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PARLE

Broadcasting Board of Governors For period covering October 1 2014 to September 30 2015.

EXECUTIVE SUMMARY

The Broadcasting Board of Governors (BBG or Agency) is submitting its Fiscal Year 2015
federal Agency Annual Equal Employment Opportunity Program Status Report (EEQ Program

(EEOC) Management Directive 715 (MD-715),

I. Brief Description of Agency’s Mission, Vision, and Mission-Related Functions

The mission of the Broadcasting Board of Governors is o inform, engage, and connect
people around the world in support of freedom and democracy, which encompasses
international media providing news and information to 215 million people and 100
countries in 61 languages, every week. BBG is a diverse multicultural Agency and is
committed to promoting equal employment opportunity (EEO), diversity, and inclusion in
all aspects of employment and professional development,

The BBG and International Broadcasting Bureau (IBB) were established under the 1994
International Broadcasting Act, and BBG became an independent Federal agency on
October 1, 1999, with the enactment of the 1998 Foreign Affairs Reform and Restructuring
Act (FARRA) (Public Law 105-277). Under FARRA the BBG assumed authority for IBB,
Voice of America (VOA) and the Office of Cuba Broadcasting (OCB), and oversight for
three grantees, the Middle East Broadcasting Networks, Radio Free Asia and Radio Free
Europe/Radio Liberty.

The BBG oversees all U.S. government-sponsored, civilian international broadcasting. The
IBB is responsible for BBG’s strategic planning and oversight, and provides support
services to the BBG as well as technical functions including distributing content to
audiences in more than 100 countries, Functions include budget, legal, planning,
communication, marketing, research, program evaluation, digital media development,
internet anti-censorship programs, contracting, security, administrative, transmissions, and
other support services.

On September 14, 2015, the Agency’s first-ever Chief Executive Officer and Director took
the helm to lead the Agency.

- [IL. Summary of Results of BBG’s Annual Seli-Assessment against MD-715 “Essential

Flements™

Results of BBG’s annual self-assessment are summarized in the narratives that address
EEOC’s Essential Elements A through F of a Model Equal Employment Opportunity
(EEO) Program. These six essential elements of MD-715 serve as the foundation upon
which BBG has created and maintained its Model EEO Program.

Status Report) in compliance with the United States Equal Employment Opportunity Commission
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Essential Element A — Demonstrated Commitment from Agency Leadership

To demonstrate commitment to equal employment opportunity and the prohibition of illegal
discrimination and harassment, on April 11, 2014, the Agency issued its Policy Statement on
the Prohibition of Harassment, which covers all the protected bases and forms of harassment.
With the fiscal year 2015 changes in senior leadership at the Agency, it is anticipated the anti-
harassment and EEO policy statements will be revised for reissuance within the third quarter
0f 2016, Additionally, the Agency is currently in the process of revising the policy statement
to address the additional elements recommended by EEOC.

The current policy statements are provided to and discussed with new employees at
orientation, given to new managers and supervisors at training sessions, and are made
available to employees and job applicants through BBG’s Intranet and public website.
Furthermore, EEQ training (mandatory courses), programs and events are publicized to all
employees through House Announcements sent to employees by email, and are prominently
posted on the Agency’s intranet.

The Agency also continues to demonstrate its commitment to EEO, diversity and inclusion
by rating senior leadership, managers and supervisors performance annually on their
compliance with the Agency’s EEO/diversity policies and principles.

During the fiscal year BBG had an active EEO, Diversity & Inclusion Advisory Council
that met quarterly and was primarily comprised of senior leadership within the Agency.
The purpose of the Council is to: 1) notify leadership and employees of their responsibility
to promote EEQ, diversity and inclusion in the workplace; 2) provide updates on
significant changes to EEO, diversity and inclusion laws, regulations and guidelines; 3)
identify barriers to EEO, diversity and inclusion in the workforce; 4) recommend strategies
and actions to remove identified or potential barriers; and 5) monitor and evaluate the
progress of EEO, diversity and inclusion programs and initiatives. Near the end of the FY
the OCR Council lead left the agency; however, OCR will be re-engaging with the group
in FY2016. There is a proposed revision of the charter to increase involvement of
management in EEO, Diversity and Inclusion planning efforts,

The BBG’s 2012-2016 Strategic Plan calls for the Agency to “Nurture a Dynamic, Dedicated
Workforce” by: operating a responsive and customer oriented human resources department;
providing a positive work environment; maintaining regular, two-way communications with
employees about Agency priorities, plans, and problems; and ensuring the work environment
is safe and secure for all employees amongst other “tactical steps” to support the Agency’s
strategy to have Impact through Innovation and Integration. The Agency’s Strategic Plan is
posted on BBG’s intranet and public website.

The BBG’s Human Capital and Succession Plan includes as its goal an Agile, Skilled,
Diverse, Satisfied, and Well-led Workforce, including a multicultural, representative
workforce whose wide range of experiences and perspectives enhance our broadcast product.

The Agency has drafted /adopted a Diversity and Inclusion Strategic Plan which outlines the
following three goals related to the Agency's Human Capital Plan
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Goal 1: Recruit a Diverse and Highly Skilled Workforce Reflective of the Nation
Goal 2: An Inclusive and Innovative Work Environment
Goal 3: Sustain a Diverse, Inclusive & Innovative Workforce

Additionally, the Agency administers a training program that includes a Diversity Series,
which is a variety of EEQ, diversity and inclusion courses that are offered annually to
BBG’s workforce. All new employees are required to complete an orientation, which
includes briefings and mandatory training on the Agency’s EEO and anti-harassment
policies, diversity and the requirements of the No FEAR Act of 2002. Furthermore,
employees are encouraged to take refresher EEOQ and diversity training annually and
required to take sexual harassment and No FEAR Act training every two years, in
accordance with EEOC requirements.

Fssential Element B - Integration of EEQ into the Agency’s Stratecic Mission

As part of integrating EEO into the strategic mission, Section II (B) of MD-715 instructs
agencies o ensure that: 1) it has a reporting structure where the EEO Director has access to
the Agency head and senior management, and the EEQ Director is a regular participant at
senior staff meetings, 2) the EEO office is involved with and consulted on the management
and deployment of human resources; 3) sufficient resources are allocated to the EEO program;
4) the EEO office recruits, develops and retaing competent staff; 5) it recruits, develops and
retains managers and supervisors that have good communication and interpersonal skills, and
provides them with the necessary training and resources to carry out their duties and
responsibilities; 6) managers and employees are involved in implementing the EEO program;
and 7) EEO information regarding federal EEO statutes, regulations, rights, responsibilities,
and to promote best practices is distributed and available to the workforce and applicants.

In FY 2015, the Acting Director, Office of Civil Rights (OCR), reported directly to the IBB
Chief of Staff. Additionally, the OCR Director regularly participated in senior staff meetings,
and was consulted on human resources management issues.

During FY 2015, OCR had five staff members, including the Acting Director/Complaints
Manager, Affirmative Employment/Diversity Manager, Special Emphasis Program Manager,
an EEO Specialist (on detail) and an EEO Assistant who functioned as a Diversity & Inclusion
Program Manager responsible for Agency-wide employee training and assisting with
complaint activities. Administrative staff resources were reduced in OCR as well as other
offices at the end of 2014 in response to budget limitations, requiring staff to handle
administrative work or utilize Interns when available. OCR also periodically utilizes detailed
employees and interns to assist with EEO/Diversity initiatives and activities.

External Communication: In fiscal year 2015, EEO programs and events were publicized
online. All agency information materials online and in print feature the diversity of the
workforce as well as the audiences they engage. In terms of openness and transparency, the
Board meetings were routinely webcast, broadcast on the in-house AV systems, and open to
the public on a first-come, first serve basis. Individuals can register to speak to the Board as
part of the public comments portion of the agenda. Recordings and associated documents
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from the Board meetings are available on demand at bbg.gov. The Agency produces a
monthly electronic newsletter that is available to the public and employees. -

Internal Communication: The Agency publicizes EEO events and activities to all employees
through email announcements, notices on the Agency’s intranet, on display monitors and
posters in the halls, and computer desk alerts. Internal all-hands meetings with the Agency
leadership were open to all employees, broadcast internally and by private streaming for
remote employees.

In FY 2015, the Agency had an active Workplace Engagement Initiative (WEL), which is a
joint effort by VOA, IBB and OCB whose role was to address the concerns of employees as
reflected in the Office of Personnel Management’s (OPM) annual survey — the Federal
Employee Viewpoint Survey. The IBB Chief of Staff, an IBB Project Manager, the VOA
Chief of Staff, VOA Program Manager, and a representative from OCB oversee the WEL The
WEI has three focus areas: Effective Leadership and Strategic Management, Performance
Based Rewards and Achievement and Family Friendly Culture Benefits. Under these three
areas are 12 Actions Items, which are headed by 19 Action Leaders. The Action Items ate:

e Agency Pride

Telework and Flexible Schedules
Health and Wellness

Strategic Communications
Management Training

Awards

Cross Training and Internal Development
Strategic Planning

Contracting Strategy

Evaluation of Position Descriptions
Performance Management Process

The WEI effort included launching the “T Am VOA/I Support VOA” campaign that was open to
all staff and showcased the diversity of the workforce.

Essential Element C — Management and Program Accountabilify

This element requires agencies to hold managers, supervisors, EEO officials and human
resources officers accountable for implementation and management of the EEO program.,
Senior leadership, managers, supervisors and EEO officials are evaluated annually on their
compliance with the Agency’s EEO and diversity policies, and meeting EEO and diversity-
related goals and objectives, Leadership and management promoted EEO and diversity, and
assist in implementing the Agency’s EEQ program by consulting with the EEO Office and
applying EEO and diversity principals to their operating procedures and personnel decisions.
Senior leadership and management also supported the EEO program by participating in
Special Emphasis Programs, and encouraging staff to attend these events.

As mentioned above, the Agency has an active EEQ, Diversity & Inclusion Advisory Council,
which is mostly comprised of senior management. The Agency plans to expand and utilize
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the Council to further involve senior leadership, supervisors, managers and employees in EEO
activities including recruitment, outreach and barrier analyses. The BBG held quarterly
council meetings in fiscal year 2015, and the members/attendees were informed of the
expectations and emphasis was placed on increasing the participation rates for veterans,
persons with targeted disabilities, Hispanics, females and upward mobility for minority
groups. Members AMD attendees also provide input and recommendations at the meetings
based on their observations, challenges and feedback from their staff pertaining to EEO and
diversity.

In fiscal year 2015, the HR Office implemented two veteran related programs to support EEO
and diversity-related goals, objectives and initiatives:

The Department of Veterans Affairs (VA) Non-Paid Work Experience Program (NPWE),
which provides eligible Veterans and Service members the opportunity to obtain training and
practical job experience concurrently. This program is ideal for Veterans or Service members
who have a clearly established career goal, and who learn easily in a hands-on environment.
This program is also well suited to Veterans or Service members who are having difficulties
obtaining employment due to lack of work experience. The VA provides a monthly
subsistence allowance paid directly to the Veteran and he NPWE Program/Internships can be
up to 18 months; and

The Department of Defense Operation Warfighter (OWF) Program, this internship program
matches qualified wounded, and injured Service members with non-funded federal internships
in order for them to gain valuable work experience during their recovery and rehabilitation.
This program assists with the Service members’ reintegration to duty, or transition into the
civilian work environment where they are able to employ their newly acquired skills. Service
members are still in a paid duty status and the average internship is from 4 to 6 months.

The EEO and HR offices continued to communicate regularly to address HR and EEQ issues,
including HR management initiatives to improve employee morale, performance management,
diversity, reasonable accommodations, upward mobility and training and development.

Additionally, supervisors and managers are strongly encouraged to complete 8 hours of EEOQ
training each year, and all employees, including supervisors and managers, are required to

~complete the online No Fear Act and Anti-Harassment training every two years. Various
EEQ, Diversity and Inclusion training options are made available to all Agency staff on an
annual basis and agency staff are encouraged to attend.

The Agency also offered leadership and development courses such as the “Foundations of
Leadership: Skills for Supervisors™ course, which is a comprehensive five-day course that new
supervisors/managers are required to successfully complete during their probationary petiod,
the course includes an EEO segment. Furthermore, Senior leadership, managers and
supervisors are also rated annually on their implementation of EEO and diversity-related
principles and specific EEO organizational objectives as a critical element in theit annual
performance evaluations.

Reasonable Accommodation Procedures: The EEQ Office collaborated with the HR Office
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and management to process requests for reasonable accommodations and provided interim
accommodations to employees as needed. OCR processes reasonable accommodation
requests for equipment and requests sufficient information from employees to help
management determine the most appropriate accommodation necessary to meet the
employees’ needs. Moreover, in fiscal year 2015, only one formal EEO complaint involving
the denial of a reasonable accommodation was initiated against the Agency and was resolved.
Furthermore, the Agency’s reasonable accommodations procedures, which have been
approved by EEOC, are posted on the Agency’s intranet, and are accessible to applicants on
the internet through a web-link posted on each vacancy announcement.

The Agency’s reasonable accommodation procedures give OCR primary responsibility for
administering the Agency’s reasonable accommodations program and provide employees with
multiple avenues for initiating requests for accommodation and generally give managers
authority to approve or disapprove requests for accommodations. The procedures provide
flexibility in processing requests for reasonable accommodations; promote timely processing
of requests; include an interactive process to assist the Agency and requestor in determining if
the request is reasonable and appropriate; and allows the Agency to provide interim
accommodations in the event the request cannot be immediately approved/disapproved due to
extenuating circumstances. During fiscal year 2015 OCR processed 20 BBG accommodation
requests.

Essential Element D — Proactive Prevention of Unlawful Discrimination

This element requires agencies to conduct a self-assessment at least annually to: identify
barriers and potential barriers to EEO and diversity in the workforce; develop strategic and
action plans to eliminate identified barriers; and to assess the progress and effectiveness of the
Agency’s strategies and initiatives to remove barriers to EEO and promote diversity in the
workforce. OCR is also responsible for the agency’s Special Emphasis Program which
focuses on the workforce needs (to include recruitment, retention, training and development)
of individual groups who have historically, less than expected representation in the federal
sector, as well as, acknowledging the various National Observances and contributions of
diverse groups to our nation. During FY 2015, BBG had numerous speakers, who are very
knowledgeable regarding various cultural and relevant issues. Guest speakers have included:
Jim Graham, former member of the Council of the District of Columbia — Ward 1,
Washington, DC; Jan Fox, 4 times Emmy Awards journalist; and Andrea Roane, CBS
Television Anchor. Additionally one of the Agency’s most educational and enjoyable
observances is BBG’s Diversity Day, which celebrates the many cultures that we have within
the Agency. Supported by, President Obama’s Executive Order 13583-- Establishing a
Coordinated Government-wide Initiative to Promote Diversity and Inclusion in the Federal
Workforce, it is supported by the many diverse employees here at the BBG. This observance
is an opportunity for employees to promote and celebrate, acknowledging, understanding,
accepting, valuing, and celebrating differences among people with respect to age, class,
ethnicity, gender, physical and mental ability, race, sexual orientation, religion, etc.

