyone. At the risk of over-simplification, this section aims to give a brief explanation of key terms, though a good starting point is always to be guided by how someone refers to themselves. This glossary is non-exhaustive.
Sex and Gender have considerable overlap, and are often used interchangeably, both in legislation and in regular discourse.  However, generally sex is used to refer specifically to the different biological and physiological characteristics of males and females, such as reproductive organs, chromosomes, hormones, etc., while gender is used to refer to the socially constructed characteristics of women and men – such as norms, roles and relationships of and between groups of women and men[footnoteRef:3].   These vary from society to society and change over time.  Since the gender of a person is usually assumed to be that corresponding to observable sex characteristics at birth, assigned at birth is sometimes used to emphasise that this observed sex may not correspond to a person’s gender identity – their sense of self as a man or a woman (or as non-binary or gender fluid, for example).  Gender expression refers to how a person outwardly expresses their gender identity and may be considered as separate from gender identity (as people who are gender non-conforming may present in a manner that does not fully conform to expected socially constructed characteristics, for example).  The term affirmed gender may also be used to refer to the gender a person has affirmed for themselves (for example, after a period of questioning or self-reflection).  Gender identity is completely separate to sexuality, which refers to a person's identity in relation to the gender or genders to which they are typically attracted. [3:  Based on the WTO definitions in the Council of Europe explainer here: https://www.coe.int/en/web/gender-matters/sex-and-gender] 

The following are common terms that may arise when discussing trans and non-binary inclusion:
Trans (or transgender) – refers to a person whose gender identity is different from their gender assigned or observed at birth. This understanding encompasses the aspect that a trans person need not undergo any process of transition (yet or at all) in order to be trans. The synonym transsexual is no longer used by most people in the UK 
Cis (or cisgender) – refers to a person whose gender identity is the same as their gender assigned at birth, basically not trans.
Non-binary – refers to a person whose gender identity does not correspond with the binary concept of man or woman. It likely differs from the sex assigned at birth, though not all non-binary people refer to themselves as trans. 
Gender fluid – refers to a person whose gender identity does not relate to a single, unchanging gender.
Transition – refers to the steps a trans person may take to live in the gender with which they identify. This may include medical steps such as hormone therapy and surgery but need not. It may also include social and administrative steps such as “coming out”, a change of name and/or change of official documents. The term gender reassignment in the Equality Act has a similar meaning[footnoteRef:4].   Not everyone in the trans & nonbinary community “transitions”. [4:  “A person has the protected characteristic of gender reassignment if the person is proposing to undergo, is undergoing or has undergone a process (or part of a process) for the purpose of reassigning the person's sex by changing physiological or other attributes of sex.”] 

Pronouns – these are the chosen pronouns that a person wishes to be used for them. They may include he/him/his, she/her/hers, or they/them/theirs. Less commonly, people use neopronouns, which are pronouns that are not part of the most common pronouns in a language and are often used to express gender identity or to avoid gender specificity (for example, ze/zir/zirs). Some people may refer to “preferred pronouns”. However, it is more appropriate to simply refer to “pronouns”.
Misgendering – referring to someone using a word, such as a pronoun, that does not reflect their gender identity.
Deadnaming – calling someone by or referencing their birth name after they have changed their name (administratively or otherwise).
Stealth – refers to a person who has undergone transition and chooses not to disclose their trans identity. The concept supposes the idea of passing, namely that the person cannot be discerned to be trans.
Intersex – refers to people whose sex characteristics, such as reproductive organs, chromosomes, or hormones, don't fit the typical definitions of male or female. Being trans and being intersex and different. Intersex people have reproductive anatomy or genes that don't fit typical definitions of male or female, which is often discovered at birth. Being trans, meanwhile, has to do with your internal knowledge of your gender identity. If a person undergoes a medical transition, this does not mean they are intersex.
Gender Recognition Certificate (GRC) – this is an official document issued by the UK government that is required for a person’s affirmed gender to be legally recognised in the UK. A person does not have to obtain a GRC for them to be protected against discrimination under the Equality Act 2010 and not all trans people obtain a GRC. A GRC is required to obtain a new birth certificate. The UK Government guidance confirms a GRC is not required to update a driving licence, update a passport, or update medical records, employments records or a bank account (see https://www.gov.uk/apply-gender-recognition-certificate). Because of the burden of the application process, comparatively few have been issued. There should therefore be no reason for an employer, manager or professional organisation ever to request to see a person’s GRC.
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