EEOC SETTLEMENT WITH

VERIZON CONCERNING EMPLOYEES WITH DISABILITIES

                        Several years ago, CWA and approximately 40 individual members filed charges with the EEOC claiming that Verizon violated the American with Disabilities Act (ADA) in the way it administers its absence control plans.  Specifically, Verizon does not advise employees of their rights under the ADA and does not grant employees with disabilities leave, when doing so would be a reasonable accommodation under the ADA, without stepping and disciplining them under its absence plans.

                        After a lengthy investigation, the EEOC reached a settlement with Verizon that is intended to resolve the issues raised in these charges.  This settlement is called a “Consent Decree” and has been filed in federal court in Baltimore. Maryland .  It has not yet been approved by the court and thus any timelines contained in the consent decree have not begun to run.  

                        The Consent Decree is 35 pages long and contains many provisions that will be important to our members.  After the Convention, and once the Consent Decree has beenapproved by the court, the CWA Legal Department will be sending oout more detailed information about the various terms and timelines so that Locals can advise their members of the details of the settlement.  

        Verizon employees who were union-represented and who were terminated for absence reasons between 2004 and the present may be eligible for financial relief under the Consent Decree if their absences were due to a disability that is covered by the ADA. Locals may be asked to review their records to identify cases that might be covered by the consent decree.  In the meantime, the following bullets describe some of the highlights of the consent decree.

· Verizon must put $20 million into a settlement pot to be used by the EEOC to award monetary damages and backpay to individuals who qualify.

· A monetary award is only potentially available to former employees who were terminated under an absence plan.  The EEOC will be issuing information on how to file a claim and the CWA Legal Department will provide materials so that Locals can assist former members in doing so.

· Verizon must change its absence control plans to recognize ADA rights.  The Consent Decree recognizes that any changes to the absence plans must be bargained with the CWA or the IBEW, if the unions choose to bargain over the changes.

· The consent decree goes back to 2004 and will remain in effect for three years.

· Verizon will be required to train all managers involved in absence administration as well as Verizon’s Legal Department about the requirements of the ADA and its interplay with FMLA and workers compensation.

· Verizon must keep detailed records on all discipline regarding absence for review by the EEOC.  Verizon will also have to make periodic reports to the EEOC.

· The Consent Decree covers all union-represented Verizon employees nationally.

Although this settlement is based on CWA’s charge (as well as others), CWA was not part of the settlement process.  Thus, we do not yet have answers to many questions about how the settlement will be implemented   CWA’s Legal Department is in touch with the EEOC attorneys who worked on this case and will be able to provide more information once the Consent Decree is approved.  Please note that even though there have been articles in the press about the settlement, until approval is given, we won’t know the final details or the timelines that will apply to filing claims for relief. 

  We should all be proud of the role CWA played in bringing the problems at Verizon to the EEOC's attention and in getting this process started. Going forward, all CWA-represented employees will have an easier time understanding and enforcing their rights under the ADA. .  
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