Ensuring that employees are treated with dignity and respect is critical to effective
management. Eroployees are encouraged to discuss concerns with their managers and
supervisors. Employees may also raise EEO-related concerns with OCR, OHR, and the
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Agency Ombudsman; and work-related concerns with OHR, the Employee Assistance
Program, or the unions. The Agency also has an Alternative Dispute Resolution (ADR)
Program, which encourages employees, managers and supervisors to informally resolve
workplace disputes at the lowest level possible. Additionally, the Agency took proactive
measures to ensure all managers and employees were thoroughly trained on the Agency’s
EEO and diversity policies (See Element A), which prohibit unlawful discrimination and
harassment, and promote diversity and inclusion in the workplace.

Essential Element E — Efficiency in the Federal EEO Process

The Agency has an efficient and fair dispute resolution process, and an effective system for
evaluating the impact and effectiveness of its EEO and ADR programs. The Agency utilizes
an electronic complaint tracking system to track and monitor complaint and ADR activities in
accordance with the EEQC Form 462. The BBG also relies on feedback provided by the
workforce and its customers to evaluate the effectiveness of the EEO and ADR programs.

At the beginning of FY 2015, the Agency had an inventory of 15 open formal EEO complaints
on hand. Eleven additional complaints were filed for a total of 26 open formal complaints. At
the end of the fiscal year, the Agency had an inventory of 16 open complaints pending
processing at various stages of the EEO complaint process.

During fiscal year 2015, OCR was without staffing resources for a dedicated Complaints
Manager, however, the Agency completed 21 of 25 (84%) of the overall counseling sessions
for the fiscal year . Nine complainants' (36%) did not file formal complaints at the conclusion
of informal complaint processing, a good indicator that BBG has an effective EEO counseling
process. At the formal stage of the EBO complaint process, 2 of 3 (66.66%) of EEO
investigations were timely completed. The Agency also issued 1 of 2 (50%) of Final Agency
Decisions (FADs) based on the merits of the complaints within the 60-day regulatory time
frame.

During the fiscal year the Agency offered ADR to aggrieved persons for 21 of 21 (100%)
informal complaints, and 17 of 21 (81 %) employees rejected the offer of ADR, and elected to
participate in traditional EEO counseling. One of the 4 individuals (25%) who elected to
participate in ADR did not file a formal complaint against the Agency during the review
period, one matter was settled and the remaining 2 cases were not resolved. The BBG will
continue to encourage employees, supervisors and managers to participate in the Agency’s
ADR program or seek other forms of informal dispute resolution offered by BBG to attempt to
resolve complaints at the lowest level possible.

The Agency also has the Office of the Ombudsman, which assists employees, officials and
OCR in resolving complaints informally; and has an Employee Assistance Program, which
provides a range of services including assessment, counseling and referral services for
employees and officials who may be experiencing professional and personal challenges. The
Office of the Ombudsman and Employee Assistance Program help many employees and

U Individuals can file multiple complaints, so percentage derived from total number of counseling’s.
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officials address and resolve work and personal issues, which could otherwise escalate into
problems or conflicts in the workplace.

To ensure the impartiality of the Agency’s EEO and ADR programs, the Agency’s EEO

investigation and adjudication functions are separate from its legal defense component, and
agency offices with conflicting and/or competing interests,

Essential Element F — Responsiveness and Legal Compliance

The BBG has complied with any Orders that were issued by an EEOC Administrative Judge,
The Agency also conducted EEO activities and issued reports in accordance with EEOC
regulations, directives and policy guidance.

111, Summary of Analysis of Workforce Profiles, Including Net Change Analysis and
Comparison to Relevant Civilian Labor Force CLF

Total Workforce

The Agency’s self-assessment for fiscal year 2015, which is discussed in more detail in
Section I of this report, indicates the overall participation rates in the total workforce for
Asians and Blacks/African-Americans exceeded the participation rates reported for the
Civilian Labor Force (CLF). Additionally, the participation rate for White males in the
Agency was slightly below their ratio in the CLF and the participation rates for females
(overall), White females and Hispanics were below the national CLF raties. The participation
rate for individuals with targeted disabilities was also below the federal goal of 2%. The
percentages of American Indian/Alaska Natives and Native Hawaiian/Other Pacific Islanders
in the CLF are small, as well as, at BBG,

BBG Trend Analysis of Total Workforce

Percentage of Total FY FY FY FY FY FY
Workforce 2010 2011 2012 2013 2014 2015
Mincrities 46.1% 46.76% | 46.85% || 47.7% | 48.41% || 51.08%
Females 38.9% 38.91% | 38.6% | 39.08% || 39.2% | 39.4%
individuals w/Targeted 0.73% 0.74% 0.48% | 0.68% i 0.64% | 0.60%
Disabilities

Senior Leadership

The assessment of senior level positions (GS-15 level and above) showed that there continued
to be no Blacks/African Americans in SES positions during the review period, nor over the
last nine-year trend analyses period and the participation rate at the GS-15 level was below
their overall participation rates in the total and permanent workforces. The participation rates
for females (overall), Asians, Blacks, Hispanics and persons with targeted disabilities in
leadership positions were also below their overall participation rates in the total and
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permanent workforces. The Agency is reviewing and revising the last developed an action
plan to evaluate and address this issue as described in Part I of this repott.

In accordance with EEOC MD-715, OCR reviewed the agency’s workforce statistical data
using EEOC’s Workforce Data Tables A-1 to A-14 and B-1 to B-14. OCR is working on a
nine-year trend analysis to identify any potential triggers that may be prohibiting the agency
from maintaining a model EEQ program in the area of gender and disability. Where potential
triggers or deficiencies were identified previously, the agency developed an action plan to
address them in Part I of this Report and these will be updated with the ongoing analyses.
Comparisons to the Civilian Labor Force (CLF) are based on the 2010 National Census Data,

EEOC Workforce Data Table A-1:

As of September 30, 2015, the Agency’s total workforce constituted a total of 1519 employees,
including 593 females (39.04%) and 926 males (60.96%); 246 White females (16.19%) and 518
White males (34.10%), for a total of 764 (50.29%) White employees; 187 Black/African-
American females (12.31%) and 160 Black/African-American males (10.53%), for a total of 347
(22.84%) Black/African-American employees; 42 Hispanic/Latino females (2.76%) and 77
Hispanic/ Latino males (5.07%), for a total of 119 (7.83%) Hispanic/Latino employees; 108
Asian females (7.11%) and 155 Asian males (10.20%), for a total of 263 (17.31%) Asian
employees; 4 (0.26%); Anlerican Indian/Alaska Native males; 1 (0.07%) Native Hawaiian/Other
Pacific Islander female; and 9 (0.59%) females and 12 (0.79%) males were classified as Two or
More Races for a total of 21 (1.38%) multiracial employees.

American Indian/Alaska Native females and Native Hawaiian/Other Pacific Islander males were
not employed in the Agency’s federal workforce during this period; (See graph, /Y 2015 BBG
Total Workforce and Chart 1).

Whites
B Blacks African- Americans
EY HispanlctLatinos

7
119

B Asians

B Americanindians/ AlaskanNatives

H Natlve Hawallansand Other Pagific
Islandiers

H Two or More Races

FY 20115 BEG Total Workforce

The total workforce participation rates for the groups listed below have consistently remained
significantly below the national CLF ratios. Please note that BBG’s mission (international
broadcasting) requires a specialized workforce that may not be directly comparable to the general
CLF ratios.

1. 246 White females at 16.19%

2. 42 Hispanic/Latino females at 2.76%
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| 3. 77 Hispanic/Latino males at 5.07%

Permanent Workforce

The Agency’s permanent workforce constituted a total of 1473 employees, including 574 females
(38.97%) and 899 males (61.03%); 238 (16.16%) White females and 505 (34.28%) White males,
for a total of 743(50.44%) White employees; 185 (12.56%) Black/African-American females and
153 (10.39%) Black/African-males, for a total of 338 (22.95%) Black/African-American
employees; 42 (2.85%) Hispanic/Latino females and 77 (5.23%) Hispanic/ Latino males, for a
total of 119 (8.08%) Hispanic/Latino employees; 100 (6.79%) Asian females and 148 (10.05%)
Asian males, for a total of 248 (16.84%) Asian employees; and 4 (0.27%) American
Indian/Alaska Native males. American Indian/Alaska Native females were not employed in the
federal workforce during this period; 1 (0.07%) Native Hawaiian/Other Pacific Islander female.
Native Hawaiian/Other Pacific Islander males were not employed in the Agency’s federal
wortkforce during this period; 8 (0.54%) females and 12 (0.81%) males were classified in the 7wo
or More Races category for a total of 21 (1.35%) multiracial employees. (See Workforce Data
Table A-1).

The Agency’s permanent workforce decreased by 59 employees, from 1532 in fiscal year 2014,
to 1473 employees in fiscal year 2015. The number of females in the permanent workforce
decreased by 30, from 604 (39.43%) to 574 (38.97%). The number of males in the permanent
workforce decreased by 29, from 928 (60.57%) to 899 (61.03%).

The number of White females in the permanent workforce decreased by 14, from 252 (16.45%) in
fiscal year 2014 to 238 (16.16%) in fiscal year 2015. White males decreased by 21, from 554
(35.31%) to 533 (34.79%). Black/African American females decreased by 10, from 195
(12.73%), to 185 (12.56%). Black/African American males increased by 4, from 149 (9.73 %) to
153 (10.39%). Hispanic females decteased by 6, from 48 (3.13%) to 42 (2.85%) and the number
of Hispanic/Latino males decreased by 9, from 86 (5.61%) to 77 (5.23%). Asian females
decreased by 7, from 107 (6.98%) to 100 (6.79%). Asian males decreased by 5, from 153 (9.99%)
to 148 (10.05%); however, the percentage slightly increased. American Indian/Alaska females
were not employed in the federal workforce during in fiscal years 2013, 2014 or 2015. American
Indian/Alaska Native males decreased by 2, from 6 (0.39%) to 4 (0.27%). The number of Native
Hawaiian or Other Pacific Islander females remained the same at 1 employee; the percentage also
remained the same for this group (0.07%). Native Hawaiian or Other Pacific Islander males were
not employed in the permanent workforce in fiscal years 2013, 2014 or 2015. Females that were
classified in the Two or More Races category increased by 11, and Males increased from 1
(0.07%) to 12 (0.81%), that were classified as Two or More Races. (See Workforce Data Table
A-1).

Temporary Workforce

The Agency’s temporary workforce increased by 4, from 42 employees in fiscal year 2014 to 46
employees in fiscal year 2015. The number of females in the temporary workforce increased by 6,
from 13 (30.95%) to 19 (41.30%) to females. The number of males in the temporary workforce
decreased by 2 from 29 (69.05%) to 27 (58.70%). (See EEOC Workforce Data Table A-1)
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The number of White females in the temporary workforce increased by 1, from 7 (16.67%) to 8
(17.39%) to employees. White males decreased by 7, from 20 (47.62%) to 13 (28.26%).
Black/African American females remained at 2, however the percentage slightly decreased (from
4.76% to 4.35%). Black/African American males increased by 3, from 4 (9.52%) to 5 (11.63%),
while Hispanics/Latinos females and males decreased by 1, from 1 to 0. Hispanic/Latino males
also increased by 1, from O to 1 (2.38%). The number of Asian females remained the same at 3,
but the percentage slightly increased (from 6.98% to 7.14%). Asian males increased by 1, from 3
(6.98%) to 4 (9.52%). American Indian/Alaska Natives and Native Hawaiian or Other Pacific
[slanders were not employed in the temporary workforce in fiscal years 2013, 2014 and 2015.
The number of females classified in the Two or More Races category increased by 1(2.17%),
from 0. Males classified in the Two or More Races category were not employed in the temporary
workforce. (See Workforce Data Table A-1 and Chart 1)

ofa\FemaIe and -
Male Werkforce

EEOC Workforce Data Table B-1:

In fiscal year 2015 there was a decrease in the Agency’s workforce. Therefore, at the end of the
fiscal year there were 9 (0.60%) employees with targeted disabilities in the total workforce,
which is a decrease of 1 from 10 (0.65%) employees with targeted disabilities in fiscal year 2014,
A nine-year trend analysis for the period of fiscal years 2007 to 2015 shows the Agency’s total
number of employees with targeted disabilities have remained below the EEOC federal goal of
2% (See Chart 2). To reach the federal goal, the Agency must recruit and hire 21 qualified
candidates with a targeted disability.
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CHART 2
Fiscal Years 2007 to 2015
Nine Year Trend Analysis of Distribution of ~
Employees with a Non-Targeted Disability and Employees with a Targeted Disability

Fiscal
Years

1,768 1,632 (92.30%) 65 (3.67%) 56 (3.16%) 0.84%

A 0.84%)

Gl Az TE%
13 (0.74%)
e
1(0.68%)

FEEOC Workforce Data Tables A-2 and B-2:

The BBG operates as a single component. Therefore, these workforce data table are not
applicable.

EEOC Workforce Data Tables A3-1. A4-1 and A3-2, A4-2:

The number of senior level officials (Grade 15 or equivalent, and above combined) in the Agency
decreased by 3, from &8 in fiscal year 2014, to 85 in fiscal year 2015. White females decreased
by 3 from 17 (20.73%) to 15 (17.65%). The number of White males decreased by 1 from 52 to
51, however the percentage slightly increased (from 59.77% to 60%). Black/African-American
females increased by 2, from 4 (4.6%) to 6 (7.06%). Black/African-American males increased by}
1, from 2 (2.3%) to 3 (3.53%). Hispanic females increased by 3, from 1 (1.15%) to 4 (4.71%).
The number of Hispanic males increased by 2 from 1 o 3 (from 1.15% to 3.53%). Asian females
decreased by 1, from 2 (2.3%) to 1 (1.14%). The number of Asian males increased by 1, from 1
to 2 (1.15% to 2.35%). The number of females classified as Two or More Races decreased by 2,
from 2 (2.3%) to 0. Males classified as Two or More Races, Native Hawaiians or Other Pacific
Islanders or American Indians/Alaska Natives were not employed at the senior levels within the
Agency in fiscal years 2013, 2014 or 2015.

Senior Executive Service (SES): The number of SES employees decreased by 4 from 16 in
fiscal year 2014 fo a total of 12 in FY 2015. This includes 2 White females (16.66%) a decrease
of 1 from fiscal year 2014, and 8 White males (66.66%) a decrease of 2, 1 Hispanic/Latino male
(8.33%) remained in fiscal year 2014 and 2015, Hispanic/Latino Females decreased from 1 on

fiscal year 2014 to 0 in fiscal year in 2015; and 1 Asian female remained in fiscal year 2014 and
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D015 (8.33%).
There were no Blacks/African-Americans, Asian males, Native Hawaiians or Other Pacific
[slanders, American Indians/Alaska Natives, or employees that were classified as Two or More

Races in the SES during the fiscal year (nor has there been in the last 10 years of data review).

EEOQOC .Workforce Data Tables B3-1, B4-1 and B4-1, B-4-2:

In fiscal years 2013 and 2014, there were no employees who self-identified as having a targeted
disability employed at the senior level, including the SES, within the Agency. However, there
were 2 employees (2.35%) at the senior level (Grade GS-15 and above combined) who identified
disabilities. Due to data limitations OCR was unable to obtain the B-4 tables from HRD.

