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Transgender Economic Empowerment Project Manager (TEEP)

Phone:  (323) 993-7677 

Fax:  (323) 308-4034 

Transgender Economic Empowerment Project (TEEP) 
LA Gay & Lesbian Center

We Provide Services to:

Employee Employer

Case Management:                                   Gender Identity 101:

Resume  & Cover Letter Development                   Trans-Identity

Interviewing Skills                                                    Employment Issues

Employer Advocacy                                                 Transition Guidelines

Tips for Employers

Consultation & Training

Referral Services:

Legal advocacy                                                         

Housing

Health Care

Community Support
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Learning Objectives
o Gender Identity & Sexual Orientation Continuum

o Transgender Facts

o Laws & Policies that Protect Trans People

o Consequences & Liability

o Understanding the Transition Process 

o Transition Planning at Work

o The Costs of Transitioning 

o Tips for Creating “Trans Friendly” Work

Environment
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Transgender Umbrella

WHAT’S YOUR TGIQ ??
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Gender Identity Worksheet
Choose the definition for each of the terms listed below:

Cross -dresser A. Is an umbrella term that refers to people who live differently than the 

Gender presentation and roles expected of them by society.

Drag Queens B.  People who have biological characteristics that come from both sexes;

previously called hermaphrodites.

FTM & MTF C.  Refers t o people who choose to wear clothing generally reserved for the
opposite gender.  They do so because they find it fulfilling in emotional or

sexual ways.  The majority are heterosexual men and used to be called 

transvestites.

Gender D.  These are abbreviations used by many female - to- -male transgender persons
(also known as transmen) and male-to-female transgender persons (also 

Transsexual known as transwomen).

E. Refers to the societally -determined characteristics of a particular sex;

feminine and masculine are the commonly used designations of this.

Intersexed F.  Refers to the biological, chromosomal designation of the differences  

between women and men.

Sex G. A term for primarily gay men who dress in the clothing usually reserved

for women for the purpose of entertainment or personal fulfillment. 

Trans gender H.  A term for people who seek to live in a gender opposite of that designated

for them at birth and who usually seek or want medical intervention (through 

Gender Identity hormones and/or surgery) for them to live comfortably in that gender.

I. Describes who people fall in love with and/or are sexually attracted to.

Sexual Orientation J. Describes how people perceive their own internal sense of maleness or 

fema leness, or of being a man or woman.

What is your TGIQ?       # Correct _____ out of 10
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Transgender Facts
Summary

o “Transgender” is an umbrella term – encompasses 
anyone whose identity or behavior falls outside 
stereotypical gender expectations.

o A “transsexual” is an individual who either has 
changed, or is in the process of changing, his or her 
physical and/or legal gender to conform to his or her 
internal sense of gender identity.  

o “Gender Identity” – one’s internal feeling of being 
male or female.

o Transgender identity is not a mental illness.

o Our society is very harsh on gender variant people, 
as they experience discrimination, harassment, and 
many barriers to accessing services. 8
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BUT WE  HAVE 

LAWS 

THAT PROTECT                              
TRANS PEOPLE.
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Relevant Discrimination Laws
*Case Law -

o Federal:  Title VII’s sex discrimination provisions

o State:  Sex and disability discrimination 
prohibitions

*Clear Statutes with Gender Identity/Expression
Provisions -

o Overall, 37% of the US population lives in a 

jurisdiction with clear statutory protections for 

transgender people.  This includes:

Local:  92 cities and counties

State:  13 states and District of Columbia
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Laws that Protect
Trans People:

*Title VII of the Civil Rights Act 
of 1964

“It shall be an unlawful employment practice for an

employment agency…to discriminate against any      

individual because of his race, color, religion, sex,

or national origin…”

o Historically, transgender protection under Title VII has been

unclear.

o More recently, federal and state courts increasingly find that sex

discrimination includes discrimination against transsexual and

gender non-conforming people.

