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EXECUTIVE SUMMARY 
Framework and Methodology 

 
The Committee to Improve Trans Inclusion (CITI) began meeting in June 2009 to examine Seattle University 
practices and make recommendations for implementation to Provost Isiaah Crawford, Vice President for Student 
Development Jacob Diaz, and Vice President for Finance and Business Affairs Ron Smith. The following questions 
guided the work of the Committee: 
 

 In what ways do our policies and procedures allow transgender, genderqueer, and gender non-
conforming students, faculty, and staff to experience equity, safety, inclusion, and care?   

 What steps might we take to create a trans inclusive climate for all members of the SU community? 
 
The work of the Committee was led by a six-person core planning group comprised of two CITI chairs and four 
working group chairs. The working groups included a dozen stakeholders whose units were impacted by CITI’s 
charge.  
 
Framework 
The committee operated from a framework of providing universal access to the campus environment and 
opportunities; thus, all of our recommendations would strengthen inclusion for transgender, genderqueer, and 
gender non-conforming students, faculty, and staff, as well as other groups that experience marginalization on 
campus. All members of the SU community should expect and experience equity, inclusion, and safety, and a 
focus on universal access allows us to anticipate the decisions we should be making in order to live up to our 
social justice aspirations. High impact with regard to trans inclusion depends on operating from this universal 
access framework. For example, in keeping with this universal access philosophy, CITI recommends the 
conversion of all on-campus restrooms to be gender-inclusive, with an important first step being to establish a 
standard for the ratio of gender-inclusive restrooms to gender-specific restrooms in each building. This standard 
should be higher than the one applied now because, for example, the Lemieux Library and McGoldrick Learning 
Commons has just one gender-inclusive restroom, which is unmarked on maps of the building.  
 
Some, but not all, of the recommendations in this report are relatively budget-neutral. However, some of the 
highest cost recommendations are most critical to students, faculty, and staff. Two examples include 
customizing Colleague, StarRez, and Raiser’s Edge to allow for legal and preferred name and gender fields and 
creating a full-time position to focus on delivery of queer and trans student services.  
 
Methodology 
CITI conducted an examination of current university policies, documents, procedures, and structures to assess 
their accessibility for transgender, genderqueer, and gender non-conforming students, faculty, and staff. The 
committee gathered trans inclusion best practices at other colleges and universities, and CITI chairs met with 
departments not initially included in the working groups as questions arose. The committee conducted an online 
survey of transgender/genderqueer Seattle University faculty, staff, students, and alumni to understand how 
they experience campus structures, policies, and climate. Finally, several events on campus provided the 
opportunity to gather feedback and practices from the university community and nationally-known experts in 
building trans-inclusive environments. These events included a Trans Law Symposium hosted at the SU School of 
Law in October 2010 and a professional development roundtable hosted by the Division of Student 
Development in November 2010 (notes from both of these programs are included as appendices to this report).  
 
In the time since the committee completed its analysis, renovation of the university’s new fitness center has 
begun. The new space will include two gender-inclusive restrooms and partitioned showers, and gender-
inclusive locker room space, in keeping with the recommendations from CITI.  
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Given the public nature of several university-wide fora and discussions since CITI began its work, members of 
the university community have expressed the desire to have at least a portion of the committee’s report be a 
public document. The committee recommends publicly sharing the Executive Summary via release on the 
university’s strategic planning website.  
 

Summary of Recommendations 
 
Recommendations from the committee address five critical areas in order to impact holistic climate change: 
 

 Customizing Colleague data system to allow for legal and preferred name and gender fields, as well as  
flexibility in gender titling (e.g., Mr., Ms.) 

 Ensuring that people of all genders can access needs in university facilities, particularly with regard to 
restrooms, changing areas, and housing, by clearly marking these areas in ways that promote safety and 
minimize harassment for people who are transgender, genderqueer, and gender non-conforming and 
minimize harassment 

 Making available trans-inclusive healthcare plans for students and employees  

 Hiring a full-time position focused on expanding opportunities for staff, faculty, and students to engage 
in trainings and programs on serving trans communities and cultivating an environment that promotes 
gender self-determination  

 Developing and implementing university standards and guidelines with regard to facilities, forms, and 
practices that respect and foster gender self-determination and discontinue privileging of a gender 
binary system 

 
More specific recommendations in each of these five priority areas are described below, and reports from the 
working groups provide greater detail.  
 

Recommendation Budget Implication Impact Areas 

CUSTOMIZE DATA SYSTEMS 

Customize Colleague, StarRez (Housing & 
Residence Life), and Raiser’s Edge (University 
Advancement) to allow for legal and preferred 
name and gender fields, as well as  flexibility in 
addressing title (e.g., Mr., Ms.) 

Significant programming 
time 

Registrar 
University Counsel 
OIT 
Housing and Residence Life 
University Advancement 
 

Audit and revise all university forms to use 
inclusive language when asking for name, 
gender, and addressing title 

Staff time, but cost-
neutral 

Registrar 
University Counsel 
Most university offices 
 

FACILITIES 

Adopt university policy regarding gender-
inclusive and gender-specific facilities  

Cost-neutral University Counsel 
Facilities Services 
Housing and Residence Life 
Recreational Sports 
Athletics 
OMA 
 

Develop uniform signage designation for gender-
inclusive restrooms 

Minimal cost covered by 
existing Facilities budget 

Facilities Services 
OMA 
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Recommendation Budget Implication Impact Areas 

Identify restrooms across campus that can easily 
be converted to gender-inclusive through 
change in signage 
 

Minimal cost covered by 
existing Facilities budget 

Facilities Services 

As a first step toward universal access, create or 
designate at least one gender-inclusive restroom 
per university building, with the Student Center 
as a high priority 
 

Renovation costs depend 
on facility and needed 
changes 

Facilities Services 

Create, maintain, and publicize a list of gender-
inclusive restrooms on campus 

Cost-neutral Facilities Services 
Human Resources 
OMA 

As an interim step toward improving access, 
designate gender-inclusive restrooms during the 
duration of campus events, particularly in 
buildings that currently do not have gender-
inclusive restrooms  
 

Cost-neutral  

In the Connolly Center, designate the second 
floor women’s restroom as gender-inclusive, 
install partitions and curtains to create private 
changing areas in locker rooms, and install 
partitions for men’s locker room showers 
 

Minimal cost covered by 
existing Facilities budget 

Facilities Services 
Recreational Sports 

Study options to create gender-inclusive 
restroom and showers on each floor in Campion 
and Xavier 

Renovation costs depend 
on facility and needed 
changes 
 

Facilities Services 
Housing and Residence Life 

Study options to create gender-inclusive 
restroom in each residence hall lobby 

Renovation costs depend 
on facility and needed 
changes 
 

Facilities Services 
Housing and Residence Life 

HEALTHCARE 

Make available healthcare plans for students 
and employees that explicitly cover trans-related 
healthcare (including hormone therapy, surgery, 
and all related medical treatment) 
 

Estimate unknown Human Resources 
Student Health Center 

TRAINING AND DEVELOPMENT 

Hire a full-time professional staff member to 
focus on delivery of queer and trans student 
services, as well as on expansion of training and 
development opportunities for the campus 
community 
 

$42,000 salary + fringe 
benefits 

Student Development Division 
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Recommendation Budget Implication Impact Areas 

Designate funding for staff of Counseling and 
Psychological Services, Student Health Center, 
and Public Safety to receive field-specific training 
by expert facilitators  
 

$2,500 per year to hire 
facilitators 

CAPS 
Student Health Center 
Public Safety 

Develop and implement faculty training about 
creating inclusive classroom environments 

$1,500 or $2,000 for 
facilitators; additional cost 
if incentives needed to 
encourage faculty 
participation 
 

Academic Affairs 
CETL 
OMA 

Enhance institutional support for faculty to 
convene and attend conferences focused on 
trans and queer issues 
 

$5,000 and up Academic Affairs 
 

Create and maintain interactive website that 
includes trans-inclusive practices, scholarship, 
and resources for students, faculty, and staff  
 

Staff time, but low cost Human Resources 
OMA 
CETL 

Offer faculty and staff reading groups focused on 
queer and trans inclusion 

$750 to purchase books; 
funding or additional 
leave as an incentive to 
participate  

Academic Affairs 
Academic Salons 
Human Resources 

Establish university-sponsored film and lecture 
series focused on queer and trans issues 
 

$5,000 and up Academic Affairs 
Student Development Division 

UNIVERSITY STANDARDS AND GUIDELINES 

Permit gender self-determination for any 
gendered programming, including intramurals 
and retreats; the university should follow NCAA 
guidelines with regard to student-athlete 
participation 
 

Cost-neutral Recreational Sports 
Campus Ministry 
Student Development Division 

Add the university’s non-discrimination 
statement to all classroom syllabi 
 

Cost-neutral Academic Affairs 

 
 

SU Gender Climate Survey Findings 
 
The SU Gender Climate Survey was available from November 24, 2009, through January 4, 2010. The survey link 
was sent to various university listservs, with requests to forward to trans-identified individuals who might not be 
members of the listservs. The 39 respondents included 26 SU students, nine SU staff, three SU faculty, and two 
alumni, though not all 39 answered all questions. Respondents had the opportunity to provide qualitative 
feedback throughout the survey.  
 