EEOC Workforce Data Tables A-7. B-7;

[n October 2014, the Agency was granted access to the USA Staffing Cognos database, which
captures the Agency’s Applicant Flow Data (AFD) for vacancies posted on USAJobs. The FY
2014 Workforce Applicant Flow Data Table became available in the system in November 2014,
In FY 2015 the OCR point of contact for the Cognos database left the agency in August 2015,
and the applicant flow data was no longer accessible. In 2016 OCR will obtain access for another
staff person,

EEOC Workforce Data Tables A-8, B-8: The Agency did not hire any applicants who self-
identified as having a targeted disability during the review period. There were 10 (0.64% total
workforce, 0.65% permanent workforce) employees with targeted disabilities in the total and
permanent workforces in fiscal year 2014, which is a decrease from 11 (0.68% total workforce,
.70% permanent workforce) employees with targeted disabilities in fiscal year 2013, The ratio of
employees in total workforce also remained below the Federal Goal of 2%. To meet the Federal
Goal of 2%, the Agency must newly hire 21 employees with a targeted disability.

1V. Summary of EREO Plan Obiectives to Eliminate Identified Barriers or Correct
Program Action [tems

The agency has developed action plans in EEOC Forms 715-01-Part 1 that will facilitate BBG
in identifying triggers and potential barriers to EEO for groups with participation rates below
the CLF and EEOC goal.

V. Summary of EEQ Plan Action Items Implemented or Accomplished

Developmental Opportunities

o  Mentoring Program: The Agency administers a formal Mentoring Program, which was
established in 1993. The mentoring program provides mentees with valuable
developmental and networking opportunities that facilitate professional and personal
growth and the development of the competencies and skills necessary to be successful in a

competitive workforce.
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A new Program is initiated annually, and the 2014/2015 Program was launched in
October 2014. Eleven mentoring partnerships (11 Mentors and 11 Meniees) were
established through this Program. Employees who were selected to participate in the
Program engaged in an eight-month mentoring partnership where they were required to:
1) attend an initial Orientation Session; 2) meet at least one hour per week; 3) develop an
Individual Development Plan; 4) participate in a rotational or job shadowing assignment;
5) attend a Mid-Point Energizer session; and 6) participate in the Closing Ceremony.

In June 20135, the Agency successfully completed its 2014/2015 Mentoring Program, and
acknowledged the accomplishments of the Mentees and Mentors in a Closing Graduation
Ceremony.

Office of Human Resources Internship Programs: The Agency utilizes the Pathways
Student Program, the Presidential Management Fellows (PMF) Internship and Recent
Graduates Programs, and its Volunteer Internship program to recruit, hire and provide
high school and college students, and recent graduates from diverse backgrounds with
valuable work experiences, and the necessary skills to be successful in the workplace,
Additionally, the Agency hosts and develops students and recent graduates from
international colleges and universities. In fiscal year 2015, there were two (2) Presidential
Management Fellows (PMF) and one (1) Pathways Student, All three were white males.
Additionally, there were two hundred and twenty (220) Volunteer Interns, however
demographics are not collected for this program.

Minority Serving Institutions Intern/Mentoring Programs: The Agency has partnered with
Howard University and conducted outreach at other educational institutions with a high
percentage of minorities to train and develop students, and to promote BBG as a future
employer, particularly for careers in mission related fields. The Agency also has an
agreement with Hampton University, as part of the White House Initiative on Historically
Black Colleges and Universities (HBCUs), to bring interns from Hampton University on
board where BBG media professionals can provide them with training and hands on
experience in international broadcasting and journalism. Furthermore, BBG journalists
are sharing their experience and expertise with students at Hampton University’s Scripps
and Howard School of Journalism and Communication under a cooperative agreement
with BBG. During FY 2015 there were two (2) Howard University student participants.

Agency representatives also attended and supported one (1) conference/event sponsored
by and held at minority serving institutions to demonstrate the Agency’s commitment to
the partnerships established with these institutions, and to promoting diversity in the
workplace. The Agency also used these events as opportunities to promote employment
at BBG and to conduct targeted outreach to engage potential candidates for future
infernships with the Agency.

BBG also supported the Hispanic Association of Colleges and Universities (IIACU)
Internship program by sponsoring two (2) students, one from California State University
for the 2015 summer program and one from Western Tllinois University for the 2015 fall

program period. As well as, one National Association For Equal Opportunity in Higher
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Education (NAFEQ) intern for the summer of 2015 from Coppin State University.

Career Development Opportunities: The Agency is currently operating under significant
budget constraints. However, BBG is still committed to providing training and career
development opportunities to current and aspiring employees so they can acquire the
needed skills to be successful, and stay current in their respective career fields. During
the review period the Agency offered mission-related training to ensure employees had
the necessary skills to perform the core functions of the agency. Furthermore, the Agency
implemented the Workplace Engagement Initiative, which is tasked with implementing an
effective Cross Training and Internal Development Program, in addition to other action
items, to successfully train and develop employees.

The Training Division offers career-counseling services through the U.S. Department of
State Career Development Resource Center to promote continuous development and to
encourage employees to chart their own career path, Additionally, the Agency
encourages employees to develop their careers through the use of Individual Development
Plans (IDPs). The IDP is a personalized and realistic plan to facilitate employees in
achieving their short and long-term career goals.

Rotational Programs and Detail Assignments: In addition to technical and core skills
training, the Agency regularly provides developmental opportunities through rotational
programs and detail assignments to develop a workforce better able to adapt to new
technological and programmatic challenges.

Emplovee Recognition and Awards

'The Agency continued to utilize creative ways to recognize the exceptional performance
of its employees through the following programs and activities.

The issuance of cash awards and Quality Step Increases (QSIs) to recognize exceptional
performance and confributions to the mission of the Agency. Reinstituted Gold Medal
Awards to recognize employees making the greatest contributions to the mission relative
to their position,

The Spotlight on Excellence awards program, which gives officials the opportunity to
“shine a light” on high performers and outstanding program quality, and to boost morale
by publicly recognizing team efforts.

The Radio Broadcast Technician Annual Awards program recognizes Radio Broadcast
Technicians that have demonstrated sustained excellence during the review period.

The TSI Employee of the Quarter Awards program utilizes a peer review process to
nominate 5 employees who have made outstanding contributions during the previous
quarter, and then all TSI employees have the opportunity to vote online to choose the
winner,
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The David Burke Distinguished Journalism Award is presented to U.S. international
broadcasters who demonstrate exceptional performance, including bravery and reporting
under extreme hardship. Recipients of this award receive a certificate and a cash award.

The Agency also recognizes excellent/outstanding performance through the issuance of
Special Recognition, Career Achievement, Distinguished Honor and plague awards,
including the BBG Gold Medal Awards. Leadership also issues cettificates of
appreciation, and publicly recognizes employees at staff meetings, events and ceremonies.

On the Agency’s home intranet page, in the “Kudos - You Made a Difference!” column,
the Agency announces the significant achievements of employees and expresses
appreciation for their contributions.

Leadership also nominates exemplary employees for external awards programs where
BBG employee performance and achievements can be publicly recognized by
international news and broadcasting community.

Managers and supervisors also recognize high performance and significant employee
contributions through the issuance of Time-Off and informal awards.

Employee Engagement & Communication

Leadership addressed employee engagement and morale issues by:

Utilizing the Agency’s Workplace Engagement Initiative, which was created to address
the concerns of employees as reflected in the OPM annual Federal Employee Viewpoint
Survey. Currently, the WEI has three primary focus areas — Effective Leadership and
Strategic Management, Performance Based Awards & Achievement and Workplace
Culture & Benefits to facilitate improved job satisfaction, performance and engagement
throughout the Agency.

Encouraging the staff to participate in the Agency’s popular Health and Wellness program
activities and events, which include but are not limited to fitness and yoga classes, health
and nutrition education, awareness events and activities for common diseases and health
concerns, child care and seasonal flu vaccines.

Providing reasonable accommodations to employees with disabling conditions, and for
observances of religious holidays and practices.

Promoting flexible workplace polices — including telework and alternative work
schedules, health and wellness programs and other work/life flexibilities and benefits.
Enable employees to elect length of meal breaks and take work breaks

Including employees in the decision making process for developing and modifying
policies, procedures and business processes; and providing constructive feedback to direct
reports throughout the year to promote high performance and employee engagement.
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Collaborating with Union representatives to develop agency policies, procedures,
employee flexibility programs, and to address employees’ concerns.

Attending EEO, Diversity & Inclusion, leadership and related training and events to
develop and strengthen interpersonal and communication skills to effectively manage a
diverse workforce.

Senior leadership holds town hall meetings at the Agency to brief employees and
contractors on emerging/significant issues and to answers questions and address areas of
concern. Smaller “Face Time” sessions are also held to provide individuals with the
opportunity to ask questions and share ideas in a less formal setting.

Requiring supervisors and managers to conduct regular staff meetings to share
information, encourage employee feedback, and to recognize high performance, employee
ingenuity and innovation.

Holding Friday news meetings, which are open to all employees and are widely attended.
The meetings are also available on the house broadcasting system and via private stream
for remote employees.

Expanding the workplace engagement VOICES newsletter and launching a Facebook
group to promote employee engagement and interaction.

Serving on the Agency’s Funfest Team, and participating in social actjvities to boost
employee morale and promote a positive work environment.

Assigning a representative from each office to promote the Combined Federal Campalgn
which promotes teamwork and altruism in the workplace.

The Agency continues to utilize electronic communications to promote EEQ, Diversity, and
Employee Engagement, including;

Prominently posting the EEO, Diversity & Inclusion events, training, programs and
initiatives on the Agency’s intranet,

Emailing House Announcements and IBB Notices to the entire Agency that inform
employees of significant policy changes, administrative guidelines, report, meetings, and
contacts. Additionally, this information is posted on the Agency’s intranet.

Installing electronic monitors in the Cohen Building to better publicize events, training,
and safety advisories and make other important announcements.

Distribution of a monthly electronic public newsletter that covers the Agency’s progress
toward strategic accomplishments and other arcas of interest across the Agency.

The Agency’s popular Friday news meetings are also available on the house broadcasting
system and via private stream for remote employees,
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Training and Development

Agency employees are encouraged to engage in continuous learning. And the Agency is
committed to providing training and career development opportunities to its workforce to ensure
leadership and employees have the core competencies and skills necessary to effectively lead a
diverse workforce, carry out the mission of the Agency, and excel in their respective career fields.

* New employees, managers, supervisors'and officials are required to complete mandatory
NO FEAR and anti-harassment training shortly after hire, and thereafter are required to
take refresher training on these topics at least every 2 years.

* BBG continued to offer its Diversity series to all Agency employees, which is a variety of
EEO, diversity/inclusion, and professional development courses. Staff is encouraged to
attend. In fiscal year 2015, the agency hosted 10 Diversity and Inclusion training
courses. Bighty (80) staff (5.26% of the workforce) participated including 7 agency
leaders.

* Managers/supervisors are required to assess employee training and development needs
and provide for those needs whenever possible.

e Where possible, the Agency develops and promotes employees from within the Agency.

Leadership

e Necw managers and supervisors are required to successfully complete the “Foundations of
Leadership: Skills for Supervisors” course during their probationary period. This training
is a comprehensive five-day leadership course, including EEO components. Furthermore,
managers and supervisors are required to periodically take refresher leadership courses.

e As part of the orientation process, new managers and supervisors are also required to
complete various training during their probationary petiod to ensure they have the core
skills and competencies to successfully lead a diverse workforce.

o Other leadership training was conducted on important management skills, including:
communication, listening, coaching, team building, managing performance, diversity and
inclusion, and addressing conduct problems and poor performance.

e Senior leadership actively participates on the Agency’s EBO, Diversity & Inclusion
Adyvisory Council, which is mostly comprised of senior managers (Grade 15 and above).
The Council meets quarterly to discuss EEO and Diversity-related issues, and assist OCR
with implementation of the Agency’s EEO program.
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Facilities, Safety and Security

¢ The Agency maintained safe and accessible facilities. Additionally, the Agency’s
Occupant Emergency Plan, which is posted on the Intranet, provides employees and
contractors information on the procedures they must follow in an emergency.

e The Agency provided information on personal safety, security and the facilities through a
number of avenues, including posting this information on the intranet, sending Agency-
wide email announcements and “Desk Alerts” (pop-up notices on computers), and
postings on the hall monitors and in the facilities.

» Federal Law requires agencies to provide annual Information Security Awateness (ISA)
Training to employees and contractors who have access to government computer systems.
To meet this statutory requirement, during orientation all new employees are briefed on
Information Security requirements, and potential risks to government computer systems,
and how to reduce these risks. New employees are also required to complete the
mandatory online ISA training within 5 months of coming on onboard. All employees are
required to take refresher ISA training annually,

» The Agency provided reasonable accommodations, including interim accommodations as
needed, to job candidates and employees from diverse backgrounds, including persons
with disabilities. Only one (1) complaint was filed against the agency regarding the denial
of reasonable accommodations in fiscal year 2015.

L}
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CERTIFICATION of ESTABL;i.SHMENTwof CONTINUING
EQUAL EMPLOYMENT CPPORTUNITY PROGRAMS

uﬁnsert official
__litle/series/grade above)

Srodticasting Board of loje
(Insert Agency/Component Name above)
The agency has conducted an annual self-assessment of Section 717 and Section 501 programs against the essential elements
as prescribed by EEO MD-715. If an essential element was not fully compliant with the standards of EEQ MD-715, a further
evaluation was conducted and, as appropriate, EEQ Plans for Aftaining the Essential Elements of a Model EEQ Program are

included with this Federal Agency Annual EEO Program Status Report.

et
{Insert name above)

Principal EEQ Director/Official for

The agency has also analyzed its work force profiles and conducted barrier analyses aimed at detecting whether any
management or personnel policy, procedure or practice is operating to disadvantage any group based on race, natlonal origin,
gender or disability. EEQ Plans to Eliminate Identified Barriers, as appropriate, are included with this Federal Agency Annual
EEO Program Status Report.

I certify that proper documentation of this assessment is in place and is being maintained for EEQC review upon request.

Ms. Shenno:
Office of Civil Rights
Signature of Principal EEO Director/Official

Certifies that this Federal Agency Annual EEO Program Status Report Is in compliance with EEQ MD-715.

Signature of Adency Head or Agency Head Designee
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EEOC Form 715-01 Part G: Annual Self-Assessment Checklist against Elements

The Form 715-01, Part G, is attached. Additionally, the Agency’s accomplishments are
summarized in Part V: Summary of EEO Plan Action Items Implemented or Accomplished.
The Agency also developed action plans to explore triggets that were revealed in its annual
self-assessment to identify potential barriers to EEO and diversity in the workforce. (See EEO
Forms 715-01, Parts H and ),

EEOC Form 715-01 Part H: EEQ Plan to Attain a Model EEQ Program

The Agency’s action plans to attain a Model EEO Program are included in Forms 715-01, Part
H, attached to this.

EEQOC Form 715-01 Part I: EEO Plan to Fliminate Identified Barriers

The Agency’s action plans to explore triggers to identify potential barriers to EEO and diversity
are included in Forms 715-01, Part I, attached to this report.
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I8

PART | —- 1. Agency Broadcasting Board of Governors
Agency Information
PART Il Enter Actual ... beginning of ... end of FY 2015. Net Change
|Employment Trend and|] Number at the ... FY 2015
speﬁ:ﬂ:ﬁ;ﬁ;ﬁ%ﬁﬁt for Numbsr % Number % Number Rate of Change
Targeted Disabililies Total Work Force 1574 100% 1519 100% -55 -3.49%
Reportable Disability 44 2.8% 32 211% -12 -27.27%
Targeted Disability* 10 0.64% 9 0.60% -1 -10.00%

* If the rate of change for persons with targeted disabilities is not equal to or greater than the rate of change for the total
[workforce, a barrier analysis should be conducted {see below).

during the repcrting peried.

