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I. CHAIR’S REPORT
A. Fiscal Year (FY) 2024 Budget Highlights

The U.S. Equal Employment Opportunity Commission (EEOC or Commission) is the leading
federal law enforcement agency dedicated to preventing and addressing employment
discrimination on the basis of race, color, religion, sex (including pregnancy, sexual orientation,
and gender identity), national origin, age, disability, and genetic information. The FY 2024
Budget requests $481,069,000 for the EEOC, which includes up to $31,500,000 for State,
Local, and Tribal programs. This request reflects an increase of $26,069,000 from the FY 2023
enacted budget level of $455,000,000.

The EEOC was created by Title VII of the historic Civil Rights Act of 1964, which prohibited
discrimination in employment on the basis of race, color, religion, sex, and national origin
throughout the United States. Over the agency’s history, the EEOC’s jurisdiction and workload
have grown substantially, due to the increased population and passage of additional federal
employment laws. Today, the EEOC is responsible for enforcing the following laws:

o Title VII of the Civil Rights Act of 1964 (Title VII), as amended, which prohibits
employment discrimination based on race, color, religion, sex (including pregnancy,
sexual orientation, and gender identity), and national origin.

e The Age Discrimination in Employment Act of 1967 (ADEA), as amended, which
prohibits employment discrimination against workers age 40 and older.

e The Pregnancy Discrimination Act of 1978 (PDA), which amended Title VII to
clarify that discrimination based on pregnancy, childbirth, or related medical conditions
constitutes sex discrimination and requires employers to treat women affected by
pregnancy and pregnancy-related medical conditions the same as any other employees
with temporary disabilities with respect to terms and conditions of employment,
including health benefits.

e The Equal Pay Act of 1963 (included in the Fair Labor Standards Act) (EPA), as
amended, which prohibits sex discrimination in the payment of wages to men and
women performing substantially equal work in the same establishment.

o Titles I and V of the Americans with Disabilities Act of 1990 (ADA), as amended,
which prohibit employment discrimination based on disability by private and state and
local government employers. Section 501 and 505 of the Rehabilitation Act of 1973
provide the same protections for federal employees and applicants for federal
employment.

o Title II of the Genetic Information Nondiscrimination Act of 2008 (GINA), which
prohibits employment discrimination based on an applicant’s or employee’s genetic
information (including family medical history).

Together, these laws protect individuals from employment discrimination (including unlawful
harassment) based on race, color, religion, sex (including pregnancy, sexual orientation, and
gender identity), national origin, age, disability, and genetic information. They also make it
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illegal to retaliate against a person for opposing employment discrimination, filing a charge of
discrimination, or participating in an investigation or lawsuit regarding employment
discrimination. Finally, provisions in the ADA, the Rehabilitation Act, and GINA strictly limit
covered entities from obtaining health-related information from applicants and employees and
require that any genetic or medical information a covered entity has about an applicant or
employee be kept confidential.

B. Chair’s Message

I am pleased to present the Fiscal Year (FY) 2024 Performance Budget Justification for the
work of the U.S. Equal Employment Opportunity Commission (EEOC or the Commission) to
advance equal employment opportunity. The FY 2024 Budget request of $481,069,000
includes $31,500,000 to support state and local fair employment practice agencies (FEPAs) and
tribal employment rights offices (TEROs).

The EEOC was created in direct response to the historic 1963 March on Washington for Jobs
and Freedom and first opened its doors in 1965 with a simple mission — to prevent and remedy
discrimination in our nation’s workplaces. Since then, America has made substantial progress
toward that goal, but history shows that we cannot take that progress for granted. Today, the
EEOC’s role in promoting equal employment opportunity and enforcing the nation’s federal
workplace anti-discrimination laws is as necessary as ever. We continue to work toward an
America where all people have a fair chance to obtain employment, provide for their families,
and contribute to our economy. The Commission is firmly committed to this goal and will
build on its proud legacy of civil rights accomplishments to help achieve it.

Fiscal Year 2024 Priorities

The Biden-Harris Administration has called for a whole-of-government approach to addressing
systemic discrimination and advancing equal opportunity, and the EEOC has a critical role in
achieving that agenda. As Chair, I am focused on strengthening and rebuilding the agency and
using our resources strategically to ensure the EEOC can vigorously enforce the law. With the
President’s mark, the EEOC will focus, in particular, on six areas — advancing racial justice and
combatting systemic discrimination on all protected bases; protecting pay equity; supporting
diversity, equity, inclusion, and accessibility (DEIA); addressing the use of artificial
intelligence in employment decisions and preventing unlawful retaliation.