The first set of survey questions asked about campus climate, safety, and ability to participate fully as a member 
of the community, with the option to provide qualitative feedback about ways to improve. When asked about 
whether trans, genderqueer, and gender non-conforming people are fully accepted at SU, more than half of 
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respondents said they moderately or strongly disagreed. One person wrote, “a community cannot feel 
embraced and supported if largely ignored.” Respondents indicated that gender inclusion was not universal, but 
rather that it varied depending on department, school, and individual. Respondents also reported feeling like 
gender norms are enforced fairly rigidly on campus, making it difficult to live outside those norms and 
necessitating having to teach others about trans experiences. Noted as particular challenges by several 
respondents were access to facilities such as housing, restrooms, and the Connolly Center; classroom climate; 
access to inclusive healthcare; and use of name and gender in university data systems.  
 
The second set of survey questions asked for feedback about level of satisfaction with departments and offices 
on campus, related to helping respondents feel valued as members of the SU community. Results from the 22 
respondents to these questions are included in the table below.  
 

 
Office 

Very 
satisfied 

Moderately 
satisfied 

Moderately 
dissatisfied 

Very 
dissatisfied 

Not 
applicable 

Academic Advising 6 6 0 0 10 

Athletics 1 3 2 2 14 

Career Services 2 3 2 2 13 

Counseling & Psychological Services 6 3 0 0 13 

Disability Services 3 2 0 0 17 

Housing & Residence Life 4 2 3 2 11 

Human Resources 4 5 0 1 12 

Office of Multicultural Affairs 12 2 2 1 5 

Public Safety 7 7 1 2 5 

Recreational Sports 2 2 2 1 15 

Registrar’s Office 5 7 1 1 8 

Student Health Center 2 7 4 2 7 

 
The third set of questions asked respondents to share where they find community on and off campus. Important 
sources of on-campus community came from services and events such as OMA Lounge 390, staff and faculty at 
SU, student clubs, the drag show, and Trans Awareness Week.  
 
The Student Health Center asked to include five questions about the accessibility of its services. Of the nine 
service-users, only two rated as “excellent” or “good” the sensitivity and awareness of staff regarding 
transgender health concerns. Being asked to provide gender on the intake form was noted as a particular 
challenge by one respondent, who was concerned about confidentiality. Seven reported satisfaction with the 
level of care. Four indicated experiencing barriers to accessing services, though it was difficult to know if those 
barriers related to trans-inclusivity.   
 
Also included were four questions related to university-provided health insurance. Of the 12 respondents to this 
set of questions, six have the SU student insurance, two have Group Health, and four have Regence Blue Shield. 
Five reported a high level of dissatisfaction with the insurance offerings. Since the distribution of this survey, 
staff in OMA have gathered anecdotal information from students that supplement these data. Obstacles of 
particular concern to the reporting students include lack of confidentiality or awareness at the front desk of 
Student Health Services and lack of coverage for gender-related treatments under the SU student health 
insurance plan.  
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Health, Safety, and Well-Being Working Group 
Final Report 

 
Where are we today?  What are we already doing? 

 
Departments that participated in the Health, Safety, and Well Being (HSWB) Working Group included Campus 
Ministry, Counseling and Psychological Services (CAPS), Housing and Residence Life (HRL), Disability Services, 
Office of Multicultural Affairs (OMA), Department of Public Safety (DPS), and the Student Health Center.  
Representatives from these departments exchanged ideas, shared learning moments, and problem-solved as a 
group.  As a result, engaging in the CITI process has generated broadly adopted best practices and new 
partnerships across departments and divisions. 
 
Within the HSWB Working Group, three “best practices” for trans inclusion have been integrated almost 
unanimously.  First, efforts to make all forms and departmental paperwork gender inclusive have been 
employed wherever gender is required.  In most cases, gender has been adapted to be an open-ended field so 
respondents may self-identify in whatever way they chose.  In cases where the volume of respondents prohibits 
open-ended answers, respondents are given the options “male,” “female,” “transgender,” and asked to “select 
all that apply.”  This adjustment will allow respondents to identify themselves as trans, while also designating 
their more specific gender identity, if applicable.   
 
In conjunction with adjusting forms and other documents, all seven departments in the HSWB Working Group 
have attended or plan to attend some form of training related to working with and supporting trans students, 
faculty, and staff.  Several departments requested and completed Trans 101 trainings with OMA that were 
tailored to the needs of each staff.  Others clearly identified a need for field-specific training and worked with 
OMA to locate experts who specialize in trans inclusion within their professions.   
 
After completing trainings and reviewing documents, many departments within the HSWB Working Group also 
felt compelled to reflect these efforts toward inclusion in modes that are explicitly visible to the campus 
community.  These methods include new artwork, re-worked mission statements, and centrally located inclusion 
statements.       
 
In several instances, CITI’s charge gave departments across campus new opportunities for collaboration.  For the 
HSWB Working Group, some of those collaborative projects include:  

o HRL and Facilities Services working together to explore the potential for gender inclusive restrooms 
in university residence halls 

o Student Health Center and OMA connecting networks to identify expert facilitators for a trans 
inclusion training specific to medical providers  

o Campus Ministry and OMA pooling resources to gather and share Catholic Social Teachings and 
related readings that might support trans students, faculty, and staff in their spiritual discernment    

 
In addition to the excellent collaborative work that has been accomplished, each department is making efforts 
toward trans inclusion that reflect the specific services provided within each area.  The following initiatives have 
been selected as highlights to represent the innovative work being done within functional areas.   
   

o Campus Ministry is collecting Roman Catholic documents and resources which will help us articulate 
the position of the Catholic Church on topics of gender and sexuality and that can be shared with 
the broader University community.  These will be kept in hard copy in the Hunthausen Peace and 
Justice Library in Campus Ministry and in soft copy on the Campus Ministry shared directory.   

o CAPS and Student Health Center staff have identified expert trainers who specialize in educating 
counseling and medical providers respectively on trans inclusive healthcare.   
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o CAPS and HRL have assessed their physical spaces and identified methods for centrally locating 
visible markers of trans inclusion.  These teams have also worked to ensure that their printed 
materials explicitly “out” them as trans inclusive, rather than depending on implicit messaging.  

o Student Health Center staff members have committed to identify, affiliate with, and publicize the 
names of counselors, nurses, and doctors who are supportive of transgender students and 
knowledgeable about trans health concerns.   

o DPS will incorporate an ongoing module focused on gender identity and sexual orientation during 
annual trainings.   

o Disability Services staff members have been trained to ask clients their preferred names and to use 
appropriate pronouns according to client requests. 

o OMA has facilitated Trans 101 trainings for departments across the Division of Student 
Development and strives to make further trainings available across campus.   

 
Proposals for a Trans-Inclusive Community 

 
Proposals put forward by the HSWB Working Group, in order of priority, are as follows: 

 
1. Designated funding for CAPS and Student Health Center staff to receive field-specific training by 

expert facilitators who specialize in educating counseling and medical providers respectively on 
trans inclusive healthcare 

 
2. Inclusive healthcare plans for students, faculty, and staff that explicitly cover trans related 

healthcare (including hormone therapy, chest reconstruction surgery, SRS, and all related medical 
treatments).   

 
3. A new full-time professional staff member in OMA whose primary job responsibility is to support 

queer and trans student services 
 

Budget Implications 
 

1. Designated funding for CAPS and Student Health Center staff to receive field-specific training by 
expert facilitators who specialize in educating counseling and medical providers respectively on 
trans inclusive healthcare: estimated $1500-$2000 every two years, or as needed dependent on 
staff turnover  

 
2. Inclusive healthcare plans for students, faculty, and staff that explicitly cover trans related 

healthcare (including hormone therapy, chest reconstruction surgery, SRS, and all related medical 
treatments): estimate unknown 

 
3. A new full-time professional staff member in OMA whose primary job responsibility is to support 

queer and trans student services: estimated $42,000 + fringe benefits annually 
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Administrative Processes and Procedures Working Group 
Final Report 

 
The administrative processes and procedures working group looked at how gender and name is managed in our 
systems and tools as well as on our forms.  What follows are an analysis and recommendations regarding these 
areas of functioning at the institution.   
 