1. Total Number of Applications Received From Persons With Targeted Disabilities [JAppllcant flow database info is not
available to capture any self-idenfifizd as)
having a targeted disability during the

iscal year.
2. Total Number of Selections of Individuals with Targeted Disabillities during the 1
Ireporting period.
|PART ill Participation Rates In Agency Employment Programs
[Other Employment/Persannel Programs Tetal [08-94] [23-25; 28-38, [01] [05]
Workforce || Raportable Disability 64-68; 82; 90; 91] Mot Identified No Disability
Targeted Disability
1519 32 2.11% 2 0.50% 10 0.66% 1,468 96.64%
(100%) '
3. Internal Competitive Promotions 27 0 0% 0 0% 0 2.56% 27 100.00%
(100%)
4. Non-Competitive Promotions 38 1 2.63% 1 2.63% 1 2.63% 38 (| 94.74%
{100%)
5. Employee Career Development Programs 2 0 0% 0 0% 0 0% 2 100%
) {100%:)
|15.a. Grades G5 4 — 12 1 0 0% 0 0% 0 0% 1 100%
{100%}
I5.b and ¢. Grades GS 13-15, and SES 1 0 0% 8] 0% Q 0% 1 100%
(0%)
16. Employee Recognition and Awards 881 20 2.27% 4 0.45% 3 0.34% 854 96.94%
(100%)
6.a. Time-Off Awards (436 @ 1 tc 9 hours and 703 18 237% 3 0.26% 3 0.58% 879 97.05%
267 @ 9 hours and above) (100%) )
6.b. Total Cash Awards (48 QSls; 929 21 2.26% 4 43% 3 32% 901 96.99%
152 @ $100-500; and 729 @ $501 plus) (100%)
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Agencies with 1,000 or more permanent employees MUST conduct a barrler analysis to address any barriers to
fncreasing employment opportunities for employees and applicants with targeted disabilities using FORM 715-01
PART |. Agencies should review their recruitment, hiring, career development, promotion, and retention of individuals
with targated disabilities in order fo determine whether there are any barriers.

Part I\

|dentification and
Elimination of Barriers

Part gencies with 1,000 or more permanent employees are to use the space provided below to describe the strategies
and activities that will be undertaken during the coming fiscal year to maintain a special recruftment program for
Goals for Targeted individuals with targeted disabilities and to establish specific goals for the employment and advancement of such
Disabilities individuals. For these purposes, targeted disabilities may be considered as a group. Agency geals should be set and

accomplished In such a manner as will affect measurable progress from the preceding fiscal year. Agencies are
encouraged to set a goal for the hiring of individuals with targeted disabilities that is at |east as high as the
aniicipated losses from this group during the next reporting period, with the objective of avoiding a decrease in the
tofal participation rate of employeas with disabilities.

Goals, chjectives and strategies described balow should focus o internal as well as external sources of candidates
and include discussions of activities undertaken to identify individuals with targeted disabilities whe can be (1) hired;
2} placed in such a way as to improve possibilities for career development; and (3} advanced to a position at a

——

higher lavel or with greater potential than the position currently occupied,

Fiscal Year 2015 Planned Qutreach, Recruitment, Hiring, and Advancement Strategies for Identifying
Qualified Applicants with Targeted Disabilities

See EEOC Form 715-01, Part I, for Individuals with Targeted Disabilitics.
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Attachments:

EEOC Forms 715-01 Parts G-I

BBG EEO Policy Statement

BBG Anti-Harassment Policy Statement



Compliance Indicator

easure has been

For all unmet

EEQ offices, and on the agency's internal website? [see 29 CFR §1614.102(b)(5)]

met measures, provide a
) brief explanation in
EEO policy statements are up-to-date, :gﬁgﬁigzg?:gﬁ%
. an EEOC FORM 715-
Measures : Yes [ No 01 PART H to the
gency's status repor}
The Agency Head was Installed on 09/14/2015  The EEO policy statement was 6-8 months will be by
, 2018,
issued on 9/13/2012 Was the EEO policy statement issued within 6-9 June 14
of the installation of the Agency Head?
During the current Agency Head's tenure, has the EEO policy Statement been re- 6-9 months wili be by
issued annually? . June 14, 2016.
If no, provide an explanation.
Are new employees provided & copy of the EEQ policy statement during orientation? | X
When an employee is promoted into the supervisory ranks, is s/he provided a copy X
of the EEO policy statement?
For all unmet
Compliance Indicator ‘ T\neasurggtas beer measures, provide a
brief explanation in
EEO policy statements have been communicated to all (;t:rigllzgea:z!g:‘t’a?:rh
employees. an EEOG FORM 715-
Measures Yes | No 01 PARTH to the
agency's status
report
Have the heads of subordinate reporting components communicatad support of all X
agency EEO policies through the ranks?
Has the agency made written materials availabie to all employees and applicants,
informing them of the variety of EEO programs and adminisirative and judicial X
remadial procedures available to them?
Has the agency prominently posted such written materials in all personnel offices, X




Compliance Indicator

Agency EEO poligy is vigorously enforced by agency
management.

Measures

easure has heer

met

Yes

No

N/A

For all unmet
measures, provide a
brief explanation in
the space below or
complete and attach
an EEOG FORM 715-
01 PART H to the
agency's status
report

Are managers and supervisors evaluated on their commitment to agency EEQ
policies and principles, including thelr efforts to:

resolve problems/disagreements and other conflicts in their respective work
enviroriments as they arise?.

address concerns, whether perceived or real, raised by employees and -
following-up with appropriate action to correct or eliminate tension In the
workplace?

support the agency's EEQ program through allocation of mission personnel to
participate In community out-reach and recruitment programs with private
employers, public schools and universities?

ensure full cooperation of employses under his/her suparvision with EEO ofﬁce
officials such as EEQ Counsealors, EEQ Investigatars, etc.?

gnsure a workplace that is free from all forms of discrimination, harassment and
retaliation?

ensure that subordinate supervisors have effeciive managerial, communication
and interpersanal skifls in order to supewlse most effectively in a workplace with
diverse employees and avoid disputes arising from ineffective communications ?

ensure the provision of requested refigious accommeodations when such
accommodations do not cause an undue hardship?

ensure the provision of requ'ested disability accommodations to gualified
individuals with disabilities when such accommodations do not cause an undue
hardship?

Have all employses been informad about what behaviors are inappropriate in the
warkplace and that this behavior may resulf in disciplinary actions? Describe what
meains were utilized by the agency to so inform its workforce about the penalties for

unacceptable behavior,

Have the procedures for reasonabie accommodation for individuals with disabllities
been made readily available/accessible to all employees by disseminating stch
procedures during orientation of new employees and by making such procedures
available on the World Wide Web or Internst?

Have managers and supervisor been trainad on their responsibilities under the
procedures for reasonable accommodation?




Compliance Indicator

Measure has heen

For all unmet
measures, provide a

reporting components.

met . oo
The reporting structure for the EEQ Program provides brief explanation In
A s el . . the space below or
the Principal EEO Official with appropriate authority and complete and attach
resources to effectively carry out a successfut EEQ EEOC FORM 715
Program. an i
Measures Yes | No | NJA§ 01 PARTH to the
agency's status
report
Is the EEO Director under the direct supervision of the agency head? [see 29 CFR Reports to the
§1614.102(b)(4)] For subordinate level reporting components, is the EEQ agency’s Chief of
Director/Officer under the immediate supervision of the lower leval component's X Staff
head official? (For example, does the Regional EEQ Officer repert to the Regional
Administrator?)
Are the duties and responsibilities of EEQ officials clearly defined? X
Do the EEO officials have the knowledge, skills, and ahliities to carry out the duties
and responsibilities of their positicns? X
if the agency has 2nd level reporting components, are there crganizational charts X
that clearly define the reporting structure for EEO programs?
If the agency has 2nd level reporting components, does the agency-wide EEQ x
Direclor have authority for the EEO programs within the suboerdinate reporting
If not, please describe how EEQ program authority is delegated to subordinate X

Compliance Indicatar

Measure has been

For all unmet
measures, provide a

The EEQ Director and other EEQ professional staff met . g
|responsible for EEQ programs have regular and effective ls;;eie:g!}agz::)&:;:g;
I means of informing the agency head and senior I com Eete and attach
management officials of the status of EEQ programs and an EEOC FORM 715-
are involved in, and consulted on, 01 PART H to the
Measures management/personnel actions. Yes | No | N/A agency's status
report
Does the EEO Diractor/Officer have a regular and effective means of infarming the
agency head and other top management officials of the effectiveness, efficiency and | X
legal compliance of the agency's EEO program?
Following the submission of the immediately preceding FORM 715-01, did the EEO Due to limited
Director/Officer present to the head of the agency and other senior officials the OCR staff resources
"State of the Agency” briefing covering all components of the EEO report, including the briefing was not
an assessment of the performance cf the agency in each of the six elements of the X condu ctedg
Model EEQ Program and a report on the progress of the agency in completing its '
barrier analysis including any barriers it identified and/or eliminated or reduced the
impact of?
Are EEO program officials present during agency deliberations pricr to decisions When fully staffed,
regarding recruitment strategies, vacancy projections, succession planning, OCR will reach out
selections X to HR to coordinate

participation.




Does the agency consider whether any group of employzes or applicants might
be negafively impacted prior to making human resource decisions such as
reorganizations and re-alignments?

Are management/parsonne! policies, procedures and practices examined at
regular intervals to assess whsther there are hldden impediments to the

ansure

realization of equality of opportunity for any group{s) of employees or X
applicants? [see 29 C.F.R. § 1614.102(b)3}]

Is the EEO Director included in the agency's strategic planning, especially the

agency’s human capital plan, regarding successian planning, training, etc., to X

Compliance Indicator

Measure has been

For all unmet
measures, provide a

5 CFR 720; Veterans Employment Programs; and Black/African American;
American Indian/Alaska Native, Asian American/Padific Islander programs?

met brief explanation in
The agency has committed sufficient human rescurces the space below or
and budget allocations to its EEQ programs to ensure complete and attach
successful operation. an EEQC FORM 715-
Measures Yes | No | NJ/A | 01 PARTH to the
agency's status
report
Does the EEQ Director have the authority and funding to ensure implementation of Yes, in part. Sea
agency EEQ action plans to Improve EEO program efficiency and/or eliminate X below.
identified barriers (o the realization of equality of opportunity?
Are sufficient personnel resources allocated to the EEO Program to ensure that Due to budget
agency self-assessments and salf-analyses prescribed by EEC MD-715 are consiraints the Office
conducted annually and to maintain an effective compialint processing system? of Civil Rights (OCR)
presently has five
X staff members o
administer the
agency's EEQ
Program and
activities which
includes 1 detailos.
Are statutoryfregulatory EEQ related Special Emphasis Programs sufficiently X
Federal Women's Program - 5 U.8.C. 7201; 38 U.S.C. 4214; Title 5 CFR, X
Subpart B, 720.204
Hispanic Employment Program - Title 5 CFR, Subpart B, 720.204 X
People With Disabilities Program Manager; Selective Placement Program for
Individuals With Disabilittes - Section 501 of the Rehatilitation Act; Tifle 5 U.S.C. X
Subpart B, Chaptar 31, Subchapter 1-3102; 5 CFR 213.31 02(t) and (u); 5 CFR
315.709 ‘
Are other agency special emphasis programs monitored by the EEQ Cffice for
coardination and compliance with EEO guidelines and. principles, such as FEQORP - X

Compliance Indicator

fMeasure has been

met




The agency has committed sufficient budget to support
‘ the success of its EEO Programs.

For all unmet
measures, provide a
brief explanation in
the space below or
complete and aftach
an EEOC FORM 715-

Measures Yes | No | NJA | 01 PARTH to the
agency's status
report
Are there sufficient resources to enable the agency to conduct a thorough barrier
analysis of its workforce, Including the provision of adequate data collection and X
tracking systems
Is there sufficient budget allocated to all employees to utilize, when desired, all EEO
programs, including the complaint processing program and ADR, and to make a ¥
request for reasonable accommodation? (Including subordinate lavel reporting
components?}
Has funding been secured for publication and distribution of EEO materials (e.g. X
harassment policies, EEO posters, reasonable accommedaticns procedures, etc.)?
Is there a'centra! fund or ather machanism for fLinding supplies, equipment and Typically the OCR
services necessary to provide disability accommodations? provides reascnable
accommodations.
However, if there are
budget constraints,
X the department
where the request
originated may be
required fo
provide/purchase the
accommaodation,
Does the agency fund major rencvation projects to ensure timely compliance with X
Uniform Federal Accessibility Standards?
Is the EEO Program allocated sufficient resources to train all employees on EEO
Programs, Including administrative and judicial remadial procedures available to X
employees?
Is there sufficient funding to ensure the prominent posting of written materials in X
all personnel and EEQ offices? [see 29 C.F.R. § 1614.102(b)(3)]
Is there sufficient funding to ensure that all employees have access to this X
training and information?
Is there sufficient funding to provide ali managers and supervisors with training and
periodie up-dates on their EEO responsibilities:
for ensuring a workplace that Is free from all forms of discrimination, inciuding %
harassment and retaliation?
to provide religious accommodations? X
to provide disability accommaodations n aceordance with the agency's written X

procedures?




in the EEQ discrimination complaint process?

to participate in ADR?




Compliance Indicator

Measure has been

For all unmet
measures, provide a

Compliance Indicator

met ! Al
EEO program officials advise and provide appropriate }gg:ffseggéagzl?‘:é?
assistance to managers/supervisors about the status of com IF;te and attach
EEO programs within each manager's or supervisor's an EEOC FORM 715-
Measures area or rasponsibility. ves | No I na|l 01PART Hto the
agency's status
report
Are regular {monthly/quarterly/semi-annually} EEO updates provided to X
management/supervisory officials by EEQ program officials?
Do EEQ program officials coordinate the development and implemeantation of EEQ
Plans with all appropriate agency managers to include Agency Counsel, Human X
Resource Cfficials, Finance, and the Chief information Officer?
For all unmet

Measure has been

measures, provide a

impeding full participation in training opportunities by all groups?

The Human Resources Director and the EEQ Director met brief explanation in
meet regularly to assess whether personnel programs, the space below or
policies, and procedures are in conformity with complete and attach
instructions contained in EEQOC management directives. an EEQC FORM 715-
Measures [see 29 CFR § 1614.102{b)(3}] Yes | No | NJA | 01 PARTH to the
agency's status
report
Have iime-tables or schedules been established for the agency to review its Merit
Promotion Program Policy and Procedures for systemic barriers that may be X
impeding full participation in promction opportunities by all groups?
Have time-tables or schedules been established for the agency to review its
Employee Recognition Awards Program and Procedures for systemic barriers that X
may be impeding full participation in the program by all groups?
Have time-tables or schedules bsen estahtished for the agency to review its
Employee Development/Training Programs for systemic barriers that may be X

Compliance Indicator

Measure has beenl

For all unmet
measures, provide a

employees found to have committed discrimination?

met brief explanation in
When findings of discrimination are made, the agency the space below or
explores whether or not disciplinary actions should he complete and attach
taken. an EEOC FORM 715-
Measures Yes | No | NNA] 01PARTHiothe
agency's status
report
Does the agency have a disciplinary policy and/or a table of penalties that covers X




Have all employees, supervisors, and managers been informed as to the penalties
for being found to perpetrate discriminatory behavior or for taking personnel actions
based upen a prohibited basis? ‘

Has the agency, when appropriate, disciplined or sanctioned managers/supervisors
or employees found to have discriminated over the past two years?

