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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:

e Provided mandatory diversity training to 100% of the workforce;

e Provided Leshian, Gay, Bisexual, Transgender, and Questioning (LGBTQ) training
e Held a Diversity and Inclusion Family Feud Game

e  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”
e  “Career Development”
e “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




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:

e Dealing with Conflict in the Workplace
e Bullying in the Workplace
e What's In It For You




e What Do | 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 sulfficient staffing, funding, and authority to comply with the periods established in EEOC regulations (29 CFR
81614) 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




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:

e Men 51.84 percent CLF vs. 64.71 percent RCLF

e Women 48.16 percent CLF vs. 35.29 percent RCLF

e Hispanic men 5.17 percent CLF vs. 6.14 percent RCLF

e Hispanic women 4.79 percent CLF vs. 3.13 percent RCLF

e  White men 38.33 percent CLF vs. 48.71 percent RCLF

e  White women 34.03 percent CLF vs. 25.06 percent RCLF

e Black men 5.49 percent CLF vs. 6.19 percent RCLF

e  Black women 6.53 percent CLF vs. 4.58 percent RCLF

e Asian men 1.97 percent CLF vs. 2.60 percent RCLF

e Asian women 1.93 percent CLF vs. 1.96 percent RCLF

e Native Hawaiian or Other Pacific Islander men 0.07 percent CLF vs. 0.62 percent RCLF
e Native Hawaiian or Other Pacific Islander women 0.007 percent CLF vs. 0.33 percent RCLF
e American Indian or Alaska Native men 0.55 percent CLF vs. 0.10 percent RCLF

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

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

e  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:

e Hired nine PWD, and one PWTD

e 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

e The Anti-Harassment Policy was revised and approved by EEOC and distributed to the workforce
e  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
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oy
Sigreture: of Principal EEQ DireciorfOfial Darter
Corifies fud s Federdl Agency Armual EEQ Pragram Status Fepord isin
comgianoe with EED MD-T15.

1R

Sigretre of Agercy Husd or Agescy Hed Desigrse et
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EEOC FORM
151
PART G

Requiras the agancy haad to lssus writtsn policy statements eneuring a workplacs fres of discriminatory harassment
equal employment opportunity.

LL5. Equal Employmant OppOTTLMNLY COMTIESIon

FEDERAL AGENCY ANNUAL
EED PROGRAM STATUS REPORT

Dapartmant of Traasury! DTR Burasu of Engraving and Printing

Essantlal Elamant & DEWMONITRATED COMMITMERT FROM & GERCY LEADER IHIP

and a commitmant to

o Compllance
Indicator

1" Maasurag

EED policy etatements are up-to-date.

Ther Agency Hesad ws installed on May 01, 2015, The EED palicy stiement was
==ued on Fabruary 18, 2016,

Was the EED policy Stvement imsued within 8 - 9 monis of e instllaion of e

Agency Hesad?

H ra, prowice an eplarsdon.

Dring e currend. Agency Head's fenure, hoas $e EED palicy Steemend been re-

woued arrualy?

i ma, provide an axplanaion.

Are new emplayses provided 2 ooy of fhe EED palicy steement during arientadaon?

When an emplayes is promated ino e supervisory ranks, is she provided a copy of
e EED policy staement?

—r- Compilance
Indicator

1'. Maasurag

EED policy statamants have besn communicated to all
Smpleyasn.

Harwer e hesads of subordirete reporiing componesis commuricated support of o
agency EED pdicies frough e ranksT

Hars e agency made writien maerials availatfe o ol emplopess and aplicans,
rifarrning fhem of e variety of EED programs and administradve and judicial
revnadial procedures avalable fo Hem?

Has fhe agency prominendy posted such writien materials in all persome offioss,
EED offices, and on e agency's imernal website? [pe8 25 CFR §1614. 103 b4 5]]

Maasura
has baan
mat
Yag HE

X

X

X

x

X
Maasura
has baan

mat

Yag HE
X

X

x

X

For all unmet
maEEunEE, provids 3
bt axpdanaticn In
the space below or
comiplete and attach
an EBEDC FORM 715

01 PART HBEhTB
agancye B
raport

For all unmet
meaapuras, provida A
briaf axptanaticn In
the spaca below or

and attach
an EBEDC FORM 715-
01 PART H to the
agancy'e statue
raport
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=
Compliance

Agancy EED policy Is vigorously enforcsd by agency
¥ measures meanagamant.

Are marogers and supervisors evalusded on fher commitment fo agency EED
palicies and princpies, induding e efiorss ioc

gy proflemsidmsgreemenis and ofer conflicks in fheir nespecive work
ermirormenis o fey arise?

adddrees, concerms, whether perosived o real, rased by emplopees and
fallowing-up with approprizie acion o comect or dirminee fersion in e
ekl

e, e ageney's EED program Srough allocsiion of mission persorred i
pericipee in commority outresch and recuitment programs with privae
emgiayers, puliic sohodls and universifies?

e full cooperaton  of emplayess under hisher supervision with EED ofice
aficialzs such gz EED Coursslors, EED reesigeiors, e}

e & workpface el s bee fom 2l s of dscrimiredion, Farassmerd and
etz ?

e e subordinese supervdsors feve effecive managerial, communicaion
and inerpersonal =kills in order o supervise most eflecively ina workplace with
diver=e emplayess and avaid dispules ariging fom inefecive communicsians 7

e e provision of requesied refigious acoommodaions  wihen such
accormmadatons do nol cause an undue Fardship?

e e provision of requesied  disatslity acoommodations o qualified
indivicuals with dzabilifes when such acocommodafions do not caese an uncdue
Fardskip?

Herver all emplioyees beoen infomed aboot wifed befondors are inepprogrise in e
woripiace and e fhis befenior mary result in discplinery acions?

Dresmoribrer witenl mesans were wilized by e agency 0 soinfem s workioros st
e porplfes o orocoapiaide befenion.

Harver e procedures for ressorpile accommadsion for individusds with disatsliges
besen made readily availabis'scomssble o dl emplopess by d=semineding such
pracedures during anieriafion of new emplopees and by making such procedures
avalabe on e World Wide 'Wetr or Iniermef?

