Australian Defence Force and Australian Public Service personnel assemble in Hyde Park prior to participating in the 2019
Mardi Gras parade, an event held every year in support of Lesbian, Gay, Bisexual, Transgender and Intersex people.
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Foreword
The right people with the right knowledge,
skills, attitudes and especially behaviour is
essential for a successful 5th Generation Air
Force which delivers capability now and into
the future. An appropriate and inclusive
workplace environment where all people are
respected and can perform to their full
potential is key to this outcome.

and Teamwork. I implore you to have the
courage to live by these values every day.

This Air Force Transgender and Gender
Affirmation guide has been designed to
assist individuals, supervisors and
Commanders to create more inclusive
workplaces and culture for members
affirming their gender. It has been developed
by Air Force Diversity and Inclusion, in close
consultation with personnel who have
affirmed their gender in Air Force. When a
person is able to be their true self, they are
able to contribute fully to Air Force
capability. This is why it is imperative to
support individuals affirming their gender.
To be an innovative and productive
workforce relevant to the emerging
capabilities of the future, we need to
embrace diverse thought, knowledge and
beliefs. We need to acknowledge the
differences and value the input each
individual contributes. Through a truly
inclusive workforce we can gain the
maximum benefit of the collaboration of our
personnel. The element that brings us
together is common values; Respect,
Excellence, Agility, Determination, Integrity

Director General Personnel - Air Force
(DGPERS-AF)
Air Commodore Geoffrey Harland, AM,
CSC, DSM

INTRODUCTION
A person’s gender is one of the first things we seek to identify when we see or meet other
people. Many people are happy living the life and cultural expectations of their gender
assigned at birth but sometimes people’s gender identity does not match their assigned
gender at birth. Air Force understands that being transgender is not a choice and the
diagnosis of Gender Dysphoria (GD) is to be recognised and supported accordingly based
on the individual.
To be transgender is to be different and the challenges faced are likely to be around the
general societal and organisational lack of awareness and understanding of GD. Air Force
understands that being transgender is not related to a person’s sexual orientation (sexual
attraction) and that transgender people may, like everyone else, be heterosexual, gay,
lesbian or bisexual. Whilst the content in this guide is not sensitive, it may be subject to
change as further research is conducted or policy developed. These Guidelines do not take
the place of nor override obligations under extant Defence policy or Government legislation.
Common Definitions are provided at Annex A and it may be beneficial to read these prior to
the body of the document.

BACKGROUND
This guide has been developed to assist transgender personnel in affirming their gender in
the Air Force workplace while also helping the mates, co-workers, managers and
Commanders of transgender personnel to foster improved understanding and awareness of
issues faced by personnel within their team. It has been compiled with the assistance of
individuals who have affirmed their gender in the Australian Defence Force (ADF).
The guide is not intended to replace or substitute extant Defence or Air Force policy, nor is it
to outline the medical process and procedures related to affirming gender. Its aim is to
provide additional information to personnel who are transgender through a friendly,
empathetic and relaxed approach based on shared experiences, lessons, advice and tips.
Affirming or transitioning gender1 is a very significant and challenging journey which will
impact almost every part of a person’s life. In particular, affirming gender in any work
environment is a difficult process and managing gender affirmation within an Air Force
career throws in a mixture of Service demands and expectations. The Air Force can be
challenging, rewarding, and above all, a unique and different career. Hopefully, with some
advice from this guide, personnel affirming their gender can get the most out of their time in
the Air Force, while also feeling that they don’t need to compromise their personal life.

This guide will outline some of the challenges and issues faced by transgender Air Force
Members, followed by some advice and tips from serving personnel. It will also outline some
policy issues with particular reference to the impact on transgender individuals. This guide
does not have all the solutions – a person’s individual circumstances are unique.

AIM
The aim of the Air Force Transgender and Gender Affirmation Guide is to ensure
consistency of practice, mitigate risk of discrimination and empower Commanders to
successfully lead diverse and inclusive teams.

SCOPE
This guide applies to all Air Force personnel and outlines the principles that should be
applied for the effective personnel administration of transgender or personnel affirming their
gender. It addresses administrative matters, and guidance to Commanders, Supervisors and
other Air Force personnel. Individuals considering gender affirmation should become familiar
with the handbook too.

Royal Australian Air Force personnel from No. 35 Squadron gather together on the RAAF Base Amberley flight line in honour of
International Day Against Homophobia, Biphobia, Intersexism and Transphobia (IDAHOBIT).

_____________
1

Gender affirmation or personnel affirming their gender is the terminology used throughout this document and is used instead
of transitioning to be respectful of the diverse group that this document is aimed. Personnel affirming their gender may use
transitioning gender as this best describes their experience, everyone is different. Be respectful and ask the person if you are
unsure of the appropriate language.

ADMINISTRATION PRINCIPLES
It is recognised that unique situations will arise that are not currently covered in policy.
Commanders need to be aware that the ADF and the Australian Defence Organisation are
bound by Commonwealth laws (in particular the Sex Discrimination Act (1984) (Cth)) which
imposes penalties for discrimination against individuals on account of their sexual orientation
or gender identity. Although most policies in Defence are gender neutral, some policies
relating to accommodation, uniforms and physical requirements remain separated as male
or female within the ADF environment. The following principles apply:





gender neutral options should be made available where they exist, or can be made
reasonably available
where there is no gender neutral option reasonably available, Command will need to
consider which gendered policies are appropriate for the individual
the view points of the individual, treating health care professionals, and supporting
staff are all to be considered
flexibility and common sense should be used by Command, in consultation with the
individual, treating health care professionals, supporting staff and colleagues to
determine which gender-specific policies should be utilised in each circumstance.

Commanders should take all reasonable steps to ensure that management of transgender or
gender affirming personnel is consistent with the way other personnel would be treated in
similar circumstances. There are situations in which it may be reasonable to propose or take
action that may not accord with an individual’s wishes. In these circumstances, and in
addition to ordinary decision-making considerations, the following should be taken into
account:





privacy of/for the individual (in accordance with the Privacy Act (1988) (Cth))
the nature and extent of the impact resulting from the action or proposed action on the
individual potentially affected
the feasibility of overcoming or mitigating the impact
whether the impact is proportionate to the result sought by the Commander or staff.

The Air Force values of Respect, Excellence, Agility, Dedication, Integrity and Teamwork
align with a flexible approach which supports transgender Air Force personnel during their
gender affirmation and beyond. Supporting gender affirming personnel provides many
benefits to Air Force and makes good business sense through:


increased retention of personnel – translating to reduced cost of turnover and
recruitment costs





greater effectiveness and productivity – personnel who affirm their gender in a
supportive workplace are likely to have more productive workplace efforts
promotion of innovation and team collaboration – recognition, appreciation and
utilisation of each person’s unique insights and perspectives
mitigating the risk of unintentional discrimination and inappropriate behaviour.

Air Force recognises that every person has the right to have their gender identity recognised
and respected. Therefore, all Air Force people who affirm their gender will be provided with
the necessary support and management to do so. The following principles should apply to
the treatment of all Air Force personnel:








Respect. All Air Force personnel have the right to be respected and are expected to
respect their colleagues, community and the values of Air Force and their Service.
Safety. All Air Force personnel have the right to a safe working environment that is
free from harassment and discrimination.
Inclusion. All Air Force personnel should be permitted the opportunity to fully
participate in their workplace and contribute to protecting and advancing Australia’s
strategic interests.
Understanding. The chain of command acknowledge that transgender individuals
deserve the same respect afforded to any other person and their specific needs and
administrative requirements may fall outside the scope of extant guidelines and
procedures in some instances.
Discrimination. The Commonwealth Sex Discrimination Act (1984) was amended in
2013 to add new attributes to antidiscrimination law: sexual orientation, gender
identity, and intersex status. The law recognises that intersex has a biological basis,
and it protects intersex people independent of other characteristics such as sex,
sexual orientation, gender identity and disability.

