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I am so happy to be here with my Chair, Jenny Yang, at this briefing.  Chair Yang has been an amazing leader at the EEOC on all the civil rights that we enforce.  She has also been a particularly strong supporter of all the agency’s ADA work and Section 501 work.  

On a personal note, I feel appreciative that I had the opportunity, as a young attorney at the ACLU, to work on the drafting and negotiating of the ADA with great legislators in the House and the Senate – and to now be a Commissioner at the EEOC responsible for helping to enforce the law.

We, at the EEOC, are focused on helping real people with disabilities get jobs, retain jobs and get promoted in jobs. 

Unfortunately, there are a lot of real people still to help.  Let’s just look at one year – FY2014.  We received 25,000 charges of disability discrimination that year.  We got relief for 4,500 charging parties just through our investigative process.  That number doesn’t even include the thousands of people who had successful mediations even prior to any investigation.  

Our investigative processes are confidential, so you would not have heard about these results.  But we can see their aggregate effect.  Thousands of employers changed their policies as a result of these settlements and we collected a total of $95 million for those charging parties.
All of this enforcement work is essential to ensuring that people with disabilities can get in the door for jobs to begin with and then to stay in the workforce. JOBS are the key.  It is jobs that give people with disabilities economic freedom and independence.
But informal, confidential processes are not enough.  While litigation is our tool of last resort, the fact that we have the power and authority to litigate cases – on behalf of the federal government -- is what gives us leverage in the enforcement process to help employers realize that a settlement - -rather than a court case – may be the way to stop and remedy disability discrimination that has been alleged in a charge. 

EEOC use litigation to vindicate the rights of people with disabilities and to stop further discrimination from happening.

As you heard from our EEOC Chair, ADA cases constitute 34% of our current litigation docket.  We also use litigation to establish new and important principles of law. The EEOC is doing a lot of work in the courts to enforce the ADA.

To read some of the compelling facts of these many cases that the EEOC brings, I urge you to visit the newly launched disability web page on the EEOC website.  http://www.eeoc.gov/eeoc/history/ada25th/
Here are some of the types of discrimination we have attacked: the failure to provide a reasonable accommodation (including leave, where needed); discharging qualified workers on the basis of disability; permitting disability-based harassment to occur in the workplace; asking prohibited disability-related questions; and simply refusing to hire qualified applicants based on myths, fears, or stereotypes about certain disabilities.
Again, there are real people behind all of these numbers.  We helped 32 individuals with intellectual disabilities who were paid only $65 a month for full-time work and subjected to harassment and deplorable and sub-standard living conditions.  They now have the chance to live in the community, with good paying jobs and appropriate supports.

We helped an individual who was fired after the owner of a recruiting company learned that she was blind, even though she had already started recruiting successfully.  She received $100,000 in damages, and the owner and manager of the company underwent training on disability discrimination.

We helped a cart attendant with cerebral palsy, who previously had been dubbed “hero of the month” but whose performance later suffered because he was denied access to his job coach during work related meetings.  He received $160,000; his employer, a national retail chain, designated an ADA coordinator in its corporate level human resources department and implemented a company-wide policy regarding requests for reasonable accommodations; and all executive team leaders got trained on handling requests for reasonable accommodations.
We helped a nurse with breast cancer, who was fired after requesting an extension to her two months of leave to recover from a double mastectomy.  She received $300,000, and her employer, a large children’s hospital, revised its reasonable accommodation policies and instituted hospital-wide disability discrimination training.

We helped an applicant who was deaf who was turned away when she tried to apply for a job as a stock clerk because she was “dangerous” and “couldn’t communicate.”
These people are a microcosm of the people the EEOC has stood up for, and won cases for, over the years.

As we celebrate the 25th anniversary of the ADA, I will leave you with this thought. 
People with disabilities today not only have rights – they have greater expectations of what they will do with those rights.  We have a generation or two of people with disabilities who were educated in integrated settings and who expect to work in paid, competitive jobs just like everyone else.  We have an established social understanding that shutting people with disabilities away in institutions is not ok.  And we have a generation of young people with disabilities who have grown up with the ADA.  The ADA, together with the laws that came before it, has changed not only the expectations of people with disabilities -- but the expectations of people around them.  
Rights and expectations work together.  When rights are enforced, high expectations follow.  High expectations ensure that people exercise their rights. 
The mission of the EEOC is to help people enforce their rights and to help employers understand what those rights are. I am proud to be part of an agency doing this work.
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