Herver marogers and supervisor been raned on ther responsibilifes under e
procedures for reasonatle accommaodafion?

wulrm

For all wrimsat
meaaEures, provida 3
biriaf axplanation In
the spaca balow or

and attach
an EEDC FORM 715-
01 PART H to the

agancy's etatus
rapert
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Essantlal Element B: INTEGRATION OF EBED INTO THE AGENCY" 1 STRATEGC Mi2 2808

Requires that the 8 EEO 8 o organized and structured to maintain a workplace that is fres from
discrimination In any of the agency’s policles, proceduras of practices and supports the agency's strategic misslon.
- Mazsurs For all wnimet
Complianca has baan mEasUres, provids
The reporting structure for the EEC Program provides met :““"'mm“u“'
the Principal EEQ Official with appropriate authority and I of comiplets and
r s respurcas to affectively carmy cut a succeesful EEOQ Yoe | No
Maagurag Program. attach an EEOC
FORM 715-01 PART
H to tha agency's
status report
ks e EED Direcior under fhe dinect supervision of e agency head? [s08 23 CFR | X Tha EED Mractor le
S1814.102 b 4] undar tha &sscclate
For subordinate lewved repariing components, is e EED DirecionOficer under e Ddractor Tor
immadiate supervision of e lower leved component’s head  offical? L untll a
{For examplie, does the Regional EED Officer report o #he Regoral AdminisiraiorT) DMractor Tor
Managamant le
Iired.
Arer ther dufies and resporsibilifes of BED oficals dearly defined? X
D ther EED oficials fenve fhe knowledge, skills, and  ablifes o camy ol the dufies X
and resporsibilifes of ther posfons?
I e agency hos 2 leved reporing components, are fere orgernicafonal | cheris et X
desrly define e reporiing stuckre for BEED programs?
I e agency hos 2 leved reporiing companents, does e agency-wide EED Direcior X
Ferver autharity for e EED programs within fhe subordinete reporiing companenis?
i rot, plesme descaribe how EED program authanty is defegated o subordinede
reparing COmEKrESTS.
—— Compltan Maasura For all unmt
L] sty
Indicator The EEC Director and other EEQ professional staff e mmﬂmm
ragponelbla Tor EED programe have and i the bel
affactive meanse of inferming the agency haad and I ar Bpaca and
¥ Jossures panlor managamant officials of the status of EED fag | Ho mﬂullmmlatma
programe and are invelved In, and coneulted on, FORM T15-01 PART
managamantparecnnal actions.
H to tha agency's
status report
Do ther BED Direcion®Officer forve aregular and effecive mears of infarming the X |
agency head and offer top marageme d oficals of fe efleciveness, eficency and
leagatl cormpliance: of the agency’s EED program?
Falloing the submizsion of the immediately preceding FORM 71501, did e EED X |
DirecionOfficer presend fo the hoad of e agency and other senior oficials the "Ste
of e Agency™ briefng oovering all componenis of e EED report, induding an
aeement. of e performance of the agency in aach of e Six dements of e Moded
EED Program and a repord an e progress of the agency in completing its berrier
aralysis induding amy barriers il idenified andior sliminated o reducsd $e impact of?
Arer BED program officials present during agency ddiberafions prior o decsions X
regarding recnuifmerd sirateges, vacancy proecions, successon plarming, seecions
for raning'cres development opporuniies, and ofer workforose denges?
Doess ther agency  oorsider whedher any group of employess or apglicants might K
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ber negaively  impacied prior o making buman nesounce decsions such as ne
orgerizaiors and re-aligrrmess?

Are maragemeritpersomne  paices, procedures and pracioss ecamined o
regular intervals o acoecs whoeher here ane hidden impediments o e
resaliaiaon of equality of opporunity for any groug(s) of employess o applicaris?
[e=a 23 CF.R. § 1614102} 3)]

Is ghe EED Direcior induded i e agenay™s strategic plaming,  especially e
agency’'s uman capital plan, regarding succession plarming,  aning, i, o oersune
fet EED conooms are imegrated indo e agency’s strategic mission T

e
Compllanca
The agancy has committed sufficlent human rescurces
and budgst allccations to e EED programe to eneuns
"’Hmuaa successtul operation.

Dhowesss e EED Direcior Ferve e authanity and funding o ersure: implermertagon of
agency EED acion plans o imprave BED program eficiency andior efiminesse
iderifed borriers fo e nealizaion of equality of opporunity?

Are muficien perzormal nesources allocated o $he EED Program fo eveure: fhen
agency sof-assesements and sefarolyses presoibed By EED MD-715 are
conducied arually and o maintan an effecive complant proosssing sysien?

Are stidoryregulaioy  EED refsted Specal Empfoss Programs suficerdy  stafled?
Federal 'Women's Program - 5 ULEC. 7201; 38 USC. 42214, Tide 5 5FR, Subpert

B, 720204

Hisperic Empliaymesn. Program - Tide 5 CFR, Subgert B, 720204

People Wit Disabilifes Frogram Manager; Soecive Placement Program for

Indivichual= 'With Di=abilifies - Secion 501 of the Fofobilitdon Act; Tide 5 USC.

Subperd B, Chapter 31, Subckeger  F3102; 5 CFR 2133101 and {u); SCFR
b EAr

A afvr agency specal empfoss programs manidared by ghe EED Office for
coardiraion and complianos with BEED guidelines and princples, such 2= FEDRP - 5
CFR 720 Veterars Emplayment Programs; and Black/Wihican Amesican; Amesrican
IndizariAzades Nafve, Asion AmericanPacic Hander programs?

—"{:ma
Indicator

The agancy has committed sufficlant budgst to support
¥ measures the success of Ite EED Programie.

Arer There suficierd resouross o enaiile e agency o conduct a oroogh Berries
aralysis of its workforos, induding fhe provision of adequene detay calleciion and
racking syskems

I= there suficient Budget allocated o all emplopess o wilioe, when desired, all EED
pragrams, induding e complain prooesssng pragram. and ADR, and o maks a

Maasurna
e besan

walmn

Meaasura
naaE I

1raa|rm

FORM 715-01 PART
H to the agsncy's
statue raport

For all unmet
Maasunss, provids
A brisl explanation
In the space balow
or comiplate and

attach an EEOC

FORM 71501 PART

H to the agenoy s
status report
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request for ressonaile accommodaion? (induding subordinese level reporiing
Cornpores s Th

Has funding been secured for publicaion and  disribugon of BEED materials (e,
Ferasomend paicies, EED poster=, ressostfle acoommodafiors procedures, eic )7

Is gewe 2 conral fund o ofer madhanism i funding supplies, squipmesd and
sarvicns neosssary foprovide dsahility scoommadatons?

