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Dear Commissioners:

Thank you for the invitation to testify before tBgual Employment Opportunity Commission
(EEOC) in connection with the Strategic Enforcenfélain. | have been asked to address
religious discrimination experienced by the diveregious communities that enrich our nation.
Due to the unfortunate reality that the SeptemiBrtérrorist attacks caused a sustained backlash
against Muslims, Sikhs, Arabs and South Asians,those perceived as such, my comments will
focus on the multiple forms of workplace discrintina experienced by these communities. For

a more in-depth analysis of employment discrimoratilaims involving Muslim, Arab, or South
Asian employees, | am enclosing a copyptitks and Stones, Words That Hurt: Entrenched
Stereotypes Eight Years After 9/18 N.Y.CiTy L. Rev. 33 (2009}

That said, efforts to eradicate religious discriation against any particular group ultimately
benefits employees of all faiths. Training and edung employers about their legal obligations to
protect religious freedoms in the workplace creatpsoductive atmosphere wherein each
employee is evaluated based on merit and objepgviermance criteria as opposed to false
stereotypes or unlawful bias. Similarly, educatmgployees about their workplace rights deters
employers from failing to comply with anti-discrin@tion laws and prevents employees from
violating the rights of their co-workers.

I commend the EEOC for its proactive efforts ta@bthe input of various stakeholders from
America’s diverse ethnic, racial, and religious coumities. In the spirit of collaboration and our

! The article can be downloadedhétp://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?jm=1459001
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shared interest in eliminating all forms of disdnation based on race, religion, gender, national
origin, ethnicity, disability, and age, | offer mpmments and recommendations in the enclosed
written testimony.

Sincerely,

Sahar F. AziZ
Associate Professor
Texas Wesleyan University School of Law

Enclosures:
Sahar F. AzizWritten Testimony Before the Equal Employment Opipdyy
Commissior(July 18, 2012)
Sahar F. AzizSticks and Stones, The Words That Hurt: Entren&8terkotypes
Eight Years After 9/1113 N.Y.CiTy L. Rev. 33 (2009)
Sahar F. AzizCaught in a Preventive Dragnet: Selective Countestésm in a
Post 9-11 Americad7 GONZAGA L. REV. 1 (Spring 2012).
Sahar F. AzizFrom the Oppressed to the Terrorist: American MusiWomen in
the Crosshairs of IntersectionaljtiiASTINGSRACE AND POv. L. REV.
(forthcoming 2012)

? The views expressed herein are solely those ddukteor and do not represent the views of Texas &yasl
University School of Law.
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WRITTEN TESTIMONY BEFORE THE EQUAL EMPLOYMENT
OPPORTUNITY COMMISSION

Sahar F. AziZ®
Associate Professor of Law
Texas Wesleyan Univer sity School of Law
July 18, 2012

Our nation has a unique, long-cherished commitrteergligious freedom. Indeed, the first wave
of immigrants came seeking refuge from religiousspeution in Europe. The free exercise of
religion, regardless of one’s religious beliefsaitindamental right guaranteed to

all Americans and embodied in the First Amendmerdur Constitution. As a result, America has
become a diverse nation enriched by its multipligioais communities that practice their faiths
freely and peacefully. America’s unique culturdetance for religious diversity is due in large
part to the enforcement of constitutional rightd atatutory laws that protect individuals and
congregations from discrimination in public acconttatons, education, and employment.

While most American residents voluntarily complytlwanti-discrimination laws based on a
personal commitment to equality and justice forraligious bigotry exists in American society.
One need only review the increasing number of lawd$iled by the EEOC over the past ten
years. In 1997, religious discrimination lawsuntade up only 2.1% of the EEOC’s docket. By
2010, the rate of discrimination lawsuits increasigghificantly to 3.8%. Similarly, religious
discrimination charges filed with the EEOC increhdeamatically by 35% from 2001 to 2008.

A disproportionate number of religious discrimimaticharges were filed by employees who wear
headscarves, turbans, or beards for religious nsasecause these practices carry a stigma that
falsely stereotype them as terrorist, disloyakuspect.

