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Blacks In Government Representatives Attend Roundtable 

on Equal Employment Opportunity

Affirmative Employment/Equal Employment Opportunity National Chair for Blacks In Government (BIG) Ms. Yolanda Brown-Harris and Committee member Ms. Cynthia Butler, along with other stakeholders from the National Association for the Advancement of Colored People (NAACP), Federal Sector Employees,  American Federation of Government Employees (AFGE), Federally Employed Women  (FEW) and the American Council for the Blind attended a briefing on Oct. 29, 2003 at the Equal Employment Opportunity Commission (EEOC) Headquarters in Washington, D.C.  

Mr. Doug Gallegos, Director of Affirmative Employment presented the information to the stakeholders for discussion.  Following the presentation the stakeholders were asked to give feedback and make recommendations on how the EEOC could effectively administer oversight of the laws.  Mr. Gallegos addressed the difference between Title VII and the Rehabilitation Act and the reason for their existence.  All Executive Branch Departments and Agencies, including the U.S. Postal Service and the Postal Rate Commission are covered under what is known as the Management Directive (MD-715), the EEOC’s Affirmative Employment Program Regulation.

MD-715 requires each federal agency to: (1) Develop and maintain a model EEO program (2) Ensure all employment decisions are free from discrimination (3) Examine employment policies, procedures and practices to identify and remove barriers to equal opportunity (4) Develop plans to correct identified barriers (5) Report plans and progress to the EEOC.

MD-715 has six essential elements:  (1) Demonstrated commitment from agency leadership (2) Integration of EEO into the agency’s strategic mission (3) Management and program accountability (4) Proactive prevention of unlawful discrimination  

(5) Efficiency (6) Responsiveness and legal compliance.

A significant area in the discussion was barrier analysis.  Recommendations were made on holding the EEO Directors, who were viewed primarily as ineffective, incompetent and compromising figureheads, accountable.

A barrier is described as “a policy, procedure, practice or condition that limits employment opportunities for members of a particular race, ethnic background, and gender or because of a disability”.  Some barriers are recognized as easily identifiable while other barriers are embedded in the day-to-day procedures, practices and culture of an agency and may appear neutral or non-causative.

The EEOC will use the following process to address these barriers: (1) Identify where possible barriers may exist using a variety of sources (2) Investigate to pinpoint actual barriers and causes (3) Devise a plan to eliminate barriers (4) Assess success of the plan’s implementation (5) Determine if the plan needs to be adjusted because additional barriers remain.

Several barriers that were identified by the Stakeholders were:  (1) Analysis of workforce statistics (2) Review of EEO complaints (possibly by type, area of expertise, unit functions) (3) Discussion with the EEO and Human Resources staff (4) Discussion with unions and advocacy groups (5) Conducting surveys, focus groups and exit interviews (6) Review of studies by outside agencies.

Some Employment Policies, Procedures and Practices that should be examined for barriers are: (1) Hiring (particularly for targeted disabilities, minorities and women)

 (2) Promotions and other internal selections (3) Attainment of supervisory and management positions (4) Training opportunities and developmental opportunities

 (5) Performance incentives and awards (6) Disciplinary actions (7) Separations.

The tools that will be developed but are not limited to are: (1) Agency EEO Scorecards for dissemination to the public (2) Self-Assessment Tools for agency internal revenue and monitoring (3) Analysis of barriers with recommendations to the agency for correction.

The outcomes of the discussion were: (1) Recommendations on how to hold agency leadership accountable (2) Recommendations for enlarging the area of information dissemination to include employee advocacy groups (3) Recommendations for creating a direct link between leadership performance in this area and the pay, incentives and other awards received by non-compliant agencies and their leadership.

Additional briefings and focus groups will be conducted as the final instructions are completed by the EEOC.
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