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As the Director of the Office of Departmental Equal Employment Opportunity for the 
U.S. Department of Housing and Urban Development (HUD), it is my honor to present HUD’s 
Annual EEOC Management Directive (MD) 715 Report for Fiscal Year 2016”.  This year’s 
report summarizes the Department’s efforts in maintaining an effective affirmative program of 
equal employment opportunity under Section 717 of the Civil Rights Act of 1964 and Section 
501 of the Rehabilitation Act of 1973, and addresses our goals in developing and implementing a 
more comprehensive, integrated, and strategic focus on EEO and diversity and inclusion. 

As outlined in this report, HUD has taken lessons learned from previous years to provide 
a framework for many initiatives that have been realized, efforts that are currently underway, and 
overarching strategies to promote a diverse and inclusive work environment at the Department.  
Collaboratively, ODEEO and the Office of the Chief Human Capital Officer (OCHCO) 
continues to work to support inclusive diversity through increasingly innovative policies, 
programs, and initiatives. 

Finally, I would like to take this opportunity to thank our colleagues and stakeholders for 
their invaluable contributions and commitment to creating a diverse workforce that respects and 
values the knowledge, ideas and experiences of all HUD employees.  With your continued 
support, the Department is well positioned to deliver services at the highest level possible to the 
American people.   

John Benison, Director 
Office of Departmental Equal Employment Opportunity (ODEEO) 
U.S. Department of Housing and Urban Development
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OUR MISSION 

HUD’s mission is to create strong, sustainable, inclusive communities and quality, affordable 
homes for all. HUD is working to strengthen the housing market to bolster the economy and 
protect consumers; meet the need for quality affordable rental homes; utilize housing as a 

platform for improving quality of life; build inclusive and sustainable communities free from 
discrimination; and transform the way HUD does business. 

OUR CORE VALUES 

Accountability 

Efficiency and Effectiveness 

Fairness and Respect 

Integrity 

Teamwork 

INTRODUCTION 

This report which covers the period of October 1, 2015 through September 30, 2016, summarizes 
the U.S. Department of Housing and Urban Development (HUD) efforts in maintaining an 
effective affirmative program of equal employment opportunity under Section 717 of the Civil 
Rights Act of 1964 and Section 501 of the Rehabilitation Act of 1973, and addresses our goals in 
developing and implementing a more comprehensive, integrated, and strategic focus on EEO and 
diversity and inclusion. 



3 

OVERVIEW 

On September 9, 1965, President Lyndon. B. Johnson signed a bill that established U.S. 
Department of Housing and Urban Development (HUD) as a cabinet-level agency thus paving the 
way for millions of Americans to live in safe, stable, affordable housing and reach for greater 
opportunity for themselves and for their families.  Created in the midst of the fight for civil rights, 
HUD has helped ensure our Nation's founding ideals of life, liberty, and the pursuit of happiness 
are real for all people.  For the last half-century, committed public servants at HUD have worked 
to provide Americans with essential and often life-saving services, always seeking to carry our 
economy and society toward a better day. By building inclusive and sustainable communities, 
HUD continues to leverage the comfort and security that a home provides to help improve lives in 
every corner of our country. 

Today, HUD continues to build on its progress by laying out priorities and goals to accelerate the gains 
already made and ensure that we maintain our focus on strengthening the Nation’s housing market to 
spur economic growth and protect consumers. We will continue to bolster the Federal Housing 
Administration’s mission to ensure that qualified homebuyers have access to credit, and push for a 
housing finance system that maintains the careful balance between responsibility and opportunity.   

Moreover, HUD looks forward to meeting the great need for quality affordable rental housing. 
According to the latest HUD “Worst Case Housing Needs” study, nearly 8.5 million families with very 
low incomes pay more than half their monthly income for rent, lived in substandard housing, or both. 
The demand for action is growing, which is why we’ll continue to look for innovative ways, working 
with partners, to both preserve and produce affordable rental housing for families. In addition, we will 
continue to help the most vulnerable communities, including those experiencing homelessness and 
trapped in poverty. Stable housing is an important tool in helping households achieve other life 
outcomes and we are working every day to give families access to these opportunities. 

Finally, through efforts like Choice Neighborhoods and Promise Zones, working with partners at the 
Federal and local levels, we strive to build strong and inclusive communities that connect housing with 
other important community assets: good job opportunities, quality schools and safe streets. With this 
comprehensive approach, we will turn neighborhoods with problems into neighborhoods with promise, 
giving more families a chance to thrive and succeed. 

ORGANIZATION 

The U.S. Department of Housing and Urban Development (HUD), which is comprised of 
approximately 8,000 employees, is the principal federal agency responsible for programs 
concerned with housing needs, fair housing opportunities, and improving and developing U.S. 
communities. In fulfilling its mission, which is to “to create strong, sustainable, inclusive 
communities and quality affordable homes for all”, its major functions include insuring 
mortgages for single-family and multifamily dwellings and extending loans for home 
improvements and for the purchase of mobile homes; channeling funds from investors into the 
mortgage industry through the Government National Mortgage Association; and making loans 
for the construction or rehabilitation of housing projects for older and handicapped persons. In 
addition, HUD also provides federal housing subsidies for low- and moderate-income families, 
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makes grants to states and local communities for development activities related to housing, and 
promotes and enforces laws, policies, and regulations supporting fair housing and equal housing 
opportunities.  HUD is administered under the supervision and direction of a cabinet-level 
Secretary, Deputy Secretary, Assistant Secretaries, and support offices. 

HUD Program Offices 

Office of Departmental Equal Employment Opportunity (ODEEO) – the Director for 
the Office of Departmental Equal Employment Opportunity (ODEEO) is responsible for 
ensuring the enforcement of federal laws relating to the elimination of all forms of 
discrimination in the Department's employment practices and to ensure equal 
employment opportunity (EEO). ODEEO promotes diversity and inclusion, fosters a 
workplace culture that respects differences, and empowers the full and fair participation 
of all employees in all aspects of HUD work life. Additionally, ODEEO is responsible for 
leading the Department's efforts to proactively prevent unlawful discrimination.   

Model EEO Program – In establishing and maintaining a model EEO program (as 
required under both Title VII of the Civil Rights Act of 1964 (Title VII) and Section 501 of the 
Rehabilitation Act of 1973 (Rehabilitation Act), an agency should incorporate into the design a 
structure for effective management, accountability and self-analysis which will ensure program 
success and compliance with the EEOC Management Directive (MD) 715.  Agency programs 
and policies should be evaluated regularly to ascertain whether the Agency and such programs 
have achieved the ultimate goal of a discrimination free work environment, characterized by an 
atmosphere of inclusion and free and open competition for employment opportunities.  EEOC 
MD-715 divides the essential elements of a “Model EEO Program” into six (6) broad categories, 
as listed: 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; and 6) Responsiveness and legal compliance. 
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SECTION I  

THE MODEL EEO PROGRAM 

PARTS A – D 
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PARTS A – D 

PART A - Department or Agency Identifying Information

Agency 
2nd level reporting 

component 
Address 

City, State Zip Code 
CPDF Code 

(xxxx) 
FIPS Code 

HUD 
451 7th Street, SW 
Washington, DC  20410 

HU83 11001 

PART B - Total Employment 

Total Employment 
Permanent 
Workforce 

Temporary 
Workforce 

Non-Appropriated 
Workforce 

Total Workforce 

Number of Employees 7,947 127 N/A 8,074 

PART C - Agency Official(s) Responsible for Oversight of EEO Program(s) 

Agency Leadership Name Title 

Head of Agency Official Title  Julian Castro 
Secretary, U.S. Department of Housing and Urban 
Development 

Agency Head Designee Nani A. Coloretti 
Deputy Secretary, U.S. Department of Housing and 
Urban Development  

Principal EEO Director/Official 
Title/Series/Grade 

John P. Benison 
john.p.benison@hud.gov

Director, Office of Departmental Equal Employment 
Opportunity, ES-0260-00, (202) 708-3362 

Title VII Affirmative EEO 
Program Official 

Aisa K. McCullough 
aisa.k.mccullough@hud.gov

Acting Manager, Affirmative Employment Division, 
Office of Departmental Equal Employment Opportunity, 
GS-0260-15, (202) 402-5582 

Section 501 Affirmative Action 
Program Official 

Yvette D. Moore 
yvette.d.moore@hud.gov

Director, EAP, Health and Wellness Division, Office of 
Chief Human Capital Officer, GS-0201-15, (202) 402-
6639 

Complaint Processing Program 
Manager 

Stephen D. Smith 
stephen.d.smith@hud.gov

Manager, Equal Employment Opportunity Division, 
Office of Departmental Equal Employment Opportunity, 
GS-0260-15, (202) 402-2734 

ADR Program Manager Stephen D. Smith 
stephen.d.smith@hud.gov

Manager, Equal Employment Opportunity Division, 
Office of Departmental Equal Employment Opportunity, 
GS-0260-15, (202) 402-2734 

Principle MD-715 Preparer Stephen D. Smith 
stephen.d.smith@hud.gov

Manager, Equal Employment Opportunity Division, 
Office of Departmental Equal Employment Opportunity, 
GS-0260-15, (202) 402-2734 

Other Responsible EEO Staff Tonya P. Watson Federal Women’s Program Manager (FWPM)  
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Agency Leadership Name Title 

tonya.p.watson@hud.gov

Eric M. Gima 
eric.m.gima@hud.gov

EEO Specialist  

PART D - List of Subordinate Components Covered in This Report 

Subordinate Component City State 
CPDF 
Code 
(xxxx) 

FIPS Code 

EEOC Forms and Documents Included with this Report 

Have the following forms and/or documents been uploaded? 
(Please respond 
"Yes" or "No") 

Comments 

*Executive Summary (Part E)  Yes 

*Statement of Establishment of Continuing Equal Employment Opportunity 
Programs (Part F) 

Yes 

*Optional Annual Self-Assessment Checklist Against Essential Elements  
(Part G) 

Yes 

*EEO Plan to Attain the Essential Elements of a Model EEO Program (Part H) Yes 

*EEO Plan to Eliminate Identified Barriers (Part I) Yes  

*Special Program Plan for the Recruitment, Hiring, and Advancement of 
Individuals with Targeted Disabilities (Part J) 

Yes 

Appendices 
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Have the following forms and/or documents been uploaded? 
(Please respond 
"Yes" or "No") 

Comments 

*Organizational Charts Yes 

*Delegation of Authority Yes 

*Copies of relevant EEO Policy Statement(s) 

EEO Policy Statement  Yes 

Alternative Dispute Resolution (ADR) Policy Statement Yes 

Unlawful Harassment Policy Statement  Yes 

*Analysis of EEOC 462 Report Yes 

*Agency’s Strategic Plan 2014-2018 Yes 

*Agency’s Human Capital Strategic Plan 2015-2018 Yes 

*Agency’s Human Capital Succession Plan 2015-2018 Yes 

*FEORP Report Yes 

*Federal Employee Viewpoint Survey (FEVS)  Yes 

*Glossary of Terms & Acronyms Yes 

*Copies of Workforce Data Tables Yes 
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PART E 

EXECUTIVE SUMMARY 
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The U.S. Department of Housing and Urban Development (HUD) is pleased to present HUD’s EEOC Management 
Directive (MD) 715 Equal Employment Opportunity (EEO) Program Status Report for Fiscal Year (FY) 2016. This 
report addresses all the required elements of the Equal Employment Opportunity Commission’s (EEOC) MD-715 
for building and sustaining an effective affirmative program of equal employment opportunity (Model EEO 
Program). 

The U.S. Department of Housing and Urban Development (HUD) is a cabinet-level agency who employs 
approximately 8,000 employees in its Headquarters (HQ) and ten (10) Regional Offices, who support the 
Department by providing a wide array of programs and services, including: community planning and development 
initiatives, housing counseling for the homeless, single and multifamily mortgage insurance programs, public 
housing programs, and protecting children from the hazards of lead paint. Other program responsibilities include 
developing and preserving quality and affordable homes, focusing on physical, social economic and environmental 
community sustainability, and ensuring fair housing choice and equal opportunity for all people pursuing the 
promise of a better life. 

The Department is committed to strengthening the nation’s housing markets to bolster the economy and protect 
customers. HUD’s programs provide a platform to improve the quality of life, especially in some of the nation’s 
hardest-hit neighborhoods. HUD fulfills these responsibilities through a variety of means, such as: providing options 
to help homeowners finance home purchases; supporting loss mitigation efforts for homeowners experiencing 
hardships (e.g., at risk of foreclosure); administering oversight and selective intervention services to improve 
management of public and assisted housing; supporting programs to reduce homelessness; developing viable 
communities through public and private partnerships; and facilitating initiatives to make homes healthier, greener 
and more efficient for residents.   

Fundamental changes have been implemented in the HUD structure and delivery of technical assistance for the 
improvement of its program and services.  As an example, building requirements have been changed to adapt to the 
environment and address social needs and fair housing concerns which have taken on a greater prominence in 
administering the various programs and services. So as you can see, HUD’s has and will continue to reinvent itself 
by implementing a number of initiatives and mandates in fully supporting all of its program efforts. 
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ESSENTIAL ELEMENTS 

Essential Element A:  Demonstrated Commitment from Agency Leadership – Requires the Agency Head to 
issue written policy statements ensuring a workplace free of discriminatory harassment and a commitment to equal 
employment opportunity.

• The previous HUD Secretary affirmed his commitment to the principles of EEO, and diversity and 
inclusion by issuing an EEO Policy Statement, Alternative Dispute Resolution (ADR) Policy 
Statement, and Unlawful Harassment Policy Statement on March 17, 2015, thus illustrating his 
desired commitment to safeguarding EEO and strategic diversity management principles.  All 
respective policy statements were disseminated to all HUD employees via global email, internet 
and intranet sites.

