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EEOC FORM 715-01 PART E The Bureau of Engraving and Printing (BEP) is reporting on its Fiscal Year 2016 

(FY16) Federal agency Annual Equal Employment Opportunity Program Status Report (EEO Program Status Report) in 
compliance with the United States Equal Employment Opportunity Commission (EEOC) Management Directive 715 
(MD-715).  This report covers the period of October 1, 2015 through September 30, 2016. 

INTRODUCTION/ MISSION 

BEP’s mission is to develop and produce United States currency notes, trusted worldwide.  Additionally, BEP designs 
and manufactures high quality security documents that deter counterfeiting and meet customer requirements for quality, 
quantity, and performance.  

BEP began printing currency in 1862.  The BEP operates based on authority conferred upon the Secretary of the 
Treasury by 31 U.S.C. 321(a) (4) to engrave and print currency and other security documents.  Operations are financed 
by means of a revolving fund established in 1950 in accordance with Public Law 81-656.  This fund is reimbursed 
through product sales for direct and indirect costs of operations, including administrative expenses. 

In 1977, Public Law 95-81 authorized the BEP to include an amount sufficient to fund capital investment and to meet 
working capital requirements in the prices charged for products, eliminating the need for appropriations from Congress. 

The BEP produces U.S. currency and other security documents issued and used by the Federal Government.  Other 
activities at the BEP include engraving plates and dies; manufacturing certain inks used to print security products; and 
purchasing materials, supplies, and equipment in accordance with requirements of customers.  The BEP also provides 
technical assistance and advice to other Federal agencies in the design and production of documents, which, because of 
their innate value or other characteristics, require counterfeit deterrence.  The BEP reviews cash destruction and unfit 
currency operations at Federal Reserve Banks and is responsible for the accountability and destruction of internally 
generated security waste products.  As a free service to the public, the BEP also processes claims for the redemption of 
mutilated paper currency. 

The BEP occupies three (3) government-owned facilities.  The Main and Annex facility which is located in Washington, 
DC (DCF), produce Federal Reserve notes and other security products.  The Western Currency Facility (WCF), is 
located in Fort Worth, Texas, produces Federal Reserve notes. 

The Main Building became operational in 1914, the Annex Building in 1938.  The Western Currency Facility began 
production in 1991 to provide increased capacity, reduce transportation costs, and enhance the Nation’s emergency 
preparedness. 

In addition to housing production facilities, free tours of currency operations are offered to the general public in both 
Washington, DC and Fort Worth, Texas.  The tours include Visitor Centers with currency manufacturing displays, 
interactive kiosks, and other information about the history of our Nation’s currency.  The Visitor Centers both sell uncut 
sheets of currency, engravings, and other collectibles.  In addition to the on-site sales centers, these items are available 
through mail order and the BEP’s Internet site: Moneyfactory. 

Office of Equal Opportunity and Diversity Management (OEODM) 

OEODM provides leadership, direction and guidance in carrying out the BEP’s EEO, Diversity and Civil Rights 
responsibilities. OEODM administers the BEP’s Equal Employment Opportunity (EEO) and Diversity program by 
developing policy, oversight, and technical guidance, including EEO complaint processing, diversity awareness, 
coordinating reasonable accommodations and special emphasis programs. 

The following is an evaluation of BEP’s EEO programs against the (6) six essential elements of an agency EEO program 
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established by MD-715, and reflect BEP’s commitment to establishing and maintaining a model EEO Program. 

Essential Element A:  Demonstrated Commitment from BEP’s Leadership   

The BEP’s leadership reaffirmed their committed to EEO, and Diversity and Inclusion by reissuing an annual policy 
statement.  During the fiscal year, BEP Director Leonard Olijar signed all EEO Policy Statements to include, Equal 
Employment Opportunity Policy Statements, Equal Employment Complaint Policy Statement, Alternative Dispute 
Resolution Policy, Sexually Offensive/Unauthorized Material on BEP Property Policy, Anti-Harassment Policy Statement, 
Sexual Harassment Policy Statement, Diversity Policy, and Reasonable Accommodation Policy Statement.  The EEO 
and Diversity policy letters both demonstrate the support of equal employment opportunity, diversity and anti-
discrimination.  Secretary Lew’s inaugural EEO policy statement was also provided to all BEP employees.  

The BEP’s EEO policy statements are posted throughout the agency, disseminated to all new employees during new 
employee orientation, and are available on BEP’s intranet site and Treasury’s public internet site located 
at: http://www.moneyfactory.gov/eeoadrpolicystatements.html.  

The BEP Senior Leadership is held accountable for its commitment to EEO and Diversity with a standard EEO and 
Diversity element required on all SES performance evaluations.  Additionally, BEP employees all have a mandatory 
diversity and inclusion goal to foster an inclusive workplace where individual differences are valued and leveraged to 
achieve the vision and mission of the organization through both personal leadership and appropriate behavior.  BEP’s 
Director ensures transparent communication regarding EEO and Diversity through his town hall meetings and by posting 
the minutes of his senior staff meetings on the agency’s intranet site. 

Lastly, BEP leadership is committed to EEO by ensuring that the EEO staff is given the proper resources to fulfill its 
mission.  Resources include proper staffing for the EEO Office and annual training for the staff in spite of severe budget 
cuts. The OEODM office was able to post an announcement for a Diversity Outreach Coordinator and made a selection 
during the fiscal year.  The employee will be onboard in January 2017.  The incumbent will be focusing on Affirmative 
Action and workforce diversity and inclusion. 

Essential Element B:  Integration of EEO into the Strategic Mission  

The BEP Director has delegated authority over EEO matters to the Associate Director of Management/Chief Information 
Officer.  The Chief of OEODM provides day-to-day management of the EEO, Civil Rights, and Diversity programs in BEP 
and has direct access to the BEP’s Director.  The Chief also provides Senior Leadership with critical information 
regarding all program areas. 

The Chief of OEODM provides the Director of BEP quarterly updates and when needed updates on the progression and 
areas of concerns as it relates to MD-715. 

BEP is committed to creating the conditions that allow its programs and activities to perform efficiently and effectively, 
while continuing to drive results through performance and cost-based decision-making; aligning resources to deliver 
outcomes; investing, securing and leveraging information technology; closing skills gaps; recruiting and retaining a high 
performing workforce; and developing effective leadership.  All BEP managers and supervisors are stakeholders in the 
effective implementation of BEP’s EEO Program.  The Chief of OEODM advises and provides appropriate assistance to 
managers and supervisors regarding the status of EEO programs within a manager’s or supervisor’s area of 
responsibility.  The Chief of OEODM and the Chief of the Office of Human Resources (OHR) also collaborate on 
personnel programs, policies, and procedures to ensure management/personnel actions conform to instructions 
contained in EEOC management directives. 

BEP Strategic Plan 

In an effort to increase Diversity and Inclusion, Alternative Dispute Resolution (ADR) use, and hiring initiatives of 
Persons With Disabilities (PWD) and Persons With Targeted Disabilities (PWTD) BEP will align its EEO plan into BEP’s 
strategic mission.  Additionally, the BEP will continue to focus on organizational excellence and customer satisfaction 
with balanced investment in people, processes, facilities, and technology.  

BEP Diversity and Inclusion Plan 

The BEP Diversity and Inclusion Strategic Plan and the corresponding Implementation Plan were both developed in FY 
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2012.  OEODM continues to work on the implementation plan by focusing on:  Workforce Diversity, Workplace Inclusion, 
and Sustainability. Some of the highlighted activities from FY16 include: 

 Provided mandatory diversity training to 100% of the workforce; 

 Provided Lesbian, Gay, Bisexual, Transgender, and Questioning (LGBTQ) training 

 Held a Diversity and Inclusion Family Feud Game 

 Provided Diversity and Inclusion Lunch and Learns 

BEP Coaching and Mentoring Program 

The Coaching and Mentoring program was established to help BEP build layers of leadership and knowledge at all levels 
of the organization.  All employees are encouraged to attend the programs.  Generally, the panel sessions consisted of 
subject matter experts who shared their knowledge and experience with BEP employees.  The sessions are announced 
electronically via email as well as hard copy memos.  The programs are provided for workers in both facilities DCF and 
WCF, and Video Teleconferencing (VTC) is used when needed. 

