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Part 1 – Open to the Public ITEM NO.

REPORT OF THE ASSISTANT DIRECTOR FOR HUMAN RESOURCES AND 
ORGANISATIONAL DEVELOPMENT

TO THE WORKFORCE PANEL

ON 

12TH NOVEMBER 2019

TITLE:  EMPLOYEES TRANSITIONING AT WORK

RECOMMENDATIONS: 

1. That the Workforce Panel approve the Employees Transitioning at Work 
Commitment.

EXECUTIVE SUMMARY:

Building an inclusive workplace where all of our people feel valued and have the 
opportunity to be heard, as well as opportunities to develop their own career is 
important in Salford.  We recognise that every person is different but equal and we 
are committed to developing a culture which respects individuals, appreciates 
difference and allows everyone regardless of background to reach their full potential.

Our aim is to positively support the whole workforce regardless of gender, age, race, 
religion, marital status, sexual orientation, pregnancy/maternity, gender identity, 
gender transition, disability or caring responsibility.

The Employees Transitioning at Work commitment sets out Salford City Council’s 
approach to supporting employees who have transitioned or are transitioning at work 
ensuring that they are treated with dignity and respect. 

BACKGROUND DOCUMENTS:

KEY DECISION: YES / NO
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DETAILS:

1. Background and context

Our people are at the heart of delivering our vision for “a better and fairer Salford for 
all’. Salford is a place for everyone to thrive – a place where everyone cares and 
everyone counts.  Building an inclusive workplace where all of our people feel valued 
and have the opportunity to be heard, as well as opportunities to develop their own 
career is important in Salford.  We recognise that every person is different but equal 
and we are committed to developing a culture which respects individuals, appreciates 
difference and allows everyone regardless of background to reach their full potential.

As part of our commitment to building an inclusive workplace we have been working 
with Stonewall, Europe’s largest lesbian, gay, bi and trans charity, for over two years 
to consider how we can continue to develop our workforce practices and procedures 
to be more inclusive for everyone. 

This work has involved an initial review of policies and procedures together with the 
annual completion of the employer index survey covering a broad range of areas 
which are then assessed by Stonewall. One of the recommendations from this work 
has been to develop a transitioning at work policy. 

We recognise that our trans employees contribute a variety of experiences to the 
organisation and are committed to fully supporting trans employees at work, ensuring 
that we have appropriate support mechanisms in place for employees if they have 
transitioned or intend to transition whilst working for the Council. 

2. Approach

In line with our principle of co-design the Transitioning at Work Commitment has 
been developed working closely with a range of stakeholders including workforce 
representatives through the Salford 100, the LGBT staff group and trade union 
representatives. A number of best practice documents have also been considered 
including the UNISON model policy. 

As part of this process consideration was given to the development of a policy 
document.  However, it was recognised that transitioning involves different steps for 
different people and there are many different routes individuals may want to take in 
order to transition. Therefore, we need to ensure that the timescales, support, activity 
and communication is driven and led by the person transitioning. An organisational 
commitment, supported by manager guidance, has therefore been developed to 
provide a clear statement on the position of the council and which should be used as 
a framework whilst providing flexibility to enable managers to provide appropriate 
support on an individual basis.

Whilst developing the commitment feedback has been received with regards to the 
provision for paid time off for transition related appointments and treatment. At the 
current time the commitment and associated manager guidance does not specifically 
cover arrangements for paid time off.  However, a review of the current special leave 
arrangements will be undertaken, working with the leadership team, trade unions and 
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the wider workforce, to ensure that all provisions for paid time off are fully inclusive 
and fair. 

3. Next Steps

We will continue to work with our LGBT staff group regarding awareness raising and 
appropriate training for managers given the key role that they play in supporting 
employees. The LGBT staff group are developing frequently asked questions to 
accompany the manager’s guide. 

It is intended to launch the commitment during Trans Awareness week 12th – 19th 
November supported by a communications plan including lived experience examples 
to raise awareness across the workforce.

KEY COUNCIL POLICIES: 

EQUALITY IMPACT ASSESSMENT AND IMPLICATIONS: 

ASSESSMENT OF RISK: 

LEGAL IMPLICATIONS: Supplied by:  Mary Sutton, Head of Litigation and 
Employment Group Tel: 0161 234 3465

The proposals contained in this report have positive legal implications and will assist 
the Council in complying with its obligations under the Equality Act 2010.

FINANCIAL IMPLICATIONS Supplied by: Paul Hutchings, Strategic Finance 
Manager Tel: 0161 793 2574

There are no financial implications contained within the report

PROCUREMENT IMPLICATIONS: Supplied by: N/A

HR IMPLICATIONS Supplied by:  Catherine Sharples, Strategic HR & OD Manager

Are contained within the body of the report.

OTHER DIRECTORATES CONSULTED: 

CONTACT OFFICER:  Catherine Sharples, Strategic HR & OD Manager  
Email Catherine.sharples@salford.gov.uk 
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