In the years immediately following the tragic Sepber 11, 2001 terrorist attacks, there was an
upsurge in hatred, violence, and discriminationrajaviuslims, Arabs and South Asians.
Despite the passage of more than ten years, peevdisicrimination persists due to a variety of
factors that directly impact the workplace. Foample, media images stereotyping, dark-
skinned, bearded males with Arabic-sounding nammes@esenting the primary threat to the
national security of the United States contriboteacial, national origin, and religious
harassment in the workplace. Government selectivater-terrorism practices and policies have
institutionalized a policy of discrimination agaimgersons perceived to be Muslim, Arab, Middle
Eastern, or South Asian on the basis of their naao®, religion, ethnicity, and national origin.
The government’s disparate treatment of these camtias, based on the pretext of national
security, legitimizes workplace harassment. Tlseltas a conflation of the racial Arab or South
Asian with the religious category of Muslim coupledh the misperception that Islam is a radical

* Professor Aziz thanks Texas Wesleyan law studetlldaCashen for her excellent research assistance.
“ SeeKeith Pyburn Accommodation or Harassment, The Religious Discrainn ConundrumAMERICAN BAR
AssocCIATION National Conference Meeting Papers, 2011 (citéugnt statistics in religious discrimination claim
filed with the EEOC).
® SeeSandra R. McCandless & Khoa Ngemployment Discrimination on the Basis of NatioBaigin and Religion
in the Post-9/11 EraAMERICAN BAR ASSOCIATION San Francisco 2008.
®1d. See alspShirin SinnarTrends in Post 9/11 Backlash Employment DiscringmatNATIONAL CONFERENCE ON
EQUAL EMPLOYMENT OPPORTUNITYLAW, “Panel: The 9/11 Fallout: Ethnic and Religious®imination and
Cultural Differences in the Workplace,” Mar. 23,050
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and violent religiorl. Therefore, efforts aimed at combatting post-9&lifious discrimination
must adopt a holistic approach that rectifies thias legitimizing” actions of other government
agencies.

Public opinion polls taken over the past ten yeefigct this troubling reality. In a 2006 poll,
forty-four percent of Americans believed Muslime &o extreme in their religious beliefs,
twenty-two percent of Americans would not want ashfa as a neighbor, and less than half of
Americans believed American Muslims are loyal te tnited State$. Rather than wane with
time, negative stereotypes of Muslims have becomie pervasive as evinced in a 2009 poll
reporting that fifty-three percent of Americans laathot too favorable” view of Islarh.

Similarly, in September 2010, a Washington Post-AB&vs poll showed that forty-nine percent
of Americans held an unfavorable view of Islamigm#icant increase from thirty-nine percent in
October of 2002.

Thus, it should come as no surprise that fifty-¢hpercent of Muslim Americans say it has
become more difficult to be a Muslim in the U.Shcs the Sept. 11 terrorist attac¢RsFor some,

it has been difficult to find a job. In 2003, théscrimination Research Center conducted a study
to determine the impact of ethnic names on hirieggions. The Center sent out 6,000 fake
resumes to temporary agencies throughout Califorffe resumes had identical qualifications
but some had ethnically identifiable names. Thefound that the resumes with identifiably
South Al\?ian, Arab, or Muslim names received theektwesponse in five of seven California
regions.

EEOC charge numbers are consistent with thesenfiyjsdBetween September 11, 2001 and
March 2012, the EEOC received 7,019 charges ofigigtation by Muslims, which often

includes a religious discrimination claim coupleithaan ethnic origin or race claifi. Compared
with the 2, 734 total charges filed in the yearscpding 9/11, the rise in anti-Muslim sentiment in
the workplace is glaring. But these numbers asdaading because many people in the Muslim,
Middle Eastern, South Asian and Sikh communitiesraluctant to report discrimination from
fear of retaliation and losing their jobs in thesficult economic times® Considering that
Muslims make up only two percent of the workforttesse numbers evince a disproportionately
high rate of religious discrimination faced by Mus$ or those perceived as suéh.