Doess fhe agency  und major nenovaion projecs o ensure mely compliance wit
Unifarm Federal Accescbility Sandards?

ks gher EED Program allocated suficent resources 10 rain all emplayess on EED
Programs, induding adminstaive and judical remedial procedures availatde o
ey

ks e suficient unding foersure fhe prominend posting of writien materials in
all persorred and EED offces? [pe8 23 CUF.RL § 16141025 5)]

ks e suficient funding o ersure Fol all employess erve acoess o is
franing and irdematon?

k= g suficiern funding toprovide all marsgers and supervisors with Faning and
pewiodic wprdedes on fhesr EED resporesikalifes:

oy, eremring A workplace e is fee from all forms of discriminagon, induding
Feramsmerd and restaliofion?

i provide refigious accommodaions?

i prowide disatslity accommodaions in accordanos with fhe agency’s writien
proceduraes?

g e EED d=aimination complan proces=7

0 parcipate in ADRT

Essantlal Elamant C: MAKAGEMENRT AND PROGRAM ACCOURTAEILITY
Thig slemeant raquirse tha Haad to hodd all managers, supsrviecrs, and EED Officlals responsibia for the
d‘mmtaﬂm

of the agancy's EED Program and Plan.
—— . Mazsurng
gt EEQ officials advies and provida e
mﬁtﬂ assletanca to managers! BOTE

the status of EED programe aach I
¥ yossures MaNagary of supaniscrs ansa of responsibity. | Yee | No
Are regular {mondhlylquarterysemi-amually)  EED updstess pronidesd 82 X |
maregemertsuperisoy  oficals by EED program oficals?
Do EED program officials coordinate the development. and implemertedion of X |

EED Flans with all approgriade agency managers o indude Agency Counsed,
Human Resounce Officials, Finance, and the Chied indormation Officer?

For all unmat maasuras,
provida a brief
axplanaticn in the spacs
sy T and
attach an EEOC FORM
715-01 PART H to the

agency's status report
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. Im“ The Human Rescurces Director and the EED Director
mst reguiarty to aseses whether peareonne
b, policke, muprma are In conformity
Instructicne contained In EEOC managamsant
¥ Maasurss directives. [soe 23 {'.FH§ 15141028} 3)]

Harver fma-tatfes or schedules beon established for e agency 1o review it
Merit Promafion Program Pdlicy and Proosdures for systemic barriers ol may
ber impading full parfcipeion in promaofion opporiunifes By al grougs?

Haver fme-tatfes or schedules beon established for the agency 1o review i
Empliayse Fecognifon Awards Pragram and Procedures for systemic barriers
fed mary be impeding full parfcipaion in e program by all grougs?

Harver frme-tatles or schedules beon established for fhe agency 1o review i
Employss DevelopmeiTraning  Programs for systemic barriers ful mary be
impading full paricipaiion inraining apporiunifes by al groges?

—
Compillance
Indicator When findinge of discrimination are mads, the
agancy sxploras whether or not discplinary actione
shoald e taken.
1"HBHE.I'HE

Doess e agency Forve a1 disciplinery policy and'or 2 ibfe of perolies fod
covers emplayess found fo heve commitied discriminagon?

Harver all emplayees, superdsors, and managers been infarmed 2= fo e
peralfes for bang faund o perperate dsaiminsory befevior o for taking
porsamd acions besed wpon a profibited  boessT

Has the agency, when apropriste, dscpined or ssnciioned
masgersoperisys o empiopess found o feve disoriminested over e pesd

o yers?

Maasuns
s [oan

mluu

m'un

For all unmat measura,

provids a brisf
tha
opton nirs e

attach an EEQC FORM
71501 PART H to the

agency’s statue report

For all unmsat measunag,
Provide a braef
axplanation In the m

el or
attach an EEOC F{:IHII
71501 PART H to tha

agency’s statue report

W =, citenumber foud fo feree dizcrirmineted and li=t wdmm’ﬂiru}' action for sach type of vidlaion.

Twio amployess were found of discrimination. Of thoss

regatve an official counssling, and raguired to take an 8 howr EEQ traindng Courss.

Doess e agency prompdy (witfhin e establihed  §me frame) comply with
EEOC, Merii Sysiems Profecion Boord, Federal Labor Fefaiions Authanity, labor
atyraiors, and District Courd orders?

Does the agency  rewiew disability accommadaion dedsionsfacions 1o ensune
canpliancs with it writen procedures and analyne e infematon raded for
ronds, protfems, ey

x|

|

empleysas, 1 amployss retired. The 2 amployes will
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Eseantial Element D: PROACTIVE PREVENTION
Requires that the agency head makes earty efforts to prevant diecriminatory actione and eliminate barriers to equal
employmeant opportunity in the workplaca.

== Compliance
.dﬂuj'naa tnltlmggl andl remdave mamhn?;:a
“"Hmuua

Do erior maragers mest with and 2ot e EED Direcior andiar ofher EED
Program Oficials in fhe denificaion of borriers fod may be impeding e
restlizadion of equal employment oopernity?

Wihen berriers are idenified, do senior maregers devedop and implemneent, with the
amztncs of the agency EED office, agency EED Acfon Plans o dimineste =aid
Brewrrier=?

Do serior maragers successiilly implement EED Acton Plars and incorporae
the EEQ Action Plan Objectives info agency  strategic plans?

Are frend aralyses of workdoroe profles conducted by race, roforal anigin, sex
and ci=ability?

Are rend aralyses of e workdonos's maor oooupeions conducied by raoe,
redorml origin, sex and disatlitg?

Are frends analyses of he workioros's grade level distribudion conducted By race,
redonal anigin, sex and disstalitg?

Ape rend aralyses of e workdoros's compersaion and reward systen conducied
by raoe, roforl origin, sex and  disablitg?

Are trend aralyses of e effeck of marogementersonned  palicies, procedures
and proacioes conduced by race, naforad anigin, sex and disatility?

m=l- Compitance
Indicater
The uss of Altemative Dispute Resclution {ADR) Is
encouraged by ssnior managamsant.
¥ massuras

Are all employess sncowraged o wee ADRT

ks the paricipedon of supervisaors and managers in e ADR process required?

Maagurs
hiae bsaan
mat

For all unmst
MeaEELTEE, a
riaf In tha
Bpace balow or

and attach
an EEGC FORM 71501
PARTH to tha

agency's status report

For all wnimst
MsaasUTas, a
[briat In thea
Bpacs balow of
complata and attach
an EEGC FORM 71501

PART H to tha
agency's status report
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Eesantlal Elamant E: EFRICIENCY
Requirss that the

head enewrs that thers are effective systeme Inpiacs for evaleating the impact and

affactivanaes ©f the agency’s EED Programe 38 well 38 an efficlent and fair dispute resciution procees.

= - cmpllance

Indicator Tha has sufficient staffing. Tunding, and

M%m the sliminaticn of kantinisd
barmiars.

‘HHE.I'HH

Doess e EED Office smploy persormel with adequate fraining and  asperionos
o conduct e aalyses reguired by MO-715 and Shese instucions?

Haes the agency impleneed an adequede datsy callecion and sralysis systens
el permil racking of e informaton required by MO-715 and fese
insuciors?

