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INTRODUCTION

Western Egyplian Economic Opportunity Council, Inc.'s Affirmative Action Plan serves
as a guide fo its equal opportunity program initlatives. The date component sections of
the plan demonsirate how well the Agency performed last fiscal year toward meeting
its hiring and nondlscrimination objectives. [t also provides godls for the current fiscal
year towards providing reasonable accommodations to staff and utllizing the talents of
minorities, protected class individuals, physically challenged persons and veterans.

The Affirmative Action Plan was developed to-saiisfy the guidelines of the llinois
Department of Human Rights, as well as, the parometers and mandates of the various

federal funding agencies whose programs the Agency administers on a statewide
basis.

The goals and objectives stated herein will be actively pursued by the Equal
Employment Opportunity Director and management staff to provide maximom
accessibility o minorilies, protected class individuals, physically challenged persons anc
veterans in all hiring and upward mobility programs.



EQUAL EMPLOYMENT OPPORTUNITY ~
AEFIRMATIVE ACTION PROGRAM CERTIFICATION

AGENCY: Western Egyptian Economic Opportunity Council Ing.
MAIN ADDRESS; PO Box 7, Steeleville. llinois 62288

TELEPHONE NUMBER: (618) 965-3458

WESBITE: weeoc.org

CHIEF EXECUTIVE OFFICER: Jennifer §. Maciura

EEQ/AA OFFICER: Jennifer S, Maciurg

ARA COORDINATOR: Jennifer S, Maciura

This is to certify that the attached document represents the Equal Employment
Opportunity ~ Affirmative Action Program of this Agency.

Chief Executive Officer Dated: 10/23/2025

EEC/ADA Coordinator Dated: 10/23/2025



STATEMENT OF AFFIRMATIVE ACTION POLICY

It is the policy of Western Egyptian Economic Opportunity Councll Inc. to provide equal
employment opportunities without regard to race, color, religlon, sex, national origin,
age, disability, marital status, veteran status, sexual orlentafion, genafic information of
any other protected characteristic under applicable law. The policy related to all
phases of employment, including, but not limited fo, recruiting, employmenf,
placement, promotion, transfer, demotion, reduction of workforce and ferminations,
raites of pay or other forms of compensction, selection for fraining, the use of alll
facilities, and participation in dll Agency-sponsored employee activities, Provisions in’
applicable laws providing for bona fide occupational qualifications, business necessity
or age limitations will be adhered 1o by the Agency where appropriate.

As part of the Agency's equal oppartuntty policy, Western Egypticn Economic
Opportunity Councll Inc, will also take affirmative action as called for by applicable
laws and Executive Orders to ensure that minority group individuals, females, disabled
veterans, recently separated veterans, other protected veterans, Armed Forces medal
veterans and qudlified disabled persons are intfroduced into our workforce and
considlered for promotional opportunities,

Employees and participants shall not be subjected to harassment, intimidation or any
type of retaliation because they have (1) flled a complaint; (2} assisted or parficipated
in an investigation, compliance review, hearing or any other activity related to the
administration of any federal, state or local law requiring equal opportunity
employment opportunity; (3] opposed any act or practice made unlawful by any
federal, state or local law requiring equal opportunity; or (4) exercised any other legal
right protected by federal, state or local law requiring equal opportunity,

The above-mentioned policies shall be periodically brought to the attention of
supervisors and shall be appropriately administered. It is the responsibility of each
supervisor of the Agency fo ensure affirmative implementation of these policies to avoid
any discrimination in employment. All employees are expected 1o recognize these
policies and cooperate with theirimplantation. Violation of these policies is a
disciplinary offense., '

The Affirmative Action Officer has been assigned to direct the establishment and
monitor the implementation of persennel proceduras to gulde the Agency’s Affirmative
Action Program throughout Western Egyptian Economic Opporiunity Council, Inc. A
natice explaining the Agency's pclicy will be posted.



AGENCY'S MISSION STATEMENT

Equipping low-Income individuals and families with resources needed for s’robnﬁy and
self-sufficiency.

AGENCY'S VISION STATEMENT

We envision thriving communities where Individuais and fomilies have broken free from
the cycle of poverty, S - - : I e

AGENCY'S FOLICY STATEMENT

A. The Agency affirms o policy of equal employment opportunity for dll cifizens. it
further declares and reaffirms full compliance with alf provisions of state and federal
rules, regulations, ordinances, laws and executive orders covering equal
employment opporiunity.

B. The basic philosophy of the Agency's Equal Opportunity, Access of Services and
Affirmative Actlon Program is clear: discriminaiion based on race, color, sex, sexual
orlentation, religion, ancestry, military status, political affliaiion, national origin, age,
marital status, or as a result of a physical or mental disability is against the law,

C. This policy extends to all activities in programs which are conducted intemally and
by other agendles, institutions, organizafions or political subdivisions where financicl
assistance is made available by the Agency through conlracts or other
arrangements using state or federal funds.

D. To implement this program of equal opportunity, access of services and affirmative
action, it must be fully understood by all administrative, managerial and supervisory
personnel, all other employees and the communities where the Agency facillfies are
locaied.

E. The policy clso provides reasonable accommedations to persons with physical of
mental fmitations in an effort to fully utilize the talents of persons who can make
confribution toward assisting the Agency accomplish its mission, as weli s, provide
access of cllents to any facility,

F, The purpose of the Affirmative Action Plan is to Immediately proceed in a systematic
manner to eliminate any artificial bartiers to equal access of services, employment
and promotion within the Agency.



G, Threugh the policies and prdgrams set forth in this Affirmative Action Plan, the
Agency undertakes to comply fully with state and federal laws relaiing to equal
opportunity and nondiscriminalion compliance in public service.

EEO/AA CHALLENGES

At this fime, Western Egyptian Economic Opportunity Council Inc. does not have any
 bartiers fo ful mplementation of EEO/AA/ADA and extension of service clienfs.



RESPONSIBILITY FOR EQUAL ACCESS OF SERVICES AND
EMPLOYMENT OPPORTUNITY IMPLEMENTATION

The ultimate responsibility for achieving equal employment opportunity within the
Agency is through its Affirmative Action Plan under the law and the principles of sound
nublic administration. The following are the duties of the Equal Employment
Oppeortunity Pragrams:

1.

2.

To develop the Agency’s Affirmative Action plan, goals qhd objectives;
To aissist in identifying and solving EEO problems;

To design and implement internal audits and reporting systems for measuring the
effectiveness of Agency programs Indicating heed for remedial action and
determining the degree fo which the Agency's goals and objectives have been
attained;

To assist in the evaluation of employees and clients/appliconts so that minorities,
women and disabied persons are given equal opportunity and access 1o services;

To provide accommodating services to cllents with Limited English Proficiency (LEP)
by:

a. establishing the policy to ensure that all services and programs offered by the
Agency dre accessible o individuals who are LEP. Tille Vi of the Civii Rights
Act of 1964 requires that all persons who are hon-English or Limited-English-
speaking have the same access to services as all other persons. It is the
Agency's obligation fo offer qualified inferpreters in other languages to
clients who are non-English or Limited-English-speaking, and to any family
member who is non-English or Limited-English-speaking and needs fo consult
regarding the cllent's care. The Agency's obligation to provide such
longuage interpreters is not dependeant on the client's request for the same.
The Agency shall function in a coordinator and supervisory role in relation to
special communication services for persons who dre LEP, The Agency's staff
are trained to recognize and assist LEP clients. The Agency does not currently
employ anyons who is bilingual. When a langudage or communication barrier
exists, the Agency will arrange for a quadiified translator to be present in all
situations where effeclive comrmunication is necessary. This setvice will be
provided free of charge to the clients, The Agency wil uiilize federal and
state resources to assist LEP individuals, as well as partnering with the
following:

i. Utilizing Puentes de Esperanza in Fairview Heights, lllinols, hand-heid
inferpretation devices, other Head Start parents and Google Translafe
when needed for Head Start setvices such as registration, parent
meetings, parent-teacher conferences, home visifs with parents, etc.



i, Utllizing SIU-C Multi-Cultural Center in Carbondaie, llinois when needed
for Client Assistance in other Agency programs, employment
assistonce, etc.;

To ensure that heating impaired clients receive services by ulilizing sign-language
interpreters and other auxiiiary dide for hearing impaired individuals;

At the request of the Agency's Executive Director, to direct Agency staff in taking
appropriate action to corract discriminatory practices identified by the Agency and
report to the. Executive Director. on the progress of actions faken; and. ..

