
GENDER DIVERSITY  
IN THE WORKPLACE 
Employers across Canada have the requirement to take steps to be inclusive, considerate and accommoda�ng  

to those who iden�fy as transgender or non-binary. Important �ps and steps have been provided to help create 

a culture of respect for a gender diverse workplace. 

WHAT EMPLOYERS NEED TO KNOW 
Gender iden�ty and gender expression have implicit and explicit 

protec�on in each province. They were added as grounds of 

discrimina�on under the Canadian Human Rights Act with  

Bill C-16 which received Royal Assent on June 16, 2017. 

That means that employers have the duty to accommodate to 

the point of undue hardship.   

Employees also have a duty. That duty is to cooperate, which 

means everyone involved in the accommoda�on process has a 

responsibility to engage in a meaningful process, in good faith. 

A good rule of thumb is to treat agender and transgender  

employees in accordance with their iden�fied gender, not their 

gender assigned at birth. It’s up to the employee to seek an 

accommoda�on; the employer will not broach the subject. 

Once the accommoda�on is known, it’s important for  

employers to acknowledge and affirm the employee’s gender 

iden�ty and discuss accommoda�ons in the workplace in a way 

that the employee feels supported.  

The employer would communicate that accommoda�ons apply 

globally across the organiza�on; they are not specific to one 

person.  The person’s iden�ty would not be revealed in the  

process of making changes in the workplace. 

ONTARIO EMPLOYMENT STATISTICS:  

 17% of trans Ontarians declined a job offer due to the lack 

of a “trans-posi�ve work environment” 

 28% said they could not get employment references with 

their current name or pronoun 

 58% said they could not get academic transcripts with 

their correct name or sex designa�on 

transpulseproject.ca 

EVIDENCE OF CHANGE 
2021 – The Census will have a third  
non-binary gender op�on: “persons whose 
current gender was not reported exclusively 
as male or female, persons who were  
reported as being unsure of their gender, 
persons who were reported as both male 
and female, or neither.”  

Winter 2018 – The Trans I.D. Clinic offers  
trans-youth (16-29) legal assistance with 
I.D. applica�ons, name changes and  
gender-marker changes. info@sketch.ca 

Dec 2017 – Ines Rau became the first 
transgender playmate featured in Playboy. 

Nov 2017 – Julie Lemieux became the first 
transgender mayor elected in Canada, in  
Très-Saint-Rédempteur, Quebec. 

Nov 2017 – Canada’s first Trans Workforce  
Job Fair occurred in Toronto, hos�ng 15  
employers and 200 workers. 

Aug 2017 – Canadians were given the  
op�on to choose X on their passports which 
means unspecified, instead of M or F. 

Sep 2016 – Hockey Canada added 
transgender inclusive policies to amateur 
hockey, including that players will have  
access to a dressing room that corresponds 
with their gender iden�ty. 

2016 – Canada’s first non-profit gym for  
the LGBTQIA2S+ communi�es opened in  
Edmonton, to create a safer space for  
fitness, educa�on and advocay. 



KNOW THE LAW. In August 2017, Public Services and Procurement  

Canada (PSPC) issued a guide to set out the roles and responsibili�es 

of managers and staff to accommodate trans workers. Review here:   

tpsgc-pwgsc.gc.ca/apropos-about/guide-et-te-eng.html 

BE FLUENT IN THE LANGUAGE OF GENDER (see Gender  

Terminology on page 3) OR refer to this Glossary: 

lgbtqia.ucdavis.edu/educated/glossary.html   

WELCOME TO THE WASHROOM.  Make it clear that people are free 

to use the restroom that corresponds with their gender iden�ty - or 

when possible, assign a bathroom as “All Gender” to accommodate. 

If this is not possible, discuss the subject with the individual to find 

suitable solu�ons that will accommodate them. 

RESPECT A CHANGE OF NAME.  You can change the employee’s 

name to the name they live by within your records (user records, 

email signature, business cards, etc), except for their tax declara�on 

and payroll. CRA requires that you con�nue to file their legal name 

un�l it has been changed legally. 

OFFER A FLEXIBLE DRESS CODE.  An employer can establish a 

reasonable workplace dress code, however, employees should not 

have to choose between what is perceived to be male or female 

clothing. Employees should be able to dress in a manner that is  

consistent with their gender iden�ty. 