Harwer sufliciend resources been prowvided o conduc! effecive audis of Seedd
faclifes’ efioris 0 achieve amoded EED program and edimiree discriminaion
wder Tifle WVl and #we Refobilitaiion Act?

ks fherer a desigreded agency offical or ofer medenizm inplace o coondinee
o assisl with processing requests for disability accommodations in all maor
companenis o e agencyT

Are 9% of acocommodaiion requests processed within e Sme fome et fordh
in e agency procedures b ressonatle accommadsion?

i

Complianca

Indicator Tha agency ha mwmw
mitmtu;aay-latun In placa to Increaes the
affacthvenoes of tha agancy’s EED Programea.

¥ Massuras

Droes e agency use a complaint racking and manitaning Systen ol alows
iderificaion of the lorpgnn, and st of complaimis and lengih of Srme elapesd
ol aach stage of e ageney’s complaird resaiuion process?

Droes e agency's racking systen iderdfy e issues and boses of e
complains, e aggrieved indvidusls'complainents, $e imolved mansgerment
aficals and ofer informaion o aralyse complaird acivity and rends?

Droes e agency hald coraciors asccouniatle o delay incoursding and
irvesigulion processing Smes?

I yes, Eriedly desscribe bow:

Dioess e agency moniior and ersure Fol new invesigaions, oourssors,
induding cortract and collateral duty irvesioeiors, reosive the 12 hours of
fraring required in acoordance with EED Maragemend  Directve MDO-1107

Doess e agency  moniior and ersune fol eperionoed  oourmsslors,
irvesicesors, induding contract and collateral duty irvesSigeniors, recsive ghe §
hours of refresher raning reguired on an anoal besis in acoordance with EED
Marogement Direcive MD-1107

Maasura
hae baan
mat

"I'HHII'-IIJ

Maasura
hae beaan

‘raalr-lu

For all unmat maasuras,
provida 3 brisl
axplanation in the spaca
alow or and
attach an EEOC FORM
715-01 PARTH to the

agancy's statue raport

For all wnimst messunge,
provida a bt
axplanation in the space
beslow or comiplata and
attach an EEQC FORM
715-01 PART H to tha

agency's status report

W&
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— Im“ The agency has sufficlant starfing. Tunding and
authorty to comply with the tima framas In
iistioms Tor proosssing EEG compiamts of
] B ]
‘."'l.lmulaa mqmjlmttm :um

Arer Benchrmarks i t
processes w29 PR Pard 18147

x The agency's disorimiragon complaing

Dhoess dher agency  prowicke Smedy EED coursding within 30 deys of dhe iniial
requesst o within an agreed upon esderesion inoarigng, up o 80 dane=?

Dhoess e ageency  prowicke am aggrieved  pes=on with aritien nofificason of
hisher rights and responsililifes in e EED process in a @meady Bsfaon?

Dhoesss e agency  completer fhe imesigadons  within e applicatde
pre=scribeesd  Srme Farme?

When a complaina requesis a ol agency dedsion, does e agency
e ghe deciion within 80 day=s of e reguest?

When a complaina requests o heering, does e agency immasdicsedy
wpn recepd of dhe request fom e EEOD Ad foraard ghe irnvesfigatve Sl
i e BEEDC Hearing Office?

When 2 setfemern agresmerd i erfered infa, does e agency Smedy
compleste amy abfigaions  provided for in such agresemesgs?

Dhoess e agesncy  ermure Smedy comgliamos widh EEDC A decsiores wiich
arer redl. e Subject of an appeal By e agency?

—'Eumplmn
Indicator s Thara le an afficlent and falr dleputs rescdution
process and efmective systeme Torewaluating the
Impact and effectivenass of the agency™s EED
w.r"m"“ complaint processing program.

In acoordance with 28 T FR. §1614. 1002k}, Fos e agency estabfished an
ADR Progran during e pre-complaird. and  formal complairt staqges of e BED
g

Dhoess e agency  requires all mersger=s and supesvisors 10 recesve ADR raining
inacoordance with BEDS (29 SF R Part 16148) regulations, with empfuesi=s an
gher fnderal govesTImenls irtenest inencowraging  mutusl resaliufon of dispres
arvd g benelits sesocised with wlilibng ADR?

Afier e agency hus offered ADR and ghe complaimant Fees alecied o
perifcipate in AL, are e maragers required o perfcipete?

Does e resposible mansgement offical direcly irmeolved i ghe disgproser Fane
metfesnerd suority?

_'E:umplm[:
Indicator s Tha hae effective systeme In place Tor
rm-g:md the impact and
affactivansees of Ite EED programe.
‘."Hﬂml'aa

Maasurs
LiE W]

\raalrm

Maasura
has Desan

\raalrm

T15-01 PART H to tha
agency's status report

Hi&

s

Ml

attach an EEOC FORM
T15-01 PART H to tha

agency"s status report

T15-01 PART H to tha
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Does fhe agency  Fover a systen of marsgement ocontrals in place o ersure fhe
irmady, acourate, complete and corsisent reporiing of BED complamt data io
e EEDCT

Do e ey prowicke ressoreiile. resouross for e EED complain pracess
o ermre eficdent and sucoessil operafon inacoordance with 28 CFRL§
1814 a0 137

Does fhe agency EED office horve maragemend contrals in place o moniior and
ermure Fod e data recsved fom Humen Resouross is acourate, Smady
recarved, and contains all e required data elements for submiting anmual
resxris fo e EEDCT

D fhe agency's BED programs address alll of fhe ras erdorosd By e EEDE?
Doess e agency  iderify and moniior significant. rends in complaint processing
o destermine whether e agency is mesing i obfigadons under Tide VIl and
fher Refubilitafion Act?

Does e agency  rack recuiitmend efxs and aalyee effors o iderd@fy
paterial  Berriers in acoordance with MD-715 standards?

Does fhe agency  oorsull with offer agencies of similar size on e effeciveness
of their EED programs fo idendfy best praciioes and share idess?

=

Compilance Tha agsancy that the Inva and

Indicator mmmm rasciution
procass are separate from ite legal defenes arm of
agency or other offices with conflicting or comipsting

¥ waasurss Intarasts.

Arer logal suficiency reviews of EED matiers fondled by a unciional unit $o i
seperate and apar from the it which hendles agency representagon in BED
camplarnsT

Does fhe agency  disariminaion complard process ersune a neural adudicaton
funcion?

i appiicable, are processing fme frames incorporated  for e logal counsad’s
suficency review fr fmely processing of complairs?

Maasurs
e s
st

walrm

agency's status report

71501 PARTH to the
agency's status raport
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Thie slament requires that federal agancies ans in full

Essantlal Blemant F: RE2P0M3NEKE 3 2 AND LEGAL COMPILIAKMCE

guidance, and other wiitten Instructions.