• A “Memorandum of Understanding (MOU)” was established between HUD and the American 
Federal of Government Employees (AFGE) Council 222 to redefine the composition and 
operation of HUD’s Diversity Council and any subcommittee by providing clarity of its 
framework for which members may engage in wide-ranging discussions focused on promoting 
and enhancing EEO, and diversity and inclusion.  This forum will serve as a vehicle for advising 
top leadership on the adoption and implementation of creative strategies, policies, and programs to 
build and maintain a high quality diverse workforce.  In addition, the primary role of the Diversity 
Council is to serve as a change agent by identifying and communicating to leadership the principal 
issues affecting the business case for EEO, and diversity and inclusion across the Department.  
The Diversity Council will consider what policies, strategies, and initiatives will strengthen the 
impact and cohesiveness of the Department’s EEO, and diversity and inclusion efforts, and will 
discuss how to implement such initiatives, including the identification of resources that may be 
leveraged throughout the Department.   

Essential Element B:  Integration of EEO into the Agency’s Strategic Mission – Requires that the agency’s EEO 
programs be organized and structured to maintain a workplace that is free from discrimination in all of the agency’s 
policies, procedures and practices while in supporting the agency’s strategic mission.

• The Secretary and Deputy Secretary of HUD delegate all responsibilities for the administration, 
management, and enforcement of all applicable EEO, civil rights, and diversity laws, regulations, 
and related matters to the Director and Deputy Director for the Office of Departmental Equal 
Employment Opportunity (ODEEO).  

• ODEEO, program goals and objectives are integrated into HUD’s Strategic Plan 2014-2018) 
found at http://portal.hud.gov/hudportal/documents/huddoc?id=hudstrategicplan2014-2018.pdf, 
serves as HUD’s equal employment opportunity policy arm and is responsible for ensuring the 
enforcement of federal laws relating to the elimination of all forms of discrimination in the 
Department's employment practices and to ensure equal employment opportunity (EEO). ODEEO 
promotes diversity and inclusion, fosters a workplace culture that respects differences, and 
empowers the full and fair participation of all employees in all aspects of HUD work life. 
Additionally, ODEEO is responsible for leading the Department's efforts to proactively prevent 
unlawful discrimination. ODEEO also seeks to foster an agency culture in which disputes are 
resolved at the lowest possible level and before a formal complaint is filed. ODEEO will continue 
to offer training to the HUD workforce on the EEO process and the responsibilities of the 
workforce regarding Equal Employment Opportunity and serve as a resource to the program office 
leadership by providing direction, guidance, and monitoring of key activities to ensure the 
successful implementation of the principles of EEO throughout the Department. 

• Pursuant to Executive Order 13583 “Establishing a Coordinated Government-Wide Initiative to 
Promote Diversity and Inclusion in the Federal Workforce”, HUD, in March 2012, established its 
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performance goals and priorities to develop strategic plans that would identify steps to further 
create and promote a workforce that would include and engage HUD employees and draw from all 
segments of society in strengthening its recruitment, hiring, professional development, and 
retention practices.  Since then, HUD has been fully committed to this strategy by conducting 
regular monitoring and oversight reviewing, updating, and analysis to ensure that the plan remains 
relevant and current. However, HUD is now in the midst revising its “Inclusion and Diversity 
Strategic Plan” based on the lessons learned from the 2011 Government-wide Diversity and 
Inclusion Strategic Plan and will provide a more robust framework for the many initiatives that 
have been realized, the efforts that are currently underway, and the overarching strategy, offering a 
cohesive and comprehensive part moving forward. . 

• HUD has undertaken other measures to mitigate deficiencies in its workplace and prevent 
discrimination, which includes utilizing its Office of Strategic Planning and Management (OSPM) 
to drive change and process improvement tools in obtaining optimum efficiency and effectiveness 
across all program and services.  In addition, HUD has also invested in utilizing the “Toyota” 
business improvement model as well as “Lean Six Sigma”. 

• Each year and through HUD’s Virtual University (HVU), HUD employees are provided five (5) 
critical training courses that are required and aligned to all employee’s “Learning Plan” in support 
of their annual Performance Plan.  For FY 2016, these training courses included the following: 
Information Security Awareness (includes Rules of Behavior); Privacy Awareness (includes the 
HUD Privacy Statement); Record Retention; USERRA - Uniformed Services Employment and 
Reemployment Rights Act; and Sexual Harassment Prevention for Employees.  NO FEAR 
Training will be conducted for all employees in 2017. 

Essential Element C:  Management and Program Accountability – 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.

• HUD achieved its highest level of participation and in all of the FEVS indices in recent years with 
a score of 77%! Here’s some of the highlights as follows:   

O HUD again set a participation record with an agency-wide response rate of 77%. That’s an incredible 3.5 
percentage point increase from last year and is the highest level of participation of any cabinet-level agency! 
Nine (9) of our program offices exceeded 80% participation and 50 sub-offices had 100% participation. This is 
important because the more we hear from employees, the better we can serve as leaders. 

O HUD continued its record-setting trend with an all-time high engagement score that puts us above the 
federal government-wide average. Our overall engagement score increased 4% percentage points to 
66%!  All of our program offices have engagement scores of at least 60% and 5 of these offices have a score of 
at least 70%. 

O HUD’s global satisfaction index shows additional improvement.  We increased our global satisfaction score 
by 4 percentage points to the highest level in 5 years! Two (2) of our program offices increased their scores by 
9%. 
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• Through “Unlock Federal Talent”, a comprehensive data visualization dashboard used to help 
government leaders make data-driven decisions and design initiatives to improve overall 
engagement and employee satisfaction, reported that HUD’s Employee Engagement Index 
through https://unlocktalent.gov/employee-engagement scored an overall 66% (based on 5,464 
responses with a response rate of 77%), which is a plus 1% over the Government-wide Score of 
65%. This data is comprised from the Employee Engagement Index of the Federal Employee 
Viewpoint Survey (FEVS), which is an overarching model comprised of three sub-factors: 
Leaders Lead, Supervisors, and Intrinsic Work Experience. The Employee Engagement Index 
provides a guide to the critical areas that agencies can focus on to foster an engaged workforce. In 
addition, HUD’s Global Satisfaction Index through https://unlocktalent.gov/global-satisfaction
scored an overall 61% (based on 5,464 responses with a response rate of 77%) which is equal to 
the Government-wide Score of 61%.  The Global Satisfaction Index of the Federal Employee 
Viewpoint Survey (FEVS) measures Job, Organizational, and Pay Satisfaction, as well as whether 
or not an employee would recommend their agency as a good place to work.   

• For the second consecutive year, the Housing and Urban Development Department ranks as one of 
the most improved large agencies on this year’s FEVS. HUD boosted employee engagement by 4 
percent in 2016, improving its overall score from 62 percent in 2015 to 66 percent this year. HUD 
also improved its on 73.5 percent response rate from 2015. About 77 percent of the HUD 
workforce took the survey this year.

In conducting an analysis on its data supporting the “New IQ” of the Federal Employee Viewpoint 
Survey (FEVS) which identifies behaviors that help create an inclusive environment and is built 
on the concept that repetition of inclusive behaviors will create positive habits among team 
members and managers, HUD reported an overall score of 58% compared to 54% in FY 2015 thus 
resulting in a net increase of +4%.  The “New IQ” which is made up of 20 questions that relate to 
the five “habits of an inclusive workplace environment (i.e., Fair, Open, Cooperative, Supportive, 
and Empowered) represents behaviors included that can be learned, practiced, and/or developed. 
In addition, each “habit of inclusion” resulted in the following and revealed that based on the 20 
questions, HUD measured slightly below the median range of 65% which is regarded as challenge 
areas based on the national benchmark criterion.  As HUD continues to make progress each year, 
here’s the results per those of FY 2015. 

New IQ FY 2016 Results  FY 2015 Results Net Change 
Overall Score 58% 54% +4% 

Fair 45% 41% +4% 
Open 56% 52% +4% 

Cooperative  57% 53% +4% 
Supportive 76% 74% +2% 
Empowered 56% 51% +5% 

Note:  The New IQ is comprised of the following sub-factors and items: Fair: Are all employees treated equitably? (Q.23, 
24, 25, 37, and 38) Open: Does management support diversity in all ways? (Q.32, 34, 45, and 55) Cooperative: Does 
management encourage communication and collaboration? (Q.58 and 59) Supportive: Do supervisors value employees? 
(Q.42, 46, 48, 49, and 50) Empowering: Do employees have the resources and support needed to excel? (Q.2, 3, 11, and 
30). 

• HUD conducted annual Ethics and Whistleblower Protection Act training for all employees to 

promote the highest ethical standards for all employees and cultivate a culture in which HUD 
program and services can be carried out with the utmost impartiality and integrity.  The Ethics 

training was centered around issues related to employee standards of conduct, financial disclosures 
and the criminal conflicts of interest under Federal law. In addition, the Ethics training also 
covered training and legal opinions on political and official travel, the Hatch Act, gift acceptance, 

post-government employment restrictions, and the HUD Reform Act. Further, the Whistleblower 
Protection Act training was centered around ensuring that employees who disclose allegations of 

serious wrongdoing or gross mismanagement are free from fear of reprisal for their disclosures.  
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As a result, HUD received 100% participation and completion on both of the mandatory Annual 
Ethics and Whistleblower Protection Act trainings. 

Essential Element D:  Proactive Prevention of Unlawful Discrimination – Requires that the Agency Head make 
early efforts to prevent discriminatory actions and eliminate barriers to equal employment opportunity in the 
workplace.

• Along with the Secretary and Deputy Secretary faithfully acknowledging and recognizing all of 
the commemorative observances and historic events surrounding our Nation, ODEEO creatively 
implemented multi-cultural web-pages to promote and bring about greater education and 

awareness in supporting EEO, diversity and inclusion, and the recognition of all national 
observances and commemorative heritage month activities.  This electronic media concept which 

reaches all HUD-wide employees by way of HUD’s intranet (hud@work)  
http://hudatwork.hud.gov/HUD/eeo/Commemorative%20Observances/, includes short videos and 
information references that serve as an effective tool in providing diversity and sensitivity training. 

• As a follow up to FY 2015’s diversity symposium, HUD presented its 2nd Annual Inclusive and 

Engagement Conference on May 31, 2016 along with a follow-up session on September 16, 2016,
which highlighted, Dr. Steve L. Robbins, a renowned international motivational thinker and 
innovator, who has captured wide acclaimed notoriety using the fields of cognitive neuroscience, 

socio-psychology, and communication (among others). During the conference, Dr. Robbins 
explored with the audience the human need to be recognized, valued and included – and what 

happens when that need is not met. He demonstrated how our brain views the world through an 
“insider vs. outsider” lens and how that could lead to the exclusion of others (and their ideas). He 

examined the concept of “noise,” and how noisy mental models can lead to unconscious bias, 
unintentional intolerance, reduced productivity, and a negative impact on creativity and 
innovation. Dr. Robbins also examined traditional perspectives on diversity and how the Federal 

government can enhance those perspectives with creative and innovative approaches that employ 
the science of human behavior. This event was also made available to all HUD employees via 

webcast. http://webcast.hud.gov/  

• During new employee orientation, HUD reemphasizes the importance for new HUD employees to 

complete the self-identification and accurately report their race/ethnicity, gender, disability, and 
veteran status to obtain current demographical information for developing more effective policies, 

programs, and to comply with government-wide and HUD reporting requirements.  In addition, 
HUD is planning to resurvey its workforce in FY 2017 in an effort maintain its accurate reflection 
of workforce statistical information.  This survey will be a voluntary self-identification process for 

the purpose of developing, monitoring, and reporting affirmative plans to identify, address, and 
eliminate potential barriers to recruitment and outreach, hiring, professional development, and the 

retention of HUD employees 

• In reaffirming the Secretary’s and Deputy Secretary’s commitment to ensuring that a healthy, 

harmonious, and safe workplace is continuously maintained Department-wide, HUD presented an 
event entitled “Dispute Prevention Day (ADR Open House)”.  This event, made available live to 

all HUD employees and also via webcast, promoted the use of alternative approaches and methods 
for identifying and resolving workplace disputes and conflict. In addition, the event highlighted 1) 

a behavioral-based, interactive approach that equipped participants with practical tools for 
applying Federal laws and organizational policies and core values to their daily on-the-job 
conduct; and 2) helped in building better working relationships through joint problem-solving and 

constructive responses to inevitable conflict.  This ultimately improved the ability of the 
organization to create value for their customers, stakeholders and employees alike, and 

substantially benefit the national economy.  Notably, this ADR event increased everyone’s 
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aptitude within the art of management/supervision and overall professional development as the 
principles of Alternative Dispute Resolution (ADR), Civil Workplace Treatment, and Workplace 

Bullying and Harassment would be identified to uncover routes for resolution of micro-inequities, 
negative workplace behaviors, and deterrents to harassment 

• In establishing a business practice to alternate it’s No FEAR Act and Sexual Harassment trainings 
on the mandatory training schedule each year, HUD thereby conducted its annual Sexual 

Harassment training for all employees to promote the prompt reporting of sexual harassment 
allegations and to ensure that appropriate corrective actions are taken to address the harassing 

behavior by providing guidance on the “definition of sexual harassment” and “establishing 
employer liability” approaches.  The mandatory Sexual Harassment training, which was aligned to 

the Department’s Performance Management System (i.e., InCompass), highlighted what verbal 
and non-verbal behaviors were considered to be inappropriate and/or unwelcome advances. In 
addition, the Sexual Harassment training also covered vignettes and legal opinions on court related 

cases.  As a result, HUD received 100% participation on the mandatory Sexual Harassment 
trainings. 

• HUD revitalized its Alternative Dispute Resolution (ADR) Program by taking advantage of 
several out-of-the-box opportunities within the Department which included the “Expo 

Opportunity” event sponsored by the Office of the Chief Human Capital Officer (OCHCO) for the 
purpose of promoting and further enhancing its marketing power for various resources and 

services available to the entire HUD workforce.  In supporting this widely advertised opportunity, 
ODEEO established an information booth along with newly created brochures and reference 
materials to showcase its redesigned ADR Program 

.   

