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INTRODUCTION

Ttiis is the Equai Employment Opportunity
Commission’s second Annual Performance Plan
under the Government Performance and Results Act
(GPRA). The process for (ieveloping and
implementing our Fiscal Year 1999 Annual

Performance Plan tleipefi us ciarity measures for this
Fiscal Year 2000 Annual Performance Plan.

A(iciitionaliy, we signiticantiy enhanced the
collaborative cieveiopment of our i)uciget and pianning
documents during the Fiscal Year 2000 cycle. We
will continue this process further. We believe these
steps strengttlen our implementation of the principles
articulated in the Government Performance and
Results Act i)y i)ringing the i)uciget process in line

with our strategic pianning.

This Annual Performance Plan incorporates
our Mission, Goals and Ot)jectives from our
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Strategic Plan for Fiscal Years 1997-2002. No
substantive a(ljustments are made to the Strategic
Plan in this Annual Performance Plan.

Also, this Annual Performance Plan, like our
first Plan, was developecl by agency employees as an
inl'lerently governmen’cal JL:unction, and no non-
federal assistance was involved in its preparation.
Finaﬂy, we do not request in the Plan any waivers to

administrative requirements to provide managerial

ﬂexil)ility.

February 1999 CONGRESSIONAL TRANSMITTAL
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MISSION

0{1‘ mission is to promote equal
opportunity in emp/oyment-by enforcing
the federa/ civil riglzts emp/oyment laws

tlzrouglt administrative and judicia/
actions, and education and technical

assistance.

CONGRESSIONAL TRANSMITTAL Fel)ruary 1000
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Our Mission--to enforce federal civil rigtits
employment laws--has two mutuaily supportive
components: “administrative and juciiciai actions”
and “education and technical assistance.” A wide
range of activities associated with these components
is ciesigned to promote equai opportunity tiirougti the
enforcement of the federal laws protlit)iting

employment discrimination.

We utilize administrative and judicial actions to
enforce the laws througii investigation, adjudication,
settlement, conciliation, alternative ciispute
resolution teciiniques, such as voiuntary mectiation,
iitigation, and issuance of poiicy gui(iance and

reguiations.

Education and technical assistance include
outreach to empioyers and empioyees, as well as to
many inciiviciuais, groups and organizations affected
t)y our laws. Education and technical assistance
activities include seminars, training sessions,
technical assistance site visits, speecties, meetings
with constituent groups, consultations, customer-
service activities, and other information and guictance

February 1999 CONGRESSIONAL TRANSMITTAL
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provicled on employment discrimination issues and
the law.

Our Fiscal Year 2000 Budget Request and this
Annual Performance Plan are crafted to complement

each other. The Plan brieﬂy describes the context for

each measure. In acldi’cion, the Budget document

refers to the linlzage to the Plan’s measures.

CONGRESSIONAL TRANSMITTAL February 1900
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GENERAL GOAL I

PROMOTE EQUAL OPPORTUNITY IN
EMPLOYMENT BY ENFORCING THE
FEDERAL CIVIL RIGHTS EMPLOYMENT
LAWS THROUGH ADMINISTRATIVE AND
JUDICIAL ACTIONS

GOAL IL.A.

Improve the effectiveness of the administrative
process and iitigation program, inciu(iing the use of
meciia’cion, in private-sector enforcement activities
utilizing ciiarge prioritization and National
Enforcement Plan and Local Enforcement Plan

priorities.

CONGRESSIONAL TRANSMITTAL February 19099
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DISCUSSION

Historicaliy, the agency's greatest ciiaiienge has
been to e{’i;ectiveiy address a iarge number of private-
sector charges with limited resources. The
Commission’s successful implemen’ca’cion of our
Priority Charge Hancﬂing Procedures (PCHP) has
resulted in the dramatic reduction of our ciiarge
inventory and a signiiicant improvement in the
management of our case load. In fiscal year 2000
the Commission will Lring an integrate(i and strategic
approacii to all of the Commissions woriz, and instill
a culture of customer service excellence tiirougiiout

the entire organization.

