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The mission of the Civil Rights Center (CRC) is to promote justice and equal opportunity by acting with impartiality and integrity in administering and enforcing various civil rights laws.  These laws protect: 

· Department of Labor (DOL) employees and applicants for DOL employment, and 
· Individuals who apply to, participate in, work for, or come into contact with the Nation’s “workforce system” - programs and activities that are conducted by or receive financial assistance from DOL, or, under certain circumstances, from other Federal agencies. 

CRC carries out this mission by investigating and adjudicating discrimination complaints, conducting compliance reviews, providing technical assistance and training, and developing and publishing civil rights regulations, policies and guidance.

CRC’s Office of Internal Enforcement (OIE) administers the Department’s Equal Employment Opportunity (EEO) program by counseling, facilitating mediation, investigating, and adjudicating complaints of discrimination filed by DOL employees and applicants for DOL employment. The Reasonable Accommodation Resource Center (RARC) provides guidance and information about, and facilitates the provision of, reasonable accommodations for DOL employees and applicants for DOL employment who have disabilities.
  It is the policy of the Department of Labor that:
No employee will be denied equal employment opportunity, subjected to harassment, or denied equal pay or compensation because of race, color, religion (including reasonable accommodation of religious beliefs or practices), sex (including pregnancy, childbirth and related medical conditions, transgender status,  gender identity, and sex stereotyping), national origin (including ethnicity, accent, and use of a language other than English), age, disability (including reasonable accommodation of physical or mental disability), genetic information, parental status, and sexual orientation.  Employees shall not be subjected to discrimination due to their membership in a protected group; the perception of membership in a protected group; or, association with members of a protected group. 

To better protect all employees in the exercise of their EEO rights, we also prohibit DOL managers, supervisors, and employees from engaging in unlawful retaliation. Unlawful retaliation includes intimidating, harassing, or engaging in any other adverse action, whenever that action is reasonably likely to deter protected EEO activity, and the action is taken because a person engaged in EEO activity. Protected EEO activity includes opposing a practice made unlawful by, engaging in a right extended by, or participating in any stage of administrative or judicial proceedings under, relevant employment discrimination laws.


















How to File an EEO Complaint:  dol.gov/oasam/programs/crc/internal-enforcement.htm
An aggrieved individual must contact an EEO Counselor within 45 calendar days of an alleged discriminatory action in order to begin the EEO complaint process.  Actions raised in EEO complaints include: non-selection, non-promotion, performance appraisals/awards, suspension, termination, leave restriction, harassment or hostile work environment, denial of reasonable accommodation, denial of religious accommodation, denial of training, etc.  DOL employees who use the EEO complaint process are entitled to a reasonable amount of official time to prepare EEO complaints, if otherwise on duty.  Employees are entitled to be accompanied, represented, and advised by a representative of their own choice at any stage in the EEO process, and those representatives, if employees of the DOL, are also entitled to official time.  For more information, please refer to the Frequently Asked Questions found here: labornet.dol.gov/me/eeodiversity/eeo/eeo-FAQs.htm.

Harassing Conduct Policy & Procedures:  dol.gov/oasam/programs/crc/crc-internal/dlms4-0700.htm
Harassment based on the protected classes listed previously is prohibited.  Separate and apart from the EEO process, the goal of the Department’s Harassing Conduct Policy and Procedures is to eliminate harassment before it becomes severe or pervasive enough to violate the law.  It is the responsibility of every DOL employee to promptly report harassing conduct to anyone in their supervisory chain; or to their Agency EEO Manager in the National Office; or for regional employees, to the Regional Administrator, OASAM.  Management must take prompt, remedial action to investigate and eliminate any harassing conduct.

Reasonable Accommodation for Disability:  dol.gov/oasam/foia/DLMS-Chapters/dlms4-0306.htm
DOL provides reasonable accommodations to applicants for DOL employment and DOL employees with disabilities. A reasonable accommodation is any change in the work environment or in the way things are usually done that enables a qualified individual with a disability to participate in the application process, to perform the essential functions (or fundamental duties) of a job, or to enjoy equal benefit and privileges of employment that are available to individuals without disabilities. DOL will promptly and without unreasonable scrutiny provide effective reasonable accommodations unless doing so imposes an undue burden on the Department.

An employee/applicant (or their representative) who seeks an accommodation may: 

· Make a request for an accommodation to a Deciding Official (typically the first line supervisor/manager), the agency EEO Manager, the servicing human resources office, CRC, a management official, or, if applicable, any agency employee connected with the job application process.
· Use “plain language” but need not mention the Americans with Disabilities Act, the Rehabilitation Act or use the phrase “reasonable accommodation.” 
· Verbally request a reasonable accommodation, but should then confirm the request using the Confirmation of Request for Reasonable Accommodation form (Appendix A) found here: dol.gov/oasam/foia/DLMS-Chapters/dlms4_0306-AppendixA.doc
· Provide CRC or the agency EEO Manager with medical documentation upon request that supports or confirms the functional impairment(s) and the requested accommodation.

Once a request for an accommodation is received, the supervisor and employee will engage in an interactive discussion regarding the nature of the disability and the individual’s functional limitation(s) in order to identify an effective accommodation to enable the employee to perform the essential functions of his/her job.  The supervisor should work closely with the Agency EEO Manager to ensure that the accommodation request is addressed as promptly as possible. 

For guidance on the following topics, see: dol.gov/oasam/programs/crc/internal-hot-topics.htm








· DOL Policies on Gender Identity
· Disability Discrimination
· Religious Expression
· Use of Official Time 
· What to Expect When You're Expecting (and after the birth of your child) ...
· Workplace Harassment
· Age Discrimination in Employment Act
· Religious Discrimination and Accommodation
· Retaliation for Protected EEO Activity 
· Reasonable Accommodation Guidance
· GINA -The Genetic Information Nondiscrimination Act of 2008
· English Only Rules Factsheet

For more information, please contact:
Naomi Barry-Pérez, Director or Samuel Rhames, Jr., Chief of Internal Enforcement
Civil Rights Center, Room N-4123 (Frances Perkins Building)
Voice: (202) 693-6500; Fax: (202) 693-6505
Federal Relay Service: TTY/TDD: (800) 877-8339; Video Relay: (877) 709-5797 or myfedvrs.tv
Email: CivilRightsCenter@dol.gov; Website: dol.gov/oasam/programs/crc/
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