CONSIDER BUSINESS TRAVEL. If employees of the same sex  

normally room together for conferences, accommodate a request  

for a separate room. The reason would not be disclosed to others. 

KEEP IT PRIVATE.  It’s important to keep an employee’s gender 

iden�ty confiden�al in accordance with the Privacy Act. The  

employer can adopt prac�ces to avoid the inadvertent disclosure  

of confiden�al and sensi�ve informa�on. 

ASK THE INDIVIDUAL how they would like the organiza�on to  

proceed and communicate with colleagues. The organiza�on will 

want to obtain authoriza�on in wri�ng regarding disclosure.  

KEEP CO-WORKERS IN MIND. Diversity in the workplace means  

that “employees should be able to work with all people; it does not  

require that employees believe in, or accept transgenderism”  

(shrm.org). It’s up to the employer to make team members aware  

of an individual’s rights and maintain a culture of respect.  

TIPS TO CREATE A CULTURE OF RESPECT 

 

WHAT TO AVOID 

Don’t ask “What is your real 
name?” The name they are 
using is their real name. It may 
be different from their birth 
name, but it’s s�ll real.  
Some�mes the revela�on of 
their birth name is painful. 

Don’t expect a person who 
has transi�oned to discuss it 
or disclose it. Any discussion 
about their gender history is 
personal and up to them to 
reveal, including their surgery 
status and any other in�mate 
details. Even those that are 
vocal and strive to raise 
awareness may not wish to 
discuss their own experience. 

Don’t ‘out’ the individual to 
others. Their gender is their 
personal informa�on. Sharing 
it can hurt their privacy, and 
may cause reac�ons in others 
who are not well-versed in the 
subject.  

If you make a mistake (use 
the wrong pronoun, or name, 
for example), accept your  
mistake and move forward 
correctly. Don’t make a fuss 
because that can be more  
uncomfortable for everyone. 

Don’t give confusing  
compliments such as  
“you look like a real woman.” 
This human being is real, they 
don’t “look” real. 



GENDER VOCABULARY 
When in doubt, don’t guess! Use the right term when you know for certain, 

but don’t randomly apply a term that may be incorrect. If the employee isn’t 

sure about their gender, leave them �me and space to decide. Note that  

language is constantly evolving - what is included here may have new  

varia�ons as defini�ons evolve. 

GENDER IDENTITY:  Each person’s experience of gender is internal and  
individual. It is their sense of being a woman, a man, both, or anywhere 
along the gender spectrum, regardless of their birth-assigned sex.  

GENDER EXPRESSION:  How a person publicly presents their gender. This 

can include a chosen name, a pronoun, a behaviour or an outward  
appearance such as dress, hair, make-up, body language and voice. 

GENDER NON-CONFORMING:  An individual who does not follow tradi�onal 

stereotypes about how they should look or act based on their birth-assigned 
sex (also called Gender Variance). 

CISGENDER:  A term for people whose gender iden�ty matches the sex  
they were assigned at birth.  

LGBTQ2S:  Abbrevia�on for Lesbian, Gay, Bisexual, Transgender, Queer,  
Ques�oning and 2-Spirit. 

TRANSITION:  The process (also referred to as gender reassignment) in 

which a person changes their appearance and body to match their gender 
iden�ty, while living in their preferred gender. This is a complex process 
(social, psychological, medical and legal) that takes �me. 

GENDER AFFIRMATION SURGERY:  A surgical procedure (or procedures) by 
which a transgender person’s physical appearance and func�on of their  
exis�ng sexual characteris�cs are altered to resemble their iden�fied gender 
(mistakenly referred to as ‘sex change opera�on’). 

TWO SPIRIT:  A specific cultural word used by Indigenous peoples who have 
both a male and female spirit. 

GENDER DYSPHORIA:  A conflict between a person’s birth-assigned sex and 
the gender with which they iden�fy. 

PANSEXUAL:  A person who is sexually or roman�cally a�racted to people 
regardless of their sex or gender iden�ty. Also referred to as “gender-blind”. 

INTERSEX:  A condi�on in which a person is born with a reproduc�ve or  

sexual anatomy that doesn’t seem to fit the typical defini�ons of female or 
male (mistakenly referred to as a ‘hermaphrodite’). 

OUTING:  Revealing someone’s gender or that they are transgender, without 
their permission or their consent. 

HOW TO USE GENDER 
NEUTRAL PRONOUNS  

A person may name the  
pronoun that they want to 
be referred to, or they may 
ask for the use of them /
they / their.  