We will implement a strategic enforcement
approacii in both the private and pui)iic sector
programs. This will be accomplished througii the
Comprehensive Strategic Enforcement Model that

- will increase collaboration among outreacii,
investigatory and iegal staff in all piiases of the
Commission’s work, from outreach ti'irougii
expe(iiteci efforts to resolve charges; and, when efforts
to conciliate fail, to ii’ciga’ce to protect the rigiits of

February 1999 CONGRESSIONAL TRANSMITTAL
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worizing Americans. Secon(ily, we will build stronger
relationships with partners in the pu.i)iic and private
sectors, inciuding the business community, private
bar, State and local agencies, civil rigiits groups,
unions, and other employee groups tiirougil outreach
programs to e(iuca’ce, train, and provi(ie technical
assistance to increase voluntary compliance with anti-
discrimination laws. A top priority will be effective
impiementation of the President’s Equai Pay
Initiative which will provicie extensive technical
assistance and training to empioyers, reach thousands
of individuals and groups representing American
workers tiirougii outreach and education and train
our private sector staff on the identification anci

anaiy51s of wage discrimination.

Our Goal I.A. measures will iieip us

concentrate our efforts on critical areas of the
enforcement process. The Commission believes that
acilieving these measures will result in more effective
enforcement of the empioyment discrimination laws.
We will devote resources to improve our processes so
that charging parties and empioyers receive better and

more timeiy resolution of ciiarges. Measures #4 and

CONGRESSIONAL TRANSMITTAL February 1999
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#5 are designed to help achieve this important
purpose.

Several measures (measures #1 and #3) are
aimed at eliminating discrimination that involves
multipie aggrieve(i parties or ciiscriminatory policies
in the work place. These types of charges and cases
can have a broad impact in the private-sector and a
successful outcome can improve the climate for equai
empioyment opportunity. These measures use the
concept of “proportion.” This type of indicator will
enable the Commission to carei:uiiy weigi'i all of its
priorities and to ensure in its work load a proper mix
of compiex or issue-oriented private-sector ciiarges

and iitigation that require more resources.

The Commission can not be certain of the
number of ci'iarges filed or the relative merit of
charges from year-to-year. Without this information,
the Commission must carei:uﬂy Weigh its cilarge
processing and iitiga’cion commitments, especiauy for
the compiex or poiicy c'ases, because of the additional
resources they require. Consequentiy, the two
proportional measures increase our commitment to

February 1999 CONGRESSIONAL TRANSMITTAL
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multiple aggrievecl parties or cliscriminatory policies
charges and cases, but does so in rela’cionsl'lip toa

category of charges resolved (measure # 1) Or cases

filed (measure #3).

The Commission will continue its expanclecl
mediation program in fiscal year 2000. We believe
that mediation can assist in the resolution of
appropriate charges to the benefit of both charging
parties and employers, while'{lulfiﬂing the agency’s
Mission to promote equal opportunity in
employment. Our second measure under this Goal
clearly demonstrates our continuing commitment to
this approach. The agency will evaluate the success
of the program and make any necessary adjustments
l)y obtaining feedback from participants and by
ascertaining the program’s overall effectiveness.

CONGRESSIONAL TRANSMITTAL February 1999
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MEASURES ¢ GOAL LA.

1. Increase the proportion o][ Category “A” clzarge resolutions
that involve mu/tip/e aggrievea’ parties or c[iscriminatory
p‘o/icies, so that the proportion in Fiscal Year 2000 is
7.5% greater than the proportion ][or Fiscal Year 1008.

2. Extend oﬁ[ers fo mediate, using the Alternative Dispute

Resolution (ADR) Program, to at least 50% o][ all
appropriate clfzarges received in the Fiscal Year.

3. Increase the proportion of cases ][i/ea, in court that involve

mu/tip/e aggrievea] parties or c[iscriminatory po/icies, s0
that the proportion in Fiscal Year 2000 is 10% greater
than the projectea’ proportion ][or Fiscal Year 1 QQ0.

4. Realuce tlw average time to reso/ve private-sector cllarges

in the administrative process to approximate/y 180 a]ays.

