ORGANIZATION

Policy to Support Trans & Gender Diverse Non-Discrimination

Purpose
All people have the right to be affirmed in their identities. All gender identities are valid. The following guidelines are intended to support the realization of these facts within the beloved community that ORGANIZATION is striving to build. The following information will delineate how trans and gender diverse employees of ORGANIZATION are supported and not discriminated against.
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Language Definitions
The definitions provided here are not intended to label individuals, but rather to assist in understanding this Policy and the legal obligations of ORGANIZATION staff and other stakeholders. Individuals might or might not use these terms to describe themselves.
· “Sex” or “Biological Sex” is a label a person is assigned at birth, often based on a medical professional’s interpretation. Common examples may be “male,” “female,” or “intersex.”
· “Gender identity” is the self-understanding a person has of their own intrinsic gender, not held to cultural expectations. Everyone has a gender identity. Common examples include “man/boy,” “woman/girl,” “trans/transgender,” “gender variant,” “gender nonconforming,” “agender,” and many others.
· “Cisgender” describes people whose gender identity matches the biological sex they were assigned at birth.
· “Transgender” describes people whose gender identity is different from the biological sex they were assigned at birth.
· “Gender Nonconforming” (also known as Gender Expansive, Gender Variant, or Gender
Creative) is a term that refers to individuals whose gender expression does not follow social
expectations or stereotypes based on their sex assigned at birth.
· “Gender expression” refers to the way a person expresses gender, such as clothing, hairstyles, activities, or mannerisms.
Discrimination/Harassment
ORGANIZATION is determined to support all staff. This includes upholding federal, state, and other statutes and official guidelines that require ORGANIZATION leadership and stakeholders to protect certain demographics. Sex and gender identity as protected classes determine that no discrimination or harassment based on either of those demographics is permitted towards an employee.
Privacy
A person’s status as transgender or gender diverse is private information. Only those required to know for specific purposes (such as changing the name in systems, getting a new ID card, etc) are permitted to be included based on an employee’s documentation. This means that an employee who is trans/gender diverse can determine who they want to share that information with and who to withhold from. If a person shares who is not specifically told to, the employee who is harmed by this action can claim it as discrimination/harassment.
Official Records
ORGANIZATION will create and maintain a system to support accurate records. This will include creating a Record Change Flowchart (each place a piece of information exists where it will need to be changed and who is in charge of making that change). This will also include other parts of systems, such as ID cards, desk name plates, and others.
Names/Pronouns
If a person has a non-legal name that they consistently use, that may be used in place of their legal name in all instances that are possible without affecting legal needs (such as tax-related items). In all instances of name usage, ORGANIZATION will commit to supporting the employee being known as they desire to be known, and in as many places as they have power to make changes. All staff are required to adjust the usage of a person’s name or pronouns as changes come up. If a staff member is reported to consistently display incorrect name or pronoun usage, they will be supported by going through a training to help them understand and practice these skills.
If a current employee is changing their name and needs support, ORGANIZATION will connect the employee with an outside agency, such as Queer Eugene, to support that employee.
Active Transitioning
	If a current employee begins transitioning (be that social, physical, both, or other) ORGANIZATION will support that employee through the process. This support will include having the medical/leave related information ready to share with the employee, or having the appropriate contacts from relevant organizations (Queer Eugene, TransPonder, Basic Rights Oregon, insurance company).
	An employee will submit a Name Change Request to Human Resources through AGENCY-EMPLOYEE SITE, which will highlight their Chosen Name to be used in the appropriate Official Records. 
A flowchart for Social Transitioning will be created and maintained and a flowchart for Physical Transitioning with be created and maintained to help staff know the process and changes that will be happening at ORGANIZATION (e.g. HR receives the Name Change Request and Person A does Task 1, Person B sends the relevant information to IT to be changed in the email system, etc.).
Dress Code
There is no dress code based on sex or gender identity and any attempt to manage an employee’s wardrobe that is not consistent with other staff wardrobe will be responded to as discrimination/harassment.
Staff Training
There will be a required annual training for all staff and board members of ORGANIZATION focusing on supporting queer & trans staff [AND STUDENTS OR CLIENTS OR RELEVANT STAKEHOLDER] in FIELD/INDUSTRY.
Restroom/Locker Room Accessibility
Individuals and employees shall have access to restrooms and locker rooms corresponding to their gender identity. Any individual who has a need or desire for increased privacy, regardless of the underlying reason, shall be provided access to a single-stall restroom, when available. ORGANIZATION commits to all buildings that they oversee being as inclusive as possible, including equitable access to single occupant and otherwise non-gendered restrooms. ORGANIZATION commits to long-term supporting staff at buildings overseen by partner agencies with whom employees work closely to help them have equitable access to single occupant and otherwise non-gendered restrooms.
Overnight Trips
During the event of an overnight trip, sex or gender will not be a determining factor in an employee being unable to attend the trip. 
Reporting Violations
Trans and Gender Diverse staff who have been discriminated against by fellow staff members may consider filing a formal discrimination or civil rights complaint. There are numerous pathways to getting support, including: 
· For staff who are represented by a union, your union representatives can often aid and support you in the process of filing a complaint or understanding your options.
· Every agency has a complaint process of some kind that may be found on the website, requested through HR, or by reaching out to administration/leaders. 
· After first going through the school district complaint process, or after 90 days with no response from the district, civil rights complaints may be appealed with the Oregon Department of Education (ODE). 
· The Teacher Standards and Practices Commission (TSPC) accepts public complaints against any licensed educators. 
· The Oregon Bureau of Labor and Industries accepts employment discrimination complaints. 
· The United States Office of Civil Rights (OCR) accepts civil rights and discrimination related complaints.