Racial Justice and Systemic Discrimination

As the primary federal agency that enforces laws against employment discrimination, the
EEOC must continue to play a large role in promoting racial justice and combatting the
persistent problem of systemic discrimination in employment. Accordingly, with this proposed
budget, the Commission will provide renewed attention to tackling systemic employment
discrimination in all forms and on all bases — including but not limited to systemic
discrimination based on race. Eliminating systemic barriers to equal opportunity in the
workplace will allow the EEOC to leverage its work to achieve the greatest impact. To this
end, the EEOC will employ numerous tools, including outreach and education, technical
assistance, and enforcement, and will use all of them to achieve change on a broad scale.
Robust, strategic systemic enforcement is an important part of these efforts and will allow the
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EEOC to make changes on a national, regional or industry level while helping substantial
numbers of employees at once.

Over the past five fiscal years, nearly a third of all charges filed with the agency have alleged
some form of racial discrimination. The focus on systemic discrimination while also
investigating individual charges will help address the long-standing problem of discrimination
based on race more effectively than a focus on individual charges alone.

The EEOC will also continue to play an important role in working with employers who seek
guidance on how to appropriately respond to questions about fairness in their own practices
through technical assistance, outreach and education, and guidance. With the Commission’s
partners across the federal government, we can help employers eliminate systemic
discrimination and proactively promote diversity, equity, inclusion, and accessibility in
employment.

Pay Equity

Although it has been more than 50 years since the Equal Pay Act and Title VII of the Civil
Rights Act of 1964 outlawed pay discrimination, significant and unjustified pay disparities
persist. Today, women working full-time make only 82 cents to the dollar when compared to
white non-Hispanic males, and the gap is even wider for women of color, Native American and
indigenous women, immigrants, and workers with disabilities.

Although not all pay disparities result from discrimination, unlawful discrimination in pay and
promotions as well as other discriminatory factors like race and gender segregation in jobs and
assignments contribute to the problem. The EEOC will continue to use all the tools at its
disposal, including outreach and education, enforcement and, where necessary, litigation to
address pay discrimination and unjustified wage gaps The Commission will also pursue ways to
advance pay equity and combat pay discrimination. In FY 2022, the National Academies of
Sciences issued a report that supported the use of pay data collection as a tool to combat pay
discrimination and provided recommendations for potential future collections. This report will
assist the agency to better focus its resources to address discriminatory compensation practices
more effectively and narrow the pay gap.

Diversity, Equity, Inclusion, and Accessibility (DEIA)

On June 25, 2021, President Biden issued Executive Order 14035, Diversity, Equity, Inclusion,
and Accessibility in the Federal Workforce, which provides that the Federal Government, as the
nation’s largest employer, will promote equal opportunity through diversity, equity, inclusion,
and accessibility (DEIA) in the federal workforce. The Executive Order directs agencies to
develop and implement a more comprehensive, integrated, and strategic focus on DEIA as key
components of their strategies.

Since the publication of the Executive Order, the EEOC has embarked on additional key
initiatives to advance DEIA in its own workplace and across the federal government. The
EEOC, along with the Office of Personnel Management (OPM) and Office of Management and
Budget (OMB), has taken a leadership role in coordinating DEIA activities across the federal
government to assist agencies in implementing the DEIA Executive Order. The agency is also
helping to identify and adopt best practices and strategies to promote DEIA in the federal
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workplace and to identify and remove barriers to equal employment opportunity consistent with
merit system principles and applicable law.

The EEOC’s own DEIA Strategic Plan lists the agency’s proposed goals and a strategy to
implement the agency’s new DEIA program. The Plan is designed to achieve four overarching
goals:

Workforce Diversity. Recruit from a diverse, qualified group of potential applicants drawn
from all segments of American society to secure and retain a high-performing workforce.

Employee Equity. Create and ensure equal opportunity for all aspects of the employment life
cycle.

Inclusive Practices. Cultivate a culture that encourages collaboration, flexibility, and fairness
to enable individuals to reach their full potential.

Accessibility. Develop and maintain facilities, information and communication technology,
programs, and services so that all EEOC employees can fully and independently use them to
perform the essential functions of their work.

The creation, in FY 2022, of the EEOC’s Office of Civil Rights, Diversity, and Inclusion
(OCRDI) lays the foundation for the agency’s efforts to achieve these goals. The EEOC is
committed to becoming an organization that seeks out and employs people with differing points
of view, backgrounds, experiences, perspectives, and ideas. The OCRDI demonstrates our
commitment to being a learning organization that values the importance of cognitive and
identity diversity, inclusion, and fusion in driving innovation to advance our mission.

Artificial Intelligence and Algorithmic Fairness

In FY 2021, I launched an agency-wide initiative to ensure that the use of software, including
artificial intelligence (Al), machine learning, and other emerging technologies used in hiring
and other employment decisions comply with the federal civil rights laws that the EEOC
enforces. It is abundantly clear that while Al systems may offer new opportunities for
employers, they also have the potential to discriminate.