Where are we today?  What are we already doing? 
In all but one area noted below, the university is following the traditional handling of name and gender in its 
administrative operations.  The one exception is in Alumni Relations where an alumna or alumnus may change a 
name, and by virtue of that, gender, with a simple phone call.   
 
Name Change Handling 
 

Students 
A current student who wants to change their name in any of our student systems requires proof of 
name change.  This proof must be in the form of a passport, driver’s license, or legal name change form.  
With these, we will update a name in the system.  This updated name will appear on all 
communications, from rosters to US Mail.  The prior name will be maintained in the system. 
 
Staff/Faculty 
Proof of a legal name change provided to Human Resources will result in an update in the system.  All 
prior names are retained as well.   

 
Alumni 
A previous student who attended can have a name change managed in the Datatel system for academic 
record verification the same way as noted for students.   The office will change the name on the official 
transcript (a scanned document for those who were students prior to 1988), and we will issue a 
replacement diploma, for a fee, in the new name if requested.   
 
Alumni Relations will change a name in the Raiser’s Edge database with a letter requesting the change.  
No formal documentation is required, and a note is entered into the system, where the prior name is 
also retained. 
 

Gender Change Handling 
 

Students 
At present, unless there was an error when the data was entered on the original application, we will not 
make a change to gender in the system.  At issue is the use of gender for medical insurance.  Some 
procedures will not be covered if the gender of a patient doesn’t match the procedure, and the benefit 
will be denied.  For example, a pap smear would not be approved for someone with a gender of male. 
 
Faculty/Staff 
Same as for students. 
 
Alumni 
As noted above, a name change is handled without paperwork for Alumni Relations, and it was 
confirmed even a name of a different gender would be changed in the system and a note made about 
the prior name so that records could be found readily. 
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Gender language on forms for students, faculty, staff, and alumni 
 
Where gender information is requested, there is an inherent assumption that Male or Female will be 
entered.  Noting which forms require the legal gender to be provided has not been completely assessed, 
but it has been confirmed that for students, faculty, and staff, a need to know legal gender may only be 
necessary for institution-provided health insurance and club sport participation.  At the NCAA Division I 
level, biological gender is determined by a physician during a mandated athletic physical.   

 
Proposals for a Trans-Inclusive Community 

 
1. Follow the processes adopted by the University of Vermont to address name and gender expression for 

students, faculty and staff. This involves: 
a. Maintaining two names in the Colleague system, one that is legal and one that is preferred, with 

specific rules around when each is used.  At the University of Vermont, they have reduced barriers 
to completing a name and/or gender change by allowing for a non-legal name change that flows to 
everyday naming situations such as class rosters, email alias, and US Postal Mail name, but that 
keeps the legal name intact within the Colleague system for government and medical reporting.  In 
addition to serving those seeking to express their gender in the manner they see fit, this change 
would also provide an avenue for employees who want to use both a professional name for their 
university work, while holding a different legal name for federal forms and other practices that 
require legal name documentation.   

b. Customizing the fields holding gender to have a gender expression field and a legal gender field, as 
above, using each as appropriate. 

c. Customizing the name’s prefix field to allow for additional flexibility for gender titling expression. 
 
2. Audit all forms used by the university to examine the name, gender and name prefix fields.   

a. Wherever possible, enable an option for a preferred name instead of, or when appropriate, in 
addition to, a legal name.   

b. Remove the gender field question where it is not necessary; where it is necessary, change the 
gender field to ask for “gender identity.”   

c. For the name prefix, which often lists Mr., Mrs., Miss, leave this field blank and allow the person to 
enter a self-defined prefix which opens up the possibility of a gender neutral title.   

 
Budget Implications 

 
1. In order for Colleague to hold both a preferred name, in the format it is needed to filter into the appropriate 

screens, and a legal name, as well as both a gender identity, legal gender, self-defined prefix, and prefix that 
goes with the legal gender, a systems audit would have to be conducted to determine which screens use 
which fields, the preferred or the legal and the name’s address.  From there, extensive customization would 
have to be undertaken to create custom screens and to have the system pull the appropriate field from the 
custom screens.  The amount of work needed to both customize the screens and also maintain them when a 
software patch or upgrade to the system is performed would be quite high, initially taking months to 
complete.   
 
A  preferred method of handling the legal and preferred name request would be to advocate with Datatel to 
increase the priority of this change.  A request for preferred name and legal name is already logged in the 
AnswerNet database, which tracks the issues and needs of Datatel clients.  The preferred name and legal 
name request is seen as a high impact, but cosmetic feature at this time.  Datatel assesses change requests 
based upon volume and importance of them.  Gaining broad support by having the need expressed by many 
colleges/universities which run the Colleague system would increase the priority of this change request.  The 
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gender expression and legal gender field is not under consideration at this time, nor is the name’s address 
title.  The first step here would be to input these requests into the AnswerNet database. 
 

2. The cost of auditing and changing forms would involve a significant investment of time, but would not have 
any hard costs.  It would require several hours of labor, likely by several people, to perform a systematic 
gathering and review of the forms and to research where a legal name/gender/prefix is required.   It would 
take additional editing time to update the forms based upon the findings. 
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 Classroom Climate Working Group 
Final Report 

 
In order to establish the current state of the campus climate as it relates to the inclusion of gender queer and 
trans students, I conducted face-to-face interviews with 10 faculty members across six of the university’s 
colleges and schools:  Arts and Sciences, Science and Engineering, Nursing, Business and Economics, Education, 
and the School of Law.  No one from the Matteo Ricci College was interviewed.  Within each college/school 
interviewees were chosen strategically, not randomly.  I solicited participants based on peer referrals by asking 
for names of faculty who are particularly knowledgeable and active in ensuring welcoming classroom 
environments and/or teach courses in which the experiences of gender queer or trans people are likely to 
salient.   
 
The assessment of campus climate that follows is therefore not representative of classrooms across the 
university.  My description of what we are doing reflects, instead, the current best practices of some of the most 
informed, skilled, and well-intentioned faculty when it comes to gender issues, and the proposals for moving 
forward emerge from their suggestions of what we could be doing better.  It should be noted, therefore, that 
just ensuring that all or most faculty adopt the classroom practices of these informed faculty would likely 
represent a meaningful improvement of the campus climate for gender queer and trans students. 
 

Current Practices  
 
Conversations with faculty revealed that there are already many important strategies that faculty across the 
university are employing to create an inclusive environment.  The strategies can be broken down into four 
categories according to the arena they address:  classroom dynamics, course content, student contacts outside of 
class, and service work.  Given the fact that some disciplines and content areas are more directly relevant to the 
needs and concerns of gender queer and trans students than others (e.g., sociology compared to chemistry), 
some of the strategies, particularly those relating to course content, will be more usable by some faculty than 
others.  On the whole, however, the strategies suggest a type of environment, both inside and outside of 
classrooms, that all faculty can and should strive to emulate if we are serious about integrating students of all 
genders into the heart of the campus community.   
 
In the material that follows, gender inclusiveness is writ large, seen to include not just awareness and inclusion 
of trans students, but also: (1) anyone who identifies outside of the “standard social storyline” line that equates 
biological maleness/femaleness with masculinity/femininity and heterosexuality (e.g., lesbian and gay students); 
and (2) practices that challenge gender normative beliefs and gender stereotypes (e.g., non-sexist language).  
The inclusion of these other elements is not intended to diminish the importance of responding to the needs of 
trans students, but rather it is a recognition that a welcoming environment for trans students can only be built 
on a broader foundation that accepts all forms of gender diversity. 
 
The actions described below for improving trans inclusion are presented as “should” statements, because they 
emerge from conversations with informed faculty and reflect existing best practices.   
 
Classroom Dynamics 
Faculty should model gender inclusivity by:  
 

A. Being conscious about use of language 

 Use gender-inclusive pronouns 

 Insist on non-sexist writing in student papers 

 Normalize language relating to sexual minorities (e.g., transgender, FTM, lesbian, gay) by using it in 
content-relevant circumstances that do not stigmatize 
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 Avoid jokes that dismiss or diminish gender queer or trans individuals 

 Avoid asking students to speak for their identities (e.g., “As a lesbian, what did you think of Ellen 
DeGeneres coming out on television?) 