" SeeSahar F. AzizSticks and Stones, The Words That Hurt: Entren&tetkotypes Eight Years After 9/1B N.Y.
CITY L. REV. 33 (2009).
® John L. Esposito & Dalia Mogahed, ¥ SPEAKS FORISLAM? WHAT A BILLION MUSLIMS REALLY THINK 155
(2007).
° GALLUP, MUSLIM WESTFACTS PROJECT Religious Perceptions in America: With an In-Depihalysis of U.S.
Attitudes Toward Muslims and Isla4n(2009) available at
http://www.muslimwestfacts.com/mwf/125315/ReligieRsrceptions-America.aspx
' PEW RESEARCHCENTER, Muslim Americans: Middle Class and Mostly Mainatre36 (May 22,
2007), http://pewresearch.org/assets/pdf/muslimraeues. pdf.
" DISCRIMINATION RESEARCHCENTER, Names Make a Difference: The Screening of Resuyr&srhporary
Employment Agencies in Californ{@ct. 2004).
12 5eeSahar F. AzizSticks and Stones, The Words That Hurt: Entren@tetkotypes Eight Years After 9/18
N.Y. CITY L. REV. 33 (2009).
Y SeeSandra R. McCandless & Khoa Ndgamployment Discrimination on the Basis of NatioBagin and Religion
in the Post-9/11 EraAMERICAN BAR ASSOCIATION San Francisco 2008 (citing a report by the Lagy€ommittee
for Civil Rights of the San Francisco Bay Area).
14 See Keith PyburmAccommodation or Harassment, The Religious Disertion ConundrumAmerican Bar
Association, National Conference Meeting Paper&14@iting a Brookings Institution study that sumined the
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Sikhs have also experienced a disproportionateglly hate of discrimination, often times because
they are mistaken for Muslims. Since 2001, the EH@s handled 125 religious discrimination
claims filed by Sikh®> But these numbers represent only the tip of tabécg when it comes to
measuring the full extent of religious discrimimatiagainst Sikhs and other religious minorities
perceived as Muslims. For example, a 2007 surt&p0 Sikh adults in New York City
conducted by the Sikh Coalition concluded that apipnately ten percent of respondents
experienced workplace discrimination because af Bigh identity’® A similar survey in 2010

of Sikhs in the San Francisco Bay Area revealedjebrimination rates of twelve percént.

Such disparities between EEOC charge statisticsaney findings are due in large part to
under-reporting based on reasonable fears of atitaii

In the most cognizable cases, Sikh employees &jedad to defamatory slurs based on false
stereotypes that Muslims are terrorists and Isimviolent religion intent on killing Americans.
However, a more subtle, but equally harmful, forimedigious discrimination is on the rise. Sikh
employees who wear religiously mandated turbansareasingly segregated outside of public
view.'® Invoking customer preferences or company imageetext, employers segregate Sikhs,
as well as headscarved Muslim women and Jewishweanng yarmulkes, to lower paid, lower
skilled, and dead end jobs. As articulated by &sbr Dawinder S. Sidhu, such segregation leads
to physical separation and isolation thereby angdta distinct physical space to which an
employee is restricted only because of his or élégious appearance, and a separate area where
employees without this appearance are free to mrarassociate'®

Workplace segregation adversely impacts religiousorities who don religiously mandated
headscarves, turbans, yarmulkes, or beards. Fon@e, segregated employees are relegated to a
lower class, out of sight from customers and otloeworkers. Consequently, they are unable to
socialize with their peers, develop their custosewice skills, interact with the public, and
obtain the same opportunities for promotion andwiinovithin the company. Moreover, public
or employer bias as to who is worthy of representite company are validatéd.In light of
America’s troubling record of racial segregatioml &s subsequent prohibition, the pernicious
effects of religion-based segregation should beewkedged and rectified. Moreover,
segregation based on religiously-mandated appessarguably violates Title VII's general anti-
discrimination provision, which makes it unlawfokfan employer to “segregate...his [or her]
employees or applicants for employment in any waictvwould deprive or tend to deprive any
individual of employment opportunities or otherwesdversely affect his [or her] status as an
employee, because of such individual’s . . . retig*

