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Part A - Department or Agency Identifying Information

s d Level Zip Agency | FIPS Code
Agency gg?nn ong\rg? Address City State | Code Code (XXXX)
P (XXXXX) | (XXXX)
Department of N/A 1500 Pennsylvania Ave, Washington | DC 20220 R 11001
the Treasury NW

Part B - Total Employment

Total Employment

Permanent Workforce

Temporary Workforce

Total Workforce

Number of Employees

93,385

1,893

95,278

Part C.1 - Head of Agency and Head of Agency Designee

Agency Leadership

Name

Title

Head of Agency

Janet Yellen

Secretary, Department of the Treasury

Head of Agency Designee

J. Trevor Norris

Acting Assistant Secretary for Management

Part C.2 - Agency Official(s) Responsible for Oversight of EEO Program(s)

PPIZ)IQ Phone
EEO Program Name Title Occ_upatlonal and Number Email Address
Staff Series (XXxXx) (XXX-XXX-
Grade
XXXX)
(xXx-xx)
Principal EEO Mariam Director 202-622- .
Director/Official | Harvey (OCRD) 0260 ES 0316 Mariam.Harvey@treasury.gov
Deputy Director : D_eputy 202-622- .
Snider Page | Director 0260 GS-15 Snider.Page@treasury.gov
EEO 0341
(OCRD)
Affirmative Manager of
Employment Tina EEO 0260 Gs-15 | 202622 | 1jh4 | ancaster@treasury.qov
Program Lancaster P 1079
rograms
Manager
Complaint Guizelous
Processing (Guy) Complaints 0260 Gs-15 | 292:622- Giuzelous.Molock@treasury.gov
Program Manager 4178
Molock
Manager
Manager of
Special Tina Manager of 202-622- | Tina.Lancaster@treasury.gov
. EEO 0260 GS-15
Emphasis Lancaster 1079
Programs
Programs
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Diversity & Manager of
Inclusion Tina 9 202-622- | Tina.Lancaster@treasury.gov
EEO 0260 GS-15
Program Lancaster 1079
Programs
Manager
Disability
Program . EEO 202-622- .
Manager Lisa Jones Specialist 0260 GS-14 0315 Lisa.Jones@treasury.gov
(SEPM)
Special
Placement
Program . EEO 202-622- .
Coordinator Lisa Jones Specialist 0260 GS-14 0315 Lisa.Jones@treasury.gov
(Individuals with
Disabilities)
Reasonable
Accommodation | | . EEO 202-622- .
Program Lisa Jones Specialist 0260 GS-14 0315 Lisa.Jones@treasury.gov
Manager
Anti-
Harassment Clarissa EEO 512-499- .
Program Lara Specialist 0260 GS-14 5115 Clarissa.Lara@treasury.gov
Manager
ADR Program Clarissa EEO 512-499- .
Manager Lara Specialist 0260 GS-14 5115 Clarissa.Lara@treasury.gov
Compliance Ellen EEO 202-622- | Ellen.Hawthorne-
Manager Hawthorne- Specialist 0260 GS-14 0341 Cope.nhaver@treasurv gov
9 Copenhaver P :
Principal MD- Denise EEO 202-622- .
715 Preparer Bernfeld Specialist 0260 GS-14 9069 Denise.Bernfeld@treasury.gov
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Part D.1 — List of Subordinate Components Covered in this Report

Please identify the subordinate components within the agency (e.g., bureaus, regions, etc.).

|:| If the agency does not have any subordinate components, please check the box.

FIPS
Subordinate Component City State Country Agency Codes
(Optional) | Code (xxxx) (XXXXX)

Alcohol and Tobacco Tax and Washington DC US TR0 11001
Trade Bureau
Bureau of Engraving and Washington DC us TRAI 11001
Printing
Fiscal Service Parkersburg wv us TRFD 54107
Departmental Offices Washington DC us TR91 11001
Financial Crimes Enforcement Fairfax VA US TRAF 51600
Network
Internal Revenue Service Washington DC us TR93 11001
Internal Revenue Service Chief Washington DC US TR93(88) 11001
Counsel
United States Mint Washington DC us TRAD 11001
Office of the Comptroller of the Washington DC US TRAJ 11001
Currency
Office of the Inspector General Washington DC us TR95 11001
Special Inspector General for .
Troubled Asset Relief Program Washington DC us TRRP 11001
Treasury Inspector General for Washington DC US TRTG 11001

Tax Administration
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Part D.2 — Mandatory and Optional Documents for this Report

In the table below, the agency must submit these documents with its MD-715 report.

Did the agency submit the following mandatory documents? Please L?sl\pl)gnd Yes Comments
Organizational Chart Yes
EEO Policy Statement Yes
Strategic Plan Yes FY 2018-2022
Anti-Harassment Policy and Procedures Yes
Reasonable Accommodation Procedures Yes
Personal Assistance Services Procedures Yes
Alternative Dispute Resolution Procedures Yes

In the table below, the agency may decide whether to submit these documents with its MD-715 report.

Did the agency submit the following optional documents? Please (r)erszgnd Yes Comments
Federal Equal Opportunity Recruitment Program (FEORP) Report Yes
Disabled Veterans Affirmative Action Program (DVAAP) Report Yes
O_pera}t_iqnal Plan for Incr(_aasing Employment of Individuals with No
Disabilities under Executive Order 13548
Diversity and Inclusion Plan under Executive Order 13583 Yes FY 2017-2020
Diversity Policy Statement Yes
Human Capital Strategic Plan Yes FY 2018-2022
EEO Strategic Plan No
Results from most recent Federal Employee Viewpoint Survey Yes
(FEVS) or Annual Employee Survey
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Part E — Executive Summary

All agencies must complete Part E.1; however, only agencies with 199 or fewer employees in permanent FT/PT
appointments are required to complete Part E.2 to E.5. Agencies with 200 or more employees in permanent FT/PT
appointments have the option to Part E.2 to E.5.

Part E.1 - Executive Summary: Mission

Introduction/Mission

This report covers the period of October 1, 2019, through September 30, 2020 and highlights the
Department of the Treasury’s accomplishments during Fiscal Year (FY) 2020 in attaining and maintaining
a model equal employment opportunity (EEQ) Program.

The Department of the Treasury’s Mission

Treasury’s mission is to maintain a strong economy and create economic and job opportunities by
promoting the conditions that enable economic growth and stability at home and abroad, strengthen
national security by combatting threats and protecting the integrity of the financial system, and manage
the U.S. Government'’s finances and resources effectively.

The nearly 100,000 dedicated Treasury employees strive to maintain integrity and uphold the public trust
in all that we do, explore better ways of conducting business through innovation, seek diversity of
thought and expertise to inform our decisions, embrace and adapt to change, and hold ourselves
accountable for accomplishing meaningful results for the American public.

Organization

The Department of the Treasury (Department) is organized into the Departmental Offices, eight operating
bureaus, and three Offices of the Inspectors General. The Departmental Offices is primarily responsible
for the formulation of policy and overseeing the bureaus, which manage major operations.

Organizational Reporting Structure

For Equal Employment Opportunity Commission (EEOC) Management Directive (MD) 715 reporting
purposes, Treasury’s second-level reporting bureaus are:

» Bureau of Engraving and Printing (BEP),

 Fiscal Service (FS),

» Departmental Offices (DO),

* Internal Revenue Service (IRS),

* Internal Revenue Service Office of the Chief Counsel (IRS-CC),
+ Office of the Comptroller of the Currency (OCC), and

* U.S. Mint (Mint).

Bureaus employing fewer than 1,000 employees are required to provide their individual MD-715 reports to
Treasury’s Office of Civil Rights and Diversity (OCRD) for inclusion in the Treasury’s overall report.

These bureaus are Financial Crimes Enforcement Network (FINnCEN), the Office of the Inspector General
(OIG), Special Inspector General for Troubled Asset Relief Program (SIGTARP), Treasury Inspector
General for Tax Administration (TIGTA), and Alcohol and Tobacco Tax and Trade Bureau (TTB).

Each Treasury bureau, regardless of size, has its own distinct reporting structure for its EEO and Human
Resource (HR) offices and programs. Each bureau sets its own policy and procedures regarding the
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hiring, recruitment, and retention of employees within the broad framework of the Department’s Human
Capital Strategy. The OCRD, part of the Departmental Offices’ organizational structure, is primarily
responsible for providing guidance and oversight to the bureaus’ EEO offices.

The Office of Civil Rights and Diversity

The Office of Civil Rights and Diversity administers the Department-wide equal employment opportunity
(EEO) and diversity (EEOD) program by providing policy, oversight, and technical guidance to Treasury
bureaus, including the Departmental Offices, on affirmative employment, special emphasis program
areas, diversity, and EEO complaint processing.

In addition, OCRD oversees Treasury's external civil rights efforts to ensure non-discrimination in
programs operated or funded by the Department of the Treasury. The OCRD’s External Civil Rights
Program ensures individuals are not excluded from participation in, denied the benefits of, or otherwise
subjected to prohibited discrimination under programs or activities conducted or funded by the
Department.

OCRD also manages all stages of the formal complaint process, including final agency actions on
discrimination complaints filed by Treasury employees and applicants for employment.

