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Are you a Supervisor or Manager:
Yes
No
Question #1 - (01:54)
Genetic Information Nondiscrimination Act (GINA) prohibits the use of genetic information in making decisions as to any terms, conditions or privileges of employment.
Question #2 - (1:00:15)
Question #3 - (15:56)
Question #4 - (12:00)
If you are a selecting official or a panel member, do not ask the applicant about their medical condition.
In a disability discrimination complaint, the complainant has the burden to prove that they are an individual with disability and that they are qualified individual with disability, i.e. they can perform the fundamental aspects of the job with or without accommodation.
The definition of an individual with disability is a physical or mental impairment that substantially limits one or more major life activities of such individual; has a record of such an impairment; or being regarded as have such an impairment.
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To review the correct answer, please refer to the video timeline in parenthesis for each question.
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Question #5 - (42:15)
Management effectively accommodated the complainant, who had a severe reaction to corn products, by advising her coworkers to notify the complainant's supervisor when they would be popping popcorn.
Question #6 - (49:18)
Question #7 - (06:55)
Genetic information, as defined by GINA, includes an individual's family medical history.
Question #8 - (04:44)
In EEOC's new GINA regulation, GINA limits an employer's ability to obtain genetic information as a part of a disability-related inquiry or medical examination.
Question #9 - (1:04:43)
The agency can disclose confidential medical information to anyone only after the employee leaves the agency.
In determining whether an individual would pose a "direct threat" to themselves or others, the factors to consider include: the duration of the risk; the nature and severity of the potential harm; the likelihood that the potential harm will occur; and the imminence of the potential harm.
Question #10 - (19:35)
Under the ADAAA regulation, it is now easier to prove "disabled" status. The focus will be on whether the employee is qualified to do the job, with or without accommodation, whether any request is reasonable, or whether it would be an undue hardship to accommodate the employee.
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Are you a Supervisor or Manager:
Yes
No
To receive credit for this course, participants must achieve a minimum score of 70%.  
 Personnel who successfully complete this quiz are required to print only this page and fax it to 907-786-3477 or scan this page and e-mail it to robbie_swann@fws.gov.
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