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ATU LGBTQ+ Bargaining Recommendations Checklist

Non-Discrimination 
· CBA should prohibit discrimination against employees and job applicants on the basis of all of the following: gender, sex, gender identity or expression, sexual orientation, HIV status, marital status, and family responsibilities.
· CBA should prohibit discrimination on the basis of an employee or job applicant seeking to access, receiving, discussing, or disclosing receipt of reproductive or gender affirming healthcare. 
· CBA should require the Employer to meet and discuss on request any issue regarding discrimination in the workplace. 
Bathroom Access
· At the facility, CBA should require the Employer to ensure all employees have timely and regular access to clean, sanitary, and working bathrooms that correspond to their gender identity or are gender neutral.
· CBA should provide that no employee shall be disciplined for needing to use the restroom.
· If members have issues accessing bathrooms while outside the facility, CBA should require the Employer to take necessary steps to ensure members’ bathroom access outside the facility, including scheduling layovers and recovery times in runs near bathrooms employees can use, reaching agreements with property owners as needed to allow employees to use bathrooms while away from the facility, and adopting reasonable work rules to facilitate bathroom use while away from the facility. 
Preferred Name and Gender Designation
· CBA should require the Employer to refer to employees by their preferred name and gender pronouns in all communications, except to the extent the Employer is required to use an employee’s legal name and gender on official documents.  
· CBA should require the Employer to update an employee’s legal name and gender if the employee changes either. The Employer must also work with venders and benefit plan administrators to update the employee’s legal name and gender.
Health Care Protections
· CBA should require health coverage for comprehensive sexual, reproductive, and gender affirming healthcare services, including gender affirming care and contraceptives.
· CBA should require that if any laws are passed that prohibit the Employer from covering these services as core health plan services, the Employer must take reasonable steps to ensure members can access that coverage to the extent permitted by law, such as through establishing a fund with the Employer’s healthcare administrator to provide for self-funded payment of such benefits, including any travel expenses needed to access them.

Equal Access to Family and Bereavement Leave
· CBA should expand the group of family members for which family leave (paid and unpaid) and bereavement leave can be taken to include, in addition to children, spouse and parents:
· Parents in-laws;
· Stepchildren;
· Grandparents and grandchildren;
· Siblings;
· Uncles and aunts;
· Domestic partners;
· Any minor children or incapacitated individuals for whom the employee has a primary responsibility or legal guardianship or conservatorship; and
· Partners or other persons living in the immediate household of the employee.
Parental Leave
· CBA should provide generous parental leave to parents of any gender.
· CBA should ensure that parental leave is available to all new parents, without discriminating based on the type of parenthood, including adoption, surrogacy, and circumstances where only one parent is a biological parent to the child.
Impact Bargaining
· CBA should require that if there is a change in federal, state, or local law that meaningfully reduces employees’ rights under the law, the parties will meet at the Union’s request to bargain over the impact of that change.
Gender Neutral CBA Language
· CBA should use gender-neutral language.
Severability
· CBA should contain a severability clause requiring that if any provision of the CBA is adjudicated illegal or in violation of any law, the remainder of the CBA continues in full force and effect and the parties must meet to bargain over a replacement provision for the invalidated clause to substitute a new provision that meets the parties’ original intent as closely as possible.
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