
for enforcing its own regulations. 

Section 504 may also be en-

forced through private lawsuits. 

It is not necessary to file a com-

plaint with a Federal agency or 

to receive a "right-to-sue" letter 

before going to court.  

Architectural Barriers 

Act 

The Architectural Barriers Act 

(ABA) requires that buildings and 

facilities that are designed, con-

structed, or altered with Federal 

funds, or leased by a Federal 

agency, comply with Federal 

standards for physical accessibil-

ity. ABA requirements are lim-

ited to architectural standards in 

new and altered buildings and in 

newly leased facilities. They do 

not address the activities con-

ducted in those buildings and 

facilities. 

 

The Rehabilitation Act prohibits 

discrimination on the basis of 

disability in programs conducted 

by Federal agencies, in programs 

receiving Federal financial assis-

tance, in Federal employment, 

and in the employment practices 

of Federal contractors. The stan-

dards for determining employ-

ment discrimination under the 

Rehabilitation Act are the same 

as those used in title I of the 

Americans with Disabilities Act. 

Section 501 

Section 501 requires affirmative 

action and nondiscrimination in 

employment by Federal agencies 

of the executive branch. To ob-

tain more information or to file a 

complaint, employees should 

contact their agency's Equal Em-

ployment Opportunity Office. 

Section 504 

Section 504 states that "no quali-

fied individual with a disability in 

the United States shall be ex-

cluded from, denied the benefits 

of, or be subjected to discrimina-

tion under" any program or ac-

tivity that either receives Federal 

financial assistance or is con-

ducted by any Executive agency 

or the United States Postal Ser-

vice. 

Each Federal agency has its own 

set of section 504 regulations 

that apply to its own programs. 

Agencies that provide Federal 

financial assistance also have 

section 504 regulations covering 

entities that receive Federal aid. 

Requirements common to these 

regulations include reasonable 

accommodation for employees 

with disabilities; program accessi-

bility; effective communication 

with people who have hearing or 

vision disabilities; and accessible 

new construction and altera-

tions. Each agency is responsible 

 

 

 

 

Handicapped Parking in 

Oklahoma 

It is unlawful for any 

person to place or 

park a motor vehicle 

in any parking space, 

van-accessible parking 

space, wheelchair ramp area, 

wheelchair unloading area or any 

portion thereof that is desig-

nated and posted as a reserved 

area for the parking of a motor 

vehicle operated by or trans-

porting a physically disabled per-

son unless such person has ap-

plied for and been issued a de-

tachable insignia indicating physi-

cal disability. ~Section 15-

112 of Title 47 of the 

Oklahoma Statutes.  
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The Job Accommodation 

Network (JAN) is the lead-

ing source of free, expert, 

and confidential guidance on 

workplace accommodations 

and disability employment 

issues. Working toward 

practical solutions that bene-

fit both employer and em-

ployee, JAN helps people 

with disabilities enhance 

their employability, and 

shows employers how to 

capitalize on the value and 

talent that people with dis-

abilities add to the work-

place. 

JAN’s trusted consultants 

offer one-on-one guidance 

on workplace accommoda-

tions, the Americans with 

Disabilities Act (ADA) and 

related legislation, and self-

employment and entrepre-

neurship options for people 

with disabilities. Assistance 

is available both over the 

phone and online. 

http://askjan.org/ 

Reasonable Accommodation 
Under its Enforcement Guid-

ance: Reasonable Accommoda-

tion and the Undue Hardship 

Under the Americans with 

Disabilities Act the Equal Em-

ployment Opportunity Com-

mission (EEOC) clarifies the 

rights and responsibilities of 

employers and individuals with 

disabilities regarding reason-

able accommodation and un-

due hardship. Title I of the 

ADA requires an employer to 

provide reasonable accommo-

dation to qualified individuals 

with disabilities (IWD) who 

are employees or applicants 

for employment, except when 

such accommodation would 

cause an undue hardship. This 

Guidance sets forth an em-

ployer's legal obligations re-

garding reasonable accommo-

dation; however, employers 

may provide more than the 

law requires. 

This Guidance examines what 

"reasonable accommodation" 

means and who is entitled to 

receive it. The Guidance ad-

dresses what constitutes a 

request for reasonable accom-

modation, the form and sub-

stance of the request, and an 

employer's ability to ask ques-

tions and seek documentation 

after a request has been made. 

The Guidance discusses rea-

sonable accommodations ap-

plicable to the hiring process 

and to the benefits and privi-

leges of employment. The 

Guidance also covers different 

types of reasonable accommo-

dations related to job per-

covered entity's employee 

with a disability to enjoy equal 

benefits and privileges of em-

ployment as are enjoyed by its 

other similarly situated em-

ployees without disabilities. 

Reasonable accommodation is 

related to the benefits and 

privileges of employment and 

include, but are not limited to, 

circumstances under 

which the position held 

or desired is customarily 

performed, that enable a 

qualified individual with a 

disability to perform the 

essential functions of that 

position; or 

(iii) modifications or ad-

justments that enable a 

employer sponsored: training, 

services (such as Employee 

Assistance Programs, credit 

unions, cafeterias, gymnasiums, 

auditoriums, transportation), 

parties and other social func-

tions.   

http://www.eeoc.gov/

policy/docs/

accommodation.html   

issues concerning the interplay 

between reasonable accom-

modations and conduct rules. 