Part E.2 - Executive Summary: Essential Element A - F

N/A

Part E.3 - Executive Summary: Workforce Analyses

Workforce Demographics

The following are Treasury’s workforce demographic trends over the period of FY 2009 to FY 2020%. The
area where participation rates have been of the most concern government-wide and at the Department
have been the distribution of women and non-Whites in the General Schedule grades (GS) 13 through
15, the Senior Executive Service (SES) and equivalent pay plans (OR, TR, IR and NB), and the
participation rates for Hispanics in the bureaus and within the mission critical occupations.

Additionally, for a cabinet-level agency the size of Treasury, data typically varies only by tenths of a
percent from one year to the next. However, when evaluating trends over time, and as a result of the
bureaus’ efforts to improve diversity in those areas with lower than expected participation rates, Treasury
has noted significant progress for the overall participation rate for Hispanics and people with disabilities
(PWD) and people with targeted disabilities (PWTD).

Participation Rates in the Permanent Workforce

Of the 95,278 Treasury employees at the close of FY 2020, 93,385 are permanent employees?, an
increase of 1,764 (1.93 percent net change) employees from FY 2019.

Treasury and its bureaus continue to utilize the Relevant Civilian Labor Force (RCLF) tool, updated
annually at the end of each fiscal year, which provides a more realistic benchmark comparator. The

! Enterprise Data Management System, Treasury’s system of record, maintains employment data that covers a rolling period of
10 years. Beginning in FY 2018, data for trend analysis was available for FY 2009 through FY 2018.

2 For purposes of analysis, non-appropriated fund employees are included in the workforce totals as permanent or temporary
employees depending on their status.
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RCLF is based off of the National Civilian Labor Force (CLF). However, rather than calculating a
weighted average for all available occupations in the federal government, it calculates the expected labor
force based on a weighted average of only those occupations in Treasury’s workforce.

A comparison of FY 2020 participation rates in Treasury’s permanent workforce for men and women
shows little change since FY 2011. However, based on the RCLF availability rates, we see that women
(61.48 percent compared to 63.61 percent RCLF) and men (38.52 percent compared to 36.39 percent
RCLF) are participating at rates close to their RCLF availability rates. Additionally, based on the RCLF,
Treasury has a better understanding as to why the participation rate for women at the Department is
significantly above the CLF availability rate (48.14 percent CLF compared to 63.61 percent RCLF) and
the participation rate for men is significantly below the CLF availability rate (51.86 percent CLF compared
to 36.39 percent RCLF).

In FY 2009, Treasury’s permanent workforce was 59.90 percent White and 40.10 percent non-White. In
FY 2020, the participation rate for Whites decreased to 52.14 percent of the workforce and non-Whites
increased to 47.86 percent. Thus, Treasury has noted a positive trend in the increased participation rate
for non-Whites in the overall workforce. In fact, Hispanics (12.37 percent compared to 8.54 percent
RCLF), Blacks (27.51 percent compared to 10.72 percent RCLF), Asians (6.54 percent compared to 4.57
percent RCLF), and Native Hawaiian or Other Pacific Islanders (0.18 percent compared to 0.12 percent
RCLF) are participating at rates greater than their RCLF availability rates. American Indian/Alaska
Natives (0.80 percent compared to 0.90 percent RCLF) and Two or More Races (0.45 percent compared
to 0.51 percent) are participating at rates very close to their availability rates. Whites (52.14 percent
compared to 74.63 percent) are the only group participating at rates below their RCLF availability rates.

Treasury Hispanic Workforce

The Hispanic workforce within Treasury continues to be an area of focus for Treasury and its bureaus,
specifically in the GS-13 and above grade levels. The Treasury Hispanic participation rate (12.37
percent) exceeds the RCLF availability rate of 8.54 percent. The participation rate for Hispanics in the
GS 1-10 grade levels (16.35 percent), GS-11 grade (13.78 percent), and GS-12 grade (9.88 percent)
exceed the RCLF availability rate of 8.54 percent.

Among the most populous major occupations (0592: Tax Examining, 0962: Contact Representative,
2210: Information Technology Management, 0512: Internal Revenue Agent, and 0501: Financial
Administration and Program), the Hispanic male participation rate falls below the Occupational Civilian
Labor Force (OCLF) availability rate in three of the occupations: 0592, 2210, and 0512. The Hispanic
female participation rate falls below the OCLF availability rate in three of the most populous major
occupations: 0962, 2210, and 0512.

Throughout FY 2020, based on the joint EEOC/Office of Personnel Management (OPM) memorandum
issued January 18, 2017, Subject: Hispanics in the Federal Workplace, Treasury’s bureaus continued to
conduct focused barrier analysis on the participation rates for Hispanics within the major occupations and
distribution in the GS grades 12 through SES levels to identify and eradicate any barriers to EEO,
consistent with the merit system principles and applicable laws.

Distribution in the Grades

The distribution of women and minorities in Treasury’s workforce has been an area of focus for the
Department. OCRD has closely monitored the distribution of women and non-Whites in the feeder pools
(GS 13 - GS 15) that lead to SES and SES positions. From FY 2009 to FY 2015, Treasury noted an
increased participation rate for women in the GS-13 and GS-15 grades as well as in SES positions.
However, from FY 2015 to FY 2020, Treasury has noted a decrease in the participation rate for women at
the GS-14 through GS-15 and SES level positions.
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At the GS-13 grade level, the participation rate for women increased by 0.83 percent from 49.49 percent
in FY 2009 to 50.32 percent in FY 2015. Similarly, Treasury saw a 0.45 percent increased participation
rate for women at GS-13 grade level from FY 2015 (50.32 percent) to FY 2020 (50.77 percent). At the
GS-14 grade level, the participation rate for women decreased by 0.78 percent from 47.44 percent in FY
2009 to 46.66 percent in FY 2015; the rate decreased 0.23 percent in FY 2020 to 46.43 percent. At the
GS-15 grade level, the participation rate for women increased by 2.22 percent from 44.65 percent in FY
2009 to 46.87 percent in FY 2015; but decreased by 0.47 percent from FY 2015 to FY 2020 (46.40
percent). Furthermore, at the SES level, the participation rate for women increased by 4.72 percent from
35.71 percent in FY 2009 to 40.43 percent in FY 2015; but decreased by 1.44 percent to 38.99 percent in
FY 2020.

At the GS-13 grade level, the participation rate for Hispanics increased by 0.93 percent from 6.07 percent
in FY 2009 to 7.00 percent in FY 2015, and by FY 2020, it increased by an additional 1.31 percent to 8.31
percent. Atthe GS-14 grade level, the participation rate for Hispanics increased by 1.13 percent from
4.54 percent in FY 2009 to 5.67 percent in FY 2015, and by FY 2020, it increased an additional 0.79
percent to 6.46 percent. At the GS-15 grade level, the participation rate for Hispanics increased by 0.45
percent from 3.84 percent in FY 2009 to 4.29 percent in FY 2015, and by FY 2020, it increased an
additional 0.68 to 4.97 percent. Similarly, at the SES level, the participation rate for Hispanics increased
by 1.12 percent from 3.57 percent in FY 2009 to 4.69 percent in FY 2015. However, the participation rate
decreased by 0.32 percent to 4.37 percent in FY 2020 for Hispanics at the SES level.

At the GS-13 grade level, the participation rate for Blacks increased by 1.98 percent from 18.41 percent in
FY 2009 to 20.39 percent in FY 2015, and, the rate increased an additional 1.35 percent to 21.74 percent
in FY 2020. Atthe GS-14 grade level, the participation rate for Blacks increased by 0.97 percent from
17.65 percent in FY 2009 to 18.62 percent in FY 2015 and, by FY 2020, it increased an additional 2.31
percent to 20.93 percent. At the GS-15 grade level, the participation rate for Blacks increased by 1.11
percent, from 15.34 percent in FY 2009 to 16.45 percent in FY 2015; and increased an additional 0.41
percent to 16.86 percent in FY 2020. Atthe SES level, the participation rate for Blacks increased by 2.11
percent from 10.71 percent in FY 2009 to 12.82 percent in FY 2015; and increased an additional 0.79
percent in FY 2020 (13.61 percent).

At the GS-13 grade level, the participation rate for Asians increased by 1.97 percent from 7.09 percent in
FY 2009 to 9.06 percent in FY 2015, and by FY 2020, it increased an additional 1.12 percent to 10.18
percent. At the GS-14 grade level, the participation rate for Asians increased by 3.38 percent from 5.81
percent in FY 2009 to 9.19 percent in FY 2015, by FY 2020, it increased an additional 2.25 percent to
11.44 percent. Atthe GS-15 grade level, the participation rate for Asians increased by 2.64 percent from
3.95 percent in FY 2009 to 6.59 percent in FY 2015, and by FY 2020, it increased an additional 1.76
percent to 8.35 percent. At the SES level, the participation rate for Asians increased slightly by 0.04
percent from 3.75 percent in FY 2009 to 3.79 percent in FY 2015, and by FY 2020, it increased an
additional 0.42 percent to 4.21 percent.