If 50, cite number found to have discriminated and list penalty /disciplinary action

Does the agency promptly (within the established time frame) comply with EEOC,
Merit Systems Protection Board, Federal Labor Relations Authority, labor
arbitrators, and Distiict Court orders?

Does the agency review disabllity accommodation decisicns/actions to ensure
compliance with its written procedures and analyze the information tracked for
trends, problems, etc.?77?




Compliance Indicator

Measure has been

For all unmet
measures, provide a

met brief explanation in
Analyses to identify and remove unnecessary barriers to :gisﬁgeasglgga%
employment are conducted throughout the year, an EEOC FORM 715-
Measures Yes | No { NJ/A | 01PARTH to the
agency's status
report
Do senior managers meet with and assist the EEOQ. Director and/or other EEO
Program Officials in the identification of barriers that may be impeding the X
realization of equal employment opportunity?
When barrfers are identified, do senicr managers develop and implement, with the
assistance of the agency EEO office, agency EEO Action Plans to enm\nate said X
barriers?
Do senior managers successfully Implement ZEO Action Plans and incorporate the X
EEQ Action Plan Objeclives into agency strategic plans?
Are trend analyses of warkforce profiles conducted by race, national origin, sex and X
disability?
Are trend analyses of the workforce's major occupations conducted by race, X
hiational origin, sex and disability?
Are trends analyses of the workforce's grade level distribution conducted by race, X
national crigin, sex and disability?
Are trend analyses of the werkforce's compensation and reward system conducted X
by race, national origin, sex and disability?
Are trend analyses of the effects of management/personnel policies, procedures X

and practices conducted by race, national origin, sex and disability?

Compliance Indicator

[Measure has been

For all unmet
measures, provide a

met brief explanation in
The use of Alternative Dispute Resolution (ADR) Is :Basﬁigeaﬁg'g‘tm;‘
encouraged by senior management. an EEOC FORM 715
Measuras Yes | No | N/A | 01PART Hto the
agency's status
report
Are all employees encouraged to use ADR? X
Is the participation of supervisors and managers in the ADR process required? X




Compliance Indicator

For all unmet

of the EEO policy statement?

met measures, provide a
brief explanation in
. the space below or
EEOQ policy statements are up-to-date. complete and attach
EEQC FORM 715-
Measures Yes No | NIA ara1 PART H to the
Wagency's status report
The Agency Head was installed on 09/14/2015 The EEOQ policy statement was 6-9 months will be by
, 2016.
issued on 09/13/2012 Was the EEO policy statement issued within 6-9 X June 14
of the installation of the Agency Head?
During the current Agency Head's tenure, has the EEO policy Statement been re- 6-9 months will be by
issued annually? : X | June 14, 2016.
If no, provide an explanation.
Are new employees provided a copy of the EEO policy statement during orientation? | X
When an employee is promoted into the supervisory ranks, s s/he provided a copy X

Compliance Indicator

Measure has been

For all unmet
measures, provide a

EEO offices, and on the agency's internal website? [see 29 CFR §1614.102(b)(5)]

met brief explanation in
EEOQ policy statements have been communicated to all ctgfn;mgeagglggaZL
employees. an EEOC FORM 715-
Measures Yes | No | N/A | 01 PARTH to the
agency's status
report
Have the heads of subordinate reporting components communicated support of all X
agency EEO policies through the ranks?
Has the agency made written materials available to all employees and applicants,
informing them of the variety of EEO programs and administrative and judicial X
remedial procedures available to them?
Has the agency prominently posted such written materials in all personnel offices, X




Compliance indicator

Agency EEO policy is vigorously enforced by agency
management.

Measures

Yes

No

N/A

For all unmet
measures, provide a
brief explanation in
the space below or
complete and attach
an EEOC FORM 715-
01 PART H to the
agency's status
report

Are managers and supervisars evaluated on their commitment to agency EEQ
policies and principles, including their efforts to:

resolve problems/disagreements and otrer conflicts [n their respective work
environments as they arise? '

address concerns, whether perceived or real, raised by employees and
following-up with appropriate action to correct or eliminate tension in the
workplace?

support the agency's EEQ program through allocation of mission personne! to
participate in community out-reach and recruitment programs with private
employers, public schools and universities?

ensure full cooperation of employees under his/her supervision with EEO office
officials such as EEQ Counselors, EEC Investigators, etc.?

ensure a workplace that is free from all forms of discrimination, harassment and
retaliation?

ensure that subordinate supervisors have effective managerial, communication
and interpersonal skills in order fo supervise most effectively In a workplace with
diverse employees and avold disputes arlsing from ineffective communications 2

ensure the provision of requested religious accommodations when such
accommodations do not cause an undue hardship?

ensure the provision of requested disability accommodations to qualified
individuals with disabiliies when such accommodations do not cause an undue
hardship?

Have all employees been informed about what behaviors are inappropriate in the
workplace and that this behavior may result in discipiinary actions? Describe what
means were ulilized by the agency to so infarm its workforce about the penatties for

unacceptable behavior.

Have the procedures for reasonable accommedation for individuals with disabilities
been made readily available/accessible to all employees by disseminating such
procedures during orientation of new employees and by making such procedures
available on the World Wide Web or Internet?

Have managers and supervisor been trained on their responsibilifes under the
procadures for reasonable accommodation?




Compliance Indicator

Measure has been

For all unmet
measures, provide a

reporting components.

met L
The reporting structure for the EEO Program provides I:;Lef::z;ag:ltzﬁl::
the Principal EEO Official with appropriate authority and p
; complete and attach
resources to effectively carry out a successful EEO an EEOC FORM 715-
Measures Program. Yes ] No | N/A| 01 PART H to the
agency's status
report
Is the EEQO Director under the direct supervision of the agency head? [see 29 CFR Reports to the
§1614.102(b)(4)] For subordinate level reporting components, is the EEO agency's Chief of
Director/Officer under the immediate supervision of the lower level component's X Staff
head official? {For example, does the Regional EEOC Officer report to the Regional
Administrator?)
Are the duties and responsibilities of EEO officials clearly defined? X
Do the EEO officials have the knowledge, skil's, and abilities to carry out the duties
and responsibilities of their positions? X
If the agency has 2nd level reporting compeonents, are there organizational charts X
that clearly define the reporting structure for EEQ programs?
If the agency has 2nd level reporting components, does the agency-wide EEQ X
Director have authority for the EEO programs within the subardinate reporting ‘
If not, please describe how EEO program authority is delegated to subordinate X

Compliance Indicator

Measure has been

For all unmet
measures, provide a

Model EEO Program and & repoert on the progress of the agency In completing its
barrier analysis including any barriers it identified and/or eliminated or reduced the
impact of?

The EEOQ Director and other EEQ professional staff met brief axplanation in
Jresponsible for EEQ programs have regular and effective the s age below or
means of informing the agency head and senior I com {:.-te and attach
management officials of the status of EEQ programs and an EEOC FORM 715-
are involved in, and consulted on,
Measures management/personnel actions. Yes | No | N/A Oz;lg:ﬁgTsHs:gtthe
report
Does the EEQ Director/Officer have a regular and effective means of informing the
agency head and other top management officials of the effectiveness, efficiency and | X
legal compliance of the agency's EEQ program?
Following the submission of the immediately preceding FORM 715-01, did the EEQ Due (o limted
Director/Officer present to the head of the agency and other senior officials the OCR staff resoﬁrces
"State of the Agency" briefing covering all components of the EEQ repoert, including the briefing was not
an assessment of the performance of the agency in each of the six elements of the X 9

conducted,




Are EEQ program officials present during agency deliberations prior to decisions
regarding recruitment strategies, vacancy projecticns, succession planning,
selections

Due {o budget
limitations affecting a
wide-range of
Agency functions,
OCR’s efforts have
bean more limited
than desired. The
Agency is seeking to
increase available
resources to address
this challenge.

Does the agency consider whether any group of employees or applicants might
be negatively impacted prior to making human resource decisions such as
reorganizations and re-alignments?

Are management/personnel policies, procedures and practices examined at
regular intervals to assess whether there are hidden impediments to the
realization of equality of opportunity for any group(s) of employees or
applicants? [see 29 C.F.R. § 1614.102(b)3)]

Is the EEQ Director included in the agency's strategic planning, especially the
agency's human capital plan, regarding succession planning, training, etc., to
ensure

X

Compliance Indicator

The agency has committed sufficient human resources
and budget allocations to its EEQ programs to ensure
successful operation.

Measures

leleasure has been

For all unmet
measures, provide a
brief explanation in
the space below or
complete and attach
an EEQC FORM 715-
01 PART H to the
agency's status
report

Does the EEO Director have the authority and funding to ensure implementation of
agency EEO action plans to improve EEQ program efficiency and/or eliminate
identified barriers to the realization of equality of opportunity?

Yes, in part. See
helow.

Are sufficient personnel resources allocated to the EEQ Program to ensure that
agency self-assessments and self-analyses prescribed by EEQ MD-715 are
conducted annually and to maintain an effective complaint processing system?

Due to budget
limitations affecting a
wide-range of
Agency functions,
OCR’s efforts have
been more limited
than desired. The
Agency is seeking to
increase available
resources to address
this challenge.

Are statutory/regulatory EEO related Special Emphasis Programs sufficiently

Federal Women's Program - 5 U.8.C. 7201; 38 U.5.C. 4214, Title 5 CFR,
Subpart B, 720.204

Hispanic Employment Pregram - Title 5 CFR, Subpart B, 720.204

met
Yes | No | N/A
X
X
X
X
X




People With Disabilities Program Manager; Selective Placement Program for
Individuals With Disabilities - Section 501 of the Rehabilitation Act; Title 5 U.5.C. X
Subpart B, Chapter 31, Subchapter [-3102; 5 CFR 213.3102{t) and (u};, 5 CFR
315.709
Are other agency special emphasis programs monitored by the EEC Office for
coordination and compliance with EEQ guidelines and principles, such as FEORP - X
5 CFR 720; Veterans Employment Programs; and Black/African American;
American Indian/Alaska Natlve, Asian American/Pacific Islander programs?
[Measure has been For all unmet
Compliance Indicator met measures, provide a
‘ brief explanation in
The agency has committed sufficient budget to support the space below or
the success of its EEO Programs complets and attach
) an EEOC FORM 715-
Measures Yes | No | VA | 01 PART Hto the
agency's status
report
Are there sufficient resources {0 enable the agency to conduct a thorough barrier Due to budget
analysis of its workfores, including the provision of adequate data collection and limitations affecting a
fracking systems wide-range of
Agency functions,
OCR’s efforts have
X been more limited
than desired. The
Agency Is seeking to
increase available
resources to address
this challenge.
Is there sufficient budget allocated to all employees to utilize, when desired, all EEQ
programs, including the complaint processing program and ADR, and to make a X
request for reasonable accommedation? (Including subordinate level reporting
components?)
Has funding been secured for publication and distribution of EEQ materials {(e.g. X
harassment policies, EEQ posters, reasonable accommadations procedures, etc.)?
Is there a central fund or other mechanism for funding supplies, equipment and Typically the OCR
services necessary to provide disability accommodations’? provides reasonable
accommodations.
Fowever, if there are
budgeét constraints,
X [ the depariment
where the request
originated may be
required to
provide/purchase the
accommedation.
Does the agency fund major renovation projects to ensure timely compliance with X
Uniform Federal Accessibility Standards?
Is the EEO Program allocated sufficient resources to train all employeas on EEO
Programs, including administrative and judicial remedial procedures available to X
employees?




Is there sufficient funding to ensure the prominent posting of written materials in
all personnel and EEO offices? [see 20 C.F.R. § 1614.102(b}5)]

Is there sufficient funding to ensure that all employees have access fo this
training and information?

Is there sufficient funding to provide all managers and supervisors with training and
periodic up-dates on thelr EEO responsibllities:

for ensuring a workplace that is free from all forms of discrimination, including
harassment and retaliation?

to provide refigious accommaodations?

to provide disability accommodations in accordance with the agency’s written
procedures?

in the EEO discriminatior complaint process?

to participate in ADR?




Compliance Indicator

Measure has been

For all unmet
measures, provide a

met 8 .
EEQ program officials advise and provide appropriate ?;f;eggleaggféw;?
assistance to managers/supervisors about the status of com Eete and attach
EEO programs within each manager's or supervisor's an EEOC FORM 715-
Measures area or responsibility. Yes | No I N/a | 01 PART H to the
© agency's status
report
Are regular {monthly/quarterly/semi-annually} EEO updates provided to X
management/supervisory efficials by EEO program officials?
Do EEQ program officials coordinate the development and implementation of EEOQ
Flans with all appropriate agency managers to Include Agency Counsel, Human X

Resource Officials, Finance, and the Chief information Officer?

Compliance Indicator

Measure has been

For all unmet
measures, provide a

The Human Resources Rirector and the EEQ Director met brief explanation in
meet regularly to assess whether personnel programs, the space below or
policies, and procedures are in conformity with complete and attach
instructions contained in EEQC management directives. an EEOC FORM 715-
Measures [see 29 CFR § 1614.102(b){(3)] Yes | No | NJA | 01 PART H to the
agency's status
report
Have ime-tables or schedules been established for the agency to review its Merit
Promotion Program Policy and Procedures for systemic barriers that may be X
impeding full participation in promotion opportunities by all groups?
Have time-tables or schedules been established for the agency to review its
Employee Recognition Awards Program and Procedures for systemic barriers that X
may be impeding full participation in the program by all groups?
Have time-tables or schedules been established for the agency to review its
Employee Development/Training Programs for systemic barriers that may be X

impeding full participation in training opportunities by all groups?

Compliance Indicator

{Measure has been|

For all unmet
measures, provide a

met . .
brief explanation in
When findings of discrimination are made, the agency the space below or
explores whether or not disciplinary actions should be complete and attach
taken. an EEOC FORM 715-
Measures Yes | No | N/aA| O01PARTHtothe '
‘ agency's status
report
Does the agency have a disciplinary policy and/or a table of penalties that covers X

employees found to have comimitted discrimination?




Have all employees, supervisors, and managers been informed as to the penalties
fur being found to perpetrate discriminatory behavior or for taking personnel actions
based upon a prohibited basis?

Has the agency, when appropriate, disciplined or sanctioned managers/supervisors
or employees found to have discriminated over the past two years?

If 80, cite number found to have discriminated and list penalty [disciplinary action

Daoes the agency promptly {within the established time frame) comply with EEQC,
Merit Systems Protection Board, Federal Labor Relations Authority, labor
arbitrators, and District Court orders?

Does the agency review disability accommodation decisions/actions to ensure
compliance with its written procedures and analyze the information tracked for
trends, problems, etc.??