—
Coamipliancs
Indicator
3 Agency perecnnel are accountable for timely compliance with orders
Massures lepusd by EEGC Admindetrathes Judgsas.
Droes e agency  Ferver a sy<ten of managemerd contral o ensure: fo
agency oficals fmely comply with any onders o direcives ssoed By
EEDC Administrafve Judges?
=
Comipliancs
Indicator
The agencys eystem of managemsant controle eneures that the
X mql%mWailmﬂnﬂdmmhﬂaﬂhﬂmd submits
Massuras & compllancs report to EEGC within 30 days of such complation.

Dhoess e SEFETY TR ORI

ower B penTal processing uncion of e agency? I e,

A TR Tard QUESSDONES DRSO

Apa ere oiees inplace o0 U TR MR, IRy, o proedictaie [ =iy =] of

ardered monetary reied?

Arer procedunes in place o prompdly process ofher forms of ordered redied?

el
Compliancs
Indicator
Agency perecnnel ane accountabde for the timety completion of
;l!;awma actions required to comply with crders of EEOGC.
k= compliance with EEDC onder=s encomperssed in #we performanoe standards of any

agerrsy ernplayens?

H =0, plesrse idenify e emplopess by e in e comments secion, and  state how
perdormancns s rmesegred.

Maapura
LELE
meat

Maasura
hae s
meat

Maasurs
has [bsaan

wilth EED statutes and EEDC reguiaticne, podicy

For all wnamsst
MEaAEUTSE,
provida a biat
explanation In
the space bolow
or commipletes and
attach an EEOC
FORM 715-01
PART H to tha
agancy's etabus
raport

FORM 715-01
FP&RTH to tha
agency's stabus
report

For all wnimst
MEaEUnaE,
provida a el

FORM 715-01
PARTH t:ﬁa
agencys B
raport

The CHractor, SES Officlals,
and all managers and

U=V BOTE.

Parformancs ls maasursd by
walght, with 1007 being the

23




highast that can ba achleved.
The welghts rangs from

un b, wihich s the
loweet that can ba achieved
to cwtetanding.
I= e writ charged with She resporsitility for compliancs with EEDD orders located in e X I
EEQ office?
1
H not, plesrses idesriify gher urid in which it is located, #he number of employees in e The EED CHrector and the
urid, ared ghesr grade levels in S comments secion. OTfice of ChieT Counesl.
Hareer e irvalived employess recsived any fomal raning in EED compliancs? X
Deaess fher agency  pramply prowice fo fhe EEDC $he failowing dooumeriagon  for completing X
compiianos:
Agiormery Fees: Copry of check issued for atiomeny fees and for o resrative stdemesd Ery x
an appregriate agency offical, or agency peymesd arder dafing #her dallar amaount. of
atiormery foes poid?
Aearards: A norraive sthemerd By an approgriste agency ofical sting e dallar X
amourt and e oiteria used o caloule e awand?
Back Pay and Inerest Compuier printouts or peprall documesiis oufining gross back x
pery o irterest, ooy of ary chodks ppuey], rorrafve stalemerd By an approprioe
agency oficial of ot monies peid?
Comperssiory Damages: The fnal agency  dedsion and esidence: of peyrmed, i x
rmace?
Traning: Alendance raster i Faning session{s) or a narative stadement By an X
pprogrizte agency oficial confirming e specfic persons o groups of persons
aterded  Franing on a date coertan?
Persomed Actons (eg., Rerstsenent, Promofion, Hiring, Reasssignment)c Sopgies of x

S5F-50=

Posing of Mofioe of Vidason: Original signed and  doted nofice reflecing fhe dotes gt X
fhe nofice: was pasted. A copy of e nofice will suffice if e original s not availabie.

Suppiemerial vestigaion: 1. Copry of lefler o complainar acknowledging  recespt x
fram EEDC of remanded  came. 2. Cogy of letier o complairnamt rarmmiting e Feport
of wesfigaion {not e RO sl unless specfied). 3. Copy of request for a hearing
{complarent’s request o agency's rarsmitial leter)

Firall Agency Decsion (FAD R FAD o oxy of the complairant’s request for a hearing. x
Festoragion of Lesves: Pring-oul or staternerd ideniifying  ghe amourd. of leerver restored, i X
Fpiicaie. Fnol, an epiaedon o steement

Civil Actons: A compliete copy of e avil acion complair demarstrating  same o X

m-&ﬂ CCNTIER IO MTroey .

Setfernerid Agresmeris: Signed and dated  agresmesd with specfic dallar amounts, i X
appiicatie. Alma, approgriate doounerdafon  of rofioef s prowided.
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EEOC FORM U.S. Equal Employment Opportunity Commission

715-01 FEDERAL AGENCY ANNUAL
PART H-1 EEO PROGRAM STATUS REPORT
Department of Treasury/ DTR FY _2016

Bureau Of Engraving and Printing

STATEMENT of BEP Anti-Harassment Policy did not provide minimum elements as required by EEOC
MODEL PROGRAM guidance. [See 29 CFR 1614.102(b)(4)].

ESSENTIAL ELEMENT

DEFICIENCY:

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 November 21, 2016
COMPLETION OF OBJECTIVE:

PLANNED ACTIVITIES TOWARD | TARGET DATE
COMPLETION OF OBJECTIVE: (Must be specific)

Review the current Anti- November 21, 2016
harassment policy, and
discuss the requirements
outlined in EEOC'’s guidance.

Make all necessary changes November 21, 2016
to the Anti-Harassment
policy and submit to EEOC
for approval.

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.
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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

FYy _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.
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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 1S BLANK

CELL IS BLANK

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
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EEDC FORM

T
PART J

PARTI
Drapartmsant
o Agency
InTormation

PARTN

Emipdoymant
Trand and

Spactal
Recruftmsant
for
Individuala
With
Targated
Dizabditkas

1
1. Agency

1 2 Lenyed
Comprresi

15 T Lewed or
A Ty

LS. Equal Employmant CpporTLmTy

1a

1k

Meabditias

1. Burasu of Engraving and Printing

COITUTUSSM
FEDERAL AGENCY ANNUAL

EED PROGRAM STATUS REPORT

Special Program Plan for the Recruftmsant, Hirng, and Advancament of individuale With Targetsd

Ertier .. begrning of FY.16 ... el of FY. 16 Mt Chenge
Acthul
Ml o Hurnbesr £ Hurnbesr £ Hurnbesr I Rater of Change
e .
Total Werk 1832 100.005% 1833 10000 | 1 0105%
Faroe
Flepor e 138 T4A%% 150 H18% 14 10.25%
Dri=abylity
Targeted 1 060G 12 185% 1 209
Dbl

1 1

* I e raster of chenge: for persons with trgeted  disabilifes i notl equal o or grester fon e rate of donge for the
ot workioroe, a barrier aralysis should be conducted (e below).