Treasury has a trend of increased participation for all the minority groups in the feeder pools and SES
positions, and, as a result, there was a trend of decreased participation for Whites. At the GS-13 grade
level, the participation rate for Whites decreased by 4.97 percent from 67.31 percent in FY 2009 to 62.34
percent in FY 2015, and by FY 2020, the rate decreased further by 3.85 percent to 58.49 percent. At the
GS-14 grade level, the participation rate for Whites decreased by 5.62 percent from 71.02 percent in FY
2009 to 65.40 percent in FY 2015, by FY 2020, the rate decreased further by 5.40 percent to 60.00
percent. At the GS-15 grade level, the participation rate for Whites decreased by 4.52 percent from 76.30
percent in FY 2009 to 71.78 percent in FY 2015, by FY 2020, the rate decreased further by 3.04 percent
to 68.74 percent. Similarly, at the SES level, the participation rate for Whites decreased by 3.63 percent,
from 81.61 percent in FY 2009 to 77.98 percent in FY 2015 and by 1.34 percent in FY 2020 (76.64
percent).

It is important to note that when one looks at Treasury-wide data as a whole, the progress noted may not
be an accurate reflection of the true progress of each bureau. In fact, the consolidated view of the data
may mask where potential barriers may exist within some of the bureaus. Therefore, a detailed barrier
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analysis based on bureau specific data into possible glass ceilings, blocked pipelines, and glass walls
must be conducted by each of the bureaus. The bureaus are required to complete detailed analysis to
determine if any EEO groups are facing a potential glass ceiling, blocked pipeline, or glass wall, and
based on their findings, develop plans to eliminate identified barriers.

Disability Employment Program
In FY 2020, Treasury exceeded all established goals for PWD and PWTD.

In Treasury’s FY 2009 MD-715 Report submitted to EEOC, Treasury reported a permanent workforce
participation rate of 8.82 percent for PWD and 1.71 percent for PWTD. At the end of FY 2020, Treasury
is pleased to note that we have exceeded the 12 percent goal of participation rates for PWD (13.46
percent) and the goal of 2 percent for PWTD (3.44 percent). Treasury also exceeded the new hire goals
of 12 percent PWD and 2 percent PWTD with 15.69 percent of hires being PWD and 3.17 percent were
PWTD.

Many of Treasury bureaus have also either met or exceeded the new goals:

FY 2020 Disability Participation Rates By Bureau

BEP 1762 321 | 18.22 40 2.27
DO 1840 175 9.51 27 1.47
FINCEN | 271 48 17.71 10 3.69
FS 3506 883 | 25.19| 158 451
IRS 77427 | 10071 | 13.01 | 2780 3.59

IRS-CC | 2032 185 9.10 39 1.92
MINT 1586 363 | 22.89 69 4.35

OocCcC 3535 326 9.22 67 1.90
OIG 160 32 20.00 7 4.38
SIGT 41 2 4.88 0 0.00
TIGTA 730 86 11.78 6 0.82
TTB 495 75 15.15 12 2.42

The goals for the employment of PWD and PWTD include achieving a 12 percent participation rate for
PWD at both the GS-10 and below and at the GS-11 and above grades, as well as the goal to achieve a
2 percent participation rate for PWTD in both groups. We are pleased to note that Treasury’s current
participation rates for PWD (14.70 percent) and PWTD (4.21 percent) at the grades GS-10 and below
exceed the goals of 12 percent and 2 percent. The patrticipation rate for PWD (12.10 percent) and PWTD
(2.70 percent) at the grades GS-11 and above exceed the goals of 12 percent and 2 percent.

Despite the nationwide challenges in FY 2020, Treasury quickly readjusted to its new virtual environment
collaborating with online opportunities. OCRD continued utilizing the established resume database for
veterans to assist the Department with achieving its hiring goals for veterans and PWD. The resume
database also serves as a tool to enhance the Department’s “Be a Champion” initiative, which promotes
the hiring of veterans and PWD in high visibility positions. In conjunction with the bureau audits, the
Department’s Disability Program Manager and the Veterans Employment Coordinator used this platform

to promote the Department’s “Be a Champion Roadshows.” The Roadshows educated Treasury’s key
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stakeholders on the many benefits of hiring veterans and PWD, including utilizing the non-competitive
hire request process for veterans and Schedule A candidates.

During FY 2020, Treasury continued to utilize OPM’s Talent Portal located on USAJobs as a resume
mining database for PWD and veterans. Using the Talent Portal provided Treasury and its bureaus’
hiring managers access to resumes of qualified candidates with disabilities and veterans. The use of this
tool continues to assist Treasury in meeting its participation rate goals and encourages the use of special
hiring authorities, such as Schedule A and the hiring authority for veterans with 30% or more
compensable disability.

In FY 2020, OCRD implemented the Treasury-wide Reasonable Accommodation tracking system to
improve the timeliness and efficiency of providing reasonable accommodations (RA) to qualified PWD.

OCRD has posted its Personal Assistance Service (PAS) policy and procedures to our internal and
external websites. The external link is https://www.treasury.gov/about/organizational-
structure/offices/Mgt/Pages/eeo_programs.aspx. In addition, the Department is pleased to announce its
newest vehicle, a Treasury-wide Blanket Purchase Agreement (BPA) to facilitate the method for fulfilling
requests for PAS Providers nationwide. Providing PAS promotes the assurance of full access to equal
employment opportunity (EEO) to qualifying Treasury employees with targeted disabilities.

OCRD promotes awareness on disability topics within many of its publications: quarterly newsletters,
OCRD Advisory, and Manager’s Alerts. Through these varied sources, the Department ensures that
hiring managers are informed of and encouraged to use various resources and tools that provide
assistance with the employment of PWD, e.g., CAREERS and the disABLED, OPM'’s Bender Consulting
Services, the Division of Rehabilitation Services (DORS), and State Vocational Rehabilitation Agencies.

Part E.4 - Executive Summary: Accomplishments

Accomplishments

The Department is proud of its accomplishments towards maintaining a model EEO program in FY 2020.
The accomplishments below outline our many successes throughout the reporting period:

e Worked with the Bureaus to ensure compliance with Executive Order (EO) 13950, Combating
Race and Sex Stereotyping.

e Collaborated with Bureau EEO and D&l Officers to draft the Treasury’s FY2021-24 D&l and EEO
Strategic Plan.

e Through the bureau audit program, reviewed all phases of FINCEN'’s EEO programs, including
diversity and inclusion (D&I) and EEO complaint process.

e Assisted the Office of the Deputy Assistant Secretary of Human Resources/Chief Human Capital
Officer (DASHR/CHCO) with Human Capital Evaluation of BFS’s EEO and D&l programs.

e Worked with Enterprise Data Management (EDM) and Monster Analytics to improve reporting
capability of workforce analytics, resulting in improved data analysis capabilities around workforce
demographics, as shown by meeting the new EEOC reporting requirements. Trained 100% of
the bureaus in data analysis capabilities enabling bureaus to provide data on demand to
leadership.

e Led quarterly meetings with the Bureaus’ EEO Officers to discuss EEO emerging issues, best
practices and concerns, and the various EEO programs and activities being conducted by the
Bureaus’ EEO offices.

e Promoted the use of the Alternative Dispute Resolution (ADR) Process to resolve EEO disputes.
Collaborated with the bureaus’ ADR Coordinators to establish a Working Group to increase
Treasury’s ADR participation and settlement rates. Developed a list of best practices and
documents that bureaus could use to improve ADR patrticipation and settlement.

e Monitored the Treasury Complaint Management System to ensure continued improvement in the
timely production of final agency decisions and EEO investigations, resulting in at least 97%
timeliness rate for investigations and 89% timeliness for decisions.
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e Contracted with an additional EEO investigative services provider for back up and special
circumstance services.

o Ensured Treasury Shared Neutral (TSN) mediator trainees reach certification status and become
active cadre members.

e As part of Treasury’s FY 2020 ADR Program, coordinated and conducted a Dispute Prevention
training session that emphasized the benefits of ADR; provided one refresher training for current
TSN mediators.

e Continued to monitor the bureau plans to identify the existence of barriers to the employment of
any group and strategies to eliminate any barriers that are uncovered.

e Conducted training sessions with bureau MD-715 preparers on the use of the new MD-715 V2
workforce data tables implemented as part of the FY 2019 reporting cycle.

e Promoted the use of Operation Warfighter Internships as a tool to increase the hiring of veterans
with disabilities.

e Implemented the Treasury-wide Reasonable Accommodation (RA) Tracking System to improve
the timeliness and efficiency of providing reasonable accommodations for qualified persons with
disabilities and improve ability to track data around RAs.

e Exceeded EEOC’s established goals for PWD and PWTD in the overall workforce.

e Exceeded EEOC’s goal that 12 percent of all new permanent hires be PWD (15.69 percent) and
the sub goal that 2 percent of those hires be PWTD (3.17 percent).

e Exceeded EEOC'’s established goals for PWD and PWTD in the GS 10 and below grades and in
the GS 11 and above grades.

e Maintained a cadre of 21 certified trainers to assist the Department in providing Civil Treatment
Training to the workforce.

e Published four OCRD Advisory Newsletters to the workforce and two Manager’s Alerts to
managers and supervisors on information relevant to EEO complaint program matters, changes
to policy and/or procedures, workforce statistics, and important upcoming agency
events/activities.

e Supported Special Emphasis Programs with education and awareness through the use of
newsletters, trainings, and activities.

o Established the Treasury Asian Pacific American (TAPA) Employee Resource Group.