In conjunction with the filing of quatterly reports, fo submit recommendations o the
Execufive Director and the Agency for improvements to the Agency's Affirmative
Actlion Plan.

Western Egyptian Economic Opportunity Council Inc.
Equai Employment Cpportunity Staff

Jennifer S, Magciura ~ EEQ/ADA Officer

PO Box 7 - Steeleville, Illinois 62288
jennifer.maciuro@wesoc.org

METHODS OF DISSEMINATING THE AFFIRMATIVE ACTION POLICY AND PLAN

INTERNAL

1.

The Equal Employment Opporiunity Officer will pest the Affirmative Action Policy on
all Western Egyptian Economic Opportunity Council Inc. bulletin boards and on the
website, which is avallable fo all employees and the public,

The Agency's Equal Opportunity Staff Liaison will provide a copy of the Affirmative
Action Plan fo the Grants Manager.

All staff, board members and clients will be nofified that a copy of the Affrmative
Action Plan is available upon request,

EXTERNAL

1.

The Equal Employment Opportunity Officer will submilt to the Department of
Commerce and Economic Opportunity and Office of Community Assisiance o copy
of the Agency's Affirmative Action Plan via an electronic version, which will be
uploaded to the STARS Programmatic Application tool.

2. The Agency’s Affifmu’rive Action Pian will be avdilabkle to all state and federal

entities, as well as, ali interested recruitment scurces.
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INTERNAL WORKFORCE ANALYSIS

Employment and Professional Services

As of September 1, 2025, Western Egyptian Economic Opportunity Council, Inc. has a
total number of 82 employees. The following table is the demographics of the
employees employed by the Agency.

Total Labor Force in Area Served = 41,122
Labor Force in Area Served 20-64* = 23,830

#2 #3 #4
Estimated # and % of  # and % of Persons # and % Difference

Persons in Labor Currently Employed  (constitutes Agency's
Service Area by the Agency AA objective for next

nographi EEE B RIS R R

Sex: Male 20,427 49.7% 10 11.2%

-38.44%

Female 19,180 46.6% 79 88.8% 37 42.12%
9,005 21.9% 0 0.0% -19 -21.90%
[ 2044 2 BEWXELW 57.9% 78 87.6% 26 29.69%
45+ T 8,287 20.2% 11 12.4% 7 -7.79%

Race: White 38,645 94.0% 84 94.4% 0 041%
734 1.8% | 1.1% -1 -0.66%
35 0.1% 0 0.0% 0 -0.09%
e TR 253 0.6% ! 1.1% 0 0.51%
| Nafive Hawaiian/Other  [E 0.0% 1 1.1% 1 L%
1,448 3.5% 2 2.2% -1 -1.27%
Ethnicity: Hispanic or Latino 982 2.4% 0 0.0% 2 -2.39%
6,779 16.5% 5 5.6% -10 -10.87%

*Census Data for Sex and Disability Status only captures age range 20-64

Analysis: The Agency has an underrepresented male employee count compared to
fermale employees. The chart shows 10 male employees employed with Western
Egyptian EOC versus 79 female employees.

Programmatic Goals: Eliminate the underrepresentation of male employees employed
by Western Egyptian EOC by hiring more male employees.

Objective: Asvacancies occur, the Agency will promote the hiring of male employees
by notifying relevant recruitment sources of vacancies for referrals of male applicants
and participate in career placement fairs for the purpose of attracting well-qualified
male applicants. However, a majority of the positions at Western Egyptian are within
the Head Start program and the Nutrition program, which are fraditionally viewed as
more traditionally female-centric fields in regard to child care and nutrition services. For
example, of the 21 employees currently employed by Western Egyptian, there are 48
Head Start employees and 15 Nutrition employees. Of those employees, there are only
3 male Head Start employees, which are 2 Bus Drivers and 1 Father Engagement
Advocate, and only 6 male Nutrition employees, which are 5 Van Drivers and 1 Cook
Aide.



Volunieers and Board Members

As of September 1, 2025, Western Egyptian Economic Opportunity Council, Inc. has a
total number of 9 Board Members. The following table is the demographics of the
Board Members for the Agency.

Total Population in Area Served = 80,164

#2 #3 #4
Estimated # and % of  # and % of Persons # and % Difference

Persons in Labor Currently Employed  (constitutes Agency's
Service Area by the Agency AA objective for next

BN N O S R R e e e

40,199 50.1% 4 44 4% -1 -5.70%

39,965 49 9% 5 55.6% 1 5.70%
17,554 21.9% 0 0.0% -2 -21.90%

46,455 57.9% 7 77.8% 2 19.83%

16,155 20.2% 2 22.2% 0 2.07%
Race: White 75,335 94.0% 7 77.8% -1 -16.20%
Black/African American 1,430 1.8% Q 0.0% 0 -1.78%
American Indian/Alaskan 69 0.1% 0 0.0% 0 -0.09%

Asian 493 0.6% 0 0.0% 0 -0.61%
Native Hawaiian/Other 14 0.0% 0 0.0% 0 -0.02%
Other/2 or more races 2,823 3.5% 2 22.2% 2 18.70%
Ethnicity: Hispanic or Latino 1,914 2.4% 1 11.1% ] 8.72%
13,215 16.5% 1 1.1% 0 -5.37%

Analysis: The Agency has an underrepresented non-White Board Members in terms of
racial group equality. The chart shows there are 7 white Board Members versus 2 non-
White Board Member.

Programmatic Goals: Eliminate the underrepresentation of non-White Board Members
presented on the Western Egyptian EOC's Board of Directors.

Objective: The Agency continues working on recruiting a more diverse membership on
Western Egyptian EOC's Board of Directors. Example, last year the Board of Directors
were underrepresented in female Board Members. This year there is only one more
male Board Members versus female Board Members. When a Board seat becomes
vacant, measures will be taken to contact schools, daycares, colleges, etc. within the
Agency's service area with emphasis on recruiting a racially diverse individual who can
professionally represent a more diverse racial group verses the overrepresented white
Board Members.



Clients

As of September 1, 2025, Western Egyptian Economic Opportunity Council, Inc. has a
total number of 8,366 Clients. The following table is the demographics of the clients
served by the Agency.