In FY16 BEP hosted three Coaching and Mentoring panel sessions. The topics of the sessions are as follow: 

 “How to Make Yourself More Promotable” 

 “Career Development” 

 “BEP Leadership Development Program” 

In FY 2017, the mentoring program plans to continue to host events related to small group coaching and flash mentoring. 

Internship Programs 

BEP’s internship program has been consistently utilizing interns to provide training opportunities to a diverse group of 
talent.  As a result of budget constraints, the use of the program is very limited compared to previous years.  The 
pathways program was designed to provide applicants with clear paths to internships and full-time employment, as well 
as meaningful training, mentoring and career-development opportunities.   During FY 2016, there were four (4) paid 
interns in the Pathways program.  

Essential Element C:  Management and Program Accountability  

BEP promotes management accountability by conducting mandatory EEO and Diversity training, analyzing exit survey 
data, conducting employee engagement surveys and developing employee working groups.   

Separation Analysis 

All BEP employees that separate from the BEP are asked to complete an Exit Survey.  The results of this survey are 
used to identify, and if possible, address factors impacting an employee’s decision to leave.  In FY 2016, there were 126 
total separations, of those 114 voluntary and 12 involuntary separations.  There were 6 individuals with disabilities that 
separated from the workforce, of which 5 left voluntarily and 1 involuntarily.  OEODM will continue to work closely with 
OHR to conduct an analysis on agency separations.   

BEP’s MD-715 Working Group   

In FY 2016, BEP held monthly MD-715 Workgroup meetings.  The OEODM Chief conducted a quarterly MD-715 working 
group meeting with the Office of Human Resources.  This allowed BEP’s OEODM and OHR to work jointly to develop 
corporate strategies in the hiring, recruitment and retention of diverse employees.   

Best Place to Work (BPTW) Committee 

BEP’s BPTW committee was formed to plan, identify, and implement changes that will improve employee job satisfaction 
and commitment.  The BPTW committee is comprised of BEP employees including the Associate Director of 
Management, and OEODM’s Diversity Coordinator.  The committee works together to analyze the Federal Viewpoint 
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Survey and develop initiatives to address the identified areas of improvement.  

Federal Viewpoint Survey 

The Federal Viewpoint Survey was administered within Treasury.  In FY16, 81,402 invitations were sent to eligible 
Treasury employees, and 45,497 responded.  BEP had a 73% response rate, a 13% increase compared to FY 2015 
response rate of 60%.  

Diversity and Inclusion is measured on the survey using the Fairness, Open-Minded, Cooperative, Supportive and 
Empowered (FOCSE) metric.  Overall, BEP employees responded more favorably than other government agencies in 
the areas of Cooperative, supportive, and empowered.  In FY17, BEP will continue to utilize the Best Place to Work 
committee to further analyze the results of the survey.  The committee will work with Senior Leaders to implement any 
changes or initiatives that may need to be addressed.

Diversity Council 

The Diversity Council was established in FY 2014. In FY 2016, the Diversity Council held a Diversity week event that 
consisted of LGBTQ training, and Diversity and Inclusion family feud. The Diversity council also attended several 
diversity and inclusion trainings, to include OPM’s Diversity and Inclusion Collaboration and Innovation Summit, and 
Preventing LGBT related Discrimination in the workplace. In FY17 the council plans to participate in more professional 
development courses that will specifically enhance cultural competency.  

Training 

In FY16, 100% of BEP’s OEODM staff completed the minimal 8 hour training along with other trainings such as Disability 
Program Manager training, and Special Emphasis Program Manager training. BEP employees completed the mandatory 
“Sexual Harassment Prevention” and “Diversity on the Job” online training via the Treasury Learning Management 
System (TLMS). All new employees were required to complete “NO FEAR”, “Sexual Harassment Prevention” and “EEO 
Training” during the new employee orientation process. In FY16, NO FEAR training was offered to employees to take 
online, or in person. The OEODM staff at the WCF also provided in person “EEO Training” and “Harassment training” to 
its entire WCF Police force, and Manufacturing employees. 

Essential Element D:  Proactive Prevention of Unlawful Discrimination  

Special Emphasis Programs 

Special Emphasis Programs (SEPs) continue to provide a framework for incorporating EEO principles of fairness and 
equal opportunity into the fabric of the BEP across the employment spectrum.  Our programs provide an opportunity to 
inform and train all employees through a variety of exhibits, events, and speakers designed to educate the workforce 
about diversity and understanding differences.  

In FY 2016, OEODM hosted twenty-one (21) “Lunch and Learns”, ten (10) in WCF and eleven (11) in DCF.  During 
“Lunch and Learns” an educational video is shown followed by a short discussion.  The video topic coincides with the 
various observances throughout the year.  In addition to the “Lunch and Learns”, OEODM develops educational displays 
for the various special emphasis observances and distributes a monthly newsletter, the Diversity Digest.  The newsletter 
reinforces educational information pertaining to the observances and keeps employees updated on various EEO and 
Diversity topics. 

 Alternative Dispute Resolution (ADR) 

BEP held a Dispute Resolution Week event during the month of June at DCF and WCF.  ADR week was organized to 
teach employees meaningful ways to resolve conflict, as well as dispense information about the ADR process during the 
informal stage of an EEO complaint.  During ADR week the following seminars were offered:  

 Dealing with Conflict in the Workplace  

 Bullying in the Workplace  

 What’s In It For You  
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 What Do I Bring to the Table 

OEODM is historically known for their efforts to assist BEP’s employees with addressing their issues at the lowest level 
possible, such as through counseling or mediation.  In FY16, ADR was offered to 97 percent (28 out of 29) of EEO 
counseling contacts.  Of those, 54 percent (15 out of 28) of EEO counseling contacts accepted the ADR offer, and 20 
percent (3 out of 15) resulted in a settlement.  

OEODM provides an aggressive workplace resolution program for employees to manage conflict.  For the seventh year, 
OEODM has offered workplace conflict resolution.  OEODM has also used its Coaching Circle; Fact Finding, and Shuttle 
Diplomacy, in which a certified OEODM staff member works one-on-one with an employee.  Additionally, the staff 
members also worked with sections or groups of employees on how to deal with and effectively manage conflict. 

Essential Element E:  Efficiency  

BEP has sufficient staffing, funding, and authority to comply with the periods established in EEOC regulations (29 CFR 
§1614) for processing EEO complaints of employment discrimination.  BEP promotes and utilizes an efficient and fair 
dispute resolution process and has a system in place for evaluating the impact and effectiveness of the BEP’s EEO 
complaint processing program.  BEP uses the Department’s complaint management system, I-Complaints, which 
provides tracking and case management capabilities for both the informal and formal complaint process. 

Discrimination Complaints 

In the area of discrimination complaints, the Chief of OEODM is responsible for providing authoritative advice to BEP 
Officials and EEO staff.  BEP submitted the Equal Employment Opportunity Commission Annual Federal Equal 
Employment Opportunity Statistical Report (462 Report) on time in October 2016.  A copy of the BEP’s 462 Report is 
located in Appendix D. 

While OEODM is responsible for the Informal EEO complaint process, Treasury, through the Office of Civil Rights and 
Diversity, is responsible for processing all formal complaints.  The Chief of OEODM monitors the status of all BEP’s EEO 
cases.  