American workforce as: 23% of workers are non-ifelig, 26% are Protestant, 20% are Catholic, 2%3enésh, 2%
are Muslim, 2% are Mormon, 14% are other Chriséind 7% are other, not Christian).
1% SeeTHE SIKH COALITION, Submitted Comments Regarding BEffOC Strategic Plan for Fiscal Years 2012 — 2016
(June 19, 2012).
'® SIKH CoALITION, Making Our Voices Heard: A Civil Rights Agenda few York City’s Sikh§009),available at
www.sikhcoalition.org
' SIKH COALITION, Sikh Coalition Bay Area Civil Rights Report 2Qkvailable atwww.sikhcoalition.org
¥ SeeDawinder S. SidhuQut of Sight, Out of Legal Recourse: Interpretimgl&evising Title VIl To Prohibit
Workplace Segregation Based on Religi®@N.Y.U. REv. L. & Soc. CHANGE 103, 104-106 (2012).
“1d. at 107.
*1d. at 125.
142 U.S.C. § 2000e-2(a) (“It shall be an unlawfulpdmyment practice for an employer ... (2) to linsiégregate, or
classify his employees or applicants for employniertny way which would deprive or tend to deprarg
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Unfortunately, the troubling rise in religious disgination continues until the present day.
According to the EEOC’s 2011 enforcement and litayastatistics, charges alleging unlawful
bias based on religion were the fastest-growinggmaty. Specifically, these charges rose 9.2
percent to 4,151 charges filed in fiscal 2011 fi®T90 charges filed in fiscal 2010.

While more time is necessary to fully explicate tlvances and extent of religious discrimination
experienced by various religious groups, | willispp¢he remainder of my time to offer creative
solutions and recommendations that | believe cpudgdentatively decrease religious
discrimination in the workplace. In the interestiaie, | have summarized my recommendations
with the expectation that a more in-depth discussidl occur during the question and answer
portion of the hearing. Because the EEOC is cosedrof highly trained and skilled attorneys
and investigators, | expect some of my recommeadstmay already be under consideration, if
not implemented. In such a case, | hope that stynteny provides validation of existing good
practices.

My recommendations can be summed up in five ovbenagccategories:

1. Adopt creativelegal theoriesof liability and use case briefsto educate judges
about post-9/11 religious discrimination;

2. Train federal agencies about the adver se wor kplace consequences of selective law
enforcement and immigration enforcement;

3. Train private sector employersabout therisein religious discrimination and how
to proactively prevent it;

4. Normalizeimages of religious minoritiesin government publications; and

5. Diversify pointsof contact in outreach to religious communities about their legal
rightsand remedies

Adopt Creative Legal Theoriesof Liability and Use Case Briefsto Educate Judges about
Post-9/11 Religious Discrimination

1. Muslim women wearing headscarves, for exampleggperiencing discrimination because
they are “headscarved Muslim women” as oppose@tause they are only a Muslim,
women, or a particular ethnic or racial group.etaectionality theories of liability are
particularly salient in cases where another Muslien,a secular looking Muslim, or a non-
Muslim female, does not experience discriminatimgréby granting the employer a defense.
For a more in-depth analysis of this issue, | diyeu to the encloseldrom the Oppressed to
the Terrorist: Muslim American Women in the Crosshaf Intersectionalityn The Hastings
Race and Poverty Law Review (2012). ThereforeEHB®C should develop and increase the

individual of employment opportunities or otherwesversely affect his status as an employee, beazfisich
individual's race, color, religion, sex, or natiboggin.”).
22 EQUAL EMPLOYMENT OPPORTUNITYCOMMISSION, Retaliation Charges Were Most Common In Record-8nea
FY 2011 Press Release, available at www.eeoc.gov
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use of intersectional theories of liability pariely as they apply to female religious
minorities.