Laws that Protect
Trans People:

*California’s Fair Employment and 
Housing Act (FEHA)

o With enactment of AB 196 (Gender Non-Discrimination Bill) in 

2004, FEHA now explicitly protects transgender employees.

o Sex is redefined to be consistent with the State’s hate crime 

statute: 

Gender means sex, and includes a person’s

gender identity and gender-related appearance 

and behavior whether or not stereotypically 

associated with the person’s assigned sex at

birth.  (Cal. Penal Code 422.56)
12
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Laws that Protect
Trans People:

*California’s Fair Employment and 
Housing Act (FEHA)

o FEHA protects employees from “associational discrimination.”

An individual may not be discriminated against for being a

significant other, friend, family or ally of a transgender person.

o FEHA prohibits employment discrimination on the basis of

sexual orientation, including perceived sexual orientation.

Therefore, if a transgender employee is being discriminated

against or harassed because the employee is mistakenly

believed to be gay, lesbian, or bisexual (i.e., homophobic slurs),

the employee may seek protection under FEHA’s provisions.
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Laws that Protect
Trans People:

*California Government Code

Sect. 12949

An employer may still require an employee to
adhere to reasonable workplace appearance,
grooming, and dress standards not precluded
by other provisions of state or federal law,
provided that the employer must allow an
employee to appear or dress consistently with
the employee’s gender identity.
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City Directives and Policies     
that Protect Trans People:

*Mayor’s Executive Directive 
No. PE-1 (Revised)

o The definition of “sex” includes a person’s gender identity or
expression. The City prohibits discrimination based on gender-
related characteristics, including, but not limited to, their actual
or perceived transgender status. Employees who have changed
their gender or are planning to change their gender are protected
by law.

o “The City has zero tolerance for discrimination, harassment and
retaliation; therefore, I expect the City’s leadership and all
employees to comply with all Federal, State and local equal
employment opportunity laws and policies.” - Mayor James K. Hahn

August 20, 2004
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City Directives and Policies     
that Protect Trans People:

*Mayor’s Executive Directive No. 12 

“The policy of the City of Los Angeles…will continue to be to
promote and maintain an environment free from discrimination
based on known or perceived sexual orientation, gender identity or
gender expression. Discrimination and harassment on these bases
are illegal, as well as harmful to those in work environments
affected by offensive, intolerant and hostile behaviors.
Discrimination based on known or perceived sexual orientation,
gender identity or gender expression inhibits optimal performance,
demeans esteem, creates contention and diminishes productivity.
The City…reiterates its policy of equal employment opportunity and
non-discrimination.” - Mayor Antonio R. Villaraigosa

June 6, 2008
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City Directives and Policies     
that Protect Trans People:

*Mayor’s Executive Directive No. 12 

o Prohibits any City employee or supervisor from considering an
employee’s known or perceived sexual orientation, gender
identity or gender expression in any employment action, or
treating an employee differently due to such factors.

o Prohibits the creation of or contribution to a hostile, intimidating,
threatening, offensive or abusive work environment on the basis
of a person’s known or perceived sexual orientation, gender
identity or gender expression.

This includes written, spoken or graphic derogatory terms, slurs,
comments, gestures, ridicule, threats, rumors, or jokes.
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City Directives and Policies     
that Protect Trans People:

*Mayor’s Executive Directive No. 12 

o Prompt and appropriate action is to be taken to deter and punish
discrimination and harassment based on an employee’s known
or perceived sexual orientation, gender identity or gender
expression.

o Department manager’s responsibility is to take all steps
reasonably necessary to remedy violations and prevent future
violations of this directive, including taking appropriate
disciplinary action.

o City policy prohibits retaliation by the City, a department or
employee based on the reporting of a claim of discrimination,
the supporting of such a claim, or for opposing such
discrimination.
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City Directives and Policies     
that Protect Trans People:

*Mayor’s Executive Directive No. 12 

o All reported allegations of discrimination or harassment will
promptly be fully documented, adequately and fully investigated.

o Employees who believe this policy has been violated may and
are strongly encouraged to report violation(s) by contacting
either: LA Better Business Bureau (http://www.la.bbb.org/Home.aspx),