Complaint Activity 

In FY16, BEP completed 100% of Informal EEO Counseling within the regulatory timeframes.  BEP noted that during 
FY16, the number of Informal EEO pre-complaint activity was 29, which 15 were counseled within 30 days.  And 14 
counseled within 31 to 90 days with a written extension.  The OEODM received 16 formal complaints filed at the end of 
the reporting period.  The most frequent bases for FY16 were reprisal and race and the most frequent issues were 
harassment (hostile work environment), appointment/hire, and termination.  The OEODM will continue to work with OHR 
to assess whether there are any unknown barriers as it relates to the hiring process.  Additionally, the OEODM will 
provide on-going harassment training. 

Essential Element F:  Responsiveness and Legal Compliance  

BEP complies with EEO laws, including EEOC regulations, directives, and other instructions.  The BEP has posted all 
required No Fear Act information, provided all the required training, and consistently filed a timely MD-715 and EEOC 
462 Report.   

Workforce Demographics 

In general, it is impractical to expect any demographic data to change significantly in a single fiscal year. Historically, 
BEP has been a male dominated workforce due to its manufacturing mission.  The trend analysis conducted from FY10 
to FY16 revealed that there has been minimal fluctuation between the male and female in the workplace. FY 2010 
revealed the most growth in the overall workforce.  Each of the Race and National Origin (RNO) groups has increased 
over the ten (10) year period.  

Participation Rates in the Permanent Workforce 

At the close of FY16, BEP had 1763 permanent employees, a decrease of 16 (0.90 percent net change) employees from 
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FY 2015.  

Usually, workforce demographic comparisons are made to the 2010 Civilian Labor Force (CLF) availability rates.  
However, BEP also uses a more realistic benchmark comparator, the Relevant CLF (RCLF) based on the overall 
occupational composition of BEP’s total workforce.  The weighing of the actual availability rate of each occupation in the 
labor force is the most critical part of determining the appropriate bench mark.  If not properly weighed, there can be a 
very misleading comparator as to what the representation could be.  When compared to the CLF availability rates, the 
RCLF comparator shows the following by ERI and gender: 

 Men 51.84 percent CLF vs. 64.71 percent RCLF  

 Women  48.16 percent CLF vs. 35.29 percent RCLF 

 Hispanic men 5.17 percent CLF vs. 6.14 percent RCLF 

 Hispanic women 4.79 percent CLF vs. 3.13 percent RCLF 

 White men 38.33 percent CLF vs. 48.71 percent RCLF  

 White women 34.03 percent CLF vs. 25.06 percent RCLF  

 Black men 5.49 percent CLF vs. 6.19 percent RCLF 

 Black women 6.53 percent CLF vs. 4.58 percent RCLF 

 Asian men 1.97 percent CLF vs. 2.60 percent RCLF 

 Asian women 1.93 percent CLF vs. 1.96 percent RCLF 

 Native Hawaiian or Other Pacific Islander men 0.07 percent CLF vs. 0.62 percent RCLF 

 Native Hawaiian or Other Pacific Islander women 0.007 percent CLF vs. 0.33 percent RCLF 

 American Indian or Alaska Native men 0.55 percent CLF vs. 0.10 percent RCLF 

 American Indian or Alaska Native women 0.53 percent CLF vs. 0.04 percent RCLF 

 Two or more race men 0.26 percent CLF vs. 0.35 percent RCLF 

 Two or more race women 0.28 percent CLF vs. 0.19 percent RCLF 

A comparison of FY 2016 participation rates in BEP’s permanent workforce for men and women shows a decreased 
participation rate for men (76.69 percent)  when compared to FY 2015 participation rate for men (76.95), however they 
are still participating above their CLF and RCLF availability rate (51.84 percent CLF vs. 64.71 percent  RCLF). When 
comparing the actual participation rate for women (23.31 percent) to the CLF and RCLF availability rate (Women 48.16 
percent CLF vs. 35.29 percent RCLF), we see that women are participating at a rate below their availability rate.  

Barrier Analysis 

A review of the hire trends for Police occupation (0083), the following was noted: 

Trigger: From FY13 to FY16 there were a total of 42 hires of those hires 40 were men, and 2 women.  None of those 
hires were Hispanic or White women. 

An analysis of the A7 applicants and hires for major occupations for police trends showed that from FY13 to FY16 White 
females and Hispanic females have been applying at a lower rate than the occupational CLF.  In FY13, 207 individuals 
applied for the police occupation, of those were 198 (96%) males, and 9 (4%) were females.  Out of the 9 females that 
applied 2 (1%) were Hispanic females compared to the CLF of 2.20% and 3 (1.40%) were White females compared to 
the CLF of 8.50%.  In FY14, 378 individuals applied for the police occupation, of those were 353 (93.40%) males, and 25 
(6.60%) females.  Out of the 25 females that applied only 7 (1.90%) were Hispanic females compared to the CLF of 
2.20% and 7 (1.90%) were White females compared to the CLF of 8.50%.  In FY15, 215 individuals applied for the police 
occupation, of those were 208 males, and 7 females.  Out of the 7 females that applied 2 (0.90%) were Hispanic females 
compared to the CLF of 2.20%.  No White females applied. In FY16, 1427 individuals applied for police occupation, of 
those 1289 were males (90.33%), and 138 (9.67%) were females.  Out of those 138, 24 (1.68) were Hispanic females 
compared to the CLF of 0.02%, and 20 (1.40%) were White females compared to the CLF of 0.09.  

Although application and selection rates for the previous years were low, in FY16 there was a significant increase in the 
application rate.  However, Hispanic women and White women have been continuously applying at a lower rate than the 
occupational CLF. 
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Employee with Targeted Disabilities 

The employment of PWD and PWTD continues to be a focus for BEP leadership.  While BEP saw a slight increase in the 
participation rate of PWD (7.42 percent in FY15 to 8.18 percent in FY16), OEODM continues to have a participation rate 
for PWTD (0.65 percent) that is significantly below the Federal goal of 2 percent participation rate.  

BEP will continue to aim to meet the 2 percent goal for PWTD each year.  

BEP FY 2011 – 2016 PWTD Hiring Trends  

When looking at the participation rate for PWTD in BEP’s five major occupations (0083 Police, 2606 Electronic Industrial 
Control Mechanics, 4406 Letter Press Operating, 4454 Intaglio Press Operating, 6941 Bulk Money Handling) over the 
last five years, we note that three (2606, 4454, 6941) out of the five major occupations employ PWTD.  

In FY17 BEP will continue to deploy strategies that will enable progression toward the goal of hiring PWD and PWTD. 
Those strategies include working closely with OHR to put processes in place to identify when vacancies are available, 
continuously encourage managers to consider hiring PWD and PWTD using special hiring authorities such as Schedule 
A, and identifying resources and institutions from which BEP can search for qualified applicants to fill vacancies. 

FY 2015 Accomplishments 

In an effort to become a model EEO program, BEP had the following accomplishments in FY 2016: 

 Hired nine PWD, and one PWTD 

 BEP Reasonable Accommodation Procedures have been approved by EEOC and are in the process of being 

posted on the Agency’s website in accordance with EEOC compliance 

 The Anti-Harassment Policy was revised and approved by EEOC and distributed to the workforce 

 Conducted mandatory NO FEAR and harassment training in person 

CONCLUSION 

The report highlights BEP’s accomplishments during FY16 in obtaining and maintaining a model EEO Program by 
promoting the concepts of equal opportunity for all of our employees and customers, and identifying areas for 
improvement.  BEP’s success in utilizing the full potential of available talent depends on fostering diversity in our 
workforce, managing it effectively, and valuing what each of our employees have to offer.  Therefore, managing diversity 
at BEP involves creating and maintaining a work environment that:  (1) provides opportunities for all employees to 
maximize their potential and contribute to the agency’s mission; (2) attract the widest pool of talent; and (3) ensures all 
employees are treated with fairness, dignity, and respect. 