2. Invoke Title VII's general anti-discrimination prision that prohibits segregation on account
of religion in cases involving segregation of enyeles who wear religiously-mandated attire.
Apply the reasoning found in the employment casethat prohibits race-based segregation
to religion-based segregation.

3. Many hostile work environment cases aredismisseithéygourts on summary judgment
because of the failure of the courts to recogriieeseverity and pervasiveness of post-9/11
ethnic and religious harassment. For example, saiftén mischaracterize religious slurs as
excusable ignorance or protected political viewabout Arab culture, Islam or the Middle
East, as opposed to actionable harassment. EEOG@eats should include in their court
briefs information that informs judges about thstdiical and cultural context in which slurs
and epithets reflect the pervasiveness of anti-Mudiscrimination based on negative
stereotypes and implicit bias that impede equalleynpent in the workplace.

Train Federal Agencies About Adverse Consequences of Selective Law Enforcement and
Immigration Enforcement

Much of the EEOC'’s effective outreach and litigatis undermined by other federal agencies’
discriminatory practices and offensve rhetoric dlgauticular religions, especially in the area of
law enforcement and immigration enforcem&nhiVhile the EEOC does not have jurisdiction or
authority to instruct other federal agencies howxecute their mandates, its anti-discrimination
mandate should encompass educating other federat@g on how they can avoid contributing
to employment discrimination without compromisihgit mission. Examples include:

a. The Federal Bureau of Investigation often sendagents to Muslim individuals’
workplaces when seeking a voluntary interview. sehgratuitous visits signal to co-
workers and supervisors that the individual is sasp@nd consequently invites
harassment based on racial and religious steremtyplee EEOC should educate FBI
agents about how certain investigatory tacticsdmrastate careers, and work with the
FBI to find alternative ways of lawfully conductirigeir investigations.

b. The Department of Homeland Security’s Immigratiod £&ustoms Enforcement
Office conducts aggressive raids of workplaces Vaitge numbers of racial and
religious minorities. In addition to resultingtime unlawful arrest and detention of
lawful residents and US citizens, such raids védicgdereotypes held by the public that
immigrants from certain parts of the world or oftee faiths are illegally present in
the United States. As a result, members of thesarwnities face workplace
discrimination from private actors who interpreliestive enforcement based on race
or religion, even if not explicitly stated, as leagiizing bias against certain minorities.
The EEOC should educate DHS employees about trerselworkplace impact of
such misguided practices and work with them to bigvenmigration enforcement
strategies that do not reinforce false racial bgieus stereotypes.

** SeeSahar F. AzizCaught in a Preventive Dragnet: Selective Countestism in a Post 9-11 Ameriga
47 GONZAGA L. REV. 1 (Spring 2012).
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c. The Federal Bureau of Investigation National Testd8creening Center manages
terrorist watch lists and the Department of Homel8ecurity Transportation and
Security Administration enforces travel watch listdich are a subset of terrorist
watch lists. Courts have noted the alarmingly igmber of false positives of
Muslim male name$' Consequently, many Muslim professionals who trane
business face humiliating and intrusive frisks guene they travel while their non-
Muslim co-workers quickly pass through securityor fany, they fear harm to their
reputations among co-workers and supervisors as &ereotypes of Muslims as
terrorists are corroborated by their disparatetitneat in travel. The EEOC should
educate the FBI and TSA about the harmful impaatroployees of false positives
and work with these agencies to improve the intggfi the watch lists.

Train Private Sector Employers about the Risein Religious Discrimination

1. Although not required by law, some employers areesung job applicants against terrorist
watch lists. Because the lists include many naimesmay be similar to the current or
potential employee, employers may inadvertentlyuede an applicant or discharge an
employee based on its wrongful belief that the geis affiliated with, or suspected of being
affiliated with, terrorist activitie§®> Even worse, the employer may use such lists dexir®
discriminate without the employee’s knowledge. BHiOC should familiarize itself with the
plethora of literature that documents the procddamd substantive flaws with terrorist watch
lists and discourage employers from using the$e dis employment screening mechanisms.
The EEOC should encourage use of alternative, medisble mechanisms for conducting
employee background screenings.