Total Poverty Population in Area Served = 8,024

#2 #3 #4
Estimated # and % of  # and % of Persons # and % Difference
Persons in Labor Cumrently Employed  (constitutes Agency's
Service Area by the Agency AA objective for next
%
! 3,432 , -7.09%
4,154 51.8% 4911 58.9% 593 7.09%

2,472 30.8% 2,908 36.7% 495 591%
4,169 52.0% 4,246 = 63.6% 139 1.66%
1,383 17.2% 765 9.7% -634 -7.58%
7.031 87.6% 5,165 61.7% -2,166 -25.89%
Bl 466 58% 2,560 30.6% 2,074 24.79%
American Indian/Alaskan 0 0.0% 13 0.2% 13 0.16%
22 0.3% 25 0.3% 2 0.02%
Native Hawailan/Other 0 0.0% 1 0.0% 1 0.01%
Other/2 or more races 505 6.3% 602 7.2% 75 0.90%
Ethnicity: Hispanic or Latino 544 6.8% 186 2.2% -381 -4.56%
Disabled 1,323 16.5% 2,016 24.1% 637 7.61%

Analysis: The Agency is underrepresented in one client demographic categories, which
is Hispanic clients. The chart shows that Hispanic's are underrepresented by 4.56%
compared to Western Egyptian's poverty population in the service area.

Programmatic Goals: Eliminate the underrepresentation of diverse clients within
Western Egyptian EOC's service area.

Objective: The Agency will continue concentration of the outreach efforts within the
Hispanic communities to improve our client served numbers. The Agency will plan to
have outreach events within those communities to share client benefit information to
the underrepresented client demographic categories. The Agency will be in contact
with area agencies, such as lllinois Department of Human Services, US Department of
Health and Human Services, Housing Authorities, ComWell, etc. to provide information
about the Agency's client services to those individuals who are Hispanic in efforts fo
assist in financial burdens.
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EQUAL EMPLOYMENT OPPORTUNITY COMPLAINT INVESTIGATION PROCEDURE
POLICY

Western Egyotian Economic Opportunity Councll Inc. affirms its commiiment to o policy
of equal employment opportunity through the implementation of cn EEQ compliant
investigation precedure to promote the internal resolution of employee complaints of
alleged discrimination. Itis the conviction of the Agency that the establishment of this
compliant investigation procedure shall provide an internal avenue to redress o
informally resolve complaints of alleged discrimination at.the lowest.organizational. .
level, reducing the backlog, delay and expense of o prolonged formal investigation.

To that end, the EEQ Officer and Board of Directors will work in a concerted effort
during the Investigation of complaints, documentation of facts, the presentation of
findings and recommendations o resolve the dlleged discriminatory issuels).

The use of this internal EEO complaint investigation procedure does not preclude the
rights of an employee to file a charge directly with the state (Department of Human
Rights) or the federal government (Equal Employment Opportunity Commission or any
ofther appropriote government agency). The filing of any complaint of alleged
discrimination may not be used as a basis for future retaliation adversely aifecting the
fights of ary employee, '

PROCEDURES

The internal EEO Complaint Form [attached) shall be used to clearly record the date,
nature and other pertinent information of the complaint of alleged discrimination
submitted to the EEO Officer.

All complaints alleging a violation of the egual opporiunity provisions must beé flled with
the EEQ Officer within 10 working days from the dlleged violafion.

The EEC Officer will forward the complaint within § working days from the date of
receipt of the complaint to the Agency's Board of Directors or designee who will
process it and begin an investigation.

Copies of the complaint are kept in a confidential location on file with the Agency's
Board of Directors and the EEC Officer. Upon request, the EEO Officer will provide
technical assistance to the Board of Direciors or designee throughout the investigatory
process. '

Upon completion of the investigation, the Board of Directors or designee will develoo o
written report of the investigation findings. The report will be sent to the Executive
Director for review, The Board of Direciors or designhee will prepare and send d finding
lefier to both parties involved.

The employee clso has  right to file a formal charge within 2 years of the dlleged
violation with The lllinois Department of Human Rights and/or within 2 years of ihe



alleged viclatlion with the U.S. Equal Employment Opportunity Commission concurrently
with the filing of an Internal complaint.

IDHR administers the State of llinois Sexual Harassment and Discrimination
Helpline: {877) 236-7703 ~ Monday ~ Friday from 8:30 a.m. to 5:00 p.m.

Addresses of governmental entities which have responsibility for handling various
discriminatory compilaints follow:

linois. Department of Human Rights
535 West Jefferson Street, 15 Floor
Springfield, llinois 62702

(217) 785-5100

TTY (866) 740-3953

linois Department of Human Rights
555 West Monroe Street, 7th Floor
Chicago, lllinois 60661

(312) 814-6200

TTY (866) 740-3953

linois Department of Human Rights
Marion Regional QOffice Building
2309 West Main Street, Suite 112
Marion, llinois 62959

(618) 993-7463

Equal Employment Qpportynity Commission

JCK Federal Building

230 South Dearborn Street

Suite 1864 [Enforcement, State and Local & Hearings)
Suite 2920 (Legal & ADR)

Chicago, llinois 60604

(312) 872-9777

Enforcement/File Disclosure Fax (312) 558-1200
WWW.E80C.JOV

TTY (800) 669-6820

Equal Employment Opportunity Commission
1222 Spruce Street, Room 8-100

ST Louis, Missouri 63103

(800) 669-4000

TTY (800) 669-6820




Western Egyptian Economic Opporunity Council Inc,

internal EEQ Co aint F

All complainis regarding Equal Employment Opportunity should be filed with the
Agency's Equal Employment Opporiunity Officer at the following Qddress:

Jennifer §. Maciura
EEQ/ADA Officer
"~ PO Box 7 ~ Steeleville; lllinols 42288
jennifer.maciura@weeoc.org

1. Name:

Telsphone:

Work Locafion:

Prasent Job,

2. Date of Alleged discriminatory practice or action:

3. Basis of the alleged discriminaiory praciice:

o Race o Disabllity
o Sex | o Refdliafion
o Sexual Harassment | o Religion
o Sexual Orentalion | o Age
o National Origin o Ofher
Ancesiry
-
4. The disciimination occurred in conneciion with:
o Interview o Compensation
o Hiring Selection o Transfer
o Promotion o Lay Off
o Downward Alocation | o Termination
o. Disciplinary Action o Tralining Opportunity
o "Qiher

+*plaase explain within Section 5 of this form**

5. The facts of the alleged discriminatory employment practice are (continue of additional

sheel, if necessary:




é. Plecse supply supporting evidence to document the basls for the discriminatory practice you

are claiming, as Indicated in your response io Saction 3 of this form:

| have atiached supporting evidence:

Describe:

o Yas|o No

7. Hove you mcnde an effort ’ro resotve the discrimination rhrough your supervisors rhe gnevqnce
procedure or wi’rh any publlc or priva ie organrmhon? Yes | o No
If yes, please explain, Indicating the outcome of the efforts:

Complalnt's Signarture

Department's EEOQ Officer's Sighature

Date Filed

Date Received

NOTE: To initiate a formal charge of discrimination, this form must be filed with the Agency's
EEO/ADA Officer within 10 days of the alleged violafion.

Each employee also has the right fo file a formal charge within 2 years of the alleged violatlon
with the lllinois Department of Human Rights, 2 years with the Egual Employment Opportunity
Commission or 180 days after alleged unlawful employment practice occurred pertaining to an
Equal Pay violation. For Victim's Economic Security and Safety Act of 2003 (VESSA) claims arising
after August 25, 2003, complaints may file with the llinais Department of Laber.

linois Department of Humcin Rights
535 West Jefferson Street, 1% Hoor
Springfield, Klinois 62702

www state.llus/dhr

Telephone: (217} 785-5125

TTY: {217) 785-5125

TTY: (312)353-2421

llinois Depurtment of Human Rights
555 West Monroe Street, 7th Floor
Chicago, lllinois 60661

Telephone: {312}814-6200

TTY: [312) 263-1579

Equal Empleyment Opportunity Commrssmr‘:
JCK Federcl Building

230 South Rearborn Streel

Suite 1884 {Enforcement, State, Local & Hearngs)
Suite 2920 (Legal & ADR)

Chicago, lllinols 40604

Telephone: (312) 872-9777

TTY: {312) 353-2421

Fone (312) 558-1200

WWW.ee0q.gov

Equdl Employment Opportunity Camrnission
1222 Spruce Sireet, Room 8-100

St Louis, Missour 63103

Telephone: (314} 425-6547

TTY: (314)425-6547



llinels Depariment of Human Rights lliinois Department of Labor

2309 West Main, Sulte 112 State of lllincis Building
Marion, llinols 62959 ' 140 North LaSalle Sireet, Suite C-1300
Telephone: (418} 993-7461 Chicaogo, llincis 60601-3150

Equal Pay Act of 2003

Telephone: (864) 372-4365

Vietims' Economic Security & Safefy Act of 2003,
Telephone: (312) 793-6797

- Plaase return the completed form, with copies of supporiing documentation to the Agency's - - -

EEO/ADA Ofificer.