BEP incorporates diversity management into its daily operations to help the Department align with the MD-715, as it 
relates to the policy guidance issued by the U.S. Equal Employment Opportunity Commission (EEOC). 

Executive Summary  Blank 

EEOC FORM 715-01 PART F  
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EEOC FORM 715-01,PART H-1  

EEOC FORM 
715-01 

PART H-1

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL 

EEO PROGRAM STATUS REPORT

Department of Treasury/ DTR 
Bureau Of Engraving and Printing  

FY _2016__ 

STATEMENT of  

MODEL PROGRAM  

ESSENTIAL ELEMENT  

DEFICIENCY: 

BEP Anti-Harassment Policy did not provide minimum elements as required by EEOC 

guidance. [See 29 CFR 1614.102(b)(4)].  

OBJECTIVE: To ensure compliance with MD-715 requirement that the Anti-Harassment Policy be 

revised to include all the minimum elements as required by EEOC guidance.  

RESPONSIBLE OFFICIAL: Carol Wafford, Chief of OEODM,  

Leonard Olijar, BEP Director, and  

Will Levy, Associate Director of Management 

DATE OBJECTIVE INITIATED:  September 28, 2015 

TARGET DATE FOR  

COMPLETION OF OBJECTIVE: 
 November 21, 2016  

PLANNED ACTIVITIES TOWARD 

COMPLETION OF OBJECTIVE: 

TARGET DATE 

(Must be specific) 

Review the current Anti-

harassment policy, and 

discuss the requirements 

outlined in EEOC’s guidance.  

 November 21, 2016 

Make all necessary changes 

to the Anti-Harassment 

policy and submit to EEOC 

for approval.  

 November 21, 2016  

 CELL IS BLANK  CELL IS BLANK 

 CELL IS BLANK  CELL IS BLANK 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE 
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Updates and revisions to BEP’s Anti-Harassment policy have been completed and 

approved by BEP’s Director, and the EEOC.  

EEOC FORM 715-01 PART H-2  
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EEOC FORM 
715-01 

PART H-2 

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL 

EEO PROGRAM STATUS REPORT

Department of Treasury/ DTR Bureau Of Engraving and 
Printing  

FY _2016__ 

STATEMENT of  

MODEL PROGRAM  

ESSENTIAL ELEMENT  

DEFICIENCY: 

EEO Director is not under the direct supervision of the Agency Head? [See 29 CFR 

1614.102(b)(4)]   

OBJECTIVE: To Ensure compliance with MD-715 requirement that the EEO Director is under 

direct supervision of the Agency Head.

RESPONSIBLE OFFICIAL: Carol Wafford, Chief of OEODM,  

Leonard Olijar, BEP Director, and  

Will Levy, Associate Director of Management 

DATE OBJECTIVE INITIATED:  September 28, 2015 

TARGET DATE FOR  

COMPLETION OF OBJECTIVE: 
July 15, 2017   

PLANNED ACTIVITIES TOWARD 

COMPLETION OF OBJECTIVE: 

TARGET DATE 

(Must be specific) 

OEODM will work with BEP 

leadership to review current 

reporting structure and discuss 

the requirement outlined in MD-

715, which requires the EEO 

Director to be under the direct 

supervision of the Agency Head.

 July 3, 2017  

BEP leadership will post 

vacancy, and hire a new Deputy 

Director for Management of 

BEP. Once hired, OEODM will 

report directly to the Deputy 

Director of Management.

 July 3, 2017   

Make any necessary reporting 

structure changes based on the 

BEP leaderships decision related 

to the EEO Director’s current 

reporting structure.

 July 15, 2017  

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE 
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OEODM and the Associate Director of Management have discussed the requirement 

that the EEO Director be under the direct supervision of the Agency Head. A 

Vacancy announcement has bee 

n posted for the Deputy Director for Management position. At this time the 

position hasn’t been filled.  

EEOC FORM 715-01 PART I  
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EEOC FORM 
715-01 
PART I

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL 

EEO PROGRAM STATUS REPORT

[Bureau of Engraving and Printing (BEP)] FY 2016 

STATEMENT OF CONDITION THAT WAS A TRIGGER FOR 

A POTENTIAL BARRIER:  

Provide a brief narrative describing the condition at issue. 

How was the condition recognized as a potential barrier? 

After analysis of Police Officers (0083) there is a lower 
than expected participation rate of women. At the end of 
FY16 there were 19 (9.69%) female police officers, 
compared to the CLF of 14.80% for the total workforce. 
Specifically, there was a lower than expected participation 
rate amongst Hispanic women, and White women. 

BARRIER ANALYSIS:  

Provide a description of the steps taken and data analyzed to 
determine cause of the condition. 

Analysis of the A7 showed that at the end of FY16, there 
was 1 (0.52%) Hispanic female police officer, compared to 
the CLF of 2.20%, and there were 5 (2.58%) White female 
police officers, compared to the CLF of 8.50%. 

STATEMENT OF IDENTIFIED BARRIER:  

Provide a succinct statement of the agency policy, procedure 
or practice that has been determined to be the barrier of the 

undesired condition. 

Based on analysis of available data there appears to be a 
barrier with the recruitment and outreach of Hispanic 
women and White women. 

OBJECTIVE: 

State the alternative or revised agency policy, procedure or 
practice to be implemented to correct the undesired 

condition. 

Work with OHR to establish a hiring/recruitment strategy 
for hiring police officers, specifically White and Hispanic 
women. 

RESPONSIBLE OFFICIAL:  Willie D. Tucker 

DATE OBJECTIVE INITIATED:  10/03/2016 

TARGET DATE FOR COMPLETION OF OBJECTIVE:  09/29/2017 
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EEOC FORM 
715-01 
PART I

EEO Plan To Eliminate Identified Barrier

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: 
TARGET DATE 

(Must be specific) 

Establish a relationship with other federal agencies and non-federal organizations to target 
Hispanic women and white women.    09/29/2017 

Establish an effective repository for resumes. 
09/30/2018 

 Attend at least four outreach and recruitment events.  
 09/30/2018 

 CELL IS BLANK 
 CELL IS BLANK 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE CELL IS 
BLANK 

CELL IS BLANK 

EEOC FORM 715-01 PART J
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Appendix A: FY 2016 Organizational Chart 
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Appendix B: EEO Policy Letters 
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Appendix C: FY 2016 Dashboard 

Demographics  
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Major Occupations 

Police 0083 
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Electronic Industrial Control Mechanic 2606 

7% 

73% 

17% 

2% 
0% 1% 

0 

Workforce Demographics  

Hispanic

White

Black

Asian

Native Hawaiian

American Indian

Two or More

Total= 112 
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Letter Press Operating 4406 

47 

 



Intaglio Press Operating 4454 
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Bulk Money Handling 6941 
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Appendix D: BEP FY 2016 462 Report 

See Attached Document. 
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Appendix E: Glossary 

The following definitions apply to Management Directive 715: 

Applicant: A person who applies for employment. 

Applicant Flow Data: Information reflecting characteristics of the pool of individuals 
applying for an employment opportunity. 

Barrier: An agency policy, principle, practice, or condition that limits or tends to limit 
employment opportunities for members of a particular sex, race, or ethnic background 
or for an individual (or individuals) based on disability status. 

Civilian Labor Force (CLF): Persons 16 years of age and over, except those in the 
armed forces, who are employed or are unemployed and seeking work. 

Disability: For the purposes of statistics, recruitment and targeted goals, the number 
of employees in the work force who have indicated having a disability on an Office of 
Personnel Management Standard Form (SF) 256.  For all other purpose, the definition 
contained in 29 C.F.R. § 1630.2 applies. 