A reasonable accommodation 

provided to an IWD allows 

that individual to perform the 

essential functions of the job. 

29 CFR § 1630.2(o)(1)(i-iii) 

contains three categories of 

reasonable accommodations: 

(i) modifications or adjust-

ments to a job application 

process that enable a qualified 

applicant with a disability to be 

considered for the position 

such qualified applicant desires; 

or 

(ii) modifications or adjust-

ments to the work environ-

ment, or to the manner or 

formance, including job re-

structuring, leave, modified or 

part-time schedules, modified 

workplace policies, and reas-

signment. Questions concern-

ing the relationship between 

the ADA and the Family and 

Medical Leave Act (FMLA) are 

examined as they affect leave 

and modified schedules. Reas-

signment issues addressed 

include who is entitled to reas-

signment and the extent to 

which an employer must 

search for a vacant position. 

The Guidance also examines 

“It was ability 

that mattered, 

not disability, 

which is a 

word I'm not 

crazy about 

using.” 

 ~Marlee 

Matlin 

E Q U A L  E M P L O Y M E N T  O P P O R T U N I T Y  N E W S L E T T E R -

Organizations must create an inclusive environment where employees 

enjoy all benefits and privileges of employment. Employees unable to 

participate in organizational activities may feel unappreciated and may 

not feel valued. 

http://www.brainyquote.com/quotes/authors/m/marlee_matlin.html
http://www.brainyquote.com/quotes/authors/m/marlee_matlin.html
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followed tenets of the religion, the em-

ployer should not automatically assume 

that his or her religious observance is not 

sincere. An individual's religious beliefs - 

or degree of adherence - may change over 

time, nevertheless be sincerely held. 

Therefore, like the "religious" nature of a 

belief or practice, the "sincerity" of an 

employee's stated religious belief is usually 

not in dispute in religious discrimination 

cases. However, if an employer has a le-

gitimate reason for questioning the sincer-

ity or even the religious nature of a par-

ticular belief or practice for which accom-

modation has been requested, it may ask 

an applicant or employee for information 

reasonably needed to evaluate the re-

quest. While undue hardship in Americans 

with Disabilities Act (ADA) cases is in-

tended to be a rigorous standard for agen-

Examples of religious dress and grooming 

practices include wearing religious clothing or 

articles (e.g., a Muslim hijab (headscarf), a Sikh 

turban, or a Christian cross); observing a reli-

gious prohibition against wearing certain gar-

ments (e.g., a Muslim, Pentecostal Christian, or 

Orthodox Jewish woman's practice of not 

wearing pants or short skirts), or adhering to 

shaving or hair length observances (e.g., Sikh 

uncut hair and beard, Rastafarian dreadlocks, 

or Jewish peyes (sidelocks)).  

In most instances, federal law requires em-

ployers to make exceptions to their usual 

rules or preferences to permit applicants and 

employees to observe religious dress and 

grooming practices.  

Title VII's accommodation requirement only 

applies to religious beliefs that are "sincerely 

held." However, because an individual's reli-

gious practices may deviate from commonly-

cies to meet, not so under the religious accom-

modation provisions of Title VII. "For purposes 

of religious accommodation, undue hardship is 

defined by courts as a 'more than de minimis' 

cost or burden on the operation of the em-

ployer's business. For example, if a religious 

accommodation would impose more than ordi-

nary administrative costs, it would pose an 

undue hardship."  

Example: Afizah is a Muslim woman and has 

been an ABC Savings & Loan bank teller six 

months. The bank has a dress code prohibiting 

tellers from wearing any head coverings. Al-

though Afizah has not previously worn a reli-

gious headscarf to work at the bank, her per-

sonal religious practice has been to do so dur-

ing Ramadan, the month of fasting on the Is-

lamic calendar. The fact that Afizah adheres to 

the practice only at certain times of the year 

does not mean that her belief is insincere. 

EEOC Factsheet: Religious Garb & Grooming in the Workplace 

1670 Craig Road 

Building 1670 
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Phone: 580-442-4024 

Fax: 580-442-7205 

E-mail: See below 

MISSION 

 

Manage the civilian Equal Employment Opportu-

nity (EEO) program, ensuring a workplace envi-

ronment that is free of illegal discrimination and 

fosters equality and opportunity for everyone. 

 

VISION STATEMENT 

The installation leadership is committed to re-

spect, fairness, and equality for all civilian em-

ployees by ensuring a professional work environ-

ment free from unlawful discrimination. 

Equal Employment Opportunity is provided to all 

qualified persons. Discrimination based on an in-

dividual’s race, color, religion, gender, national 

origin, age (40 and above), mental and physical 

disabilities, reprisal for participating in a protected 

activity and genetic information is unlawful. 

USAG FORT SILL EEO 

Hours of Operation   Monday-Friday 7:30 a.m. — 4 p.m. 

Have an EEO question? Access via EEO website.  

http://sill-www.army.mil/USAG/eeo/index.html 

Ms. Matline Butler-Liverman receives 
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her inclusion of the Montford Point Ma-

rines Congressional Gold Medal presenta-

tion to the family of PFC Rudolph Phillips 

at the 36th annual Black History Month 

Proclamation Signing Ceremony on 3 

February 2014. 