Los Angeles Human Relations Commission (http://www.lahumanrelations.org/), 

the state Dept. of Fair Employment and Housing 
`

(http://www.dfeh.ca.gov/DFEH/Complaints/Default.aspx) or this agency in LA:

LA Gay & Lesbian Center/Legal Services:

Call 323-993-7670 

or send e-mail to legalservices@lagaycenter.org.
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City Directives and Policies     
that Protect Trans People:

*The City’s and CDD’s 
Sexual Orientation, Gender Identity, and 

Gender Expression Discrimination Policy 
& Complaint Procedure 

o Prohibits discrimination and harassment in the workplace on the
basis of one’s actual or perceived sexual orientation, gender
identity, and gender expression.

o Requires that prompt and appropriate action be taken to deter
and punish sexual orientation, gender identity, or gender
expression harassment and/or discrimination.

o Outlines the complaint filing procedure.
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Consequences of Violating City & 
Department Policies

Employees and Managers/Supervisors who engage in acts of inappropriate 

behavior, discrimination or harassment are subject to disciplinary action up 

to and including termination.

Managers/Supervisors who fail to take prompt action can be subjected to 

disciplinary action ranging from:

o Oral and/or written warning

o Demotion

o Suspension

o Training or counseling of harasser

o Termination

o Possible legal action

In addition to the expense of litigation, other consequences and liabilities
could be imposed through civil court such as hiring, back pay, promotion,
reinstatement, cease and desist orders, damages, and attorneys fees and
costs.
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Liability for Harassment & 
Discrimination

The Employer is Liable When: 

o An employee (co-worker) discriminates if the employer knew or should

have known of the conduct and failed to take appropriate steps to address

and remedy.

o A supervisor discriminates even if upper management did not know about

the harassment. (California)

o Hostile work environment harassment by a supervisor culminated in a

tangible employment action against the victim. If it did not culminate in a

tangible employment action, the City can avoid liability if: 1.) it exercised

reasonable care to prevent harassment or correct it promptly, and 2.) the

employee unreasonably failed to take advantage of any preventative or

corrective opportunities or avoid harm otherwise. (Federal)

o A non-employee, such as a contractor or member of the public, harasses

an employee, if the employer knew or should have known of the conduct

and failed to take appropriate steps to address and remedy.
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Liability for Harassment & 
Discrimination

Individual Employees May Be Held 
Personally Liable When: 

o They engage in harassment against co-workers;

personal liability may be imposed irrespective of

whether the employer knew or should have known of

the wrongful conduct and failed to take appropriate

action. (AB 1856/FEHA)
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o Psychological and overall health evaluation to rule out other 
diagnoses.

o Ongoing mental health counseling to assess the extent of the 
condition and understand options, consequences and obstacles.

o Hormone therapy generally attributed to the person’s new gender 
(e.g.: testosterone for transman or estrogen and testosterone 
blockers for transwomen).

o Continued medical supervision to assess hormone-induced physical 
changes. 

o The “Real Life Experience” of living and presenting in the person’s 
new gender identity on a full-time basis for a duration determined by 
the person’s health provider to ascertain level of comfort in 
reassigned gender.  Most transgender employees will approach 
management about their transition at this stage of the process.

o Continued hormone administration and life in the reassigned gender 
may be accompanied by surgery to adjust primary and secondary sex 
characteristics, facial structure, etc.  

TRANSITIONING

25
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Transitioning
at Work:

Planning in Advance

o Employee informs employer (CDD).

o Discussion of all related issues, i.e., time of transition,
training, informing co-workers and others, changes in
name and appearance.

o Convening of a transition advisory/planning group

and

o Implementation of the Department’s “Transition 
Guidelines.”

26

Transitioning at Work:
A Process

o Education for management and co-workers.

o Notifying co-workers and others.

o Name change, SSN, driver’s license, passport, etc.

o Changes in appearance and dress; dress code 
applies consistently to all.  Transitioning employee will 
dress appropriately in accordance with full-time
gender presentation.

o Restroom access – transgender employee uses the 

restroom that corresponds to the individual’s full-time
gender presentation.