Essential Element E:  Efficiency – Requires that the Agency Head ensure that there are effective systems in place 
for evaluating the impact and effectiveness of the agency’s EEO Programs as well as an efficient and fair dispute 
resolution process.

• HUD institutes a zero tolerance standard for all types of discrimination, harassment, and civil rights 
violations of misconduct in the workplace and continues to be vigilant in taking prompt and immediate 
steps to address all allegations of discrimination, retaliation, and harassment.

• In addressing workplace disputes and conflict, HUD managers and supervisors are required to use and fully 
participate in Alternative Dispute Resolution (ADR) as a useful tool in promoting alternative approaches 
and methods for identifying, minimizing, and/or resolving workplace disputes and conflict in an 
expeditious, cost effective, non-reoccurring and mutually agreeable manner.  

EEO Complaints Activity 

• The iComplaints Case Management System allows HUD to track and monitor the complaint processing of 
EEO claims of discrimination from the initial pre-complaint (informal) stage of the process through its final 
action and/or closure.  Simultaneously, HUD has a strong and distinct ADR program in place to monitor 
EEO activities in an effort to provide greater consistency in generating status reports throughout the year.   

• HUD trains all employees periodically on the EEO complaints process and ADR to increase awareness of 
an alternative way to resolving EEO complaints and workplace disputes and conflict.  In addition, HUD 
prominently displays EEO complaint posters, brochures, and other related reference materials throughout 
its Headquarters and field installations, as well as the hud@work intranet site outlining the process and its 
timeframes.  
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Essential Element F:  Responsiveness and Legal Compliance – Requires that federal agencies are in full 
compliance with EEO statutes and EEOC regulations, policy guidance, and other written instructions.

• HUD continues to comply with all statutory, regulatory, Executive Orders, policies and procedures 

governing Federal sector equal employment opportunity (EEO) and diversity and inclusion related matters 
that includes EEOC guidance, directives, final orders, and other related instructions.  

• Of the five (5) mandatory trainings that the Department identifies each fiscal year, one mandatory training, 
in particular, is highlighted to support the agency’s responsibility in adhering to and compliance of Federal 

EEO statutory and regulatory requirements regarding training topics such as Sexual Harassment, No FEAR 
Act, Disability and Reasonable Accommodation, EEO Complaint Process, etc.  Note:  In promoting greater 

accountability, HUD selected and provided mandatory Sexual Harassment training to its workforce in FY 
2016 through the alignment of all mandatory training requirements being attached to every employees’ 

performance plan under the Department’s Performance Management System (InCompass).   

• HUD continues to post all required No FEAR Act information on hud@work intranet website, as well as 

the Department’s external website, and thus requiring all new HUD employees to take the required No 
FEAR Act training within 30 days of their appointment.  All current HUD employees are and have 

consistently participated in No FEAR Act training on a semi-annual basis. These reports are timely filed as 
prescribed by Congress, Office of Management and Budget (OMB), EEOC, and the Office of Personnel 
Management (OPM). 

• Per HUD’s Delegation of Authority, the Secretary and Deputy Secretary of the U.S. Department of 

Housing and Urban Development (HUD) thereby delegates responsibility for the administration, 
management, and enforcement of all applicable EEO, civil rights, and diversity and inclusion related 
statutes, regulations, and other related nondiscrimination matters to the Director and Deputy Director of the 

Office of Departmental Equal Employment Opportunity (ODEEO).  In carrying out HUD’s responsibility 
for ensuring compliance of the agency’s equal employment opportunity (EEO) complaint process and its 

Alternative Dispute Resolution (ADR) Program by counseling, investigating, and adjudicating complaints 
filed by HUD employees and applicants for employment, ODEEO has secured a couple of independent 

vendors and their enhanced product capabilities to assist with effectiveness and efficiency of managing this 
Model EEO Program.  

State of the Agency MD-715 Briefing 

• On June 20, 2016, the Office of Departmental Equal Employment Opportunity (ODEEO) 

presented its “State of the Agency Briefing” to the Secretary, Deputy Secretary, and all Principal 
Staff (Senior Leadership) of HUD, on maintaining a high performing and robust model EEO 

program for the Department.  This briefing provided a forum to identify potential internal and 
external factors that may be impeding and/or contributing to triggers/barriers to our corporate 
mission, with developing keen strategies and approaches to address, mitigate, and eliminate such 

workplace barriers.  

• Upon completion of the Department’s MD-715 Report, HUD will continue to disseminate the 
final report to the Secretary, Deputy Secretary, all Principal Staff (Senior Leadership), and the 

Department’s Diversity Council.  Note:  Although this reporting requirement is a useful 
management tool, any additional request for copies of this report outside of the Principal Staff 
(Senior Leadership) of this agency, will be addressed separately and on a case-by-case basis.   
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U.S. Department of Housing and Urban Development 
Fiscal Year (FY) 2016 

EEOC 
FORM 
715-01 

PART G 

U.S. Equal Employment Opportunity Commission  
FEDERAL AGENCY ANNUAL  

EEO PROGRAM STATUS REPORT 

Essential Element A: DEMONSTRATED COMMITMENT FROM AGENCY LEADERSHIP 

Requires the agency head to issue written policy statements ensuring a workplace free of 
discriminatory harassment and a commitment to equal employment opportunity.  

A.1 Compliance 
Indicator

EEO policy statements are up-to-
date. 

Measure has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

A.1.a Was EEO policy statement issued within 6 - 9 months of 
installation of Agency Head? (Please list date of agency 
head installation and date of issuance in the comments 
column.) 

X The Agency Head was 
installed on July 28, 2014.   

An updated EEO policy 
statement was issued on 
March 17, 2015.   

A.1.b During current Agency Head's tenure, has EEO policy 
statement been re-issued annually? 

X Unfortunately, the EEO and 
other respective Policy 
Statements were not issued 
during FY 2016.  However, 
HUD does plan to issue new 
policy statements upon the 
arrival of the new Secretary of 
HUD in early 2017. 

A.1.c Are new employees provided a copy of the EEO policy 
statement during orientation? 

X 

A.1.d When an employee is promoted into the supervisory 
ranks, is s/he provided a copy of the EEO policy 
statement? 

X OCHCO is working to create a 
new manager/supervisory 
training that will ensure that all 
new employees promoted into 
the supervisory ranks will 
receive a copy of all the EEO 
and/or related policy 
statements. Currently, those 
promoted into the supervisory 
ranks access these respective 
policy statements via the 
hud@work internal website. 
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A.2 Compliance 
Indicator

EEO policy statements have been 
communicated to all employees. 

Measure has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

A.2.a Have the Heads of subordinate reporting components 
communicated support of all agency EEO policies through 
the ranks? 

X 

A.2.b Has the agency made written materials available to all 
employees and applicants, informing them of the variety 
of EEO programs and administrative and judicial remedial 
procedures available to them? 

X 

A.2.c Has the agency prominently posted such written materials 
in all personnel and EEO offices, and on the agency's 
internal website? [29 CFR 1614.102(b)(5)]

X 

A.3 Compliance 
Indicator

Agency EEO policy is vigorously 
enforced by agency management. 

Measure has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

A.3.a Are managers and supervisors evaluated on their 
commitment to agency EEO policies and principles, 
including their efforts to: 

A.3.a.1 Resolve problems/disagreements and other conflicts in 
their respective work environments as they arise? 

X 

A.3.a.2 Address concerns, whether perceived or real, raised by 
employees and following up with appropriate action to 
correct or eliminate tension in the workplace? 

X 

A.3.a.3 Support the agency's EEO program through allocation of 
mission personnel to participate in community out-reach 
and recruitment programs with private employers, public 
schools and universities? 

X 

A.3.a.4 Ensure full cooperation of employees under his/her 
supervision with EEO office officials such as EEO 
counselors, EEO investigators, etc.? 

X 

A.3.a.5 Ensure a workplace that is free from all forms of 
discrimination, harassment and retaliation? 

X See Part H – Plan 2 (Updated)

A.3.a.6  Ensure that subordinate supervisors have effective 
managerial communication and interpersonal skills in 
order to supervise most effectively in a workplace with 
diverse employees and avoid disputes arising from 
ineffective communications? 

X 
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A.3.a.7 Ensure the provision of requested religious 
accommodations when such accommodations do not 
cause an undue hardship? 

X 

A.3.a.8 Ensure the provision of requested disability 
accommodations to qualified individuals with disabilities 
when such accommodations do not cause an undue 
hardship? 

X 

A.3.b Have all employees been informed about what behaviors 
are inappropriate in the workplace and that this behavior 
may result in disciplinary actions? If yes, describe what 
means were utilized by the agency to inform its workforce 
about penalties for unacceptable behavior in the 
comments column. 

X HUD institutes a multi-faceted 
approach due to the range of 
potential inappropriate 
behavior. Recognizing the 
need to be proactive, specific 
workplace issues are discussed 
and addressed on HUD@ 
work, (e.g., hostile work 
environment, sexual 
harassment, bullying, zero 
tolerance for workplace 
violence, ethics and standards 
of conduct, etc.).  In addition, 
many of these topics are also 
provided as mandatory training 
for its workforce, with specific 
deadlines for 
completion.  HUD’s 752 
Adverse Actions Handbook, 
which list the table of penalties 
for conduct related offenses, is 
also available on HUD@work 
to all employees. 

A.3.c Have the procedures for reasonable accommodation for 
individuals with disabilities been made readily 
available/accessible to all employees by disseminating 
such procedures during orientation of new employees and 
by making such procedure available on the World Wide 
Web or Internet? 

X 

A.3.d Have managers and supervisors been trained on their 
responsibilities under the procedures for reasonable 
accommodations? 

X See Part H – Plan 3 (Updated)

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

Requires that the agency's EEO programs be organized and structured to maintain a 
workplace that is free from discrimination in any of the agency's policies, procedures or 

practices and supports the agency's strategic mission. 

B.1 Compliance 
Indicator

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 has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

B.1.a Is the EEO Director under the direct supervision of the 
Agency Head? [See 29 CFR 1614.102(b)(4)] For 
subordinate level reporting components, is the EEO 

X 
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Director/Officer under the immediate supervision of the 
lower level component's head official? (For example, does 
the Regional EEO Officer report to the Regional 
Administrator?) 

B.1.b Are the duties and responsibilities of EEO officials clearly 
defined? 

X 

B.1.c Do the EEO officials have the knowledge, skills and 
abilities to carry out the duties and responsibilities of their 
positions? 

X 

B.1.d If the agency has 2nd level reporting components, are 
there organizational charts that clearly define the reporting 
structure for EEO programs?  

N/A 

B.1.e If the agency has 2nd level reporting components, does 
the agency-wide EEO Director have authority for EEO 
programs within the subordinate reporting components? 
(If no, please describe how EEO program authority is 
delegated to subordinate reporting components, in Part H.) 

N/A 

B.2 Compliance 
Indicator

The EEO Director and other 
EEO professional staff 

responsible for EEO programs 
have regular and effective means 
of informing the agency head and 

senior management officials of 
the status of EEO programs and 

are involved in, and consulted on, 
management/personnel actions. 

Measure has 
been met For all unmet measures, 

provide a brief 
explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

B.2.a Does the EEO Director/Officer have a regular, effective 
means of informing the Agency Head and other top 
management officials of the effectiveness, efficiency and 
legal compliance of the agency's EEO program? 

X 

B.2.b Following the submission of the immediately preceding 
MD-715 report, did the EEO Director/Officer present to 
the head of the agency and other senior officials the 'State 
of the Agency' briefly covering all components of the 
EEO report, including an assessment of the performance 
of the agency in each of the six elements of the Model 
EEO Program and a report on the progress of the agency 
in completing its barrier analysis including any barriers it 
identified and/or eliminated or reduced the impact of? 

X 

B.2.c Are EEO program officials present during agency 
deliberations prior to decisions regarding recruitment 
strategies, vacancy projections, succession planning, 
selections for training/career development opportunities, 
and other workforce changes? 

X While the EEO Director for 
ODEEO serves on the 
Department’s Executive 
Resource Board and 
participates in executive level 
decisions on development 
programs, recruiting and 
hiring, more collaboration on 
broader recruitment initiatives 
will occur going forward.  

In support of the President’s 
Executive Order 13583 on 
“Establishing a Coordinated 
Government-Wide Initiative to 
Promote Diversity and 
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Inclusion in the Federal 
Workforce”, HUD’s second 
phase of implementation for 
HUD’s Inclusive Diversity 
Strategic Plan for Fiscal Years 
(FY) 2017-2021 will embody a 
more collaborative partnership 
between OCHCO and ODEEO 
to engage more on these efforts 
and ensure that all policies, 
programs, and systems that 
fully support inclusive 
diversity through increasingly 
focused, innovative, and 
accelerated communication 
and learning strategies. 

B.2.c.1 Does the agency consider whether any group of 
employees or applicants might be negatively impacted 
prior to making human resource decisions such as re-
organizations and re-alignments? 

X 

B.2.c.2 Are management/personnel policies, procedures and 
practices examined at regular intervals to assess whether 
there are hidden impediments to the realization of equality 
of opportunity for any group(s) of employees or 
applicants? [See 29 C.F.R. 1614.102(b)(3)]

X 

B.2.d Is the EEO Director included in the agency's strategic 
planning, especially the agency's human capital plan, 
regarding succession planning, training, etc., to ensure 
that EEO concerns are integrated into the agency's 
strategic mission? 

X 

B.3 Compliance 
Indicator The agency has committed 

sufficient human resources and 
budget allocations to its EEO 
programs to ensure successful 

operation. 

Measure has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

B.3.a Does the EEO Director have the authority and funding to 
ensure implementation of agency EEO action plans to 
improve EEO program efficiency and/or eliminate 
identified barriers to the realization of equality of 
opportunity? 

X 

B.3.b Are sufficient personnel resources allocated to the EEO 
Program to ensure that agency self-assessments and self-
analyses prescribed by EEO MD-715 are conducted 
annually and to maintain an effective complaint 
processing system? 