Part E.5 - Executive Summary: Planned Activities

Planned Activities/Conclusion

The Department of the Treasury’s FY 2020 MD-715 Report outlines the many successes in our equal
opportunity programs and activities. The Department is proud of its accomplishments in the areas of
attracting and retaining an increasingly diverse workforce. However, there is a continuing need to
increase workforce diversity, specifically within our mission critical occupations, in senior pay levels and
feeder groups, and to improve the hiring and promotion rates of women, Hispanics, and individuals with
disabilities/targeted disabilities. As we move forward into the next fiscal year, we will maintain our focus
on developing plans to ensure Treasury and its bureaus have the broadest group of diverse, well-qualified
talent from which to recruit.

OCRD’s FY 2021 planned activities include the following:

e Implement President Biden’s Executive Order (EO) 13985, Advancing Racial Equity and Support
for Underserved Communities Throughout the Federal Government, and EO 13988, Preventing
and Combating Discrimination on the Basis of Gender Identity or Sexual Orientation

e Partner with the Bureau EEO Officers to implement the FY 2021-24 Treasury-wide D&l and EEO
Strategic Plan.

¢ Continue a modified version of the bureau audit program while in the FY 2020-2021 pandemic
phase, reviewing at minimum one bureau in all phases of their EEO programs, including diversity
and inclusion, external civil rights, and EEO complaint process.

e Assist DASHR CHCO with the Human Capital Evaluations of IRS’s EEO and D&I programs.

11
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Partner with OCIO, Procurement, and budget to plan for acquisition of a new EEO Complaint
Tracking System to produce EEO reports and transfer data between users more efficiently.
Improve Treasury’s ADR Program by increasing marketing efforts and evaluating processes.
Evaluate the effectiveness of the Treasury Shared Neutrals Program and make improvements.
Hold quarterly meetings with the Bureau EEO Officers to discuss EEO emerging issues, best
practices and concerns, and the various EEO programs and activities being conducted by the
Bureau EEO offices.

Partner with external and internal stakeholders to help generate diverse and qualified pools of
candidates to fill mission-critical occupations; and, design and conduct targeted activities to
promote individuals from all backgrounds, including sponsoring attendance in at least three job
fairs designed to improve diversity, and veterans and disability hiring.

Meet customer training needs by: 1) Expanding the Department’s Training Cadre and
Curriculum; 2) providing at least one webinar or management alert each quarter to increase
awareness; 3) exploring on-line training or train-the-trainer opportunities on cultural competencies
for bureau use (e.g., coordinate implementation plan for LGBTQ Cultural Competency Course
and ensure an advertising campaign during the months related to LGBTQ Observances).
Develop a communications and marketing plan that ensures managers and employees are
educated on Treasury’s personal assistance services (PAS) policy and procedures pursuant to
the implementation of Treasury-wide PAS contract.

Improve Treasury’s external and internal websites related to EEO programs resulting in clear,
accurate, informative, and user-friendly content.

Evaluate Treasury’s New Inclusion Quotient (IQ) Employee Viewpoint Survey (EVS) scores and
participate in HR roundtables.

Implement a customer satisfaction survey measuring effectiveness of EEO and D&l programs.
Evaluate whether changes to SES processes, as a result of the barrier analysis study, have an
impact on the diversity of the SES cadre.

12
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CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

I, Mariam Harvey, Director, Office of Civil Rights and Diversity, 0260, ES , am the

(Insert name above) (Insert official/title/series/grade above)

Principal EEO Director/Official for The Department of the Treasury

(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 EEO MD-715, a further evaluation was conducted and, as appropriate,
EEO Plans for Attaining the Essential Elements of a Model EEO Program, are included with this
Federal Agency Annual EEO Program Status Report.

The agency has also analyzed its workforce 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, national origin, Sex, or disability. EEO Plans to Eliminate Identified Barriers, as
appropriate, are included with this Federal Agency Annual EEO Program Status Report.

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

. Digitally signed by Mariam G. Harvey
Mariam G. Harvey o 751 0s 15 11:46.44 0400 4/15/2021
Signature of Principal EEO Director/Official Date

Certifies that this Federal Agency Annual EEO Program Status Report is in compliance with the EEO
MD-715

1 Digitally signed by John T. Norris
J O h n T . N OITIS pate: 2021.04.29 17:39:38 -04'00° 4/29/2021

Signature of Agency Head or Agency Head Designee Date
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715 - PART G
Agency Self-Assessment Checklist

The Part G Self-Assessment Checklist is a series of questions designed to provide federal agencies with an
effective means for conducting the annual self-assessment required in Part F of MD-715. This self-assessment
permits EEO Directors to recognize, and to highlight for their senior staff, deficiencies in their EEO program that the
agency must address to comply with MD-715's requirements. Nothing in Part G prevents agencies from
establishing additional practices that exceed the requirements set forth in this checklist.

All agencies will be required to submit Part G to EEOC. Although agencies need not submit documentation to
support their Part G responses, they must maintain such documentation on file and make it available to EEOC
upon request.

The Part G checklist is organized to track the MD-715 essential elements. As a result, a single substantive matter
may appear in several different sections, but in different contexts. For example, questions about establishing an
anti-harassment policy fall within Element C (Management and Program Accountability), while questions about
providing training under the anti-harassment policy are found in Element A (Demonstrated Commitment from
Agency Leadership).

For each MD-715 essential element, the Part G checklist provides a series of "compliance indicators." Each
compliance indicator, in turn, contains a series of “yes/no” questions, called “measures.” To the right of the
measures, there are two columns, one for the agency to answer the measure with "Yes", "No", or "NA;" and the
second column for the agency to provide “comments”, if necessary. Agencies should briefly explain any “N/A”
answer in the comments. For example, many of the sub-component agencies are not responsible for issuing final
agency decisions (FADs) in the EEO complaint process, so it may answer questions about FAD timeliness with
"NA" and explain in the comments column that the parent agency drafts all FADs.

A "No" response to any measure in Part G is a program deficiency. For each such "No" response, an agency will
be required in Part H to identify a plan for correcting the identified deficiency. If one or more sub-components
answer “No” to a particular question, the agency-wide/parent agency’s report should also include that “No”
response.
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MD-715 - PART G

Agency Self-Assessment Checklist

Essential Element A: DEMONSTRATED COMMITMENT FROM AGENCY LEADERSHIP

This element requires the agency head to communicate a commitment to equal employment opportunity
and a discrimination-free workplace.

- A.1-The agency issues an effective, up- Measure Comments
Compliance to-date EEO policy statement. Met?
Indicator (Yes/No/NA)
4
Measures
A.la Does the agency annually issue a signed Yes Issued 9/17/2020.
and dated EEO policy statement on agency
letterhead that clearly communicates the
agency’s commitment to EEO for all
employees and applicants? If “yes”, please
provide the annual issuance date in the
comments column. [see MD-715, 11(A)]
A.lb Does the EEO policy statement address all Yes Policy also covers parental
protected bases (age, color, disability, sex status.
(including pregnancy, sexual orientation and
gender identity), genetic information, national
origin, race, religion, and reprisal) contained
in the laws EEOC enforces? [see 29 CFR §
1614.101(a)]
= A.2 — The agency has communicated EEO Measure Comments
Compliance policies and procedures to all employees. Met?
Indicator (Yes/No/NA)
4
Measures
A.2.a Does the agency disseminate the following
policies and procedures to all employees:
A.2a.l Anti-harassment policy? [see MD 715, lI(A)] Yes
A.2.a.2 Reasonable accommodation procedures? Yes
[see 29 C.F.R § 1614.203(d)(3)]
A.2b Does the agency prominently post the Yes
following information throughout the
workplace and on its public website:
A2b.1 The business contact information for its EEO Yes Treasury annually displays
Counselors, EEO Officers, Special Emphasis and updates the name and
Program Managers, and EEO Director? [see contact information for bureau
29 C.F.R 8§ 1614.102(b)(7)] EEO officers. Bureaus display
the specific bureau contact
information. However, at each
Treasury bureau, counseling is
centralized. Therefore,
bureaus post general contact
information on who to contact
to initiate a complaint.
A.2.b.2 Written materials concerning the EEO Yes
program, laws, policy statements, and the
operation of the EEO complaint process?
[see 29 C.F.R § 1614.102(b)(5)]
A.2.b.3 Reasonable accommodation procedures? Yes https://www.treasury.gov/about



https://www.treasury.gov/about/organizational-structure/offices/Mgt/Documents/FY%202012%20Interim%20Reasonable%20Accommodation%20Policy%20and%20Procedures.pdf
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[see 29 C.F.R. § 1614.203(d)(3)(i)] If so,
please provide the internet address in the
comments column.

/organizational-
structure/offices/Mgt/Documen

ts/IFY%202012%20Interim%20
Reasonable%20Accommodati
on%20Policy%20and%20Proc

edures.pdf

A.2.c

Does the agency inform its employees about
the following topics:

A.2.c.1l

EEO complaint process? [see 29 CFR 8§
1614.102(a)(12) and 1614.102(b)(5)] If “yes”,
please provide how often.

Yes

It is posted on both the internal
and external websites,
discussed as part of new
employee and manager
orientation sessions, and it is
posted in common
areas/breakrooms.
Additionally, every two years
as part of the No FEAR Act
training, the information is
shared with employees.