INTERNAL EEQO COMPLAINT PROCESS & TIMELINE

\
« Complainant completes Internal EEO Complaint Form
ISR | « Complainant submits form & any supporting documentation to EEO/ADA Officer
working days}
R of violation T .

%

| *EEO/ADA Officer reviews complaint & forwards to Board of Directors or designee
Within 5 dc:ws% )

+Board of Directors sends a notice of receipt to complainant, alleged charged party &
all appropriate staff (ex. Executive Director, EEO/ADA Officer)

i
i
!
Within 10 dc:yii

Board of Directors attempts to resolve allegation via informal redress or mediation

Within 10 doysr_

| *Board of Directors prepares written report

| +Both parties agree in writing to the findings & resolution
| «Report is completed & issue is closed

ii;ﬁf’s‘?lc‘if'%:;s | «Record of complaint is retained by the Agency for 5 years

* Agency begins full investigation to be completed within 75 days of alleged violation
| «Both parties receive disclosure forms; all appropriate staff are nofified
| +Following investigation, the Board of Directors draft written findings report; both parties
| signreport & resolution
s ilssitt| *Executive Director reviews report & resolution for potential approval; decision is final
Shielibsleifelp?l « Executive Directors distributes findings report & resolution fo both parties & supervisors
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AMERICANS WITH DISABILITIES ACT POLICY

It is the policy of the Westermn Egyptian Economic Cpportunity Councll In¢, to comply
with the provisions of the Americans with Disabilities Act 1990, 42 U.S.C.A. Section 12101,
et seq ("ADA"), as amended by the ADAAA of 2008, and the (linols Human Rights Act.
The ADA prohibits discrimination against qualified individuals with disabilities on basis of
their disability. The ADA provides, in part, that gqualified individuals with disabillities shall
not be excluded from participating in or be denied the bensfits of any programs,
service or activity offered by the Agency.

The ADA requires that all programs, services and activities, when viewed in their
entirety, are readily accessible to the usable by qualified individuals with disabllifies, The
Agency must communicate effectively with individuals with speech, visual and hearing
impalrments and provide auxiliary communication cides/interpreters to those _
bensfitiing from the Agency’s employment, programs, services or activities to aiford
equadl opporfunity,

The Agency's by-laws have been updaied to dllow the use of Zoom Meetings fo offer
Board Members and others an alternate accommodation to participate in Board
Meetings and other meetings conducted through the Agency in the event that in-
person meeting attendance is hot possible.

Individuals wishing to review the ADA or its inferpretive regulations, ask questions about
thelr rights and remedies under the ADA, request a reasonable medification fo the
Agency's policies, practices or proceduras, or file a written grievance with the Agency
dlleging honcomplicnce with the DA should contact the Agency's designated
EEC/ADA COfficer.

Jennifer 5. Maciura

EEQ/ADA Officer

PO Box 7 ~ Sieeleville, Illinois 62288
jennifer.macivra@weeoc,org



LABOR FORCE ANALYSIS FOR PEQPLE WITH DISABILITIES

Agency:. Western Egyptian Ecocnomic Opportunity Council Inc.

Fiscal Year: 2026

Total Employees: 89

Pereen-#-of-PeobJe-wifh Disabilities in Area Labor Force: 16.5% -

Labor Force Number: 41,122

Number of FEmployees with Discibilities in Agency: 5

Underutilization or Parity: Underutilization




REASONABLE ACCOMMODATION POLICY STATEMENT

In compliance with the U.S. Americans with Disabilities Act (ADA) of 1990, as amended
by the Americans with Disabllities Act Amendments Act [ADAAA) of 2008, and the
ilinols Hurnan Rights Act, it is the policy of Western Egyplian Economic Opportunity
Councll Inc. fo reasonably accommodate the known physical or mental conditions of
otherwise qualified applicants and employees with disabilities.

Western Egyptian Economic Cpportunity Coundll Inc. recognizes the rights of a
quaiified applicant or employee with a disability totequest a regsonalcle - - :
accommodation to ensure equal opportunity in the appiication process; fo enable him
or her to patform essential functlons of a job; and/or to enable him or her to enjoy
equal benefits and privileges of employment.

It is the responsibility of Western Egypiian Economic Opportunity Councill Inc. {0 provide
a reasonable accommodation fo qualified applicants and employees with disabilifies,
when such reasonable accommodation does not pose an undue hardship to the
operation of the Agency's business.

Wastern Egyptian Economic Opportunity Council Inc.’s Equal Employment Opportunity
Officer and/or the Americans with Disabiiities Act Coordinator can provide further
infermartion clbout the Agency's policy in this area.

Bxecutive Director Signature Date
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REASONABLE ACCOMMODATION POLICY

INTRCDUCTION

The Americans with Disabilifies Act of 1990, 42 U.8.C. 12101 et seq. (ADA), as
amended by the ADAAA of 2008, prohibits discrimination against ¢ qualified
individual with a disability in regard to Job application procedures, the hirtng, the
ddvancement or discharge of employees; employee compensation; job
training; and, other terms, conditions and privileges of employment, [Section 102

T R

An employer must make reasonable accommeodations to the known physical or
mental limitations of an otherwise qualified Individual with a disability who is an
applicant or employee, unless such covered entity has demonstrated that the
accommodation would impose an undue hardship on the operation of the
business of such covered entity. [Section 102 (b) (5) (A)] However, each
individual is responsible for inifiating the request for reasonable accommodation,
if such individud! believes such accommodation is required to enable him/her to
perform the essential functions of the job.,

The policy and procedures set forth herein are clso intfended to meet the
requirements of the lllincls Human Rights Act (Ili. Rev, Stat. 1989, ch. 8. para. 1~
101 et seq.] and Seciion 504 of the Rehabilitation Act of 1973 (22 U.S.C. 794}, as
well as the ADA, as amended by the ADAAA of 2008,

POLICY

In accordance, with the law cand regulations, it is the policy of Western Egyptian
Economic Opportunity Council Inc. [“the Agency"):

A. to inform employees and applicants about the Agency's policies and of
the right to reasonable accommodations and

B. to provide any and all such reasonable accommeodations in the most
cost-effective manner avdailable unless it would impose an “undue
hardship."

This policy is intended to comply with the applicable laws and Is not Infended to
create any legal or contractual rights or obligaticns. For the purpose of this
policy, the term “employee” shdll include "applicant” and *prospective
emplovee.”

REASONABLE ACCOMMODATIONS COMMITTEE [RAC)
A, Purpose

The purpose of the RAC is to implement effectively this policy.

B. Membership



The RAC consists of the following staff members:

1. Executive Director
2. Fsecal Officer
3. Head Siort Director

C. Duties

The RAC provides fechnical assistance to the Agency’s employees on
technology, the ADA Title V of the Rehabilitation Act, accessibility standards
and employee relations as 1t relates to requests or potential requests.