X ODEEO experienced staffing 
exigencies in FY 2016 due to 
retirements, transfers, 
recruitment challenges, and 
organizational changes. 
However, ODEEO plans to 
backfill several vacancies in 
FY 2017. 

B.3.c Are statutory/regulatory EEO related Special Emphasis 
Programs sufficiently staffed? 

  X See Part H – Plan 4 (New)

B.3.c.1 Is the Federal Women's Program sufficiently staffed - 5 
U.S.C. 7201; 38 U.S.C. 4214; Title 5 CFR, Subpart B, 
720.204? 

X 
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B.3.c.2 Is the Hispanic Employment Program sufficiently staffed - 
Title 5 CFR, Subpart B, 720.204? 

X See Part H – Plan 4 (New)

B.3.c.3  Is the People With Disabilities Program Manager; 
Selective Placement Program for Individuals With 
Disabilities sufficiently staffed - Section 501 of the 
Rehabilitation Act; Title 5 U.S.C. Subpart B, Chapter 31, 
Subchapter I-3102: 5 CFR 213.3102(u); 5 CFR 315.709? 

X 

B.3.d Are other agency Special Emphasis Programs monitored 
by the EEO Office for coordination and compliance with 
EEO guidelines and principles, such as: FEORP - 5 CFR 
720; Veterans Employment Programs; Black/African 
American; American Indian/Alaska Native; Asian; and 
Native Hawaiian/Other Pacific Islander Programs? 

X 

B.4 Compliance 
Indicator

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

Measure has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

B.4.a Are there sufficient resources to enable the agency to 
conduct a thorough barrier analysis of its workforce, 
including the provision of adequate data collection and 
tracking systems? 

  X See Part H – Plan 1 (Updated)

B.4.b Is there sufficient budget allocated to all employees to 
utilize, when desired, all EEO programs, including the 
complaint processing program and ADR, and to make a 
request for reasonable accommodation? (Including 
subordinate level reporting components?) 

X 

B.4.c Has funding been secured for publication and distribution 
of EEO materials (e.g. harassment policies, EEO posters, 
reasonable accommodations procedures, etc.)? 

X 

B.4.d Is there a central funding or other mechanism for funding 
supplies, equipment and services necessary to provide 
disability accommodations? 

X 

B.4.e Does the agency fund major renovation projects to ensure 
timely compliance with Uniform Federal Accessibility 
Standards? 

X 

B.4.f Is the EEO Program allocated sufficient resources to train 
all employees on EEO Programs, including administrative 
and judicial remedial procedures available to employees? 

X 

B.4.f.1  Is there sufficient funding to ensure the prominent posting 
of written materials in all personnel and EEO offices? 
[See 29 CFR 1614.102(b)(5)] 

X 

B.4.f.2 Is there sufficient funding to ensure that all employees 
have access to this training and information? 

X 
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B.4.g Is there sufficient funding to provide all managers and 
supervisors with training and periodic up-dates on their 
EEO responsibilities: 

B.4.g.1 For ensuring a workplace that is free from all forms of 
discrimination, including harassment and retaliation? 

X 

B.4.g.2  To provide religious accommodations? X 

B.4.g.3  To provide disability accommodations in accordance with 
the agency's written procedures? 

X 

B.4.g.4  In the EEO discrimination complaint process? X 

B.4.g.5 To participate in ADR? X 

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 Compliance 
Indicator

EEO program officials advise and 
provide appropriate assistance to 
managers/supervisors about the 
status of EEO programs within 
each manager's or supervisor's 

area of responsibility. 

Measure has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

C.1.a Are regular (monthly/quarterly/semi-annually) EEO 
updates provided to management/supervisory officials by 
EEO program officials?  

X 

C.1.b Do EEO program officials coordinate the development 
and implementation of EEO plans with all appropriate 
agency managers to include Agency Counsel, Human 
Resources Officials, Finance and the Chief Information 
Officer?  

X 

C.2 Compliance 
Indicator

The Human Resources Director 
and the EEO Director meet 
regularly to assess whether 

personnel programs, policies, and 
procedures are in conformity 
with instructions contained in 

EEOC management directives. 

Measure has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

C.2.a Have time-tables or schedules been established for the 
agency to review its Merit Promotion Program Policy and 
Procedures for systemic barriers that may be impeding 
full participation in promotion opportunities by all 
groups?  

X 

C.2.b Have time-tables or schedules been established for the 
agency to review its Employee Recognition Awards 
Program and Procedures for systemic barriers that may be 
impeding full participation in the program by all groups?  

X 
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C.2.c Have time-tables or schedules been established for the 
agency to review its Employee Development /Training 
Programs for systemic barriers that may be impeding full 
participation in training opportunities by all groups?  

X 

C.3 Compliance 
Indicator

When findings of discrimination 
are made, the agency explores 

whether or not disciplinary 
actions should be taken. 

Measure has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

C.3.a Does the agency have a disciplinary policy and/or a table 
of penalties that covers employees found to have 
committed discrimination?  

X 

C.3.b Have all employees, supervisors and managers been 
informed as to the penalties for being found to perpetrate 
discriminatory behavior or for taking personnel actions 
based upon a prohibited basis?  

X 

C.3.c Has the agency, when appropriate, disciplined or 
sanctioned managers/supervisors or employees found to 
have discriminated over the past two years? 

If so, cite number found to have discriminated and list 
penalty/disciplinary action for each violation type. 

X ODEEO will hold discussions 
with OCHCO and the AFGE 
and NFFE Unions of HUD in 
an effort to explore ways to 
strengthen the accountability 
and enforcement of our “Table 
of Penalties” by taking the 
appropriate disciplinary 
actions against any employee 
found to have engaged in 
unlawful discrimination. 

There were five (5) Agency 
findings of discrimination 
rendered in FY 2016 on the 
basis of race, disability, and 
reprisal.  While the Agency did 
not take disciplinary action 
against the responsible parties 
in these matters, EEO training 
was provided in accordance 
with the decision.  In addition, 
one management official did 
retire from the Agency.   

C.3.d Does the agency promptly (within the established time 
frame) comply with EEOC, Merit Systems Protection 
Board, Federal Labor Relations Authority, labor 
arbitrators and District Court orders?  

X 

C.3.e Does the agency review disability accommodation 
decisions/actions to ensure compliance with its written 
procedures and analyze the information tracked for trends, 
problems, etc.?  

X See Part H – Plan 3 (Updated)
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Essential Element D: PROACTIVE PREVENTION

Requires that the agency head makes early efforts to prevent discriminatory actions and 
eliminate barriers to equal employment opportunity in the workplace. 

D.1 Compliance 
Indicator

Analyses to identify and remove 
unnecessary barriers to 

employment are conducted 
throughout the year. 

Measure has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

D.1.a Do senior managers meet with and assist the EEO 
Director and/or other EEO program officials in the 
identification of barriers that may be impeding the 
realization of equal employment opportunity?  

X 

D.1.b When barriers are identified, do senior managers develop 
and implement, with the assistance of the agency EEO 
office, agency EEO Action Plans to eliminate said 
barriers?  

X 

D.1.c Do senior managers successfully implement EEO Action 
Plans and incorporate the EEO Action Plan Objectives 
into agency strategic plans?  

X 

D.1.d Are trend analyses of workforce profiles conducted by 
race, national origin, sex and disability?  

X 

D.1.e Are trend analyses of the workforce's major occupations 
conducted by race, national origin, sex and disability?  

X 

D.1.f Are trend analyses of the workforce's grade level 
distribution conducted by race, national origin, sex and 
disability?  

X 

D.1.g Are trend analyses of the workforce's compensation and 
reward system conducted by race, national origin, sex and 
disability?  

X 

D.1.h Are trend analyses of the effects of 
management/personnel policies, procedures, and practices 
conducted by race, national origin, sex and disability?  

X 

D.2 Compliance 
Indicator

The use of Alternative Dispute 
Resolution (ADR) is encouraged 

by senior management. 

Measure has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

D.2.a Are all employees encouraged to use ADR? X 

D.2.b Is the participation of supervisors and managers in the 
ADR process required? 

X 
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Essential Element E: EFFICIENCY

Requires that the agency head ensure that there are effective systems in place for evaluating 
the impact and effectiveness of the agency's EEO programs as well as an efficient and fair 

dispute resolution process.

E.1 Compliance 
Indicator

The agency has sufficient staffing, 
funding, and authority to achieve 

the elimination of identified 
barriers. 

Measure has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

E.1.a Does the EEO Office employ personnel with adequate 
training and experience to conduct the analyses required 
by MD-715 and these instructions?  

X 

E.1.b Has the agency implemented an adequate data collection 
and analysis systems that permit tracking of the 
information required by MD-715 and these instructions?  

X See Part H – Plan 1 (Updated)

E.1.c Have sufficient resources been provided to conduct 
effective audits of field facilities' efforts to achieve a 
model EEO program and eliminate discrimination under 
Title VII and the Rehabilitation Act?  

X 

E.1.d Is there a designated agency official or other mechanism 
in place to coordinate or assist with processing requests 
for disability accommodations in all major components of 
the agency?  

X 

E.1.e Are 90 percent of accommodation requests processed 
within the frame set forth in the agency procedures for 
reasonable accommodation?  

X See Part H – Plan 3 (Updated)

E.2 Compliance 
Indicator The agency has an effective 

complaint tracking and 
monitoring system in place to 

increase the effectiveness of the 
agency's EEO programs. 

Measure has 
been met 

For all unmet measures, 
provide a brief 

explanation in the space 
below or complete and 

attach an EEOC FORM 
715-01 PART H to the 
agency's status report 

Measures Yes No

E.2.a Does the agency use a complaint tracking and monitoring 
system that allows identification of the location and status 
of complaints and length of time elapsed at each stage of 
the agency's complaint resolution process?  

X 

E.2.b Does the agency's tracking system identify the issues and 
bases of the complaints, the aggrieved 
individuals/complainants, the involved management 
officials and other information to analyze complaint 
activity and trends?  

X 

E.2.c Does the agency hold contractors accountable for delay in 
counseling and investigation processing times? If so, 
briefly describe how: 

X 
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E.2.d Does the agency monitor and ensure that new 
investigators, counselors, including contract and collateral 
duty investigators, receive the 32 hours of training 
required in accordance with EEO Management Directive 
MD-110?  

X 

E.2.e Does the agency monitor and ensure that experienced 
counselors, investigators, including contract and collateral 
duty investigators, receive the 8 hours of refresher training 
required on an annual basis in accordance with EEO 
Management Directive MD-110?  

X 

E.3 Compliance 
Indicator  

The agency has sufficient 
staffing, funding and 

authority to comply with 
the time frames in 

accordance with the 
EEOC (29 C.F.R. Part 
1614) regulations for 

processing EEO 
complaints of employment 

discrimination. 

Measure has been 
met 

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

715-01 PART H to the agency's 
status report 

Measures  Yes No

E.3.a Are benchmarks in place that compare the 
agency's discrimination complaint processes 
with 29 CFR Part 1614?  

X 

E.3.a.1 Does the agency provide timely EEO 
counseling within 30 days of the initial request 
or within an agreed upon extension in writing, 
up to 60 days? 

X 

E.3.a.2 Does the agency provide an aggrieved person 
with written notification of his/her rights and 
responsibilities in the EEO process in a timely 
fashion? 

X 

E.3.a.3 Does the agency complete the investigations 
within the applicable prescribed time frame? 

X New processes have been put in place 
to ensure compliance with EEOC 
mandated time limits.  See Part H 
Plan # 

E.3.a.4 When a complainant requests a final agency 
decision, does the agency issue the decision 
within 60 days of the request? 

  X New processes have been put in place 
to ensure compliance with EEOC 
mandated time limits. 

E.3.a.5  When a complainant requests a hearing, does 
the agency immediately upon receipt of the 
request from the EEOC AJ forward the 
investigative file to the EEOC Hearing Office? 

X 

E.3.a.6  When a settlement agreement is entered into, 
does the agency timely complete any 
obligations provided for in such agreements?  

X 

E.3.a.7  Does the agency ensure timely compliance with 
EEOC AJ decisions which are not the subject of 
an appeal by the agency?  

X 
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E.4 Compliance 
Indicator  

There is an efficient and 
fair dispute resolution 
process and effective 

systems for evaluating the 
impact and effectiveness 

of the agency's EEO 
complaint processing 

programs. 

Measure has been 
met For all unmet measures, 

provide a brief explanation in 
the space below or complete 
and attach an EEOC FORM 

715-01 PART H to the agency's 
status report 

Measures  Yes No

E.4.a In accordance with 29 CFR 1614.102(b), has the 
agency established an ADR Program during the 
pre-complaint and formal complaint stages of 
the EEO process? 

X 

E.4.b Does the agency require all managers and 
supervisors to receive ADR training in 
accordance with EEOC (29 CFR Part 1614) 
regulations, with emphasis on the Federal 
government's interest in encouraging mutual 
resolution of disputes and the benefits 
associated with utilizing ADR? 

X 

E.4.c After the agency has offered ADR and the 
complainant has elected to participate in ADR, 
are the managers required to participate? 

X 

E.4.d Does the responsible management official 
directly involved in the dispute have settlement 
authority? 

X 

E.5 Compliance 
Indicator  

The agency has effective 
systems in place for 

maintaining and 
evaluating the impact and 

effectiveness of its EEO 
programs. 

Measure has been 
met 

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

715-01 PART H to the agency's 
status report 

Measures  Yes No

E.5.a Does the agency have a system of management 
controls in place to ensure the timely, accurate, 
complete and consistent reporting of EEO 
complaint data to the EEOC?  

X 

E.5.b Does the agency provide reasonable resources 
for the EEO complaint process to ensure 
efficient and successful operation in accordance 
with 29 CFR §1614.102(a)(1)? 

X 

E.5.c Does the agency EEO office have management 
controls in place to monitor and ensure that the 
data received from Human Resources is 
accurate, timely received and contains all the 
required data elements for submitting annual 
reports to the EEOC?  

X 

E.5.d Do the agency's EEO programs address all of 
the laws enforced by the EEOC?  