Privacy. All Defence personnel should be reminded of the use and disclosure of personal
information under the Privacy Act (1988) (Cth). Units are reminded that personnel should not
disclose another person’s gender status or identity without consent. Disclosure of this
information without consent, is a breach of the Privacy Act (1988) (Cth). Units should
manage the disclosure of information about a person’s transgender status carefully and
sensitively. The person’s right to privacy and the requirement for confidentiality should be
clearly explained to those having a need to know. Units should advise the member affirming
their gender, the personnel that have a need to know. There is no requirement to report that
a person is seeking to realign their gender identity. Commanders and Supervisors seeking
further guidance from within Defence or from an external support service should not reveal a
person's name, rank, gender or occupation without the express permission of the person
affirming their gender.

ADMINISTRATION OF AIR FORCE PERSONNEL
AFFIRMING THEIR GENDER
ADF policy covering the medical management of Gender Dysphoria, Gender Reassignment
Surgery and Gender Affirmation are within the Defence Health Manual (DHM) and
Commanders should ensure transgender or personnel undertaking gender affirmation have
appropriate medical support. The imperative is to manage all issues requiring medical
support in a non-discriminatory manner to ensure that any affected personnel can return as
soon as possible to their assigned duties. A Commanders/Supervisors Handbook for the
support of Air Force personnel who indicate their intent to affirming their gender is provided
at Annex B.

Recognition of affirmed gender
Transgender or personnel affirming their gender should be administered and recognised as
the gender affirmed by the individual and reflected in PMKeyS / Defence One. In order to
change gender in PMKeyS / Defence One, Form AD150—Amendment of Personal Data
Details - ADF is to be submitted (with supporting evidence)2 through the individuals CoC. If
an individual presents to the CoC with no evidence and requests to change their gender on
PMKeyS/One Defence, then they should be directed to medical. At the data
entry/amendment stage for affirmation of gender, the PMKeyS “Sex” and “Gender” fields
should be simultaneously updated to ensure the two fields are aligned.
Air Force recognition of a personnel affirmed gender requires presentation of one certificate
to their Commander or Supervisor stating the person's commencement of gender affirmation
or change in status. Surgical intervention is not a requirement for gender affirmation to be
recognised by Air Force. Early recognition through streamlined administrative processes
allows personnel to gain the support and assistance of their Commander or Supervisor
throughout.
On recognition of their affirmed gender, personnel are to be addressed appropriate to their
affirmed gender in accordance with the Sex Discrimination Act 1984 (Cth). Once PMKeyS /
Defence One have been updated, transgender personnel are to be identified as their
affirmed gender, at a time of their choosing. This will usually involve, but is not limited to,
gender appropriate clothing and grooming, forms of address/pronouns and a change of
name.
2

The form of certification may vary between State or Territory jurisdictions including: a valid Australian Government travel
document, such as a valid passport, which specifies gender; statement from a Registered Medical Practitioner or Registered
Psychologist verifying gender; Birth Certificate, wherein a State or Territory Registrar of Birth, Deaths and Marriages has
accepted a change in sex and/or name; State or Territory Gender Recognition Certificate, Recognised Details Certificate or
Recognition Certificate.

Accommodation. An Air Force person who is transgender or who has or is affirming their
gender should occupy the gender-specific accommodation (where necessary) aligned with
their gender affirmation. Accommodation should align with their affirmed gender from the
date reflected in PMKeyS / Defence One or earlier depending on individual circumstances.
The Manpower Analysis and Planning Systems (MAPS) tool draws information from
PMKeyS for accommodation and other personnel administrative requirements. Transgender
or personnel affirming or who have not yet affirmed their gender, may be automatically
(inadvertently) assigned accommodation that is not in keeping with their gender identity; this
is particularly relevant in cases where personnel may be at varying stages of the gender
affirmation process. MAPS draws information from the “Sex” field of PMKeyS and MAPS can
be over-ridden by Regulating Staff to ensure that common sense prevails in these
arrangements. Where an individual is transgender or has or is affirming their gender in
PMKeyS, Unit Administrators are to ensure that:




a simultaneous update to the “Sex” field on affirmation must be aligned with data entry
in the “Gender” field in PMKeyS. For example, a person affirms their Gender as female
as above and seeks to have PMKeyS updated to reflect their affirmed Gender –
PMKeyS must be updated simultaneously to reflect their “sex” as also being female or
vice versa for male Gender/Sex affirmation; and
the only instance where the “Sex” or “Gender” fields may be mismatched is in the case
of an individual who elects to affirm their Gender as “X” (Indeterminate / Intersex /
Unspecified) – in these instances an individual may elect to have the “Sex” field
designated as either male or female irrespective of their affirmed gender status.

Ablutions. An Air Force person who is transgender or affirming their gender should use the
gender-specific ablutions aligned with their affirmed gender, or if they choose, other
unisex/gender-neutral ablutions where available from the date reflected in PMKeyS /
Defence One or earlier depending on individual circumstances. Should the situation arise
where open, communal, same-sex ablutions are the only type available (as found on some
field exercises or deployments) the individual and their commander or supervisor should
discuss and agree upon an appropriate arrangement to ensure the needs of all personnel
are met (such as alternative timings).

Uniforms & Grooming
Uniforms are to be worn IAW Air Force Dress Manual (AFDMAN). An Air Force individual
who is transgender or affirming their gender is to wear the gender-specific uniform aligned
with their affirmed gender, from the date reflected in PMKeyS / Defence One or earlier
depending on individual circumstances. The Air Force Clothing Policy and Entitlements
Manual (AFCPEMAN) provides an entitlement for an individual when undergoing gender realignment (gender re-alignment is the personal, social OR medical process by which a
person's gender identity is changed) on presentation of a PM101 to exchange their uniform
on a one for one basis against their current entitlement.
Grooming standards within the ADFMAN are to be adhered to at all times in keeping with the
traditions of the Air Force and in accordance with affirmed gender as recognised in PMKeyS
/Defence One. In all instances, Commanders and staff should assist with uniform
procurement such that it occurs in a respectful manner for the individual affirming their
gender and/or Clothing Store staff.
Uniform for persons with Intersex / Indeterminate/ Unspecified or Non-Binary. Air
Force does not have a unisex uniform option and therefore personnel who identify as
Intersex / Indeterminate/ Unspecified or Non-Binary will be required to wear either the male
or female uniform, with no variation to standards IAW AFDMAN. Personnel are to adhere
holistically to the dress and grooming requirements associated with the issued uniform
entitlement, the merging of male and female dress and grooming standards is not to occur.
Individuals who affirm their gender to Indeterminate or Non-Binary are also eligible to
exchange their uniform on presentation of a PM101 as per the AFCPEMAN.
Ribbon Bars. If an individual has ribbon bars with 4 (or more) medal ribbons, these will
need to be adjusted as the AFDMAN requires that the row of ribbons consists of not more
than four ribbons to be worn with the male uniform and three ribbons to be worn with the
female uniform. If individuals have already been issued with ribbon bars, they will need to
apply to have the amendment to the ribbon bar as a free re-issue along with the application
for free exchange of uniform as described above.
Medals. Medals are engraved with an individual’s initials, surname and service number or
employee ID at the time of the award. Air Force personnel who change their name after
earning a medal do not have an automatic entitlement to a free re-issue of that medal to
reflect their name change. In accordance with the Defence Honours and Awards Manual
(DHAM) Volume 1, Chapter 44 - Replacement of Service Awards, medals are not normally
replaced free of charge unless the medal is lost, stolen or damaged. In exceptional
circumstances a person may make written application to the Director of Honours and Awards
for special consideration for the re-issue of medals engraved with their changed name. This
re-issue will be subject to the return of the original medals and the provision of proof of the
change of name.