The RAC will maintain documentation regarding RAC requests in order to:

1.

provide appropriate budget informetion and projected cost analysis for
future budget cycles to the Fiscal Departiment;

lend consistency to the system of the provision of accommodation and
ensure nondiscrimination in the treatment of employess; -

ensure that requests are processed, approved and accommodations
provided in a fimely manner;

provide reports fo employee accommodations and costs fo regulatory
agencies.

As necessary, the RAC shall provide petlodic reports, including the above
documentation, fo the Executive Director for information/action. All reports
shall be developed in @ manner which protects the confidentiality of the
employes,

IV. REASONABLE ACCOMMODATION

A. Areasonable accommodation is a modification or adjusiment to a job
application process and/or the werk environment that enables qualified
applicants or employees o be considered for a position, to perform the
essential functions of a position and to enjoy equal benefits and privileges of
employment, ADA regulafions: 29 C.F.R. 1630, 2(0) {1)

B. Reasonable Accommodation may include, butis not limited to:

1.

making existing facilities used by employees readily accessible to and
useable by individuals with disabilities;

job restructuring; part-time or modified wark schedules; reassignment to a
vacant position; acguisition or modification of equipment of devices;
appropricte adjustment or modification of examinations, fraining materials



V.

or policies; the provision of qualified readers or interprefers; and, ather
similar accommodations for individuals with disabiliies. Section 101(%) of
the ADA,

The determination of which accommodation is appropriate in a parficulor
situation will be made on a case by case basis and involve the empioyer and
employse h a flexible, interactive process whereby the employee identifies
the preciss limitations imposed by the disability and along with the employer
explores potential accommeodations that would overcome those imitations.

NOTE: The ADA permits employers to choose the accommodation which is
lowest in cost If such accommodation provides a similar result fo ¢ costlier
accommodation,

. Reasonaple accommodations may be categorized in the {cllowing

manner;

1.

restructuring/rmodifications accommeodation, including, but not limited
to job restructuring by removal of non-essential tasks, job
modifications, recrrangement cf office furniiure, removal of desk
drawers, flexible time o allow for fransportation and/or medical
schedules;

technological/accessibility accommadations, including, but not
limited to dictating machines, volce acfivated eqguipment,
Telecommunication Davice for the Deaf {TDDs), hand controls for
dictating devices, speaker-phones, felephone ampliflers,
teletypewriters [TTYs), Braile typewriters, orthopedic desk chairs and
other adaptive office fumiture, looping systems, efc., as well as
architectural modification. inrecent year, digial technology has
evolved rapidly and is making the TTY obsolete. To find out more
cbout these new devices and services, please contact the llinois Deaf
and Hard of Hearing Commission, 1630 South éh Street, Springfield,
Ifinois 62703 ar {217) 557-4495;

assistive care accommeadations including utilization of additional
parsons, such as readers, drivers, interpreters and atfendants who
specifically assist an individual in performing the esseniial duties of the
job.

NOTE: A reasonable accommodation pertains only to the employee and
does not include family members. Some types of accommaodations need
not be on an individual basis if available at the work site and if used by
two or more individuals will not impede job performance.

UNDUE HARDSHIP



A, “Undue Hardship" means significant difficuity of expense in, or resuliing from,
the provision of an accommodations. 1t refers to any accommodation thot
would be unduly costly, extensive, substantial or disruptive, or that would
fundamentally alter the nature or opsration of the business of the Agency.

B, Whether an accommodation will impose an undue hardship must be
analyzed on a case by case basis. Faciors to be considered in determining
whether an accommodation would impose an undue hardshio on the
Agency may include, but not limited to: (1) the nature and net cost of the
accommodation needed; (2) the overall appropriations of the facility of
focilitles Involved in the provision of the reascnable accommodation, the
number of person emploved at such faciity and the effect on expenses and
rasources; (3) the overall appropriation of the Agency with respect to the
number of employees and the number, type and location of its facilities; (4)
the type of operation or operations of the Agency, including the
compaosition, structure and functions of the workplace of such agency, and
the geographic separaiions and administrative of fiscal relationship of the
facility or facilities in question 1o the Agency; and {5) the Impact of the
accommodation upen the operalion of the facllity, including the impact on
the ability of other employees {0 be able to perform their duties and the
impact of the facility's ability fo conduct business.

C. Arequested accommodafion may be denied if it is unduly disruptive to other
employess or fo the functicning of the business of the Agency. To
demonstrate the accommodation may be denied if it is unduly disruptive, the
disrupfion must result from the provision of the accommaodation, not from the
fears or prejudices of other employees toward the individual's disabllity. The
ferms of ¢ collective bargaining agreement may ba relevant,

PROCEDURES FOR PROCESSING REQUESTS FOR REASONABLE
ACCOMMODATIONS

A. The determination of reasonable accommodations for qualifled employees
“who require such 1o overcome a physical or mental impairment in
performance of job dufies must be conducted at the request and with the
consultation of the employee.

1. A person with o disability may be gqualified for a position vacancy if the
person safisfies the perquisife skills, experience, education and other job-
related requirements of the employment position, as set forthin
standardized Department of Central Management Services;
recuirements, and with or without reasonable accommaodations can
perform the essential functions of the job.

2. Essential job functions vary with individual job descriptions and would
include those physical, mental and inter-personal activities necessary fo
achisve the anticlpated job performance effectively.



3. A determination as to d reasonable accommodation for one person will
not be freated as a precedent for another parson,

B. The employee must request any and all reascnable accommodations on o
Reqguest for Reasonable Accommodation Form. The employee is responsible
for adequately responding to all questions applicable on the form. Once
completed, the form shall be fransmitted by the employee to the immediate
supelvisor, or by the prospective employse to the interviewing supervisor. The
employee should retain o copy of the request form,

1. Ifrequested by management, the employee shall submit medical
documentation fo support the need for the accommedation. When
additional informaiion becomas avaiiable, the employee should submit it
in writing 1o the iImmediate supervisor for fransmittal 1o the RAC,

2. Technical assistance is avallable to the employee and supervisor(s) from
the Agency upon request.,

C., The immediate supervisor or Interviewing supervisor shall make «
recommendation regarding the request within five (5) working days of
receipt and forward the request to the Executive Director who shall have five
(5) working days fo review and provide a recommendation on ihe request
form.

D. The Executive Diractor shall forward the request fo the RAC for review.

E. Unless the appropriate reasohable accommodation Is obvious to either or
both the Agency and the qualified individual with a disability, all reviewers
and the RAC will use a problerm-solving approach,

1. Analyze the job invalved and determine its purpose-and essenticl
functions.

2. Consult with the individual with a disabllity to ascertain the precise job-
related limitations imposed by the individual's disabiliity and how those
limitations could be overcome with a reasonable accommodation.

3. In consultation with the individual to be accommodated, identify
potential accommodations and assess the effectiveness each would
have in enabling the individual to perform the essential functions of ihe
osition.

4, Consider the preference of the individual to be accommodaied and
select and implement the accommodation that is most approptiate for
both the employee and the Agency.

E. All reviewers shall consider the request based on the following criteric: {1} the
relafionship between the accommodation and the essential job functions, (2)
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necessity, (3} cost effectiveness, {4) undue hardship to the Agency, and (5)
compatibility with existing equipment (where applicable).

G. Within fen (10) working days, the RAC will act upon the request and report
accommeadations to the Executive Director. If further information is required
to make a recommendation, the employee shall be give thidy (30) days to
provide such documentation and the required ten (10) working day(s) fime
period shall begin when the addifional information [s received.