A.2.c.2

ADR process? [see MD-110, Ch. 3(II)(C)] If
“yes”, please provide how often.

Yes

It is posted on both the internal
and external websites and
discussed as part of new
employee and manager
orientation sessions.
Additionally, Treasury
conducts an annual Conflict
Resolution week which
highlights the importance of
ADR and conflict resolution.

A.2.c.3

Reasonable accommodation program? [see
29 CFR 8§ 1614.203(d)(7)(ii)(C)] If “yes”,
please provide how often.

Yes

It is posted on both the internal
and external websites
(https://home.treasury.gov/abo
ut/offices/management/civil-
rights-and-diversity/eeo-and-
civil-rights-policies) and
discussed during new
employee and manager
orientation sessions.
Additionally, every two years
as part of the No FEAR Act
training, the information is
shared with employees.

A.2.c.4

Anti-harassment program? [see EEOC
Enforcement Guidance on Vicarious
Employer Liability for Unlawful Harassment
by Supervisors (1999), § V.C.1] If “yes”,
please provide how often.

Yes

It is posted on both the internal
and external websites and
discussed during new
employee and manager
orientation sessions.
Additionally, every two years
as part of the No FEAR Act
training and annually as part of
Prevention of Sexual
Harassment (POSH) training.

A.2.c.5

Behaviors that are inappropriate in the
workplace and could result in disciplinary

Yes

It is discussed in new
employee and manager



https://www.treasury.gov/about/organizational-structure/offices/Mgt/Documents/FY%202012%20Interim%20Reasonable%20Accommodation%20Policy%20and%20Procedures.pdf
https://www.treasury.gov/about/organizational-structure/offices/Mgt/Documents/FY%202012%20Interim%20Reasonable%20Accommodation%20Policy%20and%20Procedures.pdf
https://www.treasury.gov/about/organizational-structure/offices/Mgt/Documents/FY%202012%20Interim%20Reasonable%20Accommodation%20Policy%20and%20Procedures.pdf
https://www.treasury.gov/about/organizational-structure/offices/Mgt/Documents/FY%202012%20Interim%20Reasonable%20Accommodation%20Policy%20and%20Procedures.pdf
https://www.treasury.gov/about/organizational-structure/offices/Mgt/Documents/FY%202012%20Interim%20Reasonable%20Accommodation%20Policy%20and%20Procedures.pdf
https://www.treasury.gov/about/organizational-structure/offices/Mgt/Documents/FY%202012%20Interim%20Reasonable%20Accommodation%20Policy%20and%20Procedures.pdf
https://home.treasury.gov/about/offices/management/civil-rights-and-diversity/eeo-and-civil-rights-policies
https://home.treasury.gov/about/offices/management/civil-rights-and-diversity/eeo-and-civil-rights-policies
https://home.treasury.gov/about/offices/management/civil-rights-and-diversity/eeo-and-civil-rights-policies
https://home.treasury.gov/about/offices/management/civil-rights-and-diversity/eeo-and-civil-rights-policies
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action? [5 CFR § 2635.101(b)] If “yes”,
please provide how often.

orientation sessions, included
as part of the No FEAR Act

training conducted every two
years, and provided annually
as part of the POSH training.

- A.3 - The agency assesses and ensures Measure Comments
Compliance EEO principles are part of its culture. Met?
Indicator (Yes/No/NA)
4
Measures
A.3.a Does the agency provide recognition to Yes Bureaus identified the Annual
employees, supervisors, managers, and Rittenhouse Award,
units demonstrating superior performance awards
accomplishment in equal employment (mandatory diversity and
opportunity? [see 29 CFR § 1614.102(a) (9)] inclusion (D&l) and
If “yes”, provide one or two examples in the supervisory performance
comments section. goals), monetary and non-
monetary group, and individual
spot awards.
A.3.b Does the agency utilize the Federal Yes

Employee Viewpoint Survey or other climate
assessment tools to monitor the perception
of EEO principles within the workforce? [see
5 CFR Part 250]

Essential Element B: INTEGRATION OF EEO INTO THE AGENCY’S STRATEGIC MISSION

This element requires that the agency’s EEO programs are structured to maintain a workplace that is free
from discrimination and support the agency’s strategic mission.

-
Compliance
Indicator

. 2

Measures

B.1 - The reporting structure for the EEO
program provides the principal EEO
official with appropriate authority and
resources to effectively carry out a
successful EEO program.

Measure
Met?
(Yes/No/NA)

Comments

B.l.a

Is the agency head the immediate supervisor
of the person (“EEO Director”) who has day-
to-day control over the EEO office? [see 29
CFR 8§1614.102(b)(4)]

No

OCRD’s Director reports to the
Assistant Secretary for
Management (ASM), who is
the EEO Officer for Treasury.

B.l.a.l

If the EEO Director does not report to the
agency head, does the EEO Director report
to the same agency head designee as the
mission-related programmatic offices? If
“yes,” please provide the title of the agency
head designee in the comments.

Yes

OCRD'’s Director reports to the
ASM, who is the EEO Officer
for Treasury.

B.1.a.2

Does the agency’s organizational chart
clearly define the reporting structure for the
EEO office? [see 29 CFR §1614.102(b)(4)]

Yes

B.1.b

Does the EEO Director have a regular and
effective means of advising the agency head
and other senior management officials of the
effectiveness, efficiency and legal
compliance of the agency’s EEO program?
[see 29 CFR 8§1614.102(c)(1); MD-715
Instructions, Sec. I]

Yes
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B.1.c

During this reporting period, did the EEO
Director present to the head of the agency,
and other senior management officials, the
"State of the agency" briefing covering the
six essential elements of the model EEO
program and the status of the barrier
analysis process? [see MD-715 Instructions,
Sec. 1)] If “yes”, please provide the date of
the briefing in the comments column.

Yes

OCRD presented the FY 2019
State of the Agency (SOA)
briefing to Agency Head
designee on 05/28/2020.

B.1.d

Does the EEO Director regularly participate
in senior-level staff meetings concerning
personnel, budget, technology, and other
workforce issues? [see MD-715, II(B)]

Yes

-

Compliance
Indicator

4

Measures

B.2 — The EEO Director controls all
aspects of the EEO program.

Measure
Met?
(Yes/No/NA)

Comments

B.2.a

Is the EEO Director responsible for the
implementation of a continuing affirmative
employment program to promote EEO and to
identify and eliminate discriminatory policies,
procedures, and practices? [see MD-110,
Ch. 1(lIN(A); 29 CFR §1614.102(c)]

Yes

B.2.b

Is the EEO Director responsible for
overseeing the completion of EEO
counseling [see 29 CFR 81614.102(c)(4)]

Yes

Bureau EEO Officers are
responsible for counseling in
connection with their
respective bureau EEO
complaints of discrimination.

B.2.c

Is the EEO Director responsible for
overseeing the fair and thorough
investigation of EEO complaints? [see 29
CFR 81614.102(c)(5)] [This question may not
be applicable for certain subordinate level
components.]

Yes

B.2d

Is the EEO Director responsible for
overseeing the timely issuance of final
agency decisions? [see 29 CFR
§1614.102(c)(5)] [This question may not be
applicable for certain subordinate level
components.]

Yes

B.2.e

Is the EEO Director responsible for ensuring
compliance with EEOC orders? [see 29 CFR
§8 1614.102(e); 1614.502]

Yes

B.2.f

Is the EEO Director responsible for
periodically evaluating the entire EEO
program and providing recommendations for
improvement to the agency head? [see 29
CFR §1614.102(c)(2)]

Yes

B.2.g

If the agency has subordinate level
components, does the EEO Director provide
effective guidance and coordination for the
components? [see 29 CFR 88
1614.102(c)(2) and (c)(3)]

Yes
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-
Compliance
Indicator

¥

Measures

B.3 - The EEO Director and other EEO
professional staff are involved in, and
consulted on, management/personnel
actions.

Measure
Met?
(Yes/No/NA)

Comments

B.3.a

Do EEO program officials participate in
agency meetings regarding workforce
changes that might impact EEO issues,
including strategic planning, recruitment
strategies, vacancy projections, succession
planning, and selections for training/career
development opportunities? [see MD-715,

LI(2))]

Yes

B.3.b

Does the agency’s current strategic plan
reference EEO / diversity and inclusion
principles? [see MD-715, lI(B)] If “yes”,
please identify the EEO principles in the
strategic plan in the comments column.

Yes

Treasury’s Strategic Goal

5.1.C

Improve diversity and
engagement through
transparency, fairness, and

inclusion.

-
Compliance
Indicator

2

Measures

B.4 - The agency has sufficient budget
and staffing to support the success of its
EEO program.

Measure
Met?
(Yes/No/NA)

Comments

B.4.a

Pursuant to 29 CFR 81614.102(a)(1), has
the agency allocated sufficient funding and
qualified staffing to successfully implement
the EEO program, for the following areas:

B.4.a.l

to conduct a self-assessment of the agency
for possible program deficiencies? [see MD-
715, 1I(D)]

Yes

B.4.a.2

to enable the agency to conduct a thorough
barrier analysis of its workforce? [see MD-
715, 1I(B)]

Yes

B.4.a.3

to timely, thoroughly, and fairly process EEO
complaints, including EEO counseling,
investigations, final agency decisions, and
legal sufficiency reviews? [see 29 CFR §
1614.102(c)(5) & 1614.105(b) — (f); MD-110,
Ch. 1(IV)(D) & 5(1V); MD-715, II(E)]

Yes

B.4.a.4

to provide all supervisors and employees
with training on the EEO program, including
but not limited to retaliation, harassment,
religious accommodations, disability
accommodations, the EEO complaint
process, and ADR? [see MD-715, lI(B) and
[II(C)] If not, please identify the type(s) of
training with insufficient funding in the
comment column.