5. Reduce the number o][ private-sector clmrges in the
administrative process to approximate/y 28,000 clzarges.

February 1999 CONGRESSIONAL TRANSMITTAL
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GOAL I.B.

Improve the processing of Federal-sector EEO
complaints, appeal actions, and

affirmative employment procedures.

DISCUSSION

The federal-sector also generates a signiticant
number of employment discrimination complaints.
Again, the Commission has modified its approacties
from time-to-time to attempt to address these
complaints within its resource constraints. During
the past few years, txowever, the number of requests

for Hearings and Appeais has explocied.

The measures in this Goal commit the agency
to reduce the time it takes to process these
complaints and appeals (measures #2, #3, and #4).
Others will iieip to (ieveiop better measures for
evaluating agency results in this program (measure

#1) and to review federal agency compiiance with

CONGRESSIONAL TRANSMITTAL February 1900
FY 2000 Annual Performance Plan - 13




Equal Employment Opportunity Commission

A COMPREHENSIVE STRATEGIC ENFORCEMENT MODEL

equai employment opportunity principles (measure

#6).

As in the private-sector, the Commission
believes that ADR proceciures will lieip resolve
employee concerns earlier and reduce the number of
complaints proceeciing further in the process. This
result will iieip both individual federal agencies and
the Commission to free resources for other
endeavors. Many federal agencies airea(iy have
impiemented or have pians to impiement ADR
programs in the EEO process. The Commission will
assist some of the smaller agencies that do not
currentiy have an ADR program, so that ti'iey can
benefit from this approach (measure #95).

MEASURES < GOAL LB.

1. Imp/ement measures and indicators 1'c]ent1:/iea’ or c{eve/opea,
in Fiscal Year 1 Q00 to assess the eﬂectiveness o][

revisions made to the Federal-Sector EEQ Process c]uring
Fiscal Year 1000,

February 1999 CONGRESSIONAL TRANSMITTAL
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2. Rec[uce tlxe average numlyer O][ montlts 0][ inventory 0][
cases in tlze Hearings process ][rom 17 montlzs n FiSCd/

Year 1000 to 13 months.

3. Reduce Z)y 5% the number o][cases in the Hearings
process over 180 a’ays old in Fiscal Year 1990.

4. Reduce the average number of months o][ inventory of
cases in the Appea/s process from 23 months in Fiscal

Year 1000 to 17 months.

5. Provide technical assistance to at least 5][ea’era/ agencies
to a’eve/op an Alternative Dispute Resolution (ADR)

program.

0. Conduct 14 on-site evaluations offea]era/ agency EEQO

programs.

COIVGRESSI ONAL TRANSIVI TTAL February 1000
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GOALI.C.

Work with State and local Fair Employment
Practices Agencies and Tribal Employment Rigtlts
Organizations to improve employment
discrimination cllarge processing and other

approaclles for adctressing worlzplace discrimination.

DISCUSSION

The Commission has (liligently worked over the
years with our partners at the FEPAs and TERO:s to
address employment discrimination. We are
committed to continuing this relationstlip. Key
measures for Fiscal Year 2000 are to provicle
tecl'mology (measure #1) and training (measure #2)
so that FEPA and TEROQ staff can have the tools to
enhance their effectiveness and el'ticiency and can
learn new skills or remain current with the latest

developments in equal employment law.

February 1999 CONGRESSIONAL TRANSMITTAL
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MEASURES ¢ GOALILC.

1. Improve teclzno/ogica/ capalvi/ities of 13 Fair Emp/oyment
Practices Agencies (FEPAs) to enhance the eﬂ;'ciency and

eﬁ[ectiveness o][clmrge processfng procea’ures.

2. Provide a national training conference to FEPAs and
Tribal Emp/oyment Rigl'zts Organizaﬁons (TERO:s), and
distribute materials ][or at least 2 training programs to

each FEPA with which EEOC has a cllarge resolution

contract.