“H. The Executive Director will make the final decision -within five {§) working days

of recelpt. A copy of the Executive Director’s decision and the RAC's
recommendation will be returned by the EEQ/ADA Officer to the appropricte
supervisor whe wili coordinate implementing the approved request with
appropriate stoff. A copy of the Executive Director's decision and the RAC's
recommendation will also be sent to the employee by RAC within five (5)
working days of receipt of the Executive Director's decision.

l. The time limits provided in the section may be extended up to thirty (30) days
if circumstances warrant {ex. absence of a person needed to make
determination, additional information required, afc.}.

RECONSIDERATION

If the employee wishes to ask the Executive Director to reconsider a descision on
a Reasonable Accommodation Request, the request shall be addressed to the
Executive Director within ten (10) working days of nofification of the decision.
The request shall include the reasons for the request and, if appropriate,
alternative suggestions for reasonable accommodations. A decision shall be
made, and the emploves notified within fen {10) working days of receipt of the
request. The decision constitutes the final adminisirative action of the Agency
on the request.

An employse who has been denied accommedation has the right fo file o
complaint at the state level with fhe lllinois Depariment of Human Rights within
180 days of the denial of the request, An employee may also have the right to
file a complaint with the U.S. Equal Employment Opportunity Commission.

IMPLEMENTATION

A. When Implementing the approved redues’r, the appropriate supervisor shall
provide the following:

1. If the requested accommaodation is within the restructuring or modification
category, the job will be modified/ restructured, When the supervisor,
manager and employee are all in agreement, the supervisor shall provide
the accommodation; ar,



2. If the requested accommodation is of fechnological/accessibility or
assistive care nature, the appropriate supervisor will coordinate purchase
of equipment or devices, or initicie confracts.

B. Excenditure Procedures

1. Incarrying out its expenditure okligation respensibilities, the Fiscal Officer
relies on the Agency's supervisors to obtaln all reguired approvals before
making ¢ commitment for expenditure of Agency funds, to ensure that all

‘purchases are consistent with the State of lllinols and the Agency's
procurement policies and procedures, and 1o initiate steps required o
encumber the funds,

2. As part of the process for purchasing goods or services using Agency
funds, supervisors are raquired to initicte a purchase order fo commit the
funds within the Agency’s accounting systern. Depending on the type of
purchase, the business unit is also required o produce and approve an
expeanditure authotization document such as:

¢ Contract Obligation
% Date Proceassing Coniract Obligations
4 Purchase Requisitions

3. In general, goods Lnder $10,000 and professional services not exceeding
$5,000 are procured on a Purchase Order Request; any purchase
exceeding those thresholds must be procursd on a contract,

4. All expenditure authorization documents or contracts regarding
reasonable accommodation requests should clearly reflect within the
document that itis in fact a “reasonable accommodation” purchase.



Western Egyptian Economic Opportunity Council Inc.

Reasonable Accommodation Request for Employees

Pursuant to the requirements of state and federal laws, a qudlified individual with o disability has
the right 1o request reasonable accommodation in conjunction with his/her employment.
Reasonable accommodation means a modification fo application procedure, access to the
work site and adjustment to the work process or work schedule that would enable a person with
a disabllity to petform a job. Employers are not required to provide accommodations that
would impose undue hardship on the operations of their pregrams. The procedures for
accommodation request appedr 1o the back of this form. Completed accommodation request
forms should be submitted te the immediafe supervisor, with d copy of the Agency's EEO/AA
Officer ang the Executive Dirsctor. The Agency's EEC/AA Officer or Executive Director can
respond o questions adhout the accommodation process.

Nama Jobitle Frograim Telephone #

Functional Limitations

SRECIFY TYPE OF ACCOMMODATION NEEDED AND PROVIDE A DETAILED DESCRIPTION OF THE
{TEM REQUESTED ~ PLEASE BE SPECIFC

o Purchase or modification of equipment or devices

p Job restructuring or task modification

o Provision of reader, sign language interpreter or personal assistant

o Struciural modification to work site or facility

o Madification of work scheduls or leave policy

o Modification of examinalions, training materials or personal assistant

o Reassignment to vacant position

1 Other




Narrative Explanation

Describe how your functiona!l limitations intetferes with performance of o duty or parlicipation in
ah activity sponsored by Western Egypiian Economic Opportunily Councll Inc, Explain how the
requastad accommodation would be used to enhance job performance or would allow you o
participate in an employer-sponsored activity. {Use additional sheets f necessary)

Employee's Signalure

Date

RAC Recommendation

| o Grant | o Deny | b Date for Return
(RAC's initials J

Execulive Director's Findl Action

lo  Grant | Deny | @ Date for Return
{ED's inifials )

Remarks




ACCOMMODATION REQUEST PROCEDURES FOR EMPLOYEES

The following procedures should be fdllowed in processing accommodation requesis from
employees. The Agency’s EEQ/AA Offlcer and/or the Executive Director can pravide guldance
on the decommodation process,

1.

The employee shall submit a completed reasonable accommodation request form to his/her
immadiale supetvisor and give d copy of the form 1o the Agency's EEQ/AA Officer and/or
the Executive Director. The employee should retain a copy of this Information in his/her files.

Oncerecalved, the supervisarshdll réview The fequest form for Completengssiand, in™" 7" 7
consultation with the EEC/AA Officer and/or the Executive Director, determine whether
medicat documentalion is needed to either establish the presence of a disability or
determine an appropriate accommodation. If documentation is needed, the Agency
should narrowly tailor ifs request to The issues of whether the employee has a disabllity under
the l[aw and how he/she can be accommodated. The employee should be asked to
complete d madical releqse form {also narrowly tailored}, if the Agency has additional
guastions upon review of the medical documentation. When necessary, the employee
should be asked fo provide documentation to address the lssues.

Upon receipt of neceassary documentation, the supervisor snall make o recommendation, in
writing, fo the EEQ/AA Officer within five (5) working days.

The EEQ/AA Officer shall review the supervisor's recommendation and make a
recommendation to the Reasonable Accommodalion Committee (RAC) within five {8)
working days of receipt of the supervisor's recommendation. The EEC/AA Officer shall
forward hisfher recommendalion along with the criginal reasonable accommedation
request form and all documentation to the Agency's Executive Director.

The Executive Director shall convene a mesting of the Reasonable Accommuodation
Committes (RAC) within ten (10) working days of receipt of the Executive Director's
recommendation. The RAC shall review the accommodation requesi, Once the
Committee’s review Is complete, the Commiitee’s recommendation shall be submitted to
the Executive Director within five {5) working days of the Commitlee’s review for the
Executive Direcior's approval or denial,

The Execulive Director shall review the RAC's recommendation and shall render o decision
of denidl or approval within five (5) working days of receipt from the RAC.

Provided the approptiate documentation has been submitted, the EEO/AA Officer shall
inform the employee in wiliing of the Agency's decision o grant or deny the reguest within
thirty (30) working days of receipt of the completed request form and any necessary
medical documentation. A copy of the response will alse be sent fo the supervisor.

If the Executive Director approves the accommedation request, the Agency shall take
appropriate aclion to comply with the accornmodation request, Approved
accommoddtion request shall be implemenled as soon as possible. Please note that the
Agency may offer alterartive suggestions previding an equally effective accommodation ta
remaove the workplace barrier In guestion.

