
   

 

 

 

 Communication, communication.  We need to communicate more 

effectively. We hear it, talk about it, practice and teach it . Yet, how many 

times do we still see communication as one of our major deficits when dur-

ing our investigations and Root Cause Analysis?   

 Could part of this be  Generational Gap?  Every generation learned 

differently.  Many of us did not grow up with computers, cell phones, and 

other devices.  We had books that weighed a ton, called people on the land 

line at home, wrote letters, and at work, got  up out of our chair to speak to 

someone—because e-mail didn’t exist!        Food for thought?  
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“ First, do no harm,”  one of the 

most well-known guiding principles 

for healthcare providers.     
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Join us for the 2016 GSHRM Annual Meeting 

May 11, 2016 12:00 PM to May 13, 2016 3:00 PM 

 

See the GSHRM Website for Details 
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Transgender rights have become 

a hot topic recently.   As early as 

2012, however, the EEOC has en-

forced protections for trans-   

gender employees, finding that 

discrimination based on “gender 

identity” constituted a form of sex 

discrimination prohibited under 

Title VII of the Civil Rights Act of 

1964.  Since that time the EEOC 

has filed several suits, including 

those against medical providers, 

based on discrimination against 

those transitioning to another 

gender. These cases generally 

involve an employee who is other-

wise performing well, but who is     

terminated after announcing that 

he or she intends to transition to a 

different gender identity.   In 

some  instances, the employers 

have forbidden the employee 

from wearing business attire suit-

able to the new gender, and/or 

forbidden the employee from us-

ing the restroom  associated with 

the new identity.   

On April 8, 2015, the Department 

of Labor’s Office of Federal    

Contract Compliance programs 

(OFCCP) implemented a final rule 

prohibiting all federal contractors 

from discriminating on the basis 

of sexual orientation or gender 

identity when making                      

employment–related  decisions.  

One of the elements of this            

involves providing access to         

restrooms for transgender          

employees.  Restroom access 

must be based on gender identity 

rather than  biological sex.   

 CNN asks:                                                       

North Carolina transgender law:                                                           

Is it discriminatory? 

North Carolina Overturns LGBT-

Discrimination Bans 

After Charlotte passed a city ordinance 

barring discrimination and creating 

transgender accommodation for  bath-

room use, Republicans in the state               

legislature swung into action.  

GSHRM GAZETTE 

“Employers 

should 

provide 

restroom 

options that 

are safe, 

convenient, 

and 

respectful of  

gender 

Transgender Rights in the Workplace 
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The law, which overturned a Charlotte 

city   ordinance, was widely interpreted 

as an attack on LGBT rights. State                    

lawmakers also voted to  prohibit local 

governments from enacting anti-

discrimination protections based on 

sexual  orientation and gender identity. 
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OSHA, which mandates the    

provision of sanitary and       

available toilet facilities for          

employees, has provided Best 

Practice guidance relating to 

restroom access for 

transgender workers.  

 Employers are advised to re-

frain from requiring or deciding 

which restroom an employee 

must use, or segregating           

facilities for transgender              

individuals. Employers are      

advised to refrain from asking               

employees to  provide any       

medical or legal  documents      

establishing their gender         

identity in order to use gender-

appropriate restroom facilities.                                           

Rather, employers should provide 

restroom options that are safe, 

convenient, and respectful of 

gender identity.  These may        

include single occupancy 

(unisex) bathrooms and/or multi-

occupant gender-neutral          

restrooms with lockable stalls, 

although these types of facilities 

are not required. 

With an estimated 700,000 

transgender adults in the United 

States, employers should be 

mindful of changes to the law  

relating to practices that may be 

perceived as a form of                   

discrimination.  This includes the 

use of restrooms on the           

premises. 

 

Transgender Rights … con’t 

If you have questions about this article or any other employment issue,          

please feel free to contact Kirby Mason, Esq., at HunterMaclean at 

kmason@huntermaclean.com   or (912) 236-0261. 

Page 9 Spring 2016                                      GSHRM GAZETTE 

 



 10 

 

GSHRM Winter Meeting 
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Yep, this seems to be working. I’ll be on my way now. 

 

 

 I didn’t hear you 

come in… You know what? I’m not even sorry. 

A Big Thank 

You to All of 

Our           

Sponsors.       

We couldn’t   

do it without 

You ! 