X 

E.5.e Does the agency identify and monitor 
significant trends in complaint processing to 
determine whether the agency is meeting its 

X 
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obligation under Title VII and the Rehabilitation 
Act?  

E.5.f Does the agency track recruitment efforts and 
analyze efforts to identify potential barriers in 
accordance with MD-715 standards?  

X   See Part H – Plan 1 (Updated)

E.5.g Does the agency consult with other agencies of 
similar size on the effectiveness of their EEO 
programs to identify best practices and share 
ideas?  

X 

E.6 Compliance 
Indicator  

The agency ensures that 
the investigation and 

adjudication function of 
its complaint resolution 

process are separate from 
its legal defense arm of 
agency or other offices 

with conflicting or 
competing interests. 

Measure has been 
met 

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

715-01 PART H to the agency's 
status report 

Measures  Yes No

E.6.a Are legal sufficiency reviews of EEO matters 
handled by a functional unit that is separate and 
apart from the unit that handles agency 
representation in EEO complaints?  

X ODEEO is working with HUD 
leadership to ensure that the firewall 
between the EEO function and the 
Agency's defensive function is 
adequate. Both ODEEO and OGC are 
working diligently to identify a 
solution that optimally complies with 
MD 110.   See Part H Plan #7 

E.6.b Does the agency discrimination complaint 
process ensure a neutral adjudication function?  

X 

E.6.c If applicable, are processing time frames 
incorporated for the legal counsel's sufficiency 
review for timely processing of complaints? 

X 

Essential Element F: RESPONSIVENESS AND LEGAL COMPLIANCE 

This element requires that Federal agencies are in full compliance with EEO statutes and 
EEOC regulations, policy guidance, and other written instructions.  

F.1 Compliance 
Indicator  

The agency's system of 
management controls 

ensures that the agency 
timely completes all 

ordered corrective action 
and submits its 

compliance report to 
EEOC within 30 days of 

such completion. 

Measure has been 
met 

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

715-01 PART H to the agency's 
status report 

Measures  Yes No

F.1.a Does the agency have a system of management 
control to ensure that agency officials timely 
comply with any orders or directives issued by 
EEOC Administrative Judges?  

X 

F.2 Compliance 
Indicator  

The agency's system of 
management controls 

Measure has been 
met 

For all unmet measures, 
provide a brief explanation in 
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Measures  ensures that the agency 
timely completes all 

ordered corrective action 
and submits its 

compliance report to 
EEOC within 30 days of 

such completion. 

Yes No the space below or complete 
and attach an EEOC FORM 

715-01 PART H to the agency's 
status report 

F.2.a Does the agency have control over the payroll 
processing function of the agency? If yes, 
answer the two questions below.  

X 

F.2.a.1 Are there steps in place to guarantee responsive, 
timely and predictable processing of ordered 
monetary relief?  

X 

F.2.a.2 Are procedures in place to promptly process 
other forms of ordered relief?  

X 

F.3 Compliance 
Indicator  

Agency personnel are 
accountable for the timely 

completion of actions 
required to comply with 

orders of EEOC. 

Measure has been 
met 

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

715-01 PART H to the agency's 
status report 

Measures  Yes No

F.3.a Is compliance with EEOC orders encompassed 
in the performance standards of any agency 
employees?  

X 

F.3.a.1 If so, please identify the employee by title in the 
comments section and state how performance is 
measured. 

• HUD Senior Leadership 
• ODEEO Leadership  
• EEO Compliance Officer 

The duties and responsibilities of all 
of the above-mentioned positions are 
annotated in their annual performance 
standards and elements.  

F.3.b Is the unit charged with the responsibility for 
compliance with EEOC orders located in the 
EEO office?  

X 

F.3.b.1 If not, please identify the unit in which it is 
located, the number of employees in the unit, 
and their grade levels in the comments column. 

N/A 

F.3.c Have the involved employees received any 
formal training in EEO compliance?  

X 

F.3.d Does the agency promptly provide to the EEOC 
the following documentation for completing 
compliance: 

F.3.d.1 Attorney Fees: Copy of check issued for 
attorney fees and/or a narrative statement by an 
appropriate agency official or agency payment 
order? 

X 
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F.3.d.2 Awards: A narrative statement by an 
appropriate agency official starting the dollar 
amount and the criteria used to calculate the 
award? 

X 

F.3.d.3 Back Pay and Interest: Computer print-outs or 
payroll documents outlining gross back pay and 
interest, copy of any checks issued, narrative 
statement by an appropriate agency official of 
total monies paid? 

X 

F.3.d.4 Compensatory Damages: The final agency 
decision and evidence of payment, if made? 

X 

F.3.d.5  Training: Attendance roster at training 
session(s) or a narrative statement by an 
appropriate agency official confirming that 
specific persons or groups of persons attended 
training on a certain? 

X 

F.3.d.6  Personnel Actions (e.g., Reinstatement, 
Promotion, Hiring, Reassignment): Copies of 
SF-50s  

X 

F.3.d.7  Posting of Notice of Violation: Original signed 
and dated notice reflecting the dates that the 
notice was posted. A copy of the notice will 
suffice if the original is not available.  

X 

F.3.d.8  Supplemental Investigation: 1. Copy of letter to 
complainant acknowledging receipt from EEOC 
of remanded case. 2. Copy of letter to 
complainant transmitting the Report of 
Investigation (not the ROI itself unless 
specified). 3. Copy of request for a hearing 
(complainant's request or agency's transmittal 
letter). 

X 

F.3.d.9  Final Agency Decision (FAD): FAD or copy of 
the complainant's request for a hearing. 

X 

F.3.d.10  Restoration of Leave: Print-out or statement 
identifying the amount of leave restored, if 
applicable. If not, an explanation or statement.  

X 

F.3.d.11  Civil Actions: A complete copy of the civil 
action complaint demonstrating same issues 
raised as in compliance matter.  

X 

F.3.d.12  Settlement Agreements: Signed and dated 
agreement with specific dollar amounts, if 
applicable. Also, appropriate documentation of 
relief is provided. 

         X 
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PART H 

EEO PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF 

A MODEL EEO PROGRAM – EEOC FORM 715-01  
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U.S. Department of Housing and Urban Development  
Fiscal Year (FY) 2016 

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

EEO Plan to Attain the Essential Elements of a Model EEO Program 
EEOC FORM 715-01 PART H 

FY 2013 - Part H, Plan #1 (Updated) 

Essential Element B: Integration of EEO into the Agency's Strategic Mission 

Requires that the agency's EEO programs be organized and structured to maintain 
a workplace that is free from discrimination in any of the agency's policies, 
procedures or practices and supports the agency's strategic mission. 

Essential Element E: Efficiency 

Requires that the agency head ensure that there are effective systems in place for 
evaluating the impact and effectiveness of the agency's EEO Programs as well as 
an efficient and fair dispute resolution process. 

STATEMENT of  
MODEL PROGRAM  
ESSENTIAL ELEMENT  
DEFICIENCY: 

Are there sufficient resources to enable the agency to conduct a thorough 
barrier analysis of its workforce, including the provision of adequate data 
collection and tracking systems? 

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

Does the agency track recruitment efforts and analyze efforts to identify 
potential barriers in accordance with MD-715 standards? 

OBJECTIVE: Establish a comprehensive plan and system to track, analyze, and evaluate 
recruitment (i.e., applicant flow data) and other related occupational areas 
by utilizing data-driven approaches and optimizing policies, processes, and 
programs to drive EEO and inclusive diversity efforts to ultimately accomplish 
the agency’s mission. 

RESPONSIBLE 
OFFICIAL: 

Chief Human Capital Officer, Office of the Chief Human Capital Officer 
(OCHCO); Director, Office of Departmental Equal Employment Opportunity 
(ODEEO) 

DATE OBJECTIVE 
INITIATED: 

September 30, 2013 

TARGET DATE FOR  
COMPLETION OF 
OBJECTIVE: 

September 30, 2018 

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

Establish data-driven approaches to recruitment, including analyzing 
applicant flow data; educating hiring managers; designing fair and effective 

September 30, 2016 
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recruitment and examining strategies for competitive examining and 
examining for the career SES that cast the broadest net possible and apply 
merit principles; utilizing applicable special hiring authorities (e.g., Schedule 
A authority for individuals with certain disabilities, veterans hiring 
authorities, etc.) as supplements to competitive hiring processes; partnering 
with diverse organizations and institutions to help recruitment draw from all 
segments of society, and generate cognitive diversity; and conducting a 
review of potential implicit biases within the organization. 

Establish data-driven approaches to promotion opportunities and career 
development, including analyzing applicant flow data; developing career 
enhancement opportunities; utilizing appropriate collaborative practices and 
social media technologies; and collaborating with Special Emphasis Program 
Managers, affinity groups, and employee resource groups. 

September 30, 2016 

Collect relevant performance data to establish a business case for diversity 
and inclusion for the agency; collaborate with other agencies and the 
Diversity and Inclusion in Government (DIG) Council to create models for 
analyzing performance metrics in correlation with diversity and inclusion 
metrics. 

September 30, 2016 

OCHCO and ODEEO jointly participated in a meeting with the Career 
Connector representatives to discuss HUD’s current data collection practices 
and reporting.  

September 30, 2016 

HUD officials participated in a “Monster MD-715 Client Information Session” 
hosted by the U.S. Department of Treasury designed to be an educational 
session between Monster and its customer base to discuss how the MD-715 
reports function within the system and how data is calculated. 

September 30, 2016 

REPORT OF MODIFICATIONS TO THE OBJECTIVE: TARGET DATE 
(Must be specific) 

HUD’s Office of the Chief Human Capital Officer (OCHCO) acquired Shared 
Services (Administrative Resource Center, ARC) through the Bureau of Fiscal 
Service, U.S. Department of Treasury, for support of its HR functions.  

September 30, 2014 

Collaborative on-going discussions continue to take place with 
internal/external stakeholder to ensure adequate plan and system is 
accurately capturing the agency’s data collection as required.  

September 30, 2015 

Incorporated the 2016 Government-wide Inclusive Diversity Strategic Plan 
which outlines the second phase of implementation of the President’s 2011 
Executive Order 13583, Establishing a Coordinated Government-wide 
Initiative to Promote Diversity and Inclusion in the Federal Workforce thus 
establishing new data-driven goals. 

September 30, 2016 

Modification of Part H, Plan #1, to include the goal/priorities of the 2016 
Government-wide Inclusive Diversity Strategic Plan reflecting the need to 
apply a more sophisticated inclusive diversity approach by using the latest 
data-driven techniques to recruitment, including analyzing applicant flow 
data; educating hiring managers; designing fair and effective recruitment 
and examining strategies for competitive examining and examining for the 
career SES that cast the broadest net possible and apply merit principles; 
utilizing applicable special hiring authorities (e.g., Schedule A authority for 
individuals with certain disabilities, veterans hiring authorities, etc.) as 
supplements to competitive hiring processes; partnering with diverse 
organizations and institutions to help recruitment draw from all segments of 
society, and generate cognitive diversity; and conducting a review of 
potential implicit biases within the organization. 

September 30, 2016 
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REPORT OF ACCOMPLISHMENTS TO THE OBJECTIVE: TARGET DATE 
(Must be specific) 

Modification of the target date has been changed since the initiation of this 
objective on 09/30/2013.  Seemingly, and due to a VERA/VSIP, 
restructurings and process improvement approaches along with the 
acquisition of Shared Services (Administrative Resource Center, ARC) 
through the Bureau of Fiscal Service, U.S. Department of Treasury, efforts 
resolving this matter has been slightly delayed. 

September 30, 2016 
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U.S. Department of Housing and Urban Development  
Fiscal Year (FY) 2016 

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

EEO Plan to Attain the Essential Elements of a Model EEO Program 
EEOC FORM 715-01 PART H 

FY 2010 – Part H, Plan #2 (Updated) 

Essential Element A:  Demonstrated Commitment from Agency Leadership  

Requires the agency head to issue written policy statements ensuring a 
workplace free of discriminatory harassment and a commitment to equal 
employment opportunity. 

STATEMENT of  
MODEL PROGRAM  
ESSENTIAL ELEMENT  
DEFICIENCY: 

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

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

OBJECTIVE: In accordance with EEOC Management Directive (MD)-715, its mandated that 
Federal agencies must have in place an effective anti-harassment program 
policy and procedures to address non-sexual harassment and establish a 
separate independent investigatory process and procedures, and failing to 
provide clear investigation procedures. 

RESPONSIBLE 
OFFICIAL: 

Chief Human Capital Officer, Office of the Chief Human Capital Officer 
(OCHCO); Director, Office of Departmental Equal Employment Opportunity 
(ODEEO); American Federation of Government Employees (AFGE); National 
Federation of Federal Employees (NFFE), and the Office of General Counsel 
(OGC) 

DATE OBJECTIVE 
INITIATED: 

September 30, 2010  

TARGET DATE FOR  
COMPLETION OF 
OBJECTIVE: 

September 30, 2017  

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

Reestablish discussions with OCHCO, ODEEO, AFGE, NFFE, and OGC. Completed  
(September 30, 2016) 

Prepare a draft Anti-Harassment Program plan which outlines the policies 
and procedures governing this process which should contain at a minimum: 
1) a clear explanation of prohibited conduct; 2) assurance that employees 
who make claims of harassment or provide information related to such 
claims will be protected against retaliation; 3) a clearly described complaint 
process that provides accessible avenues for complainants; 4) assurance that 
employer will protect the confidentiality of the individuals bringing 
harassment claims to the extent possible; 5) a complaint process that 

Completed 
(September 30, 2016) 
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provides a prompt, thorough, and impartial investigation; and 6) assurance 
that the employer will take immediate and appropriate corrective action 
when it determines that harassment has occurred. 

Submit a final policy document to internal stakeholders for final review and 
concurrence. 

September 30, 2017 

Disseminate Anti-Harassment Program policy and procedures to all HUD 
employees (e.g., new employees at orientation, newly appointed managers 
and supervisors into the managerial/supervisory ranks, and employees 
attending related trainings) via hud@work website. 