Reconsideraflon: I an employeae wishes to ask the Executive Director 1o reconsider a
decision on d reasonable accommodation request, a written request shall be addressed to



1.

the Execulive Director within ten {10) working days of nofification of the decision, The
reconsideration request shall include the reasons that o reconsideration is being requessted
and, if appropricte, alternative suggestiions for reasonable accommodation. Affer ¢
compleie review of the matter, o decision shall be made, and the employee shall be
notified. The Executive Director's decision on this recommendation shall constitute the finol
internal action by the Agency on the accommodation request,

. An employee who has been denied accommodation has the right to file a complaint of the

state level with the lllincis Department of Human Rights within 300 days of the denial of the
request, An employee may also have the right to file a complc:un’r Wl’rh ’rhe U S Equoﬂ
Employrmient Opportunity Compmission [EEOC) within 300 days.

The EEQ/AA Officar shall document any action taken on o reasonable accommodation
request where indicated on the request form and shall retain completed accommedation
reciuest forms one year following final aciton in the matter.



Western Egyplian Economic Oppottunity Council Inc,

Reusonable Accommodation Request for Applicants

Pursuant to the recuirements of state and federal laws, a qualified individual with a disability has
the right to request reasonable accommodation in conjunction with his/her employment.
Reasonable accommaodation means ¢ modification to application procedure, access to the
work site and adjustment to the work process or work schedule that would enable a person with
¢ disabllity to perform a particular job. Employers are not required to provide accommodation
that would impose undue hardship on the operations of thelr programs. The procedures for
accommodation request appaar on the back of this form. Completed accommodation
request forms snould be submitted to the interviewing supervisor. The Agency’s EEO/AA Officer
or Executive Director can respond to guestions albout the decommeoddtion process,

Name: Interviewing Program:

Home Address;

Talephone: Functional Limitations:

Type of Accommodation Needed

Sign Language Interpreter for the Empioyment Interview

Reader Sarvice

Accessible Interviewing Site

Re-formatting of Examinations for Learning Disabled Applicant
Examinations Markers for Applicants with Limited Manual Dexterity
Other (indicate type of accommoduation needed):

ocooooan

Narrative Explanation

Descripe how your functional limitations interferes with a portion of the pre-employment process,
ex., applving, testing or interviewing. Explain how the requested accommadation would be
used to enable you fo complefe the application process. {Use additional sheet if necessary}

Applicant's Signature: Date:
Agency Action
Interviewing Supervisor's Defermination: | o_Grant | o Deny |

Remarks (If denied, provide explanation)

Final Agency Approval

Signature: _ Date:




ACCOMMODATION REQUEST PROCEDURES FOR APPLIC ANTS

Quailified applicants and employees with disabllifies have the right to request reasonable
accommodation under the law. Applicants may request accommodations to any stage of the
application process, including the employment application, examinalion procedure or
interviewing process. Note that Western Egyptlan Economic Opportunity Council Inc. 1s
responsible for accommaodation to lis testing procedures.

Once an individuct with o disability has been hired, he/fshe has the right 1o request
accommodation 1o the work site, work schadule or watk process that would enable him/her to
perform e job In guestion.” Proceduids for dpplicants to follow In making on dccomiodation”
request are listed below, The EEQ/AA Officer can provide additional information about the
accommodadtion process with thelr agencies.

Procedures:

1. Applicants may request accommodations fo the application process orally or In writing
[sither through correspondence or the use of the accommodation request form for
applicants). If the request is made orally or through written cotrespondence, the Agency's
EEO/AA Officer will complete accommodation request forms in the matter for purposes of
processing and documenting the request.

2. Appliconts shall submit accommodation request to the interviewng supervisor. The
interviewing supervisor should provide a copy of the form to the EEQ/AA Officer. In cases
where the EEQ/AA Office completes the form for the applicant with a disability, the EEQ/AA
Officer shall submit compileted forms to the interviewing supervisor and retain a copy for
him/herseif,

3. Aresponse to the request will be provided to the applicant within five (5) days following
receipl of the request by the interviewing supervisor.

4, Ititis within the bounds of the autharity of the interviewing supervisor to grant the request
and he/she believes it to be reasonable, the accommodation will be provided. Information
regerding the type of accommodation provided will be sent to the EEO/AA Officer.

5. If another employse within the Agency must be consulted for the accommodation to be
pravided, he/she will determine whether the Agency will grant the request.

6. lithe Agency denies the request, the applicant has the right fo file an internal complaint
with EEO/AA Officer and/or extemnal complaint with the llinols Department of Human Rights
within 300 days of the denial. An applcant may also have the right o file a comploint.with
the U.5. Equal Employment Opportunity Comimission (EEOC) within 300 days.



PHYSICAL BARRIERS

Wastern Egypticn Economic Opporiunity Councll Inc. rents space in several localions
with all building meeting the minimum ADA requirements, Locations:

VYVVYYVVYVY

#1 Industrial Park ~ Steeleville, llinois 62288

342A North Street ~ Murphysboro, lllinois 62966

207 West 41 Street ~ Waterloo, lllinois 62298

317 South Washington Street ~ DuQuoin lllinois 62832
1820 North Market Strest ~ Sparta, llinols 62288

316 Egst Grant ~ Coulterville, linols 622377

607 West Fine Street ~ Percy, llinols 62272
3747 Hitt Road ~ Tarmnaroaq, Ilinois 62888
903 South Main ~ Pinckneyville, lllincls 62274

PROCEDURAL BEARRIERS

A. Pre-Employment Screening

The ADA prohibits an employer from making any pre-employment inguiries
regarding an dpplicant's physical or mental disability,

According to the ADA, employers may ask about an applicant's abiiity to perform
both essential and marginal job functions, Howsver, employers may not refuse to
hire an applicant with a disability because the applicant's disability prevents
him/her from performing marginal functions.

Permissible Inquiries

v Emplovers may describe or demonstrate the Job function and ask if the
applicant can perform that function with or without reasonakle
accommeodation,

v Employers may csk whether the applicant has o driver’s license, if driving is a
job function, but may not ask whether the applicant has o visual disabifity.

v Employer may also ask an applicant (Including one with a known disapility) to
describe or demonstrate how, with or without reasonable accommodation,
the applicant will be able tc perform job-related funcllons. Generaily, this
must be csked of dll applicants.

v If an applicant has o known disability that may Interfere with the
performance of ¢ job-related function, they can ask only that applicant.

fmpermissible Inguiries

v Employers may not use an application form that lists potentially disabling
impaiments and ask the applicant o check any of the which he/she may
have.

v Employers may hot ask how often individuals will require leave for treaiment
or use leave as a result of incapacitation because of their disability.

v Employers may not ask about an applicant's prior workers' compensation
history.



v Employers may not ask if an individual has any disabilities or impairments
which may affect thelr performance on the job,

v Employers may not ask information about the type of medication an
individual is taking.

B. Pre-Employment Testing
The Agency does not conduct pre-employment testing.
- C: Employment Critetia-and-Job Description Review- -+ -

Any employment criteria established by the Agency to screen applicants should be
reviewed before posifions are filed to determine whether they would screen out
applicants with disabillitles. Employment criteria with a disparate impact on
applicants with disabiiities should be examined to determine whether they are jo-
related. If such criteria are not jobrelated, they should be eliminated. Job
descripfions are reviewed before Interviews are held to identify essentiai Job duties.

D. Identification of Disabled Employees for Layoff Report

For purposes of preparing an Agency layoff report, disabled employees identified
through the Survey for Disabled Employees. Employees who identify impairments on
this form are 1o be considered disabled, and those who do not indicate any
impairment are not considered disabled. The survey form contains a nofice to this
sffect. Employees have the right to complete new survey forms at any time during
their employment, should their disabiiity status change.