CONGRESSIONAL TRANSMITTAL February 1999
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GENERAL GOAL II:

PROMOTE EQUAL OPPORTUNITY IN
EMPLOYMENT BY ENFORCING THE
FEDERAL CIVIL RIGHTS EMPLOYMENT
LAWS THROUGH EDUCATION AND
TECHNICAL ASSISTANCE

GOAL II.A.

Encourage and facilitate voluntary compliance with
equal employment opportunity laws in the

private- and put)lic—sectors.

DISCUSSION

Ttn'ougtlout its tlistory, the Commission has
strongly promotect Voluntary compliance with federal
equal employment opportunity laws to foster the
prevention of discrimination before it occurs. We
provide education and technical assistance to

employers and the many other constituencies

CONGRESSIONAL TRANSMITTAL Fobruary 1999
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interested in or affected i)y our interpretations of law
and how we do our work to encourage voluntary

compliance.

We have also benefitteci, iiowever, from the
ongoing ciiaiogue we have had with these
constituencies about our policies and proce(iures.
This ciiaiogue iieips us (ieveiop better approaches to
prompt voluntary compliance, and we will continue

to seek their input (measure #1).

As part of our compreilensive outreach pian,
our measures also commit us to increase our efforts
to assist these groups, again to foster voiuntariiy
compiiance with the equai empioyment opportunity
laws (measures #2, #3, and #4). In particuiar, we
will empi'iasize the benefits of alternative (iispute
resolution approaches, such as our mediation process,
for resoiving discrimination claims eatlier in the

process (measure #5).

Fobruary 1099 CONGRESSIONAL TRANSMITTAL
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MEASURES ¢ GOAL ILA.

1. Increase consultations with emp/oyer Stakeholders on
operationa/ and /ega/ issues from 500 in Fiscal Year

1999 to 550.

2. Continue to conaluct 75 Revo/ving Fund activities for

private-sector and pub/ic—sector emp/oyers.

3. Increase technical assistance e}§[orts, other than Revo/ving
Fund activities, ][rom 10,000 individuals ][rom private-

sector and pub/ic—sector emp/oyers in Fiscal Year 1 Q00 to
at least 15,000 individuals.

4. Imp/ement, as part o][ the agency's comprel'zensive
outreach eﬁ[orts, the p/an c]eue/opea’ in Fiscal Year 1000

to provia’e education and technical assistance and to
proactive/y distribute EEOC's education and 1'nformation
materials to the pul)/ic, inc/uc]ing small private-sector

emp/oyers, and to pulylic-sector emp/oyers.

5. Produce educational videos on the private-sector clzarge

and the Alternative Dispute Resolution (ADR) processes,
and make them available in each fie/a’ o]{/;'ce to emp/oyers
and clzarging parties.

CONGRESSIONAL TRANSMITTAL February 1999
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GOAL IL.B.

Increase lznowledge about individual rigli’cs under

e ual em lo ment opportuni laws.
q ploy PP

DISCUSSION

The Commission has benefitted from a
dialogue with both employer and employee
constituencies about our policies and procedures. We
seek a wide range of viewpoints and will continue to
seek input from the employee community (measure
#1). In addi’cion, the Commission provides
education and technical assistance to potential
cllarging parties in the private sector and
complainants in the pul)lic sector to lielp them
understand our processes and know their rigllts and
responsil)ilities under the employment laws we
enforce. As part of our comprehensive outreach plan,
we will increase our efforts under this Goal to reach
more individuals, especially under served constituency

groups (measure #2).

February 1999 CONGRESSIONAL TRANSMITTAL
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MEASURES + GOAL ILB.

1. Increase consu/tations w:tlz emp/oyee Stakelzo/ders on

operationa, and /ega/ issues }[rom 500 in Fiscal Year
1900 to 550.

2. I mp/ement, as part o][ the agency's comprelzensive
outreach eﬁ[orts, the p/an c]eve/opec] in Fiscal Year 1000
to 1'nform under served constituencies of their riglzts and to
proactive/y distribute EEOC's education and 1'n][ormation
materials to emp/oyee Stakeholders.