September 30, 2017 

REPORT OF MODIFICATIONS TO THE OBJECTIVE: TARGET DATE 
(Must be specific) 

Modification of the target date has been changed since the initiation of this 
objective on 09/30/2010.   

September 30, 2017 

Initial deliberations were stalled but have since resumed with a completion 
coming in FY 2017. 

September 30, 2017 

Modification of Part H, Plan #2, to provide a clear and more concise objective 
based on EEOC’s guidance in outlining a minimum standard for develop an 
agency’s anti-harassment program policy and procedures. In addition, 
modified the planned objective to reflect the appropriate Essential Element 
deficiency.  

September 30, 2017 

REPORT OF ACCOMPLISHMENTS TO THE OBJECTIVE: TARGET DATE 
(Must be specific) 

Collaborative on-going discussions continue to take place with the respective 
stakeholder to ensure full compliance of this mandated policy requirement.  
A rough draft of the proposed policy was circulated for initial thoughts and 
comments on August 11, 2016. 

September 30, 2016 

HUD conducted annual Ethics and Whistleblower Protection Act training for 
all employees to promote the highest ethical standards for all employees and 
cultivate a culture in which HUD program and services can be carried out 
with the utmost impartiality and integrity.  The Whistleblower Protection Act 
training was centered around ensuring that employees who disclose 
allegations of serious wrongdoing or gross mismanagement are free from 
fear of reprisal for their disclosures. 

September 30, 2016 

A draft of the proposed Anti-Harassment Program policy and procedures are 
currently under review by OCHCO. 

September 30, 2016 
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U.S. Department of Housing and Urban Development  
Fiscal Year (FY) 2016 

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

EEO Plan to Attain the Essential Elements of a Model EEO Program 
EEOC FORM 715-01 PART H 

FY 2010 - Part H, Plan #3 (Updated) 

Essential Element A:  Demonstrated Commitment from Agency Leadership  

Requires the agency head to issue written policy statements ensuring a 
workplace free of discriminatory harassment and a commitment to equal 
employment opportunity. 

Essential Element C: Management and Program Accountability 

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. 

Essential Element E: Efficiency 

Requires that the agency head ensure that there are effective systems in place for 
evaluating the impact and effectiveness of the agency's EEO Programs as well as 
an efficient and fair dispute resolution process. 

STATEMENT of  
MODEL PROGRAM  
ESSENTIAL ELEMENT  
DEFICIENCY: 

Have managers and supervisors been trained on their responsibilities under 
the procedures for reasonable accommodation? 

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

Are 90% of accommodation requests processed within the time frame set 
forth in the agency procedures for reasonable accommodation? 

OBJECTIVE: Establish a comprehensive Reasonable Accommodation Program (i.e., 
policies and procedures) and system to track, analyze, and evaluate 
reasonable accommodation requests of HUD employees, and ensure full 
compliance in accordance with EEOC guidance “Procedures for Providing 
Reasonable Accommodation for Individuals With Disabilities”, Executive 
Order 13164 “Requiring Federal Agencies To Establish Procedures To 
Facilitate the Provision of Reasonable Accommodation“, Section 501 of the 
Rehabilitation Act of 1973, and the ADA Amendments Act of 2008 (ADAAA).  

RESPONSIBLE 
OFFICIAL: 

Chief Human Capital Officer, Office of the Chief Human Capital Officer 
(OCHCO); Director, Office of Departmental Equal Employment Opportunity 
(ODEEO); American Federation of Government Employees (AFGE); National 
Federation of Federal Employees (NFFE), and the Office of General Counsel 
(OGC) 

DATE OBJECTIVE 
INITIATED: 

September 30, 2010 
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TARGET DATE FOR  
COMPLETION OF 
OBJECTIVE: 

September 30, 2017 

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

Reestablish discussions with OCHCO, ODEEO, AFGE, NFFE, and OGC. September 30, 2014 

Draft new Reasonable Accommodation Program policies and procedures for 
review/concurrence and submit to the Equal Employment Opportunity 
Commission (EEOC) for final agency approval. 

September 30, 2015 

Provide a follow-up response to the EEOC, Office of Federal Operations (OFO) 
based on the feedback HUD received regarding its submitted RA policies and 
procedures pursuant to the EEOC Policy Guidance on Executive Order 13164: 
Establishing Procedures to Facilitate the Provision of Reasonable 
Accommodation.  

September 30, 2016 

Consultations meetings held between OCHCO, ODEEO, AFGE, NFFE, and OGC 
to address the feedback/comments received from EEOC/OFO regarding the 
agency’s submitted RA policies and procedures. 

September 30, 2016 

In collaboration and support of OSPM to improve the overall processing, 
managing, and enforcing of the reasonable accommodation process and its 
tracking system, OCHCO has decided to revisit its methodology and approach 
to this functional responsibility.  

September 30, 2016 

Reasonable Accommodation Project Kick-Off meeting was scheduled and all 
respective stakeholders invited to participate in the process improvement 
methodology of the RA process. Last meeting was held on November 9, 
2016. 

September 30, 2017 

REPORT OF MODIFICATIONS TO THE OBJECTIVE: TARGET DATE 
(Must be specific) 

Modification of the target date has been changed since the initiation of this 
objective on 09/30/2010.   

September 30, 2014 

On-going discussions regarding the agency’s RA Program policies and 
procedures with OCHCO, ODEEO, AFGE, NFFE, and OGC were stalled 
resulting in limited success thus causing this objective to be modified.  

September 30, 2015 

Modification of Part H, Plan #3, to provide a clear and more concise objective 
based on EEOC’s guidance in outlining “Procedures for Providing Reasonable 
Accommodation for Individuals With Disabilities”. In addition, modified the 
planned objective to reflect the appropriate Essential Element deficiencies.  

September 30, 2016 

HUD-wide RA working group was established at the beginning of FY 2017 to 
address process improvement measures in making the RA policies and 
procedures more uniformed, effective, and efficiently throughout the 
Department.  The RA Working Group meets weekly in hopes of resubmitting 
its final RA Program policies and procedures to EEOC/OFO asap.  

September 30, 2017 

REPORT OF ACCOMPLISHMENTS TO THE OBJECTIVE: TARGET DATE 
(Must be specific) 
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Completed HUD’s Reasonable Accommodation Program policies and 
procedures and submitted to the EEOC for final agency approval. 

September 30, 2015 

Consultations meetings held between OCHCO, ODEEO, AFGE, NFFE, and OGC 
to address the feedback/comments received from EEOC/OFO regarding the 
agency’s submitted RA policies and procedures. 

September 30, 2016 

Invested in modeling the Toyota Production System (TPS) Process 
Improvement Methodology to assist in making the agency’s Reasonable 
Accommodation Program policies and procedures more efficient and effective 
(i.e., customer friendly to all HUD employees). 

September 30, 2016 

Established an HUD-wide working group to assist with implementing a new 
RA Program policies and procedures and finalize the agency’s policy for 
resubmission to EEOC/OFO. 

September 30, 2017 
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U.S. Department of Housing and Urban Development  
Fiscal Year (FY) 2016 

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

EEO Plan to Attain the Essential Elements of a Model EEO Program 
EEOC FORM 715-01 PART H 

FY 2016 - Part H, Plan #4 (New) 

Essential Element B: Integration of EEO into the Agency's Strategic Mission 

Requires that the agency's EEO programs be organized and structured to maintain 
a workplace that is free from discrimination in any of the agency's policies, 
procedures or practices and supports the agency's strategic mission. 

STATEMENT of  
MODEL PROGRAM  
ESSENTIAL ELEMENT  
DEFICIENCY: 

Are statutory/regulatory EEO related Special Emphasis Programs sufficiently 
staffed? 

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

OBJECTIVE: Establish an effective full-time equivalent position in support of the Hispanic 
Employment Program within the Department to identify barriers that may 
impede the recruitment, hiring, promotion, professional development, and/or 
retention of Hispanic employees and applicants and advise management 
officials on the implementation of actions designed to correct the under-
representation of Hispanics specific occupational fields and upper grade 
levels.  This HEPM position will interface regularly with local community 
groups, civil rights advocacy groups, professional organizations, and Hispanic 
Serving Institutions (HSIs), and serve as a permanent fixture on the 
agency’s Diversity Council.  

RESPONSIBLE 
OFFICIAL: 

Director, Office of Departmental Equal Employment Opportunity (ODEEO) 

DATE OBJECTIVE 
INITIATED: 

September 30, 2016 

TARGET DATE FOR  
COMPLETION OF 
OBJECTIVE: 

September 30, 2017 

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

Recruit and hire a full-time Hispanic Employment Program Manager (HEPM) 
in the Office of Departmental Equal Employment Opportunity, Affirmative 
Employment Division (AED), to represent the Department and serve as a 
principal advisor on all Hispanic related matters involving the recruitment, 
hiring, promotion, professional development, and retention of Hispanic 
employees. 

September 30, 2017 

Post an announcement via internally/externally to recruit for an HEPM. September 30, 2017 
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Hire an HEPM within the Office of Departmental Equal Employment 
Opportunity, Affirmative Employment Division (AED), to fulfil the mandated 
requirement of EEOC Management Directive (MD) 110. 

September 30, 2017 

REPORT OF MODIFICATIONS TO THE OBJECTIVE: TARGET DATE 
(Must be specific) 

REPORT OF ACCOMPLISHMENTS TO THE OBJECTIVE: TARGET DATE 
(Must be specific) 

Posted and recruited an HEPM through the agency’s Rotational Assignment 
Program (RAP) and who served in this capacity for 120 days. 

September 30, 2016 

In March 2016, advertised a Lead Equal Employment Opportunity Specialist 
position to serve as the Hispanic Program Manager in providing strategic 
advice and counsel to the Department’s senior management on diversity-
related issues, as outlined by the Department’s Strategic Goals for advancing 
EEO and Diversity & Inclusion.  A selection was made but the candidate 
declined the position. 

September 30, 2016 
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U.S. Department of Housing and Urban Development  
Fiscal Year (FY) 2016 

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

EEO Plan to Attain the Essential Elements of a Model EEO Program 
EEOC FORM 715-01 PART H 

FY 2016 – Part H, Plan #5 (New) 

Essential Element E: EFFICIENCY

Requires that the agency head ensure that there are effective systems in place for evaluating the impact 
and effectiveness of the agency's EEO programs as well as an efficient and fair dispute resolution process

STATEMENT of  
MODEL PROGRAM  
ESSENTIAL ELEMENT  
DEFICIENCY: 

- Does the agency complete the investigations within the 
applicable prescribed time frame? When a complainant 
requests a final agency decision, does the agency issue 
the decision within 60 days of the request?

OBJECTIVE: In accordance with 29 CFR 1614 and EEOC Management Directive (MD)-715, 
its mandated that Federal agencies must have in place an effective EEO 
complaint processing measure to issue investigations within 180 days and 
final agency decisions within 60 days of the request.  

RESPONSIBLE 
OFFICIAL: 

Director, Office of Departmental Equal Employment Opportunity (ODEEO) 

DATE OBJECTIVE 
INITIATED: 

September 30, 2017  

TARGET DATE FOR  
COMPLETION OF 
OBJECTIVE: 

September 30, 2018 

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

Hire additional staff to process cases at conclusion of continuing resolution 
and government wide hiring freeze 

 September 30, 2019 

Hire new EEO Division Director and Team Leader  February 5, 2017 

Put new processes in place for processing cases (white board, establish due 
dates on all assignments)  

 November 1, 2017 

Holding staff accountable.  New elements on performance plans.  February 29, 2017 

REPORT OF MODIFICATIONS TO THE OBJECTIVE: TARGET DATE 
(Must be specific) 

REPORT OF ACCOMPLISHMENTSS TO THE OBJECTIVE TARGET DATE (MUST BE SPECIFIC 
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U.S. Department of Housing and Urban Development  
Fiscal Year (FY) 2016 

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

EEO Plan to Attain the Essential Elements of a Model EEO Program 
EEOC FORM 715-01 PART H 

FY 2016 – Part H, Plan #6 (New) 

Essential Element E: EFFICIENCY

Requires that the agency head ensure that there are effective systems in place for evaluating the impact 
and effectiveness of the agency's EEO programs as well as an efficient and fair dispute resolution process

STATEMENT of  
MODEL PROGRAM  
ESSENTIAL ELEMENT  
DEFICIENCY: 

Low resolution rate in ADR process.  There is a perception that management 
is unwilling to settle complaints.  

OBJECTIVE: To obtain more ADR resolution and settlements  

RESPONSIBLE 
OFFICIAL: 

Director, Office of Departmental Equal Employment Opportunity (ODEEO) 

DATE OBJECTIVE 
INITIATED: 

September 30, 2017  

TARGET DATE FOR  
COMPLETION OF 
OBJECTIVE: 

September 30, 2019 

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

Heavily promote ADR  2017-2022 

Develop videos utilizing social media platforms September 30, 2017 

REPORT OF MODIFICATIONS TO THE OBJECTIVE: TARGET DATE 
(Must be specific) 

REPORT OF ACCOMPLISHMENTS TO THE OBJECTIVE: TARGET DATE 
(Must be specific)
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U.S. Department of Housing and Urban Development  
Fiscal Year (FY) 2016 

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

EEO Plan to Attain the Essential Elements of a Model EEO Program 
EEOC FORM 715-01 PART H 

FY 2016 – Part H, Plan #7 (New) 

Essential Element E: EFFICIENCY

Are legal sufficiency reviews of EEO matters handled by a functional unit that is separate 
and apart from the unit that handles agency representation in EEO complaints?

STATEMENT of  
MODEL PROGRAM  
ESSENTIAL ELEMENT  
DEFICIENCY: 

Legal Sufficiency: While the current legal sufficiency review process is not optimal in terms 
of ensuring an adequate firewall, both ODEEO and OGC are committed to identifying a better 
solution.  Given staffing challenges, the current approach, while not ideal, has at least enabled the 
EEO office to obtain legal reviews on critical documents.  In addition, OGC has taken measures 
to establish as much of a firewall as possible within the constraints of the current structure and 
staffing availability.   HUD, OGC, and ODEEO leadership are working to establish a Senior 
Level Attorney Advisor position that will report to the Principal Deputy General Counsel and be 
dedicated to the needs of ODEEO, including legal sufficiency.  Pending approval, the SL position 
may be advertised and filled during Fiscal Year 2017.