Compliahce‘ Indicator

For all unmet
measures, provide a

met brief explanation in
Analyses to identify and remove unnecessary barriers to ctgﬁzmgeagzlgga%
employment are conducted throughout the year. | an EEOC FORM 715-
Measures Yes { No 01 PART H to the
agency's status
report
Do senior managers meet with and assist the EEQ Director and/or other EEQ
Program Officials in the identification of barriers that may be impeding the X
realization of equal employment opportunity?
When barriers are identified, do senior managers develop and implement, with the
assistance of the agency EEO office, agency EEO Action Plans to eliminate said X
barriers?
Do senior managers successfully implement EEQ Action Plans and incorporate the X
EEO Actian Plan Objectives into agency strategic plans?
Are trend analyses of workforce profiles conducted by race, national origin, sex and %
disability?
Are trend analyses of the workforce's major occupations conducted by race, X
national origin, sex and disability?
Are trends analyses of the workforce's grade level distribution conducted by race, %
national origin, sex and disability? :
Are trend analyses of the workforce's compensation and reward system conducted X
by race, national origin, sex and disability?
Are trend analyses of the effects of management/personnel policies, procedures X
and practices conducted by race, hational origin, sex and disability?

Compliance Indicator

h\neasure has been

For all unmet
measures, provide a

‘ met brief explanation in
The use of Alternative Dispute Resolution (ADR) is égggﬁaat:eagﬁ':ga%
encouraged by senior management, an EEOC FORM 715-
Measures Yes | No 01 PART H to the
agency's status
report
Are all employses encouragad fo use ADR? X
Is the participation of supervisors and managers in the ADR process required? X




Compliance Indicator

Measures

he agency has sufficient staffing, funding, and authorit
to achieve the elimination of identified barriers.

Measure has been

met

Yes

No

N/A

For all unmet
measures, provide a
hrief explanation in
the space below or
complete and attach
an EEOC FORM 715-
01 PART H to the
agency's status
report

Does the EEO Office employ personnel with adequate training and experience to
conduct the analyses required by MD-715 and these instructions?

Duie to budget
limitations affecting a
wide-range of
Agency functions,
OCR's efforts have
bean more limited
than desired. The
Agency Is seeking to
increase available
resources to address
this challenge.

Has the agency implemented an adequate data collection and analysis systems that
permit tracking of the information required by MD-715 and these instructions?

The system requires
updating to be more
user-friendly and to
produce more
accurate and
complete reports,
inciuding the ability
to obtain

ongoing historical
data. Alscthe
agency does not
have It's own
applicant data
collection process or
system.

Due to budget
limitations affecting a
wide-range of
Agency functicns,
OCR's efforis have
been more limited
than desired. The
Agency is seeking {o
increase available
resources to address
this challenge.

Have sufficient resources been provided to conduct effective audits of field facilities’
efforts to achieve a model EEQ program and eliminate discrimination under Title Vi
and the Rehabilitation Act? .




Is there a designated agency official or other mechanism in place to coordinate or

the agency procedures for reascnable accommodation?

assist with processing requests for disahility accommodations in all major X
components of the agency?
Are 90% of accommodation requests processed within the time frame set forth in X

Compliance Indicator

IMeasure has been

For all unmet
measures, provide a

met brief explanation in
The agency has an effective complaint tracking and the space helow or
moniforing system in place to increase the effectiveness complete and attach
of the agency's EEO Programs. an EEOC FORM 715-
Measures Yes | No | NJA | 01 PARTH to the
agency's status
report
Does the agency use a complaint tracking and moniforing system that allows
identification of the location, and status of complaints and length of time elapsed at X
each stage of the agency's complaint resolution process?
Does the agency's tracking system identify the issues and bases of the complaints,
the aggrieved individuals/complainants, the invelved management officials and X
other information to analyze complaint activity and trends? ‘
Does the agency hold contractors accountable for delay in counseling and X The written
investigation processing times? confracts/agreement
: 5 between the
agency and
contracted
investigators and
counselors address
penalties for not
timely processing
informal and formal
complaints in
accordance with
EEOQOC guidelines
and regulations.
If yes, briefly describe how:
Does the agency monitor and ensure that new investigators, counselors, including
contract and collateral duty investigators, receive the 32 hours of training required in | X
accordance with EEO Management Directive MD-1107?
Does the agency monitor and ensure thai experienced counselors, investigators, including
contract and collateral duty investigators, recelve the 8 hours of refresher training required on X
an annual basis in accordance with EEQ Management Directive MD-1107

Compliance Indicator

met

[Measure has been




For all unmet
measures, provide a
The agency has sufficient staffing, funding and authority orief oxplanation In
to comply with the time frames in accordance with the com IF:ate and attach
EEQC (29 C.F.R. Part 1614) regulations for processing an EEOC FORM 715-
Measures EEO complaints of employment discrimination. ves | No | nal 01 PART Hto the
agency's status
report
Are benchmarks in place that compare the agency's discrimination complaint %
processes with 29 C.F.R. Part 16147
Does the agency provide timely EEQ counseling within 30 days of the initial X
request or within an agreed upon extension in writing, up to 60 days?
Does the agency provide an aggrieved person with written notification of his/her X
rights and responsibilities in the EEQ process in a timely fashion?
Does the agency complete the investigations within the applicable prescribad X
time frame?
When a complainant requests a final agency decision, does the agency issue X Due to limited
the decision within 60 days of the request? resources in fiscal
year 2015, 1 0f 2
(50%) of FADs were
issued beyond the
60 day timeframe.
However, the agency
plans to resoive this
issue in fiscal year
2016, by obtaining a
detaitee to assist
with the complaints
programm.
When a complainant requests a hearing, does the agency immediately upon
receipt of the request from the EECC AJ forward the investigative file to the X
EEOC Hearing Office?
When a settlement agreement is entered into, does the agency timely complete X
any obligations provided for in such agreements?
Does the agency ensure fimely compliance with EEQC AJ decisions which are %
not the subject of an appeal by the agency?
easure has béen For all unmet
Compliance Indicator TUI met measures, provide a
There is an efficient and fair dispute resolution process ?;ffse’;zzagz:éﬁ]é?
and effective systems for evaluating the impact and com I‘:ete and attach
effectiveness of the agency's EEOQ complaint processing an EEOC FORM 715-
Measures program. Yes | No | NJ/A| 01 PART H to the
agency's status
report
In accordance with 29 C.F.R. §1614.102(b), has the agency established an ADR X
Program during the pre-complaint and formal complaint stages of the EEQ process?




Does the agency require all managers and supervisors to receive ADR fraining in
accordance with EEOC (28 C.F.R. Part 1614) regulations, with emphasis on the

in the dispute does nof have seftiement { authority?

federal government's interest in encouraging mutual resolution of disputes and the X
benefits associated with utilizing ADR?

After the agency has offered ADR and the complainant has eiected to participate in X
ADR, are the managers required to participate?

Does the agency ensure that the responsible management official directly |nvolved X

Compliance Indicator

IMeasure has been

For all unmet
measures, provide a

their EEO programs to identify best practices and share ideas?

met brief explanation in
The agency has effective systems in place for the space below or
maintaining and evaluating the impact and effectiveness complete and attach
of its EEO programs. an EEOC FORM 715-
Measures Yes § No | NJA| 01 PARTH to the
. agency's status
report
Does the agency have a system of management controls In place to ensure the X
timely, accurate, complete and consistent reporting of EEQ complzint data to the
Does the agency provide reasonable resources for the EEQ complaint process to X
ensure efficlent and successful operation in accordance with 29 C.F.R. § 1614.102
Does the agency EEO office have management contrals in placé to menitor and
ensure that the data received from Human Resources is accurate, timely received, X
and contalns all the required data elements for submitling annual reports to the
EEOC?
Da the agency's EEO programs address all of the laws enforced by the EEQC? X
Does the agency identify and monitor significant trends in complaint processing to
determine whether the agency is meeting its obligatlons under Title VIl and the X
Rehabilitation Act?
Does the agency track recruitment efforts and analyze efforts to identify potential X
barriers in accordance with MD-715 standards? :
Does the agency consult with other agencies of similar size on the effectiveness of %

Compliance Indicator

Measure has been

For all unmet
measures, provide a

sufficiency review for timely processing of complaints?

met . Al
The agency ensures that the investigation and ‘:I::fse:ggazslt:)o‘: (')r:
adjudication function of its complaint resolution process| com Eate and attach
are separate from its legal defense arm of agency or an EEOC FORM 715-
Measures other offices with conflicting or competing interests. ves | No I nal 01PARTH to the
agency's status
report
Are legal sufficiency reviews of EEQO matters handled by a functional unit that is X
separate and apart from the unit which handles agency representation in EEQ
If applicable, are processing time frames incorporated for the legal counsel's X




Does the agency discrimination complaint process ensure a neutral adjudication
function? '




Compliance Indicator

Measure has been

mef

Agency personnel are accountable for timely compliance
with orders issued by EEOC Administrative Judges.

Measures

Yes

No

For all unmet.
measures, provide a
brief explanation in
the space below or
complete and attach
an EEOC FORM 715-
01 PART H to the
agency's status
report

Does the agency have a system of management control to ensure that agency
officials timely comply with any orders or directives issued by EEOC Administrative

Compliance Indicator

[Measure has been

For all unmet
measures, provide a

. met . g
The agency's system of management controls ensures ?;ffse:g:eaﬂz:m é?
that the agency timely completes all ordered corrective com f;te and attach
action and submits its compliance report to EEOC within p
30 days of such completion an EEOC FORM 715-
Measures y pretion. Yes | No 01 PART H to the
agency's status
report
Does the agency have control over the payroll processing function of the agency? If X
Yes, answer the two questions below.
Are there steps in place fo guarantee responsive, timely, and'predictable X
processing of ordered monetary refief?
Are procedures in place to promptly process other forms of ordered relief? X

Compliance Indicator
The agency's system of management controls ensures

IMeasure has been

met

that the agency timely completes all ordered corrective
Jaction and submits its compliance report to EEQC within]
30 days of such completion.

For all unmet
measures, provide a
brief explanation in
the space below or
complete and attach
an EEOC FORM 715-

Measures Yes | No 01 PART H to the
agency's status
report
ls compliance with EEOC orders encompassed in the performance standards of any X

agency employees?

It s0, please identify the smployees by title in the comments section, and state
how performance is measured.

Supervisors and managers are
evaluated annually on their perfformance
in complying with EEO requirements.

Is the unit charged with the responsibllity for compliance with EEOC orders located X EEO (Office of Civil
in the EEO office? Rights - OCR} office
and Office of
General Counsel
I not, please identify the unit in which it is located, the number of employees. in
the unit, and their grade levels in the comments section.
Have the involved employees received any formal training in EEO corpliance? X




Does the agency promptily provide {o the EEOC the following documentation for.
completing compliance:

Attorney Fees: Copy of check issued for attorney fees and Jjor a narrative
statement by an appropriate agency official, or agency payment order dating the
dollar amount of attorney fees paid?

Awards: A narrative statement by an appropriate agency official stating the
dollar amount and the criteria used to calculate the award?

Back Pay and Interest: Computer print-ouis or payroll documents outlining gross
back pay and interest, copy of any checks issued, narrative statement by an
appropriate agency official of total monies paid?

Compensatory Damages: The final agency decision and evidence of payment, if
made?

Training: Attendance roster at training session(s) or a narrative statement by an
appropriate agency official confirming that specific persons or groups of persons
attended training on a date ceriain?

Personnel Actions (e.g., Reinstatement, Promotion, Hiring, Reassignment):
Copies of SF-50s .

5osting of Notice of Violation: Original signed and dated notice reflecting the
dates that the notice was posted. A copy of the notice will suffice if the original is
not available.

Supplemental Investigation: 1. Copy of letter to cormplainant acknowledging
receipt from EEQC of remanded case. 2. Copy of letter to complainant
transmitting the Report of Investigation (not the RO ifself unless specified). 3.
Copy of request for a hearing (complainant's request or agency's transmittal
letter). )

Final Agency Decision (IEAD): FAD or copy of the complainant's request for a

hearing,

Restoration of Leave: Print-out or statement identifying the amount of leave
restored, if applicable. If not, an explanation or statemant.

Civil Actions: A complete copy of the civil action complaint demonstrating same
issues raised as in compliance matter:

Settlement Agreements: Sighed and dated agresment with specific dollar
amounts, if applicable. Also, appropriate documentation of relief is provided.

. Footnotes:

1. 5ee 29 C.F.R. §1614.102.

2. When an agency makes modifications to its procedures, the procedures must be resubmitted to the Commission. See EEOC
Policy Guidance on Executive Order 13184: Establishing Procedures to Facilitate the Provision of Reasonable Accommodation

(10/20[00), Question 28



STATEMENT of

MODEL PROGRAM Essential Element B: Integration of EEO into the Agency's Strategic Mission The Office of
ESSENTIAL ELEMENT Civil Rights (OCR) Director does not report to the agency head.

DEFICIENCY: :

OBJECTIVE: Due to new end of FY 15 Agency head appointment , review and confirm reporting

structure of the OCR Director.

RESPONSIBLE OFFICIAL:

BBG CEO/Director & Chief of Staff

03/31/2016

COMPLETION

TARGET DATE: 01/31/2017

DATE OBJECTIVE INITIATED:
TARGET DATE FOR 01/31/2017

OF OBJECTIVE:

1. OCR wiil provide benchmarks regarding comparable agency reporting struciures to share with the Chief of Staff and CEO
Director : :

2, Establish a timeframe for the CEQ/Director and Chief of Staff to discuss

3. Notify OCR of the decision before the next MD-716 Report due date




STATEMENT of

Essential Element B: Integration of EEQ into the Agency's Strategic Mission  The OCR

MODEL PROGRAM Director did not present to the head of the agency and senior officials the
ESSENTIAL ELEMENT "State of the A " for the immediately preceeding MD-715 report submissio
DEFICIENCY: e of the Agency” Tor mediately preceeding po sion.
OBJECTIVE: Due to the pravious OCR Director retiring without extensive notice and the uncertainty

regarding when the last "State of the Agency " presentation was provided, plans for a 2016
"Siate of the Agency” to the new CEO/Director and senior officials will be arranged.

RESPONSIBLE OFFICIAL:

Acting OCR Director, Affirmative Employment Program Manager, Chief of Staff and
Director's Offices

COMPLETION OF OBJECTIVE:

e e

TARGET DATE: 04/29/2016

DATE OBJECTIVE INITIATED: 04/04/2016
TARGET DATE FOR 05/31/2016

1. Establish a "State of the Agency" oresentation date with the Director’s Office
2. Hold the state of the agency presentation-within 6 weeks of arranging a date




STATEMENT of
MODEL PROGRAM

Essential Element B: Integration of EEQ into the Agency's Strategic Mission EEO
program officials are not present during agency deliberations prior to decisions regarding

COMPLETION OF OBJECTIVE:

Establish meeting(s) to discuss an

TARGET DATE: 06/30/2016

STATEMENT of

E%S:%\EII\%\ELEMENT recruitment strategies, vacancy projections, succession planning, sclections

OBJECTIVE: Due to current staffing limitations , OCR will coordinate participation when staff resources
are available .

RESPONSIBLE OFFICIAL: CEOQ/Director , OCR Director, Chief of Staff, Budget and Contracts Directors

PATE OBJECTIVE INITIATED: 04/01/2016

TARGET DATE FOR 04/03/2017

d address cngoing OCR Staffing needs with BBG Lead

e R

ership (to include the Chief of Staff,
Director's Office, OCR, Budget and Procurement Offices and any other needed offices identifled.

MODEL PROGRAM Essential Element B The Office of Civil Rights needs sufficient personnel resources to
ESSENTIAL ELEMENT ensure that agency self-assessments and analyses are conducted annually and to
DEFICIENCY: maintain an effective compiaint processing system.