E. ldeniflcation of an ADA Officer
- Jennifer 5. Maciura
FEC/ADA Officer

PO Box 7 ~ Steelevile, lllinois 62288
jennifer.maciura@weeoc,org

EMERGENCY EVACUATION PROCEDURES

The EEQ/ADA Officer provides emergency svacuation procedures periodically o
employees with disabllities. The Agency's Employee Policy Manual clso details
emergency procedures, The EEO/ADA Officer will mohitor and ask employees if there 1s
a need of assistonce during a workplace emergency evacuation. Such information wil
also be forwarded, in o confidential manner, o safety personnel.
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EEQ LAWS

The federal and state civil rights law, rules, regulations, executive orders that impact
Western Egyptian Economic Opportunity Councill Inc. are identified below. Where
there is o discrepancy between federal, state or local law, federal law supersedes the
laiter fown, unless state or local law is more stingent.

Federal Laws:

The Civil Rights ‘Act of 1964, as amended: This Act is the most comprehensive statuteon - - -

Civil Rights ever enacted in the U.S. It bans discrimination in voting rights, public
accommodations, public education and federally assisted programs. Additionally, it is
uniawful under the Act to refaliate against a persoh who has openly opposed an
employer's discriminatory practices or who has filed a charge or assisted in an
investigation of @ charge,

The Equal Employment Opportunity Act of 1972 is an amendment to the Civil Rights Act
of 1964 to extend the Equal Employment Opportunity Cemmission's jurisdiction 1o
include public employers with 25 or more employees, as well as, private employers with
15 or more employees. This amendment adds sec and religion to the Tifle Vil portion
and extends Equal Employment Qpportunity to state, local and municipdl
organizations, all employment agencies [private and public) and to labor
organizations,

The Pregnancy Discrimination Act of 1978 amends Title VIl of the Civil Right Act to
prohibit sex discrimination based on pregnancy. [t required that wormen who were
temporarily disabled due to pregnancy, childbirth and related medicai conditions be
provided the same benefils as those provided other disable workers.

The Civil Rights Act of 1991 expanded the protectlons afforded individuals under the
Civil Rights Act of 1964. 1t protects against and deters unlawful discriminatfion and
harassmeni in employment,

Title | of the Clvil Rights Act of 1948 provides for criiminal penalfies for interference with
an individual's employment rights due to his/her race, color, religion or national origin,

Title IX of the Education Amendments of 1972, as amended, prohiblts discrimination on
the basis of sec in ali education programs or gctivities recelving federal financial
assistance,

The Age Discrimination in Employment Act of 1967, s amended, prohibis arbitrary
discrimination against persons 40 years of age or older.

The Age Discrimination Act of 1975 prohibits unreasenable discrimination on the basis of
age in programs or activities recelving Federal financial assistance, including program
or octivities receiving funds under the State and Local Financlal Assistance Act of 1972,



The Rehabiliiation Act of 1973 prohibits discriminatfion against people with physical and
menial disabilities except where the disabllity would prevent them from performing the
major duties of the job. It also provides for affimative action in the employment and
advancement of qudiified disabled people, Section 503 requires federal confractors
and thelr subcontractors to undertake affrmative action in the employment of qualified
disaibled individuals. Section 504 requires recipients of federal financial assistance to
provide squal employment opporiunity and equal service access to qualified disabled
individuals. Executive Order 12250 requires each federal ggency granting funds fe issue
Section 504 regulations and authorized the Justice Department to coordinate Section

“504 implemientation; “Section 504 Is enforced by the Agency providing the federalfuncls

in questicn. The Rehabilitation Act requires employers to "make reasonable
accommeodations to the physical and menial Imitaticns” of employees and applicants
who may be disabled, This abligation includes both aiterations in physical facilities and
modifications in the structure or scheduling of a job.

Title | of the Amerlcans with Disabllities Act of 1990, as amended by the Americans with
Disabillties Amendments Act of 2008, prohibits discrimination in employment against
individuals with disabilities and establishes the standards governing an employer's
offirmative duty to accommodare an individual with ¢ disability. Title Il of the ADA
prohibits discrimination against individuals with disabilities by state and local
governments. The ADA Amendments Act of 2008 broadens the coverage of "disability”
and thereby brings more individuals under the protection of the law. EEOC issued new
regulations under this Act.

The Vielnam Era Veterans Readjustment Act of 1974 requires employets to provide
squal opportunity 1o Vietnam veterans and to disabled veterans of any war and to
take affirmative action to ensure such opportunities,

The Equal Pay Act of 1943, as amended, provides that an employer may not
discriminate on the basis of sex by paying employees different wages for doing equal
work on jobs requiring equall skills, effort and responsibiiity, and which are performed
under similor working conditions in the same establishment. The Act also prohibits
reducing any ermployee's wage in order to come into compliance with the Act.

In general, any employee who is covered by the minimum wage provisions of the Falir
Labor Standarcs Act {FLSA) is protected by this Act. In addition, the Act was amended
in 1972 to include some employees not covered by the FLSA, such as executives,
administrators, professionals, efe. Violation of this law, if determined to be intentional,
can result in back pay. The award covering d period which begins three years prior 1o
the date of the fiing and ends when the award is made.

Under the law, employers moy have differences in wage rates based on: {1) a seniority
system; (2) a metlt system; (3) a system which measures earnings by quantity or quality
of production, ex. piece rate; and {4) any other bona fide differenticl.

The Intergovernmental Personnel Act of 1970 ensures the falr freatmant of applicants
and employees in all aspects of personnel administration without regard to political
affilation, race, color, national origin, sex or religious creed and with proper regard for



the privacy and constitutional rights as citizens. The United State Civil Service
Commission [USCSC) administers the Act. USCSC may recommend remedial action,
including the termindtion of grants to states and local governments after they have
been given reasonable notice and an opportunity for a hearing, if the program fails fo
comply with the provision of the Act. Howsver, actual enforcement authority rests with
the grantor agency. ‘

The Family and Medical Leave Act (FMLA) requires employers to provide up to 12 weeks
of unpaid job-protected leave to “eligible" employees for certain family and medical
reasons. Employees are eligivle if they have worked for a covered employer forat least
one year, and for 1,250 hours during the year preceding the start of the leave and be
employed at a worksite where the employsr employs af ieast 50 employees within a 75-
mile radius.

Section 585(a) of the Nalional Defense Authorlzation Act (NDAA) amended the FMLA to
provide eligible employees working for covered employers have leave rights reloted to
miliiary service.

$ection 3 of the Housing and Urban Development Act of 1948, as amended, provides
that opportunities for training and employment funded by Community Devalopment
Block Grant program be given o lower income residents within the same locction of
the project. Also, confracts will be awarded to business concerns located within the
same project areq.

Section 109 of the Housing and Urban Development Act of 1974, as amended, provides
that no person shall be excluded from participation, denled program benefis, or
sublected to discrimination under any program or activity funced in whole orin part
with funds made availakle under this fitle.

The Uniformed $ervices Employment and Reemployment Rights Act (USERRA) protects
the job rights of individuals who voluntarily or involuntarly leave employment positions
o undertake military setvice,

‘The Genelic Information Nondiscrimination Act of 2008 makes It flegal to discriminate
ogainst employees or applicants because of genetic informartion.

Execufive QOrders:

Executive Order 11063 provides that no person shaill, on basis of race, color, creed or
national otigin, be discriminated against in the provisions, rehabilifation or benefits of
housing financed through Federal financial assistance.

Executive Order 11141 declares it g policy of the Executive Branch that government
contractors not discriminate on the basis of age.

Executive Order 11244 requires governmental contractors to have written Affirmative
Action Plans and 1o sef goals and timetables for increasing the representation of
women and minerities in thair workplace if they have been underutilized In the past.