B. Being conscious of assumptions embedded in classroom examples or test questions 

 Avoid a pattern of examples that routinely “penalize” one gender (e.g., “Co-workers find Sally’s work 
to be substandard”; “Joe has no idea how to carry himself in a fine restaurant”) 

 Avoid a pattern of examples that reinforces gender stereotypes (e.g., “Jim carries the luggage 
because Rita isn’t strong enough to do it”; “Helen loves to shop, but her spending drives Brian 
crazy”) 

 Avoid a pattern of examples that recognizes only heterosexual relationships or heterosexual 
identities 

C. Implementing strategies for learning students’ names and preferred pronoun usage that are sensitive 
the fact that: (1) a student’s preferred pronoun usage may not match the instructor’s or students’ 
assumptions about the student’s gender; and (2) students’ pronoun usage may change over time.  A 
specific delineation of strategies for addressing these issues and creating a welcoming environment for 
trans students on the first day of class is attached. 

D. Learning, practicing, and teaching proper pronoun etiquette, which includes respectful ways to deal with 
misidentifying another person’s pronoun.  This etiquette is spelled out in the attachment below. 

E. Utilizing class exercises that expose students to the diversity of genders and sexualities in their own class 
without putting particular students on the spot.  This goal can be accomplished by in-class surveys or 
games that reveal aspects of students’ identities anonymously.  An example of such an exercise is the 
Diversity Shuffle, a version of which is included with this report.  (Role-playing exercises are discouraged, 
unless they are presented as abstract exercises, because of their potential to put students on the spot.)  

F. Encouraging students to adopt all of the above practices that pertain to them 
 
Course Content 
In general, the primary strategies for ensuring that course content contributes to a welcoming environment for 
gender queer and trans students are: (1) including a non-discrimination statement in the course syllabus; (2) 
deliberately and respectfully addressing queer/trans experiences and concerns as part of the established 
treatment of an array of subjects in the class; (3) including readings or films with queer/trans content; and (4) 
assigning course materials by queer/trans authors. 
 

1. Including a non-discrimination statement in the course syllabus.  The classroom environment can be 
improved for all students by including a statement of nondiscrimination, provided that the statement 
also leaves room for students to hold differing opinions and to grow, even if that growth involves 
making mistakes.  Ensuring that the statement specifically mentions gender, gender expression, and 
sexual orientation helps address the classroom environment for non-traditionally gendered students.  A 
model of such a statement is included with this report. 

 
2. Including queer/trans issues in the curriculum.  This strategy requires recognizing that queer/trans 

people may have unique experiences and challenges in a whole host of social contexts.  It further 
requires that faculty take the effort to familiarize themselves with these unique issues and allow them 
to inform course content.  For instance: 

 
In courses in the College of Nursing, deliberate, respectful attention is paid to challenges faced by gay, 
lesbian, and trans people during units on adoption, HIV/AIDS, adolescent development, among others.  
Additionally, in classroom and clinical settings students are coached in the ability to interact with 
patients and take medical and sexual histories in an inclusive, non-judgmental way.  The challenges of 
queer and trans people are included in material that examines issues of social justice in public health 
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policy, and students are taught strategies for breaking down (gender/sexual) stereotypes during the 
health promotion activities in the community. 

 
Including queer and trans people in the curriculum can also include make queer/trans people in the 
community part of the curriculum.  For example, they may be invited to classrooms as guest experts on 
relevant issues, or service learning opportunities can be arranged with groups that are run by or serve 
queer/trans populations. 

 
3. Including readings or films with queer/trans content.  Where the subject matter of the course allows, 

faculty should expose students to books, essays, documentaries, and feature films that examine the lives 
of queer or trans people in a meaningful and respectful way.  By recognizing that the concerns of 
queer/trans people touch all facets of life, relevance for such material should be evident in disciplines 
across the College of Arts and Science and in nursing, law, education, and even business.  The 
production of a comprehensive list of relevant materials is an important task that remains to be done.  
Some examples of books include Middlesex; The Mysterious Private Thompson;The Double Life of Sarah 
Emma Edmonds, Civil War Soldier; Gender Outlaw:  Men, Women, and the Rest of Us; and Suits Me:  The 
Double Life of Billy Tipton.  Films that faculty have used include Normal (2003), Adventures in the Gender 
Trade, and Boys Don’t Cry.  

 
4. Assigning course materials by queer/trans authors.  Application of this strategy is limited by the fact 

that not all queer or trans authors actively identify as such.  Wherever possible, however, faculty can 
make a conscious choice to identify and include the contributions of trans authors (or artists) in their 
courses. 

 
Student Contact Outside of Class 
The faculty I spoke with indicated that faculty efforts to create a welcoming environment cannot end with 
classroom dynamics and course content. Faculty members must also attend to the tone they set in contacts with 
students outside of class.  Current actions being taken or advocated by informed faculty include: 
 

 Making all contact points with students welcoming, including office, ANGEL page, and, any course or 
department websites that students might access.  Creating a welcoming office environment involves, at 
the very least, ensuring that no offensive content is on display, such as cartoons, pictures, or sayings 
that mock or dismiss non-traditionally gendered people.  To create a truly positive environment, 
however, faculty can include posters or other paraphernalia that demonstrate their commitment to 
diversity and equity.   

 Supporting student or campus efforts that are queer/trans friendly.  The range of possibilities in this 
regard is enormous.  Some possibilities include attending screenings of queer/trans-friendly films or 
attending queer/trans-related presentations, encouraging students and administrators to support 
functions and events for queer and trans students, and raising awareness of the presence and needs of 
queer/trans students within one’s own department. 

 Developing skills as mentors of queer/trans students and/or seeking out queer/trans faculty to be 
mentors for queer, trans, or questions students. 

 Becoming familiar with queer/trans-friendly community and student groups and reaching out to them to 
create ties that can foster positive connections between them and students. 

 
Service Work 
There are a number of opportunities for faculty to contribute to a welcoming campus environment through their 
service work for the university.  Some faculty currently advise queer or trans student clubs, and these clubs as 
well as newly-forming clubs are always looking for additional faculty allies.  In addition,  all faculty can bring 
greater awareness of the needs of these students to seemingly-unrelated committee assignments.  For instance, 
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departmental library liaisons can make a special effort to ensure that materials ordered in their discipline 
include the voices and experiences of queer/trans people.  Faculty who work on curriculum development or the 
upcoming core revision can be vocal and active in ensuring that such changes are friendly to queer/trans people. 
 

Proposals for a Trans-Inclusive Community 
 
Faculty expressed their ideas about what resources for creating an inclusive community they felt they or the 
university lacked.  Their suggestions for addressing various needs differed, but there were commonalities in the 
needs identified.  With the following proposals I have endeavored to reflect the consensus points in terms of 
needs and build a coherent strategy for addressing those needs from their and my own ideas.  I present the 
proposals in two tiers.  The first tier represents the most ambitious and preferred approach—the creation of a 
center organized around faculty engagement with marginalized populations.  I prefer this approach because I 
believe that if it is implemented correctly, virtually all of the particular needs expressed by the faculty can be 
met.  The second tier breaks out and prioritizes specific needs.  The ranking is based on the assumption that a 
center will not be developed for the foreseeable future.  The proposals given highest priority are those that I 
anticipate to offer the greatest trade-off between cost and complexity of implementation on the one hand, and 
potential improvement to the campus climate on the other. 
 
Tier One Proposal: Creation of a Faculty Center for Inclusive Education  
The results of my interviews confirm that a true commitment to a campus climate that is welcoming to trans 
students and all who are non-traditionally gendered requires both programmatic changes as well as a long-term 
commitment to faculty training that is both academic and interpersonal.  Thus, success depends on sustained, 
coordinated effort.  Such an effort can be best advanced through a unique, dedicated center.   
 
The need is too great to be borne by the existing centers at the university.  The university currently supports 
student development, through centers like the Office of Multicultural Affairs (OMA), and faculty teaching, 
through the Center for Excellence in Teaching and Learning (CETL).  However, OMA does not have the mandate 
or resources to focus on the education of faculty, and CETL’s commitments are already broad enough that to 
add another core mandate would likely make the Center unwieldy.   
 
The Faculty Center for Inclusive Education (FCIE) would be tasked with developing faculty competency in 
engagement with all manner of diversity that exists in our student population (e.g., queer students, trans 
students, students of color, students with disabilities, international students, students of non-traditional age).  
The focus would be on educating faculty about these populations, improving their interpersonal competencies 
in relation to them, and serving as a clearinghouse for teaching resources that speak to these populations. 
 
With specific regard to the improvement of trans inclusion on campus, the FCIE would coordinate or develop the 
following: 
 

 Training new and established faculty in the need for, qualities of, and strategies used to establish 
queer/trans-welcoming interactions inside and outside the classroom.  (Essentially, this item refers to all 
of the elements of best practices reported in the first portion of this report that relate to faculty 
engagement with students.)   

