WORKFORCE SOLUTIONS OF CENTRAL TEXAS






Q:  Do you have a disability?

 





A:  Yes  







Q:  But do I have to tell the staff at the

 





Workforce Solutions about it?







A:  No   

When you visit any of the Workforce Solutions of Central Texas, you will be asked to complete an online application.  It is your choice to tell if you have a disability.

The Department of Labor and Social Security Administration offers various work rewards to people with disabilities to help them go to work at a living wage.

Staff at Workforce Solutions may ask if you have a disability to find out if you are eligible for any of these programs and to make sure you can fully take part and benefit from the services offered.

Please let Workforce Staff know if you need any assistance to take advantage of services offered.

Employers CAN NOT ask about a disability before making a job offer.  There are advantages and disadvantages to talking about your disability.  You have to decide what is best for you.

Should you tell your current or prospective employer about your disability?   Turn page, to learn more about the issues and implications of disability disclosure to employers and potential employers, please read:
Disability Disclosure and the Workplace:  Why, When, What and How at http://www.dol.gov/odep/pubs/fact/ydw.htm.  This will take you to the article on the Office of Disability Employment Policy website, a division of U.S. Department of Labor.

Job Accommodation Network’s Employees Practical Guide to Requesting and Negotiating Reasonable Accommodations Under the Americans with Disabilities Act at http://askjan.org/EeGuide/, The Job Accommodation Network is a free service of the US Department of Labor’s Office of Disability Employment Policy.  To speak to a JAN consultant please call (800) 526-7234 (Voice) or (877) 781-9403 (TTY) or email jan@askjan.org.

Facts about the Americans with Disabilities Act (ADA) and Notice Concerning ADA Amendments Act of 2008 (From http://www.twc.state.tx.us/crd/facts.html#ada).

Chapter 21, Texas Labor Code and Title I of the Americans with Disabilities Act of 1990, which took effect July 26, 1992, and the ADA Amendments Act of 2001 prohibits private employers, state, and local governments, employment agencies and labor unions from discriminating against qualified individuals with disabilities in job application procedures, hiring, firing, advancement, compensation, job training, and other terms, conditions and privileges of employment.  An individual with a disability is a person who:

· Has  physical or mental impairment that substantially limits one or more major life
              activities;

· Has a record of such an impairment; or

· Is regarded as having such an impairment

A qualified employee or applicant with a disability is an individual who, with or without reasonable accommodation, can perform the essential functions of the job in question.  Reasonable accommodation may include, but is not limited to:

· Making existing facilities used by employees readily accessible to and usable by persons    

            with disabilities.
· Job restructuring, modifying work schedules, reassignment to a vacant position;

· Acquiring or modifying equipment or devices, adjusting modifying examinations, training materials, or policies, and providing qualified readers or interpreters.

An employer is required to make an accommodation to the known disability of a qualified applicant or employee if it would not impose an “undue hardship” on the operation of the employer’s business.  Undue hardship is defined as an action requiring significant difficulty or expense when considered in light of factors such as an employer’s size, financial resources and the nature and structure of its operation.

An employer is not required to lower quality or production standards to make an accommodation, nor is an employer obligated to provide personal use items such as glasses, or hearing aids.

Medical Examinations and Inquiries:  Employers may not ask any job applicants about the existence, nature or severity of a disability.  Applicants may be asked about their ability to perform specific job functions.  A job offer may be conditioned on the results of a medical examination, but only if the examination is required for all entering employees in similar jobs.  Medical examinations of employees must be job related and consistent with the employer’s business needs.

Drug and Alcohol Abuse:  Employees and applicants currently engaging in the illegal use of drugs are not covered by the ADA, when an employer acts on the basis of such use.  Tests for illegal drugs are not subject to the ADA’s restrictions on medical examinations.  Employers may hold illegal drug users and alcoholics to the same performance standards as other employees.        
