Qualification badges. Transgender personnel or individuals affirming their gender who are
entitled to wear qualification badges earned in their previous gender may continue to do so
in their affirmed gender.
Salutations and forms of address. Transgender personnel or individuals affirming their
gender are to be addressed in accordance with their affirmed gender from the date reflected
in PMKeyS / Defence One or earlier depending on individual circumstances. Deliberate and
consistent use of salutations and/or pronouns contrary to this approach may constitute
unacceptable behaviour. In accordance with current Government legislation, it is appropriate
for personnel who identify as Intersex / Indeterminate/ Unspecified or Non-Binary to be
referred to by Rank and Surname (or just rank) rather than Sir or Ma’am. An individual
should also be referred to by their appropriate pronouns which includes they/them which
may be used by Intersex / Indeterminate/ Unspecified or Non-Binary personnel. The
individual should be consulted if it is unclear which pronouns are used by the individual.
Where possible, an effort should be made to use gender neutral forms of address in a large
group.

Legal Context
Air Force (and the ADF) must comply with the Australian Human Rights Commission Act
1986 (Cth), Defence Act 1903 (Cth), Privacy Act 1988 (Cth), Sex Discrimination Act 1984
(Cth), Work Health and Safety Act 2011 (Cth), and other Commonwealth, State and Territory
anti-discrimination legislation.
On 28 June 2013, the Sex Discrimination Amendment (SDA) (Sexual Orientation, Gender
Identity and Intersex Status) Act 2013 (Cth) received Royal Assent. This Act introduced new
protections in the Sex Discrimination Act against discrimination on the grounds of sexual
orientation, gender identity, intersex status and relationship status. This legislation
particularly applies to lesbian, gay, bisexual, intersex, transgender and gender diverse
people.

Health and Medical Services
Health care associated with gender affirmation, including non-binary, will differ depending on
the circumstances of the case, the procedures that are being undertaken, and the
individual’s medical needs. Treatment for gender dysphoria involves a variety of clinical
investigations and treatment options and is provided to Defence members in accordance
with the provisions of the DHM, Volume 2, Part 9, Chapter 13 – Medical management of
gender dysphoria and gender realignment in Defence members. The DHM provides
information on the diagnosis and clinical management of gender dysphoria and gender
realignment in Defence members, including deployability and what management protocols
will be funded at Commonwealth expense.
Not all treatment options sought by an individual will be financially provided for by Defence.
Defence will assess a person's entitlement for treatment and medication based on the
Medicare Benefits Schedule (MBS) and the Pharmaceutical Benefits Scheme (PBS), thus
providing care that aligns with care available to the Australian public through the Medicare
system. For further information on approved medical treatments, Defence members should
consult with their treating Defence medical practitioner.
Individual Readiness & Deployability. Defence places considerable importance on the
requirement for all Defence members to maintain appropriate standards of fitness and
operational readiness relating to their employability and deployability. In accordance with
MILPERSMAN Part 3, Chapter 1 – ADF Policy on Individual Readiness (IR) and Air Force
Personnel Standing Instructions - Chapter 7 – Individual Readiness Requirements, it is the
individual’s responsibility to ensure they are in date / ready for all components of their IR.
The ability of the Air Force to safely employ and operationally deploy personnel within
Australia, and overseas is underpinned by the IR of its uniformed personnel. IR is
fundamental to the ability of the Chief of Air Force (CAF) to meet the operational capability
requirements of the Australian Government. It is incumbent on all personnel of the Air Force
to accept a high level of personal responsibility for achieving and maintaining their IR.
The process of gender affirmation can be lengthy and involve Hormone Replacement
Therapy (HRT), counselling, medical and/or surgical intervention, specialist appointments
and regular access to pharmaceuticals. Gender affirmation may or may not include
feminisation or masculinisation of the body through hormones or other medical procedures.
The nature and duration is variable and individualised. Throughout the gender affirmation
process, the individual‘s MEC will be monitored with the aim of retaining or retuning them to
a deployable status (MEC 1 or MEC 2) in a timely manner, barring any other medical
conditions.

For gender reassignment involving HRT, from the time of commencement of treatment,
stability in hormone regimes usually requires access to appropriate health care for at least
six to twelve months. Personnel undergoing gender realignment either through psychological
counselling, HRT, surgical treatment or a combination of each are likely to be nondeployable for a period of time to permit access to appropriate care and monitoring,
stabilisation or HRT and post-operative recovery time. These treatments may continue for
longer periods and the individual may become or still be deployable. The duration of nondeployability will be different in each case.
During gender affirmation personnel who undertake HRT or medical and/or surgical
intervention, may have limitations on their duties. These treatments may render an individual
Temporarily Medically Unfit for Flying or Controlling which will be reflected in a PM101,
PM518, PM532 and/or a MEC review, therefore affecting personnel within officer and airmen
aviation specialisations. These individuals should work with their career managers to discuss
options to suit the specific situation and the individual may wish to discuss options for a
“ground” posting whilst undergoing gender affirmation.

Air Marshal Hupfeld delivers Keynote Address at Pride Ball 2018. Military Pride Ball is the main event for the LGBTI community,
families, friends and allies to celebrate achievement and champion inclusion with distinguished leaders from Defence and the
community.

For those undergoing surgical treatment, a post-operative period for wound recovery and
confirmation of the absence of complications will be needed. This may result in a nondeployable MEC (see detail on MEC below), each case should be individually assessed, as
there is not a ‘one-rule-fits-all’ approach to recovery post-surgical intervention.
For Defence members who have undertaken medical transition, and where clinical
management has stabilised (including no significant post-operative complications and no
significant coexisting conditions), a deployable MEC consistent with definitions at
MILPERSMAN, Part 3, Chapter 2 is likely to be appropriate.
Deployment of transgender personnel, personnel affirming their gender or Intersex /
Indeterminate/ Unspecified or Non-Binary personnel on operations or exercises to countries
where the status of these personnel is not recognised (or prohibited) by local legislation,
needs to be considered carefully in consultation with the individual concerned and
Command. There may be instances where, despite affirmation of gender and alignment of
identification documents with that affirmation, the safety of transgender personnel, personnel
affirming their gender or Intersex / Indeterminate/ Unspecified or Non-Binary personnel may
be at risk by the nature of local laws.
Deployment of a transgender individual or personnel affirming their gender on operations or
exercises to countries where the status of these personnel is not recognised (or prohibited)
by local legislation, needs to be considered carefully in consultation with the individual
concerned and Command. There may be instances where, despite affirmation of gender and
alignment of identification documents with that affirmation, the safety of transgender or
personnel affirming their gender may be at risk by the nature of local laws.
There are also considerations for exchanges or postings to Navy Ships for Air Force
personnel and in this case the Navy Transgender Handbook has detail on the different
limitations of each vessel.
If at any stage a commander or supervisor is unsure of the deployability or employability of
an individual then the local health centre can be contacted noting that discussions will be
confined to restrictions as stipulated on the PM532. Health Centre personnel will operate
within the boundaries of patient-confidentiality legislation.
Military Employment Classification (MEC). The MEC system provides a consistent Joint
approach to the application of medical fitness standards in the employment of Defence
members. The safe employment of Defence members through the application of MEC and
associated restrictions is a critical component of military capability. The MEC system is a
flexible framework to ensure that Defence members are employed within their maximum
potential to the best advantage of both the Defence individual and the ADF.

The MEC system is an integral part of a workforce management construct which
emphasises the inherent physical requirements and functional capacity to perform specific
tasks necessary for employment in different operating environments. The separate
categories of MEC focus on deployability, employability and rehabilitation and are designed
to provide flexibility for workforce managers to match Defence members against specific
employment criteria in differing environments.
Joint Health Command (JHC) manages all Joint Health policies in relation to MEC
standards, and each Service also has its own policy guidelines in relation to their Service
owned MEC Review Board (MECRB) processes. For Air Force, it is The Directorate of
Personnel, Members and Managers Guide to the Military Employment Classification Review
Process. Gender affirmation may involve a Medical Employment Category Review (MECR)
at various stages throughout the process. During the initial phases of gender affirmation, the
MECR process may render an individual IR non-compliant. Every individual situation needs
to be assessed on a case-by-case basis, as there is no ‘rule-of-thumb’ that can be applied to
every person.
Some personnel with GD may not require treatment or have any associated coexisting
health conditions, and therefore may not require a MECR. For gender reassignment
involving HRT, from the time of commencement, stability in hormone regimens usually
requires access to appropriate health care.
The nature of an individual’s gender affirmation remains their individual choice, and may not
necessarily render a person to be unfit for deployment or IR non-compliant.