 Development and coordination of opportunities for broad-based social and academic collaboration 
between queer and trans community members and SU faculty and students.  Care must be taken to 
develop true partnerships and not exploit queer/trans people in the interest of appeasing the SU 
communities anxiety about diversity.  However, with care, the center can satisfy a sincere and valid 
desire among faculty and students to know and appreciate queer/trans people on a personal level. 

 Development, coordination, and implementation of programming specifically targeting the unique 
challenges of trans students of color. 
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 Development of a university-sanctioned web presence for queer/trans issues.  The website could serve 
as a locus for the sharing of resources for trans-inclusive education (e.g., strategies, books, films).  It 
could also provide a chat or bulletin board structure for discussions relating to trans-inclusive education. 

 Greater visibility across campus of trans people , their experiences, and concerns.  These efforts would 
include but not be limited to: sponsorship of a film and/or lecture series; forums coordinated with the 
trans student group (Trans and Allies Club) and trans community organizations; and consultations with 
departments and individual faculty to facilitate further integration of queer and trans issues in 
curriculum. 

 Development and coordination of faculty reading groups focused on trans issues or literature  

 Support for faculty to convene and attend conferences on trans-inclusive education 

 Advocacy for queer/trans concerns as they relate to university policies.  For instance, there is currently a 
need to revise health insurance policies offered to students and faculty to make them trans-friendly.  
One faculty member suggested that this goal would best be accomplished by establishing a Vice-
President for Diversity within the university administrative structure. 

 
Tier Two (Ranked) Proposals 
 

1. Development and implementation of broad-based training of faculty in the creation of trans-welcoming 
environments.  The decision of whether to require this training of faculty or how to incentivize 
participation is one that requires deliberation.  However, existing units of the university, such as the 
College of Nursing, the sociology and women studies departments, Triangle, Trans Alliance Club may be 
enlisted as advocates to promote faculty participation. 

2. Establishment of a Vice-President for Diversity or other administrative position focused on advocating 
for structural changes to make SU more queer/trans friendly. 

3. Institutional support for faculty to convene and attend conferences targeting queer/trans issues 
4. Establishment of an interactive website that supports trans-inclusive education, brings greater visibility 

to trans events and student groups, and brings together resources for trans students and allies.    
5. University-sponsored trans film and/or lecture series. 
6. Faculty and staff queer/trans reading groups. 

 
 
ATTACHMENTS: 

 Basic Tips for Making Class Welcoming for Trans Students 

 Pronoun Etiquette 

 Sample Exercise: The Diversity Shuffle 

 Sample Non-Discrimination Statement for Course Syllabi 
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Basic Tips for Making Class Welcoming for Trans Students 
Created by Dean Spade, Seattle University Assistant Professor of Law 

 
In recent years, cultural, political and legal resistance to the oppression of transgender people has resulted in 
greater visibility of the issues facing this population and growing recognition of gender identity and expression 
discrimination.  As these issues gain greater attention, and as obstacles to trans people’s participation in 
education and employment are addressed, we will likely continue to see more trans people coming to law 
school.  These tips may be helpful in ensuring that your classroom is a welcoming place for SU’s trans students 
and that no unintentional exclusionary practices are occurring. 
 

 Do not call the roll or otherwise read the roster aloud until you have given them a chance to state what 
they prefer to be called, in case the roster represents a prior name. 

 Allow students to self-identify the name they go by, whether they prefer “Ms.” or “Mr.” and what 
pronouns they prefer.  Don’t make assumptions based on what is on the class roster or the student’s 
appearance.  A great way to accomplish this is to pass around a seating chart or sign in sheet and ask 
them to indicate these three items in writing, and then use it when you call on them or refer to them in 
class.  

 If a student has a former name they do not use that you are aware of because you knew them before 
they changed it, or because it is on the roster, do not use it or reveal it to others. Comments like “I knew 
Gina when she was Bill,” even if meant supportively, reveal what might feel like personal information 
about the student, and unnecessarily draw attention to their trans identity. 

 Set a tone in the classroom of respect.  At the beginning of each semester when establishing the 
guidelines for class (don’t surf the internet while in class, do the reading, etc.) include something like: “It 
is important that this classroom be a respectful environment where everyone can participate 
comfortably.  One part of respectful behavior is that everyone should be referred to by what they go by.  
This mean it is important to pronounce people’s names correctly, to refer to them by the pronouns they 
prefer, etc.”  Add in whatever guidelines respect you see as important, but include pronoun usage since 
people are often unaware of the issue.  You can hand out the attached pronoun etiquette sheet to 
students if you want to give them more information on the issue. 

 If you make a mistake about someone’s pronoun, correct yourself. Going on as if it did not happen is 
actually less respectful than making the correction.  This also saves the person who was misidentified 
from having to correct an incorrect pronoun assumption that has now been planted in the minds of 
classmates or anyone else who heard the mistake.  As professors, especially, it is essential that we 
model respectful behavior. 

 Whether in office hours, when speaking with students in groups, or when speaking with faculty and 
staff, when someone else makes a pronoun mistake, correct them.  It is polite to provide a correction, 
whether or not the person whose pronoun was misused is present, in order to avoid future mistakes and 
in order to correct the mistaken assumption that might now have been planted in the minds of any 
other participants in the conversation who heard the mistake.  Allowing the mistake to go uncorrected 
ensures future uncomfortable interactions for the person who is being misidentified. 

 Never ask personal questions of trans people that you would not ask of others.  Because of the 
sensationalist media coverage of trans people’s lives, there is often an assumption that personal 
questions are appropriate.  Never ask about a trans person’s body or medical care, their old name, why 
or how they know they are trans, their sexual orientation or practices, their family’s reaction to their 
gender identity or any other questions that are irrelevant to your relationship with them unless they 
invite you to do so or voluntarily share the information. 

 If you meet a student outside the classroom in a setting where they did not already get to self-identify 
via your seating chart, and you are not sure of the proper pronoun for them, ask.  One way to do this is 
by sharing your own.  “I use masculine pronouns.  I want to make sure to address you correctly, how do 
you like to be addressed?”  This may seem like a strange thing to do but a person who often experiences 
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being addressed incorrectly may see it as a sign of respect that you are interested in getting it right 
rather than making assumptions.  If you are not sure and do not want to ask, you can also avoid using 
pronouns—but making a pronoun assumption is the worst option. 

 
Taking it Further 
If you want to take your awareness of these issues further, here are some additional ideas to consider. 

 Educate yourself about trans history, trans law, and trans resistance.  There are wonderful resources 
on the internet, in addition to many law review articles and books of all kinds.  Some great resources 
for trans law information include the Transgender Law and Policy Institute 
(www.transgenderlaw.org), The Transgender Law Center (www.transgenderlawcenter.org), the 
Sylvia Rivera Law Project (www.srlp.org), and the TGI Justice Project (www.tgijp.org). 

 Include trans issues on your syllabus, and help your students learn how to talk about these issues 
respectfully and understand their importance.  Important trans legal struggles can be found in tax, 
trusts and estates, family law, employment, civil rights, criminal law and criminal procedure, 
administrative law, poverty law, housing, public benefits, torts, etc.  These cases might be a chance 
for students to familiarize themselves with the obstacles facing a community that is severely 
underserved by the legal profession. 

 Think about how gender norms, or ideas about what men and women should be like, might be being 
enforced in your classroom or in other parts of your life.  What does it mean to stand up against the 
rules of gender, both in the law and in other areas of our lives?  How might we be enforcing gender 
norms on our selves or our loved ones with well-meaning advice or guidance?  Exploring these 
questions can deepen our commitment to gender self-determination for all people and to 
eliminating coercive systems that punish gender variance. 

 
Pronoun Etiquette 

 
People often wonder how to be polite when it comes to problems of misidentifying another person’s pronoun.  
Here are some general tips: 
 

1. If you make a mistake, correct yourself. Going on as if it did not happen is actually less respectful than 
making the correction.  This also saves the person who was misidentified from having to correct an 
incorrect pronoun assumption that has now been planted in the minds of any other participants in the 
conversation who heard the mistake. 

2. If someone else makes a mistake, correct them.  It is polite to provide a correction, whether or not the 
person whose pronoun as misused is present, in order to avoid future mistakes and in order to correct 
the mistaken assumption that might now have been planted in the minds of any other participants in 
the conversation who heard the mistake. 

3. If you aren’t sure of a person’s pronoun, ask.  One way to do this is by sharing your own.  “I use 
masculine pronouns.  I want to make sure to address you correctly, how do you like to be addressed?”  
This may seem like a strange thing to do but a person who often experiences being addressed 
incorrectly may see it as a sign of respect that you are interested in getting it right. 