Employees: Members of agency’s permanent or temporary work force, whether full or 
part-time and whether in competitive of excepted service positions. 

Fiscal Year: The period from October 1 of one year to September 30 of the following 
year. 

Major Occupation: Agency occupations that are mission related and heavily 
populated, relative to other occupation within the agency. 

Reasonable Accommodation: Generally, any modification or adjustment to the work 
environment, or to the manner or circumstances under which work is customarily 
performed, that enables an individual with a disability to perform the essential 
functions of a position or enjoy equal benefits and privileges of employment as are 
enjoyed by similarly situated individuals without a disability.  For a more complete 
definition see 29 C.F.R. § 1630.2(o).  Also see, EEOC Enforcement Guidance on 
Reasonable Accommodation and Undue Hardship under the Americans with 
Disabilities Act, No 915.002 (October 17, 2002). 

Relevant Civilian Labor Force (RCLF): The RCLF is the labor force by occupation.  
It is used for making occupation comparisons, as opposed to general CLF, which 
represents the overall work force by class group.  The RCLF is developed by the 
Bureau of the Census.  On their Website located at http://www.census.gov/eeo2000/, 
Census provides by class group data for every occupational category used in the 
census.  The Census also provides a crosswalk identifying which census category 
should be used when comparing each Federal occupational series. 
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Targeted Disabilities: Disabilities that the Federal government, as a matter of policy, 
has identified for special emphasis in affirmative action programs.  They are: deafness, 
blindness, missing extremities, partial paralysis, complete paralysis, epilepsy, severe 
intellectual disability, psychiatric disability, and dwarfism. 

Trend Analysis: An aspect of technical analysis that tries to predict the future 
movement of something based on past data.  Trend analysis is based on the idea that 
what has happened in the past gives us an idea of what will happen in the future. 

Trigger: A condition which may cause a barrier analysis to be conducted under EEOC 
MD715.  In MD715, EEOC requires agencies to prepare statistical tables representing 
various segments of employment data.  The triggers alert the agency to possible 
barriers that may exist to equal employment opportunity. 
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	EEOC FORM 715-01 PART A-D 
	EEOC FORM 715-01 PART A-D
	Form EEOC,715-01,PART A-D 
	 
	 
	EEOC FORM 715-01 PART E The Bureau of Engraving and Printing (BEP) is reporting on its Fiscal Year 2016 (FY16) Federal agency Annual Equal Employment Opportunity Program Status Report (EEO Program Status Report) in compliance with the United States Equal Employment Opportunity Commission (EEOC) Management Directive 715 (MD-715).  This report covers the period of October 1, 2015 through September 30, 2016.  
	EEOC FORM 715-01 PART E The Bureau of Engraving and Printing (BEP) is reporting on its Fiscal Year 2016 (FY16) Federal agency Annual Equal Employment Opportunity Program Status Report (EEO Program Status Report) in compliance with the United States Equal Employment Opportunity Commission (EEOC) Management Directive 715 (MD-715).  This report covers the period of October 1, 2015 through September 30, 2016.  
	EEOC FORM 715-01 PART E The Bureau of Engraving and Printing (BEP) is reporting on its Fiscal Year 2016 (FY16) Federal agency Annual Equal Employment Opportunity Program Status Report (EEO Program Status Report) in compliance with the United States Equal Employment Opportunity Commission (EEOC) Management Directive 715 (MD-715).  This report covers the period of October 1, 2015 through September 30, 2016.  
	EEOC FORM 715-01 PART E The Bureau of Engraving and Printing (BEP) is reporting on its Fiscal Year 2016 (FY16) Federal agency Annual Equal Employment Opportunity Program Status Report (EEO Program Status Report) in compliance with the United States Equal Employment Opportunity Commission (EEOC) Management Directive 715 (MD-715).  This report covers the period of October 1, 2015 through September 30, 2016.  
	INTRODUCTION/ MISSION 
	BEP’s mission is to develop and produce United States currency notes, trusted worldwide.  Additionally, BEP designs and manufactures high quality security documents that deter counterfeiting and meet customer requirements for quality, quantity, and performance.  
	BEP began printing currency in 1862.  The BEP operates based on authority conferred upon the Secretary of the Treasury by 31 U.S.C. 321(a) (4) to engrave and print currency and other security documents.  Operations are financed by means of a revolving fund established in 1950 in accordance with Public Law 81-656.  This fund is reimbursed through product sales for direct and indirect costs of operations, including administrative expenses. 
	In 1977, Public Law 95-81 authorized the BEP to include an amount sufficient to fund capital investment and to meet working capital requirements in the prices charged for products, eliminating the need for appropriations from Congress. 
	The BEP produces U.S. currency and other security documents issued and used by the Federal Government.  Other activities at the BEP include engraving plates and dies; manufacturing certain inks used to print security products; and purchasing materials, supplies, and equipment in accordance with requirements of customers.  The BEP also provides technical assistance and advice to other Federal agencies in the design and production of documents, which, because of their innate value or other characteristics, re
	The BEP occupies three (3) government-owned facilities.  The Main and Annex facility which is located in Washington, DC (DCF), produce Federal Reserve notes and other security products.  The Western Currency Facility (WCF), is located in Fort Worth, Texas, produces Federal Reserve notes. 
	The Main Building became operational in 1914, the Annex Building in 1938.  The Western Currency Facility began production in 1991 to provide increased capacity, reduce transportation costs, and enhance the Nation’s emergency preparedness. 
	In addition to housing production facilities, free tours of currency operations are offered to the general public in both Washington, DC and Fort Worth, Texas.  The tours include Visitor Centers with currency manufacturing displays, interactive kiosks, and other information about the history of our Nation’s currency.  The Visitor Centers both sell uncut sheets of currency, engravings, and other collectibles.  In addition to the on-site sales centers, these items are available through mail order and the BEP’
	In addition to housing production facilities, free tours of currency operations are offered to the general public in both Washington, DC and Fort Worth, Texas.  The tours include Visitor Centers with currency manufacturing displays, interactive kiosks, and other information about the history of our Nation’s currency.  The Visitor Centers both sell uncut sheets of currency, engravings, and other collectibles.  In addition to the on-site sales centers, these items are available through mail order and the BEP’
	Moneyfactory
	Moneyfactory

	. 

