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Earlier this year, the U.S. Bureau of the Census sent a report to Congress 
showing the questions that will be asked of everyone during the 2010 U.S. 
Census.  Core issues involved with Census data are race and ethnicity 
information.  There has been some minor updating since the 2000 Census 
in an attempt to reduce confusion for people responding.  The Bureau says 
it expects each response to take less than 10 minutes.  It will be the 
shortest and easiest Census questionnaire since the nation’s first Census 
in 1790. 
 

 
 
The race question is shown above with the variety of possible responses.  
As far as we know, there are no plans to use the smaller designations of 
Asian or Hawaiian categories in affirmative action or Standard Form 100 
(EEO-1, EEO-4, etc.) reporting.  The demographics of those communities 
are used for other political purposes designated by Congress. 

Go to CENSUS  on page 2 
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Naomi C. Earp, Chair of the U.S. Equal Employment Opportunity 
Commission (EEOC) has appointed Dana Huter as the agency’s new 
Systemic Investigation Program Manager.  Hutter has been with the agency 
for many years, and spent the most recent five years as the Washington 
Field Office Director.  She will be coordinating systemic investigations 
through collaboration among field offices across the country. 

Under the systemic program, the EEOC will oversee the following operational 
enhancements: 

• National Law Firm Model – Needs of each case, not the office where the 
case arose, will drive how lawsuits are staffed. 

• Technology – Using technology to help identify systemic cases will include 
integrating EEO-1 reports with charge data to more readily identify potential 
systemic issues. 

• Early Identification – Closer involvement between attorneys and 
investigators will help identify systemic cases earlier. 

• Education – Specialized systemic case identification training for attorneys 
and investigators. 

• Partnering – Expanded partnering among District offices.  Outreach to 
plaintiff’s bar, advocacy groups, other state and federal agencies and 
employer groups. 

This is just one more action to reinforce the agency’s commitment to finding 
and resolving systemic discrimination issues. 

http://www.eeoc.gov/press/9-9-08.html  

For more information: 
www.census.gov/2010ce
nsus/recent_news/01181

2.html  

New position at 
EEOC will 
strengthen the 
agency’s efforts to 
find and remedy 
systemic 
discrimination. 

EEEEOOCC  CCHHAAIIRR  CCRREEAATTEESS  SSYYSSTTEEMMIICC  
IINNVVEESSTTIIGGAATTIIOONN  GGRROOUUPP  WWIITTHHIINN  AAGGEENNCCYY 

CENSUS  from page 1 

 
Hispanic ethnicity will still “trump” race in the designation process.  If Hispanic, no 
race will be recorded.  If not Hispanic, the respondent will be asked to ID a race. 
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We told you recently about the new requirements for handling disabled 
issues that Congress passed last month.  The President has signed the 
law and come January 1, 2009, it will become effective.   

Some key provisions of the new ADA requirements include: 

• Mitigating Measures May No Longer Be Considered – 
Employers may not consider any mitigating measures such as 
hearing aids, eye glasses, prosthetics, or other aids in determining 
whether or not an applicant or employee is disabled. 

• “Regarded As” Gets a Broader Definition – No negative 
treatment may be afforded someone who is “regarded as” 
disabled.  While accommodation is not required, avoiding negative 
treatment is. 

• Major Life Activities List Has Grown – Now the list includes 
caring for oneself, performing manual tasks, seeing, hearing, 
eating, sleeping, walking, standing, lifting, bending, speaking, 
breathing, learning, reading, concentrating, thinking, 
communicating, and working.  Operation of major bodily functions 
have been added to the list including, functions of the immune 
system, normal cell growth, digestive, bowel, bladder, 
neurological, brain, respiratory, circulatory, endocrine and 
reproductive functions. 