4. When facilitating a group discussion, ask people to identify their pronouns when they go around and do 
introductions.  This will allow everyone in the room the chance to self-identify and to get each others’ 
pronouns right the first time. It will also reduce the burden on anyone whose pronoun is often 
misidentified and may help them access the discussion more easily because they do not have to fear an 
embarrassing mistake. 

http://www.transgenderlaw.org/
http://www.transgenderlawcenter.org/
http://www.srlp.org/
http://www.tgijp.org/
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Power Walk (Anonymous Version) 
 
An exercise designed to help students appreciate diversity in their classroom that they might not see (e.g., 
gender, sexual orientation) 
 
Step 1.  Compile a list of statements that can be answered yes/no that target students’ experience of sex, 
gender, gender identity, gender expression, and sexual orientation.  (e.g., “I have frequently been mistaken for a 
gender with which I do not identify”; “I identify as lesbian or gay”; “I have had a sexual experience with a 
member of the same gender, but I do not consider myself gay,” “At times I feel confined by the expectations 
relating to dress, behavior, or emotional expression associated with my gender.”) 
 
Step 2.  Present the list to the class in handout form.  Encourage to answer the questions truthfully but make 
sure their answers remain anonymous (“Do not put your name on your paper.) 
 
Step 3.  Have the students ball up their surveys and return them to you.  (The balling up helps ensure that pen 
color and handwriting are not distinguishable by others.) 
 
Step 4.  Place the balled up surveys in a basket or box and have students randomly choose one.  Instruct them to 
exchange if they got their own. 
 
Step 5.  With their new surveys in hand, have the students stand on two sides of the room, leaving a middle 
space open. 
 
Step 6.  Read the statements off one at a time.  Each time a statement is read, ask any student who is holding a 
survey in which that statement has been answered “yes” to step to the center of the room. 
 
Step 7.  Discuss. 
 
 

Sample Non-Discrimination Statement for Course Syllabi 
 
Seattle University is an increasingly diverse academic community.  The Seattle University community benefits 
from this wealth of diversity in culture, gender, gender identity, gender expression, ability, age, sexuality, sexual 
orientation, religious/spiritual commitments, and intellectual commitments.  Out of appreciation for this 
diversity, this class promotes a respectful space for both learning and sharing ideas.  This class will operate 
under the provisions of Seattle University’s nondiscrimination policy.  Both the students and the professor 
should refrain from engaging in any behavior or language that may be disruptive or interfering to the learning 
objectives of this course as well as our ability to maintain a safe and inclusive space for exploring and addressing 
a number of contentious topics.  Such behaviors may include but are not limited to: hate speech; dismissive 
responses to others; interruption; personal conversations; and cell phone use of any kind.  I encourage you to 
approach discussions with a spirit of openness and tolerance. 
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Facilities Working Group 
Final Report 

 
The Facilities CITI Working Group, comprised of Timothy Albert, Residence Life; Derek Hottell, Recreation Sports; 
Michael Kerns, Facilities; and Tatiana Saroca, Facilities, met twice during the summer of 2009. At the initial 
meeting, we discussed how to approach the creation of trans-inclusive physical spaces on campus. Afterward, 
each subcommittee member researched best practices nationwide as well as our current institutional practice. 
Research was shared amongst the group at a follow-up meeting. The following issues and action steps are a 
reflection of both the research and the recommendations of the Working Group. 
 
ISSUE 1: ACADEMIC AND ADMINISTRATIVE BUILDINGS 
 
Gender inclusive restroom options are limited in academic and administrative buildings. Due to their high 
visibility and use on campus, the Library and Student Center must reflect gender inclusiveness through gender 
inclusive restrooms. Gender inclusive restrooms must also be spread throughout the rest of campus so that they 
are readily accessible. The campus also needs to be educated about why gender inclusive facilities are needed. 
 

Action Steps 
 

 Item Description Budget Comment 

1A Signage Develop a uniform signage designation for gender 
inclusive restrooms. 
 

No or minimal cost – 
covered by existing 
Facilities budget 

1B Library Provide a gender inclusive restroom(s) in the library. 
(Note: renovation plans include a gender inclusive 
restroom near west main entrance.) 
 

Included in project budget 

1C Student Center Provide a gender inclusive restroom(s) in the student 
center. 
 

Possible renovation – 
needs to be studied 

1D Convert Existing 
Restrooms 

Facilities to identify restrooms which can easily be 
converted to gender inclusive through the addition of 
signage. The full involvement and buy in of building 
tenants is necessary to make this work.   
 

Minimal cost – covered by 
existing Facilities budget 

1E Renovate Space Facilities to identify what other locations should have 
gender inclusive restrooms. Allocate funding to 
renovate the facilities. The full involvement and buy in 
of building tenants is necessary to make this work.   
 

Possible renovation – 
needs to be studied 

1F Future Major 
Projects 

Future major building projects will include the 
construction of gender inclusive restrooms. 
 

Costs included in project 
budgets 

1G Communicate 
Locations 

Provide a list and publicize where gender inclusive 
restrooms are available. 
 

No cost 

1H Educate Develop an education/information program about 
why gender inclusive facilities are needed. 
 

TBD 
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ISSUE 2: CONNOLLY CENTER 
 
Connolly Center offers limited privacy options for showering, changing, and restroom use. The women’s locker 
room showers currently provide privacy for individuals, but not in changing area. The men’s locker room 
provides no privacy. 
 

Action Steps 
 

 Item Description Budget Comment 

2A Designate Existing 
Restroom 

Designate the 2nd floor family restroom as a gender 
inclusive restroom. 

No or minimal cost – 
covered by existing 
Facilities budget 

2B Changing Areas Create privacy within the changing areas through the 
installation of partitions and curtains at the end of a 
bank of lockers. 

Covered by existing 
Facilities budget 

2C Men’s Locker Room Install curtain for the existing private showers in the 
men’s locker room. This will also provide some private 
changing area. Also, add partitions in the open shower 
area, similar to the women’s locker room.  

Covered by existing 
Facilities budget 

2D 
 

Fitness Center 
Expansion 

Develop gender inclusive restroom, changing area, 
lockers, and showers in the fitness center expansion. 
(Note: expansion plans include this space on each 
floor.) 

Included in project budget 

 
 
ISSUE 3: RESIDENCE HALLS 
 
Gender inclusive restroom and showers need to be available in the residence halls, and gender inclusive 
restrooms need to be available in the lobby of each resident hall for guests and students utilizing classrooms. 
Private or unisex restrooms are available on each floor in Bellarmine, Chardin, Murphy, and in the new 12th and 
Cherry Resident Hall, but not in Campion or Xavier. This limits the ability of a transgender student to fully 
participate in learning communities in Campion or Xavier. The assignment of rooms for transgender students is 
managed by Residence Life and appears to be working well. 
 

Action Steps 
 

 Item Description Budget Comment 

3A Campion and Xavier Study options to create gender inclusive restroom and 
showers on each floor. 
 

Possible renovation – 
needs to be studied 

3B Lobbies Study options to create a gender inclusive restroom on 
each floor. 
 

Possible renovation – 
needs to be studied 
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ISSUE 4: POLICY 
 
No policy currently exists that provides guidelines about the provision of gender-inclusive or gender-specific 
facilities by the campus community. The Facilities CITI Working Group has reviewed policies from other 
institutions and recommends adopting the following policy. 
 

Draft Policy Recommendation 
 
“In keeping with Seattle University’s policy of nondiscrimination on the basis of gender identity, the university 
encourages individuals to use the restroom that corresponds to their gender identity. In addition, to address 
issues of access for trans individuals, families, and attendants/caregivers, the university is committed to 
designating and maintaining a gender inclusive restroom in as many of its buildings as is reasonably feasible. In 
some instances, a designated gender-inclusive restroom may contain multiple stalls. Additionally, the university 
is committed to including at least one gender-inclusive restroom in new buildings constructed on campus to the 
extent feasible. 
 
Users of the Connolly Center shall be provided with safe and comfortable access to the locker room, showers, 
and restroom facilities corresponding to their gender identity. Building users who want to use a locker room, 
shower, or restroom different from their biological sex or legal gender should utilize one of the private restroom 
and/or shower stalls.” 
 
Available upon request: 
 

 CITI General and Academic Building Use Policy 

 Seattle University Restroom Count 

 Transgender Inclusion Information – Recreation Centers and General Academic Use 
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Seattle University Trans Law Symposium: Wednesday, October 20, 2010 

 
Improving Trans Awareness and Access at Seattle University 

Facilitators: Professor Dean Spade & Jolie Harris, Director of the Office of Multicultural Affairs 
Wednesday, October 20, 2010 

 
During this session, participants (students, faculty, staff and administrators from around the University as well as 
community members) discussed trans awareness and access issues on campus. The following are the lists that 
were generated of challenges that trans individuals face on campus and some strategies that may remedy those 
challenges and make SU more trans accessible.  
 