	Office of Equal Opportunity and Diversity Management (OEODM) 
	OEODM provides leadership, direction and guidance in carrying out the BEP’s EEO, Diversity and Civil Rights responsibilities. OEODM administers the BEP’s Equal Employment Opportunity (EEO) and Diversity program by developing policy, oversight, and technical guidance, including EEO complaint processing, diversity awareness, coordinating reasonable accommodations and special emphasis programs. 
	The following is an evaluation of BEP’s EEO programs against the (6) six essential elements of an agency EEO program 
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	established by MD-715, and reflect BEP’s commitment to establishing and maintaining a model EEO Program. 
	established by MD-715, and reflect BEP’s commitment to establishing and maintaining a model EEO Program. 
	established by MD-715, and reflect BEP’s commitment to establishing and maintaining a model EEO Program. 
	established by MD-715, and reflect BEP’s commitment to establishing and maintaining a model EEO Program. 
	Essential Element A:  Demonstrated Commitment from BEP’s Leadership   
	The BEP’s leadership reaffirmed their committed to EEO, and Diversity and Inclusion by reissuing an annual policy statement.  During the fiscal year, BEP Director Leonard Olijar signed all EEO Policy Statements to include, Equal Employment Opportunity Policy Statements, Equal Employment Complaint Policy Statement, Alternative Dispute Resolution Policy, Sexually Offensive/Unauthorized Material on BEP Property Policy, Anti-Harassment Policy Statement, Sexual Harassment Policy Statement, Diversity Policy, and 
	The BEP’s EEO policy statements are posted throughout the agency, disseminated to all new employees during new employee orientation, and are available on BEP’s intranet site and Treasury’s public internet site located at: http://www.moneyfactory.gov/eeoadrpolicystatements.html.  
	The BEP Senior Leadership is held accountable for its commitment to EEO and Diversity with a standard EEO and Diversity element required on all SES performance evaluations.  Additionally, BEP employees all have a mandatory diversity and inclusion goal to foster an inclusive workplace where individual differences are valued and leveraged to achieve the vision and mission of the organization through both personal leadership and appropriate behavior.  BEP’s Director ensures transparent communication regarding 
	Lastly, BEP leadership is committed to EEO by ensuring that the EEO staff is given the proper resources to fulfill its mission.  Resources include proper staffing for the EEO Office and annual training for the staff in spite of severe budget cuts. The OEODM office was able to post an announcement for a Diversity Outreach Coordinator and made a selection during the fiscal year.  The employee will be onboard in January 2017.  The incumbent will be focusing on Affirmative Action and workforce diversity and inc
	Essential Element B:  Integration of EEO into the Strategic Mission  
	The BEP Director has delegated authority over EEO matters to the Associate Director of Management/Chief Information Officer.  The Chief of OEODM provides day-to-day management of the EEO, Civil Rights, and Diversity programs in BEP and has direct access to the BEP’s Director.  The Chief also provides Senior Leadership with critical information regarding all program areas. 
	The Chief of OEODM provides the Director of BEP quarterly updates and when needed updates on the progression and areas of concerns as it relates to MD-715. 
	BEP is committed to creating the conditions that allow its programs and activities to perform efficiently and effectively, while continuing to drive results through performance and cost-based decision-making; aligning resources to deliver outcomes; investing, securing and leveraging information technology; closing skills gaps; recruiting and retaining a high performing workforce; and developing effective leadership.  All BEP managers and supervisors are stakeholders in the effective implementation of BEP’s 
	BEP Strategic Plan 
	In an effort to increase Diversity and Inclusion, Alternative Dispute Resolution (ADR) use, and hiring initiatives of Persons With Disabilities (PWD) and Persons With Targeted Disabilities (PWTD) BEP will align its EEO plan into BEP’s strategic mission.  Additionally, the BEP will continue to focus on organizational excellence and customer satisfaction with balanced investment in people, processes, facilities, and technology.  
	BEP Diversity and Inclusion Plan 
	The BEP Diversity and Inclusion Strategic Plan and the corresponding Implementation Plan were both developed in FY 
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	2012.  OEODM continues to work on the implementation plan by focusing on:  Workforce Diversity, Workplace Inclusion, and Sustainability. Some of the highlighted activities from FY16 include: 
	2012.  OEODM continues to work on the implementation plan by focusing on:  Workforce Diversity, Workplace Inclusion, and Sustainability. Some of the highlighted activities from FY16 include: 
	2012.  OEODM continues to work on the implementation plan by focusing on:  Workforce Diversity, Workplace Inclusion, and Sustainability. Some of the highlighted activities from FY16 include: 
	2012.  OEODM continues to work on the implementation plan by focusing on:  Workforce Diversity, Workplace Inclusion, and Sustainability. Some of the highlighted activities from FY16 include: 
	 Provided mandatory diversity training to 100% of the workforce; 
	 Provided mandatory diversity training to 100% of the workforce; 
	 Provided mandatory diversity training to 100% of the workforce; 

	 Provided Lesbian, Gay, Bisexual, Transgender, and Questioning (LGBTQ) training 
	 Provided Lesbian, Gay, Bisexual, Transgender, and Questioning (LGBTQ) training 

	 Held a Diversity and Inclusion Family Feud Game 
	 Held a Diversity and Inclusion Family Feud Game 

	 Provided Diversity and Inclusion Lunch and Learns 
	 Provided Diversity and Inclusion Lunch and Learns 


	BEP Coaching and Mentoring Program 
	The Coaching and Mentoring program was established to help BEP build layers of leadership and knowledge at all levels of the organization.  All employees are encouraged to attend the programs.  Generally, the panel sessions consisted of subject matter experts who shared their knowledge and experience with BEP employees.  The sessions are announced electronically via email as well as hard copy memos.  The programs are provided for workers in both facilities DCF and WCF, and Video Teleconferencing (VTC) is us
	In FY16 BEP hosted three Coaching and Mentoring panel sessions. The topics of the sessions are as follow: 
	 “How to Make Yourself More Promotable” 
	 “How to Make Yourself More Promotable” 
	 “How to Make Yourself More Promotable” 

	 “Career Development” 
	 “Career Development” 

	 “BEP Leadership Development Program” 
	 “BEP Leadership Development Program” 


	In FY 2017, the mentoring program plans to continue to host events related to small group coaching and flash mentoring. 
	Internship Programs 
	BEP’s internship program has been consistently utilizing interns to provide training opportunities to a diverse group of talent.  As a result of budget constraints, the use of the program is very limited compared to previous years.  The pathways program was designed to provide applicants with clear paths to internships and full-time employment, as well as meaningful training, mentoring and career-development opportunities.   During FY 2016, there were four (4) paid interns in the Pathways program.  
	Essential Element C:  Management and Program Accountability  
	BEP promotes management accountability by conducting mandatory EEO and Diversity training, analyzing exit survey data, conducting employee engagement surveys and developing employee working groups.   
	Separation Analysis 
	All BEP employees that separate from the BEP are asked to complete an Exit Survey.  The results of this survey are used to identify, and if possible, address factors impacting an employee’s decision to leave.  In FY 2016, there were 126 total separations, of those 114 voluntary and 12 involuntary separations.  There were 6 individuals with disabilities that separated from the workforce, of which 5 left voluntarily and 1 involuntarily.  OEODM will continue to work closely with OHR to conduct an analysis on a
	BEP’s MD-715 Working Group   
	In FY 2016, BEP held monthly MD-715 Workgroup meetings.  The OEODM Chief conducted a quarterly MD-715 working group meeting with the Office of Human Resources.  This allowed BEP’s OEODM and OHR to work jointly to develop corporate strategies in the hiring, recruitment and retention of diverse employees.   
	Best Place to Work (BPTW) Committee 
	BEP’s BPTW committee was formed to plan, identify, and implement changes that will improve employee job satisfaction and commitment.  The BPTW committee is comprised of BEP employees including the Associate Director of Management, and OEODM’s Diversity Coordinator.  The committee works together to analyze the Federal Viewpoint 
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	Survey and develop initiatives to address the identified areas of improvement.  
	Survey and develop initiatives to address the identified areas of improvement.  
	Survey and develop initiatives to address the identified areas of improvement.  
	Survey and develop initiatives to address the identified areas of improvement.  
	Federal Viewpoint Survey 
	The Federal Viewpoint Survey was administered within Treasury.  In FY16, 81,402 invitations were sent to eligible Treasury employees, and 45,497 responded.  BEP had a 73% response rate, a 13% increase compared to FY 2015 response rate of 60%.  
	Diversity and Inclusion is measured on the survey using the Fairness, Open-Minded, Cooperative, Supportive and Empowered (FOCSE) metric.  Overall, BEP employees responded more favorably than other government agencies in the areas of Cooperative, supportive, and empowered.  In FY17, BEP will continue to utilize the Best Place to Work committee to further analyze the results of the survey.  The committee will work with Senior Leaders to implement any changes or initiatives that may need to be addressed. 
	 
