
Employer Survey - 2022 Trans Equity Summit 

General (Required Questions) 
1. Company Name   

 
2. What union representation, if any, is 

available to employees? 
 
 
 
 

3. Do you track employee demographics? If 
so, what is the demographic breakdown of 
employees? 

 
 
 
 

4. What is the demographic breakdown of 
organizational leadership and board (if 
relevant)? 

 
 
 
 

5. Are there anonymous employee 
engagement or climate surveys that allow 
employees to identify demographics? If so, 
which demographic categories are 
included, & how often are they conducted? 

 
 
 
 

6. Do you have any pages on your website 
that talk about diversity, LGBTQ+ equity, 
accessibility, racial equity, etc.? If so, please 
provide a link. 

 
 

Office Building (Required Questions) 
7. In what ways do you work with local police? 

What does security look like in your 
organization? 

 
 
 
 

8. Is your physical office ADA compliant?  
 
 
 

9. How many gender-neutral bathrooms are 
there? Describe accessibility and location. 

 
 
 
 

HIRED

No

NA

Yes, race, gender identity, pronouns, disability

2 - Main Floor - ADA compliant

Board - 52% Female - 48% Male - 38% BIPOC Staff 2% non-binary 78% Female - 20% Male - 44%
BIPOC

https://www.hired.org/commitment-to-racial-equity

None

Yes



Benefits (Required Questions) 
10. What is your PTO policy, and how many sick 

days are available to employees? 
 
 
 
 

11. How many of the healthcare plans you offer 
are trans-inclusive? Please link your 
healthcare plans if possible and provide the 
dollar maximum. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

12. Please select all options which accurately 
describe your trans-inclusive healthcare 
plan(s): 

 
 
 
 

Policy (Required Questions) 
13. If you have an Equal Employment 

Opportunity Statement and/or non-
discrimination policy, which identities are 
listed as protected? 

 
 
 
 

14. Please select all options contained in your 
anti-harassment policy: 

 
 
 
 

15. Do you have an employee dress code? If 
so, is it gendered? Are there hairstyle or 
facial grooming requirements in your dress 
code? Please provide a link to your 
employee dress code, if public. 

 
 
 
 
 
 

New employees start with 15 paid vac days, 10 sick days, 12 holidays and 3 floating holidays.

Yes, Dress, grooming and personal cleanliness standards contribute to the morale of all employees and affect the business image we project to
clients and the community. As such, Hired employees are expected to “dress for the day.” Hired will not discriminate against employees for
dressing outside of gender norms and affirms an employee’s right to express their gender identity through their clothing. Hired will not
discriminate against employees and maintains the rights of employees to wear their hair in natural, treated, or untreated hairstyles, such as
cornrows, twists, and braids. While Hired typically operates with a “business casual” dress code, staff should adapt to specific work situations. We
expect that employees are always well-groomed, neat, and dressed professionally and appropriately for their job function. Staff who attend
formal meetings or provide services to executive level job seekers will dress differently than someone who works with at-risk youth. Further,
given the number of people with allergies or sensitivity, scents should be minimal or nonexistent. If an employee comes to work in dress that is
not acceptable, the manager may ask the employee to return with appropriate attire. Staff that are based in partner agencies are expected to
work with their managers on how to balance Hired and partner dress code expectations if they differ. Employees and managers are encouraged to
contact Human Resources if there is uncertainty regarding “acceptable” attire. Where necessary, reasonable accommodation may be made for
employees with disabilities, or who have needs based on sincerely held religious beliefs.

Hired does not discriminate against applicants or employees on the basis of race, color, creed, religion,
national origin, sex (including sexual orientation and gender identity), pregnancy, citizenship, military
service, veteran status, union membership, marital status, familial status, status with regard to public
assistance, membership or activity in a local commission, disability, age, genetic information, use of
lawful consumable products, or any other status protected by applicable federal, state, or local law.

Explicitly affirm trans medical care;, Covers pharmaceutical coverage (HRT, puberty blockers for dependents);, Covers medical visits or laboratory
services;, Covers surgeries (please add a comment specifying which);, Covers routine, chronic, or urgent non-transition services based on the
person’s sex assigned at birth (for example, prostate exams for trans feminine people);, Covers therapist appointments for support letters;,
Covers therapist appointments in general (ongoing, beyond 10 free sessions);, Exclusions for trans coverage removed;, Healthcare plan
documentation readily available to employees;, Plan documentation clearly communicates inclusive insurance options to employees and their
dependents;, Plan language ensures “adequacy of network” or access to specialists for transition related care (including provisions for travel or
other expense reimbursements);

Statement that harassment based on any protected characteristic will not be tolerated;, Clear description of prohibited content, with examples;,
Description of a reporting system (for both those experiencing and those witnessing harassment) with multiple avenues to report;, Commitment
that reporting system will provide an immediate, thorough, and impartial investigation;, Clarification on what information/identities will be kept
confidential during an investigation;, Confirmation that employer will respond immediately and proportionally if investigation confirms
harassment;, Assurance of protection from retaliation;, Confirmation that any employees retaliating will be disciplined;, Policy is clear, simple, and
in all languages commonly used by employees;