CONGRESSIONAL TRANSMITTAL February 1999
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GENERAL SUPPORTING
- OBJECTIVE

ENHANCE THE EFFECTIVENESS OF OUR
EMPLOYEES TO ACHIEVE OUR MISSION
AND GENERAL GOALS

OBJECTIVE IILA.

Enhance staff capai)iiities and substantive iznowiecige
to improve work processes and joi) functions througii
training, partnership, team-based approaches, and
customer-based principles.

DISCUSSION

Our commitments to investigate, ii’cigate,
assist, and educate can only be carried out if we
invest in our empioyees. Measure #1 makes a
commitment to provitie training to all of our

empioyees so that tiiey can improve their skills and

CONGRESSIONAL TRANSMITTAL February 1009
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give better service to the pul)lic and our own

employees.

MEASURE < OBJECTIVE II.A.

1. Provide training to all EEOC emp/oyees in skills relevant
to their primary joly duties and responsil)i/ities.

February 1999  CONGRESSIONAL TRANSMITTAL
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OBJECTIVE II1.B.

Evaluate organizational components, procedures,
and processes aimed at aﬂoca’cing more

resources towards General Goal activities.

DISCUSSION

/

We must improve the abili’cy of our employees
to prowde excellent customer service to the pu_bllc l)y
reducmg unnecessary internal processes and
procedures (measure #1). Also, we must set an
example for the larger federal community through
our commitment to the eHicient resolution of
internal EEO complaints, inclucling the increased
use of ADR by Voluntary mediation (measure #2)
The measures here will help us gauge our success in

’chese areas.

CONGRESSIONAL TRANSMITTAL February 1000
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MEASURES < OBJECTIVE IILB.

1. Continue to review internal divectives and stream/ine,
upJate, or ehminate 10% of those in eﬁ[ect as of
Septemlaer 30, 1908, in order to improve internal
processes and ][ree resources ][or ][ront-/ine enforcement

activities.

2. Reduce lyy 15% from Fiscal Year 1900 the average
number ofa’ays to process internal EEO comp/aints, and

use innovative approaclzes, such as Alternative Dispute

Resolution (ADR) l)y vo/untary mediation.

February 1000 CONGRESSIONAL TRANSMITTAL
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OBJECTIVE II1.C.

Attain and maintain technological competency.

DISCUSSION

The information age requires all federal
agencies to have a sound technological infrastructure
and for the staff to have technological competence.
This will allow the agency to sustain its programs and
business operations; support its mission, goals and
ol)jectives; and have employees use the most modern
and efficient tools to do their jol)s and serve the
public. The Commission is committed to provicling
the best technology it can within its resources.

Measures #1 through #4: are aimed at {'Lllﬁﬂing that

promise.

CONGRESSIONAL TRANSMITTAL February 1999
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MEASURES _ OBJECTIVE III.C.

1. Provide wide area network connectivity and Internet
access tllrouglzout the agency.

2. Continue to a’eve/op the Integratec[ Mission System
| (IMS), which will consolidate EEOC’s major mission-
related 1'n][ormat1'on systems into a sing/e, shared database
that will improve functiona/ity, expana’ emp/oyee access,
and allow for future integration with administrative
systems.

3. Deve/op a stanc]arc]izea’fec]era/ EEO Comp/aint Trac]eing

and Reporting System to improve the collection of data
][rom fea’era/ agencies and provic]e more eﬂ;'cient reporting

o][][ealera/ EEO comp/aints.

4. ]mp/ement travel and procurement modules for the
Integratea’ Financia/ Management System to provic]e
'enllancea’ service to tlze staﬂ: '

February 1999 CONGRESSIONAL TRANSMITTAL
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VERIFICATION AND
VALIDATION

The agency, throughout Fiscal Year 199,
began to assess its data co]fection approaches and
systems and their ca abilit‘y to demonstrate
performance results for the measures contained in, or
roposed for, its Performance Plans. In adclition, we
Eegan to integrate our buclget and planning processes
and documents. During this endeavor, the agency
considered future data collection approaches and
systems to more eHectively meld these processes.