Yes

B.4.a.5

to conduct thorough, accurate, and effective
field audits of the EEO programs in
components and the field offices, if

Yes
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applicable? [see 29 CFR §1614.102(c)(2)]

B.4.a.6 to publish and distribute EEO materials (e.g. Yes
harassment policies, EEO posters,
reasonable accommodations procedures)?
[see MD-715, 11(B)]

B.4.a.7 to maintain accurate data collection and Yes
tracking systems for the following types of
data: complaint tracking, workforce
demographics, and applicant flow data? [see
MD-715, II(E)]. If not, please identify the
systems with insufficient funding in the
comments section.

B.4.a.8 to effectively administer its special emphasis Yes
programs (such as, Federal Women'’s
Program, Hispanic Employment Program,
and People with Disabilities Program
Manager)? [5USC § 7201; 38 USC § 4214;
5 CFR § 720.204; 5 CFR § 213.3102(t) and
(u); 5 CFR § 315.709]

B.4.a.9 to effectively manage its anti-harassment Yes
program? [see MD-715 Instructions, Sec. I);
EEOC Enforcement Guidance on Vicarious
Employer Liability for Unlawful Harassment
by Supervisors (1999), § V.C.1]

B.4.a.10 to effectively manage its reasonable Yes
accommodation program? [see 29 CFR §
1614.203(d)(4)(ii)]

B.4.a.11 to ensure timely and complete compliance Yes
with EEOC orders? [see MD-715, 1I(E)]
B.4.b Does the EEO office have a budget that is Yes

separate from other offices within the
agency? [see 29 CFR § 1614.102(a)(1)]

B.4.c Are the duties and responsibilities of EEO Yes
officials clearly defined? [see MD-110, Ch.
1(IND(A), 2(111), & 6(111)]

B.4.d Does the agency ensure that all new Yes
counselors and investigators, including
contractors and collateral duty employees,
receive the required 32 hours of training,
pursuant to Ch. 2(1N(A) of MD-1107?

B.4.e Does the agency ensure that all experienced Yes
counselors and investigators, including
contractors and collateral duty employees,
receive the required 8 hours of annual
refresher training, pursuant to Ch. 2(11)(C) of

MD-110?
- B.5 - The agency recruits, hires, Measure Comments
Compliance develops, and retains supervisors and Met?
Indicator managers who have effective managerial, | (Yes/No/NA)
r 3 communications, and interpersonal skills.
Measures
B.5.a Pursuant to 29 CFR § 1614.102(a)(5), have

all managers and supervisors received
training on their responsibilities under the
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following areas under the agency EEO
program:

B.5.a.1

EEO Complaint Process? [see MD-
715(1D(B)]

Yes

B.5.a.2

Reasonable Accommodation Procedures?
[see 29 C.F.R. § 1614.102(d)(3)]

Yes

B.5.a.3

Anti-Harassment Policy? [see MD-715(1)(B)]

Yes

B.5.a.4

Supervisory, managerial, communication,
and interpersonal skills in order to supervise
most effectively in a workplace with diverse
employees and avoid disputes arising from
ineffective communications? [see MD-715,

(8]

Yes

B.5.a.5

ADR, with emphasis on the federal
government’s interest in encouraging mutual
resolution of disputes and the benefits
associated with utilizing ADR? [see MD-
715(ID(E)]

Yes

-
Compliance
Indicator

4

Measures

B.6 — The agency involves managers in
the implementation of its EEO program.

Measure
Met?
(Yes/No/NA)

Comments

B.6.a

Are senior managers involved in the
implementation of Special Emphasis
Programs? [see MD-715 Instructions, Sec. I]

Yes

B.6.b

Do senior managers participate in the barrier
analysis process? [see MD-715 Instructions,
Sec. ]

Yes

B.6.c

When barriers are identified, do senior
managers assist in developing agency EEO
action plans (Part |, Part J, or the Executive
Summary)? [see MD-715 Instructions, Sec. |]

Yes

B.6.d

Do senior managers successfully implement
EEO Action Plans and incorporate the EEO
Action Plan Objectives into agency strategic
plans? [29 CFR § 1614.102(a)(5)]

Yes

Essential Element C: MANAGEMENT AND PROGRAM ACCOUNTABILITY
This element requires the agency head to hold all managers, supervisors, and EEO officials responsible for
the effective implementation of the agency’s EEO Program and Plan.

- C.1-The agency conducts regular Measure Comments
Compliance internal audits of its component and field Met?
Indicator offices. (Yes/No/NA)
4
Measures
C.la Does the agency regularly assess its Yes Annually and before the

component and field offices for possible EEO
program deficiencies? [see 29 CFR
§1614.102(c)(2)] If "yes”, please provide the
schedule for conducting audits in the
comments section.

submission of the bureau MD-
715 reports to EEOC, OCRD
evaluates their submissions
and provides feedback on the
status of deficiencies,
implementation of planned
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activities to mitigate
deficiencies, and recommends
additional measures required
to mitigate noted deficiencies.
In FY 2020, OCRD conducted
an audit review of FINnCEN’s (in
February) EEO and diversity
and inclusion programs.
OCRD also assisted in the
Human Capital Evaluation of
BFS’s EEO and D&l
Programs. OCRD will conduct
an audit of BEP’s and DO’s
EEO Programs during FY
2021 when the workforce
returns after the pandemic.
OCRD will also participate in
the Human Capital Evaluation
of IRS’s EEO and D&l
Programs in February 2021.

C.lb

Does the agency regularly assess its
component and field offices on their efforts to
remove barriers from the workplace? [see 29
CFR 81614.102(c)(2)] If "yes”, please
provide the schedule for conducting audits in
the comments section.

Yes

Annually and before the
submission of the bureau MD-
715 reports to EEOC, OCRD
evaluates their submissions
and provides feedback on the
status of deficiencies,
implementation of planned
activities to mitigate
deficiencies, and recommends
additional measures required
to mitigate noted deficiencies.
In FY 2020, OCRD conducted
an audit review of FINnCEN'’s (in
February) EEO, civil rights,
and diversity and inclusion
programs. OCRD also
assisted in the Human Capital
Evaluation of BFS’s EEO and
D&l Programs. OCRD will
conduct an audit of BEP’s and
DO’s EEO Programs during
FY 2021 when the workforce
returns after the pandemic.
OCRD will also participate in
the Human Capital Evaluation
of IRS’s EEO and D&l
Programs in February 2021.

C.lc

Do the component and field offices make
reasonable efforts to comply with the
recommendations of the field audit? [see
MD-715, 1I(C)]

Yes

Following an Audit (within 6
months), bureaus are required
to submit a compliance report
to OCRD.
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-
Compliance
Indicator

4

Measures

C.2 —The agency has established
procedures to prevent all forms of EEO
discrimination.

Measure
Met?
(Yes/No/NA)

Comments

C.2a

Has the agency established comprehensive
anti-harassment policy and procedures that
comply with EEOC’s enforcement guidance?
[see MD-715, II(C); Enforcement Guidance
on Vicarious Employer Liability for Unlawful
Harassment by Supervisors (Enforcement
Guidance), EEOC No. 915.002, § V.C.1
(June 18, 1999)]

Yes

C.2al

Does the anti-harassment policy require
corrective action to prevent or eliminate
conduct before it rises to the level of unlawful
harassment? [see EEOC Enforcement
Guidance on Vicarious Employer Liability for
Unlawful Harassment by Supervisors (1999),
§ V.C.1]

Yes

C.2az2

Has the agency established a firewall
between the Anti-Harassment Coordinator
and the EEO Director? [see EEOC Report,
Model EEO Program Must Have an Effective
Anti-Harassment Program (2006]

Yes

C.2as3

Does the agency have a separate procedure
(outside the EEO complaint process) to
address harassment allegations? [see
Enforcement Guidance on Vicarious
Employer Liability for Unlawful Harassment
by Supervisors (Enforcement Guidance),
EEOC No. 915.002, § V.C.1 (June 18, 1999)]

Yes

C.2.a4d

Does the agency ensure that the EEO office
informs the anti-harassment program of all
EEO counseling activity alleging
harassment? [see Enforcement Guidance,
V.C]

Yes

C.2.a5b

Does the agency conduct a prompt inquiry
(beginning within 10 days of notification) of
all harassment allegations, including those
initially raised in the EEO complaint process?
[see Complainant v. Dep’t of Veterans
Affairs, EEOC Appeal No. 0120123232 (May
21, 2015); Complainant v. Dep’t of Defense
(Defense Commissary Agency), EEOC
Appeal No. 0120130331 (May 29, 2015)] If
“no”, please provide the percentage of
timely-processed inquiries in the comments
column.