Continued 27

Transitioning at Work:  
A Process

o Restroom access – in the U.S., employers are required to 
provide workers reasonable access to restroom facilities.

o The Dept. of Labor’s Occupational Safety & Health 
Administration (OSHA) requires that employers “make 
toilet facilities available so that employees can use them 
when they need to do so,” and “the employer may not
impose unreasonable restrictions on employee use of the 
facilities.”

o Employers’ options may be limited, but multiple-occupant, 
gender-segregated restroom facilities with lockable 
single-occupant stalls (most common and what is 
available in the Garland Building) should work for 
transgender and other employees.   
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o Discrimination is widespread – transsexuals face much 

prejudice.

o Often lose their jobs/careers, source of income, or are 

unable to find a job at all, impacting their ability to 

support themselves and their families.

o Transsexuals often ostracized from their families, losing 

relationships with parents, spouses, children, siblings, 

and friends.

o Transsexuals are harassed, discriminated against, made 

subject of jokes and rumors at work.

o Costs can lead to serious depression and other medical 

issues.

WHAT CAN WE ALL DO TO HELP OUR CO-WORKER

TRANSITION AT WORK?
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How to be an ally to 
transgender people

Challenge your own conceptions about gender-appropriate roles 
and behaviors.  Do not expect people to conform to society’s 
beliefs about “women” and “men”.  

o Do not assume that someone who is transgender is lesbian, gay or bisexual, 
or that the person will seek to transition to become heterosexual. 

o Never ask transgender people about how they have sex or what their genitals 
look like.  This is inappropriate in every situation. 

o When you learn about someone’s transgender identity, do not assume that it 
is a fad or trend.  While public discussions about transgender and 
transsexuality are a relatively recent phenomenon, most transgender people 
have dealt with their gender identity for many years, often at great personal 
and professional cost.  It is important to trust that someone’s decision to 
present themselves as gender diverse is not made lightly or without due 
consideration. 

o Educate yourself and others about transgender experiences and concerns.  
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How to be an ally to 
transgender people

Validate people’s gender expression.  It is important to refer to a 
trans person by the pronoun appropriate to that person’s gender 
identity.  

o Never use words such as “it” or “whatever” when referring to 
someone who is transgender. 

o Use non-gender specific language: “Are you seeing anyone”, “Are 
you in a committed relationship” instead of: “Do you have a 
boyfriend/girlfriend” or “husband/wife”.  Use “partner” or “significant 
other”.  

31
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*Suggested Reading on Transgender Issues

1.    National Center for Transgender Equality:  Understanding Transgender

2.    Human Rights Campaign Foundation:  Transgender Inclusion in the Workplace

3.    World Professional Association for Transgender health (WPATH) Standards of Care for 
Gender Identity Disorder, http://www.wpath.org/documents2/socv6.pdf

4.    Pat Califia:  Sex Changes: The Politics of Transgenderism

5.    Leslie Feinberg: Transgender Warriors

6.    Sheila Kirk, M.D.:  Medical, Legal and Workplace Issues for the Transsexual 

7.    Jennifer Boylan:  She’s Not There:  A Life in Two Genders

8.    Mildred L. Brown, Chloe Ann Rounsley:  True Selves:  Understanding Transsexualism –

For Families, Friends, Coworkers, and Helping Professionals

9.    Donna Rose:  Wrapped in Blue:  A Journey of Discovery

10.  Joanne Herman:  Transgender Explained for Those who Are Not

11.  Stephanie A. Brill, Rachel Pepper:  The Transgender Child:  A Handbook for Families and        

Professionals
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*Movies/Videos on Transgender Issues

1.    Normal (2003)

2.   Transamerica (2005)

3.    Boys Don’t Cry (1999)

4.    Soldier’s Girl (2003)

5.    Flawless (1999)

6.    Ma Vie En Rose (1997)

7.    Video:  Understanding Transgender Issues - Donna Rose’s Story

(www.hrc.org/workplace)

8.    Documentary:  No Dumb Questions (2000)  

9.    20/20 Documentary:  “My Secret Self,”  A Story of Transgender Children

http://www.wpath.org/documents2/socv6.pdf