Through the initiative, we have examined more closely how existing and developing
technologies fundamentally change the ways employment decisions are made. As part of the
initiative, the EEOC:

o Issued technical assistance to provide guidance on algorithmic fairness and the use of Al
in employment decisions on The Americans with Disabilities Act and the Use of
Software, Algorithms, and Artificial Intelligence to Assess Job Applicants and
Employees, including tips for workers and an accompanying video in American Sign
Language.

o Held listening sessions with key stakeholders about algorithmic tools and their
employment ramifications; and,
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e Gathers information about the adoption, design, and impact of hiring and other
employment-related technologies.

Moving forward, the agency will continue our efforts to provide guidance to employers,
employees, job applicants, and vendors to ensure that these technologies are used fairly and
consistently with federal equal employment opportunity laws.

Retaliation

Retaliation is a persistent and urgent problem in American workplaces. Charges alleging
retaliation have increased as a percentage of the total number of charges filed with the EEOC
every year for the last 20 years and represent the largest number of allegations filed with the
agency. Working with interagency partners and with employers, EEOC will continue to tackle
this urgent problem and help ensure that employers have effective strategies for taking
immediate action to stop retaliation. The EEOC, the U.S. Department of Labor (DOL) and the
National Labor Relations Board (NLRB) are working through a joint initiative to raise
awareness about retaliation issues when workers exercise their protected labor rights. The
initiative includes collaboration among these civil law enforcement agencies to protect workers
on issues of unlawful retaliatory conduct, educate the public and engage with employers,
business organizations, labor organizations and civil rights groups.

Strengthening the Agency

Finally, I have made it a priority to rebuild and strengthen the agency. The Commission has a
critical role to play in addressing many urgent civil rights issues - including employment-
related impacts of the COVID-19 pandemic, racial justice, unlawful harassment, pay equity,
and the continued implementation of the Supreme Court’s historic decision in Bostock v.
Clayton County, which affirmed protections against discrimination based on sexual orientation
and gender identity - to name just a few. It is crucial that the Commission have the resources
and tools it needs to continue to protect and advance civil rights, both now and far into the
future. First and foremost, that requires ensuring that the Commission has sufficient staff
necessary to address its expanding workload.

By fiscal year 2020, the EEOC’s full-time staffing had dropped to its lowest level in four
decades, from over 3,390 employees in 1980 to fewer than 2,000 employees. During that same
period, even as the agency’s resources declined, its workload expanded due to the increase in
the U.S. population and passage of important new legislation that created new civil rights
protections, such as the Americans with Disabilities Act of 1990, the ADA Amendments Act of
2008, and the Genetic Information Nondiscrimination Act of 2008. Fortunately, Congress’
support in the EEOC’s FY 2021 budget made it possible to fill more than 450 positions
throughout the agency - predominantly front-line staff to help restore our ability to fulfill the
agency’s vital role in helping prevent and remedy employment discrimination. In FY 2022, the
EEOC focused on robust workforce planning and hiring to continue to strategically grow our
enforcement capacity. The addition of new employees in mission critical positions over the
past two fiscal years is a down payment on what I hope will be a vitally important long-term
investment to ensure that the EEOC has resources commensurate with its task. With the
President’s mark and continued workforce planning, I plan to continue to invest in hiring and
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training to empower our staff to advance the agency’s mission and vigorously enforce the laws
entrusted to the EEOC.

In addition to hiring new staff, the EEOC is working to ensure that its own employment
practices embody the agency’s values and to support employees by providing the tools, and
other resources employees need to be as effective as possible in their work. The Commission
continues to embrace the principles of equal employment in its own workplace, recognizing
that doing so will enhance the EEOC’s overall effectiveness. In addition to providing
workplace flexibilities, I have authorized increased training to support EEOC employees.
Working in partnership with internal stakeholders, including the EEOC’s union, this process
will provide the self-assessments and information to foster employee engagement, satisfaction,
and productivity within the EEOC’s workforce.

The EEOC was established as a result of America’s bipartisan, national commitment to civil
rights. As such, the institution serves as tangible proof that the causes of justice and equality
are greater than hatred, division, and bigotry. That legacy and our work are critically important
to the American people and to this administration as we rebuild the economy to work for
everyone and confront the urgent civil rights issues of our time.