A person may say “no  
pronouns please”, and ask 
for the use of their name. 

There is some movement  
toward the use of the  
pronoun “Ze” which is  
neither male or female;  
it’s considered neutral.  

The honorific Mx. is  
considered a possible  
replacement for Mr., Mrs., 
and Ms. when a person  
prefers to be gender neutral. 
 

PRACTICAL  
APPLICATIONS  

 Instead of:  He is a writer. 

Say:  They are a writer. 

 Instead of:  I like her ideas. 

Say:  I like Jane’s ideas. 

 Instead of: He went to a 
client mee�ng .  

Say:  Ze went to a client 
mee�ng. 

 Instead of: Welcome  
ladies and gentlemen.  

Say:  Welcome everyone. 

 Instead of: That man in a 
blue shirt. 

Say:  That person in a blue 
shirt. 

 



Leading the HR Conversa�on 

Toronto | 416.214.9280 
Mississauga | 905.279.9229 
North York | 416.222.3636 

al�sprofessional.com 

BY THE NUMBERS 

SOURCES 

Canadian Human Rights Act:  
h�p://laws-lois.jus�ce.gc.ca/eng/acts/h-6 

Support for trans employees:  A guide for  
employees and managers:  h�ps://www.tpsgc-
pwgsc.gc.ca/apropos-about/guide-et-te-eng.html 

Intersex Society of North America:  
h�p://www.isna.org/faq/what_is_intersex 

Lesbian, Gay, Bisexual, Transgender, Queer,  
Intersex, Asexual Resource Centre:   
h�ps://lgbtqia.ucdavis.edu/educated/glossary.html 

Trans Students Educa�onal Resources 
h�p://www.transstudent.org/defini�ons   

Trans Pulse Project: h�p://transpulseproject.ca/ 

LGBTQIA Resource Centre Glossary:  
h�p://lgbtqia.ucdavis.edu/educated/glossary.html 

Trans ID Clinic: h�p://yourlegalrights.on.ca/news/
january-march-trans-id-clinic-back-new-dates 

Transgender in Canada:  h�p://angusreid.org/wp-
content/uploads/2016/09/2016.09.06-transgender-
issues.pdf 

How Many Adults Iden�fy as Transgender in the 
United States: h�ps://williamsins�tute.law.ucla. 
edu/wp-content/uploads/How-Many-Adults-
Iden�fy-as-Transgender-in-the-United-States.pdf 

Gender Iden��es and Gender Dysphoria in the  
Netherlands: h�ps://www.ncbi.nlm.nih.gov/
pubmed/23857516 

To date in Canada, the Census has only collected informa�on 
from individuals who iden�fy as male or female, hence there is 
no official data to rely on—although this will soon be changing. 

Canada isn’t the only country focused on gathering gender  
inclusive data. Nepal, India, Pakistan, Bangladesh, Germany, 
New Zealand, Malta and Australia all allow ci�zens to legally 
iden�fy as a third gender (ny�mes.com).  

For now, collec�ng sta�s�cs on gender iden�ty relies on  
academic studies. However, the data being produced from  
studies can vary significantly based on how the ques�on is asked 
and/or how the methodology is structured.  

Here are a few stats from studies conducted in recent years:  

 According to the Trans People in Ontario report (2015),  

59% of people surveyed knew that their gender did not 

match their body before the age of 10, and 80% had this 

knowledge by the age of 14.  

 That same study states that 1 in 5 trans people do not  

iden�fy as male or female, or even as primarily masculine or 
feminine.  

 According to Transgender People: Health at the Margin of 
Society (2016), the prevalence of being transgender is  

1 in every 21,739 people (6.8 transwomen per 100,000 

birth-assigned males and 2.6 transmen per 100,000 birth 
assigned females). 

 The Williams Ins�tute (June 2016) states that the prevalence 

of transgender iden�ty is 0.6% in the United States.   

 A study on gender iden�ty and gender dysphoria in the  

Netherlands indicates that 4.6% of “natal males” and 

3.2% of “natal females” reported an ambivalent gender 

iden�ty (Kuyper, 2014).  

 According to the Angus Reid Ins�tute (Sept 2016), 70% of 

Canadians believe that adop�ng a more gender fluid  
concept would be a good thing.  

The numbers ma�er because the size of the popula�on affects 
legisla�on, protec�on and understanding. 

 