As we developecl this Fiscal Year 2000 Annual
Performance Plan, the agency greatly benefitted from
the clialogue among Commission offices. Future
GPRA Plans, and the measures developed, will use
better data collection approacl'les and systems. We
will continue to rely heavily on the Commission’s
core data systems already in place throughout the
agency; however, we plan to upgrade many of them,
consoi’idate separate systems, and use advance
‘cechnology to obtain data more eﬁectively. All of
these approaches will help us make more informed
management decisions.

CONGRESSIONAL TRANSMITTAL February 1999
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For example, the Commission’s Charge Data
System (CDS) contains administrative ciiarge
processing information that can be used to track
multiple aggrieveci parties or discriminatory poiicies
cases }i)or Goal LA. reporting purposes. The CDS
also uses various proceciurai steps to veri\(K the
accuracy of all entered data. Litigation, however, is
tracked in a separate data system.

The Commission is (ieveioping a new system
that will combine the information from these two
systems——anci other separate systems--into one
integrated data base. We will benefit from one
uniﬁeci system containing enforcement data, and the
a(ivanceti, ‘ceciinoiogy to enable managers to coni:igure
data in formats ti'iey need to make quicizer and better
operationai decisions.

The Fiscal Year 1999 Annual Performance
Plan will heip us cieveiop approaciies to verii-y and

validate information. Aiso, our discussions about
critical data collection and verification proce(iures
have already iieiped focus our ciiaiogue about
measures. Lhe agency will continue to refine these
approaciies and we anticipate that our collection and
verification processes in Eiture years will improve
significantly.

February 1999 CONGRESSIONAL TRANSMITTAL
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Also, the Commission is expldring different
data needs in order to develop more outcome-type
measures and assess levels of accomplishment. The
most difficult prolnlem is to establish causal
relationships for particular outcomes. We need to
consider WEiCll data are appropriate, how much value
they will add towards our a 1111:y to evaluate our
achievements, what level of resources are needed to
establish a causal relationshi , and how the data will
be verified. Some of the effc))rts we took this year
with some of our measures will help us build a
foundation for developing future outcome-oriented
measures.

CONGRESSIONAL TRANSMITTAL February 1999
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PROGRAM ACTIVITY
AND THE BUDGET

The Fiscal Year 2000 Budget Request is for
$312,000,000, an increase of $33,000,000 over the
President’s Fiscal Year 1999 budget request.

The EEOC has two Program & Finance (P&F)

schedules. The schedules cover salaries and expenses,
and a small “enterprise fund, " known as the
“Revolving Fund,” which enhances the agency’s
education and outreach efforts.

The yearly appropriation for the major P&F
schedule covers saf)aries and expenses in three
program activity areas: (1) Executive Direction and
Program Support, (2) En][orcement, and (3) State and
Local. The salaries and expenses are linked to
agency activities within eacﬁ identified program
activity area.

The agency's Fiscal Year 2000 ]:)u(lget request
for both the Executive Direction and Program Support
and En][orcement program areas 1is $283,000,000;
$33,000,000 over the Fiscal Year 1999 lauclget

CONGRESSIONAL TRANSMITTAL February 1099
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request. This amount will allow the agency to
improve the efforts described in the Fiscal Year 2000
Buclget Request for these two program areas, which
include our extensive technology efforts.

The Fiscal Year 2000 budget request is for
$29,000,000 for the third program activity area,
State and Local. This funding represents level
{-unding for the program activity area and will allow
EEQOC to support achievement of the measures for
this activity area.

The second P&F schedule addresses an
enterprise fund, which was established under the
EEOC Ea’ucationa/, Technica/Assistance, and
Training Revo/ving Fund Act o][IQQZ. This Revolving
Fund provicles money to enhance the Commission’s
education and outreach efforts. Achievement of the
Goals in this Annual Performance Plan for
education and outreach is preclicatecl upon this dual

funding approacl'l.

The Annual Performance Plan’s measures
assume that the Commission receives its full l)uclget
request at the ]aeginning of the fiscal year. The
amount and timing of our appropriation directly
affects the accompfishment of the agency’s measures

and goals.