Sincerely,

RN

Charlotte A. Burrows

Chair

U.S. Equal Employment Opportunity Commission
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II. OFFICE OF INSPECTOR GENERAL FUNDING INFORMATION

The EEOC is covered by the Inspector General Act of 1978, as amended (U.S.C. App),
and the table below provides the following information under the Inspector General
Reform Act of 2008 (Pub. L. No. 110-409): an aggregate request for the Office of
Inspector General (OIG); amounts required for OIG training; and amounts in support of
the Council of the Inspectors General on Integrity and Efficiency (CIGIE).

I Category Amount I

Office of Inspector General Initial Request $2,936,682
Aggregate amount of funds $2,936,682!
Amount requested in OIG budget for training $62,000?

Amount requested to support CIGIE $10,585°

Chart 1 below shows the Inspector General’s Funding Request by Operating Plan line items.

Chart 1: Office of Inspector General

Office of Inspector General

Special Projects,
$200,000

Direct Program,

Compensation &
Benefits, $2,190,481 «/ $119,000
.

IT Management,
$115,000

CIGIE, $10,585

DATA Act Audit,,

FISMA $28.616
$73,000

Total Request $ 2,936,682

! This is the total aggregate request for the OIG.
2 The Inspector General certifies that this amount would satisfy all OIG training requirements for FY 2024.

3.0036 percent of $2,936,682 or $10,585 will support the Council of Inspectors General on Integrity and
Efficiency (CIGIE)
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III. BUDGETING AND ACCOUNTING INFORMATION
A. Appropriation Language
U.S. Equal Employment Opportunity Commission
Salaries and Expenses

For necessary expenses of the Equal Employment Opportunity Commission as authorized
by Title VII of the Civil Rights Act of 1964 (42 U.S.C. § 2000e), the Age Discrimination
in Employment Act of 1967 (29 U.S.C. § 621), the Equal Pay Act of 1963 (29 U.S.C. §
206), the Americans with Disabilities Act of 1990 (42 U.S.C. § 12101), Section 501 of the
Rehabilitation Act of 1973 (29 U.S.C. § 705), the Civil Rights Act of 1991 (Pub. L. 102-
166), the Genetic Information Nondiscrimination Act (GINA) of 2008 (Public Law 110-
233), the ADA Amendments Act of 2008 (Public Law 110-325), and the Lilly Ledbetter
Fair Pay Act of 2009 (Public Law 111-2), including services as authorized by 5 U.S.C.
3109; hire of passenger motor vehicles as authorized by 31 U.S.C. 1343(b); non-monetary
awards to private citizens; and up to $31,500,000 for payments to State Local and Tribal
enforcement agencies for authorized services to the Commission, [$455,000,000]

8481,069,000: Provided further, That the Commission is authorized to make available for
official reception and representation expenses not to exceed $2,250 from available funds:
[Provided further, That the Commission may take no action to implement any workforce
repositioning, restructuring, or reorganization until such time as the Committees on
Appropriations of the House of Representatives and the Senate have been notified of such
proposals, in accordance with the reprogramming requirements of section 505 of this Act:]
Provided further, That the Chair is authorized to accept and use any gift or donation to
carry out the work of the Commission.
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B. Staffing and Funding Profile

Table 1 below depicts the EEOC’s total agency staffing and funding profile by Strategic
Objectives and Programs for FY's 2022 through 2024.

Table 1: Total Agency Staffing and Funding Profile

Category

FY 2022 to FY 2024

(Dollars in thousands*)

FY 2022
(Actual)

FY 2023
(Enacted)

FY 2024
(Request)

Change
From
FY 2023

Strategic Objective I: Combat and prevent employment discrimination through the strategic
application of the EEOC’s law enforcement

authorities

1. Private Sector Enforcement

$318,864 $348,484

$370,546

$22,062

State, Local and Tribal

$31,500 $31,500

$31,500

0

2. Federal Sector Enforcement

$63,636 $69.,016

$73,023

$4,007

Total Strategic Objective 1

$414,000 $449,000

$475,069

$26,069

Strategic Objective II: Prevent employment discrimination and promote inclusive

through education and outreach

workplaces

Outreach (Non-Fee based)

$6,000 $6,000

$6,000

$0

Total Strategic Objective 11

$6,000 $6,000

$6,000

$0

Agency Total
(includes Strategic Objective 111
Resources listed below)

$420,000 $455,000

$481,069

$26,069

Total Full-Time Equivalents**

2,041 2,162

2,162

Management Objective: Achieve organizational

excellence

Highlighted Resource Areas:
Information Technology

*May not add due to rounding.

$24,564 $25,773

**Includes 14 FTE Reimbursable from Revolving Fund.

$28,706
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C. Analysis of Change

The Analysis of Change, Table 2, below indicates the material changes between the
EEOC’s appropriation for FY 2023 and request for FY 2024.