2. Due to the EEOC's limited resources, employer @dneactivities should be targeted to
industries that draw the largest numbers of diso@tion charges. For example, Abed Ayoub
of the American Arab Anti-Discrimination Committegported that in 2010 the ADC
received the highest number of complaints fromftilewing industries: transportation and
delivery, real estate and insurance sales, anchéutical filed®®

3. Religious discrimination, like other forms of digomation, is often a result of the
perpetrator’s ignorance or unfamiliarity with a fo@lar religion. In light of the documented
increase in discrimination against Muslims and Sjkhe EEOC should adopt a proactive
strategy to incorporate basic information abourts| Sikhism, and other religions whose
congregants are reporting workplace discriminatgall employers who receive EEOC

* See, e.gCharlie SavageEven Those Cleared of Crimes Can Stay on F.B.ld&k\List N.Y.TIMES (Sept. 27,
2011), available dtttp://www.nytimes.com/2011/09/28/us/even-thosexdd-of-crimes-can-stay-on-fhis-terrorist-
watch-list.html?_r=1&pagewanted=albrahim v. the U.S. Department of Homeland Secu@ié® F.3d 983 (9 Cir.
2012) (finding that “[tlens of thousands of traasl have been misidentified because of misspeltngs
transcription errors in the nomination process, l@cause of computer algorithms that imperfectlycim&ravelers
against the names on the list. TSA maintainstafiapproximately 30,000 individuals who are conmiyaconfused
with those on the No-Fly and Selectee Lists. Onprnar carrier reported that it encountered 9,86@neous
terrorist watchlist matches every day during ARAD8.").
** Seel AWYERS COMMITTEE FORCIVIL RIGHTS IN THE SAN FRANCISCOBAY AREA, The OFAC List: How a Treasury
Department Terrorist Watchlist Ensnares Everydayp&ionergdMarch 2007).
*® Laura D. FrancisPractitioner’s Provide Tips on Accommodating, Pretieg Harassment of Muslim Employees
BNA’SEMPLOYMENT DISCRIMINATION REPORT, 36 EDR 194 (Feb. 16, 2011).
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training. In addition, consent decrees or castesstnts should include a training segment
about the basic practices of Islam, Sikhism, ahéroteligions whose congregants are
reporting workplace discrimination.

4. Employment discrimination literature suggests taims for failure to accommodate are
often filed against companies without accommodapiolicies or training for management
positions about responding to requests religiogsmmodations. The EEOC should work
with the private sector to develop and implemesining programs and resources tailored to
lower and middle management. The materials shiogtduct employers that segregation is
not a reasonable accommodation if based merelystomer preference or a corporate image
that discriminates on the basis of religion.

5. The 9/11 terrorist attacks triggered a cottage stguof “terrorism experts,” many of whom
lack the objective credentials to provide the tragnadvice, or expertise they offer to
government and private entities. Some of thespgoted experts’ primary objective is profit-
seeking. However, others are politically-drivegdis that deploy fear tactics to perpetuate
false stereotypes of Muslims as terrorists, Islamaialent and imperialistic, and Shariah law
as a threat to the United Stafé&heir conclusions rely on propaganda and matemiais
subjected to peer review. Some of these hate-ereritave been hired by law enforcement
agencies as trainers, which have led to complé#natisthe government is training its cadets to
suspect Muslims, and those perceived as 8udbnfortunately, their hateful message has
gained traction among certain parts of Americanetpsuch that employees are acting on the
misinformation. The EEOC should familiarize itseith the wealth of literature about these
groups and proactively educate employers abougtitisMuslim movement that could
infiltrate their workplace. The EEOC should folldiae recommendations of the Office for
Civil Rights and Civil Liberties at the U.S. Depadnt of Homeland Security to vet all
experts and trainers based on objective criteich si$ education, relevant experience, and
referrals?®