Physical standards
Transgender or Air Force personnel affirming their gender should adhere to the physical
standards of their affirmed gender as reflected in PMKeyS / Defence One. Adherence to
physical fitness standards will vary depending on medical considerations and any
requirement for surgical procedures that are communicated to Commanders and
Supervisors by extant medical administrative procedures.
When a person affirming their gender has achieved 'gender resolution' (a point in their
affirmation where they are comfortable with their affirmed gender and can function in the
workplace in that gender) then the physical standards of their affirmed gender apply. For
personnel recorded as Gender ‘X’ in PMKeyS, consultation between Command, the
individual and medical staff should be conducted to determine the most appropriate physical
standard.
Participation in sport. Guidelines pertaining to Air Force (or ADF) personnel who are
transgender or affirming their gender and their participation in sport are provided at Annex D.

Passports
A transgender person or an individual affirming their gender may have a passport issued in
their affirmed gender. Gender realignment surgery is not a pre-requisite for the issue of a
passport in a new gender. Additionally, birth or citizenship certificates do not need to be
amended for applicants to be issued an Australian passport in their affirmed gender.
A letter from a medical practitioner certifying that the person has had, or is receiving,
appropriate clinical treatment for gender affirmation to a new gender, or that they do not
identify with the sex assigned to them at birth, is acceptable for the issue of a passport with a
different gender. The letter will only be accepted from practitioners registered with the
Medical Board of Australia (or equivalent overseas authority). Form B-14 Declaration:
gender change in travel document, is available on the Department of Foreign Affairs and
Trade (DFAT) website.
When an individual with an Official Passport (green) applies for an Ordinary Passport (blue)
in their new name and gender, it will trigger the cancellation of the Official Passport. They
should consider replacing both passports at the same time. Note: there are possible
restrictions to people who identify as Gender X on their passport, as they may not be able to
travel to all countries.

Applicants must meet all other normal passport requirements, such as providing proof of
identity documents to support their identity in the wider community. Detailed information on
passport requirements are contained on the DFAT website under the Passport section and
in the Military Personnel Policy Manual. For further advice, contact the Australian Passport
Information Service on 131 232 or the Passport Policy Section by email:
passports_policy@dfat.gov.au.

Change of name
A transgender person or an individual affirming their gender may choose to legally and
formally change their name. A legal and formal change of name requires the submission of
Form AE795 Change Your Legal Name. Proof of a legal name change must be attached and
submitted with the form. Certification for legal name changes include: Birth Certificate,
wherein a State or Territory Registrar of Birth, Deaths and Marriages has accepted a change
in name; State or Territory Gender Recognition Certificate, Recognised Details Certificate or
Recognition Certificate. ADF personnel should also review relevant fields within Form AD150
Amendment of Personal Data Details - ADF and submit as instructed.
Bank account(s) nominated to receive Defence pay also need to be updated by using either
PSS/PMKeyS [Employee Self Service > MyPay > Banking Details] or by completing Form
AD576 – Bank and financial institution account authorisation form. To update Defence Credit
Cards transgender personnel or individual’s affirming their gender should contact
defence.creditcards@defence.gov.au or call 1800 007 606.
An individual may choose to informally change their name prior to, or without, a legal/formal
change and this should be reflected using the preferred name field in PMKeyS/Defence One
using Form AD150 Amendment of Personal Data Details – ADF.

Relocation
To assist in their gender affirmation, a personnel may request, under existing compassionate
posting provisions, posting action to allow them to continue their service in a new location to
be closer to family support throughout their gender affirmation or to be located in closer
proximity to gender transition specialist service providers. The individual does not lose the
right to stay with their existing unit if they wish to remain in post (subject to any medical
considerations, MEC status and deployability or IR compliance).
Housing entitlements. Transgender or personnel affirming their gender who occupy livingin accommodation should be housed in accommodation appropriate to their affirmed gender
or they may seek rental assistance for accommodation off-base.

Support
It is recommended that transgender personnel or personnel affirming their gender seek
support for any personal issues that might occur. Air Force personnel should consult with
their local Health Facility, Chaplaincy Centre, Defence Community Organisation (DCO)
and/or their chain of command.
Access to the All Hours Support Line (ASL) on 1800 628 036 is also available 24 hours a
day, 7 days a week. The ASL is a confidential telephone triage support service to help ADF
personnel and their families access ADF or civilian health services they are entitled to
receive from the ADF more easily. Services include psychology, medical, social work and
chaplaincy services.
Appointment of a Unit Case Manager. A unit Case Manager may be appointed in
consultation between the person affirming their gender and the Commander or manager to
assist the person during the gender affirmation process. When considering who to appoint
as the Case Manager, the Commander or manager should look for a person who is
compassionate, knowledgeable of the support services available to the individual affirming
their gender, able to be the conduit between the individual and the command/management
team, and is someone with whom the individual feels comfortable. The appointment of a
Case Manager does not negate the responsibilities of a Commander or Supervisor in their
duty of care for all of their personnel.

Wear It Purple Day is a show of support and empowerment for sexuality and gender diverse people. Wear It Purple Day
encourages all people to explore diversity, promote respect for one another and a sense of belonging.

Workplace integration and support for co-workers. Careful and sensitive management of
the person’s employment, workplace and, where relevant, domestic arrangements will be
needed throughout the gender affirmation process. The way in which this is handled can
significantly diminish the transgender individual's exposure to minority stress. The privacy of
the person is paramount and details should not be communicated to anyone who does not
have a need to know. The Commander or supervisor and the individual should discuss and
agree on an individual basis in the workplace to ensure that any general communication to
the workplace is done in a sensitive and supportive manner. Such communication should be
in accordance with a reasonable and agreed time frame and should ideally commence prior
to the person affirming their gender presenting to work in their affirmed gender.
Ongoing open and informed discussion between the transgender person, management and
work colleagues is an important consideration. The medical status of the transgender
individual is to be classified with For Official Use Only with the DLM of Sensitive:Personal
security markings and should not be discussed in the workplace environment. Similarly,
once an individual’s gender has been affirmed in PMKeyS, disclosing the individual’s
assigned gender at birth constitutes an inappropriate release of sensitive personal health
information. A member affirming their gender may wish for their workplace to be briefed, the
general information that could be provided to the workplace may include:





information on gender dysphoria that is generic in nature
personnel experiencing GD are likely to have been living with this distress about their
gender identity for a long time
there is likely be changes to a person's external appearance including military uniform
worn
a person's personality and idiosyncrasies may remain the same or may change with
the expression of their true identity.

Additional specific information to pass on to the workplace may include the member affirming
their gender’s name (if changed) and the pronouns they will be using. This should only be
done at the request of the member. Supervisors/commanders should encourage
transgender or members affirming their gender to contact Defence LGBTI Information
Service DEFGLIS who can facilitate support from a team of Defence personnel, some of
which have undergone gender affirmation and/or other advocacy groups or support
organisations who specialise in transgender health and wellbeing. A mentor may also be
able to be identified to assist the individual and can provide guidance and moral support.
Support for supervisors and individual is also available by email to Air Force Diversity &
Inclusion (airforce.diversity&inclusion@defence.gov.au).

CHANGING AIR FORCE RECORDS, DEFENCE ONE & ICT
SERVICES
Conflicts in official documents may arise for people who are transgender or affirming their
gender but have legacy documents that conflict with their current identified gender. When Air
Force supervisors or administrators are presented with conflicting information about an Air
Force individual's sex or gender, they may seek further information and supporting evidence
to corroborate their identity, in accordance with the Australian Government’s approach to
identity security.
In accordance with the Australian Government Guidelines on the Recognition of Sex and
Gender (where there is conflicting information about a person’s sex or gender), the
Australian Government travel document or the latest dated document will take precedence in
establishing a person’s gender for Air Force purposes.
Where it is necessary to verify a person's gender to confirm identity or determine eligibility
for a benefit or entitlement, in accordance with paragraph 24 of the Australian Government
Guidelines on the Recognition of Sex and Gender, Air Force will recognise any one of the
following as sufficient evidence of their sex and/or gender:




statement from a Registered Medical Practitioner or a Registered Psychologist which
specifies their gender
valid Australian Government travel document such as a valid passport, which specifies
their gender
State or Territory Birth Certificate, which specifies their gender. A document from a
State or Territory Registrar of Births, Deaths and Marriages recognising a change of
sex and/or gender will also be seen as sufficient evidence.