Table 2: Analysis of Change

FY 2024
(Dollars in thousands)

Category

FY 2023
(Enacted)

FY 2024
(Request)

Net Change
(+-)

Spending Authority (Includes State, Local and Tribal)

$455,000

$481,069

$26,069

Explanation of Changes:

Amount

Compensation and Benefits

320,834

337,529

16,695

Total Compensation and Benefits*

320.834

337,529

16,695

Subtotal Compensation Changes

$16,695

Program Support Changes

. State, Local and Tribal Programs

0

. Information Technology Enterprise Systems

2,933

. Chief Human Capital Officer (OCHCO)

141

. Additional program increases

6,300

Program Support Changes

$9,374

Total Net Change

$26,069

* FY 2024 Compensation and Benefits (C&B) reflects agency estimates as of January 2023. The estimate includes a 5.2
percent pay increase - $9,144M; employee performance awards — $6.145M.
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D. Object Class — Agency Summary

Table 3 - below shows the changes in the EEOC’s object class funding over three fiscal
years.

Table 3: Object Class Schedule — Agency Summary

Agency Summary Requirements by Object Class
FY 2022 to FY 2024

(Dollars in thousands*)

FY 2022 FY 2023 FY 2024

OBLIGATIONS BY OBJECT CLASS (Actual) (Enacted) (Request)

Personnel Compensation

11.1 Full-time permanent (FTP) $211,910 $224,828
11.3 Other than FTP 1,088 2,200

11.5 Other personnel compensation 7,666 7,181

Total Personnel Compensation 220,664 234,209

12.1 Civilian personnel benefits 80,508 86,626

Total Compensation and Benefits 301,172 320,835 337,529

21.1 Travel of persons 823 2,000 2,000 I
22.0 Transportation of things 27 25 25 I
23.1 Rental payment to GSA 32,906 34,224 34,684
23.2 Other rent/communications 3,527 4,500 4,500
24.0 Printing and reproduction 31 100 100
25.1 State, local, and tribal contracts 31,500 31,500 31,500
25.2 Security services (including DHS) 4,275 3,769 3,957
25.2 Other services from non-federal sources 33,294 44,347 53,074
25.2 Litigation support 1,764 3,500 3,500
25.3 Other goods & services from federal sources 6,108 6,000 6,000
26.0 Supplies and materials 4,026 3,000 3,000
31.0 Equipment 547 1,200 1,200
Total Other Object Classes 118,828 134,165 143,540

Agency Total $420,000 $455,000 $481,069

*May not add due to rounding
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E. Object Class Summary- Technology Modernization Fund (TMF)

Table 4: Object Class Schedule — Technology Modernization Fund Summary

(No Year Funding)

OBLIGATIONS BY OBJECT CLASS FY 2020 FY 2022
(Dollars in thousands*) (Transferred) (Transferred)

25.2 Other services from non-federal sources 2,000

Total Object Classes 2,000

Technology Modernization Fund Total $2,000
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IV. ENTERPRISE RISK MANAGEMENT PLAN

During FY 2022, the EEOC continued to improve the agency’s enterprise risk management
(ERM) framework, which identifies, prioritizes, and manages institutional risk at all levels
of the agency. In FY 2020, the ERM Handbook was updated to reflect the importance of
information security, cybersecurity, and physical security in developing the agency’s risk
registers and profiles. The agency will continue to incorporate ERM into decision-making
and focus on the integration of risk management and internal controls. As the EEOC’s
ERM program matures, the Handbook will continue to keep pace with industry standards.

The agency’s risk management approach supports our ability to identify, analyze, and
appropriately respond to strategic risks across the full spectrum of the EEOC’s activities.
Through ERM, we:

e Provide a structured, disciplined, and consistent approach to assessing risk.

o Identify strategic risks that threaten the EEOC’s achievement of its long-term
objectives and goals and manage those risks at the enterprise level through an
Enterprise Risk Steering Committee that is delineated in its Charter and the ERM
Policy Handbook.

¢ Ensure that risks are managed in a manner that maximizes the value the EEOC
provides to the nation consistent with defined risk appetite and risk tolerance levels.

e Align our strategy, processes, people, technology, and information to support agile
risk management.

e Provide greater transparency into risk by improving our understanding of
interactions and relationships between risks in support of improved risk-based
decision making.

e Establish clear accountability and ownership of risk.

Risk management has become central to the EEOC’s mission, vision, and culture. All
employees are expected to adopt the principles of risk management developed through the
ERM program as it is progressively expanded to all offices and program areas, and to apply
the standards, tools, and techniques within their assigned responsibilities. With this
commitment to ERM, the EEOC can ensure the widest application of equal employment
practices throughout the nation in the most efficient and cost-effective manner. See
Appendix C.
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V. STRATEGIC PLAN AND PERFORMANCE MEASURES
A. The Strategic Plan for Fiscal Years 2018 - 20224
1. Introduction

The U.S. Equal Employment Opportunity Commission Strategic Plan for Fiscal Years
2018-2022 (“Strategic Plan” or “Plan”) establishes a framework for achieving the EEOC’s
mission to “Prevent and remedy unlawful employment discrimination and advance equal
opportunity for all in the workplace,” so that the nation may realize the Commission’s
vision of “Respectful and inclusive workplaces, with equal employment opportunity for
all.”