1. Total Humbsr of Applications Recstved From Parecns With 28

Targeted Dieabllities during $e reporiing pesiad.

2. Total Numbsar of Sslectione of indhdduals with Targeted i

Dieabiiities during fe reporiing pesiad.
PART Wl Partidipation Rates In Agency Employmsant Programs

Orthar TOTAL Reportabia Targetad Mot idantifiad I Hio CHeabditty
EmploymantParscnns DHeabdiity Dieabdirty
Programe
# k1 # W # k1 # k]
1. Compeifve Promaofions 7 a a a a 5 7143% 2 5%
4. Mo Compeiifve a2 12 13.08%: 2 2177 |1 1.05% 74 H5HT
Promafions
5. Emplayes Canoer a a a a a a a a a
Dervedoprment. Programs
Sa Grades 5-12 a a a a a a a a a
Sh. Grades 13- 14 a a a a a a a a a
S, Grade 155ES il il il a il a a a il
B. Empliayee Fecogrifion a a L] L] a a a a a
ad Awards
1 1 1 1
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B Tirme-Off Aavards (| Tiotal
[ aracarcesd)

TET s

[ =

| 2 | 2

| sasm:

Bh. Cash Awards (ot 353
aravarched )

1,371 558

93,2490

B8

T3

8505

085%

1,289 453

92 55%

B Ouality-Step Incraase

15

13.33%

13

BEEM
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Appendix A: FY 2016 Organizational Chart
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Appendix B: EEO Policy Letters

DEPARTMENT OF THE TREASLURY

BUREAL OF BHNGRAVING AND PRINTING
Wasrne oo, RLC. 203128

February 18, 20156

MEMORANDUM FOR ALL BEP EMEL%T‘E;?

FROM: Laongrd B, Qlijar
[riracior
SUBJECT: Eyual Ermployment Opportunity Policy Staterment

The Burgau of Engraving and Printing is fully committed to maintaining equal cppottunity in
amployment through the irmplementation of effective Equal Emplayrment Oppartunity
Fragramez. Thass programs help ensune thal hiring and promotions oesur without regard to
race, color, religion, national arlgin, sex, sexual grientation, parental status, age, protected
genetic information or disakility.  This policy mandates equal opportunity for all persans and
prohibits disctimination in all aspects of BEP paraonnel policles and practices, az well as the

entire empoyment Qrogass,

We have continued b make progress and | have no doubt this is due to the continued
teamwork and efferts of our managers, supervisors, and employees, Ve will continue to
adhers to the principles of Equal Empleyment Gpporunity (EEQ), whila paying close
attenticn to the goals and abjectives in our affirnative employrent strategies to achieve a
workforcs that is representative of the civilian lsbor forza,

| expect every managsr and suparviscr b demonstrate active leadership in fostering a
positive work enwvironment that is free of diserimination. | balisve the same |evel of
commitment. affort, and teamwork, which has brought us sUecess in the past with our high
quality gervicas and products, is alzo needed to achieve cur EED ahjestives and affirmalire
employmeant initiatives.

Tagether we will accomplish BEP's goal of achieving a workforce that represents the
diversity of our natian at all grade levels and oocupations, | know | can count on each of
vou to do your part in achieving our goal. Following our core values of Integrity, Fairneas,
Parformancs and Respaclwill help ue in this effort.
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DEPARTMENT OF THE TREASURY

BUREAT OF ENGRAVING AND PRINTING
WoasHmcTox, [N, 20225

February 18, 2016
MEMORANDUM FOR ALL BEF EMPLOYEES

FROM: LEGHMO Har

Director

SLUBJECT: Equal Employment Opportunity Complaint Pobicy Statement

It iz the policy of the Bursau of Engraving and Printing (BEP/Bureau) to provide for the fair
and impartial processtng of Equal Employment Opportunity {EED) comlaints in accordanca
with Title 29, Coeds of Federal Regulations, Section 1614 and tha EED Commissicn’s
Managerment Directive 110,

A BEP employee ar jobr applicant thal believes they hawve been discrirminated againsl has
the right te file an EEC complaint. Am aggrieved employee or appllcant must seek a
BEP EEC Counssalor within 45 calandar daye of an allagad discriminatery act in
accaordance with 29 C.F.R. § 1614.105.

The lavr protects amployaes ar job applicants from discrimination with regards to race,
color, religion, sex {including pregnancy), nationzl origin, age (49 ar oldar), disability or
genatic irfarrmation. The law aizo protects ingividuals from retaliation if they oppose
employment discrimination, flle a complaint of discrimination, or participate in the EES
complaint procass {aven if the complaint is aot theira)

Therne are alss federal laws, regulations, and Executive Crrders (which are net enforeed by
the Equal Employment Opportunity Commizszsion [EEQC)) that prohibit disgrimination on
cthar bases, such as sexual artentaticn, marital atatos, parantal atatus, or palitical
affiliation.

All Bureau employees are required to provide their complete cooperation with all EED
Caunselars and Investigators. EEO officials must ba granted accass to perzonnsl racords
and cther relevant informathon when required in connection with inmquiries and investigations.

The BEP makes svary affort to rezclve complaints at the lowest possible level, fairly and in
a flrmely manner. | strongly advocate the uze of the Aemative Dispute Resolution (ADRY
Pregram, ADR provides an avenus o resobes workplace challenges or issues within the
Bureau, and if used affactively, can contibute o making the Burgau a Best Place 1o Work,
as well as reduce costs.

YWhila we cannot prevent ar resalve all complainta, BEF is committed to minimizing
complaintz and maintaining a process that freats all employeas with dignity, respast, and
fairmeas. The affice of primary responsibilty is the Office of Equal Qpportunity and Diversity
Managsment (QECDM. Ay gueations may be dirgcted ta the OEODM, 202-374-53460,
Washington, DG Facility and 317-847-3000 or 817-947-39560, Weatern Currenay Facility.
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DEFARTMENT OF THE TREASURY

Burgeav oF ENGRAVING AND PRINTING
WasINGTON, D3O 20228

February 18, 2018

MEMORANDUM FOR ALL BEP EME;;_YZE:ES

FROM: Lewonard B, Olija
Diragtor
SUBJECT: Alternative Dizpute Resolution [ADR} Policy

The Administrative Cisputa Resclution Act authorizes and encourages agencles o uss
radiation and other consensual mathods of digpute resolution as altermatives to raditional
complaint procezzes. Alternative Dispute Resolution (ADR) is & process designad to
provide an effective and early confllet management and resolution servica to Bureau of
Engraving and Printing {BEF) employees. This process emphasizes open communication,
caopetatian, and fexikility in identifying mutual inferests and potentlal solutions.

