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Employment Discrimination Based on Religion, Ethnicity, or Country of Origin

Anger at those responsible for the tragic events of September 11 should not be misdirected against innocent individuals because of their religion, ethnicity, or country of origin.  Employers have a special role in guarding against unlawful workplace discrimination.

Title VII of the Civil Rights Act of 1964 prohibits workplace discrimination based on religion, national origin, race, color, or sex.  At this time, employers and unions should be particularly sensitive to potential discrimination or harassment against individuals who are - or are perceived to be - Muslim, Arab, Afghani, Middle Eastern or South Asian (Pakistani, Indian, etc.).

The law's prohibitions include harassment or any other employment action based on any of the following:
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Affiliation:  Harassing or otherwise discriminating because she is Arab or practices Islam, or paying an employee less because she is Middle Eastern.
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Physical or cultural traits and clothing:  Harassing or otherwise discriminating because of physical, cultural, or linguistic characteristics, such as accent or dress associated with a particular religion, ethnicity, or country of origin.  For example, harassing a woman wearing a hijab (a body covering and/or head-scarf worn by some Muslims), or not hiring a man with a dark complexion and an accent believed to be Arab.
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Perception:  Harassing or otherwise discriminating because of the perception or belief that a person is a member of a particular racial, national origin, or religious group whether or not that perception is correct.  For example, failing to hire an Hispanic person because the hiring official believed that he was from Pakistan, or harassing a Sikh man wearing a turban because the harasser thought he was Muslim.
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Association:  Harassing or otherwise discriminating because of an individual's association with a person or organization of a particular religion or ethnicity.  For example, harassing an employee whose husband is from Afghanistan, or refusing to promote an employee because he attends a Mosque.

Harassment:  Employers must provide a workplace that is free of harassment based on national origin, ethnicity, or religion.  They may be liable not only for harassment by supervisors, but also by coworkers or by non-employees under their control.  Employers should clearly communicate to all employees - through a written policy or other appropriate mechanism - that harassment such as ethnic slurs or other verbal or physical conduct directed toward any racial, ethnic, or religious group is prohibited and that employees must respect the rights of their coworkers.
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Did you Know that…

October is National Disability Month.  Department of Defense (DoD) goal is to increase the representation of individuals with targeted disabilities to two percent of its civilian workforce.  Managers are advised that when interviewing people with disabilities, it is generally the same as interviewing people without disabilities. The focus of the interview should be on the applicants’ qualifications and on how they can perform the essential functions of the job.  Applicants should state any accommodation needed for the interview when the interview is scheduled. 

An interviewer is prohibited from asking applicants questions about their disabilities that are not relevant to the applicants functioning on the job. During a job interview, applicants should present their qualifications in a positive manner, emphasizing the applicants’ abilities and assets. However, applicants with disabilities might anticipate and address some of the questions that an interviewer may be reluctant to ask.  

The Equal Employment Opportunity Commission (EEOC) has issued comprehensive guidance concerning questions about an applicant’s disability that can be asked of applicants before and after a tentative job offer. This guidance also includes the confidentiality of medical information. This guidance is entitled, Enforcement Guidance: Pre-employment Disability-Related Questions and Medical Examinations (10/10/95). An agency must wait until after making a conditional offer of employment before conducting a medical examination of a job applicant.  For more information visit EEOC web site at www.eeoc.gov.

Disability Awareness  

Theme 2002: "New Freedom for the 21st Century"
In celebration of the many contributions of our disabled community the EEO office and the Exceptional Family Member Program have scheduled the following events. Please encourage interested military and civilian personnel to attend these events without charge of leave.  You may contact Rosa Garris-Turner, 396-7040x12 or Dee Bracero 396-2789 for more information.

Disability Awareness Fair, 8 October 2002, 0900 - 1400, Community Center Field, Corner of  Knox and Randolph Streets.  The fair is free to all, free lunch, displays, activities and door prizes.  There will be presentations on the Rehabilitation Act, Federal Employment of Individuals with Disabilities, Exceptional Family Member Program, and Employment Opportunities with CREST.

Communicating with People with Disabilities, 24 October 2002, 1000 - 1130, Dragon University, Classroom C. Guest Speaker- Mr. Billy Currie, Social Services Counselor.  Open discussion on employment concerns experienced by individuals with disabilities.
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What is the Fort Bragg Special Emphasis Program Committee?

· The Fort Bragg Equal Employment Opportunity Office has oversight for the Special Emphasis Program Committee.  In accordance with Department of the Army Regulation 690-12 installations may establish and maintain a Special Emphasis Committee to assist and support the Special Emphasis Programs.  A committee provides an opportunity for more people to become involved and to make a personal commitment and contribution to the program. 

· The SEP Manager serves as the technical advisor of the committee. 

· Committee members serve as organizational liaisons to provide information about the concerns and needs of women, minority men, individuals with disabilities, and disabled veterans in their respective organizations.   


· The Fort Bragg SEPC will sponsor programs focused on employment and career development issues.
· Committee members will be representative of the work force (that is, organization, occupation, grades, gender and Race/National Origin (RNO), diversity, individual with disabilities, and disabled veterans).

· The committee is officially established on orders, has annual objectives established by the committee members, and regularly scheduled meetings (quarterly).  Meetings are conducted according to an established agenda.  Minutes of each meeting are forwarded to the Installation Commander.

Some of the objectives of the SEPC are:


(1)  To enhance the employment and advancement of minorities, women, individuals with disabilities, and disabled veterans, by insuring they are afforded an equal opportunity in every personnel management policy and practice.


(2)  Participate in the development of the Affirmative Employment Program Plan, Disabled Veterans Program Plan and the Individual With Disabilities Program Plan, annual updates, and overall affirmative action.


(3)  Develop and implement special program initiatives that will enhance the employment and advancement of women and minorities.


(4)  Monitor and support efforts that insure equal consideration for promotions, training, and awards, and monitoring separation rates to ensure they are conducted fairly and in a non-discriminatory manner.


(5)  Keep commanders, managers and key personnel aware of program goals, objectives and accomplishments.


(6)  Identify sources of qualified candidates and participate in recruitment efforts and activities through the Minority College Relations Program.


(7)  Develop and maintain positive working relationships with community, professional and national organizations, colleges and universities.


(8)  Publicize program goals and objectives and successful initiatives.

We look forward to working with the 2002-2004 Committee Members.  Welcome to the EEO family!!!!
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Personal opinions in articles published in this Information Line are not necessarily those of the Equal Employment Opportunity office or the Army.  Articles are published to reflect the opinions and varied differences that exist within our society and the federal workforce.
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