Challenges around Trans awareness and Access:  

 Acceptance and awareness by peers  

 Locker rooms and bathroom accessibility—there is a great deal of fear and harassment that can come 
with entering spaces marked by gender signs. Right now many people do not have easy access to gender 
neutral bathrooms and have to travel to another building or far away within a building to access a 
bathroom without fear of harassment. Similarly, people experience a lack of access to the gendered 
facilities at the recreation center.  

 Lack of Training—a lack of experience and larger awareness, knowledge, and training on the issues.  

 Marginalization within the broader LGBT community.  

 Course content - lack courses and scholarship that focus on trans issues. Professors don’t include in 
discussions or say inappropriate/offensive things. Lack of training/awareness.  

 Student and Employee information Systems do not allow students self-identity (current name/gender) in 
various systems including on rosters (which can lead to being outed in class), systems don’t allow for 
recognition of people who do not identify as male or female.  

 Individualization –treated only on a case-by-case basis, policies are not developed, every trans person 
being forced to struggle through the system each time and deal with all the problems individually.  

 Lack of accountability for self-education around trans issues and trans awareness.  

 Access to trans healthcare packages and policies—SU excludes trans health care from student and 
employee insurance. Other universities have resolved this.  

 Normative gender culture - particularly at SU law school.  

 Facilities Issues—gendered residence halls, gendered facilities and housing in study abroad programs, at 
various retreats, etc.  

 Preferred name/pronoun not used during class—roster problems, professors not trained/aware of 
issues, students not trained/aware.  

 Onus placed on individuals instead of the structures and institutions - Problem of singling out trans 
people to discuss their experiences, to lead change at SU. Overburdened because very few out trans 
people here.  

 Obstacles and lack of access for trans identified students involved in athletics  

 Trans people with disabilities---lack of resources.  

 Security—SU security not trained, trans students can’t trust that if they are being harassed in a 
bathroom or locker room security won’t take the side of harasser.  

 LSAT used in admission—skewed towards white male culture; therefore, excludes People of Color and 
low-income. Creates overall normative/exclusive environment.  

 Lack of trans people - faculty, staff, students, etc.  

 Pay compensation and equity issues  
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Strategies:  

 Persistent and repeated etiquette training and materials: Need for changing cultural norms, resolving 
harassment/mistreatment issues.  

 Desegregation of bathrooms: Providing gender-neutral bathrooms as norm (single and multi-stall) on a 
permanent basis. Address Law School admin’s argument that there are “already enough.” Not the 
experience of students here.  

 Safe space training on campus provided by a paid trans person or group.  

 Centering work of trans leaders—prioritizing.  

 Policy changes and protocol in conjunction with education on those changes.  

 Repeating the process—training, education, awareness—repeating trainings and education to ensure 
culture shift and maintain it given the enormous lack of awareness.  

 Training in student orientation—both law school and undergraduate school.  

 High standards need to be considered, not just minimum compliance.  

 Train teachers on how to address gender issues in classes, even if they don’t “come up” explicitly in the 
material; find ways to integrate in the classroom anyway.  

 EVERYONE understanding how they contribute to the normative values.  

 Roster issues addressed by allowing preferred names and preferred gender.  

 Identify safe spaces and people needed—a network of people instead of just those who we assume are 
the “go to” individuals. Make that information available as soon as possible.  

 Engaging in a grassroots campaign—not just making committees that create reports that never go 
anywhere. E.g. including facilities department, health center, fitness center, registrar, etc.  

 Conduct regular programming and strategy sessions and spaces.  

 Include LGBTIQ weblinks on school website for both on-campus and off-campus available services.  

 Opening and reaching out more broadly to communities outside of SU.  

 Changing health insurance plans to include trans care. Ensure that health center is prepared to prescribe 
and provide hormone treatment.  

 Use school media (staff/faculty newspaper and student newpaper) to raise awareness about trans issues 
on campus.  

 Publicize locations of non-gendered restrooms, while in process toward desegregating restrooms across 
campus  

 Conversation with public safety about who will enforce non-discrimination.  

 Core curriculum revisions - inclusion NOW to more accurately reflect  

 Direct Action - clear info where the gender neutral bathrooms are located.  

 Collect data on number of trans and gender-nonconforming individuals? Only with recognition that 
many people are not out and won’t self disclose on forms. But need to identify trans people (especially 
trans people of color) as a group currently undrepresented for issues like admissions and hiring.  

 Find ways to connect with each other and contribute even if you don’t identify as trans or gender-
nonconforming.  

 Diversity Ombudsperson.  
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 Seattle University Student Development Division Trans Awareness and Access Discussion Notes 
November 3, 2010 

CHALLENGES 

 Jesuit Catholic identity - unsure of fit 

 Not knowing how sure of safety - when to disclose 

 Gender-segregated restrooms – safety, forced choice, gender enforcement/monitoring, issues of 
disclosure,  

 Environment of policing around gender identity and gender expression 

 Gender binary 

 Preferred names and pronouns – university systems and processes 

 Safety in classroom – classroom climate detrimental to learning; student concerns not given due 
consideration 

 Level of awareness among faculty and staff of importance of using preferred names and pronouns 

 Gendered safety response procedures (e.g., sexual assault, self-defense) 

 Barriers to trans inclusion may disserve other communities 

 Gender-segregated housing and housing assignments 

 How widespread are conversations and education? 

 How our culture thinks about genders and bodies – connections 

 Low representation of trans faculty, staff, and leaders 

 Accommodation approach v. systemic approach – creation of culture where all bodies honored creates 
more opportunities to bring whole selves 

 Lack of gender-inclusive healthcare for students 

 Lack of open conversation about gender inclusion (i.e., is bullying happening?) 

 Fatigue at having to constantly educate others 

 Legal landscape  

 Housing – meeting safety needs in current system may lead to isolation 

 Moving from personal commitment to systemic change in institutional culture and practice; institutional 
accountability 

 Communication gaps – what’s already happening?  

 Lack of transparency; how do decisions get made? 

 Universe of other Jesuit Catholic institutions – where is SU on spectrum and where do we want to be? 
 
STRATEGIES 

 Gender-neutral restrooms and locker room facilities 

 Forms and surveys – leaving gender as an open-ended or choose-more-than-one response (Student Voice) 

 Attentive to use of pronouns – unlearning overuse and over-assumption of pronouns 

 Allow student self-determination and choice – students can make informed choices about safety, 
community; understand where we may be making choices for students, even if well-intentioned; leaving 
room for agency  

 Being proactive rather than reactive in creating inclusive culture 

 Awareness-raising and education efforts for staff, faculty, students – opportunities for reflection about 
how we construct gender, myths about gender; privilege and oppression framework 

 Commitment of budget and human resources – student database, facilities 

 Sexual harassment training – make sure training module is gender-inclusive 

 First-year seminar – focus on inclusion 

 Outreach to community resources – coalition-building 

 Introductions – ask for names and pronouns; avoiding making assumptions about gender 

 Affirmation from highest levels of university leadership, particularly president 

 Public opportunities for group engagement 
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All in a Name: New Software Benefits Transgender Students 
Release Date: 06-12-2009 
Author: Jeffrey R. Wakefield 
http://www.uvm.edu/~diversit/?Page=News&storyID=14419 
 
In addition to buying books, making last minute changes to his course schedule, and stocking up on three-ring 
binders, senior art history major Davin Sokup’s pre-semester to-do list always included one more task: emailing 
his professors to tell them that, when classes started, he preferred not to be called the name on their class 
rosters or the pronouns it implied. 
 
Sokup, a transgender student female at birth, asked professors to address him as Davin, not the feminine name 
on the class list, and to use the pronouns “he” and “his.” 
 
The effect of these communiqués was mixed at best. While only one professor outright refused to comply — 
Sokup dropped his class — many bumbled through with well meaning intent that was nevertheless 
embarrassing and ultimately threatened his safety. 
 
“When I was in class, the professor would look down the roster and be calling roll and say the wrong name and 
then correct themselves in front of the whole class,” Sokup says. Pronoun mistakes — followed by corrections — 
were also a problem. 
 
“I’m ‘out’ on campus, but it’s still very uncomfortable to walk around the next day and wonder who’s seeing me 
and telling their friend, ‘Oh, like, that’s the kid.’“ 
 
Dot Brauer, UVM’s director of Lesbian, Gay, Transgender, Questioning, and Ally (LGBTQA) Services, puts it more 
starkly. “They look around the room and think, OK, which of these 40 to 60 people might be the kind of person 
who will decide to get a gang of people to beat me up one day?” 
 