I am committed to the use of ADR as a mechanism te prevent or minimize the escalation of
disputes in a mutuslly acceptable manner. | recognize the benefits of ADR, and
recommend ADR for bath Equal Emplaoyment Opportunity (EEC) and workplacs conflicts,
Farlicipation in the ATIR procees is voluntary for the aggrisved person during the EECG
process, Menagemant's participation in EEQ ADR process is mandatory when the
employes elects to use it. When an aggrieved individual seaks resalution # is tha
regponsioility of management to listen to the leswes brought forth and waork to resolve issUes
appropriately &1 the earllest possible stage.

Whan ADR has been slectad during bath the Informal and Formal EEQ processes, priorto
the ADE session, the Resching Official will schedule a3 meeting with both the Offices of the
Chief Gouncil and Hurman Resources to discuss their ssttlemant authority.

In Furtherance of this cammitment to the use of the ADR proceas, and in compiiance with the
Administrative Dispute Resalution Act of 1998, | fully support the flexible uss of all ADR
processzes, including facilitation, mediation, fact-inding, coaching, shultle diplemacy and
neutral evaluation, where appropriate.

Tha affice of primary responsibility is the Offica of Equal Opportunity and Civersity
Management (QEODM}. Final autherty for granting acecess to the EEQ/ADR procass rests
with the OEODM. Ta give employees and applicants a better understanding of the ADR
procesa they will receive a copy of the QECOM'= ADR Fact Sheet. Any questlans may be
diragted to the QEQDN, 202-874-3460, Washington, DG Facllity and 817-847-3800 ar 817-
B47-3350, Weslem Currency Facility.
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DEPARTMENT OOF THE TREASURY

BurEal OF ENGRAVING AND PRINTING
Wasninerow, DC 203318

Febary 18, 2016
MEMORAMDUNM FOR ALL BEF EMPLOYEES .

FRGM: Leanard BEOlijar

Directar
SUBJECT: Amti-Hargssment Folicy Stalement
POLICY:

Bureau of Engraving and Printing i= committed to providing a work enviratrment that is frea
froom harazsment. All employess, contrectors and visitors must abide by BEP's anli-
harasament policy, create & work environment thet is free frem discriminatorny harassment
artd promplly report any Incidents of harassmenl,

BEF has zaro tolerance for any form of disciminatory harasement. Dlseiminatory
harassment in the workplace that (1) creates an intimidatlng, hostile or offensive working
envirgnment; (2} vnreasonably interdferes with work pedoenmance; or (3} advarssly affects
empleyment oppotiunity 8 a vialation of Federal Civif Rights laws, Conduct that creates a
wark environment that is intimidating, hostile or offensive to reasonable people 15 legal.

Retaliation or discrimination against any employes for reporting harassrment undar this or
any other policy or prosadurs, or for cooperating in any inguiry about such a report will nat
be tolerated and will result i appropiats disciplinary action.

DEFINITIGNS:

Harassment — Misconduct by 2 person ranging from intimidating remarks to violence
towands another pereon. Harassment iz subject to the EEF'= policies and procedures on

conduct and discipline.

Bultying — Unwantad, offensive or malicious hehavior caloulated to undemmine, patromize,
humiliata, intimidate, or demean the recipient. Bullying can range from face-to-face
ancauntars (0 cyber-bullying,

Confidentlality — Datails of an allegation of harassment are discloged o specific persons
only on a8 need-to-know basis. Ywhan an employes allages harassment to 8 management
afficial, an inguiry must be conducted. Therefore, persons with & need to know will be
netified of the aflegatwins. 1t this ragard, allegations of harassmant cannot remain
confidential information betwesn an emplayes and 3 management official.

EE{ Basod or Discriminatcry Harassment — As defined by law, conduct based an race,
color, age (40+), national arigin, religion, 3%, disakility, parental status, protected ganetic
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infprmation, or retaliation. It ingludes, but not Imited Lo, any unwelcome conduct that
adversely affects the terms, condltlons, and privileges of employment, unreasonably
intzrferas with & peraon's work performance; or creates an intimidating, hostile, or offensive
Wwork anvironmeant,

Offensive - Includes but s nat limded to, offensive |okes, slurs, epithets or name calling,
physical assaults or thrests. intimidabion, ridisule or mockery_ inzults or put-downs, cifensive
ohjeets or pictures, and interfarance with waork performancs

Sexual Haragzment — A form of illegal discrimination bazed on a2 person's gender that is
characterized by unwelcome sexual advances, requests for sexual favors, or othar condugt
of a gexual nature. Examples include, but not limitsd 1o, sexually orianted jokes, stories, or
discussions; sexually onented photographs including calendarg and Scresnsa vers, prassurs
for dates of to engege in a more intimate relatignship; and inappropriata touching or
destures.

Retaliation — An adverse action taken against a persan because he or she has engagead
pratected EED activities, such as paricipating in the EEQ complaint process, testifying as a
witness, requesting a reasonalls accommodation or reascnable expresging opposition o
an agancy prachice balievad to he discriminatony,

FROCEDURES:

Employass and othars are encouraged bz promplly report complaints of harsssment o
thair immediate supervisor before it becomes severs or parvasiva. If that supervisar is the
glkeged perpetrator, report the complaint directly to the second line supervisor. H that
pracedune fails to viekd satisfactory results, employess are expected to report the incident
immadiately to the Office of Equal Gpportunity and Diversity Management {OEQDOM),

Managers and supervizsors must conduet a confldentlal, prompt, tharough. and impartial
inguiry of complaintg of harassment. Managers and supervisars are also responsible for
following Up on camplaints, regardlzss of who is invalved or how the complaint was broughl
to thair attantion.

lmmediate and appropriate corrective action, including discipline, will be taken against any
employes, contractar ar visitor fourrd guilty of committing discrimingbary harassment.

BEF zlzt has a Policy and Procedure for addressing allegations of threats, violencs,
harassment or inomidaticn in the workplace that elso provides an avende for employess to
report misconduct.

Through consistent application of thiz policy and procedures, we will preserve the right of
every employee to have a workplace thal is fres of diserfiminatory harassment, Let us work
togelher and treat @ach other with the respect and dignity we aach deserve.