The change your legal name process, using Form AE795 processed by the Customer
Service Network (e-mail yourcustomer.service@defence.gov.au), will provide information to
a number of Defence areas to effect updates including:




PMKeyS/Defence One, the Everybody (e-mail) Database and Corporate Directory
security details on the Personnel Security Administration Management System
(PSAMS)
ICT account details on the DRN (and if applicable, guidance on how to initiate changes
to DSN accounts)




nominated pass office – for issue of a replacement Defence Common Access Card.
Personnel Files (Personnel, Leave, Training, Medical and Dental etc) or records
(Uniform, Ground Defence) should be updated to reflect affirmed gender and name.

Security
All changes to personal circumstances must be advised to the Australian Government
Security Vetting Agency (AGSVA) as soon as possible. Prior to the commencement of the
gender affirmation, the transgender individual should submit Form SVA003-Change of
circumstances notification to the AGSVA. Personnel can refer to
http://intranet.defence.gov.au/agsva or email: securityclearances@defence.gov.au for
advice.
A list of publications, documents and resources that may be of assistance is provided at
Annex E.

CONCLUSION
Transgender personnel and those undergoing gender affirmation often face complex and
difficult circumstances requiring tailored support. Where existing policy or considerations in
this guide fail to address an issue relating to the administration of transgender personnel,
then respect for the individual and common sense must guide the decision-making process.
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ANNEX A

DEFINITIONS
These terms and definitions are provided to assist managers & personnel with terminology
surrounding gender and sex. Some terminology is culturally dependent and as such, prone
to change. All personnel should be respectful and use terminology appropriate to the
circumstances, including:
Affirmed Gender. Affirmed gender is a person's own psychological identification as a man
or woman, neither or both, regardless of their biological sex.
Assigned Gender/Sex. Assigned Gender or Assigned Sex is a person's biological sex at
birth assigned by a medical practitioner based on observable physical characteristics at
birth.
Cisgender. Individuals whose gender identity is the same as their birth-assigned sex or
gender.
Gender. The term 'gender' refers to the way in which a person identifies or expresses their
masculine or feminine characteristics. Gender does not necessarily accord with anatomical
sexual presentation. It consists of two related aspects: gender identity, which is a person's
internal perception and experience of their gender; and gender role, which is the way that
the person lives in society and interacts with others, based on their gender identity. Gender
is less clearly defined than anatomical sexual presentation, and does not necessarily
represent a simple 'one or the other' choice. Some people have a gender that is neither
female nor male (indeterminate).
Gender Affirmation. Gender affirmation refers to an interpersonal, interactive process
whereby a person receives social recognition and support for their gender identity and
expression. This may or may not include social expression (name and pronouns),
psychological validation, legal administration (legal gender and/or name change), and/or
medical transition (feminisation or masculinisation of the body through Hormone
Replacement Therapy (HRT) or other medical procedures such as Gender Realignment
Surgery (GRS)). Gender affirmation is variable and individualised in both time and nature,
and two people’s experiences may be very different. This process may be referred to as
transitioning by the individual affirming their gender.
Gender Diverse. This term is used to recognise individuals who are not cisgender. This may
include people who identify as a gender different to their assigned birth sex or as neither
male nor female (non-binary).

Gender Dysphoria (GD). GD is a diagnostic term used to describe the distress resulting
from identifying as a gender that is inconsistent with an individual’s birth-assigned sex (the
birth-assigned sex is the source of distress). GD is not to be used as a generic descriptor for
gender diverse personnel. Many, but not all, transgender individuals experience gender
dysphoria, and treatments such as gender-reassignment can reduce dysphoria.
Gender Identity. A person's intrinsic sense of being a man, woman or non-binary person.
Gender Reassignment Surgery (GRS). GRS involves surgical intervention to change an
individual’s biological appearance and is usually undertaken after an extensive period of
medical and/or counselling support or assessment; GRS is not undertaken lightly, being in
most cases irreversible. Medical and Psychological practitioners consider GRS intervention
under Standards of Care laid down by the World Professional Association for Transgender
Health (WPATH). The WPATH standards do not generally apply in the case of intersex or
indeterminate personnel; wherein surgical intervention may be considered as corrective
surgery. The choice to undergo GRS remains with the individual.
Indeterminate. A word used in Commonwealth legislation and policy; a person of
indeterminate sex or gender is either someone whose biological sex cannot be
unambiguously determined or someone who identifies as neither male nor female. Many
terms are used to recognise people who do not fall within the traditional binary notions of sex
and gender (male and female), especially non-binary, gender diverse, gender-queer, pangender, androgynous and inter-gender. Some cultures may have their own terms for gender
identities outside male and female. For administrative purposes these individuals may have
a gender marker as ‘X’ in PMKeyS / Defence One; they may also elect to affirm their gender
as male or female irrespective of their birth ‘Sex’.
Intersex. Intersex refers to people who have genetic, hormonal or physical characteristics
that are not exclusively 'male’ or 'female', or a combination of female and male. A person
who is intersex may identify as male, female, intersex or as being of indeterminate sex.
Intersex people have a broad range of gender identities, just like non-intersex people. The
identities of people with intersex variations may not, at times, match their appearance.
Having a gender identity that is not exclusively male or female does not automatically make
someone intersex. Similarly, being intersex does not imply a person is transgender. There
are many different intersex variations that are not necessarily apparent at birth.

LGBTI. LGBTI is an acronym used to refer collectively to Lesbian, Gay, Bisexual,
Transgender, Intersex and Queer persons or issues. It should be noted that ‘L’,’G’ or ‘B’ refer
to sexual orientation and this may have nothing to do with gender identification or gender
affirmation of ‘T’ or ‘I’ persons.
Queer. Queer is a term that may be used to describe those who are not cisgender
heterosexual individuals, to describe themselves or their personal experience of sexual
orientation and/or gender identity.
Non-Binary. Non-binary refers to a person who identifies outside the binary structures of
male and female. Similar to the term transgender, it is an umbrella term used to describe
people whose gender identity differs from their assigned sex and that of man or woman.
Non-binary people may choose to use the x-gender marker.
Minority Stress. Minority stress describes the high levels of stress that may be experienced
by individuals stigmatised by mainstream society.
Sex. Sex is defined as a person's chromosomal, gonadal and anatomical characteristics
associated with biological sex. It should be noted that individuals may have a range of
circumstances, or undergo a variety of treatments, that make it difficult to define a true
biological sex. In such instances Commanders should seek guidance from a medical
professional.
Sexual Orientation. The term 'sexual orientation' refers to a person's emotional or sexual
attraction to another person, including amongst others, the following identities: heterosexual,
gay, lesbian, bisexual, pansexual, asexual or same-sex attracted. This is different to a
person's sex or gender identity.
Transgender. A person whose gender crosses or transcends culturally defined categories of
gender. The gender identity of transgender people differs to varying degrees from the sex
they were assigned at birth. The term ‘transgender’ is widely accepted as an umbrella term
that is used to describe all those whose gender identity is different to their biological sex.
The term should only be used as an adjective: individuals should be referred to as
'transgender people', not 'transgenders', ‘transsexuals’ or ‘transvestites.’ Transgender men
are people who were registered at birth as female but now present to the world as male.
Transgender women were registered at birth as male but now present as female.