CONGRESSIONAL TRANSMITTAL
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We began to integrate our i)udge’c and planning

rocesses, WEiCll will hjp us enhance manageriai
ﬁecision-malzin . This effort includes the
identification of data needed to more accurately
assess the resources necessary to periorm the
Commission’s different activities. Currently, our
systems may not be capa]:)ie of couecting specific data
or it may take a disproportionate amount of resources
to collect the data. We will use other approaci'ies to
allocate expen(iitures among our activities to improve

iannini and budget decisions, while we continue to
ﬁeveiop etter data and data collection systems.
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PROGRAM EVALUATION

As noted in our Strategic Pian, the agency
conducted man strategic planning activities in the
past, particuiari}),r since the fall of 1994 when former
Chairman Gilbert Casellas, current Acting Chairman
Paul M. Igasaiei, and Commissioner Paul Steven
Miller arrived. Since ti'ien, tiley have been joine(i i)y
Commissioner Reginaici E. Jones. The Commission
has voted on poiicy and process ciianges covering the
administrative, liti ation, and federal sector
responsibilities of the agency. These activities and
evaIi)uations were noted in our Fiscal Year 1999
Annual Performance Plan. We continue to build on
this substantial record. Some exampies of our
accompiisiimen‘cs (iuring the past Fiscal Year are:

> Established the structure for the EEQC
Alternative Dispute Resolution (ADR)
program, throughout all of the District Offices
and the Washington Field Office nationwicie;

> Realized substantial gains in the quaii’cy
and results of enforcement activities from the
a(ioption of the National Enforcement Plan
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(NEP) and the Priority Cllarge Handling
Procedures (PCHP); -

> Issued a task force report assessing the
effectiveness of implementing its Priority

Cllarge Hanclling Procedures (PCHP) and

litiga’cion program,;

> Issued a task force report reviewin the
federal sector’s cl'large processing procefures
and recommended improvements to
significantly enhance tllem;

> Issued a task force report on the “best”
equal employment opportunity policies,
programs, and practices in the private-sector;

> Upgracle(l computer equipment at a large
number of Fair Employment Practices

Agencies (FEPASs), which will sul)stantially

improve the effectiveness and el‘liciency of
cl'large processing and data reporting;

> Conducted over 1,600 technical
assistance and outreach activities reaclling over

100,000 in(livi(luals, nationwi(le, from the

employer and employee community;
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> Provided technical assistance and
outreach activities to a large number of federal
agencies on the federal-sector EEO complaint
process;

> Developecl educational and technical
assistance materials to aid the public in the
unclerstancling of laws enforcedp by the EEOC
and how charges are filed with and processecl by

the EEOC;

> Resolved a case against a major national
automobile manufacturer which resulted in a
settlement which revamped the com any's

sexual harassment policy and procedures and
providecl $34 million in monetary relief to 300-
400 women who suffered on-the-job

harassment based on their gender;

> N egotiatecl a settlement with a
manufacturin company which addressed racial
harassment aéecting a class of 90 African-
Americans, and bringing an end to a hostile
work environment that included gra{'fiti, name-
cauing, and offensive jolzes;

> Negotiated a settlement with a national
pharmaceu’cical firm that providecl for a non-
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hostile work place for a class of 13 Native
Americans who had been su]ajecteci to
(iemeaning and offensive slurs and conduct
relating to their iieritage, culture and traditions;

> N egotiated settlements that resulted in
essential injunctive relief, including such ti'iings
as training and preventative approaciles to
discrimination issues as well as monetary
compensation for affected individuals. The
employer in one case, seeieing to promote a
more positive and productive WorE
environment, estaii)iisi'ie(i a $100,000
Partnersiiip Training Program (iesigne(i to
improve empioyee rjations and to enhance
pro iem—soiving skills;

> In Faragi'ier V. City of Boca Raton and
Buriington Industries v. Ellerth - EEOC
participated as an amicus curiae to advise the
Court of the Commission’s iongstanding views.
The Supreme Court's decision clarified the
circumstances under which em loyers are iegaiiy
responsibie for sex harassment iy their
managers and the steps em ioyers can take to
protect themselves from lia ility;
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> Negotiated a settlement with a union that
establishes a system for gen(ier-neutrai work
referrals as iongsiiore workers, and provi(ies 18
women with union membershi , seniority rigiits
and bonus pay going forward three years;