Through enactment of the Government Performance and Results Act (GPRA)
Modernization Act of 2010 (GPRAMA), Congress has directed executive departments,
government corporations, and independent agencies to develop and post a Strategic Plan
on their public websites every four fiscal years. The implementing guidance in Circular A-
11 from the Office of Management and Budget (OMB) instructs agencies on the necessary
elements required in an agency’s plan and the requirements to publish a new plan with the
beginning of each new term of an administration. The Commission approved the EEOC’s
Strategic Plan on February 12, 2018. It is located at
https://www.eeoc.gov/eeoc/plan/strategic_plan_18-22.cfm.

To accomplish our mission and achieve the proposed vision, the EEOC is committed to
pursuing the following strategic objectives and outcome goals:

Strategic Objective | — Combat and prevent employment discrimination through the
strategic application of the EEOC’s law enforcement authorities. The corresponding
outcome goals are: 1) Discriminatory employment practices are stopped and remedied,
and victims of discrimination receive meaningful relief; and 2) Enforcement authorities are
exercised fairly, efficiently, and based on the circumstances of each charge or complaint.
The five performance measures and FY 2022 results for these measures are more fully
described in Section VI.B., starting on Page 27.

Strategic Objective II — Prevent employment discrimination and promote inclusive
workplaces through education and outreach. The corresponding outcome goals are:

1) Members of the public understand the employment discrimination laws and know their
rights and responsibilities under these laws; and 2) Employers, unions, and employment
agencies (covered entities) prevent discrimination, effectively address EEO issues, and
support more inclusive workplaces. The three performance measures and FY 2022 results
for these measures are more fully described in Section VIL.B., starting on Page 60.

Strategic Objective III (Management Objective) — Achieve Organizational Excellence.
The corresponding outcome goals are: 1) Staff exemplify a culture of excellence, respect,
and accountability; and 2) Resource allocations align with priorities to strengthen outreach,
education, enforcement, and service to the public. The four performance measures and FY

4 The EEOC’s draft 2022-2026 Strategic Plan is in progress and is expected to be approved by the
Commission sometime this fiscal year.
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2022 results for these measures are more fully described in Section VIII.B., starting on
Page 72.

The Plan presents clear and realistic strategies for achieving each outcome goal and
identifies 12 performance measures with annual targets to track the EEOC’s progress as it
approaches FY 2023. The agency’s strategic objectives, outcome goals, and related
performance measures are depicted in the following Strategic Plan Diagram.

Fiscal Year 2024 Congressional Budget Justification Page 20



MISSION

VISION

Prevent and remedy unlawful employment
discrimination and advance equal opportunity

for all in the workplace.

Respectful and inclusive workplaces with
equal employment opportunity for all.

Strategic Objective I

Strategic Objective 11

Management Objective

Combat and prevent employment

Prevent employment

Achieve organizational

discrimination through the discrimination and promote excellence.
strategic application of the inclusive workplaces through
EEOC’s law enforcement education and outreach.
authorities.
Outcome Goal LA: Outcome Goal I1.A: Outcome Goal II1.A:
Discriminatory employment Members of the public

practices are stopped and
remedied, and victims of
discrimination receive meaningful
relief.

Strategy [.A.1: Rigorously and
consistently implement the
Strategic Enforcement Plan to
focus resources on the EEOC’s
priorities and to integrate agency
responsibilities and activities.

Strategy [.A.2: Use administrative
and litigation mechanisms to
identify and attack discriminatory
policies and practices, including
systemic practices.

Strategy 1.A.3: Use the EEOC’s
decisions and oversight activities
to target discriminatory policies

and practices in federal agencies.

Strategy 1.A.4: Seek remedies to
end discriminatory practices and
deter future discrimination.

Strategy .A.5: Seek remedies that
provide meaningful relief to
individual victims of
discrimination.

understand the employment
discrimination laws and know
their rights and responsibilities
under these laws.

Strategy II.A.1: Broaden the
use of technology to expand
our reach to diverse
populations.

Strategy II.A.2: Target
outreach to vulnerable workers
and underserved communities.

Outcome Goal I1.B:
Employers, unions, and
employment agencies
(covered entities) prevent
discrimination, effectively
address EEO issues, and
support more inclusive
workplaces.