OBJECTIVE: Obtain the needad personne! for OCR to conduct agency self-assessments and self

analyses on an annual basis and maintain an effective compldint processing system.

RESPONSIBLE OFFICIAL:

CEO/Director, Chief of Staff ; OCR Director, Budget and Contracts Director

DATE OBJECTIVE INITIATED:

04/04/2016

TARGET DATE FOR
COMPLETICN OF OBJECTIVE:

08/01/2016




TARGET DATE: 06/30/2016

MODEL PROGRAM
ESSENTIAL ELEMENT
DEFICIENCY:

1. Address OCR staffing/resource needs at the State of the agency presentation with the new CEO/Director
2. Obtain leadership commitment to support further discussion of the needed resources

Essential Element B They are not sufficient resources to enable the agency to conduct a
thorough barrier analyses of its workforce, including the provision of adequate data
collection and tracking systems.

OBJECTIVE:

Continue collaborative efforts between OCR/IT/HR/D & | Council, agency leadership and
other key departments (Budget, Contracts, etc) to obtain the needed sufficient resources
to conduct thorough agency barrier analyses, including adequate data collection and
tracking systems.

RESPONSIBLE OFFICIAL:

OCR Director, Affirmative Employment Program Manager, Chief of Staff, IT, HR, Budget

DATE OBJECTIVE INITIATED:

06/03/2013

TARGET DATE FOR
COMPLETION OF OBJECTIVE:

TARGET DATE: 06/30/2017

1. OCR will need to determine what data tracking resources are currently available from BBG's servicing payroll office (DOD)

2. Determine if the serving payroll office is able to provide OCR direct access to historical agency demographic information,
internal selections and MD-715 data table information and needs , and if so, the subsequent resources required (i.e. cost, time,
and training, etc.) ’

06/30/2017




i

STATEMENT of Essential Element E.4 - Efficiency The agency did not timely issue it's merit Final Agency

MODEL PROGRAM o . - . . o y
Decisions (FADs) 1 aut of 2 times during the review period due and only 66.66.% of formal

ESSENTIAL ELEMENT investigation were timely due to_staffing/budget constraints

DEFICIENCY: investigation were timely due g/budge .

OBJECTIVE: Timely issue FADs and Investigations in accordance with EEOC regulations and
guidelines.

RESPONSIBLE OFFICIAL: Senior Leadership, OCR Director, HRD. Budeget and Procurement Directors

DATE OBJECTIVE INITIATED: 10/01/2013

TARGET DATE FOR .

COMPLETION OF OBJECTIVE; | 9%/30/2016

Obtain needed staffing support to utilize current tracking systems to monit
completion of FADs to ensure they are timely issued by the agency.

or the status of the election and

TARGET DATE: 09/30/2016
If resources and funding are limited, partner with other federal agencies to timely draft pending FADs.

TARGET DATE: 09/30/2014
Obtain FY2016 budget support to Hire or Detail an experienced Complaints Manager from another agency

TARGET DATE: 09/30/2016

, the enc:},r Tssued 2o ” 00%) of Final Agncy Demsmmr;é (FADs)bas: on the merits of the complaints within the
60 day regulatory time-frame, which is a significant increase since 0 of 2 FADs were timely issued in FY 2013

in FY 2015 the agency processed 84% of overall informal counselings in a timely manner.




STATEMENT of
MODEL PROGRAM

Essential Element D — Proactive Prevention In FY 2014, 25 of 28 (89.29%) employees
rejected the Agency’s offer of ADR, and elected to participate in traditional EEQ counseling

poe L FHEMENT at the informal stage of the EEQ complaint process.

OBJECTIVE: To increase employee participation in ADR to resclve EEQ complaints at the
lowest level possible. :

RESPONSIBLE OFFICIAL: OCR Director and Senicr Leadership

DATE OBJECTIVE INITIATED: 10/01/2014

TARGET DATE FOR

COMPLETION OF OBJECTIVE: | 09/30/2015

EEO Counselors will continue to offer and promote ADR to aggrieved persons and respondlng management
officials at the informal stage of the EEQ complaint process.

TARGET DATE: 09/30/2016

During orientation, and mandatory leadership and EEO training, continue to include a segment on ADR that
strongly encourages employees, managers and supervisors to participate in ADR to'resolve disagreements and
conflicts before they escalate into formal complaints and during the formal EEQ complaint process. Consider and
determine whether dedicated ADR and Conflict Resolution training would be useful.

TARGET DATE: 09/30/2016

TARGET DATE: 10/31/2017

The Agency promot

increase in ADR Particpation in FY2015.

Utilize other agency avenues, for example collaboration with the Office of the Ombudsman and employee affinity
groups ta promote the use of ADR fo informally resolve complaints at the lowest level possible, to save money,
time and resources, and to improve employee morale and engagement.

v fferlng it to 100% of ind 5 that ntiated EEO complalnts and at ‘each s age of the
EEO complaint process. Employees, officials, supervisors and managers were alsa trained.and briefed on ADR during
mandatory new employee orientation, leadership and EEQ ftraining. The Agency’s ADR brochure was also provided to all new
employees during orientation, and is available to ail current employees on the Agency’s intranet.  The Agency will continue to
promote ADR as indicated above, and will also start promoting ADR at the Agency’s EEOQ, Diversity & Inclusion Advisary Council
guarterly meetings, which are mostly attended by senlor leadership. Additionally, the Council meetings will be used as a forum tg
discuss the typical employee concerns regarding why they do not feel comfortable directly engaging management during the
ADR process to identify actions that can be laken for employees to feelfknow that ADR is a safe and productive forum to address
and potentially resolve disputes and complalnts at the lowest level possible, which could save them time and energy, and
pOSSIbly reduce the stress related to processing an EEO complaint, which can be a lengthy process. There was a slight




STATEMENT of Essential Element [ - Proactive Prevention of Unlawful Discrimination. The Agency

MODEL PROGRAM currently has access to applicant flow data for its vacancies posted on USAJobs through a
ESSENTIAL ELEMENT MOU with OPM's USAStaffing group. However, the Agency does not have an applicant
DEFICIENCY: tracking system for internal sslsctions and promotions.

OBJECTIVE:

1. Conduct follow-up on a BBG applrcant tracking system for internal selections and
promotions to evaluate the diversity and qualifications of the candidates and selectees.

2. Establish a date {o bring together OCR/T and OHR with input from the D & [ Coundil
to discuss the needs and develop milestones

3. Davelop benchmarking from comparable agencies

4. Determine the required resources needed (Time, cost, training, etc.)

RESPONSIBLE OFFICIAL: OCR, OHR and TS| Directors & Key staff, © & | Council, Budget and Procurement Cffices

DATE OBJECTIVE INITIATED: 03/03/2015

TARGET DATE FOR
" JCOMPLETION OF OBJECTIVE:

12/30/2016

The responsmle off' cials and/ar their representatrves will meet to explore a\rarlable options for developrng an
internal applicant tracking system, and to evaluate the progress of development of the system.

TARGET DATE: 10/30/2015

Build and test the functionality and accuracy of the system.

TARGET DATE: 03/31/2017

Fully implement the internal promotion and applicant tracking system, and conduct analyses and reporting in
accordance with EEOC guidelines.

TARGET DATE: 06/30/2017

In October 201 4, the Agency met part of its objectlve to obtaln app]rcant flow data. The Agency was granted BCCeSS
to the USA Staffing Cognos Applicant Flow Data {(AFD) system, and now can produce AFD reports for vacancies
posted on USAJobs. However, the Agency also wants to be able to track and analyze the AFD for internal
selections and promotions. Therefore, BBG will initiate the process of develaping this system in March 2015, and
hopes to complete this project by the end of the fiscal year.

On March 10, 20186, the OCR detailee asslgned to the AE Program Manager duties now respensible for this project, helda
meeting with an IT manager to cbtain an update on the last status of the project. It was determined a collaborative meeting with

QCR/T and OHR would be scheduled within the next 2-3 months.




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?

‘| EEQC Table B-1: The participation rate for employees with

targeted disabilities In the permanent workforce (0.65%) was
below EEOC?s goal of 2%.

EEOC Table B-6: Due to HRD data system limitations , more
information is required for a full analyses of this section.
EEQC Table B-8; EEQC Tahle B-11: EEQC Table B-14:
Applicant Flow data not available is required to conduct a
thorough analyses. Regained access for 2016 is bring worked
on.

BARRIER ANALYSIS:

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

An analysis of EEQC's Workforce Data Tables B-1, B-6, B-8
and B-11 is required to reveal potential triggers.

An nine;year trend analysis for fiscal years 2007-2014 aiso
shows the participation rates of employees with targeted
disabilities have consistently remained below EEOC's geal of
2%.

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statement of the agency policy, procedurs
or practice that has heen determined to be the barrier of the
undesired condition.

The Agency has not identified a specific policy, procedure or
practice as a barrier lo the employment of persons with
targeted disabilities. However, lack of disclosure of disabilities
by applicants/employees, perceptions amongst hiring officials
and inadequate targeted recruitment for this population may
be factors in the low participation rates for employees with
targeted disabilities. As indicated in the plan below, the
Agency will take the following actions to evaluate and address
this issue.

OBJECTIVE:

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

To ensure the Agency has an effective and
efficient recruitment program for individuals with
targeted disabilities, and the selection process is
valid and fair for all employees.

'|RESPONSIBLE OFFICIAL:

OHR and OCR Directors, and Senior Leadership

DATE OBJECTIVE INITIATED:

10/01/2014

TARGET DATE FOR COMPLETION OF OBJECTIVE:

PLANNED ACTIVITIES TOWARD

06/30/2017

targeted disabilities.

Vocational Rehabilitation {CSAVR), National Employment Team
(NET) and local disability organizations to assist the Agency with the
recruitment, development and retention of qualified persons with

TARGET DATE
COMPLETION OF OBJECTIVE: {Must be specific)
Reestablish partnership with the Council of State Administrators of 06/30/2016°




Re-engage hosting quarterly EEQ, Diversity & Inclusion Advisory
Council meetings to promote the employment and reasonable
accommodation of qualified persons with disabilities, and to provide
leadership and participants with the information, tools and resources
to meet their obligations under the Rehabilitation Act, MD-715 and
other applicable federal regulations and guldelines. Proceed with
council charter revisions to engage more partcipation from managers ,
supervisors and Senior Leaders in support of EEQ, Diversity and
Inclusion

10/31/2016

Meet individually with the head of each office/division to discuss the
recruitment of qualified individuals with disakilities, including the
utilization of the Schedule A excepted service hiring authority.

06/30/2017

Distribute an annual notice encouraging employees to identify/update
thelr disability status in the Agency's database, which will include a
statement regarding federal disability employment initiative and a
notice of confidentiality. .

0143172017

Evaluate the Agency's recruitment program for persons with targeted
disabilities to promote efficiency, and effective collaboration amongst
the offices and officials invelved in the recruitment and selection
process for persons with disabilities.

06/30/2017

Host a careet/Interview fair, at least annually, in collaboration with the
local disability organizations to recruit, evaluate and hirefappoint
qualified persons with targeted disabilities.

08/26/2015

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO CBJECTIVE




In the first quarter of flscal year 2014, as result of the partnership established between BBG and CSAVR, BBG collaborated with
the Department of Aging and Rehabllitative Services to provide comprehensive Disability Employment Awareness training to
Agency leadership at the quarterly EEO, Diversity & Inclusion Advisory Council (EDIAC) meeting. The training was wall
received by attendees. .

The BBG also utilizes its quarterly EDIAC meetings, which are mostly attended by senior leadership, to inform leaders of their
responsibilities to take affirmative actions to make a good faith effort to hire, develop and retain qualified persons with targeted
disabilities. Attendees are also briefed on the tools and resources they can utilize to meet this objective. Furthermore, the
meetings provide a forum whare leadership can discuss barriers to hiringfretaining persons with targeted disabilities, and to
share ideas, successes, and recommendations for becoming a model employer for persons with disabilities.

Additionally, to promote the retention of qualified persons with disabilities, new supervisors and managers are required to
complete leadership training within 6 months of assuming this role or before complstion of their probationary period, which
includes training on the Agency's requirement te provide reasonable accommodations to qualified persons with disabilities that
do not pose an undue hardship to the Agency. Adcditionally, all employees, including leadership, are required to complete online
EEO training at least every 2 years, which includes training on requasting and providing reasonable accommodations to
individuals with disabilities.

In September 2014 the Agency conducted ts first Disability Employment Focus Session in collaboration with the Office of
Disability Employment Policy (ODEP}, which gave employees with disabilities the opportunity fo speak on their recruitment and
employment experlences with the Agency, and to provide recommendations on how fo better recruit and retain qualified persons
with disabllities. The main points that were derived from the session 1.5 hour session were: to 1) Parficipants mainly learned
about employment opportunities at the Agency from colleagues and USAJaobs, and there was no indication participants felt
recruitment efforts should be modified/expanded to attract qualified persons with disabilities; 2) they did not feel comfortable
disclosing thelr disability during the selection process, nor did they feel it was necessary, since it may hinder their chances of
being selected for the position. However, one participant stated he had a visible disabllity and acknowledged during the
selection process there was no indication his condition adversely affected the selection officials perception of him. And more.
importantly he was selected for the position; 3) the selection process can sametimes be long due to the security clearance
process; and 4) upward mobility was a concern for several participants.

Leadership has been natified that OCR will be conducting meetings with each office/division head to discuss disability
employment and recruitment, including utilizing the-Schedule A hiting authority to increase the participation rates of qualified
persons with disabilities in the workforce, and career development and progression for individuals with disabilities. OCR plans
to conduct the meetings from May --June 2015.

Recruitment

With respect to the recruitment of qualified persons with disabilities, the Agency's Office of Human Resources {OHR) and Office
of Civil Rights (OCR) are in the process of collabrating to evaluate the recruitment program and selection process for persons
with disabllilies to promote efficiency and effective collaboration amongst the offices and officials involved in the recruitment and
selection process for perscns with disabilities.

There are future Agency plans to revamp the recruitment program after key officials are consulted to obtain their buy-in and
collaboration from the hiring officials. However, several hiring managers have reported in previous FY's, that they have {aken
the initiative to utilize disability and veteran’s organizations to initiate the process of recruiting qualified candidates with
disabilities.




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?

EEQC Tables A3-1, A3-2, Ad-1 and A4-2

Blacks/African Americans and Asian males were not
employed at the SES level during the review period, and their
participation rates in senior level positions (Grade 15 and
ahove) was lower than their overall participation rates in the
permanent workforce. '

This pattern was reflected over the past five years (2010-
2015).

The participation rates for Blacks tend to start to significantly
decrease (below their participation rate in the permanent
workforce) at grades 12 or 13, and for Asian males their
participation rate tends to decrease at grade GS-14.

Additionally, no Hispanic/Latino males were employed at the
(55-15 level during the review period, and for the past five
years their participation rates at the GS-15 level remained
below their participation rate in the permanent workforce.,

Although the participation rate of Hispanic males in the
permanent workforce was below the CLF, they generally did
not experience a significant drop in their participation rates at
grade levels below GS-15. However, for an unidentified
reascon their participation rate sharply decreased at the GS-15
level {0%), although there is currently 1 Hispanic male
employed at the SES level, and the parlicipation rate at this
level currently exceeds Hispanic males overall participation
rate in the permanent workforce (6.25% v. 5.61%).