Preferred approach 
Thanks to innovative new software developed by the university last fall that is being hailed by colleges and 
universities around the country, the classroom embarrassment and potentially threatening consequences 
experienced by Sokup and other transgender students at UVM, a steadily growing community here and at other 
schools, have been greatly alleviated. 
 
The new software, created as an adjunct to the Banner student information system, allows students to fill out a 
form specifying their preferred name and pronoun. The information appears on all paperwork seen by faculty, 
so petitioning professors individually, a process that gave students no choice but to out themselves, is a thing of 
the past. 
 
But the program also allows students to retain their legal names, so financial aid checks keep coming and health 
insurance doesn’t lapse — a key feature. 
 
The software’s dual nature — preferred name for internal purposes and legal name for external ones — proved 
devilishly complicated to create and program and has been met with jubilation by LGBT directors across the 
country. 
 
“I’m frankly in awe of it,” says Nancy Jean Tubbs, director of the LGBT Resource Center at the University of 
California, Riverside, one of a number of schools considering using the software or a variant of it. 

http://www.uvm.edu/~diversit/?Page=DIR&alias=Jeffrey.Wakefield
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Less rosy 
There’s no doubt that, today, UVM is a best-practices institution for students who are transgender, a loose term 
covering a spectrum of identities and expression, from those who develop a psychological and emotional gender 
identity different from their biological sex to those whose internal experience of gender doesn’t fit neatly into 
the either of the traditional gender roles. Transgender people may or may not take hormones or undergo 
surgery. 
 
Since the new software was introduced, the university’s campus climate score has risen from 4.5 stars to elite 5-
star status on the LGBT website Campus Pride, a distinction it shares with schools like Berkeley, the University of 
Pennsylvania, Oberlin College, and Carlton College. UVM also hosts the annual Translating Identity Conference, 
organized by trans activist students on campus like Sokup, which attracts participants from around the country. 
 
But things were considerably less rosy seven years ago. 
 
At that time a transgender graduate student in the Higher Education and Student Affairs program named Ed 
Garton devoted his comprehensive exam for his masters degree to outlining the specific issues facing 
marginalized trans students at UVM and recommending a series of solutions. 
 
With encouragement from UVM’s then new president, Daniel Mark Fogel, UVM began a program of reform. The 
university added more than 40 gender neutral bathrooms to campus, addressing one of the key issues raised in 
Garton’s paper, expanded LGBTQ-friendly housing, and allowed students to use a preferred name on their 
campus ID cards. 
 
Garton reserved special criticism for Banner — the computerized repository of all student-related academic and 
financial aid information, which generates class rosters, advisee lists, and hundreds of other reports. So the 
university sought to address that issue, too. 
 
In a change of policy, UVM began allowing students to use a preferred name in Banner. But it clearly advertised 
that the new name would be used both internally and externally, so financial aid and health insurance would be 
jeopardized if students didn’t devote the significant time and expense needed for a legal name change.  
 
Not surprisingly, few trans students chose that option. 
 
Meanwhile, reports of experiences like the ones Sokup describes continued to reach Brauer, who reached out to 
senior administrators for help with the problem. 
 
Within a year, the budgetary stars were aligned, and a comprehensive Banner fix was underway. 
 
Onion layers 
What seems to the untutored eye to be a relatively simple project — activating an already existing but non-
functional preferred-name field in Banner — proved to be anything but. 
 
Creating and programming a user-friendly form that allowed students to input information required deliberation 
and skill. But it was clearing software pathways to the hundreds of reports on campus where the preferred 
name would appear — from academic warning letters to a student’s degree audit — and considering the 
consequences of each change that made the project so time-consuming. 
 
“You don’t know how much your name touches everything you do; it was like peeling off onion layers,” says 
Emma Kennedy, a transgender student member of the working group that took on the project, which also 

http://www.campusclimateindex.org/
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included Brauer, registrar Keith Williams, associate registrar Gail Starks, faculty member Kathy Manning, 
Kennedy’s sister Georgia, who worked in the registrar’s office, her father, Keith, a manager in ETS, and 
programmers Warren Van Wyck and Judi Schwartz. 
 
The group slogged through countless decisions — whether preferred or legal names would be listed in the 
online directory, for example, or how email addresses and aliases would be handled. 
 
A topic it debated at length was whether to give students the option of requesting gender-neutral pronouns — 
“ze” for “he” and “she;” “hir” for “his” and “her” — on the preferred name form because their unfamiliarity 
risked alienating faculty. 
 
The group ultimately decided it was better to offer the choices rather than exclude students whose identity 
didn’t conform to what the transgender community calls the “gender binary.” 
 
“Here we were trying to be inclusive,” Brauer says, “and we were going to work with assimilative folks but not 
the gender variant ones, for whom neither one of the gender boxes fit.” 
 
But all the “maddening detail,” as Brauer described it, had a paradoxical effect: the group bonded tightly. 
 
The software went live for the spring semester, with a positive response from trans students — there have been 
348 requests for a preferred name to date (although the vast majority were requests from students asking be 
called by a nickname — Bob for Robert, for example) and no negative feedback from faculty, who appreciate 
being spared the embarrassment of using the wrong name and pronoun almost as much as students, Manning 
says. 
 
Sharing 
While a software solution similar to UVM’s was recently developed by the University of Michigan for PeopleSoft, 
the other major student information system used in higher education, no like software fix existed for the 1,100 
schools using Banner. 
 
Recognizing a clear need, UVM decided to design its software in such a way that any of the Banner schools could 
adopt it — and to give the software away at no cost. 
 
“We wanted to make sure that, while there might be political barriers to adopting the software, there wouldn’t 
be financial ones,” says Williams, who served as project manager for the initiative. 
 
In March both UVM’s software and the PeopleSoft version were touted during a conference call hosted by the 
Consortium of Higher Education LGBT Resources Centers that drew about 40 participants. Brauer received a 
flurry of emails from schools seeking more information. 
 
One of them, Bridgewater State College in Bridgewater, Mass., is currently examining UVM’s software code and 
hopes to have its own system in place for the fall of 2010. Williams expects more schools to follow. SunGard, 
Banner’s parent company, is also considering folding UVM’s software into the basic package it offers schools, 
Williams says. 
 
First-generation trans 
The software solutions could be arriving just in time; students who identify as transgender are growing in 
number on campuses across the country.  
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Part of the impetus for the rise is that more students feel comfortable being openly transgender as social norms 
change, says UC Riverside’s Tubbs, “particularly at those schools with established LGBT Centers,” where they 
feel “safer making a connection with their peers or with staff in the center.” Some 150 schools have LGBT 
centers, she said. 
 
It also helps that many institutions have broadened their non-discrimination policies to include gender 
identity/expression — 267 to date, according to the Transgender Law and Policy Institute.  
 
But it’s not simply a matter of more trans people being willing to come out, says Brett-Genny Janiczek Beemyn, 
director of LGBT services at UMass Amherst, outgoing co-chair of the Consortium of Higher Education LBGT 
Resources Centers, and a board member of the Transgender Law and Policy Institute, who has published 
extensively on the topic. 
 
“I think more people are identifying as transgender because they see it as an option” at a younger age, Janiczek 
Beemyn says, rather than coming to terms with their gender identify in midlife, as ze did, after years of denial.  
 
Consequently, “you have a sort of first generation of people coming to college who identify as being transgender 
who are open about that and want to have services.” Janiczek Beemyn says peers at LGBT resource centers 
around the country all report seeing “more students coming to college identifying as transgender.”  
 
Colleges have much more to do to meet the needs of these students, Janiczek Beemyn says, from offering better 
healthcare access and care, to providing gender neutral bathrooms and housing, to educating faculty and staff, 
to wrestling with thorny issues created by gender-segregated activities and organizations like athletics and 
sororities and fraternities. 
 
But there’s no disputing the contribution UVM has made or the leadership role it is taking.  
 
“It’s one thing for a department chair to say, ‘We really want you to support transgender students,’“ says 
Manning, who describes the activism of the trans community as a civil rights movement. “But to actually have it 
institutionalized speaks to the commitment of UVM to create a safe environment.”  
 
Sokup, for one, is grateful.  
 
“I’d go to class on the first day and apprehensively wait for my name to be called, and if there was a mistake, I’d 
know my classmates were putting a face to the name, and that never felt completely safe,” he said in an email. 
“That awkward and anxiety-filled experience isn’t one that has to be felt by trans students anymore.” 
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