• Courts Are Directed to Follow Congress’ Intent  

• EEOC & Justice Department Told to Issue New Regulations 

Employers continue to find confusion in thinking about equal employment 
opportunity, affirmative action for federal contractors and diversity 
management programs.  Not surprising.  They are often misunderstood.  
This book will make things clear and give your managers the opportunity to 
honestly and intelligently discuss those issues with employees.  It will help 
explain how affirmative action programs that provide preference based on 
race are illegal, and that equal employment opportunity is the foundation of 
all three programs and efforts.  You need your personal copy as a 
reference for those questions that are eventually going to reach you.  
Available in both hard copy and e-book versions. 
 
http://www.management-advantage.com/products/beforediv.htm  

BBeeffoorree  DDiivveerrssiittyy::  110033  TToouugghh  QQuueessttiioonnss  &&    
HHoonneesstt  AAnnsswweerrss  

NNEEWW  AADDAA  AAMMEENNDDMMEENNTTSS  GGRREEAATTLLYY  
BBRROOAADDEENN  LLAAWW’’SS  AAPPPPLLIICCAATTIIOONN  
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Sponsored by 

Merit Resource Group 
 
Effective business decisions 
and human resources 
decisions go hand‐in‐hand.  
Merit Resource Group helps its 
clients create this synergy by 
providing HR expertise to 
match unique company needs. 
 
http://www.merithr.com  

 
��������� 

 

 

EEOC must issue new 
ADA regulations 



 

Page 4 Special Report for HR Professionals

 

You are welcome to forward this message, in its 
entirety, to anyone you believe would benefit from 
receiving it. You may not post this message or its 
contents on a web page for further distribution. 
We encourage new subscribers and are pleased 
to continue our offer of FREE distribution for these 
SPECIAL REPORTS. An archive of our 
newsletters can be found on our web site. Just 
look for "Newsletters" then select "Gentle 
Readers." 
 
            http://www.hrwebstore.com/  

Special Reports for HR Professionals are only 
available to our newsletter subscribers. However, 
you may receive a copy from  
one of your professional colleagues or friends. 
Please check the origin address to be sure. 
  

                           
 

The Management Advantage, Inc. 
PO Box 3708 
Walnut Creek, CA  94598 
925-671-0404 
www.hrwebstore.com 
Editor:  William H. Truesdell, SPHR 
©2008 – All Rights Reserved 

 
Privacy Policy: Our subscriber list is 
considered confidential information.  We do not 
sell or rent our subscriber or customer  
lists to anyone else. Your privacy is our primary 
concern. If you ever wish to unsubscribe, please 
click on the "unsubscribe" link below.  If you 
would like to SUBSCRIBE to our FREE 
publications, please register your subscription 
by going to 
              
www.hrwebstore.com/newsletr/newsletr.html 
  
 

 

 

 

SSuubbssccrriippttiioonnss……  

If you are an employer conducting background checks as a condition of employment offers, starting 
November 1, 2008, you must be in compliance with the Federal Trade Commission final rule concerning 
address discrepancies under the Fair and Accurate Credit Transaction Act of 2003 (FACT Act).  The 
requirement is designed to help reduce and control the amount of identity theft that has become such a 
great problem for law enforcement and credit card companies. 
 
Known as the “Red Flag Rules,” there are substantial changes necessary for credit-issuing companies.  
Yet, Congress made provisions that any employer involved with background checks must also abide by 
these rules if they receive feedback known as an “address discrepancy.”   
 
If you conduct background checks as part of your employment process, have a talk with your management 
attorney to be sure you have the proper procedures ready for this quickly-approaching implementation date.

PPPrrrooottteeecccttt yyyooouuurrr fffeeedddeeerrraaalll  rrreeevvveeennnuuueeesss...      LLLeeettt uuusss hhheeelllppp yyyooouuu
uuupppdddaaattteee   yyyooouuurrr   aaaffffff iiirrrmmmaaattt iiivvveee   aaacccttt iiiooonnn   ppplllaaannn...      CCCaaalll lll    uuusss   

tttooodddaaayyy   fffooorrr   aaa   nnnooo---ooobbblll iiigggaaattt iiiooonnn   eeesssttt iiimmmaaattteee...   

EEMMPPLLOOYYEERRSS  WWHHOO  CCOONNDDUUCCTT  BBAACCKKGGRROOUUNNDD  CCHHEECCKKSS  HHAAVVEE  
NNEEWW  RREEQQUUIIRREEMMEENNTTSS  CCOOMMIINNGG  