OBJECTIVE: To create the appropriate firewall between OGC legal sufficiency review and 
litigation. 

RESPONSIBLE 
OFFICIAL: 

Director, Office of Departmental Equal Employment Opportunity (ODEEO); 
Office of General Counsel (OGC) 

DATE OBJECTIVE 
INITIATED: 

September 30, 2017  

TARGET DATE FOR  
COMPLETION OF 
OBJECTIVE: 

September 30, 2018 

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

ODEEO was promised that a Senior Level Attorney Advisor position would be 
created and that person would be dedicated to the needs of ODEEO, 
including legal sufficiency.  The SL position would report directly to the 
Principal Deputy General Counsel.  To date, that position has neither been 
advertised or filled.  

September 30, 2018 

REPORT OF MODIFICATIONS TO THE OBJECTIVE: TARGET DATE 
(Must be specific) 

REPORT OF ACCOMPLISHMENTS TO THE OBJECTIVE: TARGET DATE 
(Must be specific)
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PART I 

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS 

REPORT - EEO PLAN TO ELIMINATE IDENTIFIED 

BARRIER(S)  
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EEOC FORM 
715-01  
PART I 

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL  

EEO PROGRAM STATUS REPORT 

U.S. Department of Housing and Urban Development FY 2016 

STATEMENT OF CONDITION THAT WAS A 
TRIGGER FOR A POTENTIAL BARRIER: Provide 
a brief narrative describing the condition at issue. 
How was the condition recognized as a potential 
barrier? 

HUD’s permanent workforce representation of 
individuals with targeted disabilities is 1.07% and 
continues to fall short of the federal government-
wide goal of 2% of the Agency’s workforce. 

In addition, HUD’s total workforce representation of 
individuals with disabilities is 9.47% and is 
significantly below the federal government-wide set 
goal of 12% for Federal agency workforces. 

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

Reviewed existing workforce data, along with 
specialized data that was captured for MD- 715.  
Data show individuals with targeted disabilities are 
underrepresented compared to the federal goal of 
2%.  There appears to be a lack of awareness on 
the part of hiring managers of the special hiring 
authorities that could be used to non-competitively 
hire individuals with targeted disabilities and of 
established organizations whose mission is to assist 
Federal agencies in finding qualified candidates 
with disabilities. 

STATEMENT OF IDENTIFIED BARRIER: Provide 
a succinct statement of the agency policy, 
procedure or practice that has been determined to 
be the barrier of the undesired condition. 

Reeducate hiring managers and human capital 
professionals on the special hiring authorities and 
conduct specialized recruitment and outreach 
efforts to increase the number of new hires with 
disabilities and targeted disabilities. 

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

Improve recruitment, outreach, and hiring efforts 
of individuals with disabilities and targeted 
disabilities. 

RESPONSIBLE OFFICIAL: Chief Human Capital Officer, Office of the Chief 
Human Capital Officer (OCHCO); Director, Office of 
Departmental Equal Employment Opportunity 
(ODEEO); American Federation of Government 
Employees (AFGE); National Federation of Federal 
Employees (NFFE), and the Office of General 
Counsel (OGC) 

DATE OBJECTIVE INITIATED: October 1, 2016 (newly modified from FY 2015) 

TARGET DATE FOR COMPLETION OF 
OBJECTIVE:

On-going 

Establish HUD’s five year goals/plans to increase the participation rates of 
individuals with disabilities and targeted disabilities to reach the 
government-wide goal of 2%, and set new goals as deemed necessary. 

September 30, 2018 

 Provide training to managers/supervisors on Schedule A Hiring Authorities. 
September 30, 2018 

Promote the participation in all HUD-wide related activities aimed at 
increasing the participation of individuals with disabilities. September 30, 2018 

Use OPM’s contract vendor and other resources to recruit and hire qualified 
individuals with disabilities and targeted disabilities. September 30, 2018 
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Make a proposal to HUD Program Offices on the need to develop a 
supplemental five-year plan for increasing and improving the hiring, 
recruitment, and retention of individuals with disabilities as required by 
Executive Order 13548 using OPM guidance issued in November 2010. All 
plans should be geared to the commitment of 2% for all new hires over the 
next five-years in support of individuals with targeted disabilities. 

September 30, 2018 

Plan to reaffirm its commitment to resurvey its workforce every two years 
and will do so during FY 2017 to update the race, ethnicity, gender, veteran, 
and disability codes identified in supporting workforce statistical information.  
This survey will be conducted through a voluntary self-identification process 
for the purpose of assisting in the development of affirmative and diversity 
and inclusion plans to address and eliminate potential barriers to 
recruitment/outreach, hiring, professional development, promotion, and 
retention of individuals with disabilities (including targeted disabilities).  

September 30, 2018 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE 

Throughout the year and through HUD Learn, managers/supervisors and employees are provided a series 
of courses designed to enlighten their understanding and awareness on the benefits of being well versed 
with disability related matters and resources.  In addition, Treasury Executive Institute (TEI) provides a 
forum for HUD’s managers/supervisors and senior executives to learn and grow by exposing them to the 
best leadership models, new technologies, and best practices in addressing government-wide initiatives 
such as “Increasing Federal Employment of Individuals with Disabilities”. 

HUD provides easy access in requesting “assistive technology” through its Assistive Technology Program 
(ATP) for accommodating HUD employees who have visual, hearing, mobility, cognitive, or other 
impairments. As HUD program offices and/or managers encounter individuals in need of “assistive 
technology”, they may follow the policy and procedures that have been prominently displayed on the 
hud@work intranet site at http://hudatwork.hud.gov/HUD/cio/po/i/it/usersupp/enabled/.

In addition, “Interpreter Services”, a program under the Reasonable Accommodation Branch, Employee 
Assistance Program Health and Wellness Division, OCHCO, is a contracted program to provide sign 
language/oral interpreting services to HUD employees who are deaf or hard of hearing.  All request for 
sign language interpreting services of HUD sponsored meetings or events are typically submitted by the 
respective Program Office’s Administrative Officer (AO), Program Manager, Supervisors and/or Employee 
to Interpreter Services at InterpreterServices@hud.gov and/or by contacting (202) 708-0738. 

Through a collaborative effort, HUD reaffirmed its commitment to the reenactment of Section 508 of the 
Rehabilitation Act by reestablishing the roles, responsibilities, and clearinghouse in providing access to 
and the use of electronic and information technology (EIT) by individuals with disabilities. In addition, 
HUD consulted with the U.S. Access Board to focus on how HUD’s facilities can be made more accessible 
to individuals with disabilities.  Note:  The U.S. Access Board is responsible for the enforcement of 
accessibility standards issued under the Architectural Barriers Act, which has required that federal 
facilities be accessible to individuals with disabilities. http://hudatwork.hud.gov/HUD/cio/po/i/508/index

HUD, in its partnering agreement with Computer/Electronic Accommodations Program (CAP), constantly 
receives invitations of their engaging presentations/assessments being conducted throughout the country 
and often shared with the HUD headquarter and field office staff members. 

HUD promotes the use of the Job Accommodation Network (JAN) as a resource in providing expert advice 
and consultation on reasonable accommodation matters for HUD employees and job applicants for 
employment.  
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EEOC FORM 
715-01  
PART I 

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL  

EEO PROGRAM STATUS REPORT 

U.S. Department of Housing and Urban Development FY 2016 

STATEMENT OF CONDITION THAT WAS A 
TRIGGER FOR A POTENTIAL BARRIER:

Provide a brief narrative describing the condition at 
issue. 

How was the condition recognized as a potential 
barrier? 

In light of the persistent low representation of 
Hispanics in the Government-wide workforce, OPM 
and the EEOC agreed to a recommendation from 
the Hispanic Council on Federal Employment 
(HCFE), to require Federal agencies to conduct a 
barrier analysis on their Hispanic employment. This 
analysis should include the identification and 
implementation of corrective actions to address 
and/or eradicate all barriers and prohibited 
practices of EEO, and diversity and inclusion and 
engagement, involving Hispanic employees of HUD 
at the GS-12 through Senior Executive Service 
(SES) levels or equivalent. At a minimum, the 
barrier analysis should consist of the following 
elements: Workforce Analysis, Root Cause 
Analysis, Solution Development, and Best 
Practices.  

In addition, there continues to be a low 
participation rate of Hispanics (Latinos) in mission 
critical occupations (i.e., Economist Series (0110);  
Human Resources Management Series (0201); 
Miscellaneous Administration and Program Series 
(0301); Equal Opportunity Compliance Series 
(0360); Auditing Series (0511); General Business 
and Industry Series (1101); Contracting Series 
(1102); and Information Technology Management 
Series (2210).  

BARRIER ANALYSIS:

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

A review of workforce data tables revealed that 
HUD is experiencing lower than expected 
participation rates as well as in several of the 
mission critical occupations for Hispanics (Latinos). 
HUD employed 642 (8.08%) permanent Hispanic 
employees in its workforce which is slightly below 
the government-wide participation rate of 8.5% 
and significantly below the civilian labor force (CLF) 
participation rate of 9.96%.  In addition, the 
participation rate for the permanent Hispanics 
workforce decreased by 20 employees from 662 
(8.00%) in FY 2015 to 642 (8.08%) in FY 2016.      

STATEMENT OF IDENTIFIED BARRIER:

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

HUD has not fully established its targeted 
recruitment/outreach plan to tap into underutilized, 
diverse talent pools, and those aligned to our 
mission critical occupations and anticipated skills 
gaps. 

Reeducate hiring managers and Human Capital 
professionals on the importance of securing a high 
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performing workforce that’s drawn from all 
segments of society. 

OBJECTIVE:

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

Formalize organizational recruitment and 
succession planning strategies to increase targeted 
recruitment and outreach efforts for all Hispanics 
(Latinos) and in mission critical related 
occupations.  In addition, identify specific goals to 
achieve HUD's diversity and inclusion, and 
engagement vision; conduct an organizational 
assessment, using multiple measures, which will 
provide baseline research to assist HUD in better 
understanding the organizational climate, and to 
be used to further strategic diversity management 
goals; and provide policy recommendations to the 
Secretary, Deputy Secretary, and Principal Staff as 
well as an annual report documenting the progress 
of any established strategic planning efforts.  

RESPONSIBLE OFFICIAL: Chief Human Capital Officer, Office of the Chief 
Human Capital Officer (OCHCO); Director, Office of 
Departmental Equal Employment Opportunity 
(ODEEO); American Federation of Government 
Employees (AFGE); National Federation of Federal 
Employees (NFFE), and the Office of General 
Counsel (OGC) 

DATE OBJECTIVE INITIATED: October 1, 2016 (newly modified from FY 2015) 

TARGET DATE FOR COMPLETION OF 
OBJECTIVE:

On-going 

PLANNED ACTIVITIES TOWARD COMPLETION 
OF OBJECTIVE: 

TARGET DATE 
(Must be specific) 

Per EEOC Management Directive (MD) 110 dated 
August 5, 2015, “the head of the agency shall 
designate an Equal Employment Opportunity 
Officer(s) and such Special Emphasis Program 
Managers (i.e., Hispanic Employment Program 
Manager) to carry out the functions described in 
Part 1614 in all organizational units of the agency 
and at all agency installations. 29 C.F.R. § 
1614.102(b)(4)”. For this purpose, the HEPM would 
participate in and monitor the coordination and 
compliance of EEO guidelines and principles 
affecting Hispanics (Latinos) and the various 
reporting requirements associated with this group.  

September 30, 2018 

Establish partnerships with colleges, universities, 
alumni groups, professional organizations, and all 
other groups for targeting a diverse pool of 
candidates. 

September 30, 2018 

Utilize HUD’s Diversity Council and specifically the 
“Latino Network” and “HUD National Image 

September 30, 2018 
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Chapter” (two vital affinity groups) to assist with 
the Department’s efforts and serve as a “change 
agent” to promote an inclusive work environment 
that furthers HUD's vision for diversity.  

Develop a more comprehensive POL planning 
process that identifies and addresses HUD’s 
underrepresented workforce shortfalls, and offers 
corrective actions through each Program Office’s 
hiring projections (i.e., mission critical 
occupations) for FY 2017, FY 2018 and beyond. 

September 30, 2018 

Conduct an assessment of mission critical 
occupations to determine if these current 
occupations remain critical to the Department 
carrying out its mission and/or are other noted 
occupations now required. 

September 30, 2018 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE 

In support of HUD’s Strategic Plan, 2014 – 2018, Human Capital Strategic Plan (HCSP) for 2015 – 2018, 
Human Capital Succession Planning for 2015-2018, and Strategic Workforce Planning for 2015-2018, 
here’s just a few noteworthy accomplishments in achieving operational excellence of its human capital 
management objectives: 

• HUD’s ODEEO approached AFGE local 222 in headquarters and three national Hispanic 
organizations, the League of United Latin American Citizens (LULAC), the National Organization 
for Mexican American Rights (NOMAR) and National Image to develop partnerships designed to 
maximize recruitment and outreach efforts to the Hispanic community.   

• A “Memorandum of Understanding (MOU)” was established between HUD and the American 
Federal of Government Employees (AFGE) Council 222 to redefine the composition and operation 
of HUD’s Diversity Council and any subcommittee by providing clarity of its framework for which 
members may engage in wide-ranging discussions focused on promoting and enhancing EEO, and 
diversity and inclusion.  This forum will serve as a vehicle for advising top leadership on the 
adoption and implementation of creative strategies, policies, and programs to build and maintain 
a high quality diverse workforce.  In addition, the primary role of the Diversity Council is to serve 
as a change agent by identifying and communicating to leadership the principal issues affecting 
the business case for EEO, and diversity and inclusion across the Department.  The Diversity 
Council will consider what policies, strategies, and initiatives will strengthen the impact and 
cohesiveness of the Department’s EEO, and diversity and inclusion efforts, and will discuss how to 
implement such initiatives, including the identification of resources that may be leveraged 
throughout the Department.   