Strategy I1.B.1: Utilize
modern technology and media
to expand our reach to
employers and other covered
entities.

Strategy 11.B.2: Promote
promising practices that
employers can adopt to

Staff exemplify a culture
of excellence, respect,
and accountability.

Strategy III.A.1: Recruit,
develop, and retain
skilled and committed
employees.

Strategy II11.A.2:
Advance performance
management to maximize
organizational
improvement.

Strategy I11.A.3:
Advance diversity and
inclusion in the
workplace.

Strategy I11.A.4:
Develop and support
innovation and
collaboration to foster
employee engagement
and morale.

Strategy I11.A.5:
Continuously implement
quality practices in all
programs.
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Strategic Objective I

Strategic Objective 11

Management Objective

QOutcome Goal I.B: Enforcement
authorities are exercised fairly,
efficiently, and based on the
circumstances of each charge or
complaint.

Strategy 1.B.1: Rigorously and
consistently implement the
Strategic Enforcement Plan to
focus resources on the EEOC’s
priorities and to integrate agency
responsibilities and activities.

Strategy 1.B.2: Rigorously and
consistently implement the charge
management systems for private
sector and state and local
government charges.

Strategy 1.B.3: Further develop
and rigorously and consistently
implement a case management
system for federal sector hearings
and appeals.

prevent discrimination in the
workplace.

Strategy I1.B.3: Target
outreach to small and new
employers.

Correlated Strategies:

Strategy 11.A.3/11.B.4: Provide
up-to-date, accessible
guidance and training on the
requirements of employment
discrimination laws.

Strategy 11.A.4/11.B.5:
Increase the knowledge of
targeted audiences through
focused, innovative
collaborations with internal
and external stakeholders.

Strategy II1.A.6: Foster
constructive employee
and labor management
relations.

Strategy III.A.7: Strive
to model the workplace
practices the EEOC
promotes.

Outcome Goal I11.B:
Resource allocations
align with priorities to
strengthen outreach,
education, enforcement,
and service to the public.

Strategy II1.B.1:
Embrace and invest in
technology to transform
the way the EEOC serves
the public and to improve
productivity.

Strategy I11.B.2: Expand
the use of data and
technology to support,
evaluate, and improve the
agency’s programs and
processes.

Strategy 111.B.3:
Prioritize and actively
manage available fiscal
resources to best achieve
the agency’s mission.
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PERFORMANCE MEASURES

STRATEGIC OBJECTIVE I:

STRATEGIC OBJECTIVE II:

MANAGEMENT
OBJECTIVE:

Combat and prevent
employment discrimination
through the strategic
application of the EEOC’s law
enforcement authorities.

Prevent employment
discrimination and promote
inclusive workplaces through
education and outreach.

Achieve organizational
excellence.

Performance Measure 1 for
Outcome Goal L.A.: By FY
2022, a significant proportion
of the EEOC and FEPA
resolutions contain targeted,
equitable relief.

Sub-Measure 1a.: By FY
2022, 86-88 percent of the
EEOC’s resolutions contain
targeted, equitable relief.

Sub-Measure 1b.: By FY
2022, 17-19 percent of FEPA
resolutions contain targeted,
equitable relief.

Performance Measure 2 for
Outcome Goal L. A.: In each
year through 2022, the EEOC
favorably resolves at least 90
percent of the agency’s
enforcement lawsuits.

Performance Measure 3 for
Outcome Goal I.A.: Each year
through 2022, the EEOC
reports on its efforts to identify
and resolve systemic
discrimination.

Performance Measure 6 for
Outcome Goals I1.A. and
II.B.: By FY 2022, the EEOC
modernizes and expands
utilization of technology to
ensure that members of the
public have greater access to
information about their rights
and responsibilities.

Performance Measure 7 for
Outcome Goals I1.A. and
IL.B.: By FY 2022, the EEOC
leverages collaborations with
significant partner organizations
to assist in breaking
employment barriers.

Performance Measure 8 for
Outcome Goal II.A.: By FY
2022, the EEOC updates
existing guidance and training
materials, and creates new, user-
friendly resource tools to
address and prevent workplace
discrimination.

Performance Measure 9
for Outcome Goal II1.A.:

The EEOC’s performance
improves with respect to
employee engagement and
inclusiveness.

Performance Measure 10
for Outcome Goal IIL.A.:

Feedback surveys and
other mechanisms provide
baseline measures of
services provided to those
with whom the EEOC
interacts.

Performance Measure 11
for Outcome Goal I11.B.:
Monitor yearly progress on
modernization of
charge/case management
systems for program
offices until completed in
2022.