No

The Office of the Comptroller
of the Currency (OCC)
reported that they did not
promptly conduct all inquiries
within 10 days of notification.
OCC provided a comment on
its PART G that OCC will
begin an internal review
process in FY 2021 to
examine the program and
such occasions to determine if
changes are needed.

C.2.a6

Do the agency’s training materials on its anti-
harassment policy include examples of
disability-based harassment? [see 29 CFR
1614.203(d)(2)]

Yes

C.2b

Has the agency established disability
reasonable accommodation procedures that

No

All Treasury bureaus, with the
exception of IRS and TTB,
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comply with EEOC’s regulations and
guidance? [see 29 CFR 1614.203(d)(3)]

reasonable accommodation
(RA) policies have been
updated, reviewed, and
approved by OCRD. Those
revisions were submitted to
EEOC for review and
approval. In the interim,
Treasury has directed bureaus
to post interim policies and
procedures pending EEOC’s
approval. Once approved,
bureaus will replace their
interim policies and
procedures with the EEOC
approved RA policies and
procedures.

Treasury’s RA Policy and
Procedures was approved by
the EEOC on February 3,
2021.

C2b1

Is there a designated agency official or other
mechanism in place to coordinate or assist
with processing requests for disability
accommodations throughout the agency?
[see 29 CFR 1614.203(d)(3)(D)]

Yes

C2b.2

Has the agency established a firewall
between the Reasonable Accommodation
Program Manager and the EEO Director?
[see MD-110, Ch. 1(IV)(A)]

Yes

C.2.b.3

Does the agency ensure that job applicants
can request and receive reasonable
accommodations during the application and
placement processes? [see 29 CFR
1614.203(d)(1)(i(B)]

Yes

C2b4

Do the reasonable accommodation
procedures clearly state that the agency
should process the request within a
maximum amount of time (e.g., 20 business
days), as established by the agency in its
affirmative action plan? [see 29 CFR
1614.203(d)(3)(i)(M)]

Yes

C.2.b5

Does the agency process all accommodation
requests within the time frame set forth in its
reasonable accommodation procedures?
[see MD-715, 1I(C)] If “no”, please provide
the percentage of timely-processed requests
in the comments column.

No

IRS reported that it timely
processed 28% of its requests.
IRS has prepared a PART H in
their MD-715 report that
addresses this matter.

C.2.c

Has the agency established procedures for
processing requests for personal assistance
services that comply with EEOC’s
regulations, enforcement guidance, and
other applicable executive orders, guidance,
and standards? [see 29 CFR
1614.203(d)(6)]

Yes
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C2c.1

Does the agency post its procedures for
processing requests for Personal Assistance
Services on its public website? [see 29 CFR
§ 1614.203(d)(5)(v)] If “yes”, please provide
the internet address in the comments
column.

Yes

https://www.treasury.gov/about
structure/offices/Mgt/Documen
ts/PAS-Policy-and-
Procedures-as-OCT-2018.pdf

-
Compliance
Indicator

2

Measures

C.3 - The agency evaluates managers and
supervisors on their efforts to ensure
equal employment opportunity.

Measure
Met?
(Yes/No/NA)

Comments

C.3.a

Pursuant to 29 CFR §1614.102(a)(5), do all
managers and supervisors have an element
in their performance appraisal that evaluates
their commitment to agency EEO policies
and principles and their participation in the
EEO program?

Yes

C.3.b

Does the agency require rating officials to
evaluate the performance of managers and
supervisors based on the following activities:

C.3b.1

Resolve EEO
problems/disagreements/conflicts, including
the participation in ADR proceedings? [see
MD-110, Ch. 3.1]

Yes

C.3.b.2

Ensure full cooperation of employees under
his/her supervision with EEO officials, such
as counselors and investigators? [see 29
CFR 8§1614.102(b)(6)]

Yes

C.3.b.3

Ensure a workplace that is free from all forms
of discrimination, including harassment and
retaliation? [see MD-715, II(C)]

Yes

C.3.b4

Ensure that subordinate supervisors have
effective managerial, communication, and
interpersonal skills to supervise in a
workplace with diverse employees? [see MD-
715 Instructions, Sec. 1]

Yes

C.3.b.5

Provide religious accommodations when
such accommodations do not cause an
undue hardship? [see 29 CFR
§1614.102(a)(7)]

Yes

C.3.b.6

Provide disability accommodations when
such accommodations do not cause an
undue hardship? [ see 29 CFR
8§1614.102(a)(8)]

Yes

C.3.b.7

Support the EEO program in identifying and
removing barriers to equal opportunity. [see
MD-715, II(C)]

Yes

C.3.b.8

Support the anti-harassment program in
investigating and correcting harassing
conduct. [see Enforcement Guidance, V.C.2]

Yes

C.3b.9

Comply with settlement agreements and
orders issued by the agency, EEOC, and
EEO-related cases from the Merit Systems
Protection Board, labor arbitrators, and the

Yes
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Federal Labor Relations Authority? [see MD-
715, I(C)]

C.3.c

Does the EEO Director recommend to the
agency head improvements or corrections,
including remedial or disciplinary actions, for
managers and supervisors who have failed in
their EEO responsibilities? [see 29 CFR
8§1614.102(c)(2)]

Yes

c.3d

When the EEO Director recommends
remedial or disciplinary actions, are the
recommendations regularly implemented by
the agency? [see 29 CFR §1614.102(c)(2)]

Yes

-
Compliance
Indicator

4

Measures

C.4 - The agency ensures effective
coordination between its EEO programs
and Human Resources (HR) program.

Measure
Met?
(Yes/No/NA)

Comments

C.4.a

Do the HR Director and the EEO Director
meet regularly to assess whether personnel
programs, policies, and procedures conform
to EEOC laws, instructions, and
management directives? [see 29 CFR
§1614.102(a)(2)]

Yes

C4b

Has the agency established
timetables/schedules to review at regular
intervals its merit promotion program,
employee recognition awards program,
employee development/training programs,
and management/personnel policies,
procedures, and practices for systemic
barriers that may be impeding full
participation in the program by all EEO
groups? [see MD-715 Instructions, Sec. ]

Yes

CA4c

Does the EEO office have timely access to
accurate and complete data (e.g.,
demographic data for workforce, applicants,
training programs, etc.) required to prepare
the MD-715 workforce data tables? [see 29
CFR 81614.601(a)]

Yes

c.4d

Does the HR office timely provide the EEO
office with access to other data (e.g., exit
interview data, climate assessment surveys,
and grievance data), upon request? [see
MD-715, 1I(C)]

Yes

CA4e

Pursuant to Section II(C) of MD-715, does
the EEO office collaborate with the HR office
to:

C4el

Implement the Affirmative Action Plan for
Individuals with Disabilities? [see 29 CFR
§1614.203(d); MD-715, 11(C)]

Yes

C4e2

Develop and/or conduct outreach and
recruiting initiatives? [see MD-715, 11(C)]

Yes

C.4.e3

Develop and/or provide training for managers
and employees? [see MD-715, 11(C)]

Yes
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CdeAs Identify and remove barriers to equal Yes
opportunity in the workplace? [see MD-715,
1I(®]]
C.4.e5 Assist in preparing the MD-715 report? [see Yes
MD-715, 1I(C)]
ot C.5 - Following a finding of Measure Comments
Compliance discrimination, the agency explores Met?
Indicator whether it should take a disciplinary (Yes/No/NA)
r B action.
Measures

Cbha Does the agency have a disciplinary policy Yes
and/or table of penalties that covers
discriminatory conduct? [see 29 CFR §
1614.102(a)(6); see also Douglas v.

Veterans Administration, 5 MSPR 280
(1981)]

C5b When appropriate, does the agency Yes There were three (3) notices of
discipline or sanction managers and adverse actions against three
employees for discriminatory conduct? [see (3) managers/supervisors
29 CFR 81614.102(a)(6)] If “yes”, please based on a finding of
state the number of disciplined/sanctioned discrimination in the EEO
individuals during this reporting period in the complaint. One (1) manager
comments. was verbally counseled based

on a finding of discrimination.

C.5.c If the agency has a finding of discrimination Yes
(or settles cases in which a finding was
likely), does the agency inform managers
and supervisors about the discriminatory
conduct? [see MD-715, 1I(C)]

— C.6 — The EEO office advises Measure Comments
Compliance managers/supervisors on EEO matters. Met?

Indicator (Yes/No/NA)

.

Measures

C.6.a Does the EEO office provide Yes The OCRD Director updates
management/supervisory officials with the ASM as issues arise. The
regular EEO updates on at least an annual OCRD Director also
basis, including EEO complaints, workforce participates in the ASM’s bi-
demographics and data summaries, legal weekly senior staff meetings.
updates, barrier analysis plans, and special Additionally, the ASM has
emphasis updates? [see MD-715 direct access to Diversity
Instructions, Sec. I] If “yes”, please identify Dashboards to view workforce
the frequency of the EEO updates in the demographics as needed.
comments column.

C.6.b Are EEO officials readily available to answer Yes

managers’ and supervisors’ questions or
concerns? [see MD-715 Instructions, Sec. I]

Essential Element D: PROACTIVE PREVENTION
This element requires that the agency head make early efforts to prevent discrimination and to identify and
eliminate barriers to equal employment opportunity.