Normalize mages of Religious Minoritiesin Government Publications

1. Most Americans’ exposure to religious minoritiesvishin an exceptionalized context.
Whether they are objectified in documentaries, ¢tggéin movies, or vilified in the media,
religious minorities of various faiths are raretyrppayed as ordinary Americans alongside
other Americans who do not display ostensibly ielig attire. Accordingly, the EEOC

" See generallwww.loonwatch.ordor reliable sources about the various groups wtsmée mission is to defame
Muslims and Islam, which ultimately causes discnation in various fora.
*® SeeMeg Stalcup and Joshua CraZhe Shocking Way US Cops Are Trained to Hate MgsWASHINGTON
MONTHLY (March 10, 2011)available at
http://www.alternet.org/rights/150209/the_shockimgy us_cops_are_trained_to hate_muslims/?page=1;
Associated Pres§lS military course taught officers ‘Islam is theegry, THE GUARDIAN (May 11, 2012)available
at http://www.guardian.co.uk/world/2012/may/11/us-taity-course-islam-enemy
* See, e.g.THE OFFICE FORCIVIL RIGHTS AND CIVIL LIBERTIES, U.S.DEPARTMENT OFHOMELAND SECURITY,
Countering Violent Extremism Training Guidance &bt Practicesavailable at
http://www.dhs.gov/xlibrary/assets/cve-training-dgmce.pdfadvising agencies to “[tlhoroughly review the
prospective trainer’s résumé to ensure he or sbeligiect matter expertise and subject-specificitrg experience.
Contact other agencies who have received traimnget feedback, check with knowledgeable commuadagers,
and research media coverage. Don't assume thatibeeatrainer has a particular cultural backgroonthas law
enforcement experience, that he or she is a qe@dldultural competency trainer.”).
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should proactively include pictures of Jewish mazaring yarmulkes, Sikh men wearing
turbans, and Muslim women wearing headscarvesein ¢gimline and print marketing
materials. Such pictures need not be limited ttemeds focused on religious discrimination,
but rather incorporated throughout the EEOC’s miamgematerials. Likewise, the EEOC
should recommend to employers that they adopt airpilactices as a means of creating an
inclusive, pluralistic work environment that acdety reflects the rich diversity of this nation.

In its work with other federal agencies to decraasigious discrimination, the EEOC should
recommend that these agencies incorporate pictdiiedividuals wearing religiously-
mandated attire in online and print materials thsted to the public. By expanding the
public’'s exposure to images of religious minorities/ond the anti-discrimination context,
false stereotypes are countered and minoritieb@arenized as ordinary members of
American society.

Diversify Points of Contact in Outreach to Religius Communities About Their Legal Rights
and Remedies

1.

Most religious communities are led by male congnégiavhether as priests, preachers,
rabbis, or imams. Similarly, elders dominate comityueadership due to cultural norms and
practices. As a result, the EEOC should be preaati ensuring that a representative number
of women and youth are included in community outheefforts. Including their perspectives
equips the EEOC to conduct more effective and sietkuenforcement and outreach.

Many employees experiencing discrimination do rmrhplain because they fear retaliation or
termination. If they are new immigrants to the tddiStates, they may be from countries
without laws that protect employees from religigliscrimination. Thus, they are unaware of
their rights in the American workplace. The EEO@ugH target its outreach to immigrant
populations and make programs and brochures alailabarious languages. Such efforts
would mitigate the problem of under-reporting founanany immigrant and minority
communities.

National organizations representing minority commes have the resources and expertise to
conduct sustainable outreach to government agenbieswvithstanding their strengths, they
do not always represent the unique perspectivexaf and state organizations dealing with
challenges unique to a particular locale. EEOGoreg offices should proactively work with
local and state community organizations, includiglggious institutions, to provide education
and training on employee rights to the variougyrelis communities within their jurisdiction.

In closing, | thank you for the opportunity to isbefore you on these important matters that
affect all Americans. Working together, we cantpco America’s cherished values of equality
and justice for all. 1 look forward to your comnteand questions.
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