ANNEX B

Support Handbook for Commanders, Managers &
Colleagues
Commanding or managing a Defence member who is transgender or affirming their gender
should be no different to any other Defence personnel. The support needed will vary from
individual to individual, as it does for all personnel. The support you provide and leadership
you display when a person goes through a gender affirmation will have a significant impact
on that person. Your leadership will also impact the behaviours of the individual’s colleagues
and how that person is treated in the workplace.
Transgender individuals can experience psychological distress. This is known as Minority
Stress, which results from the stigma often associated with gender-nonconformity. These
symptoms are socially induced and are not inherent to being transgender. Minority stress
can therefore adversely affect an individual's performance in the workplace, particularly if
people in the workplace are the source of the stress. Minority stress in the workplace and
outside of the workplace occurs by means of social isolation and harassment when they
begin their journey to affirm their gender identity. This risk should be assessed and managed
accordingly. Workplace education and awareness training should be considered as one
means of addressing this risk.
It is important to treat transgender personnel or personnel affirming their gender with respect
like any other Defence personnel under your command or management regardless of your
personal beliefs. It is especially important to remember your responsibilities to comply with
the Privacy Act (1988) (Cth) and not disclose personal information without permission of the
member.
The process of changing gender from that assigned at birth to that which matches a person’s
gender self-identity can occur in many different ways and for a variety of reasons. For some
personnel, it is a complex process that takes place over a long period of time, while for
others it is a one- or two-step process that happens more quickly. Gender affirmation may
include a number of components such as:





‘Coming out’: telling one’s family, friends, and/or co-workers;
Social aspects including social change of name, change of pronouns and gender
presentation;
Legal aspects including change of name and/or gender on legal documents; and
Medical aspects including accessing hormone therapy or possibly medically necessary
surgical procedures.

Not all personnel affirming their gender will undergo surgery in order to identify as their
affirmed gender; and access to suitable medical care is an integral part of gender
affirmation. The lack of surgical intervention does not make gender affirmation any less real.
Affirmation of gender identity can also place stress on families and relationships. As in any
other circumstance, the personal wellbeing of the person affirming their gender is paramount
and appropriate management strategies to assist the person in coping with additional
stresses may be useful. The Defence person and their families should be encouraged to
engage with Defence provided support services. Support is discussed in more detail later in
this handbook.
Additionally, mental health conditions such as depression and anxiety can also be present
as a co-existing condition to the gender dysphoria or in its own accord and they should be
managed in their own right. Commanders and managers should consider both the medical
advice and the advice of the individual when determining how that person is to be employed.
Management of the transgender individual should be focused on their capabilities, guided by
medical advice and the advice of the person affirming their gender. Where advice is
insufficient to make a decision, such as whether it would be appropriate to deploy an
individual on exercise or operations, then additional advice should be sought from the
treating medical practitioner at the local Health Facility by the Commander for specific
scenarios.
There are simple ways to create an inclusive environment for all personnel and especially
those who have affirmed their gender or intend to affirm their gender. A practical approach to
dealing with personnel may include:
Step Action
Educate yourself about the issues and the language of gender
1
identity.
Gender identity is not the same thing as sexual orientation:
Sex refers to standard biological ascriptions, of male, female,
intersex or other.
Transgender refers to a person whose gender identity is different
from the gender ascribed to them in the past, typically at birth.
Gender Affirmation refers to the process where a transgender person
commences living permanently as a person of another gender group
to their birth-assigned gender.
Affirmed gender is the gender that an individual has identified with
that is different to their ascribed gender group at birth.

Check/Comment

Step Action
2
Communicate an open door policy.
Ensure that any individual can approach you about their Gender
Affirmation when they’re ready or any post affirmation challenges and
always protect the individual’s privacy.
3
Treat every person affirming their gender or transgender person as
an individual.
Seek guidance and advice from the Chaplain, local health centre
Mental Health Team and medical services. Attend Individual Welfare
Boards or Case Management Meetings (with patient consent) to
ensure you are well informed on the issues surrounding your
personnel.
The flow chart at appendix A provides a visual representation of
gender affirmation, this is provided to assist Commanders and
Managers and it is important to remember that every persons
experience will be different.
4
The Commander’s impact
Be sure you understand your personnel’s wishes with regards to their
status.
Protect the individual’s privacy. Information management is very
important.
Consider providing the individual with a Mentor who the individual is
comfortable with.
Seek guidance and advice from other Commanders and Supervisors
who have experience with gender diverse personnel. Air Force
Diversity and Inclusion or DEFGLIS may be able to put you in contact
with other Commanders/Supervisors who have been through a
similar management process. Note: Members identifying details
should not be shared unless consent has been provided by the
member.
Be open with your personnel affirming their gender. Be genuine and
empathic - don’t be afraid to ask questions, make honest mistakes,
and admit that you are learning
Ensure that all personnel are aware that intolerance, bullying or any
other unacceptable behaviour towards any individual affirming their
gender will not be tolerated.

Check/Comment

Step Action
5
Address the messing/ablutions arrangements when possible –
particularly when living on base or prior to deployment on
operations/exercises
Ensure that transgender personnel can safely use the ablutions and
mess that conform to their affirmed gender identity - not their birth
‘Sex’
Unit Administrators / PMKeyS data entry operators should ensure
that, on approval of Gender Affirmation, The PMKeyS fields of both
‘Sex’ and ‘Gender’ are aligned to the individual’s affirmed gender
status. The only exception may be for individuals who affirm their
gender as X on PMKeys – these personnel may seek to have either
male or female attributed to their ‘Sex’ field in PMKeyS irrespective of
their affirmed gender.
6
Take an interest in individual affirming their gender
Set clear boundaries between personal and work issues. The primary
focus should be on the job and work performance, not the gender
diverse individual’s personal situation.
The key for leaders and mentors is to listen and be supportive but
refrain from becoming embroiled in the process itself.
7
Language is important
It is important that transgender individuals be treated with respect
and therefore be addressed according to their name and pronouns.
In everyday written and oral communication, the new name and
pronoun should be used by all personnel.
8
Issues to be vigilant about
The command team should be vigilant about any non-inclusive
behaviours such as:
deliberately using incorrect names or pronouns (such as ‘he’ instead
of ‘she’)
denying the individual training and promotion opportunities because
of their gender identity or perceived ability
changing the nature of the individual’s job because of their gender
identity
ridiculing or ignoring someone because of their gender identity
issues related to use of/access to ablutions – e.g. denying use of
ablutions based on biology versus affirmed gender
9
Seek out an expert for training or support
The burden of education should not be on the gender diverse
individual (it can be frustrating to be perceived as a “token” or
someone else’s “teachable moment”)
Contact Air Force Diversity & Inclusion to seek support or to deliver
training in your establishment.

Check/Comment

Step Action
10
Reasonable questions you may wish to ask the individual:
What does support from me, look like to you?
What support do you think you need, and what would you like, from
the unit?
Would you like assistance in assigning a mentor or support person?
Do you have support? Have you heard of DEFGLIS?
Would you like me or your supervisor to advise your team/ the unit?
Do you need assistance in understanding the Air Force and Defence
Policy on affirming your gender? Are you comfortable for me to share
your information with the unit administration officer to facilitate this?
Have you engaged medical?
Note – do not share a members personal information without their
consent.
11
For support, email the D&I team:
airforce.diversity&inclusion@defence.gov.au

Check/Comment

Co-workers. Many personnel have a lot of questions about their transgender co-worker’s
gender affirmation. Remember, it is inappropriate to ask personnel – transgender or not questions about their private medical history, such as whether they have had surgery. It is
likely that some personnel feel comfortable enough with one another to discuss private
issues, but it is important that you do not assume that transgender personnel will want to
discuss their private health care matters. Instead allow transgender personnel to initiate any
conversation about their gender affirmation if they do choose to share such information with
you. Remember to respect their privacy and not discuss it with others unless you are
provided with approval from the individual concerned.
As a co-worker or colleague you may be unsure of how to address the individual or the
pronouns they now use. An appropriate way to address this is to privately ask the individual:
“I would like to be respectful,



how should I address you?”
what pronouns do you use?”