5 Plans - From Benefit Considerations Section of the utilization management policy: 1. Hormonal treatments for gender reassignment do not
require prior authorization. 2. All services related to surgical gender reassignment/affirmation require prior authorization. Please see the prior
authorization list for product specific prior authorization requirements. 3. Coverage may vary according to the terms of the member’s plan
document. 4. Services eligible for coverage which are paid under the Mental Health section of the member’s plan document are subject to all
service frequency and visit limitations described in that section of the member’s plan document: A. Pre-gender assignment counseling services B.
Services of a licensed psychiatrist, or psychologist to diagnose and counsel the patient in the area of gender dysphoria C. Psychological/psychiatric
evaluation D. Hormonal and Genital gender assignment counseling services (includes all counseling services immediately preceding and following
surgical gender reassignment as well as the psychology consult for the second letter of recommendation) E. All mental health services provided to
the member before, during and after initiation of hormonal therapy. 5. Services eligible for coverage are paid according to the appropriate medical
section of the member’s coverage document, subject to all service frequency and visit limitations as outlined in the member’s plan document: A.
Pre-gender assignment medical evaluation B. Hormonal gender assignment medical services. Includes all medical services directly related to the
administration and monitoring of hormonal therapy C. Genital surgical gender reassignment medical services D. Non-genital procedures and
surgeries necessary for the individual to conform to his/her gender identity or expression E. Pre-operation physical examination F. Genital surgical
gender reassignment inpatient and outpatient stays for eligible procedures G. Includes all ambulatory follow-up care directly related to the genital
surgical gender reassignment H. Breast augmentation for male to female reassignment when all medical necessity criteria have been met I.
Mastectomy for female to male reassignment when all medical necessity criteria have been met. 6. Services for the purpose of research or
experimentation are not eligible for coverage. 7. See the following related Utilization Management policies for additional information: A.
Abdominoplasty/Panniculectomy (III-SUR.13) B. Blepharoplsty, Blepharoptosis Repair, and Brow Lift (III-SUR.29) C. Rhinoplasty Procedure with or
without Septoplasty (III-SUR.04) Note: If the procedure is being requested for a reason unrelated to gender reassignment/affirmation, it is
subject to all terms and conditions of the member’s plan document and must meet Medica’s medical necessity requirements. 8. Cosmetic surgery is
generally an exclusion in the member’s plan document. 9. If the Medical Necessity Criteria and Benefit Considerations are met, Medica staff will
authorize benefits within the limits in the member’s plan document. 10.If it appears that the Medical Necessity Criteria and Benefit
Considerations are not met, the individual’s case will be reviewed by the medical director or an external reviewer. Practitioners are reminded of
the appeals process in their Medica Provider Administrative Manual.



16. Which company databases/forms: a) only 
allow employee legal names? b) Allow 
both legal and chosen names? c) Don't 
require legal names at all? 

 
 
 
 

17. What is the process for employees to 
change their names at your organization? 

 
 
 
 

18. If you have any restroom or locker room 
policies, please link or copy them here. 

 
 
 
 

19. Are there documented “Gender Transition 
Guidelines” for employees transitioning on 
the job? If so, where can they be found? 

 
 
 
 

20. Are there guidelines for employees re: 
pronouns in email signatures, business 
cards, introductions, etc.? 

 
 
 
 

Training (Required Questions) 
21. What content does new hire training 

contain re: nondiscrimination?  
 
 
 
 

22. What types of cultural competency, 
Diversity Equity and Inclusion, etc. ongoing 
training are provided? Of those listed, 
which are mandatory? 

 
 
 
 

Miscellaneous (Optional Questions) 
23. What is the process for employees to 

request accommodations?  
 
 
 
 

24. What is your policy on Personal Care 
Attendants accompanying employees to 
work? 

 
 
 
 

Payroll allows legal names only. HRIS system allow for chosen names.

None

Review of nondiscrimination policies in handbook.

Provide social security for legal name change.

NA

Gender Identity, Implicit bias, Intercultural Competency. All employees are required to take the IDI
and attend a one-to-one review and to attend at least two DEI trainings per year.

Yes

No



25. What are your policy guidelines for travel 
safety, 1) during COVID and 2) for sending 
employees to locations where they may not 
be safe based on identity? 

 
 
 
 

26. What is your policy on working from home 
(both currently, and pre-COVID)? 

 
 
 
 

27. What are your family leave/parental leave 
policies? Are they based on gender or on a 
certain relationship to the person being 
cared for? 

 
 
 
 

28. What are your COVID safety practices? In 
what contexts are employees required to 
do in-person work, and what safety 
protocols are in place? 

 
 
 
 

29. Does your organization have a Disaster 
Readiness Policy? What does it say re: 
supporting disabled employees and 
customers in an emergency?  

 
 
 
 

30. Do you have an Employee Assistance 
Program or Human Resources hotline? If so, 
what cultural competency training do they 
receive?  

 
 
 
 

31. What Employee Resource Groups are 
available? What is the process for starting 
one? 

 
 
 
 

32. What does your background check screen 
for, and what types of records disqualify 
applicants? 

 
 
 
 

33. Do you have a corporate giving profile? If 
so, what issues do you prioritize? What 
percentage goes to each area? What 
organizations do you give to? 

 
 
 
 

We comply with FMLA but we also recognize non-traditional families.

Hired has an extensive COVID-19 Safe Work Place Policies.

Yes

95% of our staff work a hybrid schedule.

We have a framework for ERG but their is not one currently.



34. Do organizational leaders address 
coworkers with gendered language (i.e. 
"you guys")? What language is common in 
your organization's culture? 

 
 
 
 

35. Do you have a job application website? If 
so, is it accessible? 

 
 
 
 

36. Does anyone on your staff know ASL?  
 
 
 

37. What type of adoption benefits or family 
planning/assisted reproduction support do 
you offer? 

 
 
 
 

38. Do you offer domestic partnership 
benefits? 

 
 
 
 

39. Are employees allowed to sit down while 
working? 

 
 
 
 

40. Does your physical office have steps and/or 
an elevator? 

 
 
 
 

41. Is there anything else you want us to know?  
 
 
 

 

No

Elevator

Yes


	1 Company Name: HIRED