EEOC FORM
U.S. Equal Employment Opportunity Commission

DEPARTMENT OF THE TREASURY ANNUAL EEO PROGRAM STATUS REPORT

-
Compliance
Indicator

4

Measures

D.1 - The agency conducts a reasonable
assessment to monitor progress towards
achieving equal employment opportunity
throughout the year.

Measure
Met?
(Yes/No/NA)

Comments

D.1l.a

Does the agency have a process for
identifying triggers in the workplace? [see
MD-715 Instructions, Sec. I]

Yes

D.1.b

Does the agency regularly use the following
sources of information for trigger
identification: workforce data;
complaint/grievance data; exit surveys;
employee climate surveys; focus groups;
affinity groups; union; program evaluations;
special emphasis programs; reasonable
accommodation program; anti-harassment
program; and/or external special interest
groups? [see MD-715 Instructions, Sec. 1]

Yes

D.1.c

Does the agency conduct exit interviews or
surveys that include questions on how the
agency could improve the recruitment, hiring,
inclusion, retention and advancement of
individuals with disabilities? [see 29 CFR
1614.203(d)(1)(iii)(C)]

Yes

-
Compliance
Indicator

D.2 — The agency identifies areas where
barriers may exclude EEO groups
(reasonable basis to act.)

Measure
Met?
(Yes/No/NA)

Comments

. 2

Measures

D.2.a Does the agency have a process for Yes
analyzing the identified triggers to find
possible barriers? [see MD-715, (11)(B)]

D.2.b Does the agency regularly examine the Yes
impact of management/personnel policies,
procedures, and practices by race, national
origin, sex, and disability? [see 29 CFR
§1614.102(a)(3)]

D.2.c Does the agency consider whether any Yes
group of employees or applicants might be
negatively impacted prior to making human
resource decisions, such as re-organizations
and realignments? [see 29 CFR
§1614.102(a)(3)]

D.2.d Does the agency regularly review the Yes
following sources of information to find
barriers: complaint/grievance data, exit
surveys, employee climate surveys, focus
groups, affinity groups, union, program
evaluations, anti-harassment program,
special emphasis programs, reasonable
accommodation program; anti-harassment

Complaint data through
iComplaints and workforce
data and exit survey data
through Workforce and
Monster Analytics. Information
regarding Unions, reasonable
accommodations, anti-
harassment, as well as any
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program; and/or external special interest
groups? [see MD-715 Instructions, Sec. I] If
“yes”, please identify the data sources in the
comments column.

other required information is
provided by the bureaus’ EEO
and HR personnel upon
reguest.

-
Compliance
Indicator

¥

Measures

D.3 - The agency establishes appropriate
action plans to remove identified barriers.

Measure
Met?
(Yes/No/NA)

Comments

D.3.a.

Does the agency effectively tailor action
plans to address the identified barriers, in
particular policies, procedures, or practices?
[see 29 CFR §1614.102(a)(3)]

Yes

D.3.b

If the agency identified one or more barriers
during the reporting period, did the agency
implement a plan in Part |, including meeting
the target dates for the planned activities?
[see MD-715, 1I(D)]

Yes

D.3.c

Does the agency periodically review the
effectiveness of the plans? [see MD-715,

Ii(D)]

Yes

-
Compliance
Indicator

¥

Measures

D.4 — The agency has an affirmative
action plan for people with disabilities,
including those with targeted disabilities.

Measure
Met?
(Yes/No/NA)

Comments

D.4.a

Does the agency post its affirmative action
plan on its public website? [see 29 CFR
1614.203(d)(4)] Please provide the internet
address in the comments.

Yes

https://www.treasury.gov/about
structure/offices/Mgt/Pages/Aff
irmative-Action-Plan.aspx

D.4.b

Does the agency take specific steps to
ensure qualified people with disabilities are
aware of and encouraged to apply for job
vacancies? [see 29 CFR 1614.203(d)(1)(1)]

Yes

D.4.c

Does the agency ensure that disability-
related questions from members of the public
are answered promptly and correctly? [see
29 CFR 1614.203(d)(1)(i)(A)]

Yes

D.4.d

Has the agency taken specific steps that are
reasonably designed to increase the number
of persons with disabilities or targeted
disabilities employed at the agency until it
meets the goals? [see 29 CFR
1614.203(d)(7)(ii)]

Yes

Essential Element E: EFFICIENCY
This element requires the agency head to ensure that there are effective systems for evaluating the impact
and effectiveness of the agency’s EEO programs and an efficient and fair dispute resolution process.

-
Compliance
Indicator

E.1 - The agency maintains an efficient,
fair, and impartial complaint resolution
process.

Measure
Met?
(Yes/No/NA)

Comments
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4

Measures

E.la

Does the agency timely provide EEO
counseling, pursuant to 29 CFR §1614.105?

Yes

E.lb

Does the agency provide written notification
of rights and responsibilities in the EEO
process during the initial counseling session,
pursuant to 29 CFR §1614.105(b)(1)?

Yes

E.l.c

Does the agency issue acknowledgment
letters immediately upon receipt of a formal
complaint, pursuant to MD-110, Ch. 5(1)?

Yes

E.l.d

Does the agency issue acceptance
letters/dismissal decisions within a
reasonable time (e.g., 60 days) after receipt
of the written EEO Counselor report,
pursuant to MD-110, Ch. 5(1)? If so, please
provide the average processing time in the
comments.

Yes

Treasury benchmark is to
issue acceptance or dismissal
letters no more than 30 days
from file date.

FY 2020 Averages:
Acceptance letters were
issued on average in 16 days;
and Dismissal letters were
issued on average in 38 days

E.le

Does the agency ensure all employees fully
cooperate with EEO counselors and EEO
personnel in the EEO process, including
granting routine access to personnel records
related to an investigation, pursuant to 29
CFR 8§1614.102(b)(6)?

Yes

E.1.f

Does the agency timely complete
investigations, pursuant to 29 CFR
§1614.1087

Yes

E.1l.9

If the agency does not timely complete
investigations, does the agency notify
complainants of the date by which the
investigation will be completed and of their
right to request a hearing or file a lawsuit,
pursuant to 29 CFR 8§1614.108(g)?

Yes

E.1.h

When the complainant does not request a
hearing, does the agency timely issue the
final agency decision, pursuant to 29 CFR
§1614.110(b)?

Yes

E.li

Does the agency timely issue final actions
following receipt of the hearing file and the
administrative judge’s decision, pursuant to
29 CFR 8§1614.110(a)?

Yes

E.Llj

If the agency uses contractors to implement
any stage of the EEO complaint process,
does the agency hold them accountable for
poor work product and/or delays? [See MD-
110, Ch. 5(V)(A)] If “yes”, please describe
how in the comments column.

Yes

OCRD contracts with the
United States Postal Service
to conduct its EEO
investigations. We also have
a contract with Martin Miser to
serve as our backup for EEO
investigations. OCRD meets
with the EEO Investigator of
each complaint frequently to
discuss issues or concerns
and ensure timeliness of the
investigation. OCRD also
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conducts bi-weekly meetings
to review current status of all
cases, discuss any instance
where a case may be untimely
and the reason for the
untimeliness, and ensure there
are no systemic problems in
the process.

E.1.k

If the agency uses employees to implement
any stage of the EEO complaint process,
does the agency hold them accountable for
poor work product and/or delays during
performance review? [See MD-110, Ch.
S(V(A)]

Yes

E.1.l

Does the agency submit complaint files and
other documents in the proper format to
EEOC through the Federal Sector EEO
Portal (FedSEP)? [See 29 CFR §
1614.403(9)]

Yes

-
Compliance
Indicator

2

Measures

E.2 — The agency has a neutral EEO
process.

Measure
Met?
(Yes/No/NA)

Comments

E.2.a

Has the agency established a clear
separation between its EEO complaint
program and its defensive function? [see
MD-110, Ch. 1(IV)(D)]

Yes

E.2.b

When seeking legal sufficiency reviews, does
the EEO office have access to sufficient legal
resources separate from the agency
representative? [see MD-110, Ch. 1(1V)(D)]

If “yes”, please identify the source/location of
the attorney who conducts the legal
sufficiency review in the comments column.

Yes

Legal sufficiency reviews are
conducted internally by the
Asst. Director for Complaints
Management. If outside
counsel is needed, we engage
the Office of General Counsel,
ensuring a firewall between
any representational activities
and providing advice to
OCRD.

E.2.c

If the EEO office relies on the agency’s
defensive function to conduct the legal
sufficiency review, is there a firewall between
the reviewing attorney and the agency
representative? [see MD-110, Ch. 1(1V)(D)]

Yes

E.2d

Does the agency ensure that its agency
representative does not intrude upon EEO
counseling, investigations, and final agency
decisions? [see MD-110, Ch. 1(1V)(D)]

Yes

E.2.e

If applicable, are processing time frames
incorporated for the legal counsel’s
sufficiency review for timely processing of
complaints? [see EEOC Report, Attaining a
Model Agency Program: Efficiency (Dec. 1,
2004)]

Yes
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L

Compliance
Indicator

4

Meas

ures

E.3 - The agency has established and
encouraged the widespread use of a fair
alternative dispute resolution (ADR)
program.

Measure
Met?
(Yes/No/NA)

Comments

E.3.a

Has the agency established an ADR program
for use