> N egotiated a settlement with a health care
rovider which resolved claims of retaliation and

5isparate treatment in conditions of
employment. EEQOC obtained relief for
Hispanics i)y roiiing back an Engiisii-oniy
poiicy, removing disciplinary records from
personnei files and provi(iing monetary
compensation to six persons;

> In a suit against a national retail
merchant, persua(ie(i a jury to find that the
merchandiser violated the ADA when it refused
to hire a joi) appiicant for a store clerk position
because he uses a wiieeiciiair, and awarj)e(i the
appiican’c back pay, $75,000 in compensatory
amages and $3.5 million in punitive (iamages.
e compensatory and punitive (iamages were
reduced i)y the court to a total of $300,000,

the maximum available under the cap in the

1991 Civil Rights Act;
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> Successfuﬂy settled a case involvinia
school that denied a parent a full-time jo
l_)ecause she had a disabled child;

> In a suit against a truclzing company,
achieved a jury verdict on lial)ility in favor of
the EEOC for a class of more than 150
persons, age 40 and over, who were denied hire
into truck driver positions. Company
interviewers commented to severa applicants
that tl'ley could not handle the hard work and
that the jol)s might be more suitable for

younger drivers;

> In Oubre v. Energy Operations, Inc, - the
Supreme Court agreed with EEOC’s position
presented in an amicus curiae brief and ruled
that older workers who believe tl'xey have been
dischargecl because of their age can have their
rights adjudicated under the Age
Discrimination in Employment Act (ADEA)
without having to first tender back any
consideration they received in exchange for
signing a separation waiver and release that they
alfege was invalid; |

> Conducted the EEOC’s first Reiulatory

Negotiation with a wide range of stakeholders,
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representing employees, management and
unions, on the issue of waiver aireements under

the Age Discrimination in Employment Act
(ADEA). A final reguiation was put)iistleci in

June 1998;

> Trained our employees in areas entiancing

critical skills requireci to continue quaiity ctlarge
rocessing, inciutiing training modules in

Seveioping priority “A” cases and negotiation
techniques, continued articipation in a career
cieveiopment program tor support personnei,
conducted extensive technology training
throughout the agency to enhance skills to
utilize desk top computers, conducted
partnerstii training ttlrougtiout the agency to
enhance the efforts of many iai)or-management
partnerstlip councils in order to improve the
work piace environment and enforcement
activities;

> Compietect the installation or u gra(ie of
Local Area Networks (LANS5) in hea quarters,
the Washington Field Office, and 22 of the 24
District Offices. This technology will improve
communications within each Qifice, enhance
ctiarge- and case-processing productivity, and
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continue the agency's efforts to become year-

2000 compliant ;
and,

> Improvecl technological capal)ili’cies so that
over 6,000 employers were able to report
employment rofiles electronicauy, eliminating
the need to file over 40,000 survey forms,
which would have taken 160,000 hours a year

to prepare, and conservatively would have cost

over $1.6 million.

We will integrate the results of Program
Evaluations into the development of better, more
effective performance measures, as we gain more
strategic planning experience. Program Evaluations
will help us determine what programs worked and
how weﬁ they worked. We will be able to quanti{:y
results and acljust programmatic approaches wit
more specific, accurate information on hand.

We intend to focus on several critical Erogram
areas in Fiscal Year 2000. Although specitic areas
curren’cly have not been cleciclecl, they will be

conducted in important areas of the Commission’s
worlz, similar to the ones described below:
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Q The agency may evaluate the quality of
decisions for categorizing cl'larges as “A,” “B,”
or “C” under the Priority Charge Handling
Process (PCHP).
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CONCILUSION

The Equal Employment Opportunity
Commission believes that this secon Annual
Performance Plan continues our efforts to
implement the Government Performance and
Results Act. This Plan defines those goals and
measures for Fiscal Year 2000 that Wlﬁ enhance our
programs and their effectivenes.
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