	Diversity Council 
	The Diversity Council was established in FY 2014. In FY 2016, the Diversity Council held a Diversity week event that consisted of LGBTQ training, and Diversity and Inclusion family feud. The Diversity council also attended several diversity and inclusion trainings, to include OPM’s Diversity and Inclusion Collaboration and Innovation Summit, and Preventing LGBT related Discrimination in the workplace. In FY17 the council plans to participate in more professional development courses that will specifically en
	Training 
	In FY16, 100% of BEP’s OEODM staff completed the minimal 8 hour training along with other trainings such as Disability Program Manager training, and Special Emphasis Program Manager training. BEP employees completed the mandatory “Sexual Harassment Prevention” and “Diversity on the Job” online training via the Treasury Learning Management System (TLMS). All new employees were required to complete “NO FEAR”, “Sexual Harassment Prevention” and “EEO Training” during the new employee orientation process. In FY1
	Essential Element D:  Proactive Prevention of Unlawful Discrimination  
	Special Emphasis Programs 
	Special Emphasis Programs (SEPs) continue to provide a framework for incorporating EEO principles of fairness and equal opportunity into the fabric of the BEP across the employment spectrum.  Our programs provide an opportunity to inform and train all employees through a variety of exhibits, events, and speakers designed to educate the workforce about diversity and understanding differences.  
	In FY 2016, OEODM hosted twenty-one (21) “Lunch and Learns”, ten (10) in WCF and eleven (11) in DCF.  During “Lunch and Learns” an educational video is shown followed by a short discussion.  The video topic coincides with the various observances throughout the year.  In addition to the “Lunch and Learns”, OEODM develops educational displays for the various special emphasis observances and distributes a monthly newsletter, the Diversity Digest.  The newsletter reinforces educational information pertaining to
	 Alternative Dispute Resolution (ADR) 
	BEP held a Dispute Resolution Week event during the month of June at DCF and WCF.  ADR week was organized to teach employees meaningful ways to resolve conflict, as well as dispense information about the ADR process during the informal stage of an EEO complaint.  During ADR week the following seminars were offered:  
	 Dealing with Conflict in the Workplace  
	 Dealing with Conflict in the Workplace  
	 Dealing with Conflict in the Workplace  

	 Bullying in the Workplace  
	 Bullying in the Workplace  

	 What’s In It For You  
	 What’s In It For You  
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	 What Do I Bring to the Table 
	 What Do I Bring to the Table 
	 What Do I Bring to the Table 
	 What Do I Bring to the Table 
	 What Do I Bring to the Table 
	 What Do I Bring to the Table 


	OEODM is historically known for their efforts to assist BEP’s employees with addressing their issues at the lowest level possible, such as through counseling or mediation.  In FY16, ADR was offered to 97 percent (28 out of 29) of EEO counseling contacts.  Of those, 54 percent (15 out of 28) of EEO counseling contacts accepted the ADR offer, and 20 percent (3 out of 15) resulted in a settlement.  
	OEODM provides an aggressive workplace resolution program for employees to manage conflict.  For the seventh year, OEODM has offered workplace conflict resolution.  OEODM has also used its Coaching Circle; Fact Finding, and Shuttle Diplomacy, in which a certified OEODM staff member works one-on-one with an employee.  Additionally, the staff members also worked with sections or groups of employees on how to deal with and effectively manage conflict. 
	Essential Element E:  Efficiency  
	BEP has sufficient staffing, funding, and authority to comply with the periods established in EEOC regulations (29 CFR §1614) for processing EEO complaints of employment discrimination.  BEP promotes and utilizes an efficient and fair dispute resolution process and has a system in place for evaluating the impact and effectiveness of the BEP’s EEO complaint processing program.  BEP uses the Department’s complaint management system, I-Complaints, which provides tracking and case management capabilities for bo
	Discrimination Complaints 
	In the area of discrimination complaints, the Chief of OEODM is responsible for providing authoritative advice to BEP Officials and EEO staff.  BEP submitted the Equal Employment Opportunity Commission Annual Federal Equal Employment Opportunity Statistical Report (462 Report) on time in October 2016.  A copy of the BEP’s 462 Report is located in Appendix D. 
	While OEODM is responsible for the Informal EEO complaint process, Treasury, through the Office of Civil Rights and Diversity, is responsible for processing all formal complaints.  The Chief of OEODM monitors the status of all BEP’s EEO cases.  
	Complaint Activity 
	In FY16, BEP completed 100% of Informal EEO Counseling within the regulatory timeframes.  BEP noted that during FY16, the number of Informal EEO pre-complaint activity was 29, which 15 were counseled within 30 days.  And 14 counseled within 31 to 90 days with a written extension.  The OEODM received 16 formal complaints filed at the end of the reporting period.  The most frequent bases for FY16 were reprisal and race and the most frequent issues were harassment (hostile work environment), appointment/hire, 
	Essential Element F:  Responsiveness and Legal Compliance  
	BEP complies with EEO laws, including EEOC regulations, directives, and other instructions.  The BEP has posted all required No Fear Act information, provided all the required training, and consistently filed a timely MD-715 and EEOC 462 Report.   
	Workforce Demographics 
	In general, it is impractical to expect any demographic data to change significantly in a single fiscal year. Historically, BEP has been a male dominated workforce due to its manufacturing mission.  The trend analysis conducted from FY10 to FY16 revealed that there has been minimal fluctuation between the male and female in the workplace. FY 2010 revealed the most growth in the overall workforce.  Each of the Race and National Origin (RNO) groups has increased over the ten (10) year period.  
	Participation Rates in the Permanent Workforce 
	At the close of FY16, BEP had 1763 permanent employees, a decrease of 16 (0.90 percent net change) employees from 
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	FY 2015.  
	FY 2015.  
	FY 2015.  
	FY 2015.  
	Usually, workforce demographic comparisons are made to the 2010 Civilian Labor Force (CLF) availability rates.  However, BEP also uses a more realistic benchmark comparator, the Relevant CLF (RCLF) based on the overall occupational composition of BEP’s total workforce.  The weighing of the actual availability rate of each occupation in the labor force is the most critical part of determining the appropriate bench mark.  If not properly weighed, there can be a very misleading comparator as to what the repres
	 Men 51.84 percent CLF vs. 64.71 percent RCLF  
	 Men 51.84 percent CLF vs. 64.71 percent RCLF  
	 Men 51.84 percent CLF vs. 64.71 percent RCLF  

	 Women  48.16 percent CLF vs. 35.29 percent RCLF 
	 Women  48.16 percent CLF vs. 35.29 percent RCLF 

	 Hispanic men 5.17 percent CLF vs. 6.14 percent RCLF 
	 Hispanic men 5.17 percent CLF vs. 6.14 percent RCLF 

	 Hispanic women 4.79 percent CLF vs. 3.13 percent RCLF 
	 Hispanic women 4.79 percent CLF vs. 3.13 percent RCLF 

	 White men 38.33 percent CLF vs. 48.71 percent RCLF  
	 White men 38.33 percent CLF vs. 48.71 percent RCLF  

	 White women 34.03 percent CLF vs. 25.06 percent RCLF  
	 White women 34.03 percent CLF vs. 25.06 percent RCLF  

	 Black men 5.49 percent CLF vs. 6.19 percent RCLF 
	 Black men 5.49 percent CLF vs. 6.19 percent RCLF 

	 Black women 6.53 percent CLF vs. 4.58 percent RCLF 
	 Black women 6.53 percent CLF vs. 4.58 percent RCLF 

	 Asian men 1.97 percent CLF vs. 2.60 percent RCLF 
	 Asian men 1.97 percent CLF vs. 2.60 percent RCLF 

	 Asian women 1.93 percent CLF vs. 1.96 percent RCLF 
	 Asian women 1.93 percent CLF vs. 1.96 percent RCLF 

	 Native Hawaiian or Other Pacific Islander men 0.07 percent CLF vs. 0.62 percent RCLF 
	 Native Hawaiian or Other Pacific Islander men 0.07 percent CLF vs. 0.62 percent RCLF 