The participation rate for Asian females at the GS-15 level
was also below their participation rate in the permanent
workforce. And their participation rates tend to significantly
decrease starting at the GS-13 level. However, there was 1
Asian female employed at the SES level, and their
participation rate at this level closely reflected their
participation rate in the permanent workforce (6.25% v.
6.98%).

It should also be noted that the participation rates for females,
overall, at the senior levels (BES 31.25%, GS-15 37.8%)
were below their participation rate in the permanent workforce
(39.43%).

BARRIER ANALYSIS:

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

An analysis of workforce siatistics, including EEOC
Tables A3 and A4 revealed the conditions stated above.

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statetment of the agency policy, prooedure
or practice that has been determined to be the barrier of the
undesired condition.

The Agency has not identified a specific barrier or condition
that has caused the decrease in the participation rates at the
senior grade levels. However, the lack of turnover at the SES
level may be a factor in addition to other unidentified reasons.
The Agency plans to take the steps listed below to identify
and eliminate the barrier(s) or potential adverse conditions.




OBJECTIVE: To identify and remove barriers to the selection and
. i ) career advancement of Blacks, Asians and Hispanics to

State the alternalive or revised agency policy, procedure or senior level positions through additional barrier

practice to be implemented to correct the undesired analyses and taking the required actions to promote

condition. . ) . wls
EEOQ at alt grade levels, including the senior level within
the Agency.

RESPONSIBLE OFFICIAL: ~ Senior Leadership

DATE OBJECTIVE INITIATED: 10/01/2014

TARGET DATE FOR COMPLETION OF OBJECTIVE: 09/29/2017

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

Continue fo encourage employees in groups with iow participation rates at the | 09/30/2016
senior level to participate in the Agency’s forma! mentoring program to
promote the development of leadership skills to increase their chance of
advancement to senior level positions.

Evaluate the recruitment process for groups with low participation 06/30/2017
rates at the senior level to determine how it can be mare effective,
and collaborate with affinity groups to recruit and develop candidates
from diverse backgrounds for senior level positions.

Meet with senior leadership to encourage them to require supervisors | 08/31/2016
and managers to assess the qualifications and developmental
activities of employees in the feeder pools for senior level positions,
including groups with low participation rafes, against successful senior
leader candidates' qualifications and developmental activities to
create and update existing individual development plans (IDPs} to
include training and development activities to prepare them for
advancement to senior level positions.

Conduct additional applicant flow data analyses and collaborate with | 09/30/2017
HRD, D & | Council and Hiring Cfficials to determine where
recruitment efforts need to be improved/enhanced to also atiract
applicants from groups with low participation rates within the Agency,
and to identify areas in the selection process that warrant further
evaluation to identify barriers to the selection of candidates with low
participation rates at the senior level.

REPORT OF ACCOMPLISHMENTS and MORIFICATIONS TC OBJECTIVE




Applicant Flow Data Analysis

To facilitate the identification of barriers to the selection and advancement of employees to senior level positions, in October
2014 the Agency was granted access fo the USA Staffing Cognos Applicant Flow Data (AFD) system to evaluate the diversity of
the applicant pools and selections for senior level positions.

Since the participation rates at the senior level (GS-15 - SES) have been identified as an area of concern, particularly for Blacks,
Asians and Hispanics, the Agency’s initial evaluation consisted of an analysis of senior level vacancies captured on USAJobs
that had closure dates during the review period where there were selections, which were limited to GS-15 positions, this was
conducted in 2013-14..

The Agency also plans to conduct additional AFD analyses when access is regained in FY 2016 and beyond, including an
analysis of the major occupations that feed into senior level positions to identify specific job series where the Agency should
focus Its evaluation of the selection process to identify barriers to the selection of groups with Jow participation rates in senior
level positions.

*Due to the Agency’s mission, which encompasses internaticnal broadcasting, the CLF for U.S. citizens and non-citizens
nationwide were included in the analysis above, which is the standard measure for the permanent workforce. However, a better
comparison for future analyses may be the average of the ocoupational CLFs for the job series that were combined for the
analysis. The Agency will consult with EEOC on the best measure for future analyses that involve combining select job groups
for analysis. :

Mentoring Program To Promote Career Development

The Agency has a formal mentoring program that was established to provide mentees with developmental opportunities and the
skills necessary to ba successful in a competitive workforce and to advance in their careers. During the review period 11 formal
mentoring partnerships were established (11 mentors and 11 Mentees). The mentees demographics was not available but will
be reviewed and analyzed.

Advisory Council

The Agency has an EEQ, Diversity & Inclusion Advisory Council that is primarily comprised of senior leadership that meets
quarterly to discuss EEO and diversity issues and initiatives so that senior leaders within the Agency are aware of important
EEO and diversity objectives, including upward mobility, and their responsibilities for promoting the development and
advancement of all employees under their supervision and in thelr chain of command. The Council will be re-engaged in
2018, due to an OCR change of staff in FY 2015.

Review of Exit Interviews & Survey Data

The Agency did not have any exit interviews on file for the review period previously; however OCR will request ongoing
inforration from HRD.




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?

EEOC Table A1

Participation Rates for Females

The participation rate for females {39.43%) in the permanent
waorkforce was below the CLF (47.21%).

Additionally, the participation rates for females in the
Broadcasting Equipment Operating-3940 {9.33% v. 11.58%),
Broadcasting, Generat Arts and Information 1001 (36.15% v.
44,16%), Electronics Technician-0856 (0% v. 19.06%) and
Information Technology-2210(15.63% v. 35.11%) major
occupations were below the occupational CLFs.

Part_icipation Rates for Hispanics

The participation rate for Hispanic/Latino females {3.13%) in
the permanent workforce was below the CLF (6.22%).

The participation rates for Hispanic/Latino females were also
below the occupational CLF in the Miscellaneous
Administration & Programs major occupation (0% v. 6.01%).

The participation rate for Hispanic/l.atino males (5.61%) in the
permanent workforce was below the CLF (8.36%).

Their participation rate was also below the occupational CLF
in the Broadcasting Equipment Operating-3940 major
occupation (1.33% v. 8.5%).

Participation Rates for White Females

The participation rate for White females (16.45%) in the
permanent workforce was below the CLF (31.48%).

The participation rates for White females were also below the
occupational CLFs in all the major occupations. However, it
should be noted they were not significantly below the CLFs in
the Electronics Engineering-0855 and General Engineering-
0801 major occupations because the CLF percentages
equated to less than 1 whole person within the job groups. But
there were no females and other minority groups employed in
these major occupations during the review perlod.

EEOC Table A-14

Hispanic/Latino Males separation rate of 5.83% slightly
exceeded their participation rate of 5.61%. White Females?
separation rate of 17.48% exceeded their participation rate of
16.45%.

BARRIER ANALYSIS:

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

An analysis of EEOC’s Workforce Data Tables A-1 and A-14
indicate the conditions above.




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.

The Agency has not Identified a specific policy, procedure or
practice as a barrier to the employment of females, Hispanics
and White females, However, it is in the initial stages of
evaluating the selection process, starting with the applicant
flow data analysis of the major occupations below, and plans
to further evaluate the selection process for flagged areas in
FY 2015 and ongoing to identify and remove barriers to equal
employment opportunity for these groups.

OBJECTIVE:

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

To ensure the Agency’s recruitment program is
attracting a diverse pool of qualified candidates and the
selection process in valid, fair and objective.

RESPONSIBLE OFFICIAL:

Senior Leadership, OCR and OHR Directors

DATE OBJECTIVE INITIATED:

10/16/2014

TARGET DATE FOR COMPLETION OF OBJECTIVE:

09/29f2017

PLANNED ACTIVITIES TOWARD
COMPLETION OF OBJECTIVE:

TARGET DATE
(Must be specific}

Continue to assess applicant fiow data to identify areas that do-not
have diverse pools of qualified candidates or selections to improve
the recruitment program and identify job groups that warrant further
evaluation to determine if there are adverse selection policies or
practices that tend to screen qualified candidates from groups with

low participation rates within the Agency.

1213042016

Collaborate with affinity groups/organizations for women and
Hispanics to increase the visibility of BBG as an employer and to
recruit qualified candidates from these groups including, but not

limited to, forwarding vacancy

09/30/2016

Where possible fill positions at lower grade levels, or near the entry
level that include career ladders to higher grade levels to attract a

diverse pool of qualified candidates.

09/30/2016

REPORT OF ACCOMPLISHMENTS and MODIFICATICNS TO OBJECTIVE




The Agency conducted a preliminary Applicant Flow Data (AFD) analysis in 2013 and 2014 of the data provided by the USA
Staffing Cognos database for major occupations where there were selections during the review period, and where there were
also low participation rates for females, Hispanics and White females in these major occupations within the Agency. However,
since this information was pulled from an external database, in fiscal year 2016 and beyond, the Agency plans to crosscheck the
selection data in Cognos with the information fracked by the Agency's internal database.

Note from Previous FY: It should also be noted it appears the AFD currently capturad by the external system is for the total
workforce. Nonetheless, the AFD serves a good starting point to assess the diversity of the applicant pools. When the Agency
has the capabllity to further refine the data for the permanent and temporary workforees, this information will be assessed and
included in the status report.

Furthermore, due to the mission of BBG, which encompasses international broadcasting in 61 different languages, the U.S. CLF
may not be an appropriate comparison. However, since it Is the standard measure for the MD-715 report it is referenced in this
analysls.

No Current Applicant Flow Data was available for FY 2015, regained access for 2016 is being worked on.

The Agency plans te further assess the selection process for the major occupations where there were small applicant pools
and/for low selection rates for females overall, Hispanics and White females to determine if there are barriers to the effective
recruitment and selection of candidates in these groups.

EEO, Diversity & [nclusion Advisory Council

In fiscal year 2014, during the guarterly EEQ, Diversity & Inclusion Advisory Council meetings feadership was informed of the
Agency's EEO/diversity initiatives and avallable resources to employ, advance and retain a qualified and diverse workforce in
accordance with applicable federal laws, regulations, guidelines and executive orders. In 2016 the Ir & | Council will be re-
engaged due to an OCR staff change in 2015,

Exit Interviews

None of the employees that separated during the fiscal year completed an exit interview prior to leaving the Agency in
2014. Access to this infomration will be addressed with HRD en an ongoing basis in 2016.




Broadeasting Board of Governors

INTERNATIONAL BROADCASTING BUREAU

POLICY STATEMENT ON EQUAL EMPLOYMENT OPPORTUNITY

The Broadcasting Board of Governors (BBG or Agency) is firmly committed to equal
employment opportunity (EEO), diversity, and the promotion of a strong affirmative
employment program. It {s the policy of BBG to provide equal opportunities in employment for
svery employee and job applicant, and to ensure 2 workplace that is free of discrimination on the
basis of race, color, religion, sex (including sexual harassment and sexual orientation), age
(persort 40 years of age and older), national origin, disability (physical and mental), gehetic
information, and retaliation because an individua! engaged in prior EEO activitics. The BBG
strongly promotes the full realization of equal opportunity in employment through a continuing
affirmative program to identify and eliminate discriminatory practices.

EEO principles govern all aspects of the Agency’s personnel policies, programs, practices, and
operations. All phases of the Agency’s employment — recruitment, hiring, retention, evaluations,
promotions, transfers, benefits, assignments, training opportunities, awards, and separations —

-shall be conducted in compliance with the EEQ laws and regulations,

The Agency holds each manager and supervisor accountable for ensuring a continuing
affirmative application and enforcement of this EEO policy. Additionally, managers and
supervisors must continue to take positive steps toward ensuring a supportive work environment
and reaching early resolution of complaints. They must avoid even the appearance of acts of
retaliation against individuals who exsroise their right to file a complaint. Accordingly, equal
opportunity will continue to be a factor in the total performance evaluation’of managers and

supervisots.

Employees are essential in maintaining a work environment of equal opportunities, and have a
motal and legal responsibility to treat all of their colleagues with respect and professionalism.
The BBG strongly supports & workplace free of discrimination and holds every employee
accountable for contributing to the achisvement of a Model EBO Program,

Akl A fog.

Michael Lynton Date
Presiding Governor ‘
Broadcasting Board of Goverhors

September 13, 2012

330 Independence Avenue, SW Washington, DC 20237



Broadcasting Board of Governors
INTERNATIONAL BROADCASTING BUREAU

POLICY STATEMENT ON THE PROHIBITION OF HARASSMENT

It is the policy of the Broadcasting Board of Governors (BBG or Agency) to provide a work
environment free from harassment or intimidation. Harassment is a form of employment
discrimination that yiolates Title VII of the Civil Rights Act of 1964, as amended, the Age
Discrimination in Enployment Act of 1967 (ADEA), the Americans with Disabilities Actof
1990 (ADA), the ADA as amended, and others.

1t is unlawiful to harass a person because of their membership in a protected class under the law.
Harassment is-unwelcome conduet that is based on race, color, religion, sex (inchuding
pregnancy and gender 1dent1ty) national origin, age (40 years or older), disability, or genetic
information. Anti-discrimination laws also prohibit harassment against individuals in retaliation
for filing a discrimination charge, testifying, or participatinﬂ in any way in an investigation,
proceeding, or lawsuit under these laws; or opposing employment practices that they reasonably
believe discriminate against individuals, in violation of these laws.

This unwelcome conduct may include, but is not limited to offensive jokes, slurs, epithets, or name
calling; physwal assaults or threats; intimidation, ridicule or mockery, insults or put-downs;
offensive objects or pictures. Harassment may oceur in a varlety of circumstances, including, but
not limited to: 1) alleged harasser may be the victim’s supervisor, a supervisor in another area, a co-
worker, anyone considered an agent of the employer, or a non-employee; 2) victim need not be the
opposite sex from the alleged harasser; 3) victim need not be the person harassed, but may be
someone affected by the offensive conduct; 4) harassment may oceur without economic injury to or
discharge of the victim; and 5) the alleged harasser’s.conduct must be unwelcome.

Harassment becomes unlawful when: 1} the offensive conduct becomes a condition of continued
employment; or 2) the conduct is severe or pervasive enough to create a work environment that a
reasonable person would consider intimidating, hostile, or abusive,

' Petty slights, anncyances, and isolated incidents (un!ess extremely serious) will not rise to the
level of illegality. While certain conduct may not rise to the level of illegality, all employees
should be allowed to work in an environment free from intitidating and harassing conduet.

Any person who experiences harassment should inform the harasser directly that the conduct is
unwelcome and must stop. Employees should also report harassment to management
immediately to prevent escalation.

Managers and supervisors are responsible for promptly responding to allegations of harassment and
taking appropriate action before the conduct becomes severe and pervasive. They.should clearly
cormmunicate to employees that the Agency takes allegations of this nature very seriously and does
not condone offensive behavior of any kind. They should also communicate that the Agency does
not tolerate retaliation against any employee for making a good-faith report of harassing conduct; or
for conductmg, cooperating with, or participating in any investigation of alleged harassing conduct
or any stage of any legal proceeding (administrative or judicial) that is related,

330 Independence Avenue, SW - Washington, DC 20237




Any Agency employee found to have engaged in harassing conduct in violation of this policy
may be subject to disciplinary action, up to and including removal from Federal service.
Managers and supervisors, who observe or are notified of any unprofessional behavior that may
create an offensive work environment, have a responsibility to take appropriate and effectwe
corrective action immediately to put an end to the harassing ccmduct

April 11,2014

Jefifrey Shell Do
Chairman .
Broadcasting Board of Governors
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