A change in gender expression and/or appearance is often the first thing noticed by others
when a person is affirming their gender. It is important to remember, that whilst a person’s
outward appearance, name, pronouns or expression may change over time, their intrinsic
sense of self may not. This intrinsic sense of self can include their set of core beliefs and
values that are unlikely to change during the gender affirmation process.

APPENDIX A
to ANNEX B

Diagnosis
Medical, Birth or Recognition Certificate presented to
Commander/Supervisor
Discussion between Commander/Supervisor and Defence personnel including but not limited to:
Leave
Arrangements

Would the individual like to take leave prior to commencing the social realignment phase (e.g. to allow time to
acquire a more gender appropriate appearance)?

Posting Action

Does the individual wish to relocate to another unit and/or locality? If so, Commander/Supervisor to assist and
discuss with Career Management Agency.
Commander/Supervisor to assist so that procurement of uniforms runs smoothly and without embarrassment to
either the gender affirming individual or the Clothing Store staff.
Most gender affirming individuals will want to be known by a more gender appropriate name. They may initially
choose to be known as their chosen gender appropriate name. Consider issuing a letter of authority to explain
the difference between ID photo and individual’s appearance and name until such time as a legal/formal change
of name is sought.
The individual may need the assistance of their Commander/Supervisor with regards to Service residence,
Rental Assistance or appropriate living-in accommodation.

Uniforms
Change of
Name

Housing
Mentor & Case
Manager
Ablutions
Family
Assistance
Informing the
workplace

Does the individual want assistance in finding a Case Manager or Mentor to assist them throughout their
affirmation?
Toilet and shower facilities of the affirmed gender may be used.
Has the individual arranged to speak with the Defence Community Organisation for assistance for themselves
and their family?
When, how, if and where this should occur needs to be agreed between the individual and their
Commander/Supervisor.

Individual commences affirmation in the workplace

Liaison between
treating medical
officers and CO
may be necessary

Individual may be
subject to MEC
Review
Individual may be
required to
complete fitness
tests IAW their
affirmed gender

Ablutions
appropriate
to affirmed
gender may
be used

Individual
issued with,
and wears,
uniform of
affirmed
gender

Individual to be
referred to as
chosen name
with correct
pronouns used

Recognition of affirmed gender within Defence should occur
once the Individual has presented a medical certificate to
their Commander/Supervisor stating the person's
commencement of gender affirmation (Appendix B).
Administratively, one of the following documents is
considered sufficient evidence for gender affirmation: a)
statement from a Registered Medical Practitioner or a
Registered Psychologist, b) valid Australian Government
travel document such as a Passport, or c) an amended State
or Territory Birth Certificate or Gender Recognition Certificate
issued by a State or Territory Registrar of Birth Deaths and
Marriages.

Individual
submits
legal/formal
change of name
documentation

Defence One /
PMKeyS
amended to
reflect
legal/formal
name change or
“preferred
name” for
informal
changes

APPENDIX B
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Sample statement from a Registered Medical Practitioner or Registered Psychologist
This sample text is suggested for a statement from a Registered Medical Practitioner or
Registered Psychologist (General registration) certifying the gender of a person. Please note
that there is no requirement that this form of words be used in order for a statement to be
valid evidence of gender.

Registered Medical Practitioner/Psychologist letterhead (including full name and contact
details)

I, <medical practitioner/psychologist’s full name>, have a clinician/patient relationship with,
and have treated, <name of patient> (or have a clinician/patient relationship with <name of
patient> and have reviewed and evaluated their history).

<Name of patient> identifies as the gender of ___________.

_________________________________
Signature of Medical Practitioner / Psychologist Signature block of Medical Practitioner /
Psychologist

_________________________________
Registration number from the Medical Board of Australia or Psychology Board of Australia
(or equivalent overseas authority)

ANNEX C

SPORT - GUIDELINES FOR PARTICIPATION OF
TRANSGENDER PERSONNEL OR PERSONNEL
AFFIRMING THEIR GENDER
Excluding transgender individuals or personnel affirming their gender from participating in Air
Force sporting events and activities has significant implications for their health, well-being
and involvement in the Air Force life. Air Force will support participation in ADF sport on the
basis of the affirmed gender with which the individual identifies and which has been
recognised by Defence. Transgender Air Force individuals or personnel affirming their
gender wishing to participate in ADF sport should do so in their affirmed gender.
Commanders should note that under the Sex Discrimination Act 1984 (Cth) it is unlawful to
discriminate on the grounds of sex or gender status by excluding persons from participation
in any competitive sporting activity in which the strength, stamina or physique of competition
is relevant.
Elite & Representational Sports. The Australian Human Rights Commission (AHRC), in
partnership with the Australian Sports Commission (ASC) and the Coalition of Major
Professional and Participation Sports (COMPPS), has developed federal guidelines for
National Sporting Organisations (NSOs) to provide clarity on the law and promote the
inclusion and participation of transgender or gender affirmation people in sport. The purpose
of the guidelines are to provide practical guidance to sports organisations on promoting
inclusion in a manner that is consistent with the Sex Discrimination Act 1984 (Cth). This
guidance is relevant in both elite and non-elite contexts and should be used as guidance for
Air Force sporting teams and officials. The guidance can be found at
https://www.humanrights.gov.au/our-work/lgbti/publications/guidelines-inclusiontransgender-and-gender-diverse-people-sport-2019.
Pride in Sport is Australia’s first and only sporting inclusion program specifically designed to
assist National and State Sporting Organisations, and clubs with the inclusion of LGBTI
employees, players and spectators. Support is offered to individuals to achieve best practice
outcomes as assessed by the Pride in Sport Index and offer assistance with implementation
of LGBTI inclusion initiatives. Australian sporting bodies that have joined with Pride in Sport
include: AFL, ARU, Athletics Australia, Basketball Australia, Cricket Australia, Football
Federation Australia, Football Federation Victoria, GOLDOC, NRL and Waterpolo Australia.
Air Force personnel who qualify for elite or representational sport may be subject to the
respective policies of the applicable sporting body including (but not limited to):

The International Olympics Committee (IOC). Transgender athletes should be allowed to
compete in the Olympics and other international events without undergoing sex
reassignment surgery, according to the guidelines (2016) adopted by the IOC (be aware that
the IOC guidelines are not decisive, as the Hannah Mouncey case demonstrated. All
Australian jurisdictions have administrative legal bodies which can exempt any sporting body
from the requirement to allow male to female sporting players to compete in women’s
competition). The following guidelines should be taken into account by sports organisations
when determining eligibility to compete in male and female competition:



those who affirm from female to male are eligible to compete in the male category
without restriction
those who affirm from male to female are eligible to compete in the female category
provided that the athlete has declared that her gender identity is female. The
declaration cannot be changed, for sporting purposes, for a minimum of four years.

The Australian Sports Commission (ASC) has recognised transgender athlete participation
and provided broad and open policy guideline recommendations for inclusion in sporting
member protection policies
The International Association of Athletics Federations (IAAF) provides regulations governing
eligibility of athletes who have undergone gender reassignment to compete in Women’s
Competition:


the IAAF recognises that male to female transgender athletes may compete in
women’s competition in Athletics subject to their compliance with IAAF Rules and
Regulations that are designed to preserve the fairness and integrity of International
Competition in Athletics for all female athletes.

Athletics Australia will facilitate transgender persons participating in sport of the gender with
which they identify, subject to any overriding effect of its own and/or the IAAF Rules and
Regulations
Cycling Australia is in the process of adopting a new policy for transgender athletes at both
the club and professional levels. For elite competition, Cycling Australia has adopted the
IOC’s standards

Golf Australia (GA) policy states that:




there are no medical eligibility restrictions on female-to-male transgender players, and
they are eligible to compete in male Competitions and to hold a Men’s GA Handicap
upon declaration to GA that their gender identity is male
male-to-female transgender players are eligible for participation in female competitions
in accordance with the conditions laid down by the IOC.