	 Native Hawaiian or Other Pacific Islander women 0.007 percent CLF vs. 0.33 percent RCLF 
	 Native Hawaiian or Other Pacific Islander women 0.007 percent CLF vs. 0.33 percent RCLF 

	 American Indian or Alaska Native men 0.55 percent CLF vs. 0.10 percent RCLF 
	 American Indian or Alaska Native men 0.55 percent CLF vs. 0.10 percent RCLF 

	 American Indian or Alaska Native women 0.53 percent CLF vs. 0.04 percent RCLF 
	 American Indian or Alaska Native women 0.53 percent CLF vs. 0.04 percent RCLF 

	 Two or more race men 0.26 percent CLF vs. 0.35 percent RCLF 
	 Two or more race men 0.26 percent CLF vs. 0.35 percent RCLF 

	 Two or more race women 0.28 percent CLF vs. 0.19 percent RCLF 
	 Two or more race women 0.28 percent CLF vs. 0.19 percent RCLF 


	A comparison of FY 2016 participation rates in BEP’s permanent workforce for men and women shows a decreased participation rate for men (76.69 percent)  when compared to FY 2015 participation rate for men (76.95), however they are still participating above their CLF and RCLF availability rate (51.84 percent CLF vs. 64.71 percent  RCLF). When comparing the actual participation rate for women (23.31 percent) to the CLF and RCLF availability rate (Women 48.16 percent CLF vs. 35.29 percent RCLF), we see that wo
	Barrier Analysis 
	A review of the hire trends for Police occupation (0083), the following was noted: 
	Trigger: From FY13 to FY16 there were a total of 42 hires of those hires 40 were men, and 2 women.  None of those hires were Hispanic or White women. 
	An analysis of the A7 applicants and hires for major occupations for police trends showed that from FY13 to FY16 White females and Hispanic females have been applying at a lower rate than the occupational CLF.  In FY13, 207 individuals applied for the police occupation, of those were 198 (96%) males, and 9 (4%) were females.  Out of the 9 females that applied 2 (1%) were Hispanic females compared to the CLF of 2.20% and 3 (1.40%) were White females compared to the CLF of 8.50%.  In FY14, 378 individuals app
	Although application and selection rates for the previous years were low, in FY16 there was a significant increase in the application rate.  However, Hispanic women and White women have been continuously applying at a lower rate than the occupational CLF. 
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	Employee with Targeted Disabilities 
	Employee with Targeted Disabilities 
	The employment of PWD and PWTD continues to be a focus for BEP leadership.  While BEP saw a slight increase in the participation rate of PWD (7.42 percent in FY15 to 8.18 percent in FY16), OEODM continues to have a participation rate for PWTD (0.65 percent) that is significantly below the Federal goal of 2 percent participation rate.  
	BEP will continue to aim to meet the 2 percent goal for PWTD each year.  
	BEP FY 2011 – 2016 PWTD Hiring Trends  
	When looking at the participation rate for PWTD in BEP’s five major occupations (0083 Police, 2606 Electronic Industrial Control Mechanics, 4406 Letter Press Operating, 4454 Intaglio Press Operating, 6941 Bulk Money Handling) over the last five years, we note that three (2606, 4454, 6941) out of the five major occupations employ PWTD.  
	In FY17 BEP will continue to deploy strategies that will enable progression toward the goal of hiring PWD and PWTD. Those strategies include working closely with OHR to put processes in place to identify when vacancies are available, continuously encourage managers to consider hiring PWD and PWTD using special hiring authorities such as Schedule A, and identifying resources and institutions from which BEP can search for qualified applicants to fill vacancies. 
	FY 2015 Accomplishments 
	In an effort to become a model EEO program, BEP had the following accomplishments in FY 2016: 
	 Hired nine PWD, and one PWTD 
	 Hired nine PWD, and one PWTD 
	 Hired nine PWD, and one PWTD 

	 BEP Reasonable Accommodation Procedures have been approved by EEOC and are in the process of being posted on the Agency’s website in accordance with EEOC compliance 
	 BEP Reasonable Accommodation Procedures have been approved by EEOC and are in the process of being posted on the Agency’s website in accordance with EEOC compliance 

	 The Anti-Harassment Policy was revised and approved by EEOC and distributed to the workforce 
	 The Anti-Harassment Policy was revised and approved by EEOC and distributed to the workforce 

	 Conducted mandatory NO FEAR and harassment training in person 
	 Conducted mandatory NO FEAR and harassment training in person 


	CONCLUSION 
	The report highlights BEP’s accomplishments during FY16 in obtaining and maintaining a model EEO Program by promoting the concepts of equal opportunity for all of our employees and customers, and identifying areas for improvement.  BEP’s success in utilizing the full potential of available talent depends on fostering diversity in our workforce, managing it effectively, and valuing what each of our employees have to offer.  Therefore, managing diversity at BEP involves creating and maintaining a work environ
	BEP incorporates diversity management into its daily operations to help the Department align with the MD-715, as it relates to the policy guidance issued by the U.S. Equal Employment Opportunity Commission (EEOC). 
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	Appendix E: Glossary 
	 
	The following definitions apply to Management Directive 715: 
	 
	Applicant: A person who applies for employment. 
	 
	Applicant Flow Data: Information reflecting characteristics of the pool of individuals applying for an employment opportunity. 
	 
	Barrier: An agency policy, principle, practice, or condition that limits or tends to limit employment opportunities for members of a particular sex, race, or ethnic background or for an individual (or individuals) based on disability status. 
	 
	Civilian Labor Force (CLF): Persons 16 years of age and over, except those in the armed forces, who are employed or are unemployed and seeking work. 
	 
	Disability: For the purposes of statistics, recruitment and targeted goals, the number of employees in the work force who have indicated having a disability on an Office of Personnel Management Standard Form (SF) 256.  For all other purpose, the definition contained in 29 C.F.R. § 1630.2 applies. 
	 
	Employees: Members of agency’s permanent or temporary work force, whether full or part-time and whether in competitive of excepted service positions. 
	 
	Fiscal Year: The period from October 1 of one year to September 30 of the following year. 
	 
	Major Occupation: Agency occupations that are mission related and heavily populated, relative to other occupation within the agency. 
	 
	Reasonable Accommodation: Generally, any modification or adjustment to the work environment, or to the manner or circumstances under which work is customarily performed, that enables an individual with a disability to perform the essential functions of a position or enjoy equal benefits and privileges of employment as are enjoyed by similarly situated individuals without a disability.  For a more complete definition see 29 C.F.R. § 1630.2(o).  Also see, EEOC Enforcement Guidance on Reasonable Accommodation 
	 
	Relevant Civilian Labor Force (RCLF): The RCLF is the labor force by occupation.  It is used for making occupation comparisons, as opposed to general CLF, which represents the overall work force by class group.  The RCLF is developed by the Bureau of the Census.  On their Website located at http://www.census.gov/eeo2000/, Census provides by class group data for every occupational category used in the census.  The Census also provides a crosswalk identifying which census category should be used when comparin
	 
	 
	Targeted Disabilities: Disabilities that the Federal government, as a matter of policy, has identified for special emphasis in affirmative action programs.  They are: deafness, blindness, missing extremities, partial paralysis, complete paralysis, epilepsy, severe intellectual disability, psychiatric disability, and dwarfism. 
	 
	Trend Analysis: An aspect of technical analysis that tries to predict the future movement of something based on past data.  Trend analysis is based on the idea that what has happened in the past gives us an idea of what will happen in the future. 
	 
	Trigger: A condition which may cause a barrier analysis to be conducted under EEOC MD715.  In MD715, EEOC requires agencies to prepare statistical tables representing various segments of employment data.  The triggers alert the agency to possible barriers that may exist to equal employment opportunity. 
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