• The Latino Network has established a Share Point site that is available upon becoming a member 
along with a “Yammer” (internal social media) site for connecting and keeping open 
communication with its members and the HUD workforce. The Latino Network continues to 
provide notices for job opportunities, free training and leadership articles through their Yammer 
site referenced as “Conexiones” and seeks to transform high-potential, mid-career Latino 
professionals into innovative executives by sharing developmental information, training 
opportunities and job/vacancy announcements.  

• The Latino Network also facilitated leadership conference calls entitled Conversaciones” which 
translates to conversations.  The purpose of the leadership calls was to identify leaders in the 
public and private sector that were willing to share their professional/career stories with the 
members as a “mentoring” approach.  It should be duly noted that these conference calls would 
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serve as opportunities in providing members with leadership pointers, motivation, and guidance 
for their own self and professional development.  

• HUD National Image Chapter held several meetings with their membership in an effort to 
formalize their chapter at HUD.  

• The Latino Network and HUD’s National Image Chapter in recognition of this year’s Hispanic 
Heritage Month (September 15 – October 15), not only hosted an event in HUD’s Headquarters 
but also promoted and coordinated several observances/events throughout the Regional Offices 
which included: Region II - Special Employee Committee, who held a panel discussion covering 
their theme entitled “Afro Latinos: An Untaught History”.  Also, Region VIII sponsored an event 
with a theme entitled “History of the Kitiyama Strike” in Brighton, CO back in the late 60’s. This 
event featured Rodolfo Briseno talking about the history of the strike as well as he gave uplifting 
advice and comments on the need to continue the movement started in the 60’s and 70’s for 
better housing, jobs, and the representation of Hispanics.  A newsletter reporting this event was 
prominently display on HUD’s National Image Chapter site on “Yammer”.  

• HUD employees fully supported and participated by attending LULAC’s 2016 Federal Training 
Institute Partnership and the 2016 National Image Training Conference in Albuquerque, NM, 
whereby HUD’s Raul Ceniceros served as one of the conference trainers.  
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EEOC FORM 
715-01  
PART I 

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL  

EEO PROGRAM STATUS REPORT 

U.S. Department of Housing and Urban Development FY 2016 

STATEMENT OF CONDITION THAT WAS A 
TRIGGER FOR A POTENTIAL BARRIER:

Provide a brief narrative describing the condition at 
issue. 

How was the condition recognized as a potential 
barrier? 

HUD’s non-compliance in establishing and 
maintaining an effective Reasonable 
Accommodation Program that complies with the 
governing laws and principles set forth in Section 
501 of the Rehabilitation Act of 1973, Americans 
with Disabilities Act (ADA) of 1990, Executive 
Order 13163 “Establishing Procedures to Facilitate 
the Provision of Reasonable Accommodation”, 
Americans with Disabilities Act Amendment Act of 
2008, and other related statutes and Executive 
Orders which requires Federal agencies to establish 
procedures to facilitate the provisions of 
reasonable accommodations. 

BARRIER ANALYSIS:

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

In conducting an analysis of Part G (Agency’s Self-
Assessment Checklist Measuring Essential 
Elements), along with noting that the Department 
still doesn’t have an approved RA process and 
procedures by EEOC, HUD has, therefore, failed to 
implement sound procedures for reasonable 
accommodation for individuals with disabilities and 
targeted disabilities that have been made readily 
available/accessible to all employees and 
applicants for employment.  

STATEMENT OF IDENTIFIED BARRIER:

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

In addition, HUD has failed to train employees and 
managers/supervisors on their responsibilities 
under the Department’s process and procedures 
for reasonable accommodation.  

Further, HUD lacks an RA web-based tracking 
system that manages/monitors the reasonable 
accommodation process, disabilities/targeted 
disabilities, accommodation approved/disapproved, 
and resources of assistance.     

OBJECTIVE:

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

Finalize the HUD’s Reasonable Accommodation 
Policies and Procedures, as approved by EEOC, and 
formalize communications which outlines the 
responsibilities of all parties involved in this 
process.  In addition, train all employees and 
managers/supervisor on the RA process, and 
disseminate such procedures during new employee 
orientations, periodic employee and 
manager/supervisor training sessions, as well as 
making these RA procedures available via HUD’s 
hud@work (Intranet Website) and www.hud.gov 
(External Website).  
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RESPONSIBLE OFFICIAL: Chief Human Capital Officer, Office of the Chief 
Human Capital Officer (OCHCO); Director, Office of 
Departmental Equal Employment Opportunity 
(ODEEO); American Federation of Government 
Employees (AFGE); National Federation of Federal 
Employees (NFFE), and the Office of General 
Counsel (OGC) 

DATE OBJECTIVE INITIATED: October 1, 2016 (newly modified from FY 2015) 

TARGET DATE FOR COMPLETION OF 
OBJECTIVE:

September 30, 2017 

PLANNED ACTIVITIES TOWARD COMPLETION 
OF OBJECTIVE: 

TARGET DATE 
(Must be specific) 

Per EEOC Management Directive (MD) 110, 
sufficiently staff a Disability Employment Program 
Manager (DEPM) to administer, manage/monitor, 
and enforce the provisions governing the 
Department’s Reasonable Accommodation Program 
in accordance with Section 501 of the 
Rehabilitation Act of 1973, Americans with 
Disabilities Act (ADA) of 1990, Executive Order 
13163 “Establishing Procedures to Facilitate the 
Provision of Reasonable Accommodation”, 
Americans with Disabilities Act Amendment Act of 
2008, and other related statutes and Executive 
Orders which requires Federal agencies to establish 
procedures to facilitate the provisions of 
reasonable accommodations. 

September 30, 2017 

Collaborate with HUD’s Diversity Council and 
specifically “Advocates for HUD Employees with 
Disabilities (AHED)” to assist with the 
Department’s efforts and serve as a “change 
agent” to promote an inclusive work environment 
that furthers HUD's vision for diversity.  

September 30, 2017 

Develop a more comprehensive RA process that 
complies with the statutory, regulatory, Executive 
Orders, and other related policies governing 
Federal agencies by EEOC.   

September 30, 2017 

Conduct an assessment of all 
approved/disapproved RA request to determine 
what trends, commonalities, and/or barriers exist 
for immediate process improvements. 

September 30, 2017 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE 

• Drafted new Reasonable Accommodation Program policies and procedures for review/concurrence 
and submit to the Equal Employment Opportunity Commission (EEOC) for final agency approval. 

• Completed HUD’s Reasonable Accommodation Program policies and procedures and submitted to 
the EEOC for final agency approval.  
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• Consultations meetings were held between OCHCO, ODEEO, AFGE, NFFE, and OGC to address the 
feedback/comments received from EEOC/OFO regarding the agency’s submitted RA policies and 
procedures. 

• Provided a follow-up response from the EEOC, Office of Federal Operations (OFO) based on the 
feedback HUD received regarding its submitted RA policies and procedures pursuant to the EEOC 
Policy Guidance on Executive Order 13164: Establishing Procedures to Facilitate the Provision of 
Reasonable Accommodation.   

• Invested in modeling the Toyota Production System (TPS) Process Improvement Methodology to 
assist in making the agency’s Reasonable Accommodation Program policies and procedures more 
efficient and effective (i.e., customer friendly to all HUD employees). 

• In collaboration and support of OSPM to improve the overall processing, managing, and enforcing 
of the reasonable accommodation process and its tracking system, OCHCO has decided to revisit 
its methodology and approach to this functional responsibility.   

• Reasonable Accommodation Project Kick-Off meeting was scheduled and all respective 
stakeholders invited to participate in the process improvement methodology of the RA process. 
Last meeting was held on November 9, 2016.  

• HUD-wide RA working group was established at the beginning of FY 2017 to address process 
improvement measures in making the RA policies and procedures more uniformed, effective, and 
efficiently throughout the Department.  The RA Working Group meets weekly in hopes of 
resubmitting its final RA Program policies and procedures to EEOC/OFO asap.  Note:  Developing 
a Reasonable Accommodation Case Management System to track and monitor all request for 
reasonable accommodation for status updates and reporting, and determine commonalities for 
expedient and proactive processing. 
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PART J 

SPECIAL PROGRAM PLAN FOR THE RECRUITMENT, 
HIRING, AND ADVANCEMENT OF INDIVIDUALS 

WITH TARGETED DISABILITIES
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EEOC FORM 
715-01 
PART J 

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL  

EEO PROGRAM STATUS REPORT 
Special Program Plan for the Recruitment, Hiring, and Advancement of Individuals  

With Targeted Disabilities 

PART I 
Department 
or Agency 

Information 

1. Agency 1. U.S. Department of Housing and Urban Development 

1.a. 2nd Level 
Component 

1.a. 

1.b. 3rd Level or 
lower 

1.b. 

PART II 
Employment 
Trend and 

Special 
Recruitment 

for 
Individuals 

With 
Targeted 

Disabilities 

Enter 
Actual 
Number at 
the ... 

... beginning of FY  ... end of FY  Net Change 

Number % Number % Number Rate of 
Change 

Total Work 
Force 

8419 100.00% 8074 100.00% -345 -4.10%

Reportable 
Disability 

790 9.38% 765 9.47% -25 -3.16%

Targeted 
Disability* 

95 1.13% 87 1.08% -8 -8.42%

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

1. Total Number of Applications Received From Persons 
With Targeted Disabilities during the reporting period. 

503

2. Total Number of Selections of Individuals with Targeted 
Disabilities during the reporting period. 

5

PART III Participation Rates In Agency Employment Programs 

Other 
Employment/Perso

nnel Programs 

TOTAL Reportable 
Disability 

Targeted 
Disability 

Not Identified No Disability 

# % # % # % # % 

3. Competitive 
Promotions (GS-13 
through SES) 

4 0 0.00 0 0.00 0 0.00 4 100.0 

4. Non-Competitive 
Promotions 

12 0 0.00 0 0.00 1 8.33 11 91.67 

5. Employee Career 
Development 
Programs 

5.a. Grades 01 - 12 N/A N/A N/A N/A N/A N/A N/A N/A N/A 

5.b. Grades 13 - 15 N/A N/A N/A N/A N/A N/A N/A N/A N/A 

5.c. Grade SES N/A N/A N/A N/A N/A N/A N/A N/A N/A 

6. Employee 
Recognition and 
Awards 

6.a. Time-Off Awards 
(total 1-9 hrs awarded)

669 74 11.06 2 0.30 10 1.49 585 87.44 

6.b. Cash Awards 
(total # awarded) 

1714 190 11.09 8 0.47 33 1.93 1491 86.99 

6.c. Cash Awards 
(total $$$ awarded) 

805,090 100,534 12.49 3,570 0.44 16,354 2.03 688,202 85.48 

6.d. Quality-Step 
Increase (total $$$ 
awarded) 

N/A N/A N/A N/A N/A N/A N/A N/A N/A 

*Professional Development Data by race/ethnicity/disability is not collected by a workforce data reporting system. 

**SES awards and award amounts are not included in this analysis. 
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EEOC FORM 
715-01 
Part J 

Special Program Plan for the Recruitment, Hiring, and Advancement of 
Individuals With Targeted Disabilities 

Part IV

Identification 
and Elimination 

of Barriers 

HUD’s limited analysis has identified two key focus areas for increasing the participation 
rate of individuals with disabilities and targeted disabilities.   

1) OCHCO and ODEEO professionals have indicated that hiring officials lack functional 
knowledge on the use of special hiring authorities available for non-competitively 
recruiting and hiring of veterans and individuals with disabilities and targeted disabilities.   

2) OCHCO and ODEEO professionals must conduct extensive barrier analysis and improve 
its targeted recruitment and outreach efforts by expanding their resource base to include 
non-traditional organizations assistance to hiring officials who are unaware of the various 
professional organizations that may assist in identifying qualified individuals with 
disabilities who has the skill sets and are not aware of the availability of established 
organizations whose mission is to assist agencies in finding qualified candidates with 
disabilities.   

Part V

Goals and 
Strategies for 

Targeted 
Disabilities 

Goal #1:  Increase HUD’s participation rate of individuals with disabilities and targeted 
disabilities as set forth by EEOC and OPM collectively.  Some strategies should include: 

• Re-evaluate and set new numerical hiring goals to increase participation rates for 
individuals with disabilities and targeted disabilities over the next five (5) years.  

• Educate potential students with disabilities on the special hiring appointing 
authorities (Schedule A) through Workforce Recruitment Program (WRP) by 
sending an HUD OCHCO and ODEEO representative to serve as a WRP recruitment 
liaison. 

• Establish a list of Certified Schedule A Candidates (with talent and skills supporting 
the HUD mission and its mission critical occupations).  It is duly noted that this list 
be provided to senior management, and managers/supervisors on a monthly basis.

• Provide extensive training to senior management, and managers/supervisors on 
Schedule A hiring authority usage. 

• Present to HUD hiring officials a list of pre-screen individuals with disabilities 
candidates when vacancies occur within the respective HUD Program Offices. 

Goal #2:  Retain current employees with targeted disabilities 

• HUD’s Disability Employment Program Manager shall work with senior 
management, managers/supervisors, OCHCO, and BFS in establishing career 
ladder positions (based on series, grade, and mission critical occupation) for 
individuals with disabilities and targeted disabilities. 

• HUD’s Disability Employment Program Manager shall work with OCHCO, senior 
management, managers/supervisors in establishing robust Individual Development 
Plans (IDPs) to assist with for individuals with disabilities and targeted disabilities 
achieving their professional goals and reaching their full potential. 

• Conduct a comprehensive assessment in identifying, addressing, and eliminating 
potential barriers to recruitment/outreach, hiring, professional development, 
promotion, and retention of individuals with disabilities and targeted disabilities. 
































































































































































































































































