If you belisve that the harassment you are experiencing of witnessing is of a specifically
sexual nature, you rmay want 10 s5ee BEF'S infonmation on sexual haracsemant.
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DEPARTMENT OF THE TREASITRY

RupEat OF ENGRAVING AND PRINTING
Wesninoren, DT 20228

Fabruary 78, 2015

MEMGRANDUM FOR ALL BEP EMPLOYEES - -
FROM: LeanarR dl| M
Girector

SUBJECT: Sevual Hargsemant Pollcy Statemsnt

Sexual harasament is a vialation of Tila VI of the Ciil Rights Act of 19684, & armendad. All Burean
af Engraving end Frinting (BEF) emplovees have the right towark in an ervironment free of aexual
harazsmart. Bach of us haa & responsibility 1o enaure zexual harassment does nol octur at the
EBEF by respecting ene anather. BEP ramalne committed ta malnlaining high etandands af conduct
fo ensure proper perfemance of buginess. This policy emphasizes BEP's zaro toieranca for sexus|
harastrmant and BEP's cantinued commimeant to providing a workplace where unweloome end
cffensive conduct is dealt with swifthy.

Gexual harassmant is defined a3 uhwalcome zexual advanoes, requests for sexal favara, and othar
verbal or physical conduct of & gexual natune when:

1) submission o sush cenduct is made ather explgitly or impligitly a term ar candition of a
persan's employrment;

2y submission to or rajectean of such sondust by an ndleldual i osed as the baees for
employment decisions affacting that parson; or

3] such conduet unreazanably infarfares with a parson's work perfamnanse ar Sraates an
inlimidating, hostile or offensive wark ervircnment.

Employees ara encouraged o take compfalints of eexual haraczmant to their immediate upesnisor.
If that supervsor ia the aleged perpefrator, report the complaint directly to the 2econd-line
supmrvisar. |fthat procadurs fails te vield satlsfactery reaulta, employaes ars expacted 12 raport the
incidznt immediately to the Chfice of Equat Opportunity and Diversity Managemant (OEGDRM. Al
carmplainls will be fully and promptly investgated. Managers ang responzsible for following ug on
complainte, ragardiess of wha Is Ibvolved or bow the complzint was braught bo ther atteeion.

Saxual harassment will not be tolaratad at any lavel. Appropriate actlon will be taken agsinst
any executive, manager, suparvisor, smplpyas, contractar, o vigiter fund guitty of committing
sexal harassment.

Retaliating or dizcriminating anarnst an employea for reporting or cooperating with any sesual
harassmant inguiry 16 350 prohibitacd and wil reautt n appropiate dreciplnary or adverss aslion,

Thrawgh conzisten! application of this policy, we will preserve the right of every employees 1o havg a

workplace thal is free of sexual harasemant. | expact us o werk togedher and to ireat each olhes
with the respect and dignity we all dessrwea.
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DEPARTMENT OF THE TREASURY

BUREAL OF BNGRAVING AND PRINTING
WoastnaTon, DO 20228

February 18, 2016

MEMORANDUM FOR ALL BEP EMPE/D%E_ -
FROM LacnaMlij 3

Director

SURJECT: Criversity Palicy

The Bureau of Engraving and Pnnting {BEP) denves strength by hifing employaes that
reflact the Metion's diverse population. Diversity is intsgral ko our missicn and the
succes: of BEP. The overall goal |s to lake full advantage of the differing viewpoints,
ideas, and backgrounds that each of us brings fo the tabla. It iz the widest diversity of
yiewpoinis and backgrounds that gerses 1o maximize our effectiveness.

Civersity is @ means to recognize and appreciate the varlety of characteristics that make
each of us unique and provides an atmospheara that promotes and celabrates individuals
and their collective achisverments, |t includes, age; cognitive style:; culture; disablilty
toagnitive and physicall; esonomic kackground; education; sthnigity; gender [dentity;
geographic background; languages) speken; marital/partnered status; physical
appearance; political affiliation; race; religious belisfa: and sexual arientation.

Accordingly, diversity and insfusion are stralagic imperatives tor BEP. BEP employaes
share responsihility in being proactive in the suppaort of a work environment that values
diversity and inclusion. BEP managers and leaders are expecled to fostar a merg diverse
and inclusive workforce, This expectation includes conducling broad oufreach inthatives
when available employment and business appoertunities arise and invalving a divarse
range of indivlduals In personnel and business decisions.

Thank yau for your continued support of this important abjeclive and for all of the valuable
contributions you make each day. We have made greal stides in prometing diversity and
incluslon al BEP, hut we have more to do. As with other challengas we have faced, we
can maks this happen.
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DEPARTMENT OF THE TREASURY

BurtalL OF EMGRAYVING AND PRINTIMNG
Wi HINGIGN, [0, 21225

February 18, 2015

MEMORAMDUM FOR ALﬁ
FRCHM Lean [

Chirgextor

SUBIECT: Feaszonable Accommodations Policy Staterment

The Bereau of Engraving and Prinfing (BEP} is committed to providing reasonaiie
aceommgdations o ermployess and applicants for emglayment b assure that individuals
with dizabilltles enjoy full access to equal employment oppeortunity (EED). The BEP shall
provide reasonable accommodaticns for known physical or mental imitations of qualified
emplovees and applicents with disabilities, unless BEP can demonstrate that a particular
accommodalion would impoese an undues hardshilp on the aperation of its programs.,

An employee's initiat request for a reasonable accommodation should be made to their
supervisor or manager. Once the request has been summited, the supervisar or manager
shauld then contact the Reasonable Accammodation Coordinator 0 the Office of Equal
Dpportunity end Diversity Management (OEDDM), whao will asaist them throwgh the
precass, Applicants requesting a reasonabla accommodation may make a requast through
the Employse Servdces Division in the Cffice of Human Resources.

1. Referanca.

Burzau of Engraving and Printing, Gircular Mg, §7-13.1G, *Progedures for Requesting
Reazonable Accaommadation for Quallfled Indlviduals with a Olzakflity "

Z- Definitians.

Disability: A person who has a physical or cognitive impaiment that matanally or
subslantizlly limlks vne or more major life activities.

Cualified Individualg with Disahilities: &n individua| with a disahility who satisfies the
requisite skill, axpedance, aducation, and othar job-rafated requirements of the employment
position and who, with orF without ieasonable accommodation, can perfomm the essental
functicns of such position.

Any questions may be directed {0 the QEQDM, 202/874-0099, Washingten, DC Facility and
B17-347-3000 or 817-847-3850, Western Currency Facility.
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Demographics

Appendix C: FY 2016 Dashboard
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Employees w/ Disabilities
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Major Occupations
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Electronic Industrial Control Mechanic 2606
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Letter Press Operating 4406

Workforce Demographics
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Intaglio Press Operating 4454

Workforce Demographics
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Bulk Money Handling 6941

Workforce Demographics
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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(0). 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 

	Span


	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 
	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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