Netball Australia’s Policy guidance is nearly identical to that of Athletics Australia
Sport Climbing Australia (SCA) states that evidence of the legal recognition of a person’s
sex (passport, birth certificate, etc) will generally determine whether SCA allows a competitor
to compete as a male or female
Waterpolo Australia and Hockey Australia policies contain similar guidance and wording to
that of Athletics Australia
In the US, there is far greater recognition of transgender participation in sport and
consequently, guidelines and policies have been developed for many sporting organisations.
The National Collegiate Athletic Association (NCCA) has noted that concerns expressed
around transgender persons competing in sport are typically based on three assumptions:





that transgender women are not ‘real’ women and therefore not deserving of an equal
competitive opportunity
that being born with a body that led to an individual being assigned male-at-birth
automatically gives a transgender woman an unfair advantage when competing
against non-transgender women
that men might be tempted to pretend to be transgender in order to compete in
competition with women.

According to the NCCA, these assumptions are not founded on factual evidence. It is
important to understand that the decision to affirm/transition from one gender to another is a
difficult choice and one that is made only after careful consideration and for the most
compelling of reasons.
Sporting Uniforms. Uniform requirements can create a barrier to the participation of a gender
diverse person in sport. For example:



a women’s netball club might only make netball dresses up to size 16, which may not
be appropriate for a transgender woman; or
a person who does not identify as either a woman or a man might not feel comfortable
wearing the designated ‘women’s’ training singlet for an AFL club.

The Canadian Centre for Ethics in Sport suggests allowing players to wear a uniform that is
consistent with their gender identity, and to minimise the gendering of uniforms where
possible.
Facilities. Meaningful inclusion in sport goes beyond being allowed to sign-up and play.
Transgender people may also face additional difficulty participating in their chosen sport if
appropriate facilities are not available to them. Change rooms, showers and bathrooms that
are designated as ‘male/men’ and ‘female/women’ based on general assumptions about sex
and gender may exclude transgender players, and possibly put their safety at risk.
Where facilities are designated in this way, transgender people can be treated with suspicion
or scorn regarding their choice of which facilities to use. Even though someone may identify
as a particular gender, they might not feel comfortable being in a state of undress around
others. This is the case for many people regardless of their sex or gender. Provision a
private unisex or gender neutral space may be more appropriate.

ANNEX D

TOP TIPS FOR PERSONNEL UNDERTAKING
GENDER AFFIRMATION IN THE AIR FORCE
The following tips have been provided by personnel who have affirmed their gender in the
Air Force.
Honesty. “If you wish to be respected you must also give that same respect to your
coworkers up and down the chain. How you treat others and inform others will be directly
related to the way you are treated. It is incredibly hard to open up and trust people with a
personal secret you have probably carried for your entire adult life, however from my
experiences if you keep an open door philosophy and answer honest questions with polite
and clear non emotional detail, most will accept and understand.”
Be professional. “Professional; the hormones you may undertake to change will have a
varied and perhaps profound effect on not only your physical body, but more importantly
your emotional stability. Try not to allow this to cloud or effect your judgement, it will be hard
for some to see this happening, trust in your friends when they point out little slips and errors
in your emotional well-being, they have your interests at heart!”
Empower those around you. “Knowledge equals power which equals understanding;
empowering those around you to understand will help them feel less threatened and
confused, which can assist in being treated with respect and understanding rather than
confusion and possibly even contempt and hostility.”
Be confident. “Know yourself; make as much effort as possible to be part of the team and
not hide or be hidden away to avoid embarrassment. Stepping out in to the work arena will
be hard, but the sooner you face this challenge the sooner your well-being can return.”
Trust. “Trusting others when you’re vulnerable is hard for most serving people. We are
proud, strong and generally rather too stubborn to allow others to take charge of us when we
feel we can manage ourselves. The problem is you may not understand all that is happening
around you, particularly with your co-workers. So listen and trust in your commanders based
on their good sound knowledge.”
Planning. “Map out your gender affirmation as best you can, try and forecast as much as
possible and pass this on to the relevant commanders. Learn and understand not only
what’s happening now in your world, but look and think about where you will be and what
you may need.”

Preparation
The following preparation points are provided from personnel within the Air Force to assist
individuals affirming their gender to feel prepared. They are provided as an important
reminder that undertaking gender affirmation has a large impact not just on the individual,
but to those close to them.
Be ready to talk to some people for quite some time on the subject. They may be very
curious and want to know what it’s about and what it means for you, them, or your
relationship. Try and ask yourself such questions in preparation to answer.
Be ready to deal with questions you might rather not answer – it can certainly help be honest
and forthright, and don’t feel obliged to answer or give any more detail than you feel
comfortable with particularly if it falls outside the cultural norms of discussion.
Let them know where they can find out more information if they would rather not ask you, or
you do not wish to talk about it. Possibly be prepared with external resources (ie website
links) so that people can do their own research.
Be prepared for follow-up questions over time – it is an on-going process.

Reaction
Make sure you are emotionally prepared for all reactions, good and bad. Some people can
be very shocked at first, so be patient. Very negative reactions are unlikely, but if they occur,
don’t let this diminish your resolve. You have also made a big revelation that they most likely
weren’t prepared for and they may feel that you are asking them to adjust and accept it
immediately – it might have taken you years to come to terms with your gender identity!
Be ready for people to need time and space to think about things before any discussion
takes place. With that in mind – when telling family, don’t leave telling people until the last
day of your visit home. Whilst you may see yourself as the same person who has simply
dropped a façade – to other’s you really are someone completely new as they saw that
façade as you.
Be confident in your understanding that it is your life to live, and that it is not dependent upon
the reactions in others. You may find that some of your relationships may change
considerably and some people may simply not understand, this is okay.

ANNEX E

RELATED PUBLICATIONS, DOCUMENTS AND
RESOURCES
Legislative Guidance:
Australian Human Rights Commission Act 1986 (Cth)
https://www.legislation.gov.au/Details/C2017C00143
Australian Government Guidelines on the Recognition of Sex and Gender
https://www.ag.gov.au/Publications/Pages/AustralianGovernmentGuidelinesontheRecognitio
nofSexandGender.aspx
Defence Act 1903 (Cth)
https://www.legislation.gov.au/Details/C2012C00270
Defence Health Manual
http://intranet.defence.gov.au/home/documents/data/ADFPUBS/DHM/volume2/part9/13.pdf
MILPERSMAN
http://intranet.defence.gov.au/home/documents/departmental/manuals/milpersman.htm
Privacy Act 1988 (Cth)
https://www.legislation.gov.au/Details/C2018C00034
Sex Discrimination Act 1984 (Cth)
https://www.legislation.gov.au/Details/C2014C00002
Work Health and Safety Act 2011 (Cth)
https://www.legislation.gov.au/Details/C2017C00305

Resources & Links:
These resources and links are a small subset of the information available. A more detailed
list is provided on the Air Force Diversity and Inclusion Website
(http://drnet/raaf/AirForce/DOBC/Pages/LGBTI.aspx)
Australian & New Zealand Professional Association for Transgender Health
(https://www.anzpath.org/)
Australian Passports (www.passports.gov.au/web/sexgenderapplicants)
Births, deaths and marriages registries
(http://australia.gov.au/topics/law-and-justice/births-deaths-and-marriages-registries )
The Defence LGBTI Information Service (DEFGLIS)
(https://www.defglis.com.au/index.php/transgender )
Defence Honours and Awards Replacement Policy
(http://www.defence.gov.au/Medals/Policy/Replacements.asp)
Diversity Council Australia (https://www.dca.org.au/)
Air Force Diversity & Inclusion email (airforce.diversity&inclusion@defence.gov.au)
Management and Reporting of Unacceptable Behaviour
(http://drnet/People/ComplaintResolution/UB/Pages/Unacceptable-Behaviour.aspx)
The National LGBTI Health Alliance (https://lgbtihealth.org.au/)
Pride in Diversity - Pride in Diversity is an employer membership forum program for LGBTIQ
equality and diversity issues in the workplace. (www.prideindiversity.com.au)
World Professional Association for Transgender Health (WPATH) Standards of Care Version
7, 2013 (https://www.wpath.org/publications/soc ).