Performance Measure 12
for Outcome Goal II1.B.:
The budget process
prioritizes funding for
EEOC’s strategic goals.
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STRATEGIC OBJECTIVE I:

STRATEGIC OBJECTIVE II:

MANAGEMENT
OBJECTIVE:

Performance Measure 4 for
QOutcome Goal L.A.: By FY
2022, an increased percentage
of federal agencies subject to
oversight activities or
compliance reviews change
their employment practices
based on the EEOC’s
recommendations.

Performance Measure 5 for
Outcome Goal I.B.: By FY
2022, a significant proportion
of investigations, conciliations,
hearings, and appeals meet
established quality criteria.

Sub-Measure 5a.: By FY
2022, 88 percent of charge
investigations and conciliations
meet criteria established in the
Quality Enforcement Practices
Plan.

Sub-Measure 5b.: By FY
2022, 90 percent of federal
sector hearings and appeals
meet criteria established in the
Federal Sector Quality
Practices Plan.

Fiscal Year 2024 Congressional Budget Justification

Page 24



VI. STRATEGIC OBJECTIVE I — Combat and prevent employment discrimination
through the strategic application of the EEOC’s enforcement authorities

A. Introduction

Strategic Objective I, to combat and prevent employment discrimination through the
strategic application of the EEOC’s law enforcement authorities, reflects the EEOC’s
primary mission of preventing unlawful employment discrimination through mechanisms
Congress entrusted to the agency: 1) the administrative (investigation and conciliation) and
litigation mechanisms with regard to private employers, labor organizations, employment
agencies, and state and local government employers; and 2) the adjudicatory and oversight
mechanisms with regard to federal employers.

There are two outcome goals for Strategic Objective I:

Outcome Goal I.A: Discriminatory employment practices are stopped and remedied,
including through meaningful relief to victims of discrimination; and

Outcome Goal I.B: Enforcement authorities are exercised fairly, efficiently, and based on
the circumstances of each charge or complaint.

The EEOC currently conducts its enforcement activities under the guidance of the Strategic
Enforcement Plan (SEP) for FYs 2017-2021. The SEP for FYs 2017 through 2021 was
approved by vote of the Commission in December 2016. The previous SEP for FY's 2013
through 2016, issued in December 2012, was the successor to the 1996 National
Enforcement Plan (NEP). Both SEPs established substantive area priorities and set forth
strategies to integrate all components of the EEOC's private, public, and federal sector
enforcement to have a sustainable impact in advancing equal opportunity and freedom
from discrimination in the workplace.

The current SEP focuses efforts on activities likely to advance equal opportunity and
freedom from discrimination in the workplace. The SEP recognizes that to be an effective
national law enforcement agency, the Commission must focus on activities that have
strategic impact. Strategic impact is defined as a significant effect on the development of
the law or on promoting compliance across a large organization, community, or industry.
The significance of an issue and the potential outcome determine strategic impact, in
addition to the number of individuals affected.

It also recognizes that an individual charge or case can have strategic impact. Effective
strategic enforcement includes a balance of individual and systemic cases, and of national
and local issues, acknowledging that each may have strategic impact in varied ways.

In addition, the SEP clarifies how the SEP priorities will be integrated into the EEOC’s
charge management system, the Priority Charge Handling Procedures (PCHP), created in
1995. Finally, it also reaffirms the importance of strengthening the integration of staff
efforts across programs and offices and ensuring accountability to operate as "One EEOC."
These efforts are essential to ensure that the agency's resources are leveraged most
effectively.
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Performance Measures 1 through 5 were developed by the Commission, including their
corresponding sub-measures, to track the agency’s progress in achieving its outcome goals.

Performance Sub-Measure 1b also tracks the performance of the EEOC’s state and local
partners.

Table 5, shown below, outlines our budget information for the agency’s enforcement
programs under Strategic Objective 1.

Table 5: Budget request Summary for
Strategic Application of Law Enforcement Authorities

FY 2022 to FY 2024

(Dollars in thousands*)

Category

FY 2022
(Actual)

FY 2023
(Enacted)

FY 2024
(Request)

$318,864

$348,484

$370,546

Administrative Charge Resolution

216,646

236,771

251,762

Mediation

24,781

27,083

28,797

Litigation

77,437

84,630

89,987

| Private Sector Enforcement

State, Local and Tribal

31,500

31,500

31,500

Federal Sector Enforcement

$63,636

$69,016

$ 73,023

Hearings

34,365

37,269

39,433

Appeals

20,786

22,544

23,853

Mediation

1,213

1,316

1,392

Oversight

7,272

7,887

8,345

*May not add due to rounding.

$414,000

B. Performance Measures and Results

Performance Measure 1 for Outcome Goal L. A.:

$449,000

$475,069

By FY 2022, a significant proportion of the EEOC and FEPA resolutions conta